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This article looks into the issue of autonomy, often portrayed as a key feature of modern work arrangements, in particular of Independent professionals (IPros). Given the absence of conclusive evidence in the current debate opposing structural and agency views on autonomy at work, we study how Ipros perform their job referring to three main analytical dimensions: formalization, verticality and openness. Our empirical material is composed of critical incidents reported by 37 executive coaches working in France. We show that IPros' autonomy unfolds over a 3-phase process combining the three aforementioned dimensions of autonomy that we associate with power strategies. This combination therefore reflects a complex interaction between structural and agentic factors, paving the way for a political process perspective on autonomy. Therefore, our paper advocates combining rather than opposing structural and agentic views on autonomy, and also expands the traditional agentic view of IPros' autonomy beyond the dominant psychological argument.

A political process perspective

Independent professionals (or IPros) -such as consultants, IT specialists, interim managers, trainers, translators or creative workers -represent a growing segment of the workforce, and are considered to be at the forefront of new forms of employment. Key to this population is the issue of autonomy [START_REF] Leighton | The rise of independent professionals: Their challenge for management[END_REF], but perspectives diverge when it comes to explaining its sources. Some authors offer structural arguments, linking IPros' autonomy to evanescent supervision of the work process [START_REF] Cappelli | Classifying work in the new economy[END_REF] or difficulty controlling their work [START_REF] Thompson | From conception to consumption: Creativity and the managerial missing link[END_REF]. Agentic perspectives attribute it mainly to psychological factors, such as the inherent search for freedom in one's professional choices and the corollary rejection of traditional forms of control. Finally, a third and more critical approach challenges this alleged autonomy, depicting it as an illusion, returning to structural arguments to emphasize the subtle forms of control in post-bureaucratic and project-based organizations [START_REF] Cicmil | The Politics of Projects in Technology-Intensive Work[END_REF]. Against this backdrop, our paper attempts to better understand whether and how IPros experience autonomy at work.

To do so, we chose a specific category of IPros: executive coaches. In many ways, their work environment is emblematic of what is experienced by most IPros, entangled in a web of complex relationships with multiple stakeholders. As experienced professionals, executive coaches are supposed to manage their relationships with clients in the strictest confidentiality, but they must simultaneously comply with the requests of clients asking and paying for the coaching process. This potentially contradictory situation in terms of autonomy at work provides an intriguing setting for empirical exploration.

Our paper starts with a literature review that outlines the sources of autonomy at work from structural and agentic perspectives; we then develop a multidimensional approach to autonomy in work practices [START_REF] Bouty | Coordination practices in extreme situations[END_REF][START_REF] Faraj | Coordination in fast-response organizations[END_REF]) that combines horizontality, openness and formality. The second section presents our research methods with details of the data collection process: 37 semi-structured interviews with French executive coaches, using the critical incident technique. The third section contains the findings: through an illustrative case followed by a transversal analysis of the other cases, we see that autonomy unfolds over a 3-phase process combining the three aforementioned dimensions of autonomy that we combine in our discussion of power strategies. This reflects the complex interaction between structural and agentic factors, paving the way for a political process perspective on autonomy that advocates combining rather than opposing structural and agentic views on autonomy and also expands the traditional agentic view of IPros' autonomy beyond the dominant psychological argument.

Approaching the autonomy of IPros

The burgeoning population of independent professionals (or IPros) is presented as the fastest growing segment of the workforce, already making up at least 5% of the total workforce in the EU (Semanza & Pichault, 2019). Supported by a structural transformation of the economy and the workplace, IPros are skilled workers with various statuses (self-employed, employee, contractor, etc.), associated with innovation, economic growth and future prosperity [START_REF] Garda | The Ins and Outs of Employment in 25 OECD Countries[END_REF]Prieto and Travieso, 2018). With loosened temporal, administrative and physical attachments to organizations [START_REF] Cascio | Talent Management of Nonstandard Employees[END_REF], these "free flow[ers]" (Pichault & McKeown, 2019, p.61) are often presented as actively looking for autonomy at work. As detailed below, perspectives vary on how to explain the sources of their autonomy.

Autonomy in the work of IPros: structural determinism or agentic quest?

Where do IPros get their alleged autonomy from? One set of approaches locates autonomy in the structures of modern work arrangements; here, we can distinguish between those that point to the evanescence of work control and those who emphasize the impossibility of control due to the opacity of IPros' work. A second approach provides an agentic perspective, pointing to the freedom that these workers are looking for, thus relying on psychological arguments. Finally, a third approach challenges this alleged autonomy, returning to a structural argument and pointing to post-bureaucratic forms of control. This is what we detail next.

Structural perspectives on IPros' autonomy

In the first set of structural approaches to the study of IPros' autonomy, a few authors connect their alleged autonomy to broader changes in modes of control, suggesting that greater autonomy results from the evanescence with which work is controlled. In an attempt to grasp the current evolutions of the labour market, [START_REF] Cappelli | Classifying work in the new economy[END_REF] suggest an inclusive classification of non-standard work arrangements, based on the modalities of supervision of the work being performed. They explain that supervision of work processes is shared with third parties (co-employment, subcontracting) or may be evanescent (direct contracting), whilst emphasis on expected outcomes is becoming increasingly important. Such a focus on expected outcomes should logically give workers more autonomy in the completion of their work [START_REF] Fraser | Portfolio workers: Autonomy and control amongst freelance translators[END_REF][START_REF] Morris | The indeterminacy of 'temporariness': Control and power in neo-bureaucratic organizations and work in UK television[END_REF].

A second category of arguments within this structural perspective focuses on one of the most common configurations in the work arrangements of IPros -project-based workand emphasizes the inherent opacity of intellectual work, which makes it very difficult to control. Indeed, the term "project-based work" reflects its ephemeral nature, given the flexibility needed when several projects are undertaken simultaneously for different partners, the discontinuity observed from one project to another, and the associated autonomy given to the worker [START_REF] Hanisch | Effects of complexity on the success of temporary organizations: Relationship quality and transparency as substitutes for formal coordination mechanisms[END_REF]. The intellectual nature of their work makes it difficult to apply bureaucratic means of control, even under the form of expected results [START_REF] Bologna | The Rise of the European Self-Employed Workforce[END_REF]Thompson, Jones & Warhust, 2009;[START_REF] Wynn | Chameleons at large: Entrepreneurs, employees and firms -the changing context of employment relationships[END_REF]. Compared to "traditional" professionals, who have a monopoly on knowledge and tend to regulate that monopoly through ethical codes of practice, "new" professionals can develop their activities free from any form of regulation [START_REF] Leighton | The rise of independent professionals: Their challenge for management[END_REF], which means that the outcomes of their work are difficult to evaluate. This "opaque quality" (von Nordenflycht, 2010) can provide knowledge workers with a favourable power balance vis-à-vis employers and business partners [START_REF] Finney | Learning from sharks: Lessons on managing projects in the independent film industry[END_REF][START_REF] Olsen | The power of workers', knowledge work and the power balance in Scandinavian countries[END_REF] and increase their autonomy at work. These two categories of arguments connect the question of autonomy to the structural characteristics of modern work arrangements.

Agentic perspectives on IPros' autonomy

Now we turn to the agentic, more subjective, perspective on IPros' autonomy. Here the supposed autonomy in the work of IPros not only results from structural components but also from an agentic quest, where workers are rejecting traditional forms of subordinated control in the search for more freedom. This is well illustrated by [START_REF] Leighton | The rise of independent professionals: Their challenge for management[END_REF] study. Their interviews of IPros reveal their respondents' discomfort with standard employment relationships usually associated with command-and-control systems and stressful working conditions. Most of them look for independence and choice in the workplace. They often voice their concerns in the workplace through individual bargaining rather than collective actions [START_REF] Osnowitz | Freelancing expertise: contract professionals in the new economy[END_REF][START_REF] Pernicka | An institutional logics approach to the heterogeneous world of highly skilled work[END_REF]. Another study by [START_REF] Soru | Working conditions and needs: results of a European survey[END_REF] of IPros in Europe shows that a vast majority of them want to be independent and are not looking to become employees, despite reported problems of financial instability and access to social protection. We can see that most arguments from the agentic viewpoint rely on a psychological understanding in which the supposed autonomy of IPros results from their personal choices and/or individual characteristics.

IPros' autonomy questioned

Despite this positive outlook, several authors have challenged this notion of autonomy in modern work arrangements. They point to the growing sophistication of the forms of control that are replacing traditional management control systems [START_REF] De Stefano | The rise of the "just-in-time workforce": On-demand work, crowdwork and labour protection in the "gig-economy[END_REF][START_REF] Fleming | The human capital hoax: Work, debt and insecurity in the era of Uberization[END_REF][START_REF] Bush | Catering the crowd: an HRM perspective on crowd worker engagement[END_REF]. They highlight the various tensions linked to the growing hybridization of employment relationships, especially in consultancy firms [START_REF] Donnelly | The knowledge economy and the restructuring of employment: The case of consultants[END_REF]: the alleged autonomy of consultants is in fact tightly constrained by the vagaries of their employers' needs, their clients' demands and their professional interests. Critical sociologists and labour process theorists view the "uncontrollable" nature of knowledge and creative work [START_REF] Hodgson | Controlling the uncontrollable: 'Agile' teams and illusions of autonomy in creative work[END_REF] as paving the way to post-bureaucratic forms of control [START_REF] Reed | The post-bureaucratic organization and the control revolution[END_REF]. Seen from this view, the self-reported autonomy of IPros actually represents the internalization of temporal and organizational pressures in a kind of heroic commitment to the project rhetoric [START_REF] Cicmil | The Politics of Projects in Technology-Intensive Work[END_REF], coupled with modes of informal regulation -mutual trust and soft control through implicit socialization processes among peers with tightly centralized control over strategic decisions [START_REF] Clegg | Under reconstruction: Modern bureaucracies[END_REF][START_REF] Morris | The indeterminacy of 'temporariness': Control and power in neo-bureaucratic organizations and work in UK television[END_REF][START_REF] Courpasson | Managerial strategies of domination: Power in soft bureaucracies[END_REF][START_REF] Sewell | Nice work? Rethinking managerial control in an era of knowledge work[END_REF]. Some authors even believe that this "radical responsibilization" of the workforce leads to mistrust, unfairness, and a lack of commitment, reinforcing the need for intrusive control and bureaucracy [START_REF] Kleinknecht | Rigidities through flexibility: Flexible labour and the rise of management bureaucracies[END_REF][START_REF] Fleming | The human capital hoax: Work, debt and insecurity in the era of Uberization[END_REF]. Under these conditions, autonomy at work is only an illusion and may be equated to increased risks of precarity [START_REF] De Peuter | Beyond the Model Worker: Surveying a Creative Precariat[END_REF][START_REF] Jansen | Self-employment as atypical or autonomous work: diverging effects on political orientations[END_REF][START_REF] Schulze Buschoff | Adapting labour law and social security to the needs of the 'New Self-Employed': Comparing the UK, Germany and the Netherland[END_REF].

Overall, the literature is largely ambiguous on the sources of IPros' autonomy at work. Therefore, this paper aims to further explore whether and how they effectively experience autonomy. In order to achieve this, we need to better understand how they work in various professional situations. As suggested by [START_REF] Faraj | Coordination in fast-response organizations[END_REF] in their study of work practices in fast-response organizations, it has become increasingly relevant to use practice-based approaches focused on the actions and reactions of situated agents to explore their concrete work experience.

A multidimensional approach to autonomy at work

In line with previous practice-based literature [START_REF] Bouty | Coordination practices in extreme situations[END_REF], three primary dimensions can help us understand how autonomy at work is perceived and experienced.

Formalization is probably one of the dimensions most often explored in the literature on work practices [START_REF] March | Organizations[END_REF][START_REF] Lawrence | Organizations and environments[END_REF][START_REF] Thompson | Organizations in action: social science bases of administrative theory[END_REF]. It refers to the compliance of work behaviours with pre-existing standards (plans, rules, procedures, programmes, etc.). These standards can come in multiple forms (from written documents to material artefacts) and can originate in institutions, professional associations, or organizations. Informality prevails when standards are lacking (small structures, prevalence of exploration activities, etc.) or despite existing standards (when facing extreme situations, for example see [START_REF] Batista | Improvising prescription: Evidence from the emergency room[END_REF]: in the latter scenario, little alignment with previous standards can be observed. Formalization can be expected to lead to higher autonomy while informality should give professional workers more room for manoeuvre. However, as shown by Moreno-Luzon & Begona-Lloria (2008), formal and informal work practices have complementary influences on innovation and their respective impact on autonomy might be more complex. [START_REF] Bouty | Coordination practices in extreme situations[END_REF] have shown that formalization can be accompanied by various sensemaking activities [START_REF] Weick | Sensemaking in organizations[END_REF]. In some cases, professional standards may just support discussions and information exchanges between actors: this agentic view supports the idea that sensemaking activities are intense and autonomy at work logically higher. In other cases, the influence of standards (mainly with institutional and/or organizational origins) is more constraining: such a structural view reduces the possibility of sensemaking activities and thus autonomy at work.

Verticality is probably the most explicit dimension related to autonomy. It refers to the role played by the hierarchical line [START_REF] Lechner | Coordinating growth initiatives in multi-units firms[END_REF] and/or analysts [START_REF] Mintzberg | The Structuring of Organisations: a Synthesis of the Research[END_REF] in organizing work practices, either by intervening in work processes via instructions and controls or by defining landmarks likely to shape work activities. When such interventions are significant and frequent, verticality will be considered high, and autonomy at work limited, following a structural argument. When the workers themselves can make decisions and take initiatives without prior authorization and/or ex post reporting, i.e., when their job is characterized by self-determination [START_REF] Deci | Self-determination theory in work organizations: The state of a science[END_REF], work practices will be considered more horizontal, denoting wider autonomy, which paves the way to agentic views. Several studies on project-based work have shown that this dimension can play a crucial role both in intra-and inter-organizational relations [START_REF] Hodgson | Controlling the uncontrollable: 'Agile' teams and illusions of autonomy in creative work[END_REF].

Openness adds a new dimension to the question of autonomy. It reflects the extent to which actors external to the organization under observation are concerned when trying to solve problems emerging in the workplace. As shown by [START_REF] Holmqvist | A dynamic model of intra-and interorganizational learning[END_REF], this dimension is critical in inter-organizational partnerships such as temporary organizations [START_REF] Burke | On temporary organizations: A review, synthesis and research agenda[END_REF]. Work practices will be considered closed if they only involve actors directly concerned with a specific work situation; if external actors are called upon to support the quest for solutions, they will be described as more open. These external actors may be either physically present or virtually integrated through the information they produce and/or diffuse. This is demonstrated by [START_REF] Davenport | Belonging' to a virtual research centre: Exploring the influence of social capital formation processes on member identification in a virtual organization[END_REF] in their study of social links within a research institute whose dispersed units are mainly interconnected through electronic networks. This partial-as opposed to complete -closure helps build a common social capital shared by members perceived as "central" and "peripheral". From an agentic perspective, openness allows internal actors to reinforce their assets through alliances with external actors and thus gain more autonomy. However, from a structural perspective, openness may also threaten their room for manoeuvre by introducing new unexpected constraints. Conversely, still from a structural perspective, closure can diminish the possibility of being autonomous, particularly when it leads to asymmetrical power relationships.

These three dimensions can be viewed as key components of autonomy at work. Using our multidimensional analytical grid, which is open to both structural and agentic arguments, we will now study the extent to which the work practices of IPros can lead to more or less autonomy at work.

Research methods

Research context

To empirically explore the question of autonomy at work, we chose a specific population of IPros: executive coaches. Executive coaches are professionals who, by means of questions, reflection, and feedback, support development and change at the individual, team and/or organizational levels [START_REF] Garvey | A very short, fairly interesting and reasonably cheap book about coaching[END_REF]. Their work status can take various forms -from traditional employment to pure self-employment -but necessarily entails triadic employment arrangements when occurring in organizations [START_REF] Kalleberg | Job quality in triadic employment relations: Work attitudes of Norwegian temporary help agency employees[END_REF] between the coach, the coachee and client (often the manager of the coachee). Given this multilaterality [START_REF] Countouris | The changing law of the employment relationship, comparative analyses in the European context[END_REF], the way in which coaches do their work cannot simply be captured through bilateral coordination mechanisms that typically occur in traditional work practices, like direct supervision, standardisation of processes and standardisation of outcomes [START_REF] Mintzberg | The Structuring of Organisations: a Synthesis of the Research[END_REF]. Triadic arrangements can indeed strongly impact their job quality (in terms of work status, work content or working conditions), and therefore shape their concrete experience of autonomy [START_REF] Kalleberg | Job quality in triadic employment relations: Work attitudes of Norwegian temporary help agency employees[END_REF]. On the one hand, the professional guarantee of confidentiality means that each coaching relationship can be managed autonomously, but on the other, clients who pay for the coaching process may have explicit expectations. Similar to other triadic relationships studied in the literature [START_REF] Havard | Client, employer and employee: Mapping a complex triangulation[END_REF][START_REF] Kalleberg | Job quality in triadic employment relations: Work attitudes of Norwegian temporary help agency employees[END_REF][START_REF] Truss | Who's in the driving seat? Managing human resources in a franchise firm[END_REF] where multiple stakeholders intervene, the potential autonomy of executive coaches is interesting to explore.

Participants in our study were self-selected: they volunteered after reading a call for participation in the newsletter of their respective coaching association. They came from the two major French coaching associations: the French Coaching Association (in French, Société Française de Coaching -SFC) and the French branch of the International Coach Federation (ICFF). Our sample is made up of 37 coaches, 18 from SFC and 19 from ICFF. 25 participants are women and 12 are men, a proportion similar to the wider population of coaches, 67% of whom are women (ICF, 2016). Ages ranged from 30 to 60 years old, with 5 to 15 years' coaching practice.

Data collection and analysis

We conducted in-depth semi-structured interviews using the critical incident technique [START_REF] Flanagan | The critical incident technique[END_REF], like [START_REF] Marlow | Informality and formality in medium-sized companies: contestation and synchronization[END_REF] in their study of the interplay between formality and informality in Small and Medium Enterprises. Developed by Flanagan in the context of World War II for the purposes of military job analyses, the critical incident technique has been designed to collect real-life activities and behaviors perceived either as outstandingly effective or ineffective with respect to meeting the general aims of the activity (Flanagan, 1954: 338). It has now become an established technique with a proven record as an investigative tool in a wide range of academic settings [START_REF] Butterfield | Fifty years of the critical incident technique: 1954-2004 and beyond[END_REF][START_REF] Chell | Critical incident technique[END_REF], of particular relevance for domains close to its industrial and organizational psychology roots, including but not limited to coaching, as in our study, psychology and counseling [START_REF] Chell | Critical incident technique[END_REF]. While the interpretive nature of the method may make generalization more problematic, [START_REF] Chell | Critical incident technique[END_REF] emphasizes that the narrative about the incident may, when coded, offer similarities in patterns of behavioral response, and thus enhanced generalizability.

Additionally, the author believes that CIT analysis "enables the researcher to relate context, strategy and outcomes, to look for repetition of patterns, and thus to build up a picture of tactics for handling difficult situations. This gives first-hand evidence of the relationship between context and outcome" (2004: 47).

Consequently, each of the 37 coaches was asked to detail an ethical situation that may have made it difficult for them to act. Thus, after setting the context ("Think back to a time in your coaching practice when you were faced with an ethical challenge"), the interviewer invited the interviewee to share an incident, i.e. to recollect a "situation [that] may have made it difficult for [people] to act, to know what to do, or to determine how to resolve the situation." Participants were asked 3 main reflective follow-up questions: (1) What was the ethical challenge? (2) What were you thinking at the time? (3) What were you feeling at the time? These questions are good illustrations of the objective of CIT to "gain an understanding from the perspective of the individual, taking into account cognitive, affective and behavioral elements" (Chell, 2004: 48). The 37 interviews were conducted by Skype and recorded for transcription (33 were conducted by one of the authors of this article, 4 by a research assistant). They lasted on average 50 minutes.

It emerged from our data that the critical incidents unfolded as part of a process that could be broken down into three phases. The first phase corresponds to the negotiation of the coaching contract and relationship; the second to the emergence of an issue faced by the coach that required action on his or her part; the third phase is the resolution of the incident.

Table 1 provides 7 examples of critical incidents shared by our interviewees and broken down into 3 phases.

---------Table 1 about here---------After breaking down each case into three phases, for each one we coded the way in which work was organized according to the theoretical framework described in the literature review using the definition of the key identified constructs of autonomy: formality versus informality, horizontality versus verticality, openness versus closure. Table 2 summarizes the definition of each construct and provides sample quotes for each code.

We begin by presenting the findings of one case, and then proceed with a transversal analysis of the 37 cases organized according to the three modalities exposed above.

Flora's case: increased autonomy over time

Case description

Flora shares the story of a coaching job she completed as a sub-contractor for a consulting company for which she regularly provides training. The company asks her to coach a manager who is finding it hard to effectively perform his job. Flora, being "in a relationship of subordination" with this consulting company, believes she has to "follow its logic". Their "way of proceeding" includes starting the coaching intervention with a three-party meeting between the coach, the coachee, and the sponsor, in this case the employer. This approach contrasts with Flora's habits as a coach and her psychoanalytical frame of reference; she tends to meet with the coachee alone and in a less directive manner.

Flora tries, unsuccessfully, to get in touch with the sponsor, whom she suspects of "illwill", before the meeting finally takes place. The relationship with the coachee starts well, but the sponsor remains very distant from the coaching intervention. Gradually, based on the information gathered through the coachee and other contacts in the company, Flora starts to wonder whether her client might be the victim of moral harassment by his direct supervisor.

Flora does not know whether she should share her assessment with her coachee; the psychoanalytical frame of reference by which she firmly abides suggests she should refrain, as does the code of ethics of her professional association, which leads her "to become entangled in a mode of neutrality". Flora decides to bring the case to a senior colleague with whom she regularly consults. He helps her realize that the perceived harassment conflicts with a "higher principle", that of workplace health, which should allow her to disregard the "neutrality principle".

Thanks to this new perspective, Flora decides to use her "duty of alert". During the following session, she "shares some of her hypotheses" with her client, and "mirrors back to him the elements he initially brought to her". Flora thinks that this coaching intervention "has clearly influenced the professional future of this client". And with hindsight, she believes this situation has helped her "get out of an ethics-based neutrality" to "shape [her] own zone of freedom".

Case analysis

Below, we examine Flora's case, identifying the specific work practice modalities in each of the three phases.

The first phase, upon the implementation of the coaching relationship, is characterized by verticality given the "relationship of subordination" between Flora and the consulting company that hired her to deliver coaching to a third-party client. This phase can also be characterized by formality as the intervention is defined by a written contract that delineates expectations, here a three-party meeting, which contrasts with Flora's usual way of proceeding. This practice is also relatively open, with the inclusion of the sponsor.

The second phase corresponds to Flora's suspicions of harassment. Flora is tempted to share her impressions with the coachee, but she worries the information might conflict with the neutrality principle she cherishes, given her psychoanalytical frame of reference. During this second phase, the work practices are thus mainly open as Flora refers to her association and reaches out to an additional contact (her senior colleague) to inform her judgment.

However, we can note a certain degree of closure with the near absence of the sponsor in this phase compared to the initial three-party contract. The work practices now refer to new formal rules (professional association's code of ethics). Both this openness and formalization can be perceived as attempts by Flora to redefine the initial objectives and regain control over the situation (more horizontality), but she is only partially successful given that she is unable to reduce the growing distance with the sponsor.

The third phase, which corresponds to the resolution of the situation and Flora's decision to speak up, is marked by the crucial opening of work practices towards the supervisor, who highlights a "higher principle", which in itself represents an additional form of openness. Through the support of her senior colleague, Flora takes over the situation with her "duty of alert"; the work practice thus becomes informal (the coaching model in use in the consulting company is not followed any more) and horizontal (the initial objectives are redefined and an alliance is created with the coachee).

Table 3 summarizes the three dimensions of work practices in each phase. While openness mostly dominates throughout the situation, the two other dimensions indicate changes. As far as horizontality/verticality is concerned, we can see a shift from verticality (phases 1 and 2) towards horizontality (phase 3); regarding formality/informality, the case evolves from formality (phases 1 and 2) towards informality. We can therefore see that Flora gains more autonomy over time through the growing horizontality (redefinition of initial objectives) and growing informality (rejection of the coaching model currently in use in the consulting company) of her work practices.

------------Table 3 about here-----------------

Transversal analysis

Next, we summarize the work practice modalities of Flora's case and the 36 other coaches in our sample over the three phases of the critical incident. In this overview, we pay particular attention to work practices originating in coaches' initiatives. We start by presenting the results related to horizontality versus verticality, then formality versus informality, and finally openness versus closure.

Horizontality versus verticality

For the 37 cases in our sample, Table 4 depicts the horizontality versus verticality of work practices for each of the three phases of the critical incident. Overall, horizontality strongly dominates. If we look at how they change over time, we see that verticality tends to be more important in phase 1 while horizontality progresses over phases 2 and 3.

------------Table 4 about here-----------------Two trajectories stand out. The first -and dominant -trajectory is characteristic of situations in which work practices start with verticality and evolve towards horizontality. The second, less prevalent trajectory corresponds to situations where work practices are horizontal from beginning to end.

The first pattern, from verticality to horizontality, was already introduced with Flora's case as she takes control of the situation by speaking up. We will now explore another case.

Nick is asked to lead a team-building activity in a company where he rapidly perceives the employer -the one who requested the coaching intervention in the first place -to be "very much in control". The coach is worried that this controlling pattern might also be "directed at [him, the coach]". As he initiates a series of early stage meetings, he realizes that the contract still has not been signed because the employer has some concerns with its financial terms. The coach sees this delay as a "way for the employer to keep control over [him]". In the terms of our framework, the employer uses financial pressure to maintain verticality in the intervention. However, Nick decides to suspend the early stage interviews until the issue has been resolved. This can be perceived as an attempt by the coach to introduce more horizontality.

Nick's situation is an example of a coach introducing horizontality into the intervention by challenging the position of his partner. But in other cases, the coach will reframe the situation; he or she gains horizontality by finding new ground. For example, when Dorian receives an unexpected call from the HR manager saying that she is dissatisfied with the outcomes of a coaching intervention in its final phases, he chooses to refrain from addressing her concerns, identifying a third way instead: "I decided to coach her, and questioned her about her intentions: "Why is she dissatisfied? Why did she ask me to coach this client in the first place? And what conclusions could I draw about the company based on her grievances?" Dorian thus manages to steer herself away from where the stakeholder is trying to lead her (having to justify the related outcomes of her coaching), and directs the work practices towards new ground (challenging the HR manager on her motives and expectations).

The second pattern is a trajectory that starts -and continues -horizontally. This is the case for Mila, who starts a coaching job sponsored by a certain department for a coachee who rapidly moves to another department. This change in context raises questions for the coach; she feels uncomfortable continuing her coaching activities with a client who no longer works for the initial sponsor; she even feels disloyal towards the original department. She shares her doubts with the HR Manager before finally bringing an end to the contract. In this and similar cases, the coach demonstrates initiatives in the different phases of the critical incident, and the work practices are characterized by horizontality from beginning to end.

Overall, horizontality emerges as a key lever of autonomy for our interviewees.

Formality versus informality

Table 5 presents changes in work practices in terms of a second dimension: formality versus informality. Overall, there is a good balance between the two. If we consider how they evolve, we see a slight shift from formality towards informality, though not as sharp as for the previous dimension. Although coaches have recourse to informal practices, essentially in phases 2 and 3, they also consider the use of more formal practices.

------------Table 5 about here-----------------An example of informality is provided by Ryan, who is solicited by the HR director of a large company to coach three female executives. As the coach realizes that each of them is suffering huge pressure that is threatening their health, he decides to depart from the initially agreed upon contract and focus on their request to prepare for professional life outside of the company. The coach demonstrates informality as he decides, in the third phase of the situation, to change the focus of the contract.

During our respondent coaches' critical incidents, the recourse to formalization takes place in two ways. In a significant number of situations, coaches rely on professional standards or coaching contracts. For example, Samantha refers to the code of ethics to deny the request of an HR manager to do a coaching job that she considers "too directive". In particular, she refuses to provide written notes documenting the coachee's progress. Similarly, Lucy refers to "page 3 of the contract" for the same reason. In other less common cases, coaches refer to the standards or rules of the sponsoring company. This is the case for Alex, further described below, who is confronted by important issues of suffering and decides to "sound the alarm" by informing the executive team. He justifies his actions by citing the "values clearly displayed [in the company]". In both cases, formalization takes place in the third phase of the critical incident.

The relationship between formalization of work practices and autonomy seems rather ambivalent. On the one hand, informality can be a path towards higher autonomy, allowing coaches to move away from formal constraints. On the other, formalization (contracts, codes of ethics, etc.) can help coaches gain more autonomy vis-à-vis clients' requests and thus become a kind of protection against detrimental intrusions.

Openness versus closure

Table 6 presents the changes in work practices in terms of a third dimension: openness versus closure. Overall, openness dominates, but the changing work practices reveal no clear tendency: coaches use practices of both openness and closure.

------------Table 6 about here-----------------Some interviewees clearly use openness towards the sponsor. For example, during one coaching intervention, Patricia asks for a four-way meeting to share some of her concerns about a lack of transparency towards the coachee who is "accused" of being "uncooperative" and "badly dressed". The openness that takes place here in the third phase of the process consists of the coach involving additional stakeholders and allowing more information to circulate.

Openness can also be directed towards the professional sphere. As seen above, Samantha refers to the code of ethics to counter a client's request, which she deems inappropriate. Similarly, Amy uses the support of peers and senior colleagues to benefit from an "outside vision", the "meta eye" coaches need when they have lost the requisite distance from their clients. "Luckily we have exit doors," comments Amy.

Openness can relate, albeit more rarely, to areas other than the sponsor or professional connections. This is the case for Jose, who decides to strengthen his commitment to a green association to compensate for a contract he accepted with a nuclear company.

Coaches can also use closure, although it appears less frequent, towards the sponsor (examples are Ryan, Samantha, and Louis). In these cases, coaches refrain, either voluntarily or involuntarily, from sharing with the sponsor information pertinent to the contract -as when Ryan shifts the coaching objectives away from the initially agreed upon agenda -often to protect the coachee from an unhealthy environment.

In some other cases, the closure does not pertain to the limitation of information but to the exclusion of some stakeholders from the coaching intervention. The case of Sofia illustrates this exclusion as she consciously decides to "advise [her] coachee to protect herself against [her] manager", whom Sofia perceives as dangerous. In doing so, during the third phase, Sofia "gives up" on the initially agreed upon objectives and "breaks away" from the manager.

Once again, openness and autonomy take on an ambivalent relationship. Sometimes, openness (vis-à-vis the sponsor, professional community or other spheres) can lead to higher autonomy when it provides coaches with new assets. Conversely, closure (filtering information, excluding stakeholders) can protect from undesirable interventions during the coaching process.

Additional considerations

In sum, work practices developed by coaches relate to different initiatives through which, depending on the circumstances, they introduce horizontality or verticality, formality or informality, openness or closure, which leads to more autonomy at work. For enhanced clarity, each of the three dimensions of work practices has been presented separately but they are very frequently associated and combined in coaching actions. For instance, when Ryan (see above) agrees to help three female executives transition away from their company without informing the sponsor, he combines informality and closure. The case of Samantha (see also above) is a bit more complex: her refusal to share written notes with the HR manager indicates closure, while the reference to the code of ethics to justify this act reflects both openness and formalization. Also, while our objective and methodology led us to look primarily into the actions initiated by coaches, work practices also include the interventions of other stakeholders. This is the case for Nick, who regrets that the employer wants to "take control of the situation" (an example of verticality), and for Flora, when dealing with the manager who delays participation in the initial three-party contract (example of closure). Even though most work practice modalities described herein are initiated by coaches, some of them also result from the initiatives of other actors.

Discussion: Autonomy as a political process

While autonomy has become central in modern work arrangements, conclusive evidence is still needed in the context of IPros. Structuralist perspectives argue for either the evanescence [START_REF] Cappelli | Classifying work in the new economy[END_REF] or impossibility of control, while structural critical perspectives challenge the very possibility of autonomy due to the sophistication of control mechanisms [START_REF] Cicmil | The Politics of Projects in Technology-Intensive Work[END_REF]. Agentic perspectives emphasize that IPros are likely to avoid such control over their job [START_REF] Leighton | The rise of independent professionals: Their challenge for management[END_REF] through the intellectual nature of their work and the flexibility offered by non-standard work arrangements. Against this backdrop, our research further explores whether and how IPros experience autonomy at work. To do this, we came up with an analytical framework open to both structural and agentic views on autonomy. What do the critical incidents reported by our sample of executive coaches tell us about the question of autonomy at work? Our results show that autonomy is achieved over time through a specific combination of the three aforementioned dimensions, which can be considered as levers for autonomy.

This combination reflects the complex interaction between structural and agentic factors. As such, our paper suggests combining rather than opposing structural and agentic views on autonomy at work, thus going beyond dualistic views. We will now develop this in more detail.

First, horizontality appeared as a key component of autonomy. For a small minority, this horizontality was already present from the beginning of the coaching intervention; indeed, various factors (relationship with a client, coach's reputation, sensitive nature of the problem to be solved, etc.) can give rise to horizontality from the very beginning of a coaching process. But in the majority of cases, the initial situation is dominated by verticality -business partners possess financial resources, have specific requests, want to control the process or outcomes, etc. This verticality is not surprising; it is probably one of the main characteristics of IPros' work: given the cost and the limited time period during which each job has to be completed, the expectations regarding the relationship are usually shaped by the client. Business partners very often possess key initial resources (mostly financial, but also informational). This is particularly clear in the situation reported by Nick in which the client maintains uncertainty about financial issues. Such verticality can be experienced through various work arrangements: in traditional hierarchical relationships (vis-à-vis supervisors) as well as in contractual relationships (vis-à-vis clients). Notwithstanding the initial verticality, coaches progressively try to escape from this structural asymmetry and gain more autonomy.

They use different power strategies, such as direct confrontation with the client (e.g. Nick suspending the early stage interviews) or attempts to reshape the rules of the game (e.g.

Dorian challenging the HR manager instead of being challenged). Building on Bourgeois and

Nizet's distinctions (1995), the former can be considered strategies of pressure, with explicit threats aimed at forcing changes in the behaviours of their business partners; while the latter can be viewed as strategies of legitimation through which coaches implicitly strive to change the perception of their business partners.

Second, these attempts towards greater horizontality often rely on the other two dimensions, formality and/or openness, interacting with each other.

Let us start by considering the question of formality. On the one hand, some coaches used informality as a way to resist verticality and gain more autonomy; this is the case for Ryan, who helps three managers to quit the organization without informing the client, the HR manager of the company. Here, moving towards informal work practices creates new zones of uncertainty [START_REF] Crozier | Actors and systems: The politics of collective action[END_REF] with business partners: when coaches engage in informal work practices, it becomes very difficult to assess the outcomes of their work. On the other hand, formal work practices (procedures, codes of ethics, professional standards, corporate values charters, etc.) may also serve as a means to maintain or gain autonomy. This is true of Samantha, who uses her professional association's code of ethics to deny the progress reports requested by the HR manager; or Alex, who justifies his whistleblowing actions by citing the company's values. In sum, we see that formality can be enacted in different ways to reach autonomy. Returning to [START_REF] Bourgeois | Pression et légitimation. Une approche constructiviste du pouvoir[END_REF] distinctions, we suggest these mainly depend on the specific resources coaches have at their disposal (time, information, networks, etc.). In some situations, enacting formality equates to a strategy of pressure, involving threats to obtain what the coach wants. In other cases, it becomes a strategy of legitimation through which coaches influence the perception of their business partners by referring to accepted cultural objects or ideas (rules, codes, charters) to support their view or display acknowledged expertise. Finally, informality can also support a strategy of legitimation through which coaches try to shape the perceptions of their business partners.

If we now consider the third dimension, openness, we can observe similar attempts by coaches to create zones of uncertainty through power strategies. In some cases, the deliberate exclusion of some actors and/or information from the playing field (see Sofia) increases the power resources of coaches (they possess unique information unknown to business partners) and may be part of a strategy of pressure. In other cases, increased openness, through the introduction of new actors and/or information, reshuffles the cards held by the different actors (see Patricia, who is able to organize a meeting with all stakeholders concerned). It allows coaches to play a role of "boundary spanner" (Sturdy & Wright, 2011, p. 487) either within the organization or towards external milieus [START_REF] Crozier | Actors and systems: The politics of collective action[END_REF] and helps develop a strategy of legitimation with their business partners. However, as noted by [START_REF] Sturdy | The active client: The boundary-spanning roles of internal consultants as gatekeepers, brokers and partners of their external counterparts[END_REF], business partners can themselves be boundary spanners, in turn playing with openness (as gatekeepers, brokers, or partners of external consultants).

In short, based on the narratives of critical incidents, our research shows that the initial situation is very often structured as vertical (due to the asymmetrical power relationships of any coaching process) but, depending on the resources they possess, over time coaches develop strategies of pressure (formality, closure) and/or legitimation (informality or formality, openness) through which they transform the initial verticality into a more horizontal situation, therefore gaining more autonomy. We suggest that pressure and legitimation can interact with each other in a dialogical way. For instance, strategies of pressure (emphasis on formality and/or closure) often lead to critical reactions from business partners which in turn call for strategies of legitimation (via informality and/or openness).

Therefore, our research depicts autonomy as a political process anchored in various power strategies. From this viewpoint, it is necessarily provisional, resulting from the strategic interplay between IPros and their business partners. Coaches appear to behave like temporary organizational members: they "surf" on prevalent cognitive frameworks by using --and sometimes altering -in an opportunistic way [START_REF] Boutinot | Surfing on institutions: When temporary actors in organizational fields respond to institutional pressures[END_REF]. This political process leads us to conclude that IPros' autonomy combines structural factors (the characteristics of their work, which include the initial verticality of any coaching process) with agentic factors (the strategies of pressure and legitimation around verticality, formalization and openness). This political process perspective renews the traditional agentic views on the autonomy of IPros, often based on psychological traits such as their rejection of commandand-control systems and stressful working conditions, their quest for independence and freedom of choice, etc. [START_REF] Leighton | The rise of independent professionals: Their challenge for management[END_REF]. Coaches, like any other consultant, are entangled in concrete action systems [START_REF] Crozier | Actors and systems: The politics of collective action[END_REF] and it is therefore not surprising to see them engaged in power dynamics [START_REF] Louis | The coaching space: A production of power relationships in organizational settings[END_REF] and develop political strategies. [START_REF] Alvesson | Unpacking the client(s): Constructions, positions and client-consultant dynamics[END_REF] emphasized the importance of "thickening" the relationships between consultants and clients in order to "establish and maintain degrees of trust that may substitute (or obscure) more direct forms of control and facilitate project completion" (262). Our study reveals various modalities of this lubricating process (we refer to these as strategies of legitimation) but also highlights tougher political games around horizontality, formalization, and openness (which we term strategies of pressure).

Figure 1 proposes a simplified model of the most frequent power strategies occurring around the three dimensions analysed throughout this paper and leading to more autonomy in the work practices of executive coaches.

------------Figure 1 about here-----------------Is this model just applicable to IPros, or more specifically to coaches? The existing literature on other kinds of triadic relationships -temporary agency workers [START_REF] Kalleberg | Job quality in triadic employment relations: Work attitudes of Norwegian temporary help agency employees[END_REF], franchisees [START_REF] Truss | Who's in the driving seat? Managing human resources in a franchise firm[END_REF] or workers in co-employment situations [START_REF] Havard | Client, employer and employee: Mapping a complex triangulation[END_REF]) -recognizes a similar importance of political games in concrete work situations. Such confirmation of previous studies paves the way for the potential generalization of our findings to diverse forms of non-standard work, beyond the particular case of executive coaches. However, such an agentic view of autonomy at work calls for in-depth exploration of other categories of IPros (interpreters, consultants, trainers, interim managers, IT specialists, artists, etc.). We recognize that the coaching process may be characterized by specific elements -the support of peers, the existence of codes of ethics, the role of professional associations, the very individual nature of the service provided, etc. -not always observed in the working relationships other categories of IPros may experience with their business partners. Moreover, our data resulted from critical incidents reported by the interviewees: the way in which they manage their daily work has still to be explored. This is why further studies are needed to better understand how autonomy emerges through modern work arrangements.

Conclusion

Our article explores the issue of autonomy, often presented as a key component of modern work arrangements, in particular for IPros. Given the divide in the empirical literature between structural and agentic perspectives and the absence of conclusive evidence, we decided to explore how a specific population of IPros -executive coaches -perform their work through a multidimensional approach to work practices combining verticality, formalization and openness. Our results show that autonomy results from a complex interaction between structural and agentic factors around the three aforementioned dimensions, which constitute potential levers for autonomy. We therefore suggest a process perspective on autonomy anchored in the power strategies that actors develop over time with their business partners. This approach opens up new perspectives on autonomy by emphasizing the role IPros can play in the way organizations function. While the conceptual status of autonomy has been debated [START_REF] Fleming | The human capital hoax: Work, debt and insecurity in the era of Uberization[END_REF] -moving from being perceived as a problem, when acting against the interests of the organization (Ackroyd & Thomson, 1999), to being depicted today as a resource, with the supposed convergence of workers' interests and those of the organization [START_REF] Friedman | Industry and labour: Class struggle at work and monopoly capitalism[END_REF] -, our findings suggest the latter, in line with previous research on resistance developed by knowledge workers [START_REF] Thursfield | Resistance to teamworking in a UK research and development laboratory[END_REF]. When IPros such as executive coaches intervene in organizations, they might involve new actors (openness in our analytical terms), potentially in lower positions (horizontality); they are also likely to build on official organizational processes and practices (formality) or bypass them (informality). In short, they may contribute to an extended repertoire of organizational practices, to the development of democracy, and to the implementation of more flexible ways of working, all of which can benefit modern organizations. In this context, our analytical framework constitutes a useful tool for HR managers and line managers when partnering with independent professionals to better understand their power strategies and build appropriate answers. This grid also supports the current concerns about the need to design more inclusive approaches to independent professionals and other external workers, from an overall talent management perspective [START_REF] Cascio | Talent Management of Nonstandard Employees[END_REF]. Table 1. Five critical incidents decomposed into 3 stages

Phase 1 Phase 2 Phase 3 Flora

As a sub-contractor for a consulting company, Flora is asked to coach a manager who experiences difficulties effectively performing his job. She follows the coaching model in use in the company that contrasts with her habitual frame of reference.

Flora tries to reach out to the manager; then she wonders whether her client is not the victim of moral harassment from his direct supervisor.

When referring to the code of ethics of her professional association, she does not know what to do with her perceptions. She shares her diagnostic with a senior colleague.

She decides to use the "duty of alert" that contradicts the neutrality principle coming from her initial psychoanalytical framework; she then "shares some of her hypotheses" with her coachee.

Ryan

Ryan is asked to coach three promising female executives from a consulting company in the fashion industry to develop their professional and personal assertiveness.

Over the course of the coaching intervention, the three executives express their desire to leave the company, and request Ryan to help them do so.

Ryan is also shocked by their level of exhaustion close to burn out.

Ryan agrees to coach the three female executives on preparing their leave from the company, without the organization's awareness.

Samantha Samantha is asked by the HR manager to help Andres become a better team leader, with positive motivation at work. She requires seeing Andres first.

Samantha is very angry when the HR manager requests from her a written note detailing the content of each of her coaching sessions with Andres. She spends time sharing her vision of coaching with the client, using the code of ethics.

Given a lack of agreement with the HR manager on what coaching should be, she refuses to go on with the contract.

Alex

Alex is starting a coaching session in a very large organization to support the manager enhance the cohesion and functioning of his team.

To get a better sense of the situation, he reaches out to several team members and realizes that many of them are in a profound state of intense suffering, which he rarely encounters. He does not know what he should do, and shares this information with his supervisor.

He decides to use his "duty of alert" by informing the N+2 and N+3 managers about the severity of the situation. He also suggests reframing the parameters of the coaching contract.

Louis

As an employee of a coaching company, Louis is assigned a client to improve her performance through increased cohesion of her team.

He progressively realizes that the client is in a general state of exhaustion caused by a dash-forprofit organizational culture, and requests him to help her leave the company. Louis shares the situation with his supervisor.

Louis decides to focus on his client's request and to "take care of the person"; the client ends up by leaving the organization.

Beth

Beth is solicited by her neighbor, Melissa, for a team coaching job in Melissa's company.

Melissa quickly wants to benefit from individual coaching sessions. Nadine feels uncomfortable with this request since she usually does not coach two clients in the same company.

She ends up sharing her discomfort with Melissa. Horizontality/verticality Verticality (objectives and methods are given by the consulting company) Verticality (the coach unsuccessfully tries to take contact with the sponsor in order to redefine the objectives) Horizontality (the coach redefines the objectives and makes an alliance with the coachee)

Formality/informality Formality (a coaching model is supposed to be followed) Formality (the coach refers to the code of ethics of her professional association) Informality (the coach does not follow any more the coaching model in use in the consulting company)

Openess/Closeness Openness (the sponsor is supposed to be included in the coaching process given the initial three-party contract)

Openness (the sponsor is quasi absent but the coach shares her perceptions with a senior colleague from her professional association) Openness (the coach uses the "duty of alert" as a challenging information vis-àvis the neutrality principle coming from her initial psychoanalytical framework) 
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Table 3 . Flora's case: evolution of work practices over the three stages of the critical situation
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Table 4 . Horizontality/verticality in work practices over the different stages of the critical situation i
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		Phase 1	Phase 2	Phase 3
	Horizontality	10	22	32
	Verticality	27	15	5

Table 5 . Formality/Informality in work practices over the different stages of the critical situation
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		Phase 1	Phase 2	Phase 3
	Formality	27	15	17
	Informality	10	22	19

Table 6 . Openness/Closeness in work practices over the different stages of the critical situation
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		Phase 1	Phase 2	Phase 3
	Openness	24	24	20
	Closeness	13	13	17

i The matching numbers across dimensions in fact refer to different interviews (no conflation). See detailed results in Appendix.

This research did not receive any specific grant from funding agencies in the public, commercial, or non-for-profit sectors.

--------Table 2 about here------For each of the three constructs, we obtained a table lifting up the level of abstraction (see findings section: Tables 4, 5 and6) and presenting the evolution of the construct over the three phases.

The analysis was conducted by the researchers as follows. The three authors first coded four interviews, which served to clarify certain coding issues. The remaining 33 interviews were each independently coded by two authors, who discussed cases that were subject to divergent coding; in the very few cases on which they did not agree, the third author was consulted.

Having three authors made it easier to take some distance from the data and facilitated reflective discussions, which in turn contributed to the trustworthiness -confirmability, credibility, transferability, and dependability [START_REF] Guba | Criteria for assessing the trustworthiness of naturalistic inquiries[END_REF] -of the analysis. In particular, confirmability was made easier by the presentation of the results to the participating coaching associations, as well as in other professional settings. This form of triangulation further supported credibility. Credibility was also reinforced by the adoption of CIT, a wellestablished research method, with particular relevance for our context [START_REF] Chell | Critical incident technique[END_REF]; this technique ensured precise and honest accounts of the situations described. Credibility was also supported by the authors' familiarity with the research context, since two of the three authors have been researching coaching for 15 years, and the third has been working on IPros for several years.

We hope that our description of the contextual background, nature and process of the data collection improves transferability, while dependability is supported by a detailed presentation of the research design and implementation, operational detail of data gathering, addressing the minutiae of what was done in the field.

Findings

Gabriella

Gabriella has been coaching Jenifer improve her managerial skills.

While Jenifer is on sick leave, Gabriella receives a call from HR to let her know that some colleagues are accusing Jenifer of moral harassment. Gabriella is taken aback and does not know how to handle this confidential information.

She calls HR back challenging them on the rationale of the initial phone call, and rather suggests that HR should talk directly to the coachee to sort things out.

Table 2. Coding table with sample quotes

Dimensions of work practices Definition

Sample quotes from our data

Formalization

Alignment of work behaviours with pre-existing standards

Formal "I told the HR manager that there was a code of ethics that we needed to respect. Fortunately, this code was there to show her what coaching is, that there are rules to be respected, … and that this job is not about doing whatever we like, and we do not do whatever we like. There are rules to be followed... [The code] was helpful to show her that" Samantha "While I found legitimate the change by the client of the initial coaching request, I ask him to renegotiate the parameters of contract with the sponsoring manager… since he did not do it, I put an end to the intervention" Bob Informal "Given the dysfunctional organizational environment, and the suffering of the client, I ended up focusing on the client's request. And given the confidentiality issue, nobody would know how the coaching would have evolved." Ryan

Verticality

Intervention and/or definition of work processes and activities by the hierarchical lines and/or analysts through instructions, controls and landmarks Vertical "I was totally caught off-guard when the HR Manager demanded I tell the coachee she was badly dressed and had to change her dressing style" Patricia "Three months into the coaching session, the assistant director kept being on my back… asking for speedy results. I could not stand this pressure anymore… this Damocles sword above my head" Judy Horizontal "I was mindful of avoiding being numbed by the system, and its different stakeholders; therefore, I went back to the N+2 and suggested to do a team coaching instead of the initially discussed individually coaching" Alex "When the HR called me and ask to explain the slow evolutions he saw in coaching, I did not answer directly…. Knowing the manipulation culture of this company, I was not surprised by this request. Rather I sent him back the question of why he was precisely asking this question."

Openness Open

Consideration of external actors to solve issues at stake "Not knowing whether I should work with this initially suspicious client… I came up with this solution that consisted in questioning a trusted friend… but I did not stop there. I opened myself to a few other friends, and their feedback were far from positive." Ruth "I processed through the situation with my supervisor, and we came up with the concept of 'duty of alert' to intervene when things go astray. This is not a concept I have inherited from any code or externally given norms; rather I came up with it with my supervisor to intervene in awkward and uncomfortable situations to 'leave the initial parameters of the contract to authorize himself to speak up when he had identified a danger'." Alex Closed "It was out of the question to have a three-party contract at this stage. I thus postponed the meeting. Nancy was still too fragile to be exposed to her collaborators." Marie