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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

(Key data questionnaires) 

	CODE:
	PROFESSIONAL SITUATION:
	QUALIFICATIONS
	GENDER/ AGE:
	FAMILY STATUS/ CHILDREN

	OCC_D_1
	Manager of a fashion and design unit at a technological centre; 
	University degree -Fashion designer
	Female/34
	Married; 4 sons;

	OCC_D_2
	Technician in textile fashion design area at a technological centre;
	Fashion technician training (level III)
	Female/30
	Single;

	OCC_D_3
	Technician in textile fashion design area at a technological centre;
	Industrial fashion designer (level III)
	Male/32
	Single;

	OCC_D_4
	R&D researcher on fashion design on a R&D design company;
	Fashion technician training (level III)
	Female/32
	Divorced; 2 sons;

	OCC_D_5
	Head of R&D fashion design area on a R&D design company;
	Fashion technician training (level III)
	Female/33
	Married; 1 son;

	OCC_D_6
	Fashion designer at a Haut Couture  atelier;
	University degree -Fashion designer
	Female/27
	Single;

	OCC_D_7
	Fashion designer; Owner/partner of a design atelier; 
	University degree -Fashion designer
	Male/37
	Lives martially; 

	OCC_D_8
	Fashion designer; Owner/partner of a design atelier; 
	University degree -Fashion designer
	Male/42
	Lives martially;

	OCC_D_9
	Fashion designer freelancer;
	Fashion technician training (level III) 

University degree -Fashion designer
	Female/32
	Single; 1 son;


1.2
The key data questionnaire will be filled in for each interviewee and annexed to the case study report

(Key data questionnaires) 

2. Work biographies, career construction, trajectories

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

The occupational group of clothing industry designers is an heterogeneous group in terms of trajectories. In this sense we can find two kinds of designers’ profile:

1. Technological based clothing industry designers (técnico de design)

2. Fashion designers (designer)

The difference between them is centred mainly in the kind of work that is done. The first group is more related to research and development of samples and the second group is more into creation. 

Trajectories of designers seem do be shaped, mainly by the skills profile of each worker. We find at the technological centre and at companies designers with technological degrees highly focused on textile factories reality. As an example of such are D1, D2, D3, D4 and D5 profiles. All of them had practical trainings at textiles company and never experienced other design areas. Only D1 has a university degree and according to her «I was a pioneer. I remember that when I finished my university degree most of my colleagues went to different areas. But I wanted to settle in a textile company. I believe that the fact that I was from the north of country focused my interests in the textile area, that exists mainly in the north.» [D1_OCC_avs] This is emphasised when we analyse training trajectories. Designers D1, D2, D3, D4 and D5 have in common the fact they have specific training opportunities regularly. These opportunities cover a branch of different areas (technical programs, marketing, management). In comparison D6, D7, D8 and D9 don’t have so much training opportunities. Although all designers consider training an important complement to their work, are the workers in companies who have more opportunities and more training experience in their CV.

Designers with university degrees are into independent work or with management functions. They assume that the purpose is to develop an independent career as top designers. D6 is now working at a haut couture atelier and she expects to have her own atelier. D7 and D8 have worked in companies and their experience led them to focus on a design niche of market and both left the companies where they were working in France and together opened a fashion atelier based on home made production of different garments (colours, textures, combinations). They have their own brand. The atelier sells for specific stores, niche stores of this kind of garments which they call «alternative fashion». D9 had a daughter when she very young and was induced to a special program for single mothers. She decided to take a textile degree (12 months) while she was working in a factory as modeller; After 2 years she decided to go to Lisbon and take an university degree (during that time her daughter was with her parents and she only saw her at the weekends). After the degree (2000) she started working at a R&D company at Braga for 2 years. By 2002 she was invited to work for an Italian brand with which the company worked. She accepted and for 3 years she and her daughter lived in Milan but due to lack of adaptation of her daughter to Italy she decided to get back to Portugal. She went to Lisbon and since then she has been working as a freelancer (more into gothic cloths and wedding dresses). She is thinking about opening a store and sells directly her brand. 

Personal trajectories and different opportunities in the field led to different areas of development and different specialisation of knowledge. We find differences mainly in the technological field: fibre and texture design; niches of design; development of samples based on new materials.

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

According to the interviewed designers restructuring in the textile sector has two point of views, the perspective of the production factories (decrease of production/crisis) and the perspective of textile design companies/ateliers (increase of opportunities/internationalisation of projects). Before there were only two collections per year, nowadays, between those two collections there are smaller ones equally important that are redefining the fashion/textile design context.

In terms of the relation between restructuring and the career profile we can observe that in all cases the organisational context is determinant. In the case of D_1, D_2 and D_3 the development in Portugal of technological centres for the textile industry created an opportunity for developing a new area of design based on textile material innovation «Our challenge is to adapt the new products to the consumer. Right now we are designing an anti wet shirt for cycling.We have specifications from the lab about the kind of fabrics and quantity to produce and we must respect that.  After it we must think who is going to buy it and create a garment based on these restrains. I am very excited with this project because I like the sports area but sometimes I have to do some projects I don’t like that much. But in all projects I learn a lot about textiles specificities and costumers profiles» [OCC_D_2] In the case of D_4 and D_5, due to the redefinition of the company core business, and introduction of  a R&D department, there was an opportunity for the designers focused on the development of samples. Equally the introduction of a new brand is giving them the opportunity of developing their own project. 

Designer D_6 refers that the atelier is an opportunity to gain autonomy and future perspectives and will be positive if the experience is well succeeded. The work is done in group but the tendency of evolution in the career is to become a lonely work, a single process of creation. 

In the mentioned cases the organisational context defines personal paths in terms of technological skills and choices. The work is basically in group (at least two designers working together). 

In the case of D_7, D_8 and D_9 the designers moved from employees to independent workers. D7 and D8 worked in Paris, D7 worked as a fashion management consulter (help opening small companies) and D8 was ahead of the department of innovation. Both live together and decided to move to Portugal and start their own brand. D7 explains that with the experience obtained and with the support of his boyfriend (D_8) he decided to comeback to Portugal and opened a fashion atelier focused on alternative single clothing, an area that was gaining expression in Paris by that time (2003). D7 always wanted to have his own atelier and due to several conditions combined he decided to comeback to Portugal.

This choice had three main reasons:

1 – Their knowledge based on their experience in companies allowed them to know how to move as independent workers, and with an international knowledge they could settle anywhere they would like. They decided it was the moment to open their own atelier (knowledge; available money; contacts; clients)  
2 – According to D7 and D8 when they came to Portugal the area they wanted to develop didn’t exist in Portugal (alternative clothing based on strong colours, textures and materials) and they would be pioneers in the area, what happened;

3 – Because D7 is from Portugal he knew the market and had facility with language, and that was an advantage;

Nevertheless it is important to refer that D8 still has professional contact with the company he worked in at Paris. Now he is creating for the company he used to work as freelancer «I know the business better than them, they come to me and I sell them the ideas they are searching for without giving them the really good ones, those I save for my clients. That is what they pay, exclusivity of style» [OCC_D_8]
In this sense, the experience with organisational contexts gave them experience and tools that they use in a different way now. It is a lonely process of creation conditioned, in some cases, by the needs of the market but still a choice of the interviewees. 

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

The influence of institutional policies in the occupational group of designers isn’t very high and only visible in the qualifications of level III (see table 1.1) subsided by the state and specific trainings at technological centres subsided by the state and European Union. 

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

In terms of trajectories, designer (D8) stressed the difficulty he had in the beginning of his career to decide what to do because a man working in fashion wasn’t well seen by his family and friends. He believes it was a social prejudice and that defined for some years the high number of women and the low number of men working in fashion. The designer (D8) recognises that nowadays the gender isn’t an issue. Although there are more women than men in the design labour market, the access is easier to man than was 10 years ago. 

All women interviewed refer that the challenge to women lays on the balance between private life and professional demands. The career of designer 10 was well marked by the fact that she was a mother. «Although I tried to conciliate my daughter needs and my career I have always had to choose between my daughter and my career, so I have never been able to be excellent on both. I was a young single mother [the father of the child went to Switzerland when she was pregnant] and my parents always supported me a lot. In the beginning I went to work on a factory but I was feeling strangled and I wanted something else. An ex-professor of mine told me about the possibility of taking a degree and my parents supported so much that I felt that even with a baby I could steel follow my dreams. I decided to move to Lisbon to take a degree on the area I have always wanted to work and I left my daughter with my parents. I was only at home on the weekends. When I finished the degree I had loads of perspectives but I decided to work near home to be with my daughter. By at that time all I wanted was to be a good designer and I had already convinced myself that I wouldn’t be a design reference in the world. After that I had the chance to go to Milan and I realised it was my last chance and selfishly I decided to go and take my daughterwith me because I couldn’t be without her, so  I took her  from my parents. They understood but she never did. They suffered and so did my daughter. I grew professionally and I wouldn’t be where I am now, independent, if I didn’t have that experience but the cost was high. I had to comeback because my daughter wanted to be nearer my parents and I started to create my one space in Portugal. My decisions in stead of putting me closer to my daughter had the opposite effect, she never agreed with my professional choices, but it was something I had to do.» [OCC_D_9]

Motherhood (to be a mother or decide not to be) is an important aspect on the life of designers that bias the professional development and is explored on chapter 6.
2.5
Diversity dimensions of the career profile(s) and trajectories (ethnicity dimensions)

In terms of ethnicity there aren’t references to be explored, although, there is an interesting aspect that has to do with regional dimension. Five interviews were held in the north of the country (rural areas around Porto) and four interviews were held in Lisbon. The trajectories of the interviewees are quite different in terms of characterisation of jobs, professional expectations, personal life and expectations, training, family support and career profiles. In this sense regional characteristics seem to offer different trajectories to designers with similar qualifications what is quite visible along the analyses explicit on the report.  

3. Changes in occupational identity

3.1
Characterisation of the occupational identity for this OG: from its position in a social and economic organisation; from the individual subjectivity point of view (meaning of work, collective feeling, identification); from the collective point of view (collective dimensions and capacities)

The interviewees D1, D2 and D3 work at a technological centre in the north of the country. The 3 interviewees work as a team in the fashion and design unit. D1 is the manager of that unit since 2004. They work together almost for 10 years. The technological centre is a technological research centre for textile industry. The construction of the centre was financed by the state to support textile industry but it is an independent structure now with projects with private company, state companies, associations and unions. D4 and D5 also work in the north of the country in a R&D company (R&D case study for the WORKS organisational case studies) in the sampling department. Both work together for over 10 years and D5 is the coordinator of the department and the sector of R&D.

In terms of the organisational aspect in both organisations there is a need for team work. According to them this characteristic is quite different of the regular work of a designer «here we must share our ideas and sometimes the final result it is not exactly how I had imagined but now, after so many years, I think it is better because we learn with the styles of each other and this is something not very common in designers, to share work, usually it is a lonely process of creation, and we end up learning just with us.» [OCC_D_2] Along with the need for team work designers of this organisational context refer that their work is based on developing more than creating. 

The perspectives of D6. D7, D8 and D9 are different from the previous ones. D6 works at a Portuguese well know haute couture atelier. It is the first professional experience and the interviewee is a bridge between the atelier proposals and the executants. She goes to the dressmakers and controls the process of production of the collection and based on that analyses, she proposes accessories that may complement the clothes. The opportunity of working in the atelier is seen by the designer as an opportunity to learn more than to develop. In case of D6 and D7 they own one atelier and they control all the creative process, the production process and the selling process. Design in their perspective is a lonely work that depend on creation moods «sometimes I can be all day looking at a piece of paper and nothing comes out and suddenly comes all at the same time, just because I saw something that gave me one idea or I hear a sound and imagine something that gives me ideas» [OCC_D_8] Both designers do not imagine their work with strict schedules but more with deadlines that give them the opportunity of managing their time. D9 as an independent worker refers «I must sell my ideas before the clients know they want them, so I must be ahead of regular deadlines.» [OCC_D_9] the designer feels the pressures of organisations as external part of organisations. The designer understands the pressures that organisations have seeking for quality/time because she deals directly with that pressure. She must work with high quality standards in a short period of time and this reflects the next steps of the companies. 

In the case of D7, D8 and D9, they have all worked in organisations (international organisations) and according to them that experience gave them the knowledge to sell their ideas externally, and like that they can receive more money and have professional/personal flexibility.

None of the designers belongs to unions. They never heard of specific designers unions and they believe that:

· The group of designers is an heterogeneous group with many areas of interest, and it would be difficult to  have representation;

· It would be interesting a common association in terms of making the connection between national and international labour markets, conferences, fairs…

· Sector (textile) unions do not reflect the designer’s reality or interests, according to them the targets are the production workers, while designers defend their professional interests directly to the employers.

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

In the perspective of designers there are several changes:

· Diversity of areas on design/ importance of ICT tools;

· Image of design and designers;

· Globalisation of design/designers opportunities; 

According to the interviewees design isn’t seen only as fashion creation. Some different areas increased their importance such as developing and use of new materials for specific kind of cloths. Added to this, fashion is more open to different styles. People want to be different and that gives designers and managers new markets with less competitors and different challenges. Nevertheless all designers believe that the big change in design has to do with information acquisition and management (internet), and with new computer programs that are, now, essential tools to work. «It is more important a computer and the adequate programs than a piece of sheet» [OCC_D_3] 

In terms of image the interviewees believe that nowadays design is a very important concept in all areas and not only in textile sector. They also believe that the image that people have about designers has changed. «Design has changed a lot in the last years. It is well seen now to be a designer. A few years ago the designers were seen as freaks. No one understood what we did, but know fashion is so important and media pass such a good image of DESIGN that everyone see us as cool people. For example, the way we dress doesn’t choc people as it did before.» [OCC_D_2] 

The third issue has to do with internationalisation of knowledge. The designers work for brands, many of them international, and the latest years opened the market and it is easier for them to work abroad or to get experiences abroad. «(…) a large number designers must be international, to know and get known. At least 5 times a year I get out of the country to see different people and  get new ideas for my work. 15 years ago I didn’t believe this was possible. Now I think it is an obligation» [OCC_D_9] «It is very important to go out and look around, and we [company] don’t do it so often as we would like because we have so much work. But at least twice a year we travel to fares and to visit clients and we get as much information as we can of the European tendencies.» [OCC_D_4] 

D4 and D5 work in a R&D company that has contracts with manufactures, in this sense, designers work directly with these manufactures in Portugal and abroad to control the quality of production. Designers co-operate with production companies in Portugal, Brazil, India and Turkey, and in the north of Portugal. When they do this kind of work they focus in the quality of the products that they are developing and do not searching for new ideas. In terms of relation with style agencies, these designers have contacts through the company and some of the travelling they do is to have contact with what is being done in other countries.

All the other interviewees didn’t refer any relations with manufactories.   

Relations between restructuring and changes in occupational identity for this OG (support new identity, threaten identity, affect solidarity, transform social dialogue – how?)

Restructuring reinforced the effect of globalisation. For designers both concepts are connected. The production industry suffered a reduction of contracts and in consequence employees but with the designers happened the opposite. There was an increase of work and need of designers. Production companies to get competitive restructured the core businesses adding design to the company structure. Other companies, decided to acquire foreign names in order to give an international image (marketing strategies) and do all the process in Portugal.

All the changes in the textile sector seemed to favour designers work development: emerging of new technological skills needs; industrial design more connected with production companies; introduction of new materials based on comfort and directed to specific groups of clients (sports, work clothes, colours mix and accessories). 

4. Quality of work

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

All the interviewees revered that in the latest years workload increased. D1 and D5, due to an increase of work at the companies and strategic redefinitions were invited to coordinate departments. 

D7 and D8 decided to leave the companies where they were working in Paris and moved to Portugal to introduce new kind of clothes that they define as alternative styles (a niche). According to these innterviewees, globalisation induces people to be different one from another. Idols create tendencies but also create anti-tendencies, and they try to focus on this kind of people. 

The point were workers homogeneously agreed is that the restructuring affected directly their working conditions has to do with time management (4.2)

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

Time management is an important issue to designers in different aspects. Both  companies and independent designers, believe that time pressure is very strong in the textile sector. «Everyone speaks about time, but the truth is that it remains the same, our ambitions are different and that is the problem. We have so many collections in one single year that some are left behind or don’t even come out. We must be good, but more important we must get to the clients on time. I can have a great idea but others do the same that I do and big brands decide on minutes with the information they have. So if mine isn’t there it will not be considered after, and I lost time. So time is a big issue and this dimension is out of our control» [OCC_D_9] 

Mange time isn’t always controlled by the workers but by the work that has to be done. Only D1 and D4 do their tasks in the work time period. D1 refers that since she has management tasks the intensity of work is higher. Nevertheless D1 does much less over hours and gradually started to refuse taking work home. In her opinion it is normal to spend more time at work than outside work «I think it is normal that we have to give more to the work than to the family or to other part of our life and that is why I refuse to take work home.» [OCC_D_1] D4 stresses that her work has to do with deadlines and after many years it is easier for her to manage her work during working time period. Nevertheless stay after hours or have dinner with clients happens and they must deal with these needs that in some points they appreciate due to the contact they establish with people that are very important in the textile sector.

Usually, in the companies, hours after the working time aren’t paid in terms of money but in terms of time. The extra hours are paid with vacancies and work time flexibility. 

Independent workers work with deadlines and not with timetables. This difference may have to do with the kind of work. In their opinion create is an act of research but more an act of inspiration. The big difference they realise in terms of time is that the time they have to include new products in the market is much less than before, more collection, more diversity and less quantity. This opens the market but narrows the period the designer has to conceive a garment. The value chain seems to be more fragmented. More companies and individuals composing the chain lead to a decrease of time that each part of the chain has.

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

Generally, working conditions are similar to men and women in terms of what is asked  (tasks, hierarchic positions, compensations, salaries and the opportunities that are given by the companies and the sector). The main differences have to do with the work/life balance and family/personal choices that have reflections in the management of working conditions such as travelling and time (chapter 6)

5. Learning and skills development

5.1
Changes in skills requirement for this OG (upskilling / deskilling processes, nature of skills and competences) – Place, role and uses of ICT in the skill processes – Explicative factors and evaluation

One of the consequences of globalisation, according to the interviewees, is the upskilling process of designers. To be a fashion/textile designer is not to know how to draw clothes but much more to know how to interpret signs of change in societies. It is to have talent, a natural talent that can’t be taught and to be inventive in every area. 

Added to these needs ICT tools became a reference to creation and development of garments. It is a tool to get information (internet) and to work along with clients, production factories and suppliers. All the designers interviewed have had training on specific design computer programs and stress the important of such tools to optimise work, what becomes more important has they have tighter time limits. 

Although ICT tools are crucial to the trajectory of each designer the university system does not seem to have them implemented, making hard the inclusion of new designers in organisations due to a lack of competences. «when I finished university degree I had some knowledge on design software but now I realise it wasn’t enough, I have learned a lot with some older colleagues, and I think that the degree opened my mind in terms of flexibility areas that I could work but didn’t support me technically. It should be the opposite.» [OCC_D_6]

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

Generally designers decide the kind of training they want to get. It is a personal choice based in their professional needs/aspirations. D1, D2, D3, D4 and D5 agree annually with the employer the training plan for next year. That plan is based on designers’ proposals and possibilities of the companies. It can be activities in the country and outside the country. Usually these training opportunities are supported by the companies. It is interesting that in the case of D1 and D2, both are trainers at the technological centre.

The management of learning and skills training of the other workers is based exclusively on their will and financial possibility because no one supports their training (not the state or private companies). They assume training has a professional investment, and only take it with the certainty that it will have high profits. 

With the analyses of the Curriculum Vitae of the interviewed designers it was possible to observe that designers that work at companies have more access to training opportunities than those that work outside. The only exception is D6 that works at an atelier (specific organisation) but has to create and pay the trainings she thinks important for her. This exception may have to do with her position in the company (beginner) and the type of organisation (recognised and where many designers would like to work). D6 believes that training is important and does not expect the atelier to pay anything unless it is a collective initiative. With the experience at the atelier she realises what is important to know and gets form the experiences of others. 

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

On one hand, the training/skills requirements and opportunities seem to be the same for women and men. The major difference has to do with the possibility of having training. Women with household show less interest in training actions, not because of lack of interest but due to family obligations, even though they recognise the importance of those training actions and try to have them the most they can.

On the other hand, according to D3 men are assuming an important place in the textile design (an area traditionally more related to women) because of the inclusion of industrial design and other areas of design much more technical.

6. Work-life balance

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

There aren’t family friendly policies for the occupational group of the designers. The family policies are the national policies such as pregnancy and maternity support in the first year of the child, unemployment support and access to National health care system. Nevertheless the interviewees that work at the technological centre and at the R&D company have health care insurance paid by the employers. It seems to be a common policy of textile companies. D1, D4 and D5 stressed the difficulties of picking up their children when they must stay late at work and said that a state transport facility would help, because private transports are very expensive. 

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

D1 and D5 are married and have children. D1 has 4 children and D5 has 1 child. D1 refers that her family choices have never been influenced by her professional choices. Balance work and life family isn’t always been easy but she has her family support, for instance, childcare isn’t a burden for her because she is supported by her family. «We have a big family and we are able to take turns in the childcare.» [OCC_D_1-towo]  According to her the option of having 4 children is an unusual option, specially to designers «Maybe this [have 4 children] is crazy but be crazy is part being a designer, we can’t live without challenges» [OCC_D_1-towo]. To D5 have children was something she and her husband always wanted. The work rhythm doesn’t allow them to have more than one child, and that is an option. Although they have family support they assume that to raise a child they need time and they don’t have time for more than one child. 

D2 and D6 believe that they may get married or live with some one but have children isn’t a close possibility. They don’t have strict boundaries between work life and private life and that leaves them little time for other things they like to do. To develop as a designer they believe that they will not have time to raise children or they will have to give up on their career. «I don’t have a boyfriend and maybe this is why I think like this but don’t see me with a baby depending on me in the next years. I want to know the world and take this opportunity that I have here [at the atelier] to be successful. Only after reaching my goals I will think about having a family.» [OCC_D_6-avs] 

D3 assumes that as a man it may be easier to have a family, that it is more flexible for man. In his opinion working conditions in design area are different for men and women due to a conservative conception of family in Portuguese society. In his opinion it is easier for man to balance work life and private life. «I know many female designers that quit their jobs because they have to raise children. They stay at home, do other things or they open up a store» [OCC_D3-towo] 

According to D9 any occupation with high competitiveness without country boundaries is anti family and if someone wants to have that kind of life must make a choice. « (…) I have always had to choose between my daughter and my career, so I have never been able to be excellent on both.» [OCC_D_9] 

D4 also assumes herself has an example of the difficulty of balancing work life and private life. «To have a husband and children is very complicated. But even without a husband I think it is easier now. I have the support of my mother and I have nobody at home expecting me to arrive to do the dinner, to clean the mess the twins do or to hear complains because I had to work late. Of course the divorce wasn’t because of this, but it helped.» [OCC_D_4-avs]

D7 and D8 are a couple and work together. They realise that one of the reasons they moved to Portugal and opened their own business was because they wanted to mange their own time together outside and at work. «We spent weeks without seeing each other, I was travelling, then he was travelling, and it was mad, then we decided to change and this seemed a good opportunity professionally and  personally too.» [OCC_D_7] 

Personal trajectories are affected by family choices. Some choose work and put family in second place. Those who do the opposite must reduce the number of travelling, working after hours, and the mental barrier between work preoccupations and family needs must be held. 

Designers with family referred that family (parents and brothers) are an important support for their family choices. One of the explanations may be the regional context where parents live near sons and help raising children. This support net offers designers (women) the opportunity to balance work life and family life. Such opportunities aren’t that visible in the urban centres where family live more apart.  

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

Although men and women have problems balancing work and family dimensions generally women have more family responsibilities than man. In spite of couples share responsibilities with children (taking to school/nursery and picking up) traditionally the housekeeping is woman’s responsibility. In fact only 2 of the interviewees were married and with household responsibilities (D1 and D5). They assume that without family support, mainly from their husbands, it would be impossible to have the career they have.  

7. Conclusions

7.1
Basic characteristic of the case study.

Generally designers are the main responsible for their own trajectories, in terms of training, organisational context and time management. Their trajectories seem to be more and more global (international dimension very important for the designers). The organisational context seems to be important in terms of autonomy stimulation support of creativity e high recognition of work. Designers enjoy their workplace and feel free to leave or stay (designers feel some dependency of the organisations on them and that increases their status and power inside the company. Evidence is present even after leaving the companies as the example of D_8). 

In terms of management, although designers manage their own time, this management must be done taking in attention clients needs, this assures often dislocations inside and outside the country. Schedules are highly flexible and this flexibility isn’t paid with money but with days off (for 8 hours of extra hours they have one day off). This isn’t always like this, especially designers that don’t work for companies, since they must mange their own business. 

In what concerns training, the overview of the case study lets perceive that designers manage their own training taking in attention the future perspectives/ interests. Inside the companies future perspectives/ interests are present but are table crossed with the company interests. The training is during or after working hours, it is designer’ management that defines this (depends mainly on family organisation and workload) but rarely are they constrained by the companies.   

An interesting aspect of this occupational group has to do with occupational identification. Designers recognise a change in the way they are seen: socially recognised with an important role in the textile sector.

In this case study there is a strong identification of all interviewees with the     occupational group in terms of the creative work they develop. It is possible to assume that what they consider to link them isn’t the fact that they are textile designers but the fact that they are creators. This creation has to distinct dimensions. One is focused on technical creation (highly based on software, use of different methods to create and innovate, development of new textiles), what we called the technical designer. The other dimension has to do with fashion creation (seek for niches of markets developing new ideas from textiles that already exist. The innovation is on the combination of textures, colours, sizes…). The technical designer is more related to technological companies, it is more sensitive to software training and is essentially connected with textile technological centres. The fashion designer is a style creative and is more related to haut couture ateliers, the software is a complement but not the basis (yet) for their work. 

Despite the previous distinction, all designers assume the increasing importance of industrial engineering, marketing, linguistics and ICT tools and assume that these changes reflect new demands in terms of competences, a reflex of an internationalised occupational structure.  

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

With restructuring of the textile sector most designers considered that their work position was positively affected. Their work is better seen, recognised and more and more important for the textile sector and their career opportunities inside and outside the country increased. As explicated before, competences changed: new demands for functional flexibility: on different areas such as industrial engineering, marketing, linguistics and ICT tools; new demands in terms of time flexibility. 

The new position of the designers reflects important changes in terms of work organisation and there for in the quality of life. Since we have individual and organisational workers it is important to establish the distinction. Individual workers consider that there aren’t many changes with restructuring in terms of work organisation. The time pressure may have increased but they are totally free to manage their time. There so, moods and inspiration highly define work organisation and in some aspects time management. Organisational workers (contracts with companies) also felt differences in terms of organisation of work and time pressure highly increased in their work, what reflects workload periods more often than five years ago. Nevertheless, all designers consider that restructuring increased work flexibility what reflects work autonomy and creation of positives dynamics to the group.

Although, all references to restructuring, in terms of work organisation and quality of work, seem to be evaluated positively, the truth is that designers evaluate negatively work life balance. With schedules highly flexible, frequent travelling and market needs, it is not easy for designers to balance new competences with family life. It is a difficult management and according to designers the tendency is to make a choice between the career development and family stability. There for, it was possible to identify tendencies:

a. Designers focused on career that assume that will never have time for family (100% focused on career)
b. Designers focused on career and that expect to be able to manage work and family when the time comes but are sceptical, they don’t know yet the choice they will make (undefined)
I. Depends on the network that supports family;

II. The career and goals achievements; 

III. Expectations of the designer in terms of future life (outside or inside the country)

c. Designers focused on career but able to manage work and family. They assume that must slow down at work and leave behind some opportunities,  have good family network that support the balance; (work-life balancer)    

d. Designers that put family and personal life ahead independently of the career, they will leave the career if needed; (family focused)
These tendencies are based on the designers experience and what they know about other designers experience in terms of work-life balance. These tendencies are empirically supported and not theoretically supported.

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

The regional aspect it is of high importance to analyze this case study in the occupational structure. The choices of designers seem to lead to atypical family models based, mainly on the social network where they are supported. These social networks are present in the designers that live in the north of the country [D_1, D_2, D_3, D4; D_5] and not in those who live in Lisbon [D_6; D_7, D_8; D_9]. There for, in the north the traditional family model is much present than in Lisbon, where designers assume the perspective of never having children and live together without a formal commitment. In the north (interior) designers refer cases where colleagues left the company where their worked and opened stores (merchandise) because they couldn’t balance work and family. The designers with structured family in the north (D_1; D_4; D_5 also refer that if they ever had to make a choice family was ahead work and that their social networks (parents, husbands, neighbours) are very important in their management of work/life balance. 

The regional dimension table crossed with work-life balance seems to be related to the way interviewees perspective their career. Interviewees that live in Lisbon have more international overview of the textile design goals, more focused on fashion tendencies, fashion creation, internationalisation of the career. In the north, the perspective of design is more technical, turned to utility more than to fashion glamour. Travelling is seen as important to get new ideas for the projects and not that much for internationalisation of their career. 

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

One of the aspects interesting in the present case study is the link there seems to be between this case and the boundaryless career concept. The occupational group of designers is more and more a career without boundaries:

1. Highly influenced by trans-national markets, highly pressured in terms of flexibility (time, functional, familiar/social);       

2. The worker and not the organisation manage the designer’ career (work and time organisation; training; new career opportunities)

3. Career is defined by experiences (different organisations, different areas and positions) and acquisition of new, different competences that allied to experience makes each designer the one; 

4. Professional security is replaced for personal satisfaction inside or outside organisations, what is limited by family options; 

The boundaryless career is difficult to balance with family/social life. The present case study is evidence of such difficulties and tries to launch ideas on the boundaryless careers work-life balance dimension.

8. Key data questionnaires

	Personal information on the designers occupational case study

	Name/Code
	OCC_D_1

	Gender
	Female

	Age
	34

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Married 

	Responsibilities in the family/support (short description)
	Financial support along with husband; Shares responsibilities with her husband on household and children care; High support of her parents that live next door;

	Children (number, age)
	4 sons (10, 7, 5 years and a baby with 1 month) 

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Fashion designer (university degree at 1989)

Since 1989 to 2007:

7 trainings  on design innovation and technological tools (over 186 hours);

4 trainings on industrial needs, characteristics and trends (over 200 hours);

1 training on languages skills (40 hours);

2 trainings on management/coordination (over 240 hours);

Participation at national and international conferences and workshops;

Coordination of 6 projects on technical design;

Trainer of 19 degrees taken at the technological centre;

	Job history (changes, perspectives, experience of unemployment)
	After finishing the university degree at 1989 the designer did a practical training at a textile company. After that, in 1991 the interviewed entered to the centre in which she works now as a textile and fashion graphic designer (1991-2000); At 2001 the designer became the coordinator of design technological (2001-2003; Since 2004 she became  manager of fashion and design unit – Textile area, fashion, graphic, communication and multimedia. Since 1990 to 2006 the designer has also been responsible for training in the design area at the technological centre and at others;

	Current job

	Type of organisation (name and short description)
	A technological centre of design: the aim is the development of technological capacities of the Portuguese textile and clothing industry through innovation and promotion of quality improvement. The centre supports the textile and garment industry in the fields of environment, energy, hygiene, safety, information and communication technologies, laboratory services, consulting, technical assistance, innovation, human resources improvement and training;

	Present job (job title, position, perspectives)
	Since 2004 she became manager of fashion and design unit – Textile area, fashion, graphic, communication and multimedia.

	Short description of tasks (changes due to restructuring)
	Manages the fashion and design unit by coordinating several projects and establishing work teams; Also meets regularly with clients and establishes deals already authorised by the organisation; Right now the responsibilities are mainly of management, but a kind of management that could only be possible by a designer with experience in two fields: creation and technological innovation; 

	Working hours
	There is an established working time (9:00 to 18:00) but usually the worker works about 10 hour per day (at the office or at home)

	Access to training (formal and informal)
	Yes. 

	Experience of restructuring (main changes in personal job situation)


	Restructuring of the centre led to a differentiation of functions. There was a changing of business environment, an intensification of costumer contacts and the designer had to be in charge (voluntarily) of management of design department. In this sense she started to do more travel to meet customers. The trips are longer in time and farther in distance (other European countries); 

	Personal information on the designers occupational case study

	Name/Code
	OCC_D_2

	Gender
	Female

	Age
	30

	Ethnic origin (native, migrant …)
	French but lives in Portugal since a little child;

	Family status
	Single

	Responsibilities in the family/support (short description)
	Financial support; Lives alone; independent life;

	Children (number, age)
	No

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	1995 – Finished an management professional degree 

1995 -1997 – Fashion technician training 

1996 1997 – CAD technician degree

8 trainings on design software (over 314 hours)

3 trainings on Industrial perspectives/ characterisation/ trend (63 hours)

6 trainings on design development/trends (over 36 hours)

Other trainings (transversal areas)(169 hours)

	Job history (changes, perspectives, experience of unemployment)
	1997 – The designer worked at a textile factory as a stamper as part of a practical training;

Between 1998 -1999 the designer was responsible for the stamping sector of a design office;

In that same year started working at the technological centre as technician in textile fashion design department/ graphics design/ multimedia;  

Never experienced unemployment;

	Current job

	Type of organisation (name and short description)
	A technological centre of design: the aim is the development of technological capacities of the Portuguese textile and clothing industry through innovation and promotion of quality improvement. The centre supports the textile and garment industry in the fields of environment, energy, hygiene, safety, information and communication technologies, laboratory services, consulting, technical assistance, innovation, human resources improvement and training;

	Present job (job title, position, perspectives)
	Technician in textile fashion design department/ graphics design/ multimedia

	Short description of tasks (changes due to restructuring)
	The designer is a technician in textile fashion design department/ graphics design/ multimedia and also coordinates projects and is a trainer at the organisation; Basically the worker develops projects taking in attention the use of special materials;

	Working hours
	The established is 8 hours per day but the worker never works less than 10, 12 hours per day; Mainly the work is at the office, she tries not to take work home;

	Access to training (formal and informal)
	Yes. The company offers it and the designer is very interested in training opportunities; 

	Experience of restructuring (main changes in personal job situation)


	No. The designer has been benefiting with the company growth and expects to keep benefiting and contributing but doesn’t see this as an experience of restructuring; According to the interviewee the designer profession has been gaining status, what is very important. Designers are more and more seen as creatives and not lunatics;

	Personal information on the designers occupational case study

	Name/Code
	OCC_D_3

	Gender
	Male

	Age
	32

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Single;

	Responsibilities in the family/support (short description)
	Financial support; Lives alone; independent life;

	Children (number, age)
	No;

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Degree on industrial fashion designer level III;

Several trainings on design software (CorelDraw, Photoshop, Freehand, Prostyle (Lectra); 

Several languages trainings

	Job history (changes, perspectives, experience of unemployment)
	After taking the technical degree the designer did a practical training at a textile company for 9 months. After that he entered the technological centre (1998) and haven’t changed function till now; 

	Current job

	Type of organisation (name and short description)
	A technological centre of design: the aim is the development of technological capacities of the Portuguese textile and clothing industry through innovation and promotion of quality improvement. The centre supports the textile and garment industry in the fields of environment, energy, hygiene, safety, information and communication technologies, laboratory services, consulting, technical assistance, innovation, human resources improvement and training;

	Present job (job title, position, perspectives)
	Technician of communication design, fashion and textile;

	Short description of tasks (changes due to restructuring)
	Basically the worker develops projects taking in attention the use of special materials; Creates in terms of design clothes that are restrained to technical logics;

	Working hours
	The established is 8 hours per day but the worker always works up to 12 hours per day;

	Access to training (formal and informal)
	Yes. The company offers it and the designer is very interested in training opportunities;

	Experience of restructuring (main changes in personal job situation)


	Increasing of workload in recent years due to a change market situation that is characterised by fast changing fashion trends and an increasing variety of products. Projects and collections, nowadays, are overlapped within one season; The increased workload demands an intensification of internal cooperation; In his case remained the same function but a different way to work;

	Personal information on the designers occupational case study

	Name/Code
	OCC_D_4

	Gender
	Female

	Age
	32

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Divorced

	Responsibilities in the family/support (short description)
	Financial support; Children and household (supported by her parents)

	Children (number, age)
	2 twin girls (6 years old) 

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Fashion technician training of 24 months with a practical training at Fashion Academy;

She has had several trainings in the company she works now in different areas (clients management, language skills, design software);

	Job history (changes, perspectives, experience of unemployment)
	The designer had a practical training as a modeller at a factory (few months). After that she worked 3 years as a stamp designer and was a cloths seller for 2 years until she entered to the company WW to laboratory research and after that, due to the increasing of R&D at the company she was invited to be part of the sampling department where she is at the moment;  

	Current job

	Type of organisation (name and short description)
	WW – A company on R&D that offer consultancy services to manufacturers in the clothing and textile industry; The products of WW can be summarised as follows: Design and R&D; production sourcing; sampling; merchandising; lab testing; fitting and quality control; order tracking (introduction of specific software).

	Present job (job title, position, perspectives)
	R&D researcher on fashion design;

	Short description of tasks (changes due to restructuring)
	Develop of samples; research new trends before they even exist; create the basis for the creators and adapt creations to the context; Right now the company is starting a brand and the designer is involved in the creation of the garments;

	Working hours
	The established is 8 hours per day, 40 hours per week; the designer says that usually she keeps up with schedule, but if needed she stays after hours;

	Access to training (formal and informal)
	Yes. It is very important and the company supports. She doesn’t take as much training as she would like because of family obligations;

	Experience of restructuring (main changes in personal job situation)
	Increase of workload; between the high seasons there are now middle seasons that are even more hard than the first ones; the designer profession has been gaining status, what is very important. Designers are more and more seen as creatives and not lunatics; 

	Personal information on the designers occupational case study

	Name/Code
	OCC_D_5

	Gender
	Female

	Age
	33

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Married 

	Responsibilities in the family/support (short description)
	Financial support along with herhusband; Child; household (supported by her and her husband)

	Children (number, age)
	1 (8 years old)

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Degree of fashion design technician (level III);

She has had several trainings in the company she works now in different areas (clients management, language skills, design software);

	Job history (changes, perspectives, experience of unemployment)
	Never experienced unemployment. Started at WW, and expects to remain and grow in the company or other companies in the R&D area;

	Current job

	Type of organisation (name and short description)
	WW – A company on R&D that offer consultancy services to manufacturers in the clothing and textile industry; The products of WW can be summarised as follows: Design and R&D; production sourcing; sampling; merchandising; lab testing; fitting and quality control; order tracking (introduction of specific software).

	Present job (job title, position, perspectives)
	R&D head researcher on fashion design;

	Short description of tasks (changes due to restructuring)
	Responsible for the R&D department where they develop samples, research new trends before they even exist and create the basis for the creators and adapt creations to the context; Right now the company is starting a brand and the designer is involved in the creation of the garments;

	Working hours
	The established is 8 hours per day, 40 hours per week; the designer says that usually she works up to 10 hours per day;

	Access to training (formal and informal)
	Yes. It is very important and the company supports. She takes as much training opportunities as she can;

	Experience of restructuring (main changes in personal job situation
	Increase of workload; between the high seasons there are now middle seasons that are even more hard than the first ones; With this increase the R&D department increased and the designer was invited to coordinate it;

	Personal information on the designers occupational case study

	Name/Code
	OCC_D_6

	Gender
	Female

	Age
	27

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Single

	Responsibilities in the family/support (short description)
	Live with parents (doesn’t have responsibilities or needs of Financial support at home)

	Children (number, age)
	No

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	2005 – Fashion Design University Degree

Several trainings on design software; 

	Job history (changes, perspectives, experience of unemployment)
	First job – Working at an atelier of Haute Couture of a renamed Portuguese designer; the perspectives are to remain for a few years and obtain experience so that she may become a famous designer in the high fashion area; In terms of unemployment the designer believes that nowadays that isn’t a problem, there are always freelance opportunities to start a personal path;

	Current job

	Type of organisation (name and short description)
	Atelier of Haute Couture of a renamed Portuguese designer;

	Present job (job title, position, perspectives)
	Fashion designer;

	Short description of tasks (changes due to restructuring)
	Designs at the computer (3D); conceives some fashion accessories; works directly with dressmakers (final adjustments)

	Working hours
	Although there is a contract of 40 hours per week there isn’t a time limit (depends on the season) and the work to be done. Some times she spend over 15 hours inside the atelier but the compensation (gain name and a position) worth’s it;

	Access to training (formal and informal)
	Yes. Personal search and payment;

	Experience of restructuring (main changes in personal job situation)
	The designer believes the sector has changed a lot in the latest years and that is still changing. More fashion collections, more importance given to ICT tools /computer design and that the universities aren’t updated. The sector is changing faster than the formal institutions on design. That is the main difficulty the designer found in terms of restructuring. In terms of benefits the designer believes that the design campus in Portugal is growing. With globalisation fashion designer are closer to Paris, Milan and other emblematic fashion cities and that leave them in equality;  

	Personal information on the designers occupational case study

	Name/Code
	OCC_D_7

	Gender
	Male

	Age
	37

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Lives martially with boyfriend;

	Responsibilities in the family/support (short description)
	Financial support; 

	Children (number, age)
	No

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Took a financial degree at a Lisbon  University - 1987

Took a degree of fashion design at a Parisian university – 1993

Training – software design programs; 

	Job history (changes, perspectives, experience of unemployment)
	Because his parents wanted, he took a degree of enterprise management. After that he took a job at a company in Paris and entered a fashion academy; After finishing the degree he decided to start working as fashion management consulter (help opening small companies); During this period he got to know important designer in the field and started to do some fashion design work for them. With the experience obtained and with the support of his boyfriend (D_8) he decided to come back to Portugal and opened a fashion atelier focused on alternative single clothing, an area that was gaining expression in Paris by that time (2003) 

	Current job

	Type of organisation (name and short description)
	Own fashion atelier based on home made production of different garments (colours, textures, combinations). They have their own brand. The atelier sells for specific stores, niche stores of this kind of garments;  

	Present job (job title, position, perspectives)
	Owner/partner of the atelier; 

	Short description of tasks (changes due to restructuring)
	Manage the atelier, contact stores, clients, suppliers, mange the contacts with companies and technological centres and manages the workers (2 at the atelier). Also researches and creates garments; 

	Working hours
	No limit; depends on daily rhythms and inspiration;

	Access to training (formal and informal)
	The needed, Textile fibre knowledge, innovation processes, software fashion design;  

	Experience of restructuring (main changes in personal job situation)
	According to the interviewee the sector has never stopped to change. Especially in the creative process. The area he is exploring is an example of it «the miniskirt has already been pulled out… there is nothing else to take off but a lot to change, there is where we are, taking advantage on the changes» The designer felt the difference between France and Portugal. Portugal was a little behind and he could take advantage of that difference. His opinion is that Portugal was forced to a fast adaptation in all the textile sector areas and that the design area is suffering adaptation readjustments (hours, material, ICT) but this is part of being designer;   

	Personal information on the designers occupational case study

	Name/Code
	OCC_D_8

	Gender
	Male

	Age
	42

	Ethnic origin (native, migrant …)
	French (lives for 5 years in Portugal)

	Family status
	Lives martially with boyfriend;

	Responsibilities in the family/support (short description)
	Financial support;

	Children (number, age)
	No

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	1990 –Fashion designer degree at a Parisian university;

A training on software design program; 

	Job history (changes, perspectives, experience of unemployment)
	Started as a seller (1981-1985) in Paris. He was searching for an opportunity of entering fashion design field but that was not well seen by his family so he decided to move to Reims where he took a technical degree of fashion design. By that time he was already working at a company that in 1991 offered him the opportunity of working in fashion design in New York. He accepted and stayed there for 2 years. During those 2 years he worked directly on creation and had training on specific areas such as quality/differentiation of fibres and accessorizing. After these 2 years in New York the designer went back to Paris and continued working in the company, now, ahead of the department of innovation of a well known brand of shirts. In 2003 decided to go to Portugal along with his boyfriend to open their own atelier to a specific kind of clients.  

	Current job

	Type of organisation (name and short description)
	Own fashion atelier based on home made production of different garments (colours, textures, combinations). They have their own brand. The atelier sells for specific stores, niche stores of this kind of garments; Now he is creating for the company he used to work as freelancer «I know the business better than them, they come to me and I sell them the ideas they are searching for without giving them the really good ones, those I save for my clients. That is what they pay, exclusivity of style» 

	Present job (job title, position, perspectives)
	Owner/partner of the atelier; 

	Short description of tasks (changes due to restructuring)
	Manage the atelier, contact stores, clients, suppliers, mange the contacts with companies and technological centres and manages the workers (2 at the atelier). Also researches and creates garments for the atelier and other companies;

	Working hours
	No limit; depends on daily rhythms and inspiration; but never less that 10 or 12 hours; sometimes he can be over 24 hours straight working because he just can’t stop in the middle what he is doing;

	Access to training (formal and informal)
	Not that much. There isn’t time. Usually his partner goes and give him the hints. If he thinks it is really important he goes along; in is opinion experience is a very important basis of training, and puts a lot of effort on that, take advantage of his experience;

	Experience of restructuring (main changes in personal job situation)
	He doesn’t think the changes of the textile sector as restructuring but as evolution. In this sense design is ahead on the sector because it has always been international movement, just like modelling;

	Personal information on the designers occupational case study

	Name/Code
	OCC_D_9

	Gender
	Female

	Age
	32

	Ethnic origin (native, migrant …)
	Portuguese

	Family status
	Single

	Responsibilities in the family/support (short description)
	Lives alone; has all the financial in charges;

	Children (number, age)
	One (18 years) lives with her parents and not with her;

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Technical degree of textile design in Braga 1994

University degree of fashion design in Lisbon 2000

	Job history (changes, perspectives, experience of unemployment)
	She had her daughter when she very young and was induced to a special program for single mothers. She decided to take a textile degree (12 months) while she was working in a factory as modeller; After 2 years she decided to go to Lisbon and take an university degree (during that time her daughter was with her parents and she only saw her at the weekends). After the degree (2000) she started working at a R&D company at Braga for 2 years. By 2002 she was invited to work for an Italian brand with which the company worked. She accepted and for 3 years her and her daughter lived in Milan. It was a very important experience in her career but her daughter didn’t adapt and she decided to go back to Portugal. Went to Lisbon and since then she has been working as a freelancer (more into gothic cloths and wedding dresses). Her daughter was living with her in Lisbon until September, time when she entered university in Braga. Since then she is living with the designers parents;     

	Current job

	Type of organisation (name and short description)
	Freelance;

	Present job (job title, position, perspectives)
	Freelance; She is thinking about having her own space for creating and a store in a few years; 

	Short description of tasks (changes due to restructuring)
	She has agreements with clients that are owners of ateliers (ex. D_7; D_8) or that are owners of ateliers or shops; She has a good basis of clients and work isn’t a problem;

	Working hours
	Depends on the clients;

	Access to training (formal and informal)
	The necessary; but not that much (once an year); she prefers going to fares and to share experience with colleagues;

	Experience of restructuring (main changes in personal job situation)
	Didn’t interfere. It was more the family balance that conditioned her options. Nevertheless the freelance opportunity and the increase of searching for this kind fashion design work is increasing and that is one of the reasons the designers haven’t yet opened a store/ atelier. The search for freelancer and the profit is very high;  
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� This market strategy, according to an union interviewee, has to do with the bad reputation that Portuguese production companies have. Mangers, in order to introduce products with added value in the market, opt for foreigner names that easier their European acceptance.  
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