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1
Description of the interview sample 

The occupational group is defined on the basis of the restructuring of the global value chain and the differentiation between business functions. The occupational group of IT production workers has been selected within the business function production. The interviews cover IT engineers employed in software production. According to the article of Vendramin & Valenduc (2007) interviews cover developers of software applications, programmers, coding specialists, and database engineers. An important criterion for the selection of the occupational group is the level of qualification – interviews have been carried out with senior developers as well as junior developers. 
Table 1.1
Profile of the interviewees

	Number
	Personal

(marital status, age, ethnicity, citizenship)
	Professional

(present position)
	Organizational

	1
	Male,  36 years of age, married, one child – 6 years old; Armenian; R.W.
	Database architect


	Small firm (10 employees);

	2
	Female, 27 years old, single; B.I.
	Quality Assurance engineer; Project management functions;


	The firm has 70 employees, about 60 developers, among them three women, the firm is ‘leading vendor’ of Microsoft, Microsoft Gold Certified Partner;

	3
	Female, 35 years old, single; R.A.


	Quality Assurance engineer – QA; Manager position – part of the firm management. 


	The firm is part of a Finnish corporation with over 66 000 employees worldwide; the branch in Bulgaria employs 35 developers und QA engineers. The management is based in Northern Europe, the functional connection is with a firm in the USA.

	4
	Female, 32 years old, married, two children – 2 and 8 years old; N.T.


	Quality Assurance -QA Automation Engineer;
	The same organization as respondent N3.

	5
	Male, 34 years old, married, two children – 4 and 6 years old; D.I.


	Development of networking software; team manager;


	70 employees – developers and QA engineers; outsourcing for a corporation based in Israel.

	6
	Male, 37 years old, looks after two children in the household (4 and 14 years old) and one child outside the household (5 years old); double citizenship (Bulgarian and Belgian);D.D.
	Technical director – leader of software development unit;


	The same organization as respondent N3.

	7
	Female, 26 years old, married, one child – 2 years old, W.S. 
	Senior QA engineer, team leader; 
	Software firm with 180 employees, outsourcing to Vietnam; distributed work to USA. (Organizational case study)

	8
	Female, 29 years old, married, J.P.
	Senior developer;

Web-development, JAVA enterprise
	The same organization like respondent N7.

	9
	Male, 28 years old, single, A.S.
	Senior developer;

Web-development, JAVA enterprise
	The same organization as respondent N7; distributed work to Germany

	10
	Male, 30 years old, single, Ch.K.
	Senior developer - ERP systems (enterprise resource planning), financial applications, security and data protection

Project manager.
	The same organization as respondent N7; management of distributed work to Vietnam


Work and organization context

Between September 2006 and February 2007, four different firms, all of them located in Sofia, were visited. Ten software developers and quality assurance engineers (QA) from these firms were interviewed. The firms are with Bulgarian ownership and are part of global value chains. Two professional profiles should be distinguished among the interviewed persons - software development and quality assurance. There is an additional differentiation within the category of quality assurance – between manual and automatic software engineers. We observed, to some extent, the existence of a hierarchy running in parallel with the functional division of manual quality assurance, automatic quality assurance, software development (the latter are highly recognised). 

In the companies covered by the case study women more often held the position of QA than of developers. When asked about the reasons for this, “female qualities” such as “patience” and “readiness to obey rules and instructions” were indicated as an explanation. Sociologists, however, are more interested in social causes rooted in the work organisation.

Personal and family characteristics

The selection criteria of family status – married and having responsibility for children, is seen as significant for the detailed questions concerning work-life balance (WLB), because overall young and single persons are prevalent in the OG. The youngest interviewed is 26 while the oldest is 38 years old. In the interview sample the number of women exceeds that of men by one.

2
Work biographies, career construction, trajectories

2.1. Career profiles in the occupational group 

There is a significant job record for the respondents with short term service in each position. Examples of both cases are present in the interviews - boundaryless and organisational careers. D.I. is an example of an organizational career. D.D. is an example of a boundaryless career. In the discussion of both cases an explanation of the driving forces behind both career profiles will be sought. Both respondents belong to the same generation (D.D. is 37, D.I. is 34 years old). After that the third example from the same age group will be discussed in order to illustrate the constrained mobility in contrast with the voluntary one (R.W. is male, 36 years old).  

Between constrained mobility and a “voluntary” nomadic path

The respondent D.D. started his academic education in 1989, the year when the social transformation in Eastern Europe began. During his studies he was a high school teacher for 2 years, between 1992-1994. After graduating in 1994 he started work as a researcher at the Bulgarian Academy of Sciences in a project team closely cooperating with a German company. In 1997
 he decided to emigrate and seek work abroad. He entered a private firm abroad in order to change his “environment, to improve the opportunities”. The D.D.’s decision to emigrate was motivated by the collapse of the economic system in his country of origin. He emigrated first to Canada and than to Belgium. The decision to choose Europe was not profession-related. Broader cultural and social reasons were the leading factor for him. 

‘’The Social Security system in Europe gives greater security for people and creates  a feeling of security with regard to  employment, such as  guaranteed opportunities in case of dismissal and the like”(D.D.) 

In the period between 1997-2001 he worked for a Belgian company. Starting as the first foreigner in the firm, four years later he was technical director involved in the firm’s outsourcing activity to Ukraine. He personally worked at the mother firm in Belgium. At that time many other foreign employees were already working in the firm. In the period 2001-2005, D.D. established his own firm in Belgium in order to have greater work autonomy. Following the interview, the desire for more initiative and personal incentive seems to be an essential motive in his career. In 2006 he returned to Bulgaria preserving his double (Belgian and Bulgarian) citizenship. At that time leading motives for his professional career were family-related. He applied and immediately received the position of a technical director in a Bulgarian company outsourcing for an American company bought six months earlier by a large Finnish corporation.

Individual work motivation plays a leading role in his decisions concerning his career – he is innovative, dynamic, and autonomy is more important for him than collective solidarity and belonging to an organization. « I have been here for a year now. The year was just about to end when I decided that - no, it will not work. I can no longer contribute anything important, my hands are simply tied. It’s not that I receive no more than my salary here, and at this point that is not my goal.» D.D. The restructuring, which began before his decision, involved subordination to a multinational company with fixed administrative procedures and rules. The important decisions were taken outside the Bulgarian branch of the company. Administrative tasks started to prevail over technical ones in the respondent’s daily work, and this does not meet his work orientation as well.

Rationales behind an organizational career

The academic education of D.I. lasted from 1994 to 1999. For three years (1996-1999) during his studies he worked as junior programmer in a small Bulgarian software firm. After D.I. graduated, his employer was not ready to increase his salary. The workload increased, the organisation of work became extremely ‘chaotic’, according to the respondent. He was faced with a very difficult choice - leave the firm, where he worked with good practitioners who helped him a lot in the beginning of his career, or join a newly-established firm lacking clear prospects. The owner from Israel, which would outsource to Bulgaria, promised him that, though he would not get ‘rich’, he would have the opportunity of earning a stable salary, an interesting job in a company prospering in the world of restructuring and global value chains. All of this has been fulfilled in the long term. However, there was an additional, personal obstacle, which at that time made the decision even more difficult for D.I. – after graduation he married and when his wife became pregnant with their first child, he decided to change the firm. Since 2000 and up to now, he has been working in the same company. He appreciates highly the trust relations within the organization - the relations between the staff in Bulgaria and the management in Israel, the informality of relations with the owner and with the manager in Bulgaria (he can take a one-day break by just talking to the administrative director), the long-lasting friendships (some of his colleagues come from the same small Bulgarian town). D.I. is satisfied with the job, which has become more creative after the opening of a branch in Romania, where a team of junior developers took over the routine coding done previously by the Bulgarian branch. He is satisfied with the prospects of the firm - it is expanding in the global market.

 Transition periods in the career as shaped by national transformation processes in Eastern Europe

The career profile of R.W. (36) is an example of constrained mobility and precariousness. He entered the labour market in the early stages of the process of the transformation in Eastern Europe, when Bulgaria’s integration into the EU was still only a vague prospect. R.W. graduated in 1995. He was employed in jobs that did not match his qualification, just to earn money. He also had periods of unemployment (for 3 months). After graduation he worked one year as a shop assistant in a computer and office equipment store, one year in an insurance company. After that he found a job in a distribution centre for the Bulgarian branch of a Greek trading company. At that stage his activity became adequate to his qualification - database management. His next jobs were in IT – within a bank and within a pharmaceutical company. After the year 2000 his career has been marked by post privatisation restructuring – in both cases he left jobs because the firms – a bank and a pharmaceutics company, were re-privatised and the IT development units were centralised/outsourced due to the restructuring of the global value chain.

The year of the respondents’ graduation permits establishing correspondence with the national macro-social context. Comparison between two persons educated in software development and belonging to two different generations is presented in Table 2.1., given in the Annex. R.W. graduated in 1995, B.I. in 2005. RW has no job records before graduation, B.I. had done three different kinds of jobs before graduation – only the first job was quite unrelated to her qualification. R.W. is male and of Armenian ethnic origin
, B.I. is female - these individual characteristics provide no explanation for the differences.

Not only before, but also after graduation, B.I. kept changing jobs. At the age of 27, she has worked in six different organisations. Her career profile could be viewed as a boundaryless one. B.I. is searching for professional improvement and has been changing organisations when they do not match her objectives. She has worked for a foreign software firm outsourcing software development to Bulgaria. The management in Bulgaria was made up entirely of people from the mother-firm in Israel. The individual evaluation of the respondent is that there are limited chances of recognition and limited prospects for obtaining a managerial position – “such promotion is possible only “after a minimum period of one year and only for two people”. There was no direct contact between developers and their managers, who lived abroad. In this way the individual feeling of recognition (and the expected career development) and identification with the firm remained low. This led her to the decision to look for a job in another organisation. Her personal evaluation of this move was negative. The transition from this firm to the next one, on the contrary, she evaluated as highly successful. The next firm the respondent joined is a Bulgarian one, a leading vendor of Microsoft for Bulgaria. Within a year in the company the respondent obtained three licenses by Microsoft. Those certification exams were paid by the employer. At this workplace she is satisfied with the high quality of professional work, the chances for improvement of professional abilities, and hierarchical progress - after three months within the firm she obtained a project manager position (there are six persons in the project team).

The second respondent – W.S. is in the same age group (26). Like B.I., she started her career as a developer after obtaining a Bachelor’s degree. When the third respondent – Y.P. (29) started university, there was no Bachelor level, and she graduated directly with a Master's degree (5 years of education instead of 4), and started to work as developer. The possibility to start work as developer with academic degree in a shorter period of time is due both to the reform in the European educational system and to the better prospects for graduates to find good employment opportunities with a Bachelor’s degree.

Relevant to the OG, three macro-societal periods can be distinguished in Bulgaria:

· 1989-1997 –  opening of the society – political transformation towards democracy, instability; slow economic transformation; first emigration wave; 

· 1997-2000 – economic crisis followed by political and economic stabilization, rapid privatization accompanied by high unemployment; second emigration wave; start of Bulgarian accession to EU; 

· 2001-2007 – EU integration; massive foreign direct investments (FDI) increase; strong economic growth; offshoring of IT projects to Bulgaria; good prospects for software engineers in Bulgaria.
2.2. Relations between restructuring and changes in career trajectories

The forms of organizational restructuring that can be traced in the interviews are: cross-border relocation of work, relocation of software development activities abroad, consolidation of R&D activities
 in one centre and closure of other R&D units, seen as different forms of outsourcing. The geographic scope of the interviews includes outsourcing from companies located in USA, Israel, Germany and Finland.

In this section the focus will be on how the organizational restructuring affects individual decisions. The following are general organizational restructuring aspects that compelled individuals to make changes in their trajectories, as mentioned in the interviews:

- Bank after privatization by a foreign firm and the closure of the respective software development sector. In the bank only the unit for maintenance of IT systems was preserved. The individual response to this restructuring, however, was dissatisfaction, followed by the decision to leave the organization and seek work as a developer (R.W.);

- Re-privatisation of a pharmaceutical firm. Three Bulgarian firms in the same branch are bought by a foreign company, merged and resold to another company (form Iceland). Software Development sectors are closed and centralized. The individual’s decision was to leave the firm (R.W.);

- Bulgarian firm established for outsourcing for a company based in Atlanta (USA). The policy of the American company was to make a broad portfolio consisting of about 20 companies in different parts of the world - among them two based in India, one in Bulgaria, and one in Romania. A multinational company located in Northern Europe bought the American company in 2006, selecting about one third of the branches placed outside the USA. Thus the buyer received access to patents and market niches that were important for its main activity in the field of telecommunication. The firm in Bulgaria has preserved its close functional link with the firm in the USA. After the Bulgarian firm was acquired by the multinational company, one of the three people interviewed wanted to leave because of this ‘loss of autonomy’ (D.D., 38) due to the introduction of bureaucratic procedures. In the near future this respondent is planning to start his own business. The second respondent appreciates the improved learning opportunities in the company (R.A.). The third is struggling with the need for synchronization of the work time between Bulgaria and USA (N.T., f., two children).

2.3. Influence of institutional arrangements on the evolution of the career profiles

When questioned about the institutional arrangements, respondents indicated the contribution of the state to education. N.T. mentioned the good education as one of the best achievements of the period before 1989. She went to university in 1994-1999. The particular elements of the educational system that have influenced her career and are highly valued by her, are – studying in an elite high school specialised in mathematics (enrolment in this school, after the age of 14, is based on competitive exams and on separate quotas for boys and girls, which ensures a competitive environment); state university without taxes and the possibility to obtain academic degree in informatics. This educational system has contributed in Bulgaria to the formation of a highly qualified work force for the IT branch. The problem is that at the present moment this category of qualified specialists is limited in number.

2.4. Gender dimensions of the career profiles  

Teaching as a ‘temporary’ solution in the work biography occurs in the career trajectories of four respondents – among them one man (D.D.) and three women (B.I., R.A., N.T.). All four respondents graduated in Informatics with a pedagogic qualification as an additional one
. They did not go on to work in this profession because of its low economic status and low prestige and the small chances for professional growth. In general, teaching as a permanent career option is preferred by women educated in informatics. In most software firms the graduates are divided in a ratio of 50:50 between graduates with the qualification title “engineer” (given in the Technical Universities) and those with pedagogic qualification (given by the mathematics and informatics faculties of universities). The respondents have no explanation why women are just one third of all employees of the software firms. There is evidence that re-entering after periods of breaks with the profession is very difficult. The rapid development of the technologies and not the qualification acquired in the University represents a barrier for women going back to work after having raised children.

“After graduation the colleagues work one, two, three years. At the same time the software business requires perseverance and starting a family and having small children would divert attention from work. These are very fast- developing technologies, it’s simply very hard to ‘jump back on the train’. Most of the colleagues who made families early, after their children were grown, focused not on specific programming but rather on supplementary activities such as technical documentation for example.” (R.A.)
The issue of interrupting a career in order to raise children has been discussed with W.S. and N.T. Both have returned to work 6 months after childbirth
. Both have used paid help for childcare at home until their children’s third year. The good earnings and income of the OG allows them to opt for this arrangement, which is not a very common one in Bulgaria. The problem W.S. mentioned relates to the difficulty in finding an appropriate person for paid childcare at home, one who is both qualified and trustworthy for the job. Both respondents have another thing in common: marriage to a partner from the same OG. This allows sharing the psychological, professional, and material benefits of the OG within the family. 

This homogeneity in double-earner families of partners from the same OG contributes to the short periods of professional breaks and for successful return to the profession. The management of the WLB issue is the crucial factor for women with small children to have a good career as software engineers. 
3    Changes in occupational identity

3.1. Individually generated 

Factors contributing to individually generated occupational identities are: high commitment to the work tasks, high motivation for individual improvement, absence of a standard job description, and the salary range. From the individual’s point of view, the need for permanent learning and personal improvement of the abilities and qualifications is an important part of the content of work of the OG of software engineers. If they cannot improve their skills and qualification, they decide to leave the organisation. R.A. stated that she decided to leave a small firm because the management was unable to develop access to more interesting and professionally challenging projects. The same statement was made in the interview with J.P.

Young software engineers are seeking and choosing to work for companies that provide learning opportunities. The respondent B.I. indicated that she had chosen to work for her present firm because it provided for learning opportunities. In her work she has followed the strategy of obtaining certificates that demonstrate the possession of the needed codified knowledge. She wants to obtain an international certificate as a developer - “Microsoft Certified Professional” (MCP). Her strategy is to obtain universally valued certificates that guarantee she has the capacity to work in any country as a developer. This is her response to the insecurity of the local professional market as well the general instability in a society undergoing deep transformation. “Whether I remain here or go elsewhere will depend on the conditions a given country provides and how I feel. If I don’t like it, I want to know I’m free to go to work somewhere else”. (B.I., 27, female). Here is another statement supporting the first: “The IT branch is a sector of different types of individuals who have achieved their dream not to care who is governing them.” (R.А.) Both statements could be interpreted in the framework of the concept of a nomadic career – the respondents are not bounded to the entire organization and even not to the entire country – essential for them are the working and living conditions in the country and not the political leaders or the ideology of the ruling party. Both respondents are however single and individual preferences predominate over family needs and considerations.

The desire for personal improvement is connected with a very competitive professional environment. “I think that the environment was always very competitive among programming specialists; because we work in the new technologies that have just been implemented, things are very dynamic, a lot of reading is required, and a lot of comprehension even while things are still in development. I mean, there is no one to understand and teach you, one has to be up to date, to self-learn. So the competition is definitely very great.” (N.T., female).

The quotations show that there are in fact two alternative viewpoints regarding codified knowledge. The first one belongs to those who strive for certificates, as these would serve as a guarantee for more skills and knowledge, hence lead to more career opportunities, including in foreign countries. The second is of those for whom self-learning or learning on the job are very important; hence we have observed the role of knowledge by experience or implicit knowledge as well.

According to N.T. there is also competitiveness within the firm. This hinders the establishment of a professional community, as do also the absence of a standard job descriptions and salary range. The same respondent mentions that publishing the salary is part of the job offer in the USA and that just recently examples for this could be found for Bulgaria. There are great variations in the job descriptions between the firms. The statement of the respondent demonstrates explicitly the logic of individual involvement and negotiation and its predominance within the OG over the logic of community and a collective bargaining. The dominance of the negotiation type of relationship is well documented in all interviews.

3.2. Social relationships organized around projects

The dominance of the negotiation type of relationship does not exclude identification with the project team. Actually, this depends on the efforts of the firm management that appoints the members of the project team and decides on the measures to be implemented for team-building. Project work is presented in several interviews: “In common projects professional solidarity may arise. I am in daily contact with people from the Romanian office. Before that we worked with people from India, but only for a short period of time. Some of them were from the US”. (R.А.). In this statement could be seen the professional solidarity with people from the same OG living in different countries of the globe. The precondition is the work within the same project.

Competitiveness does not exclude the feeling of firm solidarity for several reasons connected with the content of work. The need to cope permanently with new challenges, to collaborate with people across large distances without personal contact (as typical for outsourcing and distributed work), makes identification with the organisation and work team solidarity very important. This feeling of solidarity within the organisation creates a personal feeling of stability and safety. Firms stimulate contacts within project teams outside the workplace. The management of one of the firms has the practice of giving a certain sum monthly that must be invested in leisure activities of the employees from the team if they go out together. D.I., from another software firm, stated that, for him, the feeling of friendship within the organisation compensated for the fact that some other firms gave higher salaries for the same professional work. He works together with colleagues from the technical university, with friends coming from the same small town in Bulgaria where he is also born. In this case the organisational career path is preferred because of the feeling of solidarity and friendship that give the sense of security and stability. He gives the opposite example of software firms, which give higher salaries but at the end of the project might easily dismiss their personnel.

3.3. Local identity vs. the need for global expertise

The interviews give some input to the hypothesis that occupational identities are locally constructed. This seems to be the case in Bulgaria. One possible reason for that conclusion, however, is that the interviews were conducted with software engineers that had made the choice not to leave the home country, or have decided to return back. Interviews with Bulgarian developers working at the present moment abroad could give answers oriented more to the global patterns of the occupational identity.

A foreigner working in Bulgaria mentioned “global experience”, meaning the ability to work in different parts of the world for a period of time longer than 6 months. In his view this type of expertise is rare among the OG of software engineers in Bulgaria. The interview with a senior developer and project manager (Ch. K.) indicates one important reason for him to move for a period of 6 months to Vietnam – for him there are no higher levels of improvement to attain within the firm. The challenge in this case is to move abroad, working for the same organisation, but in the outsourced branch in Asia. Here the locally constructed occupational identity has the potential to develop towards the obtainment of a global expertise oriented to the needs of the restructuring of the global value chain.  Years ago, the respondent worked abroad - in London. He returned back because he was missing friends and the way of life in the home country. At that time his identity could be seen as locally shaped. Now he is planning to move to Vietnam for a period of time of six months in order to learn new things in his profession obtaining the global expertise.

3.4. Gender dimension

Occupational identity has a greater importance than gender identity for this OG – both for men and women. Various statements, sometimes mutually contradictory, were made concerning the role of gender. N.T. believes the division between developers and QA reflects the attitude towards women as a “lower category of specialists” in IT business. W.S., on the contrary, decided to move from developer to QA engineer because she saw in this activity a more challenging profile in the profession of software engineer. In the area of QA, the common practices of the IT companies is to select younger software engineers, not necessary knowing program languages, in order to work in QA, which is often regarded as a step towards becoming a developer. There is some professional hierarchy in that division, behind which could be observed gender relations within the profession.

“It is not always easy to distinguish whether you are given certain work tasks because you are new or because you are a woman and for that reason others do not trust you.” (R.A.) A few years later the answer was supplied - this was a matter of normal growth from junior to senior developer and not a sustained disparaging attitude towards women in the profession.  

Women obtain some soft skills related to the communication with people - both colleagues and clients. The competence in face-to-face relations is somehow rare and in the same time is very important for the OG. Engineers are mostly confronted in their daily work with ‘person-to-machine’ relations. The competence in face-to-face relations helps women in performing management functions. 

One possible explanation for the view that women’s preferences are not for work in software firms, lies in the specific work environment where a person sits in front of a machine and communication between colleagues is not very intense.

 “There have been instances when the team leader and I had not heard from one another for a whole month, we only spoke through the messenger. Yes, we would not exchange a word all day long and this would be something quite normal. We were in the same building, five people working in the same room, and all day long no one would say a word. One can listen to music through earphones if one wants to, apart from that absolute silence is kept. This is a bit stressing. Imagine a work team of women remaining silent like that”. R.A. This interview illustrates one possible aspect of explanations – respondents prefer to indicate causes related to the nature of the work; they do not perceive, or perhaps are not interested in, socially constructed gender relations. This is a result of socialisation in Bulgaria, which includes the belief that the emancipation of women and gender equality are already obtained social goals.

4 Quality of work

4.1. Management of working time 

The need to synchronize working hours by distributed work and outsourcing is a challenge for the respondents with families and children. The existence of flexible arrangements is more possible in firms where the managers can personally decide if the tasks have been properly achieved. 

W.S. reports that she can start operations from her home and, going to her office two hours later, she can manage the results. For her the appointment with her child’s doctor has a priority over her work. However she manages to accomplish her work tasks thanks to a flexible time schedule. The work autonomy allows her to take very short maternal leaves and then go back to her work for the same project.   

N.T. is not so satisfied. Working in a project with American colleagues, she has to stay in the firm until 8.00 p.m. Her working time has to be synchronized both with that of the firm in the US and with the childcare facility. Her husband makes flexible time arrangements in such cases. 

In the interviews with childless men and women, the need for time synchronization has been not mentioned. It does not create problems for them.

4.2. Payment

In the interviews we find a situation where the transition to a bigger multinational corporation did not lead to improved payment. The salary is defined and suggested by a consultancy firm on the basis of the national average for the branch of telecommunication. Salaries are estimated on the basis of both salaries for software production, and for selling of telephones. This led to a calculation of an average, which is not acceptable for the people working in the software firm. They feel underpaid. The orientation to the average salary in the region and the branch, too broadly defined, may lead to underestimation of software producers in a separate high tech firm.

The situation concerning the salaries of the OG in Bulgaria is quite unstable, because the market is relatively small. This means that new big companies entering the market are able to give comparatively higher salaries by Bulgarian standards and thus attract highly qualified people from the sector. Fluctuations in salaries over time are possible. This is what characterized the SAP entering the Bulgarian market. After the period 2001-2003 - the time of the growth of the firm -  a lot of developers were dismissed from the company. 

Generally at present the OG has salaries that may be considered high for the country in comparison with other categories of professions with academic degree as well in comparison with the average salaries for the country. However the risks for the OG are well-known to the interviewed developers – most of them would have preferred to work for a stable firm rather than short-term but well-paid work in firms just entering the market. This obstacle could perhaps vary depending on the stage of the work and the family trajectory. 

4.3. Firm bonuses

We observed some additional services, offered by the firm to the employees, which could be regarded as firm bonus. The work in a software firm, especially when it is part of a well-known international corporation, gives easier access to bank credits. Considering the low average age of the staff of software firms, it is clear that this is an important service for people establishing their first household. One firm invites a bank consultant each week, who prepares all documents for the employees.

5 Learning and skills development

5.1. Tacit and codified knowledge

Three respondents indicated very significant improvement of the learning opportunities that occurred when the Bulgarian firm was bought by a Finish multinational corporation. The improvement is connected with the size of the company and with the organizational culture. Before that the Bulgarian firm had performed outsourcing of IT services from the American partner and learning was a matter of individual decision. The respondents distinguish between these increased organizational opportunities and the American principle “Learning by doing and making the best for your self”. “The system before the restructuring was that of quick reactions and results, you have no choice but to learn from mistakes.”(R.A.) In the recently accessed corporation there are a lot of training opportunities, including e-learning. The most recent training was organized by a foreign lecturer, coming for one day to the country, and was oriented to new methods in QA. The corporation is choosing the training firms at central level. In another interview we found an example where a local software firm invited local trainers for the topic “work in virtual teams“.  Both strategies have been well-accepted by the interviewed respondents.

Learning and skills development depend on the company’s size and culture. The respondent in a small firm declares that he is learning every day, but in an individual and on-the-job way, working on different projects and obtaining the needed information by himself from the Internet. Within a year he has worked on 4 different projects and believes that this has led to his professional improvement (R.W.). 

The big firms develop their own program for stimulating the staff to obtain valuable certificates. Generally, they provide financial incentives to employees who would like to take exams, pay for the requested literature and books, organise courses in English, German, project management. This practice of organizing courses within the firm saves time for participants. Most of the employed in the software firms are young, below 30. In one case a person has an individual plan to obtain both certificates financed by the firm and to study for a second Master’s degree in business administration financed by himself (A.S.). This however depends on the amount of free time available, which is different for respondents with and without children.
5.2. Knowledge and social capital

The relation of knowledge to social capital can be estimated by examining the development of communities of practice. One example of the creation of social capital based on everyday work, of the use of common terminology, of the generation of new knowledge shared by the community, is the contribution to the movement of the open source software. The respondent R.A. indicated a lot of friends from the OG were contributing to the Linux society. She declared that she herself depended on this society emotionally, though she did not personally contribute to it. “For me this is a very good initiative, this is some kind of movement far beyond the boundaries of the technical and financial side of things, which proves that there is a spirit uniting people which really exists.” (R.A.)

Other examples of social capital building on the basis of the profession are: D.D.’s lasting friendship with the students he taught at a high school while studying at university - they later became software producers; D.I.’s contacts with his ex-colleague from the university, who has been working in Frankfurt for the last 5 years. These are examples of the informal functioning of previous professional contacts. 

Another example of the development (or the transition) from informal to formal structure is the establishment of an Association of QA engineers in Bulgaria two years ago. The form of the meetings is free lectures on different topics connected with the everyday work of QA. The involvement in the Association is also a participation in a collective learning process, which is a response to the increasing specialization within IT professions. “When there are meaningful and interesting lectures, I am satisfied with attending.”(B.I.). The respondent discovered the Association by herself in the Internet. There is no strong membership and lectures are free. “It’s simply that this profession [QA] is still quite new for Bulgaria just now, it has yet to develop and yet to form a community” (B.I.) 

The meetings are attended by more than 100 people. For the respondent, this is a sign that QA as a branch of the professions in the IT sector is in a progress, a lot of specialists are attracted and well-qualified professionals take part in the meetings. The respondent compares QA in Bulgaria with QA in USA. She indicates that, in the US, people who are not necessarily computer science graduates are employed in QA. They may be humanities students doing this type of work as a summer job. In Bulgaria QA are predominantly people who are on the way to becoming junior programmers. That is why QA computer science graduates are selected. QA are part from the same “brotherhood” (R.A.). This term, used by the respondent, is also associated in the Bulgarian language with the male gender. Mention was previously made of a gender dimension in the division between developers and QA.  

5.3. Gender dimensions in the changes in skills requirements

Soft skills are becoming more important for senior developers and QA engineers because of the fulfilment of management functions. Soft skills are often attributed to women. “Apart from the fact that it happens naturally, I am one of the main organizers in leisure time, organizing is an inner orientation of mine - maybe something that has remained from the time I was a teacher” (R.A.).  

The gender neutral position is a norm – “Everybody can succeed if he (she) learns what needs to be learned and this additional knowledge is gathered in one’s leisure time.“ (D.D.) However the lack of leisure time is precisely the problem of women with families and young children, who need support and to share the unpaid household in order to have time for learning. 

6 Work-life balance

6.1. The impact of family formation on work and careers 

N.T. gave birth to her first child when she was a student in informatics. For the second child her husband took parental leave while tele-working for various software firms, and he succeeded in bringing a bigger salary into the household. He takes the children home from kindergarten, because N.T. has to synchronize working time with the project managers located in the USA. 

Respondents with young children use both private and public (financed by the municipality) childcare facilities. The support from grandparents is not as popular within the group as it generally is in Bulgarian society.  

Given the restructuring and the organisational subordination to a bigger multinational corporation, the respondents are privileged to have a “family-friendly” policy in their firms. Normally administrative procedures and the geographic distance make it more difficult to obtain personal permission for individual cases, which is a common practice in small and middle-sized firms. “It very often happens that the manager is at the other end of Europe and you have never met him. This doesn’t sound very good to me. I am used to a different kind of organization, and in general we don’t know who is supposed to make the decision about a concrete problem.”(R.A.) The attitude towards restructuring is ambivalent – on the one hand the firm policies include family-friendly measures; on the other hand geographic distance make it impossible for management to be sensitive to the local needs of the employees. In order to obtain permission are need a lot of administrative tasks. The same difficulties occur by taking the decision to employ new people.

6.2. Balance between work and leisure time 

The respondents whose children are being raised in the household provide greater details about balancing work and family. The respondents without children give more information concerning the balance of work and leisure time and the establishment of a specific life style. Their above-average income by Bulgarian standards and young age makes possible greater variety in the ways employees spend their leisure time.      

The majority of the employees in the OG are young, without children and obtain higher-than-average income. The informal contacts between people from the OG in their leisure time are accompanied by sports like mountain-climbing or games like paintball.

7 Conclusions

The main purpose of this report is to contextualise the investigation of the OG of software production for Bulgaria. Some tendencies are to be evaluated in the logic of restructuring of global value chains, while other tendencies are common to the transition countries in Eastern Europe. Some forms of restructuring of global value chains, such as outsourcing, distributed work, project organization in virtual teams, create a need for synchronization of working time between Europe and distant partners in USA or Asia. We found both cases – a multinational company with well established family-friendly policy as well as companies which, though not having special family-friendly policy succeed to ensure the possibility to overcome this need for work and time synchronization. The basic condition is that management structure is sensitive to the needs of the employees. 

Among the trends arising with the transition from centralized plan economy to market economy, are the following:

- Liberalization of the movement regimes and brain drain, which was intensive in the period after the beginning of the transition (1989) and later during the great economic and political crisis in Bulgaria (1997); the policy of Germany to provide green cards to software engineers has also impacted on the brain drain in this period of time. In the interview of D.I. is an explanation about the work situation of university colleague of him, who took this opportunity and works up to the present moment in Germany.  The situation of the IT sector in Bulgaria improved in 2001, when many software firms were established, including all 4 firms in which the occupational interviews were carried out. The recent EU accession (2007), the increasing foreign investments, and the stable economic growth make Bulgaria an attractive place for the OG. The strategy however is to stay informed about the global disturbances in the sector, through involvement in the informal networks within the OG and to be prepared to do what is necessary to obtain globally recognized certificates and qualifications. The relation between knowledge and social capital is evident within this OG.

  - The relatively good educational system inherited from the previous, centralized planed economy has been enriched with new private universities and secondary schools teaching foreign languages. The respondents have indicated relying on some of the positive elements of pre-transition times: the specialized high schools (in mathematic and foreign languages) with highly competitive selection; free education obtained in technical institutes and universities in Sofia and other large Bulgarian cities (Varna, Plovdiv, Gabrovo). Among the new universities special importance is attached to the American University in Bulgaria (established in 1991). Among the people interviewed, we encountered owners of two stable software firms who were graduates of that university (both had graduated in business administration and in computer sciences) .

-  There is a well-qualified workforce involved in outsourcing of IT services from Western and Northern Europe, from USA, Israel to Bulgaria (the examples were taken from the interviews). However there is a limited number of qualified workforce in Bulgaria: this is a country with a relatively small population (8 million) and negative demographic tendencies such as a low birth-rate and aging population. Often the strategy of the foreign clients and investors in the IT sector is to double the branches in the region – having offices both in Bulgaria and in Romania. This seems not to have negative effects on the OG.

The respondents are not acquainted with the state policy in the field of IT for the period 1989-2005. The individual course of professional career navigation is prevalent. Such are the competitive individual and the logic of negotiation, which may be contributing to the under representation of women within the OG.

In Bulgaria there are some traditional, historically-grounded practices for WLB, which are used within the OG. This includes a well developed municipal childcare institutional system (including daily childcare institutions for children up to the age of one and kindergartens for children in pre-school age, 3-6); relatively long paid maternal leave (9 months after the birth of the childe); women socialisation, which includes balancing paid and unpaid work; and traditional support between generations not living in the same household. To this the OG adds the material opportunity for using the new for Bulgaria, established after 1989 private childcare practices and facilities. In the analyzed interviews we found excellent examples of WLB where both partners are in the same OG and working for prosperous software firms. Interviews outside the firms could show the underprivileged examples of unsatisfied career realisation of the WLB which led people to leave the OG.

We observed horizontal gender segregation within the occupational group. Women are not more than one third of the employees in the software companies. In the case of outsourcing from a Bulgarian company to Vietnam, there are no women among the developers employed in Vietnam. Women are more often present in the position of QA. The prestige of QA specialists differs among the firms.

Annexe 

Table 2.1 
Career profiles depending on generations

	R.W.

36 years old
	Period of time and duration of the job
	B.I.

27 years old
	Period of time and duration of the job

	Education at University 

1990-1995
	Before graduation
	Education at University 

2000-2003
	Before graduation 

	
	
	Assistant in a bingo hall
	One year



	
	
	Data processing  
	One year



	
	
	Teacher in computer centre
	One year



	
	After graduation 

(1995)

 Master 
	
	After  graduation (2003)

Bachelor 

	Shop assistant for computer and office equipment 
	1 year, work tasks are below the obtained qualification;
	Small firm for web site design – “everyone does every thing” – low functional differentiation - went bankrupt.
	two years



	Insurance company
	1 year, work does not correspond to the education
	QA in a firm, which is outsourcing for a foreign company.
	8 months, 

	Unemployed
	3 months
	QA , in a Bulgarian firm – exclusively seller of Microsoft
	Up to now 2007 – 7 months, 

	Trade firm based in Greece, distribution centre for  the trade in Bulgaria - data base management
	1.9 months
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� 1997 is the year of a great economic and political crisis in Bulgaria (in this year a Currency board was introduced in order to stabilize the Bulgarian national currency).


� The Armenian ethnical group is well integrated in the Bulgarian society and most of its representatives obtain middle class status.


� R&D according to the respondents, but not according to the WORKS terminology – it is question of Software production.


� Students have to take additional exams and to provide an obligatory internship at school in order to obtain the pedagogic qualification.


� The paid parental leave in Bulgaria is 9 months. 
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