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1 Description of the sample of interviews

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

This case study is based on interviews conducted in January and February 2007 at the Budapest and Szeged affiliates of a large multinational company operating in the ICT sector. This company is 100 % owned by the foreign mother company, and was established in 1993. The company deals with software development, and the combined staff of the two Hungarian locations makes the company the largest software development firm in the country (this information was provided by the branch specialization area manager but could not be confirmed from other information sources since related data is not public).  Interviewees belonged to the Innovative Business Systems (IBS) specialization area of the Communication Solutions and Services branch in the organizational structure of the firm. IBS develops solutions mainly in telecommunications for mobile communication service providers. The interviews were conducted with the following persons:

	Gender
	Occupation
	Date of the interview

	Male
	Project leader
	22/01/2007

	Male
	Project leader
	23/01/2007

	Male
	Software developer
	06/02/2007

	Male
	Unit Manager
	06/02/2007

	Male
	Programmer
	06/02/2007

	Male
	Programmer
	07/02/2007

	Male
	Economic and controlling manager
	23/02/2007

	Male
	Head of Unit
	27/02/2007


2 Work biographies, career construction, trajectories

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

The studied company built up centers at several locations worldwide. This study focuses on locations in Germany, Austria and Hungary. The company is present at two locations in Hungary, in Budapest and in Szeged. Concerning its organizational structure this firm is divided into branches, and the branches are divided into specialization areas, all of them belonging to different leaders. Branches and specialization areas are of different importance and size, and they operate with different staff numbers, that also depends on location and the projects carried out. The company is structured in global dimensions as well, and it can happen that leaders of certain branches and leaders of the specialization areas belonging to the given branches are working in different countries.

As concerns career the company offers two basic types of opportunities. One career route provides the opportunity of the traditional continuous advance on the hierarchic ladder – project leader, group leader, specialization area manager, branch manager, general manager. New entrants who follow this promotion route usually start with testing or software development. In a few years they control the work of other 1-2 colleagues –typically as project leaders-, but they still carry out operational work as well. After few more years when promoted to group managers they only control the tasks of a given project or working team. Sequencing of the advance on the career ladder is not fixed formally or informally, but depends largely from the professional performance gathered during work.

The company prefers promoting managers from within the firm, new hiring from outside is applied only if there is no suitable applicant for the given position. Shifting within the management team provides the opportunity to change from one to another branch if a manager has no proper personal contact with his leaders.

The working organization can be characterized by dual control: it is a general practice to simultaneously control a given task or area by a technical-professional and a business manager; the technical and business aspects are parallel in the organizational structure. One single manager cannot make decisions on his own, the two leaders’ cooperation can be observed in the decision making process. However, the technical leader has more power, the business manager’s task is rather supporting decision-making. This duality has its rationale not only in enforcing of business aspects, but plays a role in due legitimacy: almost all employees are engineers who do not respect much the leadership of persons who do not belong to the technical staff.

Management in Hungary is subordinated in the hierarchy to the Austrian management structure. Hungarian managers report to their Austrian counterparts; for example Hungarian branch managers report to their corresponding Austrian branch managers.

The other possible route is the professional career for employees who have no leaders’ qualities or do not seek dealing with management tasks. This means that the employee can participate in projects that demand increasing technical competence and levels of responsibility moreover he can also coordinate the work of smaller task groups as project leader. Experience shows that the experience-based junior-senior categorization is used in this firm too: a developer is treated as experienced senior after 5-10 years work experience. At the same time, excessive professional advancing may also hinder career development. This firm’s competitiveness is very much cost sensitive, and more experienced specialists usually demand high wages. This may cause tensions, since experienced and well-educated specialists may be offered higher wages elsewhere, which often leads to their migration from this company. The company is aware of this fact and prefers to employ people with some working experience who are on the other hand not real specialists in their occupation.

Career development is also thwarted by the fact that within the international value chain of the company highly prestigious tasks and projects that also produce more added value are located in Germany, and this situation does not seem to change in the near future. Longer-term occupation of Hungarian employees abroad is not typical, and higher value adding segments of the projects or control over the projects is not shifted from Germany. This all cause professional careers stuck at a certain point.

„Mainly coding and implementing is carried out here (at the firm). System planning comes up in Budapest and also in Vienna, but is most typical for Munich. Germans do not like sharing this job with others: 80-85 % of all system planning is located in Germany. The reason of this is that they are not willing to shift the most important positions, not even to Vienna. Most prestigious works are in the corporate headquarter, but this is typical for the other big companies as well.” /programmer, Corporate Telecommunication Networks, Budapest/

Labor division among Hungarian employees is decided locally in case of projects headed by the Hungarian firm. The outside – typically Austrian – project leader decides only the amount of resources, concrete persons are delegated by the Hungarian branch leader who knows personal competencies. This provides the opportunity of continuous professional advance within the above-mentioned limits.

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

Potential career routes widened parallel with the continuous growth of the company. The former form of labor division could be described with the term of “body leasing”
 organization which was characterized by the full control of the Austrian management with Hungarian team charged only with operational tasks without any professional autonomy or responsibility. In contrast to this, today certain branches are managed by the Hungarian team. Such are for example wired telephony, wired fixed networks or the area of wireless base stations. These areas are regarded also within the company as Hungarian competencies, tasks on these fields are typically allocated to the Hungarian firm. The organization has provided significantly better career opportunities for their employees after the process of development and increased independence than what was typical for the initial phase.
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Figure 1: Functions shifted from various locations to Hungary. Due to the reorganization significant part of the tasks requiring higher level of responsibility than what was typical for the Hungarian firm in the early phase was shifted from Austria, but higher value adding functions and leading positions remained in Germany. (The chart focuses only on the above mentioned three locations, thus, the list of shifted functions is not complete, but it shows the essence of the process well.)

Besides of this, chances of having international career also improved. In this company participation in the projects is not determined by nationality or geographical location of employees, but by professional background and competencies in the given field of technology utilized in the project. If a project requires, Hungarian employees may be employed – typically on temporary basis with durations of several months or 1-2 years – in Austria or also in Germany. But working abroad is not as frequent any more, as it was 5 years ago. 

International career is only possible in case of professional careers, but not for management. It is not certain, however, if local management desires positions in Austria at all, since downsizing there and expansion in Hungary resulted in situation where Hungarian specialization area-leaders commanded more staff – with higher responsibility and power – then an Austrian leader, who might be even placed higher in the hierarchy than his Hungarian colleague.  On the contrary, this situation makes Hungarian positions more lucrative for Austrian managers who suffer from the contraction of their power. Moreover, the number of Austrian positions is typically decreasing, thus there are no accessible places neither for Hungarian nor for Austrian managers. 

„In the first years people did not seek to come to a region and work here continuously. But today I can confirm that in case of a position like mine, Austrians prepare a tender for it, and they also apply for it. A manager left for another position and several Austrians and Germans applied for his job, and the place was given to a German. I must say that these formal positions became valued positions. The other thing is if I consider an Austrian branch leader like myself, he has 20-25 people and I have 120 staff, and I have to make similar plans, take similar decisions, than what his boss does. Now I am in such a special situation that I am a very big segment in the Austrian hierarchy. I am as large of a segment, like all Austrians altogether.”(Head of Unit, Mobile Communication Systems, Budapest)

Due to the professional development and the increase in staff – contrary to previous practice - in the case of certain projects Hungarian leaders contact German management directly, thus “bypassing” the Austrian company in the process. At the same time, it is still only certain parts of the projects that are headed by Hungarian leaders general management of the projects is always controlled by Germans.

In the last few months, however, there appeared signs of uncertainty concerning employee careers due to the upcoming merger of the company with another major firm of the ICT sector. As a consequence of the merger, in order to cut costs, certain activities will be unified in the two companies, which may result in staff cutting and the shift of activities to lower cost countries. 

Substantial cost sensitivity of the firm creates permanent uncertainty among the employees. Most people are aware that Slovak and Rumanian developers of the firm work for cheaper than Hungarians do, despite of steeper increase of wages in these countries than in Hungary. This is due to the lower general wage levels in these countries, and also to the fact that while in Hungary social contributions grow, in Rumania ICT branch enjoys general tax holiday, and in Slovakia the burden of income tax is approximately half of the Hungarian level. Local leaders of the company realized that they could not stand cost competition with the neighboring countries, and have tried to utilize the significantly higher level of skills and knowledge of the employees and of the organization, as well as the closer proximity to Vienna. This process has been successful until now, higher wage has been supported by higher level of knowledge, but it is questionable how long this situation can be maintained in view of the continuous development of the firms in the neighboring countries. Maintaining the current position is supported by the deployment of differing professional competencies in the various countries by the parent company that limits competition among them. 

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

As it was mentioned earlier, cross-country labor migration has been institutionalized in this firm. There exist two types of projects:

· projects may be delegated to certain locations as a result of required competencies or automatically, or

· the project is open for competition among the various locations, and the headquarter chooses the optimal location with regard to local hourly wage and competencies. Project teams may be recruited from several countries according to the locations of necessary competencies.

An interesting organizational unit of the firm is the so-called competence base. The competence base collects experts from different professional fields and divisions may ask the base to hire an expert if they have a temporary shortage of certain competence. The company may manage this way temporary fluctuations in the workloads, and this system also provides advantages and more security for the employees, since experts left without tasks may be registered in the competence base instead of getting fired. However, the expected lifting of parallel capacities following the merger with the other telecom multinational threatens the existence of the competence base.

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

Dominance of male employees is typical for the whole ICT sector. The share of female employees in professional activities is small, approximately 10 %, and female employees participate mainly in administrative and servicing activities, for example in human resource development, marketing, contacting, administrative fields.

The reason for this is not found in corporate management or corporate traditions, since this share is even higher, than female students’ share in corresponding faculties of higher education – only 5 % of freshmen at the Informatics faculty of Budapest Technical University was female in 2004
 – but also, because male interviewees in the firm would have liked an increase in the share of female employees at the company.

As far as career opportunities are concerned, there is no differentiation between male and female employees.

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

Presence of foreign employees is not typical in the Hungarian company. Hungary does not provide lucrative enough wages for experts of the neighboring countries that would compensate them for the rather complicated employment procedure and the hardships of moving from their home countries. Therefore only very few cases occurred in the past few years, such as the already mentioned limited migration of Austrian managers.

3 Changes in occupational identity

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

Strong professional identification is generally typical in the company, but it is strongly eroded by the recently emerged uncertain conditions that we described in Chapter 2 (the result of the merger with the other big ICT company).

Within the profession of informatics there are latent, not explicitly formulated differences in the prestige of colleagues working at the different activities of the software development process. Testing has the lowest appreciation, followed by programmers and then by the system planners. One interviewee even corrected his calling “programmer” claiming that he was system planner.

Strong occupational identity is also enhanced by the professionally demanding tasks that employees are charged with. The company always uses the latest technologies and methods – this is very much appreciated in Southern Hungary, but also in Budapest – and employees feel therefore that their knowledge and professional competence is permanently growing. 

Only one interviewee - who had previously worked on research tasks in another multinational company – claimed that his current work was less interesting, since there were no research tasks in the company, only development processes.

Occupational identity of individuals and groups can be also observed in the single projects too, what is also supported by the company when it charges project leaders with much responsibility, and project leaders do the same with individuals. Individual responsibility for quality and delivery deadlines is continuously requested, but colleagues are free to sequence their work in one part of their working hours, or in taking some work home. The general consequence of the interviews was that this is reflected in employees strive for quality, in their loyalty and in their overtime working.

It could be also observed, that employees trusted leaders and respected their professional abilities, since they were promoted from their on levels. All employees regarded that their leaders were capable of solving the problems that they were charged with, and cared that the workload of their employees was even, and that they were satisfied with their situation.

„I think that we must be very grateful for our boss that he filtered this bunch of problems, and that developers felt much less of them. The project could not have been successful if not my boss had managed it. He had to fight hard, so I appreciate it that he could manage this.”/programmer, CSS Innovative Business Systems, Szeged/

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

In supporting of knowledge transfer the company institutionalized virtual grouping within the professional branch (community of practice
). A knowledge base called TechnoWeb was established on internet, where everyone can register and participate in common professional life: can put questions, use forums. This is a useful tool for getting together of colleagues specialized on a given field, but also professionally, using this forum employees can ask questions from the wide audience of experts located over the whole world who then usually answer these questions very soon.

Participation in TechnoWeb is measured and evaluated every year by the company, and the most active groups are rewarded thus further stimulating knowledge transfer. It is important to note, however, that TechnoWeb shares special domain knowledge and not professional (informatics) knowledge.

When choosing interviewees also our research team used the opportunities provided by the virtual Community of Practice (TechnoWeb). 

The company supports the creation of informal groups also through other means. Colleagues working on different projects are sharing single space offices so that they can communicate continuously. Also, team-building events are organized, for example joint excursions or sports events on week-ends. 

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

The Hungarian company is rather young – it was established in 1993 – hence, only short run experiences of the reorganization can be evaluated. Besides of the positive for Hungarian employees impacts, that we discussed earlier, reorganization had also negative effects, such were for example the weakening of Austrian managers’ positions. 

Employees working in Austria, Germany or in other countries do not appreciate relocation of their jobs to Hungary. The migration that has been generated is felt also by colleagues working in Hungary. They feel for example, that data for their high efficiency working is retarded and only the most important information is shared, which is unavoidably necessary that does not threaten their positions.  

„It was an interesting situation when we could grab a job from a project that had never been done before in Budapest. It had been developed in one single premise before, and we could step in here for 4 months. The reason of this was that the to be built in function had already been developed for our branch exchange and it had to be implemented into another system, so that it worked there too. This bothered colleagues there, this eroded a little their authority. This should have caused some tension for them, since we as newcomers could deliver them something for their branch exchange that they had been developing for years. The result of this is that whenever we ask them for some support, they provide it, but do not deliver new information at all. Their goal is not to improve us to 100 % efficiency, since from there we would threaten their work. But they can not afford to be viewed not collegial either as ones who do not do everything for the success of the project.” /project leader, Corporate Telecommunications Networks, Budapest/

This conflict appeared also in Hungarian-Rumanian relations, there exists such a product the development of which is located in Hungary and is supported from Rumania. Naturally, the Rumanian firm also would like to grab the development phase, Hungarian colleagues on the other hand provide only as much information which is not sufficient for the Rumanians to get access to the necessary competitive knowledge.

4 Quality of work

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

According to the interviews employees are satisfied with their status, position and tasks. Relatively high fluctuation is partially a result of employees’ migration abroad – this company can and will not compete with significantly higher wages offered in abroad -, but there are also many who do not stand the high workload and the changes in its intensity. 

The company provides competitive wages with 13th month salary. Wages result from individual bargaining with regard to professional competence and experience. Hungarian management is free to set wages, but it has to pay special attention to the already mentioned aspect of cost efficiency, since two-thirds of the total costs of the company is wage related. Non-wage fringe benefits are organized in a cafeteria system (food and holiday checks, domestic internet access, etc.).

Wage system has changed during the last 5 years: previously wages increased automatically with time duration of employment at the company – similarly to wages in the public sector. Afterwards however, at the time of the ICT business’ crisis (blast of the dot-com bubble
), project-based work was introduced and benefits were paid according to employees’ participation in projects. Allocation of benefits is the decision of the leader, it is paid usually every half year or at the end of the projects, and it amounts to approximately 10-15 % of the regular wage.

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

Flexible work-time usage is preferred at this company. The basic working hours are from 9:00 a.m. till 15:00 p.m. when all employees must be in office. Meetings are also scheduled for this time of the day. The employee may decide on sequencing of the remaining part of the working hours under the condition that he must fulfill his charged tasks and on average he must spend the set daily working hours at his office. 

This fixed daily working time is 8 hours 12 minutes now. The company allows employees to make holidays between Christmas and New Years Day, as well as on those single days that come in between a national holiday and a weekend. These holidays’ working hours are distributed among the regular weekdays; this resulted in the above-mentioned excessive 12 minutes over the regular 8 hours every day. Employees like this system they consider it a good deal to spend a little overtime every day and get long weekends and Christmas holiday free.

Registration of working hours is carried out in computer system that registers joining and quitting time, and summarizes the time spent in the system.

Due to the uneven workload overtime is quite usual in the company: at times of project closing deadlines it is quite frequent to work until late in the evening or at night.  The company pays for overtime or the employee may get extra paid holiday in exchange for it.  

„Flexibility in time sequencing is a delicate competitive advantage for us when compared with a company with German working culture. For example, when our intelligent network system stops working in Indonesia, then somebody gives us a ring speaking in bad English and tells that 3 million people cannot use the wireless telephone service. In such a case there is a need for somebody who goes there immediately and does not ask first what will happen to his overtime money. It must be a person who already has the travel visa when he arrives at the airport with his notebook in hand, and stands the stress that he encounters there. This is something that we can do better, and I even enjoy it breaking up here in Szeged immediately, going there and doing the job. This is a different time consideration and flexibility, than when I am coming to the office in the morning and going back home in the evening.” /programmer, Corporate Telecommunications Networks, Budapest/

Flexibility and overtime provides Hungarian employees competitive advantage: work councils do not allow working at weekends in Austria or in Germany. There are no limitations in Hungary, and employees do not mind working on weekends, that increases their efficiency and helps them obtaining certain jobs. Flexibility also means that in contrast to Germen colleagues for Hungarians it is not a problem to stand up from their desk and rush immediately to the airport to travel to some remote place. Young and mostly unmarried Hungarian employees even like this. 

„I mean I do not miss it (the trade union), because there is nothing that could be solved with a strike or other similar methods. They (the leaders) are not evil people, everyone’s interest is the job done. Moreover, in the summer it was them who sent people on holidays when they had the opportunity, so that they could stand the workload, the premium was also paid to compensate them a little. Therefore I do not see any reason here to operate a work council or trade union, there is nothing that should be achieved this way. Basic principle in Domainsoft is that human resource is the most valuable treasure of the company. Losing a man is big loss for the company too, because his training is costly, and therefore entertainment and rest is preferred.” /programmer,  CSS Innovative Business Systems, Szeged/

Neither trade union nor work council work at the company, employees do not feel need for it, in their opinion the company and their leaders represent their interests properly, since it is in the company’s interest to provide good working and employment conditions in order to keep well educated workforce at place.

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

There are no differences between male and female employees concerning workloads either. Flexible working time and long overtime is better tolerated by males due to their roles as heads of family.

„Most people have family here, they provide income of the head of the family, therefore, they very strongly stick to their job.” /project leader, Corporate Telecommunications Networks, Budapest/

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.

University diploma is not a precondition of employment, since management is not satisfied with the quality of current higher education system and puts therefore more emphasis on real capabilities and knowledge that they also try to evaluate during the application procedure. Besides of the usual interview and testing, another monitoring device of the company is the organization of professional study teams at the universities. These teams get special knowledge from the company, but they also serve as monitoring device: the company tries to preempt the best graduates who perform well in the teams.

„Szeged University produces now quite large numbers of graduates but they must be checked carefully since the quality level dropped quite substantially. Five-six years ago there were 15-20 graduates per year in the programmer or economic programmer programs. Today 100 to 120 graduate, but the number of potential entrants is the same 15-20 people. I mean, that quantity increased but the quality could not be maintained. (…) Students have no experience at all. They are not expected to have it either. Nevertheless, they should prepare at least a few obligatory programs, but most of them submit hired work and they graduate without having the faintest idea what this profession is all about. This is somehow bad for them too, because they have no imagination about work and then they drop in such an environment like ours and are flooded by tasks all of a sudden.” /Unit Manager, CSS nnovative Business Systems, Szeged/

What matters more than university degree in the selection process is flexibility, system view and language knowledge, since English is the intrafirm contact language. German knowledge is an advantage too, since German colleagues appreciate it if someone can communicate with them in their native language instead of the official English.

„There is substantial misunderstanding among people concerning the knowledge required in this job. It is not so much perfect technical coding what is necessary, but much more a variety of other skills like flexibility, systemic view - to quickly overview and understand complex systems and then modify them in ways that they remain consistent with existing systems. Program languages are less important, if someone knows two, he can easily learn the third. /project manager, Corporate Telecommunication Networks, Budapest/

New entrants participate in a “checking program”. In the program new colleagues get a bag with a CD-ROM that introduces the history of the firm. They also participate on a 6-7 hours long complex program, where organizational procedures, basic administration activities (e.g. holiday system, tool ordering), software development methodology and safety regulations are introduced to them. The new employee receives this training in one day or on 6-7 days by spending one hour each day with representatives of the given field. He can also learn his advisors’ work during this on-the-job training course. He can also receive some extra education from his future project leader if the area requires this. A mentor from the future specialization field of the new entrant also provides professional support during the adaptation process, whom the freshman can ask anything.

In recent satisfaction surveys of the firm training activity had received negative evaluations – the reason of this was less resources and less democratic distribution mechanism -, hence the company has tried to strengthen formal training courses as well. Another reason of this was that only excessive knowledge delivered by continuous training could compensate for the competitive disadvantage of Hungarian wages when compared with neighboring countries. 

Cost of the for the work necessary training is covered by the company, more special not obviously necessary training can also be financed by the firm according to the mostly positive decision of the management. In such cases employees must sign for a couple of months extra employment that they readily do in most cases.  Nevertheless, as it has already been mentioned, true specialists are too expensive and the company does not train too knowledgeable for the task labor force.

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

Employees differentiate three types of knowledge groups in the company after management functions have been shifted here:

· first is professional knowledge (basic IT, i.e. typical for the company system planning, programming and testing knowledge),

· second is domain knowledge (this is knowledge which is specific for a given area, i.e. knowing local government systems),

· third is management knowledge.  Elements of the three knowledge groups are mixed in the competencies of the colleagues as their work experience widens. International experience shows that Hungarians lack mostly management knowledge, since they have little experience on this field. 

An interesting result of this tripod classification of knowledge is when a problem occurs employees prefer hiding behind the other type of knowledge: in such cases everyone declares himself simple programmer instead of leaders.

„Concerning knowledge management at this company, web systems provide complete methodological background so that the whole company including each colleague is integrated in this knowledge network. So, PSE states that colleagues possess the knowledge that provides value for our customers. Therefore in the world, let us say there is a narrow group of experts who declare what are the trends, and what direction should be followed, the firm does not share this philosophy, but says that each colleague is a technology sensor. Each colleague has a field of interest, a group of friends, or cooperates with several other colleagues on a given field, and a network can be created from this. Therefore, if a colleague is interested in a certain area he can initiate there some activities and he can also advertise himself (Head of Unit, Mobile Communication Systems, Budapest)

The company and also employees consider TechnoWeb system as a great achievement. Employees specialized on certain professional fields can share their ideas and questions with the others through the so-called “call-for-network” system. Employees appreciate very much that within the system there are no nationality differences felt, questions are answered quickly, even the next joint project team can be organized in such a way. This is a very high-level network knowledge management that colleagues like very much. 

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

The company does not differentiate among male and female employees neither with the knowledge requirements at applications nor in terms of training.

6 Work-life balance

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

Employees consider the company family friendly. There are no special family support measures in the company policy they are part of individual bargaining with the direct leader. One advantage is favorable holiday system. Paid holiday can be used anytime, overtime can be added to paid holidays. (It is interesting, that for some interviewees the flexible usage of holidays seemed disadvantageous. They claimed that spending two weeks holidays in one would be better for the family, than using the time in small pieces due to flexibility.)

„Legal provisions are given, for example if someone gets a baby this is two extra days as holiday, but compared with some other family friendly employers many things are absent. For example, at an other married persons were obliged to spend two weeks holidays in one in the summer, that provided employees the chance of being together with the family for a longer period.” /project leader, Corporate Telecommunications Networks, Budapest/

Another advantageous feature is flexible working time. The basic working time between 9:00 A.M and 15:00 P.M. is narrow enough to provide employees sufficient time for occasional family events or to manage administrative duties. 

„I have a lot of flexibility in my work, for example my family will increase and when I will have to go to the hospital together with my wife I will not have to take a day off, but just tell my boss and I can go with my wife on that day. In such a case we unofficially register the time I am going to the office on that day, and I can catch up with time later that week.” /project leader, Corporate Telecommunications Networks, Budapest/

In case of foreign jobs, especially when sudden trips are necessary family status is also considered: married people are loaded less.

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

Besides of the flexibilities that we described in the previous chapter, it is fluctuations in the workload that may burden family ties, especially when they last long.  From this angle single persons have it better, but in terms of overtime work and excessive tasks there is no difference between single and married. 

„There were rather risky periods, there were dramatic scenes at home, and if that two months long holiday had started two weeks later maybe I would have a different family status now. Anyway, the relationship suffered badly in that period.” /programmer, CSS Innovative Business Systems, Szeged/

Married colleagues are aware of their family role since they secure the income of the head of the family, and they are less willing to change. They would not leave the company, are reluctant to have a job abroad and they are more afraid of potential rationalizations. Summing up: they need stability more, and are ready to make compromises for this concerning wages.

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

The company does not differentiate among genders neither in its policy nor in practice, and no such differentiation was observed during the interviews.

7 Conclusions

7.1
Basic characteristic of the case study.

This study was prepared using interviews at one of the largest Hungarian software development firms seeking to get answers to the questions that were given by WORKS employment guideline. The company is in full ownership of one large multinational company and expands both concerning its tasks and the size of staff. The interviews provided sufficient information for the task of answering the questions. A summary is provided in the following paragraphs.

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

Employment effects of the reorganization can be summarized as follows:

· There were two main impacts of the reorganization on career patterns: first, Hungarian employees got opportunity to fulfill management tasks too, as a consequence of gradual relocation of responsibilities to Hungary, as well as shifting of product support and planning functions of the value chain. The other impact was that applications of Austrians to management jobs in Hungary could be observed, because increasing staff and responsibility was allocated to Hungarian management that made these positions lucrative for Austrian and German managers, who in turn suffered from a decrease of their role and power due to downsizing.

· Continuous reorganizations had both positive and negative effects on professional identification. Increased responsibility resulted in employees’ growing loyalty and trust in the company, what is positive change. A negative change is that they felt neighboring countries’ lower wage costs could induce further relocations in medium term, and this could lead to downsizing in the Hungarian firm. Yet this fear had no influence on community mind.

· Company guidelines do not include family friendly measures these may evolve as a result of individual bargaining. Yet, majority of the employees regard this company family friendly thanks to managers who cared for married colleagues, charge them with less foreign tasks, possibly not with sudden jobs. Flexible working time helps coordinate working hours and family events. On the other hand, temporarily changing workloads, long lasting overtime works at night impact privacy of married colleagues negatively.

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

Most important organizational changes affecting occupational groups were the following:

· The company used a web-based tool the so called TechnoWeb in order to create network knowledge and to increase efficiency of internal knowledge transfer. This internet portal collected colleagues in the world working on specific subjects creating “community of practice” groups. The system did not work however, in case of knowledge that provided power positions for those who posses that kind of knowledge. 

· Knowledge transfer was supported not only by informatics solutions but also on-the-job training, where less experienced new colleagues got a mentor who introduced the work processes. Also in project work mixed teams (also cross border) could be set up where the less experienced colleague was supported by a senior who transferred his knowledge during the process of the project. Some reluctance was also felt concerning knowledge transfers. Employees fearing for loosing their role delivered only as much information which was necessary for the completion of the project, but less than what would have been required for 100 % efficiency.

· Formal actors of labor relations like work councils or trade unions were not present at this company, the firm regarded human resources as primary value and also appreciated them. This was also felt by the employees – nevertheless, most employees were young having no negative working experiences -, thus trade unions’ work was regarded unnecessary. 

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

Further answers of the case study to WORKS research questions that have not been mentioned in the previous section are summarized as follows:

· This company did not support “boundaryless career”, employees were hired for longer term not just on project basis, and were offered career routes within the company either in management or on professional fields, that depending on ambitions and capabilities.

· Female employment was very low at the company (less than 10 %), and they were present typically on auxiliary activities rather than in professional jobs. The firm did not differentiate between genders concerning career route, compensation or family-orientation.

· Working time was regarded flexible by employees, excessive time to the base working hours between 9:00 a.m. and 15:00 p.m. was managed by the employees provided the fulfillment of daily tasks was not endangered, and the average working time of 8 hours was met on a monthly basis. Reorganizations did not affect working hours however, some of the projects required very substantial and long lasting (sometimes several weeks) overtime working.

· Reorganization fundamentally changed the compensation system. The previous system rewarded the increase of time spent in service at the firm with automatic wage increase. The new system monitored project success and professional advancement and increased wages or provided performance based premium accordingly, also considering the company’s annual financial performance.

· The company put great emphasis on internal training, also due to the results of previous years’ interim surveys. Most needed trainings were financed by the firm, less important courses were decided by managers, but in most cases the company financed also these in exchange for the employee’s commitment to prolong employment contract at the company. 

8 Key data questionnaires

	Personal information: #1

	Name/Code
	L. C..

	Gender
	Male

	Age
	30

	Ethnic origin (native, migrant …)
	Native Hungarian

	Family status
	Single

	Responsibilities in the family/support (short description)
	Household duties

	Children (number, age)
	-

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Electrical engineer, economist

	Job history (changes, perspectives, experience of unemployment)
	After graduating at the technical university he started working at the company 7 years ago as a programmer.

	Current job

	Type of organisation (name and short description)
	Domainsoft Ltd.

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

	Short description of tasks (changes due to restructuring)
	Organising and managing software development projects

	Working hours
	09.00 – 18.00

	Access to training (formal and informal)
	University degree in economics, several professional trainings in informatics

	Experience of restructuring (main changes in personal job situation)
	He hopes that the restructuring process will result in new perspectives both professionally and in terms of carrier building.


	Personal information: #2

	Name/Code
	A. S.

	Gender
	Male

	Age
	28

	Ethnic origin (native, migrant …)
	Native Hungarian

	Family status
	Married

	Responsibilities in the family/support (short description)
	Household duties

	Children (number, age)
	-

	Skill profile and trajectory

	Skills profile (degrees, set of skills…)
	Software developer

	Job history (changes, perspectives, experience of unemployment)
	He started working at the company 3 years ago as a programmer.

	Current job

	Type of organisation (name and short description)
	Domainsoft Ltd.

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

	Short description of tasks (changes due to restructuring)
	Organising and managing software development projects

	Working hours
	09.00 – 18.00

	Access to training (formal and informal)
	He is now studying at the technical university (electrical engineering)

	Experience of restructuring (main changes in personal job situation)
	He hopes that after the restructuring process he can keep his position.





	Personal information: #3

	Name/Code
	H. C.

	Gender
	Male

	Age
	34

	Ethnic origin (native, migrant …)
	Native Hungarian

	Family status
	Married

	Responsibilities in the family/support (short description)
	Household duties

	Children (number, age)
	1 daughter

	Skill profile and trajectory

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

	Job history (changes, perspectives, experience of unemployment)
	As his first job he taught informatics at evening courses for adult students, then he changed and started working as an web-programmer at a Hungarian software developer company and 1 year ago he came to the Domainsoft Ltd..

	Current job

	Type of organisation (name and short description)
	Domainsoft Ltd.

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

	Short description of tasks (changes due to restructuring)
	Programming and developing softwares.

	Working hours
	09.00 – 18.00

	Access to training (formal and informal)
	Professional trainings

	Experience of restructuring (main changes in personal job situation)
	He wants to move and work abroad within the international network of the firm.





	Personal information: #4

	Name/Code
	J. K.

	Gender
	Male

	Age
	36

	Ethnic origin (native, migrant …)
	Native Hungarian

	Family status
	Married

	Responsibilities in the family/support (short description)
	Household duties

	Children (number, age)
	2 children

	Skill profile and trajectory

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

	Job history (changes, perspectives, experience of unemployment)
	After graduating at the university he started work at the Domainsoft Ltd as a software developer. 

	Current job

	Type of organisation (name and short description)
	Domainsoft Ltd.

	Present job (job title, position, perspectives)
	Unit Manager

	Short description of tasks (changes due to restructuring)
	Leading and managing the unit (CSS Innovative Business Systems)

	Working hours
	09.00 – 18.00

	Access to training (formal and informal)
	Professional trainings

	Experience of restructuring (main changes in personal job situation)
	He is satisfied with his current position and would like to keep it.





	Personal information: #5

	Name/Code
	Z. K.

	Gender
	Male

	Age
	39

	Ethnic origin (native, migrant …)
	Native Hungarian

	Family status
	Married

	Responsibilities in the family/support (short description)
	Household duties

	Children (number, age)
	2 children 

	Skill profile and trajectory

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

	Job history (changes, perspectives, experience of unemployment)
	He started working as a programmer at the Nokia and moved to Finland for 3 years. Then he came back to Hungary and changed to Domainsoft Ltd.

	Current job

	Type of organisation (name and short description)
	Domainsoft Ltd.

	Present job (job title, position, perspectives)
	Programmer

	Short description of tasks (changes due to restructuring)
	Programming softwares.

	Working hours
	09.00 – 18.00

	Access to training (formal and informal)
	Professional trainings

	Experience of restructuring (main changes in personal job situation)
	He fears of losing his job because of delocalisation of the software development activities to Southern-East Asia.


	Personal information: #6

	Name/Code
	L. G.

	Gender
	Male

	Age
	32

	Ethnic origin (native, migrant …)
	Native Hungarian 

	Family status
	Single

	Responsibilities in the family/support (short description)
	Household duties

	Children (number, age)
	-

	

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

	Job history (changes, perspectives, experience of unemployment)
	After graduating he started work as a programmer at a small Hungarian company, than he changed and come to Domainsoft Ltd.

	

	Type of organisation (name and short description)
	Domainsoft Ltd.

	Present job (job title, position, perspectives)
	Programmer

	Short description of tasks (changes due to restructuring)
	Programming softwares

	Working hours
	09.00 – 18.00

	Access to training (formal and informal)
	Professional trainings in informatics

	Experience of restructuring (main changes in personal job situation)
	He believes that he can keep his current position. 





	Personal information: #7

	Name/Code
	E. S.

	Gender
	Male

	Age
	37

	Ethnic origin (native, migrant …)
	Native Hungarian

	Family status
	Married

	Responsibilities in the family/support (short description)
	Household duties

	Children (number, age)
	2 children

	Skill profile and trajectory

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

	Job history (changes, perspectives, experience of unemployment)
	After graduating the Budapest University of Economics he started working at the Domainsoft Ltd. as a economic assistant than he gradually moved up on the carrier ladder to his current position. 

	Current job

	Type of organisation (name and short description)
	Domainsoft Ltd.

	Present job (job title, position, perspectives)
	Economic and controlling manager

	Short description of tasks (changes due to restructuring)
	Managing the economic and controlling activities within the firm.

	Working hours
	09.00 – 18.00

	Access to training (formal and informal)
	Professional trainings

	Experience of restructuring (main changes in personal job situation)
	He hopes that the restructuring process will provide new perspectives for the firm. 





	Personal information: #8

	Name/Code
	Z. K.

	Gender
	Male

	Age
	52

	Ethnic origin (native, migrant …)
	Native Hungarian

	Family status
	Married

	Responsibilities in the family/support (short description)
	Household duties

	Children (number, age)
	2 children

	Skill profile and trajectory

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

	Job history (changes, perspectives, experience of unemployment)
	After graduating he worked as a researcher at the Hungarian Academy of Sciences. Than he changed and started working at the Domainsoft Austria Ltd. in Vienna. He has been working at the Hungarian company since it was founded (1991).

	Current job

	Type of organisation (name and short description)
	Domainsoft Ltd.

	Present job (job title, position, perspectives)
	Head of Unit

	Short description of tasks (changes due to restructuring)
	Managing the work of the unit (Mobile Communication Systems)

	Working hours
	09.00 – 18.00

	Access to training (formal and informal)
	Professional trainings

	Experience of restructuring (main changes in personal job situation)
	He thinks that the restructuring will open new development path for the Hungarian company.
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� Monitoring of colleagues having competencies on various fields, and offering them temporary project-based occupations.


� Source: http://www.sc.bme.hu/content/10/felmeresek/felvett/felvett2004.pdf


� The notion community of practice indicates a “sustained, cohesive group of people with a common purpose identity for members, and a common environment using shared knowledge language interactions, protocols, beliefs and other factors”. (Miller, 1995.)


� More details: http://en.wikipedia.org/wiki/dot-com_bubble





