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1.
Description of the sample of interviews

1.1
Short profile of the interviewees (professional, personal and familial) and their working situations and organisational contexts.

The 9 interviewed persons (IP) are all employed in the IT-company “INIT” – a global company developing, producing, and implementing business system. All IPs work in the development and production part of the organization. They are all native Swedes, all between 27 and 33 years of age but one (50). Of the IPs 5 are women and 4 are men.  7 IPs are married or live together as partners. Two live single. Four persons (three married and one single) have small children 

The IPs are all academics with a background in information technology (system development or industrial organisation) and/or economy. Two IPs have only economy in their formal background. For most of the IP INIT has been their first job after the examination from the university, either as consultants or directly to the development organization. They can be divided into three groups based on working time in the company  - one has worked over 15 years and three under three years and the other 5 could be seen as medium length employed between 5 and 8 years. They work both directly in development and production and/or as leaders (team- or project) or dividing their time between operational and managerial tasks. Their titles vary from Software Engineer, Domain Architect, Business Analytic to Senior Manager, Project Manager and Development Manager. Their salaries are all set individually in the range between 2500 – 5000 euros per month (wage statistics from comparable groups). They can in large be described as career oriented and organisational active. In one way they can be seen as winners or survivors in the restructuring process the company has gone through – with a down sizing of almost half the Swedish company in five years.

INIT is a newly merged American/Swedish Company. All IPs are with employees from the Swedish “part” of the company (SWIT), with specific products originally developed in Sweden. The company has gone through two major changes with implications for the employees. The first is an ongoing off-shoring process, in a first step to India and in a second step (ongoing) to the Philippines. The other major change is the merger between the Swedish (SWIT) and the American  (USIT) company. In many aspects the merger should be seen as a “take over” from the Americans.  HQ for the new company is in the US and it is US managerial systems and working methods that now are being introduced. The implications for the organization and the employees (the IPs) of these restructuring processes are among other things

· A heavier work load, especially during the competence transfer periods to the off shored facilities

· Higher demands on and greater development possibilities through networks and readiness to change due to constant re-organisation

· Going from an informal, socio-professional culture to a more formalized techno-professional line of work

2.
Work biographies, career construction, trajectories

2.1
Career profile(s) in the occupational group (OG) – Characterisation of trajectories –Changes and driving forces.

A dominant feature of the individuals in the group is that they come more or less directly from the university to the company as their first job – in those days SWIT. Two IPs made their university examination assignment in the company. Three was recruited to the trainee programme. Some of them have had a few years as consultants either in the SWIT consultant organization or other IT-consultants, often with an economic profile. From then on they have been active in taking opportunities in new projects and moved to new positions, for instance as team- or project leaders, in the organization. 

Some of them characterise themselves as restless, always chasing new challenges. Motives in their career path have been the challenges in new tasks needing to be solved. During the last re-organisations they have seen them as possibilities and openings of new career windows. They have used internal networks to promote them in these situations.

Many of them comment that they time after time are being contacted and head-hunted from other firms, but they still appreciate the familiarity in the “SWIT-spirit”, the social networks and the tasks and their challenges. In this the IPs seem to be more SWIT-professionals than IT-professionals. That is the professional identification is rather with the company than as system developer or architect.

2.2
Characterisation of the organisational contexts – Relations between restructuring and changes in career profile(s) and trajectories.

The career paths has been related to shifts in business cycles, the coming and going of new products and projects and during the last two years re-organisations. Off shoring in itself has also been seen as a career boost, even for one IP whose tasks will be taken over by the Philippines. This is much related to the off shoring strategy in laying off people before building up the new off shored organization. Those involved on shore in managing and transferring competence could feel rather safe that they would be taken care of in their further career.

During the SWIT period there were no formal career paths, the organization informal and many of the different professions blurred with uncertain roles. Through the American merger there is now more formal career paths based on specified roles (and titles) and competence levels.

Some of them are now commenting that they are beginning to hit the career ceiling in the company. There are few ways for further professional development – management tasks and HR is mentioned as one way. The new more formalized specification of roles and competence levels might improve the internal career paths but some fear that they instead might have a limiting effect based among other things on a more formal division between professions. The earlier career development was supported by the blurred positions. If you were active and had established good personal network and reputation for doing a good job there were often windows opened for new assignments.

2.3
Influence of institutional arrangements and policies on the nature and evolution of career profile(s) and trajectories.

Career influences has to a very little extent been supported or influenced by policies or internal regulations (like formalized career paths). The only career path that could be identified and which was not in any way mandatory was earlier in the 90s coming in as a trainee, making some first work as consultants and then further on to development and production. Those of the IPs that has came through the trainee programmes highlights its importance for the internal career and in establishing networks. Company culture, social contacts and building networks are the dominant influences on the career development. 

This situation is now dramatically changing through the introduction of the more formal skill system where both competence areas and skill levels can be identified. 

2.4
Gender dimensions of the career profile(s) and trajectories.

Gender in itself is not considered having any importance in the career paths. Women are recruited on the same basis as men in to the organization. There has been a general positive attitude towards women but no positive discrimination. In comparison with other similar organizations INIT has a rather high rate of female employees. On higher levels though the rate is more “normal” for companies in the industry– only one woman among 8 directors. 

There has been a general acceptance on parental leave – both for men and women. But due to decreased productivity and possible loss of networks the career path tends to slow down after the parental leave period. There is no evidence amongst the IPs either way. Three of the females though are without children in this rather career oriented group.

There is also a growing suspicion on the new American management being less positive to parental leave – especially on the male side.

2.5
Diversity dimensions of the career profile(s) and trajectories (ethnicity dimensions).

The IPs in the occupational group are all native Swedes. This mirrors in much the organisation as a whole. One probable important reason for this low ethnic diversity is the recruitment strategy and situation – a dominant structure of employees recruited more or less direct from the universities in the 90s. 

3.
Changes in occupational identity

3.1
Characterisation of the occupational identity 

The meaning of work for the IPs is for almost everyone described as problem solving – from fixing a bug in the system to finishing and launching a new product or just having completed the to-do-list for the day. Driving forces are both the tasks being challenging and the social contacts in the organization. Getting a salary is also mentioned but more as a pre-requisite, not something you strive to increase. Getting ahead in the organization, career prospects, is also an important force. This is not explicitly mentioned but it becomes very obvious in their description of their careers. 

On a general level the IPs show a great solidarity with the organization – the old SWIT.  Those who started as trainees keep on relating to that group. This is somewhat shattered by the merger, but this is more expressed as worries for the future rather than factual occurrence. One IP describes a process of seeking to recreate the old SWIT feeling. Another IP reflects that as an IT-professional you should change company from time to time, which is common in the industry. But at the same time the IP states that the social contacts, the tasks and internal possibilities still overthrow that feeling.

The old SWIT culture has been a combination of competitiveness and social coherence. Some IP strongly points out the solidarity in the flat, networked organization and the need for reciprocity. Others also lifts forward the built-in competition for resources. All in all considering the slightly different views on co-operation/competition, co-operation is the dominant factor strongly envisaged from the old culture, but competition is a “rising star” where the American management style can be a contributing factor.

On a social level the team is the basis for identity and belonging. The middle managers share their identity between the management team and the working team. The team seems to be far more important for the identity shaping and social cohesion than the company or the profession as system engineer etc. One explanation for this strong focus on the team is of course the flat organization, blurred professional structure, project oriented work and over the last years a number of re-organisations and finally living between the old SWIT culture and the new American based INIT-culture. All this calls for having a basic security. That is what the teams contribute.

A minority of the IPs are union organized. Those who are, are mainly organized in order to have unemployment insurance, which in Sweden normally is administered by the unions and accessible through union membership. (There is about a 50% union rate in the organization as a whole).

3.2
Changes in occupational identity (nature of changes, concerned workers, explicative factors)

The ongoing change in the occupational identities which is the most evident is the rising focus on and demand for social skills, based on teamwork and the importance of networking. The traditional picture of IT-professionals as “IT-nerds” – more “machine-oriented” than socially oriented is slowly changing. The down sizing combined with the off-shoring lead to a focus on social skills which was an important criterion when defining the basis for dismissals. 

3.3
Relations between restructuring and changes in occupational identity for this OG 

There is little movement in the occupational identities. Neither the off shoring nor the merger has yet have any direct impact. If the changes are being established as they have been intended one can only speculate that the identity change will develop to a more strictly professional one and also in a more developmental orientation, either INIT-oriented or more ITprofessional oriented.

4.
Quality of work

4.1
Relations between restructuring organisations and working conditions for this OG – Changes occurred and their evaluation.

The down sizing together with the intensive work during the off shoring – keeping up development tasks at the same time as transferring competence to the off shore operations – has lead to a heavier work load. 

The IPs are all in all otherwise satisfied with their working conditions – salaries, working time, general terms. There is some dissatisfaction of the non existing wage raises over the last years and bonuses have not been on the agenda due to bad economic. And when they appeared they were hardly noticeable. On effect of the merger was though the first wage raise in a number of years. Earlier the wages were set in a rather open review process (so called “development talks”). After the merger it is based on the available budget for the manager and a more formal talent review system, not taking that much account of the individual views of the manager. 

The tasks that are to be performed demand normally a combination of independency and discussions with colleagues, often on an informal basis. This is slowly changing to a more formal and hierarchal one under the influence of the new management regime. 

“During the SWIT-period you could bring up matters with the CEO at the coffee machine, now the HR department whips out tons of directives”

This also goes for the tasks themselves being more controlled.

“The job isn’t that funny anymore. I’m less motivated to work harder. I have a more relaxed attitude to work.. you have to do a number of checks and then you’re ready.”

4.2
Management of working time for this OG – Current situation, trends, expectations.

In the current situation and based on SWIT culture there is a general acceptance on flexible working hours and working from home.  This is used to manage the necessary contact with both India and the Philippines (early mornings) and the HQ in the US (evenings). There are worries that this flexible system – or culture - might be changed to a more rigid one, through the introduction of the more American management style.

One interesting aspect of working time and important quality factors is that some IPs can see a change in the work flow where the work never seems to be finished. This has been highlighted as an important quality factor – to be able to solve all problems at hand. Earlier on when production was just on shore in Sweden you could go home by the end of the day having solved all problems that needed to be solved and get down to the bottom of your list on what to do. When development and production now is being done around the clock in the different time zones, there is always a pile of new e-mails and demands waiting each new morning. 

4.3
Gender dimensions of the approach of working conditions in this OG.

Of the IPs five are women and four are men. Of the four men three are in a managing or project leader position while only one of the female respondents could be defined has having managerial tasks (but not formally). There are expressed differences in the time worked which seems more related to the managerial position which means more working hours are put in.

The wage setting was before the merger built on personal relations between manager and employee. This is now changing to a more formalized system based on criterias which leaves less room for negotiations. From this more formalized system the respondents see both positive and negative effects. The positive is that the system might, through its more formalized character, be fairer and less dependent on the managers’ good will and the employees’ negotiation capabilities. Problem still is that there seems to be little knowledge on the criteria among the employees. The negative effect is that there is less space for talking account on individuality and competencies that are not formally expressed, such as tacit knowledge which a manager can appreciate but not a system. 

The female respondents seem to be relatively more positive to the new systems while the male, especially the managers see that the system limits their scope of wage setting and in this being able to use the wage system as a motivational factor. One can speculate in that the more favourable attitudes from the female respondents is an expression of that the formal system could be more fair and transparent and less dependent on individual negotiating skills.

5. Learning and skills development

5.1
Changes in skills requirement for this OG (upskilling / deskilling processes, nature of skills and competences) 

Being in IT-development and production means demands on continuous upgrading of competence to keep track with the technological and methodological development. Over the period that can be overlooked for this group and in the company there has been two major changes in the basic development tools. The first one was the transformation to a JAVA based programming language (mid 90s). The second one is transforming to the new development tool that USIT has brought with them through the merger. The off shoring in itself hasn’t changed these basic technological skill demands. 

What has been changing is the increased focus on business competence that is the processes that the IT-solutions are to support. Behind this lies the combination of the need to be more customer oriented and at the same time off shore the more technical tasks of QA and maintenance.

Another important change is the increased demand on social skills and networking. This is both a demand by the work itself but is also based on the individuals’ development ambitions.

Some of the IPs are in a managerial career and mention HR-knowledge, group dynamics etc as important competence needs.

5.2
Management of learning and skills changes for this OG (learning opportunities, formal training…).

There is – on the surface - a generous attitude towards competence development and learning from the company. But there is little time in practice due to the down sizing and intense project work. There is little time for reflection and personal development.

“There are many opportunities to learn from each other and from customers but they are very ad-hoc.”

 And there are also budget restraints, which have been increased through the new management style where. There are internal means set a side for competence development but they are hard to get.

The company has its own Learning Centre, aimed at both employees and customers. The selling and implementing of the products need a lot of training for the customers which is managed by the Learning Centre.  The LC is a resource for the IP, mainly in keeping up competence on new products. 

Keeping up general competence in the area, developments of technology and methods, is to a large extent up to the individual. Due to the intense work this is mainly done outside work – using the internet, reading literature, even getting extra courses at the university etc.

The main learning is at work, in the projects, together with colleagues. For two of the IPs being part of the off shoring project is a challenging one which creates learning possibilities.

5.3
Gender dimensions in the changes in skills requirement for this OG (trends in the recognition of formal / informal skills)

There is a general positive attitude to recruiting and promoting women in the organisations. Officially management are positive to more female managers but there is  little in practice to support and getting management training opportunities. Out of eight directors in the organisation seven is men.

6.
Work-life balance

6.1
Family friendly policies for this OG – Existence, access and interest.

There are no formal policies in the organization on supporting work-life balance. But the SWIT-corporate culture had in itself a flexibility which worked and works both ways. There was and still is a positive attitude on flexible working hours and working from home, as long as you manage your tasks. This makes it easier on planning family life. A number of the IPs have a family situation with working partners and also with children. The flexibility also leads to a tendency of letting the work dominate over the private life, especially for this group who has a high degree of career ambitions.

There is also a positive attitude of taking parental leave, but the effect in reality is that that when you’re doing this you become less productive and in this less interesting for the company.

There is a general problem in the company that there is a dominant part of the employees and in the professional group that are in a “child producing” age which may lead to staffing problems. This is an effect of the down sizing which was a part of the restructuring, and that the redundancies were taken on the older and younger employees with the 30 - 35 year olds left in the organization.

6.2
Relations between work and family for this OG – Difficulties, opportunities, changing boundaries. 

The flexibility and the job demands are quite heavy for most of the IPs. The no-boundaries tends, together with the demands due to both down sizing, off –shoring and the new managerial situation, for some to make it increasingly more difficult to prioritise family before work. 

The work takes so much time and effort, I have no energy left for a social life at home. I am not good at priorities. I need to change that, especially when the baby is born.

This is also influenced by the need to adjust working time to both Manila and The US.  But on the other hand there are those IPs who regard themselves having found a good balance between work and family/leisure. 

“It could easily become a habit to work too much so you have to learn to prioritise”

6.3
Gender dimensions of the relation work/family for this OG.

Many of those living with partners seem to evaluate their relation as being fairly equal when it comes to taking care of home and children, be it male or female. The partners also seems to be in their own career, regardless of having children or not, being professionals in similar type of jobs. 

There are expressed concerns from one male respondent that taking parental leave might not be appreciated by higher management. 

7.
Conclusions

7.1
Basic characteristic of the case study.

The occupational group is a highly professional one with many amongst the IPs being career oriented. They have been the “survivors” of a very turbulent restructuring period with down sizing and colleagues being laid off, with two off shoring processes and one merger. Many of the IPs are in the midst of their career with both work and family responsibilities. It’s a job with high demands on technical and customer oriented skills with an increase in demands on social skills and networking. The basic knowledge demands are not changing but the work is slowly becoming more structured and formalized, a process of professionalisation. 

The respondents are very much company oriented and brought up in a rather company familiarity culture from the “old” Swedish part. They identify themselves more as SWIT-ers than IT-professionals. This is slowly changing as part of the globalization – off shoring operations and at the same time being truly global through a foreign owner.

7.2
Global evaluation of the relation between restructuring, work organisation and quality of life for this OG.

The group is in the midst of changing;

· from an informal, open and creative work situation with blurred roles and a culture formed of a long expansion period followed by market problems and down sizing

· to a more structured work situation initiated by the off shoring and continuing through the merger with a higher degree of management control and more intense work

The work intensity has increase due to the restructuring but has not (yet) come to influence the relation to family life in a more dramatic way. One reason for this could be that the group in general seems to be characterized by career orientation. The evaluation of the relation between work and family time seems to be more based on the family situation – having children or not for instance – rather than a change in work. Even if the work gets more intense there might be a positive effect in it being more structured giving better opportunities to set up task boundaries. Time boundaries through could still be a problem – having to communicate “in real time” over many time zones. But this seems to be an over going problem and e-mail can replace much of the direct communication.

7.3
National / regional institutional characteristics that shape the changes observed for this OG and their evaluation.

One important aspect of the conditions for this group is the development of the IT-business over the last ten or fifteen years. There have been dramatic changes starting with the boom in the late 90s which lead to a dramatic expansion of the SWIT company. For instance in the year 1998 there was a trainee program for 150 trainees in one year. This was abruptly changed in the beginning of 2000 with the so called IT-crash leading to down sizing and also wage cuts in the industry. This period is just over but has had a direct effect on the restructuring measures in the company going from 450 employees in Sweden in beginning of 2000 to just over 200 at the moment. 

This OG in this company is not covered by a collective agreement, which is the normal way of setting the working conditions in Sweden. This is rather typical for the IT-sector in that it is a young and newly developed sector. The sector is slowly becoming more and more mature. The crisis during the beginning of 2000 has increased the interest for union member ships at least the part that is covered by the unemployment insurance, which is normally linked to the union membership. SWIT has not yet signed a collective agreement, but other comparable companies in the sector have. But still the collective agreement sets a floor for working conditions and has influenced for instance the down sizing and the redundancy measures. The negotiations on redundancies were still performed with the unions also based on the Job Security Act. This doesn’t state the terms for those who are being laid off (which the collective agreement does) but give guidelines on who to be laid off on the principal of first in – first out. This principle can be renegotiated by the company and the unions and was also done so in the SWIT case. This had a major effect on the age structure of the OG.

Another aspect is the gender distribution in the IT-sector in Sweden. SWIT has about one quarter female employees which are slightly over the Swedish average. The down sizing and the restructuring seems not to have influenced this relation in general or on a more specific level for the respondents. The Swedish specificities in child care – the right to long parental leave for both men and women and the supply of preschool for children at an early age – is important for the understanding of the work life balance for both the women and the men in the OG.  The change of managerial culture (from typically Swedish to American) has not yet but is considered to change the attitudes on family responsibility.

7.4
Importance of the case study results for the WORKS research questions.

Changes in use of knowledge and skills and different ways of achieving flexibility

Both the off shoring and the merger have lead to a development to a more formalised work, especially on the administrative side. To the IPs this is more clearly related to the merger and the new HR and managerial tools coming into practice. The old team work based on close co-operation is changing towards more formal means of co-operation including both the off shored operations in India and the Philippines and the HQ and operations in the US. Social skills, together with language skills are competences that are being upgraded in this change. 

Other changes that are occurring – mostly related to the off shoring – are the need for more broad technical competence together with competence on the customer. This is partly an effect of the ambitions to increase the development on-shore in favour of off shoring maintenance and later parts of the production phase.

In one way you can say that the group representing the Swedish operations is slowly changing its role between the off shoring of production operations and centralisation (to the US HQ) of managerial control. This is leading to more demand on development competence (including social skills and language) at the same time as control over work is increasing. One can see a conflict arising between the increased need for creativity from those in developmental work and the increased need for managerial control.

Changes in the use of time and occupational identities and implications for the quality of life of individuals
This is an occupational group torn between company identification and identification on a more professional IT-basis. The merger seems to decrease the “company feeling” – both due to a more formalised management control and work processes and to the fact that it is no longer a Swedish but a global company with operations from the US via Sweden to the Philippines. You can see two different strategies from the group -  those who see the development as an opportunity where the global situation gives opportunities and those who focus on getting the job done. The former confront themselves with conflicts on work – life balance (if they are not in a career stage without children) while the latter seem to be able to get more of a balance.

The time differences (US, Sweden and the Philippines) affects working hours but not in a crucial way. This is probably an effect of the flexibility tradition in using their working time – even before the restructuring. 

8. Key data questionnaires

	Personal information

	Name/Code
	IP1

	Gender
	Female

	Age
	29

	Ethnic origin (native, migrant …)
	Native

	Family status
	Partner

	Responsibilities in the family/support (short description)
	IP1 shares the responsibilities with her partner

	Children (number, age)
	0

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	University graduated engineer  (ICT) and University courses in logistics and business systems.

	Job history (changes, perspectives, experience of unemployment)
	First job after finished studies.

	Current job

	Type of organisation (name and short description)
	IT development and production – business systems

	Present job (job title, position, perspectives)
	Senior Business Analyst. She wants to become Team-Leader of her workgroup, and is next in line for promotion

	Short description of tasks (changes due to restructuring)
	50 % project co-ordinator and 50 % Analyst Designer. Tasks are planning, evaluation, managing and designing.

	Working hours
	40 hours/week daytime according to terms of employment, in reality 45-50 hours/week.

	Access to training (formal and informal)
	Learning at work with not enough time to participate in the company-organised training.

	Experience of restructuring (main changes in personal job situation)
	IP1 haven’t been affected by the restructuring too a great extent. She thinks that the company has become more hierarchic since the merger with the American company. She thinks that she has increased her chances to become Team-Leader. She is affected in that way that some of her colleagues have been transferred to other units, and she misses the support and company she got from them.


	Personal information

	Name/Code
	IP2

	Gender
	Male

	Age
	50

	Ethnic origin (native, migrant …)
	Native

	Family status
	Married

	Responsibilities in the family/support (short description)
	IP2 shares the responsibilities for family and household with his wife. IP’s eldest children take part in the household work. The family has cleaning-help once a week.  

	Children (number, age)
	3 children. 7, 14 and 16 years old.

	Skill profile and trajectory

	Skills profile 
	IP2 has a University exam in economy, computer branch

	Job history (changes, perspectives, experience of unemployment)
	After exam, economy-trainee at another company, working with implementation of the ICT-system. ICT-consultant at a small company that was taken over by SWIT 1991. Management position since 1996. 

	Current job

	Type of organisation (name and short description)
	IT development and production – business systems

	Present job (job title, position, perspectives)
	Manager of Supply-Chain Execution

	Short description of tasks (changes due to restructuring)
	60 % manager tasks. 40 % system development (operative). After restructuring IP has more managing tasks and less operative. 

	Working hours
	40 h/week, daytime (term of employment), but 45-50 h in reality

	Access to training (formal and informal)
	The work it self is a learning-process in different projects. The organised training exists but IP lacks the time to attend.

	Experience of restructuring (main changes in personal job situation)


	IP has got more management tasks. The employees have a high working-intensity due to off shoring to Manila. IP tries to make working conditions as good as possible, but he feels that he is not able to do enough. He had to accept the Manager position because no one else had the necessary qualifications. He would like to do more operative system development work.


	Personal information

	Name/Code
	IP3

	Gender
	Female

	Age
	31

	Ethnic origin (native, migrant …)
	Native

	Family status
	Married

	Responsibilities in the family/support (short description)
	IP shares the responsibility with her husband, but she thinks that she takes slightly more responsibility for the household-work.

	Children (number, age)
	2 children, three and six years old.

	Skill profile and trajectory

	Skills profile
	Graduate engineer, (industrial economy and ICT).

	Job history (changes, perspectives, experience of unemployment)
	IP3 started at the company after graduation and joined the Trainee-program. She started at Quality Assurance, but switched to “User Experience”

	Current job

	Type of organisation (name and short description)
	IT development and production – business systems

	Present job (job title, position, perspectives)
	Systems Architect. She is working as developer in the current project, but she still has the position as Architect. She wants to stay in the organisation and advance. 

	Short description of tasks (changes due to restructuring)
	Developing, designing and coding. She hasn’t been affected to any great extent due to the reconstruction. Her team is intact.

	Working hours
	40 h/week (according to terms of employment) in reality 44 h/week.

	Access to training (formal and informal)
	Learning at work The company has internal training, but IP think that it’s too basic for her. If she really needs training she is allowed to get it from other training institutions. 

	Experience of restructuring (main changes in personal job situation)
	IP3 hasn’t been affected by the restructuring. Her team is intact. Her work is more affected by new technology, than by changes in the organisation.


	Personal information

	Name/Code
	IP4

	Gender
	Male

	Age
	36

	Ethnic origin (native, migrant …)
	Native

	Family status
	Married

	Responsibilities in the family/support (short description)
	IP4´s wife is at home with their youngest child, so she is managing the household. IP4 takes the full responsibility for the oldest child when he is at home. IP4 takes care of the garden and the car.

	Children (number, age)
	Two children, three months and eighteen months old.

	Skill profile and trajectory

	Skills profile 
	Graduate engineer (Electronic computer)

	Job history (changes, perspectives, experience of unemployment)
	IP4 made his exam-paper in the weapon-industry and stayed in the company for one year. Then he worked at an ICT-company for a few months before he started as programmer in the present company 1998. 

	Current job

	Type of organisation (name and short description)
	IT development and production – business systems

	Present job (job title, position, perspectives)
	Head-architect for the integration domain. IP4 wants to make a career and he doesn’t care about witch organisation he does it in.

	Short description of tasks (changes due to restructuring)
	IP4 main tasks is to co-ordinate the products technically and architectural. His position is a new one after the restructuring, so he isn’t sure of what he is expected to do. It will develop over time.

	Working hours
	40 h/week (terms of employment) in reality more than 50 h/week.

	Access to training (formal and informal)
	Formally he has access to a lot of training, but there is no time for IP4 to attend. He looses working-time and is less productive.

	Experience of restructuring (main changes in personal job situation)


	IP4 has small children and would like to spend more time with his family. Since the big American company merged the company, IP4 has felt that he has to bee more productive, and show the managers how competent he is. These circumstances have made him work more instead of less. He is unsure of what he is supposed to achieve and if this position in the company isn’t what he aspect, he won’t stay in the company.


	Personal information

	Name/Code
	IP5

	Gender
	Female

	Age
	27

	Ethnic origin (native, migrant …)
	Native

	Family status
	Partner

	Responsibilities in the family/support (short description)
	IP5 shares the responsibilities with her partner

	Children (number, age)
	0

	Skill profile and trajectory

	Skills profile 
	University exam in system-development (usability) and economics.

	Job history (changes, perspectives, experience of unemployment)
	She has worked in her parents company with economy since she was a teenager. She worked as economy consultant in a few years before she started studying. After exam IP5 worked with economy for six month and than she began as a Trainee at the present company.

	Current job

	Type of organisation 
	IT development and production – business systems

	Present job 
	Business-Analyst (Finance)

	Short description of tasks (changes due to restructuring)
	Mainly maintenance, and responsible for starting Finance-division maintenance in Manila.

	Working hours
	40 h/week (terms of employment) in reality 45-50 h /week.

	Access to training (formal and informal)
	She gets training in her new tasks, “learning-by-doing”. She has a solid competence-base because of the Trainee-program. If she needs any specific training she gets it through the company training institution.

	Experience of restructuring (main changes in personal job situation)


	In the beginning of the restructuring, IP5 felt that she didn’t develop and she wasn’t sure that she would stay in the organisation. Then she got the task to start the maintenance in Manila, and she felt that the restructuring was something positive for her. She got challenging tasks and she is satisfied that she was allowed to get this responsibility. She has got higher work intensity, but that doesn’t matter to her if the work is interesting.


	Personal information

	Name/Code
	IP6

	Gender
	Female

	Age
	28

	Ethnic origin (native, migrant …)
	Native

	Family status
	Single

	Responsibilities in the family/support (short description)
	She lives in an apartment, but is soon to be cohabitant.

	Children (number, age)
	0

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Graduate Engineer (ICT) and a university exam in economy.

	Job history (changes, perspectives, experience of unemployment)
	IP6 wrote her exam-paper in economy at the present company. She worked in the economy department during her engineer-studies. She made her engineer exam-paper at the company, and became employed.

	Current job

	Type of organisation 
	IT development and production – business systems

	Present job (job title, position, perspectives)
	Business System Analyst (Supply chain/execution). She has worked in this position 1 ½ year. She works with maintenance and if she doesn’t get an opportunity to switch to development soon she will leave.

	Short description of tasks (changes due to restructuring)
	Maintenance of the products. Responsibility for the unit’s establishment in Manila.

	Working hours
	40 h/week (terms of employment) in reality 45-50 h /week.

	Access to training (formal and informal)
	IP6 thinks that she has basic competence shortages; she wishes that she had entered the Trainee-program. She hasn’t got the time to use the internal training institution.

	Experience of restructuring (main changes in personal job situation)
	The main change is that IP6 has the new task to start the maintenance in Manila, which she finds developing and challenging. IP6 works in a different team now, and she misses her old colleagues who have advanced to a more developing part. She finds the work less fun and her ordinary maintenance work boring. She is worried about what will happen next, when the maintenance is off-shored to Manila. What is she supposed to do, what is her place in the organisation?


	Personal information

	Name/Code
	IP7

	Gender
	Male

	Age
	33

	Ethnic origin (native, migrant …)
	Native

	Family status
	Married

	Responsibilities in the family/support (short description)
	IP7 shares the responsibilities with his wife.

	Children (number, age)
	0 but are expecting 

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	University exam in System Development. Engineer mathematics.

	Job history (changes, perspectives, experience of unemployment)
	Before studying, IP7 worked in stores, restaurants and hotels and used the money he earned to travel. He made his exam-paper at the present company and got employed.

	Current job

	Type of organisation 
	IT development and production – business systems

	Present job (job title, position, perspectives)
	He has worked as programmer, system-engineer, product-manager and now he has the position of Development-manager. He says that as long as the work is developing it doesn’t matter where he works.

	Short description of tasks (changes due to restructuring)
	Co-ordinate and managing the unit “Platforms”. He also does operative work, searching for solutions, developing the products. He got his position after the restructuring, so that is the main change.

	Working hours
	40 h/week (terms of employment) 50-60 h/week in reality.

	Access to training (formal and informal)
	The work is a learning process. IP7 would like to have more training in HR, but he lacks the time and the company lacks economic resources.

	Experience of restructuring (main changes in personal job situation)


	IP7 was the one with the right specific competence for this position. His competence is scarce and a lot of tasks and problems get on his table. He has too much to do, the organisation is too small, to handle all the work. IP7 wants to appoint middle management, to solve the HR-problems. IP7 will soon be a father, and he is going to spend much more time with his family.


	Personal information

	Name/Code
	IP8

	Gender
	Male

	Age
	31

	Ethnic origin (native, migrant …)
	Native

	Family status
	Cohabitant

	Responsibilities in the family/support (short description)
	IP shares the responsibilities with his cohabitant

	Children (number, age)
	0

	Skill profile and trajectory

	Skills profile 
	Graduate engineer (ICT)

	Job history (changes, perspectives, experience of unemployment)
	IP8 started as Trainee after his exam 1999. He has advanced to project-manager. 

	Current job

	Type of organisation 
	IT development and production – business systems

	Present job (job title, position, perspectives)
	Project-manager. H e is soon going to have HR-responsibilities. He wants to stay in the organisation if he thinks that it’s developing.

	Short description of tasks (changes due to restructuring)
	Planning, co-ordinating, work with the architect and developer, follow-up.

	Working hours
	40 h/week (terms of employment) in reality 50-60 h /week

	Access to training (formal and informal)
	The work itself is a learning opportunity. He gets the training he needs, internal or external.

	Experience of restructuring (main changes in personal job situation)
	The off shoring has caused a higher work-intensity, they are supposed to organise the off shoring and do their ordinary work at the same time.  


	Personal information

	Name/Code
	IP9

	Gender
	Female

	Age
	40

	Ethnic origin (native, migrant …)
	Native

	Family status
	Single-parent 

	Responsibilities in the family/support (short description)
	IP9 lives with her son every two weeks. They live in an apartment close to work and day nursery.

	Children (number, age)
	One child, 4 years old

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Graduate economist

	Job history (changes, perspectives, experience of unemployment)
	Teacher at the University for two years, Economy consultant in an IT-company for two years. In present company since 1996. IP has advanced from consultant to senior manager. IP wants to stay in the organisation, but in a different unit.

	Current job

	Type of organisation 
	IT development and production – business systems

	Present job (job title, position, perspectives)
	Senior manager (Product development)

	Short description of tasks (changes due to restructuring)
	Manager without any real responsibilities. She co-ordinates the activities that the Swedish managers do and reports to the US manager.

	Working hours
	40 h/week (terms of employment). In reality 40 when she has her son, 45-50 when she is alone.

	Access to training (formal and informal)
	She has access to training, but there is no time to attend.

	Experience of restructuring (main changes in personal job situation)


	She was affected by the merge with the US company. She was replaced from her senior manager position in favour of a technically more competent man. 

IP hasn’t been affected by the off shoring-project, except in the way that the organisation is very tight and all employees has a high working intensity.
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