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1. Description of the sample of interviews

1.1
Short profile of the interviewees (professional, personal and familial) 

Of the seven interviewees for the occupational case study for ‘software development’ in the IT-sector, all interview partners are male. We asked for female interview partners in the different companies but neither there simply were not female software developers in the companies nor they were not available at the moment. Except two interview partners from one company all partners have university degrees, one interview partner is doing an apprenticeship in the firm after having many experiences as free lancer. 

The interviewees are from four different firms. Except of one company, which belongs to an US-company, all companies are medium-sized and in a wealthy economic position. All software developers are working in stable contract situations, half of the sample is in leading job positions. One interview partner even is one of the founders of the company and still belongs to the board of management. 

According to gender related as well as work-life-balance related questions the sample also represents the German reality of the branch. The branch is dominated by male software developers and the female proportion is very low. Although the average age of the software developers is in the middle of the 30th, none of them has children with one exception.

Because of the thematic focus on restructuring processes of the companies in the guideline (organizational level), topics on work-life-balance (individual level) etc. could not evaluated properly. However, it needs further research in order to deepen the information about the specific working structures of software developer in relation to their private life. 

Overview of the individual respondents: 

	Sex
	Age
	Degree-Educ.
	Marital Status
	Children
	Company
	Position in Company

	M
	26
	IT specialist
	Single
	none
	V
	Software developer

	M
	31
	IT specialist
	Single
	none
	V
	Software developer (apprentice)

	M
	51
	University degree in informatics
	Married
	one
	R
	Manager, former software developer

	M
	48
	University degree in informatics
	Single
	none
	R
	Senior Software Engineer

	M
	34
	University degree in Informatics
	Single 
	none
	R
	Software Engineer 

	M
	33
	Industrial engineer
	Married
	none
	I
	Project manager

	M
	53
	University degree in Informatics
	Married
	two
	A
	Board of Management


2. Work biographies, career construction, trajectories

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

Educational background: 

Except of two interview partners all interviewees are holding university degrees mostly in informatics. According to one interview partner the shift to higher educational background has been developed with the consolidation of the branch during the last decade. This is reflected by the sample as well as by the organisational case study of the business function ‘software development’, which was conducted by the ITAS-team. The academic education seems to be the precondition for the access to the IT-branch. The two interviewees without academic formation in the sample already gained broad experiences with software development (especially in internet design). They are representing a generation, which already grew up with a fascination for computer technologies and which already has a lot of working experience. During the start-up phase of the branch in the 1990s this knowledge was highly appreciated by the companies, but since the break-down and the consolidation of the branch the access to the firms is organised much more according to the common working conditions in Germany. This means an academic formation in informatics or physics etc. seems more and more the precondition for getting a job as a software developer. This educational shift is already represented by the other interviewees. 

Work biographies

The work biographies of the interview partners with academic degrees do not differ very much. After passing the university most of them started working within companies. Compared with other countries the rate of changes between companies is not very high. Although the German IT-branch is still in a process of consolidation there was little movement between jobs and the biographies can be evaluated within the typical German system of stable, long-term and standardised employment. In the 1990s this branch was considered as an exploiting, fast growing branch with (blurring) working pattern. Having this experience in mind the descriptions of the interview partners do not reflect very much this image of the branch. Not only the biographies but also the subjective expectations of the interviewees mostly refer to the standardised work biographies, which have a long tradition in Germany.

One interview partner has working experiences in the USA, but the others have not expressed future perspectives in terms of career-oriented work biographies. It seems that ‘by chances’ the work biographies have been created. Compared with great individual efforts people are doing in order to create work biographies i.e. in the U.S., the biographies in the sample have been based on actual job chances on the labour markets. This behaviour can be considered as a typical German behaviour of professionals. One exception in the sample is a software developer, who in the same time represents the board of management and is strongly involved in the strategic planning of the company. He gained a lot of working experience by building up new locations in many countries all over the world.

In two companies the employees already experienced an economic crisis and dismissals. These experiences have led to a deep break of confidence to the management of the companies. Therefore the individual attitude is based on a certain commitment with the company’s demands but on the same time there are consequent efforts in limiting the time schedules of the job. 

To sum up the work biographies in the sample are related very much to the general development of the branch. The economic consolidation on the market has created types of organisation pattern, which surprisingly seem much more stable and standardised than other branches of ‘creative jobs’. High academic profiles as well as the enthusiasm for information technologies seem the most important pre-conditions for this labour market. Nevertheless the two interview partners without academic background represent typical software developer with high technical skills and knowledge. They have no problems of professional (and social) integration into the companies.   

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

The organisational context of the companies in the sample can be characterized as similar. Due to the wealthy economic situation of all companies the employment pattern are stable and with a long-term perspective (except P-Company). 

All companies are organised by flat hierarchies. The whole sample only implies two organisational levels, which is typical for the branch and strengthens very much the ‘familiar’ working atmosphere. This atmosphere also has been considered in other studies, which means an informal contact with the managers, the strong focus on co-operation at work as well as private activities outside the working hours (i.e. sports etc.). One exception is the company that was taken over by a big US-company. Here in the German location are only two hierarchical levels. In the mother company, however, the organisational structure differs very much. 

As it is characteristic for the branch the organisational pattern implies project oriented as well as team oriented work. The single interviewees are involved in this pattern according to their functions within the companies. Although three interview partners are in leading positions, they strengthened very much the team orientation as an important organisational indicator of the software development. Working in teams demands the capacity of communication skills and social flexibility. Generally all interviewees are employed on the basis of stable contracts. These contracts are individual contracts, which are based on the common German working conditions (40 hours/week, trust flexitime, stable contract) as well as on the individual performance of the employees (according to the salary as well as the function within the company). 

Some interview partners have worked as free lancers before. But, as mentioned above, the subjective expectations towards stable employment conditions are expresses by all interview partners.

As two companies passed restructuring processes of internationalisation, the organisational pattern has changed towards an international context. Therefore this working context implies a change of qualification skills (language and communication skills) and temporal shifts (increase of travelling, adaptation to different time schedules). The other companies re-defined their products and product pattern in order to gain new markets. This had consequences on the re-arrangement of the working flows but without visible consequences on the organisational context.

In sum it can be stated that organisational changes, which have been caused by restructuring processes had more influences on the qualification level than on the level of career profiles and/or trajectories. The strategic orientation towards international markets had direct influences on the qualification structure. Indirectly the organisation of work structure also has been influenced because the work flows became more time consuming as well as challenging for the software developer. These changes have significant consequences on work-life-balance pattern (see chapter 6).

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

Three companies of the sample have a work’s council, which are defending against the ‘classical’ interests of the employees (limitation of working hours, management of long hours, revision of the contracts etc.). All interview partners agree on the existence of the work’s council in the own company, but at the same time they express certain doubts about the principal duties of the council. One interview partner is also member of the work’s council.

“Yes, one may bring about a lot of things. One thing I always felt angry about the work’s council and its orientation on class conflicts in former times, I would like to say, this was something I really didn’t like and this attitude I really wanted to change.  Today we act distinctively different…, I mean, with us always you may speak, we basically like to co-operate with the management.“ (I-1, 500-5005)

Another company became a joint stock company in 1996, which is based mainly on 6 principal shareholders and 80 small share holder. All shareholders are employees of the company and are therefore interested in the economic success of the company. According to the interview partner of this company the transformation of the company into a joint stock company did not mean automatically to go public. The Initial Public Offering was refused by the management in order to maintain the whole financial and organisational power. But nevertheless the financial participation of the employees has been considered as a useful tool in order to involve strongly the employees into the strategic goals of the company. 

Also in other companies of the IT-sector this model of financial involvement has become a common pattern of institutional arrangements. At least in some successful economic companies it creates a normative ideal regarding the individual identification with the companies’ objectives.

With respect to the influence of institutional arrangements and policies on the evolution of career profiles of the occupational group ‘software developer’, the sample does not offer relevant information about this relationship.
 On an institutional level this occupational group remains to a big German union (IG-Metall) that traditionally represented the workers of the metal industry. But as other studies show the identification of this occupational group with the objectives of this union is extremely low. 

On a general level it may be considered that the orientation towards creativity, a high qualification level, responsibility in the job performance etc. and at least the identification with the company’s objectives seem more important than the ‘generalized goals’ of the unions. This consideration also can be stated for high qualified occupational groups in other branches.

On an individual level one interview partner told that during the phase of the company’s crisis actually he used the information platform of the unions. Also the other interviewees indicate the necessity of having work’s councils in the companies. These statements show the gap which actually exist in Germany between the individual working interests of occupational groups and the normative objectives of the unions. These still are oriented on traditional working conditions of specific sectors. 

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

As described above the gender dimension cannot be evaluated properly because there are no female employees in the sample. But according to the statements of the interview partners the organisational pattern of the companies has foreseen flexible working schedules as well as the possibilities of home office. In one company the female proportion is nearly one third in the software development, which is – compared with other German IT-companies – very high. Usually the female proportion of software developer is low.

“Okay, one reason is that the male proportion here is very high. Extremely high after my fancy (laughs), I mean in the technical surrounding we are used to this, but nevertheless I wasn’t accustomed to such a low rate, I would like to say. In the pure development department we only have one woman, and then two ladies, who are working in the information development, this means much more technical writing and translations and the workout of concepts of user interfaces” (P-3, 493-498).

Basically one can say that the exploiting growth of the branch during the 1990s offered also for female software developers interesting working conditions.
 Especially in international oriented companies the rate of female software developers is higher than in middle sized companies because women feel more attracted by the demand for communication and language skills. Because the sample mainly is based on middle-sized companies with a focus on specific markets, the female proportion is low. Here technical skills play an important role in daily working life.

Regarding the restructuring processes of the companies examined there cannot be made some statements about the gender dimension of the career profiles and trajectories. According to family planning also a very small proportion of the male interviewees have children without changing their working pattern.

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

The diversity dimension does not play a significant role in the occupational group ‘software development’ in the sample. Both in the German gender debate as well in the labour market research the ethnicity dimension are an extremely removed topic, which does not enrich dominant debates.

3. Changes in occupational identity

3.1
Characterization of the occupational identity for this occupational group

In all interviews the occupational identity of software developer is primarily based on the fascination of information technologies. Three of the interviewees told about their activities with information technology and with software programmes already as children and teenagers.

….”Already with five years I was sitting in front of a Pensum and I was already engaged in software programmes”… (V-1, tape recording)
Already during the study courses most of the interview partners worked actively in different IT-fields mainly in software development or in website design. Self-education as well as the familiarity with this technology appears here typical aspects of these activities. Although the professional life as a software developer also implies functional tasks and the integration into the organisational structure of companies, it seems that the occupational identity of the software developer has created its own professional culture. This culture also reflects the working atmosphere in the companies. All interviewees strengthened very much the familiar and informal climate of the working surrounding (except the subsidiary company of the US-firm. Here the insecurity of the future development is dominating the working climate). At least half of them focused on the student’s climate, which has been maintained within the colleagues. Creativity, technical knowledge and a sort of pioneer spirit can be regarded as the typical image of the software developer.

These characteristics also are identified for the branch. The blurring boundaries between personal enthusiasm, self initiative on the one side and the professional demands on the other side seem typical for the branch. At the same time they have been identified as hindering factors for the access for women. As many studies show this technological culture – described above – is widely refused by girls in schools or by students in the university context. In order to attract girls for these technologies the learning processes as well as the professional culture should be embedded into a more social and emotional framework. 

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

The changes in occupational identity also are reflected by the interview partners. Especially the continuation of standardisation processes as well as the internationalisation of the markets has changed very much the collective identity of the ‘software development’ (see chapter 3.3). As described above the occupational group ‘software developer’ is a very young profession in Germany, which has been established as a professional group during the 1990s. In the very beginning technical skills, team and project oriented work, personal engagement and individual enthusiasm were the most characteristic indicators of this occupational group. Also from the very beginning the job performance was strongly connected with market demands, respectively with the economic success of the single company. The normative orientation of the occupational group therefore was based on creativity and economic success. 

This picture is highly reflected by the sample. Except the interviewees, who already passed phases of crisis in their companies, they consider themselves as technical experts, which play an important role within the company. Compared with other occupational groups the ease of handling with economic pressure, with overtime and the significant organizational pattern easily led to the conclusion that the occupational group represents the working model of the future. Also the image of the branch as a ‘young branch’ with mainly young employees still seems alive.

The perspectives of the interview partners show, however, that there took place an adaptation to the German labour markets.

ITAS: “What do you think? How are your chances at the labour markets?”

Mr. K.: “Puh…. I didn’t try it really, but, I mean, I don’t know, 50:50 percent may be, well, I think the main problem would simply be my age.” (P-2, 348-349)

One interesting result of the occupational case study is that the branch of IT-technologies was entering in the “phase of consolidation” (Boes) after the crash of the stock exchanges in 2002. This consolidation is visible in the self description of the software developer whereas the indicators described above are widely recognized as occupational demands.

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

Especially in the case of the company take-over (P-Company) the software developers feel very threatened by the new strategic objectives. The knowledge about the software products, which has been developed in Germany until now, will actually be established in Poland. The plans are to build up a location with about 60 software developers in three years, who will work on the same product like the German colleagues.

…”Well, there are many, many processes of changes, which are taking place actually and which …I would say, the people here really feel threatened by these changes. Well this…. At that moment it takes place a transfer of know-how to Poland, it takes place a transfer of products to Poland, many people have an emotional relationship to these products, I mean, many people have worked so many years on these products and in this field and now all will be gone.” (P-3, 235-239)

This citation focuses more on the psychological effects of these changes. Nevertheless the employees also feel very touched in their professional identity. Because the “cost factor” between the German and the Poland wage system seem the driving force of the new location, the feeling of “exchangeability within the employees” (I-R-244) became the most conflictive topic for the occupational identity.

In the other cases the internationalisation of the products increases very much the standardisation of the work flows. Administrative activities like documentation and communication activities have been increased very much whereas the creative part of the work profile has diminished visible. But on the same time there is an “extreme pressure” (R-1, 393) towards productivity, which also has increased in the last years.

…”sometimes there are also voices from employees, who say, I like this very much. I also belong a little bit to these people, who like very much this flair of internationalisation and …on many days we speak more English than German language and work together with people from all over the world” (P-3, 268-371).

Also the interviewees from the other international acting companies focus very much on international networking, the open-mindness with other cultures or simply the different working context after restructuring processes. 

…”and, I mean, only the experience working together in an international team with Americans, Chinese, Vietnamese and Germans, you cannot learn this on the High school” (P-1, 379-381).

According to the interviewer’s statements organisational restructuring processes had a visible influence primarily on workflows regarding new functions and skills. Especially in the case of internationalisation the enlargement of skills has changed the professional identity of this occupational group. Creative aspects of work have taken a back seat whereas documentation of work processes as well as communication skills becomes more and more important. In order to adapt a technical international standard the working processes should be defined and documented in single segments.

…”The level 3 is, how is it called? Transfer Ability and   its  idea is, that one say okay, this what I am doing here…, the organisation has to be so effective, that what I am doing here, that I am doing this tomorrow in Poland or China or elsewhere”… (P-1, 268-271).

The quotation shows the concept of restructuring processes: in a long-term process the work flows and the content of work should be organised in a standardised way. Thus, an international division of labour will be possible like it is already practised in global acting companies. In the case described above the process of capacity building in Poland still goes on whereas the employees in the German location have to support this process with their skills and knowledge. The problems that arise for them are less problems of the occupational identity but feelings of insecurity respecting their jobs in the nearest future. 

4. Quality of work

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

All software developers in the sample agree on a high quality in the job. According to their self-perception the most important indicators are the working atmosphere, the recognition by the managers and the question, how the “management handle mistakes” (I-1, 365). The high perception of the quality of work is based on the enthusiasm of the working activity as well as on the social estimation by colleagues and the managerial level. 

This picture also is described by the employees of the companies, which passed strong restructuring processes. Generally the ‘good’ working conditions in both cases are described on a formal level. Nevertheless it can be considered that these processes have left marks in the interviewee’s cognition. In both companies there took place dismissals. The first company could pass the economic crises by expanding to international markets and it already growing economically very fast. The other company is still organizing an off shoring process to another European country. What this mean for the German location still is not clear for the software developers. 

The consequences of these processes can be detected on a more psychological level of the interviewees. In the first company the whole working situation in the nearest future is described as highly insecure and open. This insecurity obviously has an impact on the general perception of work quality within the firm. In the second company the interview partner expresses a betrayal of trust towards the management and the whole branch. Although he was not touched by dismissals, he identified himself very much with the colleagues who were dismissed. As a consequence his personal engagement in the company decreased towards the ‘normal’ job demands in the last years. 

In literature the IT-sector is evaluated as a typical branch with blurring boundaries in terms of temporal and contractual matter. This image could not be observed in the sample. The working conditions principally are considered as ‘good until very good’ by the interview partners. All companies – except of one company – offer stable working conditions, which plays an important role in the general perception of quality of work by the interviewees.

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

In the sample basically 40 working hours per week seem to be the common working time structure. Although the organisation of working time is based on trust-flexi time, the software developer in the sample – except two persons in leading and strategic positions – usually do not work late in the evening or sometimes at week-end. In time peaks of high working loads, however, there is an agreement in fulfilling the job demands. According to the interviewer’s statements these peaks are not too often and generally are part of the normal work flows.

In half of the companies the time schedule is divided into core time and flexi trust time that means that the employees have to be present in the company at least from 9.00 clocks in the morning until 4.00 a.m. The employees in leading positions usually work much more, also because they have to travel very much. Therefore a working day with 10 hours seems usually for them. However, they try to get rid of work at week ends. Here a division between employment and leisure time has clearly been made.

…”Yes…..By the way – this is very common in the United States. There people, they say, in former times, there people worked 50,60 hours per week with the idea, now we work extremely hard the next three years, then we go to make a ‘going public’, we receive all our share holder options and then we get millionaires. Well, really this is like this, people think like this. I think, here in Germany, this idea is not very popular, simply, because this story with the share holder option is not as common as it is in the United States.”   (P-1, 598-604)

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

Although there is a lack of female interview partners in the sample, some interviewees strengthen very much the organizational framework of the employment. According to the interviewer’s statements all companies offer flexible working hours and partially the possibility of home office. Because nobody of the sample uses flexible working hours or has developed specific work models, from a research perspective it is nearly not possible to generate significant statements about the gender dimension of this occupational group.

Nevertheless the sample allows focusing very much on the professional priority the single software developers have developed in their biographical paths. One interview partners with family have followed the traditional breadwinner model. 

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.

In order to be successful in the companies the occupational group software developer should be offer a high level of technical and professional skills as well as social and communicative competences. The latter qualifications became more important when the companies oriented strategically on international markets like one single company in the sample. Here the company offered a lot of training courses not only in language skills but also in project management, communication skills as well as in cultural communication. The courses were offered to all employees but especially to software developers who are working together with international teams. The courses usually take place in the late afternoon. As a consequence of these increasing job demands in that company the academic formation became a precondition for the access to the firm.

…on the other side it is like this, because I am always have to do with operational things, I can say that a lot of background knowledge of the university simply is present…that mean, that I do not use it on a visible level, but in the background it is present. Many things like business management, and topics like this, also legal matter sometimes, contract law, specific things, which were part of my university courses.”   (I-1, 642-645)

Although there are two software developers in the sample without university degree, it can be stated that the academic formation seems more and more a precondition in order to have access to the IT-branch in Germany. Also in small and medium sized companies with a very specific profile, IT-specialists should have a broad and comprehensive formation which includes technical skills as well as communicative and managerial skills. 

Especially for the companies in the sample which went on international markets or even global the job demands changed visibly with regard to communicative skills. This consideration was obvious in two companies (I-company, A-company), where language courses and courses of cultural communication were offered by the management. In the P-company the employees had the opportunity to visit their mother company in the USA but without clear proposal of the future development of the job requirements. 

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

With regard to the learning and skills development the sample offer a rather consistent picture. Generally the qualification level in all companies should be maintained by two strategies: first by external training courses mostly in new software developments and second by training-on-the-job, which arises from the individual interest of every single employee.

…” Well, most of the skills requirements are based on the own engagement, one’s has to care about the qualification matter. If there are external seminaries, one may visit them okay, clear reading books etc.…, the company is also offering a Virtual Learning Centre, which offers virtual presentations or learning courses about specific topics. I already had the strong intention to visit this homepage, but still I didn’t do it ….”(P-2, 440-444).

A similar picture is described by an interviewee from another company:

…” The software developers usually propose what they like to do and the management has to decide what they like to support economically. But this belongs to topics which were cancelled during the phase of dismissals.  And training-on-the-job should be made individually, mainly supported by the internet..., since a long time I didn’t visit any formal training”   (I-1, 604-608). 

A very important resource for skills requirements is the use of different offers in the internet which seems a highly familiar tool for this occupational group.

…” Generally it is very difficult to say, because of the internet, the young software developer are doing a lot of new things; on the other side, because we mainly develop with Java, especially the young people, who are directly from the university, they simply know it”…..(I-1, 622-625).

The citations show that on the one hand the characteristic of qualification implies a high level of autonomous strategies in order to actualize the skills requirements. On the other hand the offer of external courses, seminaries etc. by the companies are considered as a necessary part of the company’s normative concept. In the sample its realisation depends on the economic possibilities the companies have. Because of the fast changing technological progress of the software development the association of skills requirement seems extremely important for this occupational group and its self-image.

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

In terms of skills requirement it cannot be described concrete gender experiences based on the sample. As a consequence of the results above, one may assume that technical skills as well as the ongoing process of requirements are strongly based on the notion of male enthusiasms for IT-technologies, which is characteristic for the software development. Therefore the gender dimension of the skills requirement of the branch is per se present and probably also is expressed by the capacity of maintaining the own skills requirements for the job.

Generally empirical findings from literature show a closed relationship between global acting companies with high expectation towards language and communication skills and the female proportion of the employees. Those do not have to be necessarily part of the occupation group ‘software development’ but they usually play an important role in administrating the work flows.

6. Work-life balance

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

In order to answer this chapter within the analysis of the occupational group, the term ‘family friendly policies’ refer to the company’s framework because in Germany do not exist specific policies for occupational groups. All companies in the sample offer flexible time management for the employees, partially they also offer special ‘benefits’ as a family friendly strategy (extra-money in the case of birth, family-based insurances etc.).

With one exception all interview partners live in a partnership, only one has children. These figures may be partially represented for the academic level in Germany where the access to the labour markets is taken place relatively late compared with other European countries. Based on the information of the working and living conditions of that occupational group one may assume that there will not be profound changes in the biographical pattern of the employees.  

But - except with the two interview partners in strategic positions - the attitude towards work-life-balance seem ‘relaxed’ that means that all interviewees stress explicitly the importance of social life beside work, sporting activities and other things.

…”L.: And can you imagine working less (in the case of children: annotation B.-J. Krings)? Or would that be impossible in your working position?

I: Yes, that would be possible, I would say below 75 % of the time it would be difficult, but approximately 75 % I may imagine. This would be possible.”   (I-1, 735-739) 

This result also seems astonishing compared with the image this occupational group has in scientific and public debates. Here the working conditions of the software developer as a ‘creative profession’ mostly appears under the spot of blurring temporal and contractual conditions. 

This picture cannot be affirmed in the sample. In contrast the working conditions of the interviewer’s group seem much more structured and standardized than it is the case of other ‘creative groups’ like i.e. the designer as an occupational group in Germany. 

But on the other hand the proportion of part time work in this occupational group is extremely low. This can be evaluated as an indicator for a typical male dominated occupation in Germany where the ‘female’ branches are mostly characterized by part time work (i.e. teacher also in the higher qualified sector) and lower wages. The absence of women in the sample clearly represents the absence of women in this occupational group as a whole. But what really are the reasons for the male domination in the branch should be acquired by further research. Based on the sample’s results it is not possible to define valid statements.  

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

Basically it can be considered that the profession as a software developer plays a central role in the biographical concept of the employees. Because of the male dominance of the professional group the relation between work and family respectively work and private life seem very similar within the individual work-life-concepts of the sample. The full working model can be considered as dominant, in the cases of having family the male breadwinner model seems the most representative family model.

Not only on a material level but also on the level of psychological satisfaction and emotional challenges all interview partners agree on the high satisfaction by their professions. Also the new job demands respectively the changes of the job profile were reflected positively by all interviewees. Even the decreasing creative proportion of the job profile seems accepted in order to confront new professional challenges. 

Difficulties with new job demands started when the restructuring processes were based on dismissals and insecurity for further developments. But this does not seem a typical problem of a specific branch but much more of common threats which are caused by similar developments.

In the companies which passed an economic crisis the interview partners are remaining with a professional distance to the company’s management. This distance led to more consciousness on work-life-balance respectively to more integration of personal interests into the professional concept.

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

Without female interviewees in the sample it was extremely difficult to work out a gender dimension of the relation work/family. 

As described above the model of the work–life concept of all interview partners is based on a fulltime job. One interviewee has children; he is working in a leading and strategic position. That means that the relation of work and family has a clear focus on work whereas care activities in the family respond to the mother. 

Without doubt the division of labour between the sexes (also without children) has an outstanding gender dimension not only on the individual but also on the societal level. But the statements of the interviewees does not inform about the agreement between the male and female partners, about the negotiation or about the system of personal recognition the probably have established. Therefore it seems important not to conclude quickly on traditional pattern of disesteem the female part without having those intimate statements. 

7. Conclusions

7.1
Basic characteristic of the case study.

According to the theoretical approach of the occupational case study of the WORKS project the case study of the occupational group ‘software developer’ seems extremely interesting because of the following aspects:

(1)
The sample implies interview partners from four companies. Although the restructuring processes are different, the working conditions on the two hierarchical levels between the companies can described as similar. This consideration surprises because in public debates this occupational group has been perceived as ‘young and modern’ with blurring boundaries between work and private life. But in contrast also the organisational pattern responds strongly to the traditional German working model of stable and secure working conditions.

(2)
Not only in literature but also within the sample the occupational group seems extremely male dominated. Especially in the middle sized companies with a high technical specialisation the male presence is very high respectively the proportion of women in the branch extremely low. As a consequence a male working culture with fulltime jobs and a high orientation on the job demands can be observed.

In the international acting companies in the sample the proportion of women is a little higher. This also is reflected in literature where communication and language skills are defined as job demands the female proportion increases immediately. But as many studies show the female adaptation towards these working conditions is very high and does not change significantly these working structures.

(3)
The restructuring processes in two cases have caused dismissals and deep economic crises. Although these processes also changed organizational pattern in the companies, the psychological consequences (relation of distrust) had more consequences on the occupational activities and routines than on skill requirements.

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

The relation between the restructuring processes, work organisation and quality of life depend primarily on the relationship between the restructuring processes and the consequences on quality of life. In the sample it can describe two types of restructuring processes: first processes which only changed job demands and qualification skills. These changes have not been perceived as threats by the interview partners. Also they did not change the self-perception of the interview partners about the high quality of work (and life). Most of the interviewees already have experienced to adapt on new and challenging tasks.

Second processes which very accompanied by deep economic crises and the threat of loosing the jobs. These processes have led to changes of the behaviour toward the management. On a more psychological level the dependency of the employment from the strategic decisions in the companies became much more aware than it was before the restructuring processes. In the P-company the future perspective for the software-developers still seems open and insecure. 

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

The institutional characteristics of the changes show two aspects: on the one side the occupational group historically has been passed a process of consolidation and represents typical institutional pattern of the German labour conditions. This consideration can be strongly recognized in the sample. On the other side the restructuring processes are hardly softened by institutional pattern i.e. in terms of social security. The processes in the sample show that even work’s councils do not have a significant influence on managerial decisions with its social consequences. 

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

The results of the occupational group ‘software developer’ may be of special interest in the comparative analysis. Because this occupational group historically is young, it seems interesting to compare the adaptation processes to the institutional and political framework in other countries. Furthermore the comparative analysis will offer another picture about the gender dimension of this occupational group in other European countries.

Furthermore the case study offer results where the restructuring processes hardly have influence on deep changes in the occupational context of the software developer. As a ‘young’ occupational group the work culture from the very beginning implied market demands, flexibility within the company’s context and last but not least a high qualitative profile.  

7. Key data questionnaires

	Personal information

	Name/Code
	V-1

	Gender
	M

	Age
	24

	Ethnic origin (native, migrant …)
	German

	Family status
	Single

	Responsibilities in the family/support (short description)
	Living in a single department, partner, family is living in anther city

	Children (number, age)
	none

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Formation as IT-specialist

	Job history (changes, perspectives, experience of unemployment)
	Activities as free lancer, formation as IT-specialist in a company, thinking about study in informatics in the nearest future, because an academic degree offers better chances on the labour market

	Current job

	Type of organisation (name and short description)
	V-company, specific business software product  

	Present job (job title, position, perspectives)
	Software developer

	Short description of tasks (changes due to restructuring)
	Participation in the ongoing development of the product, attendance of the product and of the website

	Working hours
	From 8:00 a.m. to 5:00 p.m.; sometimes more

	Access to training (formal and informal)
	Access through Microsoft (company is Gold Certified Partner)

	Experience of restructuring (main changes in personal job situation)


	No experiences, because the processes did not influence the work activities


	Personal information

	Name/Code
	V-2

	Gender
	M

	Age
	31

	Ethnic origin (native, migrant …)
	German

	Family status
	Single

	Responsibilities in the family/support (short description)
	Living in the own household

	Children (number, age)
	none

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Formation of Technical Assistant for Informatics

	Job history (changes, perspectives, experience of unemployment)
	Two years studies in journalism, later first formation, then seven month unemployed, now second formation as a IT-specialist 

	Current job

	Type of organisation (name and short description)
	V-company, specific business software product

	Present job (job title, position, perspectives)
	Software developer (apprentice)

	Short description of tasks (changes due to restructuring)
	Applied software development

	Working hours
	From 8:00 a.m. to 5:00 p.m. 

	Access to training (formal and informal)
	Books, internet, participation in seminaries

	Experience of restructuring (main changes in personal job situation)


	The restructuring processes have no influence on work profile


	Personal information

	Name/Code
	P-1 

	Gender
	M

	Age
	43

	Ethnic origin (native, migrant …)
	German

	Family status
	Married

	Responsibilities in the family/support (short description)
	Education, partly involved in school 

	Children (number, age)
	1 (9 years)

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Studies of Informatics 

	Job history (changes, perspectives, experience of unemployment)
	14 years employment in a global corporation in Germany (software development), career development: software developer, technical lead, project manager, team manager

Since 2005 employed at P-Company 

	Current job

	Type of organisation (name and short description)
	P-Company, specific software for pharmaceutical industry 

	Present job (job title, position, perspectives)
	Leading manager of German location, head of development 

	Short description of tasks (changes due to restructuring)
	Managerial tasks, organisation, travelling

	Working hours
	Approximately 9-10 hours every day

	Access to training (formal and informal)
	Access to training tools in the intranet of the mother company

	Experience of restructuring (main changes in personal job situation)


	Dismissals, increase of fluctuation, insecurity in terms of future perspectives, increase of pressure of the work load


	Personal information

	Name/Code
	P-2

	Gender
	M

	Age
	48

	Ethnic origin (native, migrant …)
	German

	Family status
	Single, lives in partnership

	Responsibilities in the family/support (short description)
	Equal division of work in the household

	Children (number, age)
	none

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	University degree in Informatics

	Job history (changes, perspectives, experience of unemployment)
	After the study employment in different small-sized companies, in between unemployment for one month, since 1993 employed at P-company

	Current job

	Type of organisation (name and short description)
	P-company, specific software for pharmaceutical industry

	Present job (job title, position, perspectives)
	Senior software engineer

	Short description of tasks (changes due to restructuring)
	Development of software

	Working hours
	43-45 hours per week

	Access to training (formal and informal)
	Java-courses

	Experience of restructuring (main changes in personal job situation)


	Influence on job content: more standardisation, re-organisation of work in terms of international team work, capacity building in Poland


	Personal information

	Name/Code
	P-3

	Gender
	M

	Age
	34

	Ethnic origin (native, migrant …)
	German

	Family status
	Single, living in a partnership

	Responsibilities in the family/support (short description)
	Equal division of labour in the household

	Children (number, age)
	none

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	University degree in Informatics

	Job history (changes, perspectives, experience of unemployment)
	After the university employment in a small-sized company, then employment at P-Company

	Current job

	Type of organisation (name and short description)
	Specific software for pharmaceutical industry

	Present job (job title, position, perspectives)
	Software Engineer

	Short description of tasks (changes due to restructuring)
	Development

	Working hours
	40-45 per week

	Access to training (formal and informal)
	Access to the Virtual Learning Centre of the mother company

	Experience of restructuring (main changes in personal job situation)


	Increase of formal activities, decrease of creative proportion of the work flows;

More pressure, necessity of more coordination with international groups


	Personal information

	Name/Code
	I-1

	Gender
	M

	Age
	33

	Ethnic origin (native, migrant …)
	Romania, German citizenship

	Family status
	Not married, partnership

	Responsibilities in the family/support (short description)
	‘Shared’ responsibilities in the household

	Children (number, age)
	none

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	University degree in Managerial Engineer

	Job history (changes, perspectives, experience of unemployment)
	After the university employment at I-Company

	Current job

	Type of organisation (name and short description)
	I-Company, software ware product for public traffic systems

	Present job (job title, position, perspectives)
	Project manager 

Perspectives: managerial tasks

	Short description of tasks (changes due to restructuring)
	Responsible for development products, planning and cooperation

	Working hours
	40 hours per week with temporal flexibility

	Access to training (formal and informal)
	Responds to the own initiative

	Experience of restructuring (main changes in personal job situation)


	Dismissals, re-organisation processes, the current function was not touched by these processes


	Personal information

	Name/Code
	A-1

	Gender
	M

	Age
	53

	Ethnic origin (native, migrant …)
	German

	Family status
	Married

	Responsibilities in the family/support (short description)
	Division of labour 

	Children (number, age)
	two

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	University degree in Informatics

	Job history (changes, perspectives, experience of unemployment)
	After university with other partners establishment of an own company 

	Current job

	Type of organisation (name and short description)
	A-Company

	Present job (job title, position, perspectives)
	Manager

	Short description of tasks (changes due to restructuring)
	Managerial task, strategic and organisational tasks, travelling

	Working hours
	40-50 hours per week

	Access to training (formal and informal)
	access

	Experience of restructuring (main changes in personal job situation)


	Job demands has been changed by the restructuring processes towards communication and language skills, open-mind ness towards other cultures also play an increasing job demand
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� 	At the beginning of the 2000s there was a lack of software developers in Germany. In order to resolve this situation the government offered ‘green cards’ for high qualified software developer from abroad. But the success of this strategy was limited because of two reasons: first this political initiative caused an internal debate about the effectiveness of the German education system, which obviously could not offer enough skilled personnel. And second because of the restricted duration of three years the software developers with ‘green card’ had less possibilities to establish a long-term perspective in Germany. 


� 	During the start-up-phase of the branch in the 1990s the proportion of female students of informatics also increased significantly whereas since 2000 the rate is already decreasing in Germany. In the gender-based literature this phenomena has to do with both the strong technical bias as well as the lack of social and emotional aspects of the study courses and the working conditions (Zwick, M.; Renn, O. (2000): Die Attraktivität von technischen und ingenieurwissenschaftlichen Fächern bei der Studien- und Berufswahl junger Frauen und Männer, Stuttgart).
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