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Abstract 

Recent changes in work arrangements for employees has given rise to the emergence of a               

new labour form in contemporary society, namely the entreployee. In contrast to traditional             

work, entreployees are given more flexibility and responsibility to manage their work, while             

at the same time are expected to extend their usefulness to the organisation. Although              

enhanced flexibility and autonomy at work appear alluring, it is argued by scholars that this               

freedom is multifaceted. Prior research holds that employees procure a mentality where the             

organisational imperatives become a source for personal fulfilment. In turn, employees are            

sacrificing personal spaces to work in comfortability which eventually raises concerns in            

regards to their mental health. Presently, the conceptual development of the entreployee has             

gained prominence. However, there is a limited amount of research that substantiates the             

assumptions from the individuals own stated claims. Thus, the purpose of this study aims to               

investigate the implications of being an entreployee in contemporary organisations.  

 

The study applied a qualitative methodology approach and a case study was conducted within              

a company in the IT sector. The data collection methods consisted of semi-structured             

interviews and questionnaires with 14 participants, and thematic analysis was used to analyse             

the data. The findings in the study shows that the participants in the organisation believes that                

a sense of community is critical for the wellbeing of the employees. Interestingly, the              

findings also indicates that the participants obtain a strong work ethic to perform, composed              

by the expectations and sentiments related to work. However, the most significant finding in              

this study revealed that health concerns are not acknowledged in a versatile mode of work.               

Consequently, self-organised work and a high pressure to perform have substantial impacts            

on their perception of other colleagues and work. Finally, the study demonstrates a             

relationship between the separate research fields of talent management, identity regulation           

and the entreployee to suggest additional research on this matter.  

 

Key words: entreployee, identity regulation, talent management (TM), human resource management (HRM),            

flexible work, work ethics, community, labour relations, new capitalism, organisational culture, mental health             

effects, employment, spatial boundaries 
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1. Introduction 

1.1 Background 

As a result of technological advancements and socio-political changes, a shift has been made              

from a “culture of dependency” towards a “culture of self-reliance” (Peters, 2001: p.58).             

Thereby, motivated by neoliberal principles of limiting the control of the government and             

promoting private ownership models, the establishment of the “enterprise culture” has           

emerged (Peters, 2001). In the enterprise culture, two distinct forces are prevalent in the work               

settlements, “flexibility” and “individualisation” (Fenwick, 2002: p.704). Employees are         

required to be flexible, adapting to the rapidly changing business environments, while bearing             

personal responsibility for matching these standards to secure employment (Fenwick, 2002;           

Bröckling, 2005). However, increased responsibility at work engender unconventional         

alternatives of managing human resources, and organisational success is primarily contingent           

on the acquirement of a highly committed workforce (Boltanski & Chiapello, 2005b). Thus,             

in the attempt to achieve competitive advantage, organisations establish an intense work            

setting for individuals, by constructing systems of dedication and rewards to increase            

employee performance (Garrick & Usher, 2000; Fenwick, 2002). 

  

The new phenomenon of flexible work, promise augmentation of autonomy and           

self-enhancement to the employees (Boltanski & Chiapello, 2005b). The elevation of           

independency, which individuals obtain through their profession, has spawned the emergence           

of a new identity in the enterprise culture, namely the “enterprising self” (Fenwick 2002). For               

the enterprising self, the focal point in life entails the enactment of acquiring numerous              

ongoing projects and repeatedly improve one's skill-set by learning new abilities and            

transforming these into advantageous capital (Bröckling, 2005; Fenwick, 2002). Prompted by           

a “governing rationality”, the enterprising selves apply risk management, comparable with           

the quantification methods used in the business domains, to measure the efficiency and             

productivity in their personal lives (Brown, 2015; Bröckling, 2005). The self-regulating           

rationality stretches beyond the refinement of one's current capabilities to solely be regarded             

as attractive by potential employers; it imposes on the individuals urge to establish             
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meaningful relationships, and even achieve personal gratification and “spiritual growth”          

through their vocation (Fenwick, 2002: p.707). Additionally, the contemporary working          

circumstances does not only cause a subordination of one’s life to the market, but also a                

weakened collectivity and unity in society (Fenwick, 2002). 

  

When the employees are anchored to endeavour perfection, it creates a vicious cycle of              

feeling inadequate (Fenwick, 2002; Bröckling 2005). Organisations now feed on the intellect            

of their personnel (Garrick & Usher, 2000); and as a result, people are divided into clusters of                 

either “winners” or “losers” based on their performance (Brown, 2015: p.41). Hence, to             

secure one's role within an organisation, individuals are themselves accountable for           

incorporating a mindset where a goal reached is never satisfactory (Bröckling 2005). To be              

“good enough” is not sufficient, one must always become better (Bröckling 2005), and those              

who do not comply with the flexibility standards are rejected (Ainsworth & Hardy, 2008). 

 

1.2 Problematisation 

While the enterprising self is acknowledged as a new identity appearing in the contemporary              

culture of work, Bröckling (2005) questions the portrayal of the enterprising self as merely a               

cost-benefit optimising entity subjected to market demands. It is argued that the enterprising             

self should not be generalised to each individual, as human behaviour should not be separated               

from the context where socio-political forces prevail (Bröckling, 2005: p.12-13). In other            

words, through social interactions the alteration of the enterprising identity takes different            

forms (Bröckling, 2005). 

  

Similarly, Fenwick (2002), Garrick and Usher (2000) have opposed the homogenisation of            

the enterprising selves and claims that individual aspirations and obstacles in the social arena              

should not be excluded in analysis. Hence, becoming an enterprising self is idiosyncratic to              

each individual and its altered form may depend on race, gender, class, generation and other               

social-demographic variables (Ainsworth & Hardy, 2008; Berglund et al., 2017). With the            

aim to present a nuanced aspect of the enterprising identity, scholars have investigated             

women as entrepreneurs in a social context with some intersections of gender, race and age               
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(see Fenwick, 2002; Bröckling, 2005; Ainsworth & Hardy, 2008; Berglund et al., 2017). By              

analysing the manifestations where individuals communicate self-enterprising connotations,        

research concludes that various groups reconstruct and reclaim an enterprising-identity that           

aligns with the suitability of their current social status (Fenwick, 2002; Bröckling, 2005;             

Berglund et al., 2017; Ainsworth & Hardy 2008).  

  

In agreement with Bröckling's (2005) statement, what ought to be emphasised is that the              

enterprising self should not be treated as a uniform identity, without consideration to the              

interactions taking place amongst individuals in the social arena. However, the previously            

mentioned studies (Fenwick, 2002; Bröckling, 2005; Ainsworth & Hardy, 2008; Berglund et            

al., 2017), does not intend to recognise the enterprising self as an existing character              

exhibiting self-enterprising qualities. Instead, attention is directed towards understanding how          

individuals are configuring the identity of the enterprising self and what social ties are present               

in the identity formations. The enterprising self describes an actualisation of how individuals             

are shaped and the conclusions made are only an indication of how they are to be changed                 

(Bröckling, 2015). As explained by Bröckling (2005), “One is not an enterprising self, but is               

rather becoming one” (p.12). Thereby, the conceptual model of the enterprising self is             

primarily acknowledged as a transformation process of identification for individuals and does            

not illustrate the distinctive attributes and conduct of each person in a real-life context. 

  

On the other hand, in an attempt to illustrate the self-entrepreneurial individuals in the current               

organisational settings, Pongratz and Voß (2003) developed a descriptive model named the            

“entreployee”. The entreployee is identified by carefully following the evolvement of           

different types of labour forms that have appeared throughout history until the 21st century              

(Pongratz & Voß, 2003). It is concluded that the flexibility and adaptability requirements             

prevalent in the current organisational settings have given rise to a new type of labour power                

(Pongratz & Voß, 2003). A new “logic of corporate labor control”, driven by the objectives               

of the organisation, including the shareholder's economic goals, have invoked a           

self-entrepreneurial workforce (Höge 2011: p.4); a shift in employees work orientations           

concerning their “needs, attitudes and interpretation patterns” (Höge 2011: p.4). On the            

contrary, the previous scholars who studied enterprising identities focused mainly on           

analysing discourses of individuals who left their previous job to pursue self-employment            
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(Fenwick, 2002; Bröckling, 2005; Storey et al., 2005). Hence, the research is not suitable to               

learn about the significant implications of how employees are adapting to the modern             

flexibility requirements. Thus, from Pongratz and Voß (2003), the enterprising self is            

presented in a discussion beyond identity formation and put in a context assessing the              

practical matters of being a self-entrepreneurial employee. 

  

Pongratz and Voß (2003) found that the entreployees’, or self-entrepreneurial employees’,           

share three common attributes: “self-control”, “self-commercialization”, and       

“self-rationalization” (Pongratz & Voß, 2003: p.243). The three characteristics corresponds          

directly to the flexibility requirements found in the organisational environment, as they focus             

on how individuals achieve increased self-organised work (Pongratz & Voß, 2003). It is             

further mentioned that the entreployee is currently most visible in “the service economy,             

IT-sector and cultural professions” (Pongratz & Voß, 2003: p.247). Nonetheless, Pongratz           

and Voß (2003) predicted that the pattern of management inducing more responsibility            

towards the employees would be long-lasting, and so, the entreployee will be located in              

multiple sectors in the upcoming future. 

  

Although the concept of the entreployee is powerful to comprehend the change in             

employment arrangements, it is not without constraints. The entreployee is a conceptual            

development which can provide further insight into the new modes of work in contemporary              

society (Pongratz & Voß, 2003). Pongratz and Voß (2003) maintains that there are adverse              

effects of being an entreployee and the mental health concerns it induces will not be               

sustainable. However, the claim of the effects an entreployee might experience needs further             

investigation as it can vary amongst different entreployees’. The idea, compiled by Pongratz             

and Voß (2003), should then be further investigated with an emphasis on real life practices,               

rather than entirely treating it as a theoretical phenomenon that compares work related             

behaviour in contemporary versus traditional work. 

  

In essence, the entreployee as a descriptive model is not descriptive enough as it does not                

denote different perceptions from the individuals who encounter an increased pressure to            

enact and deliver flexibility, adaptability and organisational commitment. It is therefore wise            

to examine the individual aspect of being a self-entrepreneurial employee in order to further              
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develop this notion of increased self-organised work in a practical setting. Thus, the             

entreployee should be investigated through the lenses of the employees own stated claims and              

perceptions to grasp the ramifications of fulfilling the criteria needed within an organisation             

whereby flexibility and adaptability are preeminent. 

 

1.4 Research Question 

The following question is to be investigated in this study: 

What are the implications of working as an entreployee in contemporary organisations? 

 

1.5 Purpose and Contribution to Knowledge 

There exists a limited amount of research in which the concepts of the entreployee is               

scrutinised to explain an occurring reality distinctive to each person (e.g., Pongratz & Voß,              

2003; Höge, 2011; Bröckling, 2015). Thus, the purpose of this study is to gain a deeper                

awareness about the entreployees’ through their own perceptions towards adapting to the            

standards of flexibility and self-organised work. By investigating the phenomenon of the            

entreployee, further knowledge can be provided to extant research by unfolding the            

implications of being an entreployee in a contemporary organisation.  
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2. Literature Review 

2.1 Introduction 

This chapter will begin by outlining the historical development of work and the different              

managerial tactics starting from the early stages of the industrial society. By following the              

historical progress, the identity transformation literature will become evident to revise, as it             

provides information on how individuals alter different forms of the enterprising identity.            

Next, research on identity regulation offers a detailed explanation on how the enterprising             

identity is shaped, in accordance with the strategic objectives, to enhance organisational            

control. Further, research on talent management will be presented and discussed in order to              

position the concept of identity regulation in practical terms of organisational strategies that             

prompts committed workers. Finally, the theoretical model of the entreployee, which will be             

applied in this study to further explore the significant experiences of entreployee’s and their              

perceptions, is explained and discussed in further detail. Therefore, the literature reviewed in             

this chapter will provide the basis for understanding the entreployee within organisations, and             

further, enable the exploration on how these implications are perceived from the individual’s             

viewpoint. 

2.2 The Historical Development of Work  

During the initial phase of the industrial society, the conception of labour as a commodity               

consolidated a rapid growth of the labour market (Pongratz & Voß, 2003). As peasants with               

experience in manual work were seeking a decent quality of life, factory owners hired              

workers who were willing to sell their time in exchange for their labour-power (Boltanski &               

Chiapello, 2005a; Braverman, 1998). The assumptions steering this idea of thought           

maintained that workers ought to sell their labour-power in order to access their own disposal               

which otherwise would be constrained by serfdom (Braverman, 1998). Next, labour-power is            

treated as a separate function, distinct from the actual labourer, meaning that the means of               

production only endured them to assemble their labour-power and not them as human capital              

alone (Braverman, 1998). Pongratz and Voß (2003) characterised this early industrial           

labour-power as the “Proletarian worker” (p.245) and explains that their working conditions            
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were profoundly exploitative and had detrimental impacts on them both mentally and            

physically. The transformation of former-peasants into workers transpired amid a          

social-political climate with the absence of established worker-rights (Peters, 2001). For the            

industrial factory worker, labour activities were monotonous and repetitive; with direct           

surveillance, allocation of the whole workforce in one location, dictation of the long working              

hours, and uninterrupted shifts, as a means of control by the foremen (Braverman, 1998). 

  

The alteration from a society with a vulnerability of absent labour protection into the              

institutionalisation of social welfare paved the way for a new evolution of labourers             

(Boltanski & Chiapello, 2005a). This labour-power is classified as the “vocational employee”            

(Pongratz & Voß, 2003: p. 246), underpinned by the birth of scientific management and the               

division of labour, with the help of psychology, whereby the implementation of science to the               

production processes for achieving efficiency was the guiding principle (Braverman, 1998).           

In contrast to the proletarian worker, management now influences the performance of the             

worker with systematic designs of the labour production process (Braverman, 1998). In the             

book Labour and Monopoly Capital, Braverman (1998) argues that the planning systems of             

labour and production exemplify management's urge for control to ensure the accumulation            

of capital. Extracting knowledge from workers whilst submitting them to restricted work            

separates the mind from the body; “the conception and execution of work” (Braverman,             

1998: p.35). The Vocational employee is now recruited based on qualifications such as             

“diligence, discipline and accuracy”, and not solely on their ability to contribute to the              

production capacity (Pongratz & Voß, 2003: p. 246); creating an occupational status            

mechanism developed entirely on management premises and not by the workers (Braverman,            

1998). 

  

Moving on from the Fordist era, when Ford Motor Company hunted for highly skilled              

workers (Braverman, 1998), knowledge is now a commodity asset inherited by humans            

whose intellectual capital is utilised in the means of production (Garrick & Usher, 2000). The               

new moral dimension of ruling standards is illustrated by Boltanski and Chiapello (2005b),             

who identifies it as a “new spirit of capitalism”, where life involves an endless search for                

activity through the engagement of projects (Boltanski & Chiapello, 2005b). To resolve the             
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past managerial issues of employee dissatisfaction, absenteeism, and high turnover rates,           

work activities now include flexible and non-repetitive tasks (Boltanski & Chiapello, 2005b).  

 

The transformation from an employee to a strategic actor whose life is now dominated by the                

capacity of remaining productive and flexible derives from the neoliberal logic of changing             

the state governance systems of control (Peters, 2001). During 1980, neoliberal governments            

propagated for the reduction of state ownership to establish privatised welfare structures to             

enable a civil society with “free” individuals (Peters, 2001). The role of the public sector to                

ensure employment and education for individuals became minimised; responsibility now          

rested on the individuals (Peters, 2001). In the past organisations engaged in job-training to              

ensure anticipated performance from their employees (Braverman, 1998), today, this          

transformation strategy has entered the lives of the individuals (Pongratz & Voß, 2003).             

People are now responsible for investing in themselves; thus, acting as an entrepreneur with              

their own lives by engaging in risk management to strategically predict and analyse the most               

desired outcome concerning employability, education, health, and social security (Peters,          

2001). 

  

According to Pongratz and Voß (2003), the changing nature of employment characterises the             

third and last kind of labour-power: the self-entrepreneurial employee, namely the           

entreployee. For the entreployee, there is pressure to continuously increase individual           

performance, to be flexible and adapt to the fluctuating environment while contributing to the              

economic goals of an organisation (Pongratz & Voß, 2003). The motivation for the             

entreployee is to be owners of their own labour production, but the idea of management               

enabling increased “power” and responsibility to the employees is manifold (Pongratz &            

Voß, 2003). “Autonomy” at work can be achieved by not only commodifying the body and               

mind of the employee but also their attitudes and behaviour within all spheres of life               

(Pongratz & Voß, 2003). 

 

 

 

 

 

13 
 



 

 

Labour Power Proletarian  Vocational  Entreployee 

Historical Stage Early industrialization Fordism Post-Fordism 

Managerial strategies 
of control  

Direct Control: 
 

Supervision by foremen in the 
same building 

 

Structural Control: 
 

Scientific management & 
Division of labour 

Indirect Control: 
 

Self-managing & individual 
responsibility  

Working conditions No social protection,  
highly exploitative, 

physical & emotional impact 

State protection, 
less exploitative 

Vague state protection, 
organisational-help, 

 intensified pace, stress, rewards 

Driving thought of 
individual work 
motivation 

Improving living conditions 
(from feudalism serfdom) 

Occupational desires, 
careerism & power  

Retaining ownership of 
intellectual capital,  

personal development & 
autonomy 

Spatial boundaries of 
work 

Distinct: 
 

Work is merely physical 

Reduced: 
 

Entering the human mind at 
the workplace  

Non-existent: 
 

Involving work in personal life 

Work attributes Manual-labour, raw working 
capacity 

Standardized skills, 
discipline, diligence 

Individualized skills, 
high-commitment, flexibility 

Table 1: Different types of Labour Power  

(Sources: Braverman, 1998; Pongratz & Voß, 2003; Boltanski & Chiapello, 2005b) 

 

2.3 Enterprise Culture and Identity 

The conceptual model of the entreployee is developed on historical grounds to emphasise the              

shift in working arrangements by distinguishing the three forms of labour-power apparent            

throughout history (Pongratz & Voß, 2003). The name “entreployee” is a combination of the              

word “employee” and “entrepreneur” to mark the commencement of the enterprise identity            

which is currently constituent in the workforce of contemporary organisations (Pongratz &            

Voß, 2003). Not only has there been a change in working conditions, but also in the modes of                  

shaping one's identity in correspondence with the cultural climate of enterprise (Garrick &             

Usher, 2000). To understand how the shift in work arrangements takes place, literature             

concerning enterprise discourse and identity should be considered. 
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The enterprise culture became actualised through discourses of economic growth and           

de-centralisation of state power held in the socio-political arenas (Peters, 2001). In a society              

that highly values enterprising activities, the ideal identity each person should aspire for is an               

enterprising-self (Ainsworth & Hardy, 2008). Bröckling (2015), maintains that the          

entreployee is different from the entrepreneurial self, as the latter is a normative model              

applied for interpreting how people are changed, and the concept of the entreployee focuses              

on presenting the “strategies and arrangements people employ to cope with everyday life and              

which pressures they are subjected to” (p.22). In other words, the model of the              

entrepreneurial self attends to the line of reasoning, a rationale, which persuades people to              

behave more enterprisingly (Bröckling, 2015). For this reason, “The entrepreneurial self is a             

subject in the gerundive [produced through the discourse of enterprise in society]– not             

something that exists but something that ought to be brought into existence” (Bröckling,             

2015: p.20). 

 

The disseminated trajectory to act enterprisingly, with one's personal life have given rise to              

the emanation of an enterprising identity, reinforced by individuals (Ainsworth & Hardy,            

2008). It is demonstrated that the enterprise discourse is infiltrating the espoused values and              

desires of the individuals in the current organisational environments (Fenwick, 2002;           

Ainsworth & Hardy, 2008; Berglund et al., 2017). Individuals are approaching an identity             

configuration of shifting between work tasks to organise their lives in terms of market              

strategies to maximise productivity, as they are now responsible for their own failures and              

successes (Garrick & Usher, 2000). Thus, various scholars have raised concerns regarding the             

severe ramifications of the enterprise culture and its reinforcement of existing social            

inequalities (Fenwick, 2002; Bröckling, 2005; Storey et al., 2005; Ainsworth & Hardy, 2008;             

Berglund et al., 2017). As explained by Berglund (et al., 2017), “In the enterprise culture,               

otherness and its ensuing disadvantages are seen purely as matters of individual responsibility             

and ambition, never as structural phenomena.” (p.897). With the disclosure of individuals            

now bearing the responsibility of dismantling their socio-structural misfortunes, the notion of            

women as enterprising selves has been investigated (Fenwick, 2002; Bröckling, 2005; Storey            

et al., 2005; Berglund et al., 2017). 
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Ainsworth and Hardy (2008) mentioned that enterprise discourses denote “masculine”          

attributes which women finds it hard to identify with, and eventually, women redefine the              

enterprising identity to match their social circumstances with their individual desires.           

Similarly, Fenwick (2002) conducted a study to understand why women leave their current             

employment to pursue their own enterprise and it was revealed that the language used by               

women entrepreneurs expressed desires different from their man counterparts. Women          

choose self-employment with the aims of seeking challenges they were unable to access             

through traditional employment, due to gender discrimination within organisations, and also           

contributing to the community while creating an organisational environment based on           

relationships and respect rather than formal titles (Fenwick, 2002). 

  

Moreover, Bröckling (2005) emphasised the inconsistency of empowering women to tackle           

gender-inequality by appropriating the man-dominated logic of enterprise, which essentially          

gave rise to that same disparity. It is alleged that the structure which gave birth to centuries of                  

gender oppression is now preached as the solving matter which can assist women in              

becoming more emancipated and take charge of their own lives (Bröckling, 2005). Likewise,             

Ainsworth and Hardy (2008) investigated the implications of age in enterprise culture and             

concluded that the enterprising self is age-constructed and is not attainable for all age groups.               

Older workers, over the age of 45, were viewed by potential employers as the opposite of                

being adaptable to dynamic change (Ainsworth & Hardy, 2008). Consequently, older workers            

are themselves responsible for resolving the biased perception for employers to deem them as              

equally competent and flexible as their younger coequals on the job market (Ainsworth &              

Hardy, 2008). 

  

Although past research recognised the aspect which is individual to each person in the              

enterprising culture, the context is merely focused on individuals who exhibit enterprising            

activities without being an actual employee. To illustrate, investigating women who leave            

employment to become owners of their own enterprise to dismantle gender associated            

misfortunes (Fenwick, 2002; Bröckling, 2005); women as freelancers to explore their           

sense-making process of cultural work (Storey et al, 2005); and young pupils who configures              

enterprising identities from school age (Berglund et al, 2017). Some exceptions are            

Ainsworth and Hardy (2008) who targeted older workers to evaluate how they actualize an              
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enterprise identity. However, the focal point is the transformation process in the studies             

concerning the enterprising-selves; using discourse analysis to investigate the progression in           

which individuals alter enterprise identities. 

 

It should be acknowledged that following the transitioning process of the enterprising identity             

is vital to understand its emergence and that the contribution former researchers have made              

within this field is profoundly meaningful. Despite the importance to grasp the embodiment             

of the enterprising-selves, only the entreployee as a conceptual model is strong in             

exemplifying the enterprising individuals in context as the research on the entrepreneurial self             

does not give further insight in how they self-manage the pressures of being             

enterprising-employees in an organisational setting. Furthermore, freelance work is similar to           

what self-employment entails, which overlooks the dynamics of employment in          

organisations. Thus, applying the conceptual model of the entreployee is better suitable to             

understand the implications of actually being a self-enterprising employee in contemporary           

organisations. 

 

2.4 Identity Regulation 

In today's organisational culture of flexible work, the borders separating one’s job and private              

life are becoming less apparent, and although employees are given more “freedom” at work,              

employers now demand more engagement (Cartwright & Holmes, 2006). Culture          

management has become a significant element of the strategic objectives in modern            

organisations, and it refers to the techniques of managing principles, beliefs, norms and the              

collective actions of employees (Hartmann & Patrickson, 1995). As already stated, the            

premeditation of management handing over more self-responsibility to amplify the          

employee’s “autonomy” at work is multifaceted (Pongratz & Voß, 2003). Augmenting the            

flexibility and self-regulation for workers is argued to be a means for management in              

organisations to obtain more control over their employees (Alvesson & Willmott, 2002). Due             

to an uncertainty on the job market and high employee turnover, management is confronted              

with the challenge to retain a dedicated and reliable workforce (Alvesson & Willmott, 2002).              

Therefore, management attempts to coordinate loyal and committed employees through the           
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regulation of identities within the organisation (Alvesson & Willmott, 2002). Or as Alvesson             

and Willmott (2002) put it: 

 

“Identity regulation encompasses the more or less intentional effects of social           
practices upon processes of identity construction and reconstruction. Notably,         
induction, training and promotion procedures are developed in ways that have           
implications for the shaping and direction of identity.” (p.625). 

 
The regulation of identity in an organisational context implies management’s use of            

“discursive practices” to invoke or discourage, actions that resonate with the organisational            

culture and its strategic objectives (Alvesson & Willmott, 2002). Alvesson and Willmott            

(2002) specifies that managing the identity of workers to produce the “right employee” does              

not occur in a vacuum. Identity regulation is prompted by identity work, which is described as                

mechanisms used where “people are continuously engaged in forming, repairing,          

maintaining, strengthening or revising the constructions” (p. 626). The constructions of           

identity regulation which identity work configures implies the self-identity of employees, “a            

reflexively organized narrative, derived from participation in competing discourses and          

various experiences, that is productive of a degree of existential continuity and security”             

(p.625), which then allows for the acquirement of organisational control. 

  

The self-identity of workers must continuously be orchestrated through identity-work to           

ensure and facilitate the desired behaviour of employees, such as flexibility and adaptability,             

to move across different positions and activities within the organisation (Alvesson &            

Willmott, 2002). Identity-regulation is a technique for encouraging employees to incorporate           

a market-oriented-mindset which favours the managerial intent of seeking profits (Alvesson           

& Willmott, 2002). Additionally, it is concluded that there are different modes of identity              

regulation in the organisational context, and the most significant regards cultural mechanisms            

of creating: the discourse of the appropriate morals and values; the knowledge and skills to               

define what a person should be able to do; the employees interpretation of the motives of                

their works meaning; and through expressing the pre-conditions required on the market which             

drives employees to align with the surrounding context (Alvesson & Willmott, 2002). 
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The identity regulation perspective stresses the current managerial practices which influences           

the employees to conform with the increased flexibility and responsibility requirements in            

order to enhance organisational performance and control (Alvesson & Willmott, 2002).           

Although, some examples are used to explore the idea of “producing the right employees”, it               

is limited in its pursuance of connecting it to organisational strategies which can be valuable               

to appropriately scrutinise the research question of this study. Hence, the next section in this               

chapter will review an organisational tactic that carries similar connotations to identity            

regulation and the self-enterprising identity to substantiate the empirical context in which the             

entreployee can be found and better understood.  

 

2.5 Talent Management as an “Identity Regulator” 

In the present business realms, talent management (TM) is argued to be the viable option an                

organisation should implement to increase its competitive advantage (Armstrong, 2008;          

Frank & Taylor, 2004). Early focus on talent management rested upon the notion that              

organisational positions should solely be filled with “top-performing” employees, and          

“weak-performers” should be removed from the company (Chambers et al., 1998). Talent            

management gained prominence after McKinsey & Company published a report in 1997            

called The War for Talent, which accentuated the difficulties organisations are experiencing            

in attracting, retaining, and developing the “right” employees (Chambers et al., 1998).            

Bolstered by an uncertain setting, a tendency for the highest valued employees to leave a               

company for a competing one has led to a “war on talent” (Chambers et al., 1998). 

  

The new fashion of managing high-performing individuals in an organisation induces           

possibilities for employees to be self-managing in their job roles, and additionally, increase             

responsibility in their day-to-day work tasks (Al Ariss et al., 2014). As a result of an elevated                 

independency, it is argued by Al Ariss (2014) that “Workers are not necessarily part of the                

organization but knowledge is” (p.178). Thus, the employee is not regarded as a human asset               

included within the organisation; rather, their knowledge is. Given the statement on employee             

inclusivity, one is left to question whether TM creates beneficial value for the individual and               

not only for the firm.  
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When first introduced to the concept of TM, one may wonder how it is distinguished from                

traditional human resource management (HRM) (Lewis & Heckman, 2006). In conventional           

HRM, the HR-department recruit and select people based on their current competencies            

(Collings & Mellahi, 2009), while TM searches for the appropriate individuals who can             

develop within the organisation for suitable key-roles (Collings & Mellahi, 2009). In short,             

TM is not solely left to the HR-department; it is instead integrated within the strategic               

objectives of the whole organisation (Boudreau & Ramstad, 2005).  

 

Past research struggled to establish a precise meaning that accurately depicts the term “Talent              

Management” (Lewis & Heckman, 2006), resultingly, questions were raised regarding the           

usefulness of this approach in terms of its ambiguous boundaries and scope (Lewis &              

Heckman, 2006). Arguments held that, although multiple self-proclaimed practitioners of TM           

declare to be implementing the appurtenant strategies within their organisations, there is little             

data to corroborate those claims (Lewis & Heckman, 2006). In other words, the lack of clear                

principles and guidelines of what TM entails and how it should be carried out, weaken the                

claims of the alleged benefits it yields to an organisation. This eventually drove researchers to               

accuse TM of being a rebranding of the existing ideas found in the traditional HRM literature                

(Lewis & Heckman, 2006).  

 

After some time, with further contributions in research, Collings and Mellahi (2009) clarify             

the concept to emphasise its importance in the 21st century and concludes that the focal point                

in TM is to identify the key positions, rather than talented individuals, that add to an                

organisation's competitive performance (Collings & Mellahi, 2009). After identifying the          

pivotal positions that carry an impact on the organisation, the establishment of a “Talent              

Pool” is necessary (Collings & Mellahi, 2009). Talent pools compose the differentiated            

strategic-individuals who are to be selected, have the potential or are being developed to              

occupy the pivotal roles (Boudreau & Ramstad, 2005). Then, the employment of talented             

people depends on the requirements of the given role and is carried out through “internal               

development and external recruitment” (Collings & Mellahi, 2009: p.308). Finally, it is            

crucial to develop a differentiated HR-architecture which enables nurturing of organisational           

20 
 



 

commitment, motivation, development and extra-role performance amongst the incumbents         

in the talent pool (Collings & Mellahi, 2009). 

  

Allegedly, TM strategies are arranged to evoke the behaviour needed to fulfil the             

organisation’s objectives and to avoid employee turnover (Collings & Mellahi, 2009), but the             

researchers within the field of TM never attempts to address how the employees are affected               

by such strategies. Instead it is maintained that the employees occupying the pivotal positions              

are highly skilled in their talent and should be offered opportunities to perpetually advance in               

differentiated positions (Collings & Mellahi, 2009; Al Ariss et al., 2014). Hence, the             

high-potential employee carries little value unless placed in the appropriate key-role, which            

aligns with the strategic objectives of the organisation (Collings & Mellahi, 2009). 

 

Pongratz and Voß (2003) criticise the reasoning which predominates the discussions of            

enhanced employee autonomy which self-management would induce. What is not mentioned           

in the field of TM is that talents must steadily strive for self-improvement and development,               

which in this case has to be converted into economic or intellectual capital, in order to                

procure a secure position within the organisation. For instance, the engineering of an             

HR-structure to invoke commitment and dedication from “talented” employees would then be            

parallel with the discussion on identity regulation explored previously. 

  

Talent management intends to offer a modernised approach on how to efficiently manage the              

internal assets within an organisation when the external forces compromise its           

competitiveness (Christensen & Rog, 2008). With the increasing globalisation of businesses,           

global talent management is one extension suggested to support the organisational           

achievements on a global scale (Vaiman et al., 2012). Now, organisations must explore             

additional tactics on retaining the employees they have invested in on talent development             

(Shen & Hall, 2009). Additionally, it is maintained that “the more connected employees are              

to their jobs, their co-workers, the organization, and the community, the more likely they are               

to stay and seek intra-organizational growth opportunities” (Shen & Hall, 2009: p.811). With             

this being said, talents must be highly committed to the organisation, and without extra-role              

performance, top-management perceives employees as not carrying potential for tenanting a           

pivotal position in the near future. 
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Linked to the discussion are the forecasts made by Al Ariss (2014) of the research directions                

and practices talent management will follow in the future. With further technological            

advancements, new tools for supervising the talents will emerge to shift the responsibility of              

development from the talent managers to the individual itself (Al Ariss et al., 2014). Which               

in essence, confirms the predictions made by Pongratz & Voß (2003), where the entreployee              

is not a dissolving trend, but a configuration which will become more apparent in all               

industries through the medium of technological advancements. As there has been an increase             

in social media usage to find talent, it will enable organisations to find talent more efficiently                

than before (Al Ariss et al., 2014). It indicates that the term “talent” will transform from a                 

talent the organisation desires to include within their organisation to “the talent an             

organization needs at a specific time and place” (Al Ariss et al., 2014: p.178). 

  

While businesses take pride in pursuing a TM strategy (Lewis & Heckman, 2006), TM has               

only been accused of being non-distinguishable from traditional HRM practices (Collings &            

Mellahi, 2009). However, the research that has been conducted on TM in organisations has              

focused on collecting data from statements made by top-managers in organisations and the             

perspective in how employees are affected is not adequately scrutinized. Inattention to such a              

conspicuous angle leaves the impression of TM as a new form of justifying barriers that have                

previously been criticised in the established field of HRM studies. These barriers include the              

extent of intrusion in personal spaces organisations endeavour to amplify the transformation            

of individuals into productive and loyal employees (Pongratz & Voß, 2003; Fleming &             

Spicer, 2004; Boltanski & Chiapello, 2005b; Alvesson & Willmott 2002; Garrick & Usher,             

2002). It can be presumed that further empirical evidence needs to be dispensed before              

concluding that TM is all beneficial for the individuals. In order for this study to provide                

supplementary knowledge to former and upcoming research, it is reasonable to investigate            

the entreployee in organisations relying on talent management as a strategic ambition.  
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2.6 Theoretical Lens 

In essence, the entreployee and the entrepreneurial-self are different in their theoretical stance             

as the first one intends to categorise labour forms by following the historical development              

and the latter to understand the transformation process of enterprising identities. Although            

both frameworks are fundamentally similar, Pongratz and Voß (2003) manage to appoint the             

generic characteristics of the self-entrepreneurial employee in which they acknowledge the           

enterprising habits that individuals apply in their everyday life. Thus, tracing the discursive             

evolution of the entrepreneurial self and reviewing studies on identity regulation amplifies the             

comprehension of the entreployee. Conclusively, Pongratz and Voß (2003) provide three           

central characteristics which signify the entreployee. 

  

The first trait being self-control where individuals must now regard themselves as owners of              

their own labour-power, with control over the transformation of their capabilities into an             

economic utility for the organisation or a potential employer (Pongratz & Voß, 2003). The              

view on the employee from a managerial standpoint is an absence of interest in the routine of                 

work, the focus is carrying out the objectives set by the organisation (Pongratz & Voß, 2003).                

In real-life practices, the responsibility imposed on the entreployee may involve adjusting            

work-hours, working out-of-office, sacrificing social relationships for work, finding         

motivation for work and even being held accountable for the overall business's performance             

(Pongratz & Voß, 2003). 

  

Next, self-commercialization entails the individual’s ability to justify their membership in the            

organisation (Pongratz & Voß, 2003). The efforts made to convince one’s usefulness to             

top-management is actualised by self-developing the capabilities that ought to be considered            

valuable and then marketing these skills effectively (Pongratz & Voß, 2003). The authors             

argue that the commercialisation of oneself will eventually push individuals to commodify all             

aspects of their lives. 

 

Finally, self-rationalization is the last feature presented by the authors which point to the              

disappearance of spatial boundaries in the entreployee’s life. Today, there is no clear             
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separation between work and personal space, and work activities can even enter one’s home              

(Pongratz & Voß, 2003). Organisational communication tools are used for self-control and            

self-commercialization from home to enhance the commitment, and management increase          

control by entering these spaces virtually (Pongratz & Voß, 2003). 

 

Ultimately, self-control, self-commercialisation and self-rationalisation are the foremost        

examples which depict the entreployee (Pongratz & Voß, 2003). Alongside, the authors            

(Pongratz and Voß, 2003) maintain that the characteristics might take distinctive forms            

depending on the context, such as what industry and sector the entreployee works in. There               

are also some additional attributes that are typical for the entreployee; a frequent change of               

jobs and application of risk-management analogy to assess the uncertainties in general life.             

Pongratz and Voß (2003) expressed that flexible working hours will set higher demands on              

the employee’s performance because they are offered managerial assistance for working in            

comfortably. Hence, the entreployee is at a risk to suffer from alienation and mental stress               

disorders due to the intense pressures from work life (Pongratz & Voß, 2003). 

  

Similar to the health concerns Pongratz and Voß (2003) raised, a study conducted by Fleming               

and Spicer (2004) examined how organisational practices dissolve the boundaries between           

work and private life. Informal patterns of communication encourage employees to speak            

about personal matters with their managers and activities are planned after working hours             

which creates a stronger bond and attachment for the employee to the organisation (Fleming              

& Spicer, 2004). The study revealed that there was an attempt to control the barriers of the                 

employees' personal spaces through the integration of social and work life with enjoyment             

activities to enable the organisational culture to enter the employees' lives (Fleming & Spicer,              

2004). 

  

Prior research claimed that allowing flex-time, for adjusting one's daily job hours, and off-site              

work facilitates a balance between work and family life (Almer & Kaplan, 2002). Despite              

that flex-time and mobile work is regarded as an opportunity for individuals to manage their               

job more efficiently, it can increase the total amount of working hours for the employees               

(Crane & Hill, 2009). As flexible work may induce irregular working hours and the spheres               

of work and private life intertwine, the worker may experience difficulties with turning off              
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work mentally (Crane & Hill, 2009). Past research has suggested that a higher level of               

job-control results in increased sick days taken by employees and instead of minimising the              

responsibility to a moderate level, organisations attempt to reduce this number by            

constructing arrangements for mobile working (Gerich, 2019). Moreover, working from          

home leads to isolation and separation from colleagues, and there is a strong connection              

between social solitude and depression (Bell, 2012). 

 

Mobile working has gained a dominant presence in the working arrangements of            

contemporary organisations and it should then be expected that entreployee’s would           

experience blurry boundaries between work and private life, which triggers the likelihood of             

workaholism (Pongratz & Voß, 2003). However, as this study does not aim to rely on               

assumptions, the conceptual model of the entreployee should be investigated to enable a             

comprehensive understanding to how they perceive and respond to their experiences to            

induce self-control, self-rationalisation and self-commercialisation. The intensification of the         

pace, remote work, continuous improvement of oneself, and blurry boundaries between work            

and personal life might have different impacts on entreployees’. Furthermore, the research            

choice of gathering data from participants can provide richer insights if the individuals within              

an organisation can be argued for in other terms than just the sectors they operate in; and                 

instead, the organisational strategy.  

 

As the narration of the “entreployee” and “talents” obtains comparable connotations, it is             

reasonable to maintain that the concept of the entreployee is beyond a non-existing             

phenomenon; it is alive in talent-oriented organisations. The research on TM and the             

entreployee are treated as separate fields in the academic sphere, without any regards to how               

they are interrelated. Treating them as interdependent entities, that reinforce each other,            

provide a comprehensive view of the experiences an entreployee may encounter at work.  

 

The characteristics of an entreployee defines the conduct in which the enterprising workforce             

transform themselves to align with the requirements set in the organisational environment            

(Pongratz & Voß, 2003). On the contrary, the entreployee is treated as a theoretical              

phenomenon which is developed on the premises of the historical constellations and does not              

explain each individuals’ own manner of being an entreployee. The entreployee should then             
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be applied to real-life occurrences, and further, be discussed (Pongratz & Voß, 2003).             

Therefore, it is evident that the entreployee needs further exploration in order to answer the               

research problem. Investigations should then be conducted in organisations who implements           

a strategy where the recruitment of talented individuals is acknowledged. 

 

 

2.7 Conclusion 

The historical events that took place during the industrialisation period has generated a new              

form of labour-power. The entreployee and managerial methods of indirect control have            

given rise to an intensified working culture which disrupt the traditional boundaries between             

personal life and work. Pongratz and Voß (2003) formulates an attentive investigation to             

present the parturition of the entreployee. The associations with the dynamics in which the              

culture of enterprise influences the people in society plays a major role as the entreployee’s               

characteristics derives from the identity of the self-entrepreneurial employee (Bröckling,          

2015). However, the prominence of remote work, continuous improvement of oneself, and            

blurry boundaries between work and personal life might have different impacts on the             

entreployees. 

 

By cross-examining scientific papers from separate fields, it is clarified that the entreployee is              

reinforced through the organisational practices of talent management. It can be presumed that             

TM research have disregarded the health concerns found in the studies of identity regulation              

and mobile work. Therefore, this study intends to examine how the entreployee is affected              

within an organisation aligning with TM practices throughout a perspective which is            

independent from the bias of top-management’s statements.  
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3. Research Design 

3.1 Research Question and Purpose 

The purpose of this study was to investigate the entreployee in a real life context in order to                  

grasp how individuals respond to the flexibility and responsibility requirements set in            

organisational environments. The insight that was provided to the academic field was an             

in-depth analysis of the entreployees’ and the different conceptions of the experiences they             

have encountered. Our research question aimed to answer what the implications of being an              

entreployee in an organisation and increase the awareness regarding their own perceptions. 

3.2 Research Approach  

When conducting a study there are two fundamental research strategies, namely quantitative            

and qualitative research (Slevitch, 2011). The primary difference in these research approaches            

is the epistemological and the ontological philosophical assumptions (Slevitch, 2011).          

Further, quantitative and qualitative research strategies differ in how the research is            

conducted, qualitative research uses verbal and written data, while quantitative research is            

based on statistical measurements to draw conclusions (Slevitch, 2011). Quantitative          

methodology is characterised by using experimental methods, hypotheses are introduced,          

later tested and lastly verified (Slevitch, 2011). This study did not take a quantitative              

approach as a qualitative approach is more suitable, considering that interviews were used to              

analyse opinions and experiences in the chosen organisation. Moreover, an inductive           

approach usually depends on qualitative methods and takes an interpretivist viewpoint which            

implies that the researcher can establish another point of view from the individuals             

perspective to how they perceive the world (Bryman & Bell, 2011). 

 

This study used a qualitative methodology approach through conducting a case study which             

consisted of a detailed examination of a specific phenomenon in its context (Merriam, 2010).              

In the case of this study, the employees in one organisation were examined. When              

determining which methodology is appropriate for the study, there are two philosophical            

assumptions which needs to be understood, specifically, ontology and epistemology          
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(Slevitch, 2011). The ontological perspective holds that reality is socially composed, and its             

configurations are in a state of constant alteration (Slevitch, 2011). Epistemological           

assumptions uses evidence from field studies in a subjective manner and investigate the             

knowledge acquired. Peculiarly, epistemological assumptions questions how a phenomena         

can be investigated, the nature of affiliation in between the known and the investigator and               

the legitimacy of certain knowledge (Slevitch, 2011). Epistemology is a philosophical           

assumption of knowledge, what counts as valid knowledge and how it relates to the              

researcher and the research subject while ontology is a philosophical assumption to inform             

how people perceive reality (Bryman & Bell, 2011). Thus, in a qualitative approach the              

ontological perspective accentuates that there are several reality and not one, based on the              

individuals perceptions (Bryman & Bell, 2011). Epistemology emphasise that findings of a            

phenomena are reliant on the individual's judgment of the truth (Bryman & Bell, 2011). 

 

In order to reach an understanding of the subjective experiences the entreployee will disclose,              

an epistemological interpretivist approach is feasible (Bryman & Bell, 2011). Interpretivism           

is the most common research paradigm linked to qualitative studies as the aim is not to                

establish a definite and common truth but instead focuses on finding multiple interpretations             

and elucidating different ways of viewing the collected data (Bryman & Bell, 2011). On the               

other hand, the interpretivist paradigm has drawbacks, in which the researcher inevitably            

brings their own experiences which may influence the study's results (Bryman & Bell, 2011).              

Thus, the perspective the researchers carry when conducting the study must be taken into              

consideration during its course (Bryman & Bell, 2011). Contrarily, the epistemological           

positivist stance believes that reality is objective, meaning that there is only one true reality               

and that everyone shares the same (Bryman & Bell, 2011). Positivism strive to attain              

knowledge based on making mathematical and statistical models for how different behaviors            

relate to each other (Bryman & Bell, 2011). It is mainly through quantitative methods the               

research is conducted for the reason of being detached from the participants (Bryman & Bell,               

2011).  

 

Furthermore, in opposition to the epistemological assumptions, ontology has two main           

positions, that is constructivism and objectivism (Bryman & Bell, 2011). Constructivism           

suggests that all learning is guided by the individual's past experiences, which in turn shapes               
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the knowledge structures of the human interior (Slevitch, 2011). In other words, the             

established personal views of the world varies from individual to individual depending on             

personal interests, previously established knowledge, and experiences (Bryman & Bell,          

2011). Objectivism is an ontological position which entails that social phenomena and their             

significance have an existence that is independent from social actors (Bryman & Bell, 2011).              

Thus, objectivism implies that individuals encounter social phenomena in the form of            

external facts that they cannot influence (Bryman & Bell, 2011). 

 

An epistemological approach aligned with this study's purpose and offered unnoticed details            

when attending to the entreployee’s with a different line of reasoning than the traditional              

approach (Bryman & Bell, 2011). Furthermore, it enabled an opportunity to advance the             

knowledge about the entreployees in a practical setting and then translated it to a concept of                

theory applicable for future research (Bryman & Bell, 2011). To grasp the individuals             

implications in the organisation, and the continuous self-developing mechanisms induced by           

an increased responsibility, a sense-making process is relevant to reach an understanding of             

their experiences and perceptions (Merriam, 2010). In this regard, a qualitative research            

strategy accommodated the study’s aim (Merriam, 2010). 

 

The philosophical assumptions which guides the study's theoretical approach is defined as the             

methodology, which suggests what suitable methods to use for the study’s purpose (Slevitch,             

2011). Thereby, the methodological part leads the determination of which methods that are             

appropriate for conducting the study (Slevitch, 2011). There are two main research            

approaches, namely, deductive and inductive (Antwi & Hamza, 2015). Deductive assumes           

that one or more premises that can be found to be true and based on these draw a logical                   

conclusion about what should apply in the general case, which is more commonly used in               

quantitative study (Antwi & Hamza, 2015). Inductive approaches attempts to create a valid             

theory based on generalisation, mostly used in qualitative studies (Antwi & Hamza, 2015). In              

this study an inductive approach was used, to develop new concepts or ideas from the               

empirical material.  
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3.3 Operationalization of the Research Question  

As previously stated, the research question in this study examined the following research             

question:  

What are the implications of working as an entreployee in contemporary organisations? 

 

In order for us to carefully attend to the investigation of the overall research question, we                

decided to section it into two sub-questions: 

 

1. What is the entreployees perception of work? 

This question aimed to identify how different types of entreployee’s perceive work, what they              

believe is an essential element at work and why it is considered important. The interview               

questions that aimed to capture the aspects of the sub-questions was interview question             

number 1, 3, 4, 5, and 6 (See Appendix A) 

 

2. How does the entreployee respond to the arrangements at work? 

This question intended to understand their experiences from their current work situation, to             

grasp their emotions and incentives in relation to work. Interview question enabling the             

collection of insight which can answer the sub-question was number 1, 3, 2, and 4 (See                

Appendix A) 

 

3.4 Case Study  

Case studies allow an in-depth perspective into the subject from a specific organisation or              

group and enables authors to examine a phenomenon which have might not have come to the                

surface; especially when the barriers among the context and phenomenon are diffuse (Tsang,             

2014). In order to explore the research question properly, a case study was chosen to analyse                

the findings in one organisation. Case studies make it possible to describe things in detail,               

compare alternatives or explain certain aspects of a situation (Bryman & Bell, 2011). By              

using a case study it can enhance the understanding of the day-to-day practices and the               

implications for which the employees are exposed to in depth (Bryman & Bell, 2011). The               

information will be used to understand the underlying effects of what has been observed              
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previously in this study. Furthermore, case studies have been criticised for being weak in              

generalisability, but case studies should be based and judged on the transferability of the              

findings of the study (Tsang, 2014). One misunderstanding from case studies is that it can be                

biased and interpretations interfere with the conclusions that are made in the study (Tsang,              

2014). On the contrary, an advantage of a case study is that the phenomenon, to be                

investigated, can be addressed directly as it unfolds in practice for the researchers (Flyvbjerg,              

2006). 

3.4.1 Selection of Organisation and Participants 

By adopting the theoretical model of the entreployee (Pongratz & Voß, 2003), the aim was to                

collect data from the entreployees in one organisation operating in job-sectors where an             

entreployee is claimed to be found. These sectors include: “service economy, IT-sector and             

cultural professions” (Pongratz & Voß, 2003: p.247). Our chosen organisation was a global             

software solution company with an annual revenue over 500 million euros and have             

approximately 3000-3500 employees worldwide (See Appendix F). The chosen company          

offers several software programs for sectors such as public services, professional services,            

education, and financial services. The reason for collecting data from employees in this             

specific company, was that it aligned with both the service industry and the IT-sector, where               

an entreployee could be found as suggested by Pongratz & Voß (2003). Furthermore, this              

organisation was chosen because it applies a talent oriented strategy which enables the search              

for entreployees within the organisation.  

 

The organisation was selected to examine the impact on the employees experiences and 14              

individuals were selected to participate in this study. The participants had consultants roles in              

different departments in the organisation and were also in different age groups. According to              

Stevanin (et al., 2019), in today's contemporary society there are four types of generations in               

the workplace: Millennials (born 1981-2000), Generation X:ers (born 1965-1980), Baby          

Boomers (born 1946-196). These are the generational groups that were used in this study to               

understand if there were any valuable insights that could be gathered. 
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3.5 Methods for Data Collection 

As this study took an epistemological research approach with a qualitative research strategy,             

interviews were a fundamental part in this study (Alshenqeeti, 2014). For the sake of              

assessing the entreployees own claims and standpoints, face-to-face interviews allowed an           

opportunity for the individual to express their experiences and possible concerns           

(Alshenqeeti, 2014). Thus, qualitative interviewing was flexible and generated         

comprehensive information about the participants being studied (Bryman & Bell, 2011). 

3.5.1 Semi-Structured Interviews 

The interviews were semi-structured with 6 prepared questions that guided the course of the              

interview (Bryman & Bell, 2011). Since the study’s research question cannot be given a              

direct answer, dialogues were held in order to interpret the meaning behind the conversations              

held in the interviews. Therefore, the structure of interviewing was well suited to gather              

detailed data as it was flexible for the participants (Alshenqeeti, 2014). The questions were              

pre-formulated, yet there was room to ask follow-up questions if needed (Alshenqeeti, 2014),             

which created potential for the individuals to fully express themselves (Turner, 2010). Even             

though the advantages of semi-structured interviews are vital to this study, disadvantages            

must be taken into consideration. When asking the participants in-depth questions regarding            

their perceptions at work, they might have felt as if their work could be compromised, and                

also question the full anonymity of the study since the interviews were recorded. These              

methods are also more prone to become swayed by subliminal bias and interpretations taken              

out of context, which were taken into consideration when collecting data in this study              

(Alshenqeeti, 2014).  

3.5.2 Questionnaires 

For the reason that methods can be mixed and not methodologies, this qualitative study              

applied questionnaires to attain surface knowledge about the participants (Slevitch, 2011) The            

purpose of using questionnaires in combination with interviews is that the interviewer            

becomes familiar with the topic, which can loosen up the mood before the in-depth interview               

takes place (Bryman & Bell, 2011). Additionally, the surface-based answers from the            
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questionnaires provided straight-forward data about the participants educational background,         

gender, generation, and relationship status which were noteworthy when analysing how they            

might be affected differently by being an entreployee.  

3.5.3 Sample Size  

In the beginning the plan was to interview 10 individuals within the organisation. However,              

during the data collection process we discovered that 10 participants was not sufficient for              

analysis and decided to interview 4 more employees. In total there were 14 interviews in               

total. These interviews had 6 prepared questions and took approximately 30-55 minutes to             

discuss. All interviews and questionnaires were given in Swedish and further transcribed to             

Swedish and then translated from Swedish to English. Finally, questionnaires were given to             

the participants as the interviews were undertaken (for more information regarding sample            

size and participant information see Appendix E and Appendix F) 

3.5.4 Translation  Process 

The language that was used in the interviews were conducted in Swedish and also transcribed               

to Swedish. Since the authors who conducted this study are fluent in both English and               

Swedish, there were no difficulties in translating the transcripts from Swedish to English.             

According to Temple & Young (2004), if both researches are fluent in both languages it               

creates opportunities in the form of understanding the actual meaning behind a phrase or an               

expression, which enacts legitimacy in their claims and arguments. There were also an             

opportunity to check the validity of each translation, since both authors cross checked the              

translations together to interpret what the interviewees meant, and it was translated to match              

the English version of what was said. Since an epistemological approach was endeavoured in              

this study, an attempt was made to be as objective as possible in the translation process;                

which Temple & Young (2004) claim does not matter who does the translation if the               

researcher intends to be as close as the truth as one can. In this thesis, lexicons and                 

thesauruses were frequently used when any uncertainties of what a particular phrase actually             

meant.  
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3.6 Data Analysis  

The method that was used to analyse the findings in this thesis was a qualitative thematic                

analysis. Thematic analysis is an approach used in qualitative studies to identify, structure             

and interpret “key themes” in collected data (King & Brooks, 2018). Thematic analysis can              

be described by merging expressions from the empirical data, in order to create themes from               

the data collected (Braun and Clarke, 2006). Using an inductive approach on thematic             

analysis implies that the researcher does not have to categorise the data in advance. The               

chosen empirical material functioned as a whole and was organised based on the information              

it carried, therefore the data items were not separated.  

 

Braun and Clarke’s (2006) method for conducting a thematic analysis consists of the             

following six steps. The first step is to familiarise oneself with the data and determine the                

actual meaning behind each interview (Braun & Clarke, 2006). The process in this study              

switched between transcribing the recordings and listening to the recordings repeatedly to try             

and understand what was essential in the material. The second and third step in the analysis                

are according to Braun and Clarke (2006) creating primary codes and later, to search for               

themes in the coded extracts. The codes were put together with the relevant extracts and in                

total there were 203 codes found which were narrowed down by choosing the ones which               

seemed interesting due to sequence, frequence and the expressed importance by the            

participants. When the final codes were selected, they were refined in order to narrow down               

its ambiguity and scope even more. Additionally, step four consisted of organising and             

reviewing the themes (Braun & Clarke, 2006). The refined codes were put in a new document                

without their extracts, and codes were put together based on its similar meaning which was               

afterwards visualised in a thematic map. All codes were first organised into two main groups,               

which became the main themes of the study, and later organised into their specific sub-groups               

of codes. The code groups were compared to other code groups to find linkages between               

them and their overall fit in a mind map. Finally, on the fifth step, the themes were defined in                   

order to avoid redundancy, which emerged into two main themes and five sub-themes. Lastly,              

step six consisted of reporting the findings, and the themes manifested were presented and              

analysed. 
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3.7 Critical Reflections 

3.7.1 Trustworthiness  

According to Lincoln & Guba (1985) there are four criterias needed to attain trustworthiness              

when conducting a qualitative research study: 

 

Credibility of the study can be linked to how social reality is described and analysed,               

credibility in the results is created by conducting research in accordance with the rules that               

exist and that the results are reported to the participants who were a part of the study (Bryman                  

& Bell, 2011). The findings of the study should represent valid certainty of the how the                

interviews were interpreted and result in confidence for the research findings (Bryman &             

Bell, 2011) (Nowell et al., 2017). The extracts and the process for creating the themes can be                 

found in the analysis and further information can be found in Appendix H and Appendix I                

which were the grounds for presenting the results. The participants have been given the              

opportunity to take part of the results in the study in order to achieve the requirement of                 

credibility (Lincoln & Guba, 1985).  

 

Transferability is how transferable the results are to another environment, by providing            

relevant evidence in the study which can be applicable (Bryman & Bell, 2011). According to               

Lincoln & Guba (1985) they call a’’thick description’’ the ability for researchers to provide              

enough evidence from the data collected, to allow judgements about how transferable the             

findings of the study are to other environments. In order for others to make judgments on                

how transferable the results are, the assumptions made in the study are described and              

motivated broadly to allow other researchers to determine the transferability of the study,             

which can be found in the development of the themes (Appendix H) and the mind map                

(Figure 1). 

Dependability refers to how the study ensures that the records of all the phases for the study                 

are accessible and allowing others to audit and criticize the research processes. (Bryman &              

Bell, 2011). Consistently in the study implies that the results are more dependable and that               

the results can be replicated into other similar contexts if other scholars analyzed the same               
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data (Merriam, 1998). To ensure the dependability of the study each process has been              

documented and allows other researchers to reiterate similar findings. In the study there are              

numerous documentations that confirm how the research was conducted, which include the            

interview transcripts, data collection technique, and the selection of participants (Bryman &            

Bell, 2011). 

Confirmability enables the findings of the research to be verified by other scholars. The              

results that are presented in the research must convince the reader that the data is interpreted                

in a correct manner in order to draw relevant conclusions (Bryman & Bell, 2011). The study                

has confirmed that the interviews have shaped the findings by documenting and checking the              

data several times before interpretation, rather than the researchers biases. Since the study             

was conducted in pairs, it enabled the authors to cross check the interpretations several times.               

The study has further been peer reviewed two times during the research process. For the               

requirement of confirmability to be fulfilled, the establishment of dependability,          

transferability and credibility  need to be met (Lincoln & Guba, 1989). 

 

3.7.2 Research Ethics 

We had in mind that our personal values and opinions could characterize both interview              

questions and our actions towards the interviewees, and thereby taken the ethical aspects into              

careful consideration. Thus, we have endeavored to achieve the following four principles of             

research ethics suggested by Bryman and Bell (2011):  

 

1. Whether there is harm to participants. 

2. Whether there is a lack of informed consent. 

3. Whether there is an invasion of privacy.  

4. Whether deception is involved. 

Table 2: Four principles of research ethics  

(Source: Bryman & Bell, 2011: p.128) 
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We have informed the participants of our intention with the study since we have found it                

important to protect their rights. At the beginning of each interview, we therefore clarified the               

purpose of the study for each participant, in compliance with the first principle of whether               

there is harm to participants.  

 

In order to achieve the consent requirement, we clarified that the participation was voluntary              

and that the participant had the right to skip answering a particular question, cancel the               

interview, or were welcome to ask us of any uncertainty (Bryman & Bell, 2011). However,               

none of the participants used the opportunity to interrupt or to refrain from answering a               

specific question.  

 

We consider ourselves to live up to the invasion of privacy requirement, which means giving               

the interviewees anonymity and protection from the illegal use of their information, since we              

have been able to assure our participants names, personal data such as the recordings and               

information about the workplace remained anonymous (Bryman & Bell, 2011). 

 

The purpose of the fourth principle, whether deception is involved, is for the participants to               

feel confident that their story will not be exploited and that their story is reported truthfully in                 

the study (Bryman & Bell, 2011). We have made it clear to our participants that the interview                 

material was only used in our thesis. 

 

In summary, our view is that the participants are at little risk of being harmed by our                 

research. We have tried to discuss sensitive matters during the interviews as smoothly and              

respectfully as possible and we did not intend to criticize anyone's working methods or point               

of views. Respectively, we believe that we have made sufficient ethical considerations for             

what is required for this type of research study. 
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4. Analysis and Findings 

As this study aimed to take an epistemological inductive approach to investigate the research              

question, a thematic analysis was chosen. As mentioned previously, thematic analysis enables            

the researchers to deal with a large set of data (Nowell et al, 2017), and as this study collected                   

data from 14 interviews it was a feasible choice. Before the analytical process began, a               

decision was made to take distance from the previous literature, the data collection questions              

and the research questions to immediate a data driven analysis to be merely data-driven              

(Braun & Clarke, 2006). Two broader themes and five sub-themes emerged from the             

collected data which later were analysed in the following chapter: 

 

 

Figure 1: Thematic map 
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4.1 Theme I - Community 

The first main theme that surfaced from the codes highlights what the participants believe is               

of value at work. In the conducted interviews, openness and unity were mentioned on              

numerous occasions by all the participants. Hence, openness and unity became two distinct             

sub-themes within the overall theme, Community. Both sub-themes points to the significant            

aspect of what they perceive is important for creating a well-functioned working            

environment.  

4.1.1 Sub-theme: Unity 

Unity was the most prominent sub-theme that became evident during the initial phases of              

analysis, and it refers to the aspect which the participants believe is crucial for enabling a                

setting where you want to stay and work in because of the atmosphere and social bonds one                 

forms with colleagues: 

 
“If I compare it to my friends who have similar jobs, it is another culture there, you work very                   
individually, but here it is more like a group. It feels more like, not a family, that sounds                  
cliché to say, but you have some form of unity.” - Participant 6 

 
“I am very satisfied with my colleagues, we sit in a group up here, with those who went the                   
trainee programme before me and after me, it is a fun crew, we have a great time together.                  
When I sit with them, I have a fun time at work.” - Participant 3  
 
“I enjoy the culture and the colleagues. I have learned a lot, I have nice work tasks and nice                   
colleagues. It is a good culture, where you help each other, if you have time you help other” 
- Participant 14 

 
“It is when you feel that you belong to a team, it is quite important [...] team spirit is optimal                    
in a workplace, that you feel that you are part of a bigger thing, colleagues are very                 
important.” - Participant 2 

 

Some participants even expressed that work tasks, salary and job title is not as important as                

the social bond one has with their colleagues. Thus, many chose to stay in the organisation                

for the sake of unity:  
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“It is vastly pleasant people you work with here, and that is crucial to feel good and come to                   
the workplace. Yes, to have a friendly atmosphere, then your working tasks can be both               
enjoyable and dull, but so is the case for all jobs.” - Participant 11 

 
“The colleagues are among the most important thing, so what I am working with does not                
matter. I have been thinking about another organisation like the Red Cross, but it is usually                
worse to work there, you have another mentality there.” - Participant 8 
 
“Many people receive phone calls frequently and it is very easy for someone here to change                
and get a new job, or it is extremely easy. It is really just about answering the phone and go on                     
a job interview. At the same time, I have heard that the salaries here are lower than average,                  
but despite that, people have chosen to stay because of strong unity.” - Participant 12  

 
“There are many companies who offer better salaries and such, but, I have really thought               
about that because that is actually a discussion that we have, in between us colleagues. But no,                 
not really, not as it is now. I am very pleased and I think that it is a very good company even                      
if, and I am very pleased with my colleagues and I feel that if I chose another company, where                   
I know that pressure is more intense, they work by provision and might have higher salaries, it                 
does not feel worth it than a company where I know that I am safe and such.” 
- Participant 1  

 

An intriguing facet was unveiled in the answers from the participants when justifying why              

they stayed with their current employer. What was frequently brought up was their perception              

of other organisations in comparison to their own. From the quotes above, other organisations              

are perceived as more individualistic (P.6), the pressure is more intense (P.1) and that all jobs                

will consist of boring work tasks (P.11). The participants then, perceive that other             

organisations lacks a sense of unity which they believe is a powerful attribute that makes               

work worthwhile. Also, even if employee relationships are crucial for making the work-life             

more cherished, the perception of work in other organisations is viewed as unfamiliar, which              

is why they have judgements of themselves as being unprepared to change to another              

employer: 

 
“And also that, if I compare with my friends who have started to change jobs now after three                  
years, they have like gotten tired, I kind of feel like I do not know anything.” - Participant 3  

 
“At first, I might probably think that I would rather change during high season, but on the                 
other hand, is quite nice here too, it is a quite good culture, the grass is not always greener on                    
the other side, you quickly realise that you do have it good here after all.” - Participant 4  
 
“As I have not worked here long enough and absolutely, in about 10 years then I might                 
probably change, but as it is now, I feel that I have not worked here long enough to feel                   
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comfortable with the software system that I would want to change to something elsewhere              
they would set higher expectations on me because I do not know the system well enough.” 
- Participant 1  

 

While unity is a representation of the pleasant atmosphere which they believe is produced              

through social interactions, it also gives them a sense of security where they can get               

assistance if needed to complete work tasks. It then explains why unity is central and               

individuality is viewed as a negative opposite, found in other organisations:  

 
“If it is like ‘I do not really know what I should do’ then it is awful. Often, there is someone                     
you can go to and get help. That is why I am very comfortable here, if I experience those                   
kinds of problems, I have mostly gotten help.” - Participant 3  

 
“When I do encounter problems, then I know who I should turn to in my team.”  
- Participant 2 

 
“I believe that if i am not doing what I should, then someone will tell me what to do instead,                    
or what i should better in such cases.” - Participant 6 

 
“Even if it is not their customer, they really help you, so it is really yes, I believe they are                    
super good at that in that way. You really help each other out.” - Participant 1  

 
 
As unity implies helping each other out when needed, some participants expressed another             

point of view regarding solidarity at work, in which it was not perceived as reciprocal: 

 
“In the beginning, you got a lot of help and now it is so that you give help more than you                     
receive, but it evens out.” - Participant 14  

 
“With my work I want to help people. That is what I want to do. For my own part, I give 80                      
percent and receive 20 percent back in this company. [...] It is all about giving and taking.                 
That is what I meant with the 80/20 percentage.” - Participant 13 
 
“I think that I give more than I receive back many times. After all, people who you help, you                   
cannot always count on them helping you back. It is a pity. But then if you expect that, you                   
are quite naive [...] It is perhaps more on a personal level that you show empathy and want to                   
help if they need it, but it is not always reciprocal, but everyone is different as a person.” 
- Participant 12 
 

From the extracts above, unity amongst employees is recognised as notable, but in practice, it               

is not always the case for all the employees within the organisation. When it was expressed                
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throughout the interviews that others might not live up to the custom of unity in the way they                  

perceive it should be carried out, the interviewees were asked what the reason could be.               

Different answers were given that predominantly pointed to the different conceptions           

employees might have of what one's job role involves: 

 
“It depends on how you view your job role, some people think that it is their job, but we help                    
each other all the time in the daily work activities or when colleagues have questions and                
thoughts and need solutions and I think that it is included in our job role. So, maybe it is                   
actually not beyond your role, but some would say that it is” - Participant 5 
 
“My role is more like an internal support system linked to the product, or our products and                 
services, than what the sales people are. They are more like sales people, traditional sales               
people. My role as a consultant works more like an internal support system.” - Participant 6 

 

The reported statements of why the participants believe that it is included in the job role for                 

some, and for others not, was clarified from another angle considering internal competition: 

 

“We do not have anything which motivates us to compete, we do not receive a carrot for it,                  
we have a fixed monthly salary, unlike the sales people.” - Participant 2 
 
“Regarding competitiveness, the organisation has been considering to create a bonus model            
for the consultants, but it has never been actualised. Then competition might become             
attractive, if the projects are lucrative. [...] There already is one department that has a bonus                
model.” - Participant 9 

 

From the responses, the role of an employee, who does not serve a sales function, requires                

some form of unity because their work arrangements are fundamentally different which            

stipulates them to support each other to complete a task. Competition is not present for the                

other employees because there is no system of reward which can prompt a condition as such.                

Unity for the respondents then mean viewing one’s role as a support system for other               

colleagues. In addition, when the participants were asked about working remotely, it was             

claimed at first that you gain a lot socially by working in the office instead of working at                  

home: 

“It is dull to sit at home all day, then there are also people who you can get help from if there                      
is anything. Both social and competence.” - Participant 14  
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“The colleagues are nearby [...] We have chosen to sit in the same room where there is a good                   
dialogue between us [...] We sit with the same tasks and thus, can support each other on a                  
daily basis. It is a nice atmosphere.” - Participant 9  
 
“I think that you gain a lot socially by being at the office” - Participant 3 
 

On the other hand, they also said that they do work from home, from time to time, because                  

they believe that they lose focus on important work tasks when colleagues are interrupting              

them for various reasons: 

 
“Sometimes, but then I think, I am very social so I would not like to sit at home by myself.                    
On the other hand, you become more efficient when you work from home, you work more                
efficiently because you have no one to talk to.” - Participant 5 

 
“No, not that I prefer it, but it is very nice because I love to be at the office, you do meet your                       
co-workers and such, but it is very nice if you, for example, have something important to do.                 
To not get disturbed. [...] I do have a place where I sit often, with headphones and that, but                   
someone always comes and asks a question or starts talking with you ‘do you want to go for a                   
coffee?’, ‘should we go grab lunch?’ or something. Then it would be nice to just be able to sit                   
at home and focus when you need it.” - Participant 1  

 

Therefore, contradictions are evident as they value social relationships at work, but they             

believe that socialisation at work should be kept at a moderate level, as it might compromise                

one’s ability to remain productive. In order to not lose this form of unity, they instead have                 

figured out another way of socialising. For example, it was previously mentioned that they              

chose to sit together and help each other with various projects (P.9), but having coffee breaks                

together or creating a book club during lunch hours was also a way to socialise at work:  

 
“No, we eat lunch together and we usually sit in this conference room and then we then we                  
talk about the book and get into all sorts of different things about that book. Then, we discuss                  
other books if someone else has read something else.” - Participant 11 
 

In another discussion about socialising with colleagues, the participants stated their views on             

why they believe they were hired and if it was based on personality or previous skills:  

 

“I do not really know. No, but of course, I felt quite quickly when they knew what I had                   
studied and worked with before, that they were interested. So that was the most important               
thing. The personality obviously plays in, but it was not what they looked at from the start.”  
- Participant 14 
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“My qualifications, that I knew the system, got me here. Although, I do not know if my                 
personality also fits in here, but it was what made me end up here, or that I got the job.”  
- Participant 1 
 
“My competence, I believe. We had to do a test, and you must have a particular profile to fit                   
in as a consultant. It is a big difference to come and work from another place to work as a                    
consultant.” - Participant 2 

 

Many claimed that it was the qualifications that could be the predominant cause to attain a                

job in the organisation. At the same time, several participants mentioned that the hiring              

process involved “fitting in” into the existing organisation, asserting that personality is a             

significant feature: 

 
“No, it was both, because I sat in a long interview with the CEO, so I think that it was both                     
actually. They were careful to choose people who fit together. He was good at hiring.” 
- Participant 5 

 
“The first time I met the person who hired me, I felt an instant click, in terms of values, that                    
you work at a company where you feel at home. [...] only the very best are recruited.”  
- Participant 9  

 
“We have people with different backgrounds, everyone fits in here, one is tolerant and open to                
other people.” - Participant 6 

 

Fitting in the organisation depicts a person who is open and tolerant (P.6) and carries similar                

values as the rest of the people within the organisation (P.9). Unity involves making work               

more pleasant and worthwhile through the creation of strong personal bonds with colleagues,             

which induces them to share common goals and to work together for success.  

 

4.1.2 Sub-theme: Openness 

In extension to the broader theme community, openness was the second sub-theme captured             

from the consisting data, which was a recurrent term used to describe the organisational              

culture: 

“There is a good atmosphere between managers and all other levels. People do not look down                
on each other and you can say what is on your mind and you can joke with each other in a                     
tougher way without worrying about anyone getting upset or going to the boss to say ‘such                
and such said this’. So it is nice to have such an environment.” - Participant 11 
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“Everyone is not the same here but most of them are basically team-players in some way, it is                  
actually common sense, sensible people, no weird people.[...] It is very prestige less and you               
can express your opinions freely.” - Participant 6 

 

“WOW, but I do think that this is a super good workplace, in that way, but think with                  
communication we are very open with as mentioned. So, in that way it is very good, and you                  
can speak with anyone and ask questions and such and everyone is very open.” - Participant 1  
 
“Yes I do believe I am an open person. I just say what I feel outright.” - Participant 5 

 

The essential element of openness calls for efficient communication which they believe            

enables transparency and tolerance between co-workers in the organisation. It was viewed as             

a positive factor for many instances, such as how they cooperate, how feedback is              

approached, and how they can express their opinions without hesitation or worry about             

crossing any authoritarian boundaries. What became accentuated was that they used openness            

to describe the cultural impact Swedish values have on the organisation culture and their              

interactions amongst each other: 

 
“As you can express your opinions freely, when top-managers informs us about an             
organisational change, they cannot just assume that it will change. Likewise, in projects, if              
you are confronted by different opinions it is naturally brought up and then you discuss what                
we think is best and how we may solve it. It is not a hegemony in any way, either by project                     
managers, executives, or the consultants; it is resolved in a traditional Swedish manner.”  
- Participant 6  

 

“Sure, it has happened that I have received negative feedback, but usually, Swedes are afraid               
of giving negative feedback, they try to do it in a nice way, not trampling on someone's toes, I                   
have not been experiencing anything like that.” - Participant 2 

 

“You mean that the ‘Law of Jante’ prevailed, or took over? Everyone congratulated me for               
the project success on this floor, it was inspiring. [...] We have a playful tone if two have an                   
ongoing project. We are good through a European perspective, as we have had a lot of                
international projects.” - Participant 9  

 

“I would say transparent information, leadership that does not sit and take several steps of               
decisions in another country. [...] In Sweden people want to talk and maybe too much               
sometimes. I love to make things more efficient. A completely different dialogue than in              
many other workplaces, that I would be pleased with.” - Participant 8 
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Throughout the interviews, openness was quickly captured as a quality each participant            

appraise and places a high value on.The impression that openness is desirable grew in the               

responses declaring dissatisfaction with a lack of openness in the organisation. In this             

particular case, the participants expressed their concerns of openness regarding the           

decision-making processes in relation to cultural implications:  

 
“The culture has a great impact. German executives points to how things should be according               
to them, and they have decided that you should be part of this particular group, and so you                  
ask, ‘are we not supposed to solve this problem in this way instead?’ Then they tell you, ‘You                  
do not have to worry about it since it is our responsibility now’. [...] That is why I changed my                    
role, there is a lot that cannot be changed as we are a globalized company and they did not                   
respect our considerations [...] and so, I decided to leave my manager position.”  
- Participant 8 

 

“It was a decision that came from top-management and they had not done their homework on                
what the conditions were. I had completed the project as they wanted. I was a Nordic project                 
manager, but the main project manager sat in Portugal this time. They did not handle it                
properly. [...] We were clear and made a list of requirements, it failed as they had not taken                  
into account the local deviations. I know what to prioritize first, the so-called gap.”  
- Participant 9 

 

A lack of influence in decision-making processes is a result of the different cultural values               

inherited by individuals which become visible while working in international projects. What            

is not stressed as a concern when working on an international level, is the language barriers                

when communicating with another person with different cultural values. It is rather voiced             

that the cultural clashes occur amongst executives, managers and employees when openness            

is not conducted in alignment with their Swedish values and perceptions.  

 

In the beginning of the interviews, openness could be linked to positive connotes regarding              

the values they appreciate within the organisation. At the same time, it quickly steered into               

the conversations of conflict and improvements at work. As previously mentioned, a lack of              

openness is unfavourable and when discussing both feedback and cooperation, several           

answers were presented; each pointing to the employees lived situations where they perceived             

that poor communication generates issues at work for the employees: 
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“No, but I think that it has worked out well, but in some specific instances you might have felt                   
that you do not work that well together [...] One time when I felt it, you email someone and                   
that person does not ‘CC’ you, and stuff like that. Bad communication. [...] The person was                
about to teach me and the person is a senior. If I ask and do not receive an answer, it is                     
impossible to work.” - Participant 3 
 
“Among other things, things are concealed. For instance, when they assign you with a new               
case, and then you sit with it for 4 hours, instead of the consultant sending you everything                 
they have worked with in advance so that you instead, can sit for 30 minutes. Everything                
takes more time than necessary.” - Participant 10 

 
“There are certain things within project management, where we do some risk assessments,             
which needs to be improved. Although, I understand, you have to communicate it. Those who               
have influence should map it out in order to avoid negative impacts.” - Participant 9 

 
“It depends on what you are working on, I am currently working with a customer who needs                 
to implement a special functional requirement. With that department, who works with this             
specific function, the collaboration is not working between us. It is more like two separate               
companies working against each other instead of supporting each other.” - Participant 7 

 
“You have to do it in a friendly way. If you are my colleague, I would want you to speak                    
directly with me, instead of becoming a customer and report it as a customer case on the                 
portal and use the platform instead of coming to me. This is what we have problems with, in                  
this company [...] If we talk about projects and it is not carried out friendly from the start,                  
otherwise problems occur.” - Participant 13 
 

Poor communication to the participants leads to an absence of openness, which eventually             

damages the unity between the employees. When communication is not transparent and            

straightforward, employees consider themselves as not equally respected as they should be,            

which negatively impacts their ability to sufficiently carry out the project tasks they were              

assigned with. In addition to the failure of providing openness within the organisation, a              

noteworthy attribute was called for in the participants complaints, suggesting improvements           

at work:  

 
“Yes, I would probably say a better structure. I really enjoy lists (laughs) and that is                
something that I want more of. That you, the project manager, we do have a project manager,                 
that they maybe could be more structured. Some have really, or good structure, but some have                
absolutely none. That you have it more open, that you can see ‘okay, this is what we have left                   
to do’, so that they can go in and easily check what another person has to do.“ - Participant 1 

 
“I like people who have structure and organisation so that I know what to do, I get more                  
comfortable then.” - Participant 3 
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“Unclear information about what happens, what the organisation is striving towards, which I             
either did not have access to, and it was not clear what the vision and goals were. It lead us to                     
a situation where we did not have any basis about where we were going and why some things                  
were done, which for me became a bit challenging .” - Participant 8 

 

“It is not as well structured as it should be at all times. There are things to wine about, I whine                     
too. We have internal processes, taking too much time between different departments, that             
does not work.” - Participant 14 

 

Here, the attribute which was used in many cases demanded some form of structure, by               

which it is clear and open of what should and need to be done. Which leads to another aspect                   

of openness that is important to address, that is to say how openness does not need to be                  

explicitly stated information or claims in conversations: 

 
“You see your colleagues quite rarely, like in my group many of them can be on a client                  
errand constantly or work from home and you do not actually see all of them, which makes it                  
difficult to exchange experiences when they are not around for most of the time. It is both                 
good and bad because we can work from home, but you can wish that more people were at the                   
office and more visible so that cooperation could be better.” - Participant 7 
 
“Personally, I usually get what I need. We have different channels, we have a forum, we have                 
emails, and now we have a community. Even if you do not manage to get a personal contact,                  
there are other channels to use for reaching out to others.” - Participant 10  
 
“I am not a competitive person. I would rather help others than to sabotage for others. I do not                   
have a need to be the best, I have never cared about being the best. I share my knowledge with                    
others but I know that not everyone is like that.” - Participant 5 

 

From the perspective on the importance of sharing knowledge, openness involves all forms of              

communication, including verbal and non-verbal communication, such as written words or           

visual body language. When knowledge sharing is an important part needed to complete             

different work tasks, working from home creates difficulties to transfer knowledge amongst            

employees. Participant 5 mentioned an interesting aspect of knowledge sharing, by claiming            

that everyone is not inclined to share information with others. The participant was asked if               

there is any competition amongst the employees in order to add details to this claim: 

 

“Well, not in that way. But on the other hand, I do know people who withhold their                 
information, and that is another thing, but not that they compete with each other. [...] It is only                  
a matter of their personality that does that.” - Participant 5 
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Knowledge sharing is perceived as beneficial for all, and when a person goes against this               

standard, it is perceived as deviant behaviour as it contradicts the natural code of conduct.               

Although it is already stated by Participant 7 that flexible work has both positive and negative                

sides, it is clear that a certain degree of structure is inevitable and vital in order to both                  

cooperate and execute their individual work tasks. 

 

4.2 Theme II - Work Ethics 

Work ethics was the second major theme which unfolded from the coded extracts which              

emphasises the set of values the participants expressed in the interviews concerning the             

underlying mechanisms that drives them to perform. Instead of portraying the common traits             

the participants deem as important in their current work setting (4.1 Community), work ethics              

illustrates a different view in relation to the participants lived experiences within the             

organisation.  

 

4.2.1 Sub-theme: Expectations 

Within the broader theme work ethics, expectations was a considerable sub-theme which            

embodies the actions of anticipations that employees are faced with at work. In the discussion               

about their current working arrangements, there was a significant pattern that could be found              

across the responses from the individuals: 

 

“[...] Of course, it can be a certain amount of stress, but it is not like I get stressed out, or stop                      
working. It has happened a few times during the past years here that you have been thrown                 
into something unprepared, but it always works out.” - Participant 6 

 
“In some way you know that everything will work out, and people always tell me ‘understand                
that it is a system, we are not brain surgeons’, but I think that saying is pretty weak. That                   
people, if I might panic over something, [...] I have a difficult time to perceive it as just a                   
system. I only see that the customer will not be able to complete their stuff.” - Participant 3 

 

“[...] you do not always succeed 100% in all projects, you do not, but you solve them. [...] We                   
must solve the problems in some way. [...] it seldom comes to a point where you say ‘no                  
unfortunately’.” - Participant 5 
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Through the explanations that were given concerning how problems are solved, it was easily              

gathered that the employees carry an attitude at work where it is presumed that everything               

can or should be resolved. When the notion of a specific type of attitude was discovered, the                 

participants were asked to further elaborate on this matter by answering how problems are              

solved in practice: 

 
“You have to figure it out yourself.” - Participant 6 
 
“You just have to try, you know that it will work out. All the things we do wrong, we can                    
solve, and that is the awareness you gain.” - Participant 3 
 
[...] In some situations, the CEO has gotten involved if it has been really bad, if there have                  
been problems with the products, but it always works out [...] In the worst case, you have to                  
ask for help in another department and solve it. It is possible to solve anything.”  
- Participant 5 

 

The attitude which presumes that everything can be resolved is now translated into a              

representation where the participants are expressing themselves as responsible for finding a            

solution to the encountered problems at work. The description of the employees being             

responsible for solving occurring issues can also be linked to their told experiences of              

abruptly joining projects without being alarmed beforehand: 

 

“It has occurred several instances where you have joined projects that you were not initially               
included in, and completed something during a weekend, the manager was informed and the              
customer was satisfied, which is a given matter actually.” - Participant 6 

 

“In one of the previous projects that I was assigned to, it was actually planned for me to have                   
a senior colleague with me who could help me along the way, but that person had too much to                   
do so they left the project and all of a sudden I was left in the project by myself and became a                      
“solution manager " for the whole project. [...] As a junior, you are not supposed to take on                  
that part, when it was intended for someone else to at least help me. However, there was no                  
one else who had the time to take on this, so all of a sudden I was left by myself and got to try                        
different alternatives on my own and ask a lot of colleagues all the time.” - Participant 1 

 

What also seemed to be evident from the participants experiences as employees, was their              

claims of having an opportunity to regulate their own workload: 
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“What I appreciate about this workplace is that it is free. We can sit at home and we can sit in                     
the office and I like that; the freedom that we have. Even though you can feel that an                  
assignment does not suit you, you can say no, and because it is such a big organisation we can                   
do that. So that is good.” - Participant 7  

 
“[...] Then there have been situations when things are sold in a certain way where I was                 
involved in a project for 3 months and I then said that this was not what we agreed upon and                    
so I left that project. It works fine to leave things, for the reason that I got sick.” 
- Participant 8  

 
“I can say no, you are asked first and we have some control over ourselves. They are very                  
caring about us as individuals and make sure that there is a good balance. [...] You have to go                   
to your boss to make sure you are given less and do, or make sure someone else can help.” 
- Participant  2 

 
“If I have been unhappy about my situation in a project, I have pointed out that I would like to                    
have an easier project next time or that I want something shorter that I know that I will be able                    
to complete [...] So, in that way, I can definitely influence my situation, but beyond that, I                 
cannot say ‘no I am not taking a single project’. I cannot refuse anything, but I can still point                   
out some things and decline if I feel that I have too much work or if I feel that this is                     
something that I do not want to do.” - Participant 1  

 

As the participants are expected to regulate their own workload by going to a boss or a                 

manager when they are undergoing a lot of pressure, it became clear that the conflicts which                

arise are merely caused by colleagues not managing their assigned work tasks in a project due                

to having a heavy workload: 
 

“It is not only the individual who underperforms, but it is also those around that person who                 
has to take on that workload. It is selfish to remain in a role that you cannot handle. Then it is                     
better to tell that person that it does not work well. To be honest with it, since it is a large                     
company, you can work with other things.” - Participant 9 

 
“I get disturbed by a person that takes on too much workload, the bosses should not have done                  
that. Although it is not that person’s fault, I do not walk around and get annoyed with the                  
person boss, you blame the actual person, that you have taken on too much. Or actually, you                 
think ‘why are you not responding to my emails’. I do not walk around or I do not have that                    
much sympathy for that person [...] In this project, I probably should have said it earlier on.                 
But yeah, you still think that, yeah, I can perhaps think that it is the person's own                 
responsibility to say that they do not have the time, instead of me having to get it out from the                    
person.” - Participant 3 
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“Yes, no but we have a little- If it would have been with my closest colleagues, those that I                   
hang out with privately, then it would have been kind of easy to bring it up. Like this ‘why are                    
you doing this?’ or ‘why did this happen?’. With colleagues you might not really socialize               
with, conflicts may arise, but then you get bothered because the person might not prioritize               
this project and might not offer help and might actually not answer your emails and things                
like that and that is quite frustrating.” - Participant 1  

 

From the extracts above, it is told that the project members are themselves responsible for               

solving the problems arising when someone is not participating sufficiently due to too heavy              

workload. Yet, when a person is assigned with too much work, irritation against them is               

expressed and that expectation from the other project members is not really directed towards              

the managers. However, a different perspective in the same conversation has clarified that             

others might not want to postpone tasks because it is viewed as restraining someone else’s               

workload: 

 

“With some things, you can talk to a customer and postpone, one or two weeks, but then there                  
are certain things that have fixed dates because there are several people involved, and then               
you halt for someone else. It is not actually like everyone has the same amount to do. Senior                  
consultants usually have more to do, but many of their stuff may not sitting and typing in a                  
system, they may have managerial responsibilities.” - Participant 6 

 

The expectations that are set on an employee by other employees, are present in situations               

where one ought to complete their designated part in a project. If the project member fails to                 

live up to the expectation, other people are going to suffer from the repercussions of               

postponing work. Furthermore, it has also been found that expectations to deliver work can              

have a different source, namely from the individual itself: 

 

“I do not like to get criticism, I am terrified to do wrong, and I know that I have done                    
something right, still I need to double-check everything 42 times and then save. I am probably                
exaggerating by not wanting to do wrong because I do not like to do wrong, I do not like to                    
get critique.” - Participant 3 

 

“Nothing really, but I like to be in phase. So it is my own requirements rather than the                  
organisations and so does my boss say as well [...] To not fall behind, to keep track of things.”                   
- Participant 4 
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“In my previous job role, it was easier to plan ahead of things, now I help others and things                   
can show up and it can be hard to complete everything. I do not like to be unprepared for                   
things like that. So, I answer a lot of emails and maybe go through them again one last time                   
before I go to bed.” - Participant 6 

 

“[...]when I get home I look through the work email before I go to bed. Just nice to check up                    
on the situation, mostly to see that nothing new has come up. Just want to see that nothing                  
terrible has occurred.” - Participant 14 

 

“We have goals that we need to accomplish each year, but nobody says anything if they are                 
not met, it is more for myself.” - Participant 2 

 

While some participants suggests that a pressure to perform comes from within oneself,             

rather than from the organisation, other participants did mention that there are high             

requirements within the industry the organisation operates in which calls for competence            

development: 

“I do not think that they set requirements like ‘you have to learn this and this too’, but they                   
appreciate it if you do learn more, but it is not a fundamental requirement. However, if it                 
comes to a point when I have worked here for a longer time, they would probably say ‘now it                   
is time for you to spread your wings a bit’, I believe. As it is now, I do believe they expect,                     
basically the company expects me to continue to work with what I currently work with for a                 
while, because they have had me as a trainee and invested money on me.” - Participant 1 

 

“We also have a requirement that we should charge 80% of our time and skill development                
should somehow be included and it requires time and this remaining 20% per week it should                
include internal meetings, skills development, time reporting, planning and it is difficult to             
make it fit when you have that requirement. But we have a lot of e-Learning which we can                  
look through, but it is difficult to plan for it when there is a lot of clients who needs your help.                     
You have to keep up, but time is restricted.” - Participant 7 

 

“[...] All in all, the main drawback in this company is that they are billable consultants who                 
chase the billing hours. When they have such issues, there is nothing they can charge. This is                 
where the problem resides. This is a problem throughout the company. That is how I               
experience it. That is where the problem is. It is way too hard.” - Participant 13 

 

“Absolutely, I think it is 100% why people experience mental breakdowns because this is not               
a good workplace if you are ambitious. If you are ambitious and if you take pride in your                  
profession then it is not a good workplace, it is a very high risk that you will have a mental                    
breakdown, because no one will say no. There are very few managers who will say ‘no you                 
are working too hard’. They are always going to be pushed so there is a very high risk that                   
you will experience a mental breakdown if you are ambitious.” - Participant 12 
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The participants are experiencing a discrepancy of expectations in which they are required to              

stay up-to-date with the supporting activities surrounding their main working tasks, while at             

the same time, their primary work tasks have set requirements that are time consuming and               

prevents them from fulfilling all the expectations. It is even suggested that ambitious workers              

who take pride in their profession, will be more eager to work as there is no limit of working                   

too hard. With regards to an eagerness to work because of personal ambition, the findings               

suggested that the expectations on oneself to deliver are higher when you are new to the job: 

 

“When you were fairly fresh, you were pretty competitive. Then you did more than necessary.               
A lot more than necessary. I think you realise that, then you thought you were indispensable,                
but later we realise that we are a team here. Everyone has to help equally. It grows over the                   
years.” - Participant 10  
 

“When I was new to the job I wanted to do a good job. Just for people to understand that and                     
then I continued to do a good job but they did not know me then so I really wanted to do a                      
good job from the first start.” - Participant 12 

 

In regards to proving one's potential when you are new at the organisation, one participant               

responded to why pressure might change over the years: 

 

“I was that more in the beginning, because then I felt more pressure. Now, it feels more like ‘I                   
cannot do anything about it’, I still sit here quite a lot, I think. It was probably only in the                    
beginning, before you got a hold of the product and I would probably not say that I was not                   
prepared, rather that you did not have the experience [...] You get used to the role of course,                  
warm clothes.” - Participant 4 

 

A lack of experience is claimed to be a reason for placing high expectations on oneself in the                  

beginning, and eventually, it diminishes over the years when one has obtained sufficient             

experience to feel comfortable in their job role. However, as the participants did express that               

there have been instances of needing to prove one’s ability at work, it is relevant to present                 

the responses where they were asked if they experienced a similar instance after some time in                

the organisation. The responses given by the participants opened up a discussion about job              

security: 
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“No I have never actually been. It might be (2 seconds of silence). No, I would not really say                   
that. We have 6 months provisional time and after that then, I do know that I am doing a good                    
job. I do not, no, there has not been a situation where I have thought that thought that that                   
would happen” - Participant 1  
 
“There are not a lot of technicians, so I assume that it is more difficult for the other                  
consultants as they are many, there are 10 technicians, and then you have something to do all                 
the time.” - Participant 4 
 
“But because there is high staff turnover in the industry, it implies that there are jobs to get.                  
So, I have never been worried about losing my job of such a reason” - Participant 6 
 
“No you are needed. I have never felt that there has been a shortage of jobs, there is always                   
something to do. It is rather that there is a shortage of people than there are too many. The fact                    
that there is a high employee turnover is because people want to do something different.               
People do not leave because there is too little to do. I have never had those thoughts.”  
- Participant 14 

 
Thereby, expectations to perform are not induced by a fear of losing one’s job. Rather, the                

participants explain that they feel secure in their job role because there is high competition               

amongst employees in the industry, and for this reason, they experience that they are needed               

in the organisation.  

 

 

4.2.2 Sub-theme: Versatility 

One significant part of their work ethics is connected to their working situation which              

involves an ability to be versatile. In the dialogue where the participants explained their              

current working situation, versatility was expressed as merely beneficial: 

 
“I am supposed to charge 40 hours a week, I choose to put them wherever I want, which                  
means I can flex a lot. We are incredibly flexible, there are no problems going to the dentist,                  
working evenings, or weekends, just that complete your time report on 40 hours.”  
- Participant 2 

 
“I have fairly flexible working hours and work situation, a little so that I can come and go as I                    
please, given that I deliver what I should. [...] You work from home once in a while if you are                    
feeling unwell or going to the dentist in the middle of the day, so you feel that you do not lose                     
half the day by sitting and travelling back and forth to work.” - Participant 6  
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“Nobody interferes in what I do, what they look at higher up in the organisation is how much                  
we have billed. That is the only thing that is interesting. [...]. I can sit in Korpilombolo and                  
work, the important thing is that I do my hours. That is the only thing they measure us in. [...]                    
That is what matters. That is why it is such a free job. I do my 80% so I can do whatever the                       
hell I want with the rest of the time really. So I can do my 80% at night, no one cares.”  
- Participant 5 
 
“[...] I have my son at home and then I can work so it is quite smooth. But if I am taking care                       
of sick children, it would not be a problem to be at home. So that family life and work it                    
works well. Here they understand that you have a family and you cannot travel every day.” 
 - Participant 7 

 

The experiences of their current working situation was described as flexible and diversified             

giving them a sense of freedom that allows them to choose when and where to work,                

regardless of when it is done. Being provided with the choice to select, not only gives them                 

more freedom but also more autonomy because they have responsibility over planning their             

work: 

 

“Nobody will tell you that ‘you should prepare these papers and place them here now’, but the                 
paper should be laying there and how I do it does not matter and that is pretty nice. I can work                     
from home, in a cafe, I can come down here and speak to you (referring to us interviewers)                  
without anyone questioning me where I was when I get back up there. I think that it is more                   
freedom, and I think it is nice” - Participant 6 

 

“You must be at this job, you have to prioritise what is important, what can wait and what I                   
have to plan. We really have it free, I can work wherever I want, whenever I want, but I must                    
do my tasks, it comes down to plan your days.” - Participant 3 

 

Furthermore, when the employees were asked to illustrate a regular work week, it was              

revealed that they view their current working setting as satisfactional for the reason that the               

tasks are variational and that they continuously develop: 

 

“I develop all the time, the task are varying, sometimes at the office, sometimes at the                
customer, sometimes having a workshop all days, sit all day in excel or our system, sit by the                  
computer all the time. You really get a bit of everything.” - Participant 3 

 
“It is variational, one day is not the same as the next day and you learn new things every day                    
because you can never become fully trained in the system. It is so large. [...] there are so many                   
modules and all customers have their questions and their thoughts and need help with              
different things so you are always learning something new.”- Participant 7 
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“No, I keep developing myself all the time, and like I said when I started with our business                  
system many years ago; 'I want to learn everything'. Then the then manager looked at me and                 
thought I was crazy. But I am soon there, I have almost learned everything, but I have some                  
left! [...] you do that all the time because you learn new things all the time, while also                  
improving things all the time.” - Participant 5  

 

“Even though you have been here for some years, it does not feel like you can do everything,                  
as it is a complicated product, and then getting into a project alone, even if you know who to                   
ask, it would be fun to answer it yourself, instead of asking someone all the time.                
Skill-development of myself I would say.” - Participant 4 

 

As self-development was a recurring element at the early stages of the interviews, the              

participants were asked to further elaborate on what competence development actually meant            

to them: 

 

“Meeting with people clearly creates experiences all the time so that is kind of a development                
too. There are many types of people you have to be able to handle, you have to be able to                    
handle a customer even though it is an angry customer or when they do not understand you all                  
the time. That is what you develop all the time.” - Participant 5 
 

“It would be a lot of English, so you have to work on it then, because if you have the need to                      
find the right words or phrases so that you do not stutter or wrong in some way.”  
- Participant 11 
 

“Develop regarding the position I currently obtain and to become a better consultant, there is               
absolutely a lot, in regards to how much I have developed within the last three years here, and                  
I believe that I am going to develop more if I stay here for another three years. But then, I do                     
not know if you think about other forms of development, here and there, we do not have, we                  
have those types of programmes, but eh, yeah.” - Participant 3 
 
 

Accordingly, different views are present regarding competence development. Some propose          

that it implies becoming better at your current job role (P.3), while others suggest that it                

involves an improvement of your language skills (P.11) or your ability to work with other               

people (P.5). However, the participants frequently touched upon a distinct subject where they             

gave different examples on how competencies are best developed:  

 
“Yes, but we have an e-learning platform with courses on the web, like small and short                
courses. [...] Now, I am going to start our service module that I did a few years ago and now I                     
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will take on that Norwegian assignment that I am not really comfortable in and then I will                 
learn me more things again and like update it.” - Participant 5 
 
“I can sit and read documentations for three weeks and still not get it, it ends up with you                   
having to ask, email. You have to really network around until you find somebody who can                
give an answer. [...] if you are sitting with the e-learning platform, watching the e-learning               
courses, you get it, but when you are doing it in reality, that is when you actually learn.”  
- Participant 3 

 
“I do not know if I have done anything concrete like that, but you have to do it yourself, kind                    
of like, talking in front of a group I thought was uncomfortable in the beginning [...] It is just a                    
matter of exposing yourself to it. It is a good way. If you want to become good at something,                   
then you have to do it, if you want to, assuming that it is the same with phobias.”  
- Participant 6  

 
“I have talked with my boss about how many assignments I will take on. This is when I have                   
asked for those kinds of assignments where I get the kind of things I want to learn [...] At the                    
beginning I went to courses, and then went with others, but now when I want to learn I have                   
to take on an assignment and try it out. It feels like that is the only opportunity that exists,                   
there really is not any time to take courses and learn through that way.” - Participant 14  

 

From the participants' own experiences, it is argued that competencies and new skills are best               

developed and learned through practice. Specifically, by taking on work assignments, which            

they lack experience in, forces them to adapt and acquire new abilities. Moreover, while they               

claim that they do strengthen their competencies through work, it was also argued that they               

have not gotten the opportunities to develop as they truly want to: 

 

“Then again, there are times when you might want to learn something, and they might not                
think that. But in general, I am very satisfied here.” - Participant 1 

 

“I have not been allowed to go. I was allowed to go on a course 15 years ago, after that I have                      
not been allowed to take any more courses. I teach myself. [...] we have had a system on my                   
agenda for 15 years and it states that I want to learn it, but we never get there because it is so                      
large and they need me for other things all the time.” - Participant 5  

 

“[...] If there is something that you may have to practice on, which is not considered as useful                  
here, but purely general, it would be such a thing, speaking in front of a group is scary.” -                   
Participant 6  
 
“In that way learning can be a bit narrow, as there is so much to learn in this system, but it is                      
still one system.” - Participant 14 

 

58 
 



 

“I can broaden myself, but not as much heretically, then I would have to change my job.                 
Project managers are something that we consultants could move on to if we want to change. It                 
would be more fun to have more opportunities, different tasks.” - Participant 2 

 

The main point to be captured from these extracts is that the participants have experienced               

that some competencies are not deemed as useful by the organisation, which is why they               

teach themselves through practical learning. The development of competencies at their           

current job is merely focused on a deepening of their current knowledge, rather than an               

expansion of it. Thus, in order to achieve some form of expansion of their current skills at                 

work, they must integrate it within their work projects with clients.  

 

Although, the participants expressed satisfaction from a working arrangement which allows           

for a variation of tasks, freedom to work as they wish, and an opportunity to learn new things,                  

versatility should not be confused with vagueness. Throughout the interviews anxious           

feelings at work are linked to organisational changes: 
 

“From the beginning you were, those who work in this department are dead man walking. The                
whole goal is for this department to become digital, but it does not work that way. We have                  
different products that must be supported within Sweden.” - Participant 13 

 

“It has been when we have made organisational changes if they were to buy us out. Then they                  
told us that partners were going to take over, and became anxious if this part of the business                  
would be left here.” - Participant 9 

 

“Well, when we have organisational changes it usually is that way [...] when reorganisations              
happen and new partners come in people become worried and afraid of losing their job.”  
- Participant 2 

 

When organisational changes occur, a fear of losing the job arises for the participants due to                

an uncertainty of the organisations new objectives. Therefore, even though changes and new             

situations at work can be stimulating for the participants, not all changes are appreciated.  
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4.2.3 Sub-theme: Work Sentiments 

The final sub-theme that could be distinguished from the other two sub-themes appeared             

from the discussions revolving around why some might feel the urge to perform more than               

others: 

 

“No, but it is the professional pride that makes you want it, partly it is ambition, people are                  
extremely ambitious and it is the professional pride that makes one want it to go well for the                  
company. That you do a good job.” - Participant 12 

 

“I think it has to do with the personality, we have colleagues here who have had way too                  
much to do, then they have quit, and later on came back to say ‘now I will not be working as                     
much’ but then they end up there again. So I think it is the personally that makes people. To                   
dare to say no when it becomes too much. [...] my consultant colleagues are very ambitious                
and dutiful and work very hard, many do not sleep well and take things personally.”  
- Participant 2 
 

“I take it personally if I do anything wrong. If I receive critique, I will not take it as if I did a                       
work task bad, it is ME who did it bad.” - Participant 3 

 

People in the organisation are ambitious workers who wants to perform because they are              

proud of what they are doing and critique will be taken on a personal level. The employees                 

work effort is, thus, a reflection of themselves, which they receive sentimental satisfaction             

from when they achieve success. In particular, the respondents have demonstrated that            

customer satisfaction is a source of personal gratification at work: 
 
 

“The customer was satisfied, which is a given matter actually… and it gives some form of                
generic happiness or enjoyment.” - Participant 6 
 
“I want to deliver well so that the customer is satisfied [...] Of course, you have noticed that                  
the customer is not always satisfied, and that is a tough feeling.” - Participant 3 

 
“It varies from day to day how important I think that it feels, but in the big whole I do think                     
that, or I do know that I am helping the customer and that is actually what is important in it                    
because it is the customer that we should help.” - Participant 1 

 

The participants perceived efforts within the organisation disclosed that some feel that they             

are mainly valuable to the customer and not as much to the organisation: 
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“Yes for the customer it is, not for the organisation. You can get replaced there are more                 
people who can do the same.” - Participant 14 
 
“Yes but it depends on how you see it, for the customers, absolutely, I solve the customer’s                 
problems, but If I was not here, someone else would do the work. Me, for the company, I am                   
not-, I am replaceable.” - Participant 3 

 
“Yes, altogether, we have a lot of small projects, my role is important for the customer, I do                  
not take up too much space in terms of the organisation.” - Participant 2 

 

Not feeling valuable to the organisation then prompts other ways for them to seek personal               

gratification, which vindicates why customer satisfaction becomes a personal issue to some.            

The answers reveal that a willingness to perform can be induced by the billable customer rate                

they have access to, which they also recognise as a matter they talk about with their                

colleagues because they are proud of their work efforts: 

 

“Not in the organisation, we measure the billable time, that is, we go on the number of billed                  
hours, it is not like someone puts it up on a screen and compares, but it becomes a measurable                   
factor. [...] amongst us younger employees you can ask ‘what is your billing rate?’, but it is                 
not a real competition [...] I do not believe that the others are not, but I take it as a                    
competition. Also, there are many who have sport backgrounds, so that may be what              
determines it. You become proud.” - Participant 4 

 

“I think there is probably a lot, or many here are probably very competitive, but not in a                  
negative way. I definitely think that people are competing. Just because they want to do a                
good job and do not want to be worse than anyone else.” - Participant 12 

 

From another perspective, the participants in the age groups Baby boomers and Gen X, stated               

that there is also a sense of personal gratification which can be experienced through              

mentorship:  

 

“In a coaching context, I have coached people who have not believed in themselves, it has                
been rewarding when you turn it around, they have to expose themselves to progressively              
more difficult situations, for example when they are heading for a managerial role or similar.               
The most difficult situations are customers who are really dissatisfied, you are the 3rd or the                
4th project manager on your way in, but can not answer their questions, and then they are                 
already dissatisfied. Then I have said that I will not take on that assignment. I have worked so                  
hard before that I was about to have a mental breakdown, and so I say no.” - Participant 8 
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“[...] you are a mentor and help the younger colleagues, that is what I do and it is fun to see                     
them grow and support them to go forward.” - Participant 7 

 
As coaching people seemed to be pleasuring for some, another question was raised to clarify               

if they have any aspirations to become a manager: 

 

“If you become a manager you then you get personal responsibility and deal with different               
kinds of questions. It has not been my primary interest to sit and talk to employees, I would                  
rather do something concrete related to the product or to the company moving forward.”  
- Participant 6 

 
“No, I do not want to be a manager. [...] It is not fun to have responsibility over staff. That is                     
quite tough, and no I do not want to torture myself. [...] I do not know, but there is too much                     
to deal with around staff that you have to manage, and I have already come so far in my                   
career that I do not care anymore (laughs). I do not need to reach one step further. I do not                    
have that need. [...] I don't see it as a challenge.” - Participant 5  

 
“[...] Planning people's time, not really, then you get away from the system and what I think is                  
fun. Maybe 10 years ago I wanted to become a group manager, it sounded interesting, but                
today, the group managers do not sound so exciting, unfortunately. [...] now it is a pretty                
comfortable life and fun job so you focus on that.” - Participant 7 

 
 
Evidently, attaining a managerial position was not appealing to the participants in all age              

groups because it involved too much responsibility over employee or that it did not stimulate               

their individual interests at work. Interestingly, some of the interviewees had already been a              

manager but quit that role and went back to working in their former role: 
 

"I quit that role because it was too much work, so I chose to remain as consultant and work                   
with internal development. [...] much less general administration, but also less impact on what              
we do, I would like more of that impact [...] Managing people is often challenging, it can be                  
simple, but it can also be quite difficult.” - Participant 8 

 

“When I was a manager, I had one of the first difficult conversations. When you as a                 
manager, have a person that you have to have a serious conversation with, that this no longer                 
works, you prepare a paper and write down what you think and put up a strategy. Then I have                   
had, when you are a responsible project manager, sometimes you can get feedback from the               
client that the consultant does not fit and then you have to take those conversations               
immediately. [...] The difficult thing is the leadership role, that is what is difficult, I know the                 
methodology but leadership roles are challenging, you get to lead different people.” -             
Participant 9 
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The previous experiences illustrated by former managers, enhanced an understanding of why            

one might not want to become a manager even if they already claimed that working with                

people and mentoring others gives a sense of satisfaction. It is then evident that a managerial                

role comes with tasks which requires an increased responsibility over both employees and             

projects which additionally demands outstanding leadership skills.  

 

The participants work sentiments are focused on their effort to receive personal gratification             

through work and since they have been described as ambitious workers, it is interesting to               

understand if they experience stress and how it is managed:  

 
“I have always been quite, I have said myself, or think of myself as good at managing it. To                   
some extent I like stress because I think I get more done than if my schedule is empty, then it                    
becomes easy to drift away, looking at the phone, or just talking the whole day away. So, a                  
certain amount of stress is good.” - Participant 6 

 

“[...] in the beginning I did something wrong and I panicked. I could not sleep during the                 
whole night and came to the office at 7 am in the morning and waited for everyone to come                   
and help me. I really panicked, I called my parents and cried the whole night. (laughs) That                 
was not too good.” - Participant 3 

 

“Not so great, I continue to work [...] I do not think I am doing anything special when I have                    
been stressed. [...] But I often have a hard time letting go of it before going to sleep.” 
- Participant 14 
 
“I deal with it by going on vacation now on Friday instead of next Friday, thinking that I am                   
taking my time to rest. It impacts one's private life, you have probably had 2 tough months, so                  
you have taken it easy on the weekend instead of doing fun things. You get to rest during the                   
summer too, as we do not have much. You are well aware of high and low season, and that                   
during low season you have to get some rest instead.” - Participant 4 
 

The participants experiences of stress are described differently, while some explain that stress             

has a negative impact on their mental wellbeing, other participants deem it as an inevitable               

factor one must carry in order to remain productive. Stress is managed by the participants in                

the millennial generation by looking forward to calmer periods or working more. On the              

other hand, another participant in the baby boomer generation did experience a mental             

breakdown previously caused by work related stress and decided to share their experience of              

it: 
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“Yes, but you have to come up in my years to understand that, and gone through a few mental                   
breakdowns to know that it is not worth it. [...] It is not worth taking the job home with you in                     
the evenings. [...] You have two lives. Nobody will pat you on the shoulder for tearing                
yourself up to death. This is what you learn over the years, you do not even receive a thank                   
for it, so it is not worth it. I can manage stress, but it is because of the experience that I told                      
you about. [...] After all, stress is not always visible. It is tricky. [...] then you should tell that                   
person to contact the manager so that you can go to the occupational health care and get help                  
BEFORE it hits, that is really important.” - Participant 5  

 

Through a different perspective, it is claimed that experience is a crucial factor for managing               

stress and taking repercussions for mental breakdowns. Actions for mental wellbeing are            

often taken when it is too late as it is not always visible to others. As it has already been                    

shown that the millenial age group do not take any special matters to prevent stress, the                

participants who are included in the baby boomer generation believes that others should take              

it more seriously.  
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5. Discussion and Critical Reflection 

This study set out to contribute with further insight into the conceptual model of the               

entreployee, assembled by Pongratz and Voß (2003). To recapitulate from the literature            

review chapter (2.6), the entreployee obtains three generic characteristics: self-control,          

self-commercialization, and self-rationalization. In contrast to traditional employment, the         

entreployees’ are given responsibility to organise their work, develop competencies to           

enhance one’s usefulness to the employer, and establish a mentality which augments their             

overall performance in relation to work (Pongratz & Voß, 2003). As the entreployee is              

claimed to be a descriptive model of the self-enterprising workforce (Bröckling, 2015;            

Pongratz & Voß, 2003), it still lacks a thorough narrative of the entreployee’s own stated               

experiences and perceptions. Therefore, in order to gain a deeper awareness of being an              

entreployee in modern work, this chapter will discuss the key findings in the previous chapter               

to address the research question: What are the implications of working as an entreployee in               

contemporary organisations? 

 

The findings in our study, have a lot of consistencies with the assumptions previously              

observed by Pongratz and Voß (2003) in the theoretical framework of the entreployee (see              

appendix I). The results within the theme Community, reflecting what the participants            

considered as critical for establishing an atmosphere that makes work pleasant and            

worthwhile, indicates a similar perception of unity that aligns with self-rationalisation           

(Pongratz & Voß, 2003). In the sub-theme unity (4.1.1), the participants emphasised that             

forming strong personal bonds with other colleagues induces them to share common goals             

and work together for organisational success. Work is recognised as an enjoyable place where              

people “fits in”, friendships are created and maintained, which eventually makes work not             

appear as traditional work. According to Fleming and Spicer (2004), designing an            

organisational culture where personal relationships are shaped, makes the employees more           

productive and committed. Possible reasons why unity appears to be substantial can be             

affected by the hiring standards, where an individual with desired attributes weighs equally to              

the previous skills they have.  
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One interesting finding in this study, concerns the other sub-theme openness (4.1.2), where             

poor communication and ambiguous goals have a negative impact on the employee’s ability             

to cooperate with other colleagues. The participants believes that openness leads to more             

inclusivity at work for all employees. However, when distress about the lack of openness also               

calls for more structure and better planning, it should not be interpreted as self-rationalising              

behaviour, intended to strengthen the community at work. A request for more structure at              

work is, in essence, a demand for increased self-control, as inability to cooperate essentially              

implies that their capacity to effectively manage their work is threatened (Pongratz & Voß,              

2003).  

 

The participants are encouraging openness because it enables knowledge sharing, and this            

notion closely resembles Al Ariss’s (et al., 2014) view on talent management, where             

individuals’ knowledge is a valuable asset to the organisation. From a different perspective,             

Garrick and Usher (2000) agree that organisations view the intellectual capital of individuals’             

as a knowledge commodity used to remain resourceful to the company. Although that             

demonstrating one’s usefulness to the organisation is an effect of viewing individuals as             

knowledge assets (Garrick & Usher, 2000), none of the participants believe they have to              

justify their capabilities today in the organisation. On the other hand, the findings show that               

customer satisfaction is an indication of one’s performance and a possible reason can then be               

a result of adhering to the traditional stance of TM, where only the top-performing              

individuals are left in the organisation (Chambers et al., 1998; Brown, 2015).  

 

An assumption in previous research (Pongratz & Voß, 2003; Bröckling, 2015; Höge, 2011)             

that needs clarification are the arguments concerning entreployees’ prioritising of          

organisational objectives over their personal life. Given that socialising is a conspicuous part             

found in the participants work arrangements, there would be no need to reduce the amount of                

socialisation in one's personal life since it already is integrated within work; with colleagues              

at work and friends outside work with similar professions. Moreover, the extent of             

appreciation to social life at work can be a result of both identity regulation (Alvesson &                

Willmott, 2002) and talent management (Shen & Hall, 2009) which the findings show             

facilitates a self-entrepreneurial workforce (entreployees’). To reiterate, TM entails setting up           

an organisational structure where employees have a significant amount of responsibility in            
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their job role, are connected with colleagues to avoid employee turnover and encouraged to              

continuously strive for development and improvement (Collings & Mellahi, 2009; Shen &            

Hall, 2009; Al Ariss et al., 2014). Opposed to the anticipations Pongratz and Voß (2003) have                

of the entreployee, a frequent change of jobs is not evident in the results (see Appendix E). In                  

fact, half of all the participants in this study has worked at their current employer for over ten                  

years. An alternative explanation may possibly be the organisations attempt to achieve a firm              

identity regulation in the organisation, which then prompts a persistent self-rationalisation,           

leading to highly committed and loyal employees (Alvesson & Willmott, 2002).  

 

The most important finding in this study that has not been explicitly acknowledged in the               

previous literature reviewed, is that the participants does not seem to be aware of the pitfalls                

self-organised work inflicts. The current working arrangements are never reflected on how it             

can impact one’s mental health, even if the participants explicitly stated worry and stress. In               

the second theme work ethics, The attitude where everything can be resolved might on the               

surface suggest that solving problems within the organisation requires that all parts are             

involved to figure out a way to actualise a solution (sub-theme expectations 4.2.1). However,              

each individual has to find a solution to the problem and are responsible for managing work                

related issues. Interestingly, the consequences of self-control are experienced as both positive            

and negative by the participants. The participants consider self-control as a positive aspect             

because they are given the opportunity to regulate their own workload. Although, it is              

possible to ask for alternative assignments at work, people have difficulties with taking             

responsibility for their tasks in projects. Instead of evaluating why there might be difficulties              

with organising work, such as the amount of workload as a considerable factor, it is readily                

assumed that responsibility to improve this aspect lies on oneself. The inability to plan could               

be caused by the immense pressure to deliver customer satisfaction while also having to meet               

the requirements of billing hours to the customer set by the organisation (Alvesson &              

Willmott, 2002).  

 

Additionally, Self-control permeates several aspects of expected performance from what the           

participants’ experience the organisation has on them. In the earlier findings presented by             

Pongratz and Voß (2003), self-control is only a matter of being responsible for your own               

work as long as it aligns with the organisational objectives. Conversely, in this study,              

67 
 



 

self-control is proven to be incited by both colleagues as well as the organisation alone. A                

possible cause for this could be that rejecting additional work assignments due to an existing               

vast amount of workload, results in another co-worker having to take on that responsibility to               

complete that task. Thus, the problem of reducing work burdens is not really resolved, it is                

rather relocated to another staff member.  

 

From another point of view, it is revealed that each individual carries an internal pressure to                

perform which to some extent is influenced by the organisation’s main objectives of charging              

customers. One of the participants in the millenial age group (born between 1981-2000),             

mentioned that expectations might possibly be set on younger people, who have previously             

been enrolled to their apprenticeship programme, because the organisation has invested in            

their knowledge development. Accordingly, a sense of guilt to yield a return on the              

investment made by the organisation is then transformed into a pressure to perform (Alvesson              

& Willmott, 2002). Proving one's usefulness to the organisation is a feature of the entreployee               

which Pongratz and Voß (2003) calls self-commercialisation. One wants to prove their            

usefulness to the organisation in the beginning because one does not want the organisation to               

question their decision of hiring a person. Thus, securing employment might also be one              

component to this case of an eager ambition to work. However, from a psychoanalytic              

perspective (such as Fenwick, 2002), an appearance of being an entreployee should also be              

able to classify as a form of coping mechanism. In essence, the participants are working to                

attain a secure position, not only professionally but also in general life. Thus, appearing to be                

an entreployee can be a survival technique which is why some participants understand that              

they are easily replaceable in the organisation, even if there is a staff shortage. 

 

In relation to proving one’s usefulness to the organisation, the sub-theme versatility (4.2.2)             

stresses the participants experiences of enjoying a work setting which is variational, because             

it gives them freedom and autonomy to choose how to work without anyone controlling              

them. As previously mentioned by Pongratz and Voß (2003), increased autonomy and            

freedom at work comes with drawbacks, where it has to align with the organisational main               

goals. In this particular case, competence development is restrained in the organisation as             

time is restricted and must be focused on generating profitability for the company. Despite              

that competence development is narrow and to some extent restricted, the participants takes             
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another approach to develop their competencies. Developing existing competencies and          

learning new skills are consciously integrated within the work activities, specifically, by            

taking on work assignments, which they lack experience in, forces them to adapt and acquire               

new abilities. Although the participants encourage continuous learning at work, it is still             

debatable whether it is by choice, as they are required to stay up-to-date with the current                

capabilities one must attain to produce customer satisfaction. Similarly, not receiving any            

constructive feedback implies that they have to learn through their mistakes. Therefore, the             

responsibility to develop is placed on them, as they must ask for unfamiliar work tasks which                

there is a high possibility that they are unfit for.  

 

At the same time, the participants view their current working arrangements as advantageous             

without hesitating about the effects on their own private life. Working remotely is             

experienced as a freedom to work when they are sick or looking after sick children. Meaning                

that when they should rest or take care of personal errands, they work. Additionally, this               

freedom they are experiencing through a versatile style of work, reduces the amount of time               

they would have lost on their way to do personal errands. The participants perception of               

flexible work are in agreement with those of Almer and Kaplan (2002), by which they are                

rationalising a solution to balance time consuming work and personal activities in an efficient              

way. On the other hand, Gerich (2019), Crane and Hill (2009), presumes that an infinite level                

of flexible working has a negative impact on the employees’ mental health. Looking through              

work emails every evening seems to be a common occurrence, but this again is not a situation                 

the participants are acknowledging to be changed or perhaps need to improve themselves.             

Nevertheless, it should not be disregarded that the baby boomers and Gen X:ers are              

expressing more caution towards prohibiting mental breakdowns and workaholism due to           

previous experiences. Hence, the millennials should be more aware and even question the             

value of flexible and self-regulating work as this generation saw it as merely beneficial and               

autonomous. 

 

To some extent, it seems that variational work have some setbacks on the individuals              

personal health, as stressful situations are rationalised by looking forward to calmer periods             

instead of taking action to prevent it from happening in the first place. However, in contrast                

to what previous scholars have argued, the findings in the sub-theme work sentiments (4.2.3)              
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discloses that stress is both perceived and experienced as an inevitable factor, which one must               

have in order to remain productive. Moreover, stress also indicates that you are lacking              

experience, which you eventually will acquire to be comfortable enough to reduce the amount              

of stress. In addition to the different experiences one has with stressful situations, the              

ambition that gives them an eagerness to perform aligns with the assumptions made by              

Pongratz and Voß (2003) where professional performance is a reflection of oneself.  

 

The results in this study demonstrate that talent management is a strategy used to “produce               

the right employee”, namely the entreployee. In the findings, the perpetual advancement            

might be stimulating, as it is non-repetitive, but it also leads to a negative chain reaction                

where an attempt to endeavour perfection is never attained (Fenwick, 2002; Bröckling 2005).             

Since the findings indicate that mental health ramifications are a result of the flexible and               

self-organised, it can be predicted that TM will yield the same result in other organisations               

implementing this technique.  
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6. Conclusion and Limitations to Research 

The purpose of this study aimed to investigate the implications of working as an entreployee               

in contemporary organisations from individuals’ own stated perceptions and told experiences.           

The entreployee is a conceptual model developed by Pongratz and Voß (2003), which is said               

to be a new labour form in contemporary society. In contrast to traditional employment, an               

entreployee's occupational practices consist of more flexible and self-organised work          

(Pongratz & Voß, 2003). Although prior research has acknowledged a shift in the labour              

process (e.g., Garrick & Usher, 2000; Peters, 2001; Pongratz & Voß, 2003; Boltanski &              

Chiapello, 2005b), the theoretical framework of the entreployee is lacking detailed insight to             

grasp its implications in modern society fully.  

 

This study has identified that entreployees’ are ambitious workers that value a work             

community of unity and openness as critical to making the job more worthwhile.             

Additionally, entreployees’ are different people, but they share similar work ethics which            

incites them an eagerness to perform at work and in general life. An opportunity to manage                

one’s workload and variability in work task is seen as a positive mode for freedom and                

autonomy. In practice, competencies are developed and learned through practice, and by            

taking on tasks in unexplored work domains, new skills can be obtained. In respect to the                

arguments stated by Pongratz and Voß (2003), the relevance of being an entreployee, is              

clearly supported by the current findings. However, this research study has also shown that              

the entreployees’ have different perceptions and experiences of work in relation to            

themselves, their colleagues and top-management at work. 

 

The findings reported in this study shed new light on how the establishment of an entreployee                

workforce is facilitated and maintained. Most importantly, individuals were shown to be            

unaware of, or at least not expressing any concerns about the negative ramifications flexible              

and self-organised work carries. Assigning responsibility for managing the workload to the            

employees, appears to result in a high possibility for mental breakdowns. Although the             

entreployees' to some extent can influence their total amount of work, they have a hard time                

saying no. High ambitions and a willingness to perform has several sources, such as a feeling                
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of guilt because the organisation have invested in induction and training, but most notably,              

how lessening the amount of workload impacts colleagues. When another colleague is            

incapable of managing their heavy workload, undesired work environments are created since            

the responsibility to complete unfinished work is allocated to another co-worker. Ultimately,            

efforts to balance a heavy workload and satisfying the expectations from both management             

and colleagues can cause a vicious cycle. The practical implications of these findings indicate              

that the managerial function is minimised and instead of operating as facilitators,            

predicaments employees encounter at work is solved without managerial assistance. 

 

The entreployee’s perception and experiences of the managerial role leads to another            

important finding in this study. In contrast to the assumptions made in previous research (e.g.               

Pongratz & Voß, 2003), the evidence suggests that entreployee’s are loyal to their employers,              

as they have, or plan to work there for more than ten years. The degree of loyalty stretches                  

beyond years of employment in the organisation, to the extent where the entreployees’ view              

other organisations as competitive and hostile; lacking their idea of unity and openness             

needed at work. On the other hand, the scope of competence development at work for the                

entreployees’ is narrow and task specific. Hence, competencies learned within the           

organisation can be seen as useless for another organisation and you may thus, be more               

inclined to stay in the current organisation since you might not be as competitive as hoped on                 

the labour market.  

 

The final and most significant contribution to emerge from the findings in this study, opening               

up new domains for future investigations, is that the separate research fields talent             

management, identity regulation and the self-entrepreneurial workforce are compatible.         

Attempts to elicit loyal and committed employees seeking personal gratification and           

fulfilment in the organisation are achieved in a systematic manner. More generally, these             

basic findings are consistent with research showing that attempts to reduce employee            

turn-over results in limitations for the entreployees’ as they must engage in activities that              

explicitly generates revenue. The results in this study demonstrate that talent management is a              

strategy used to “produce the right employee”, namely the entreployee. Nevertheless, by            

using the framework of the entreployee, talent management can be scrutinised from another             

perspective than from the one of top-management. It can be argued that TM is not a “fancier”                 
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rebranding of traditional human resource management strategies, it has rather emerged as an             

extension to manage a new type of intellectual capital. Thus, the transformation of the              

employee into an entreployee is consolidated by the development of HRM to TM.  

 

This study adds to a growing corpus of research showing that being an ambitious worker may                

not only be prompted by organisational strategies, but also by the dynamics amongst             

entreployee colleagues who are affected by a possible, identity regulating device. Therefore,            

not only is the working arrangements of an entreployee facilitated by the top-managerial             

level, but it becomes embedded in the organisational culture where even colleagues are             

pushing each other to attain more self-control, self-commercialisation and self-rationalisation.          

Based on the conclusions in this study, future research should consider investigating the             

notion of talent management further, by collecting data that accounts for both the employees              

and managerial roles to provide a thorough view on the potential identity regulating             

mechanisms. 

 

Furthermore, this study has attempted to enhance the understanding of entreployees’ in            

contemporary organisations. However, future investigations are necessary to validate the          

conclusions that can be drawn from this study, as the scope of this study has limitations. The                 

drawbacks are mainly the likeliness to overgeneralise the findings from the data that was              

collected from a relatively small sample size of 14 participants. Moreover, the            

methodological approach in this study is based on a single case study and can, therefore, not                

be generalised across a whole industry (Bryman & Bell, 2011). A considerable approach to              

tackle this issue could be to conduct a study with a larger sample size with employees across                 

different organisations, industries and countries. Extending the scope can be of interest to             

examine if the organisational culture or national legislations and norms have any implications             

or differences in how employees perceive work and how it affects them. Additionally, to              

distinguish the generational implications, it could be proposed to conduct a longitudinal study             

as this would mean that the different generations can be investigated at different ages and               

stages of life. Finally, as social relationships are formed and shaped in alignment with work               

and professional ambition, interesting findings can be derived from investigating how much            

they align with self-entrepreneurial attributes in their personal lives. 
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Appendices 

Appendix A Interview Guide 

[Brief introduction about the students conducting the study] 

[Short summary regarding the study’s purpose and research context] 

 

Interview questions and sub-questions 

1. Can you tell us about your role in the 
organisation? 
 
☐ How long have you been working here? 
☐ Have you changed work tasks or role 

during the years you have been working 
here? 

☐ Do you believe that your contribution is 
important in the organisation? 

☐ Why have you chosen to stay here? 
☐ Do you believe that you got the job here 

because of your personality or previous 
experiences and knowledge?  

☐ How do you respond to constructive 
feedback from your bosses and 
managers? 

☐ Do you have any ambitions to get an 
executive position or a managerial role? 

 

2. Can you describe what a regular 
workweek is like for you? 
 
☐ Do you use flextime? 
☐ Does it happen that you work from 

home? 
☐ Do you reckon that there is a clear 

boundary between your job and your 
private life?  

☐ How often do you spend time with your 
colleagues after working hours? 

3. How is the collaboration between you and 
your colleagues? 
 
☐ Can you give an example of how you 

work when you collaborate? 
☐ Do you feel that you are getting enough 

support from your colleagues? 
☐ Have you ever helped your colleagues 

with something that is considered to be 
beyond your work tasks? 

☐ Do your colleagues show appreciation 
for your work effort here? 

☐ Have you ever felt that you had to 
compete for your place in the 
organisation with other colleagues? 

☐ Have you ever noticed that other 
colleagues have competed with each 

4. Have you ever experienced work-related 
stress? 
 
☐ What would you assume could be the 

reason? 
☐ How often do you experience this type 

of stress? 
☐ How do you handle it? 
☐ Have you ever been on long term sick 

leave due to stress? 
☐ Do you sense that clear support from 

colleagues is existent when the stress 
becomes too palpable? 

☐ How do you and your colleagues help 
each other in situations where one 
experiences work-related stress? 

☐ Have you ever been afraid of losing 
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other in the organisation? 
☐ Have any conflicts or disagreements 

arisen between you and anyone else at 
work before? 

 

your job? 

5. How do you view the opportunities to 
develop your skills at work further? 
 
☐ Are you provided with opportunities to 

develop your competencies within the 
organisation? 

☐ How was your competence 
development undertaken? 

☐ Do you feel that there is a requirement 
that one must develop their 
competencies? 

☐ How have you demonstrated that you 
possess the competencies that the 
organisation still needs?  

☐ Why do you develop your 
competencies? 

 

6. If there is something that you feel should 
be improved in your work situation, what 
would this be and how? 
 
☐ Why should it be improved? 
☐ Do you have enough responsibility to 

improve your situation today? 
☐ How does your ideal workplace look 

like? 

 

[Brief summary of what was mentioned in the interview] 

[To finish, the interviewee is given the opportunity to add 

something, elaborate or reformulate their previous answers] 
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Swedish Items: 
[Kort presentation om de som genomför studien] 

[Kort sammanfattning om studiens syfte och grundläggande tema] 

 
1. Kan du berätta om din roll i organisationen?  
☐ Hur länge har du jobbat här? 
☐ Har du bytt arbetsuppgifter under åren? 
☐ Tycker du att din insats är viktig i organisationen? 
☐ Vad fick dig att byta jobb hit? 
☐ Varför har du valt att stanna kvar här? 
☐ Tror du att du fick jobbet här på grund av din personlighet eller dina tidigare erfarenheter och 

kunskaper?  
☐ Hur tar du till dig konstruktiv feedback från dina medarbetare och chefer? 
☐ Har du några ambitioner att få en chefsposition eller manager roll?  

 
2. Skulle du kunna beskriva hur en vanlig arbetsvecka ser ut för dig? 
☐ Använder du dig av flextid? 
☐ Händer det att du jobbar hemifrån? 
☐ Tycker du att det finns en tydlig gräns mellan ditt jobb och ditt privata liv?  
☐ Hur ofta umgås du med dina kollegor efter arbetstid?  

 
3. Hur ser samarbetet ut mellan dig och dina kollegor? 
☐ Kan du ge ett exempel på hur ni jobbar när ni samarbetar? 
☐ Känner du att du får tillräckligt med stöd av dina kollegor?  
☐ Har du någonsin hjälpt dina kollegor med med någonting som anses vara utöver dina arbetsuppgifter?  
☐ Visar dina kollegor uppskattning för din arbetsinsats här? 
☐ Har det funnits något tillfälle då du upplevt att du behövt tävla om din plats med andra kollegor i 

organisationen? 
☐ Har du någonsin observerat att andra kollegor har tävlat med varandra i organisationen? 
☐ Har det uppstått konflikter eller oenigheter mellan dig och någon annan på arbetet tidigare? 

 
4. Har du någon gång upplevt arbetsrelaterad stress? 
☐ Vad tror du att det kan bero på? 
☐ Hur ofta händer det att du upplever denna typ av stress? 
☐ Hur hanterar du det? 
☐ Har du varit sjukskriven tidigare på grund av stress? 
☐ Känner du att det finns ett tydligt stöd från kollegor när stressen blir för påtaglig? 
☐ Hur hjälper ni kollegor varandra i situationer där en upplever jobbrelaterad stress? 
☐ Har du varit rädd att förlora jobbet någon gång? 

 
5. Hur ser du på möjligheterna att vidareutveckla dina kompetenser på jobbet? 
☐ Får ni några möjligheter att kompetensutvecklas inom organisationen? 
☐ Hur har du tagit dig tillväga för att utveckla dina kompetenser? 
☐ Känner du att det finns ett krav på att en måste kompetensutvecklas? 
☐ Hur har du gjort för att bevisa att du har den kompetensen som fortfarande behövs i organisationen? 
☐ Varför utvecklar du dina kompetenser?  

 
6. Om det finns något som du känner borde förbättras i din arbetssituation, vad skulle det vara 
och hur? 
☐ Varför borde det förbättras? 
☐ Har du tillräckligt mycket ansvar för att kunna förbättra din situation idag? 
☐ Hur ser den ideala arbetsplatsen ut för dig? 

 
[Kort sammanfattning om det som har nämnts i intervjun] 

[Avslutningsvis ges den intervjuade möjligheten att tillägga något, utveckla 

eller omformulera sina tidigare svar] 
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Appendix B Questionnaire 
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Appendix C Participant Information Letter 
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Appendix D Participant Consent Form 
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Appendix E Interview Outline 

Interview Outline 

Interviewees Age group Years in the 

organisation 

Duration Date Interview type Language 

Participant 1 Millennial 
(born 1981-2000) 

1-5 years 40 min 2019-12-06 Face-to-Face Swedish 

Participant 2 Gen X  
(born 1965-1980) 

5-10 years 35 min 2019-12-04 Face-to-Face Swedish 

Participant 3 Millennial 
(born 1981-2000) 

1-5 years 40 min 2019-12-11 Face-to-Face Swedish 

Participant 4 Millennial 
(born 1981-2000) 

1-5 years 30 min 2019-12-11 Face-to-Face Swedish 

Participant 5 Baby Boomer 
(born 1946-1964) 

20+ years 35 min 2019-12-04 Face-to-Face Swedish 

Participant 6 Millennial 
(born 1981-2000) 

10-15 years 40 min 2019-12-11 Face-to-Face Swedish 

Participant 7 Gen X  
(born 1965-1980) 

10-15 years 30 min 2019-12-04 Face-to-Face Swedish 

Participant 8  Gen X  
(born 1965-1980) 

5-10 years 40 min 2019-12-04 Face-to-Face Swedish 

Participant 9 Baby Boomer 
(born 1946-1964) 

15-20 years 50 min 2019-12-06 Face-to-Face Swedish 

Participant 10 Gen X  
(born 1965-1980) 

10-15 years 55 min 2019-12-04 Face-to-Face Swedish 

Participant 11 Baby Boomer 
(born 1946-1964) 

10-15 years 30 min 2019-12-04 Face-to-Face Swedish 

Participant 12 Gen X  
(born 1965-1980) 

10-15 years 50 min 2019-12-04 Face-to-Face Swedish 

Participant 13 Gen X  
(born 1965-1980) 

10-15 years 55 min 2019-12-04 Face-to-Face Swedish 

Participant 14 Millennial 
(born 1981-2000) 

1-5 years 30 min 2019-12-11 Face-to-Face Swedish 
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Appendix F General Information about the Organisation  

Company Overview 

Years Operating 30+ 

Industry Software products 

Number of Countries Operating in  20-30 

Total Number of Employees 3.000-3.500 

Annual Revenue 2018 €500m+ 

Number of acquisitions throughout the years  30+ 

 

Appendix G Survey Summary 

Generation Total Participants  

Baby Boomer (born 1946-1964)  3 participants 

Gen X (born 1965-1980) 6 participants 

Millennial (born 1981-2000) 5 participants 

 

Gender Total Participants 

Man 8 participants 

Woman 6 participants 

Other 0 participants 
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Appendix H Development of Themes from Codes 

Data Extract Coded for Sub-theme Theme 

“If I compare it to my friends who have similar 
jobs, it is another culture there, you work very 
individually, but here it is more like a group. It 
feels more like, not a family, that sounds cliché to 
say, but you have some form of unity.” - Participant 
6  

200. Social relationships 
38. Team spirit 
29. Better in comparison to 
other organisations 

 
 
 

Unity 

 
 
 
 
 
 
 

Community 
“It is when you feel that you belong to a team, it is 
quite important [...] team spirit is optimal in a 
workplace, that you feel that you are part of a 
bigger thing, colleagues are very important.” - 
Participant 2 

200. Social relationships 
38. Team spirit 

“I think that I give more than I receive back many 
times. After all, people who you help, you cannot 
always count on them helping you back. It is a pity. 
But then if you expect that, you are quite naive [...] 
It is perhaps more on a personal level that you show 
empathy and want to help if they need it, but it is 
not always reciprocal, but everyone is different as a 
person.”- Participant 12 

50. Reciprocity 
201. Solidarity 

“I am very satisfied with my colleagues, we sit in a 
group up here, with those who went the trainee 
programme before me and after me, it is a fun crew, 
we have a great time together. When I sit with 
them, I have a fun time at work.  Also, I have many 
senior consultants that I can always ask, I think I 
have gotten a lot of support, I have gotten a lot of 
help, I develop all the time through my colleagues.” 
- Participant 3  

200. Social relationships 
38. Team spirit 
29. Better in comparison to 
other organisations 
201. Solidarity 
50. Reciprocity 
80. Senior consultants are 
viewed as knowledgeable 

“Everyone is not the same here but most of them 
are basically team-players in some way, it is 
actually common sense, sensible people, no weird 
people.[...] It is very prestige less and you can 
express your opinions freely.” - Participant 6 

101. Fitting in 
38. Team spirit 
5. Free expression of 
opinions  

 
 
 

Openness 

“I am not a competitive person. I would rather help 
others than to sabotage for others. I do not have a 
need to be the best, I have never cared about being 
the best. I share my knowledge with others but I 
know that not everyone is like that.” - Participant 5 

201. Solidarity 
50. Reciprocity 
31. Knowledge sharing  
148. Not everyone is inclined 
to share knowledge 

“I would say transparent information, leadership 
that does not sit and take several steps of decisions 
in another country. [...] In Sweden people want to 
talk and maybe too much sometimes. I love to 
make things more efficient. A completely different 
dialogue than in many other workplaces, that I 
would be pleased with.” - Participant 8 

5. Free expression of 
opinions 
31. Knowledge sharing  
167. Cultural Significance 
94. Good communication is 
vital for cooperation 
159. Lack of interaction with 
employees in decisions 

“You have to do it in a friendly way. If you are my 
colleague, I would want you to speak directly with 
me, instead of becoming a customer and report it as 
a customer case on the portal and use the platform 

94. Good communication is 
vital for cooperation 
96. Bad cooperation  
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instead of coming to me. This is what we have 
problems with, in this company [...] If we talk 
about projects and it is not carried out friendly from 
the start, otherwise problems occur.” - Participant 
13 

“It depends on what you are working on, I am 
currently working with a customer who needs to 
implement a special functional requirement. With 
that department, who works with this specific 
function, the collaboration is not working between 
us. It is more like two separate companies working 
against each other instead of supporting each 
other.” - Participant 7 

94. Good communication is 
vital for cooperation 
96. Bad cooperation  
50. Reciprocity 
31. Knowledge sharing  

“It is not as well structured as it should be at all 
times. There are things to wine about, I whine too. 
We have internal processes, taking too much time 
between different departments, that does not work.” 
- Participant 14 

8. Communication gives 
structure 
94. Good communication is 
vital for cooperation 
96. Bad cooperation  

“[...] you do not always succeed 100% in all 
projects, you do not, but you solve them. [...] We 
must solve the problems in some way. [...] it 
seldom comes to a point where you say ‘no, 
unfortunately’.” - Participant 5 

20. Everything can be 
resolved 

 
 
 
 
Expectations 

 
 
 
 
 
 
 
 
 
 
 
 

Work Ethics 

“In one of the previous projects that I was assigned 
to, it was actually planned for me to have a senior 
colleague with me who could help me along the 
way, but that person had too much to do so they left 
the project and all of a sudden I was left in the 
project by myself and became a “solution manager 
" for the whole project. [...] As a junior, you are not 
supposed to take on that part, when it was intended 
for someone else to at least help me. However, 
there was no one else who had the time to take on 
this, so all of a sudden I was left by myself and got 
to try different alternatives on my own and ask a lot 
of colleagues all the time.” - Participant 1 

56. Describes the roles 
attained by people of the 
older generation as wiseacre 

“I can say no, you are asked first and we have some 
control over ourselves. They are very caring about 
us as individuals and make sure that there is a good 
balance. [...] You have to go to your boss to make 
sure you are given less and do, or make sure 
someone else can help.” - Participant  2 

126. Personal activities are 
adjusted in accordance with 
the heavy workload 
156. Regulating workload 

“Nothing really, but I like to be in phase. So it is 
my own requirements rather than the organisations 
and so does my boss say as well [...] To not fall 
behind, to keep track of things.” - Participant 4 

18. Pressure and high 
requirements on oneself  
203. A willingness to 
perform 
 

“It is not only the individual who underperforms, 
but it is also those around that person who has to 
take on that workload. It is selfish to remain in a 
role that you cannot handle. Then it is better to tell 
that person that it does not work well. To be honest 
with it, since it is a large company, you can work 
with other things.” - Participant 9 

97. When a person takes on 
too much workload, irritation 
against them is expressed 

“What I appreciate about this workplace is that it is 
free. We can sit at home and we can sit in the office 

16. Flexible working 
situation is beneficial 
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and I like that; the freedom that we have. Even 
though you can feel that an assignment does not 
suit you, you can say no, and because it is such a 
big organisation we can do that. So that is good.” - 
Participant 7  

156. Regulating workload  
 
 

Versatility 
“Nobody interferes in what I do, what they look at 
higher up in the organisation is how much we have 
billed. That is the only thing that is interesting. [...]. 
I can sit in Korpilombolo and work, the important 
thing is that I do my hours. That is the only thing 
they measure us in. [...] That is what matters. That 
is why it is such a free job. I do my 80% so I can do 
whatever the hell I want with the rest of the time 
really. So I can do my 80% at night, no one cares.” 
- Participant 5 

16. Flexible working 
situation is beneficial 
70. Factor to measure your 
performance 

“I can sit and read documentations for three weeks 
and still not get it, it ends up with you having to 
ask, email. You have to really network around until 
you find somebody who can give an answer. [...] if 
you are sitting with the e-learning platform, 
watching the e-learning courses, you get it, but 
when you are doing it in reality, that is when you 
actually learn.” - Participant 3 

41. Competencies are tested, 
developed and learned 
through practice  
 

“Then again, there are times when you might want 
to learn something, and they might not think that. 
But in general, I am very satisfied here.” - 
Participant 1 

134. Competence 
development is in alignment 
with the organisational 
requirements and not their 
own wishes 

“I can broaden myself, but not as much heretically, 
then I would have to change my job. Project 
managers are something that we consultants could 
move on to if we want to change. It would be more 
fun to have more opportunities, different tasks.” - 
Participant 2 

134. Competence 
development is in alignment 
with the organisational 
requirements and not their 
own wishes 

“Even though you have been here for some years, it 
does not feel like you can do everything, as it is a 
complicated product, and then getting into a project 
alone, even if you know who to ask, it would be fun 
to answer it yourself, instead of asking someone all 
the time. Skill-development of myself I would say.” 
- Participant 4 

82. Endless knowledge 
development 
77. Views competence 
development as as 
development of oneself  
126. Personal activities are 
adjusted in accordance with 
the heavy workload 

“It has been when we have made organisational 
changes if they were to buy us out. Then they told 
us that partners were going to take over, and 
became anxious if this part of the business would 
be left here.” - Participant 9 

169. Reorganisation implies 
worry 

“No, but it is the professional pride that makes you 
want it, partly it is ambition, people are extremely 
ambitious and it is the professional pride that makes 
one want it to go well for the company. That you do 
a good job.” - Participant 12 

203. A willingness to 
perform 

 
 

 
Work 

Sentiments “It varies from day to day how important I think 
that it feels, but in the big whole I do think that, or I 
do know that I am helping the customer and that is 

12. Customer satisfaction is a 
source personal gratification 
79. Feeling mostly valuable 
to the customer and not the 
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actually what is important in it because it is the 
customer that we should help.” - Participant 1 

organisation 

“Yes for the customer it is, not for the organisation. 
You can get replaced there are more people who 
can do the same.” - Participant 14 

79. Feeling mostly valuable 
to the customer and not the 
organisation 

“[...] you are a mentor and help the younger 
colleagues, that is what I do and it is fun to see 
them grow and support them to go forward.” - 
Participant 7 

161. Mentorship is a source 
of  personal gratification 

“No, I do not want to be a manager. [...] It is not             
fun to have responsibility over staff. That is quite         
tough, and no I do not want to torture myself. [...] I            
do not know, but there is too much to deal with           
around staff that you have to manage, and I have          
already come so far in my career that I do not care            
anymore (laughs). I do not need to reach one step          
further. I do not have that need. [...] I don't see it as             
a challenge.” - Participant 5  

15. Attaining a managerial or 
executive role is not 
attractive (challenging) 

“I deal with it by going on vacation now on Friday 
instead of next Friday, thinking that I am taking my 
time to rest. It impacts one's private life, you have 
probably had 2 tough months, so you have taken it 
easy on the weekend instead of doing fun things. 
You get to rest during the summer too, as we do not 
have much. You are well aware of high and low 
season, and that during low season you have to get 
some rest instead.” - Participant 4 

126. Personal activities are 
adjusted in accordance with 
the heavy workload 
72. Intense working periods 
are rationalised by looking 
forward to calmer periods 
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Appendix I Entreployee Characteristics from Findings 

Findings in this study aligning with Pongratz and Voß’s (2003) three characteristics of an              

entreployee. 

Entreployee Characteristics Data Extracts 

Self-control 
 
 
 
 
 

“No, not that I prefer it, but it is very nice because I love 
to be at the office, you do meet your co-workers and 
such, but it is very nice if you, for example, have 
something important to do. To not get disturbed. [...] I 
do have a place where I sit often, with headphones and 
that, but someone always comes and asks a question or 
starts talking with you ‘do you want to go for a coffee?’, 
‘Should we go grab lunch?’ or something. Then it would 
be nice to just be able to sit at home and focus when you 
need it.” - Participant 1 
 
“Personally, I usually get what I need. We have different 
channels, we have a forum, we have emails, and now we 
have a community. Even if you do not manage to get a 
personal contact, there are other channels to use for 
reaching out to others.” - Participant 10  
 
“[...] you do not always succeed 100% in all projects, 
you do not, but you solve them. [...] We must solve the 
problems in some way. [...] it seldom comes to a point 
where you say ‘no, unfortunately’.” - Participant 5 
 
“In one of the previous projects that I was assigned to, it 
was actually planned for me to have a senior colleague 
with me who could help me along the way, but that 
person had too much to do so they left the project and all 
of a sudden I was left in the project by myself and 
became a “solution manager " for the whole project. [...] 
As a junior, you are not supposed to take on that part, 
when it was intended for someone else to at least help 
me. However, there was no one else who had the time to 
take on this, so all of a sudden I was left by myself and 
got to try different alternatives on my own and ask a lot 
of colleagues all the time.” - Participant 1 
 
“What I appreciate about this workplace is that it is free. 
We can sit at home and we can sit in the office and I like 
that; the freedom that we have. Even though you can 
feel that an assignment does not suit you, you can say 
no, and because it is such a big organisation we can do 
that. So that is good.” - Participant 7  
 
“I can say no, you are asked first and we have some 
control over ourselves. They are very caring about us as 
individuals and make sure that there is a good balance. 
[...] You have to go to your boss to make sure you are 
given less and do, or make sure someone else can help.” 
- Participant  2 
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“I get disturbed by a person that takes on too much 
workload, the bosses should not have done that. 
Although it is not that person’s fault, I do not walk 
around and get annoyed with the person boss, you blame 
the actual person, that you have taken on too much. Or 
actually, you think ‘why are you not responding to my 
emails’. I do not walk around or I do not have that much 
sympathy for that person [...] In this project, I probably 
should have said it earlier on. But yeah, you still think 
that, yeah, I can perhaps think that it is the person's own 
responsibility to say that they do not have the time, 
instead of me having to get it out from the person.”  
- Participant 3 
 
“Nobody interferes in what I do, what they look at 
higher up in the organisation is how much we have 
billed. That is the only thing that is interesting. [...]. I 
can sit in Korpilombolo and work, the important thing is 
that I do my hours. That is the only thing they measure 
us in. [...] That is what matters. That is why it is such a 
free job. I do my 80% so I can do whatever the hell I 
want with the rest of the time really. So I can do my 
80% at night, no one cares.” - Participant 5 
 
“I am supposed to charge 40 hours a week, I choose to 
put them wherever I want, which means I can flex a lot. 
We are incredibly flexible, there are no problems going 
to the dentist, working evenings, or weekends, just that 
complete your time report on 40 hours.” - Participant 2 

 
“I have fairly flexible working hours and work situation, 
a little so that I can come and go as I please, given that I 
deliver what I should. [...] You work from home once in 
a while if you are feeling unwell or going to the dentist 
in the middle of the day, so you feel that you do not lose 
half the day by sitting and travelling back and forth to 
work.” - Participant 6  

 
“[...] I have my son at home and then I can work so it is 
quite smooth. But if I am taking care of sick children, it 
would not be a problem to be at home. So that family 
life and work it works well. Here they understand that 
you have a family and you cannot travel every day.”  
- Participant 7 
 
“You must be at this job, you have to prioritise what is 
important, what can wait and what I have to plan. We 
really have it free, I can work wherever I want, 
whenever I want, but I must do my tasks, it comes down 
to plan your days.” - Participant 3 
 
“Nothing really, but I like to be in phase. So it is my 
own requirements rather than the organisations and so 
does my boss say as well [...] To not fall behind, to keep 
track of things.” - Participant 4 
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Self-commercialization 
 
 
 
 
 
 

“I do not think that they set requirements like ‘you have 
to learn this and this too’, but they appreciate it if you do 
learn more, but it is not a fundamental requirement. 
However, if it comes to a point when I have worked here 
for a longer time, they would probably say ‘now it is 
time for you to spread your wings a bit’, I believe. As it 
is now, I do believe they expect, basically the company 
expects me to continue to work with what I currently 
work with for a while, because they have had me as a 
trainee and invested money on me.” - Participant 1 
 
“We also have a requirement that we should charge 80% 
of our time and skill development should somehow be 
included and it requires time and this remaining 20 % 
per week it should include internal meetings, skills 
development, time reporting, planning and it is difficult 
to make it fit when you have that requirement. But we 
have a lot of e-Learning which we can look through, but 
it is difficult to plan for it when there is a lot of clients 
who needs your help. You have to keep up, but time is 
restricted.” - Participant 7 
 
“No, I keep developing myself all the time, and like I 
said when I started with our business system many years 
ago; 'I want to learn everything'. Then the then manager 
looked at me and thought I was crazy. But I am soon 
there, I have almost learned everything, but I have some 
left! [...] you do that all the time because you learn new 
things all the time, while also improving things all the 
time.” - Participant 5  
 
“Even though you have been here for some years, it does 
not feel like you can do everything, as it is a complicated 
product, and then getting into a project alone, even if 
you know who to ask, it would be fun to answer it 
yourself, instead of asking someone all the time. 
Skill-development of myself I would say.”  
- Participant 4 
 
“I can sit and read documentations for three weeks and 
still not get it, it ends up with you having to ask, email. 
You have to really network around until you find 
somebody who can give an answer. [...] if you are sitting 
with the e-learning platform, watching the e-learning 
courses, you get it, but when you are doing it in reality, 
that is when you actually learn.” - Participant 3 
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Self-rationalization 
 
 
 
 
 
 
 

“If I compare it to my friends who have similar jobs, it is 
another culture there, you work very individually, but 
here it is more like a group. It feels more like, not a 
family, that sounds cliché to say, but you have some 
form of unity.” - Participant 6  
 
“It is when you feel that you belong to a team, it is quite 
important [...] team spirit is optimal in a workplace, that 
you feel that you are part of a bigger thing, colleagues 
are very important.” - Participant 2 
 
“There are many companies who offer better salaries 
and such, but, I have really thought about that because 
that is actually a discussion that we have, in between us 
colleagues. But no, not really, not as it is now. I am very 
pleased and I think that it is a very good company even 
if, and I am very pleased with my colleagues and I feel 
that if I chose another company, where I know that 
pressure is more intense, they work by provision and 
might have higher salaries, it does not feel worth it than 
a company where I know that I am safe and such.”  
- Participant 1 
 
“It has occurred several instances where you have joined 
projects that you were not initially included in, and 
completed something during a weekend, the manager 
was informed and the customer was satisfied, which is a 
given matter actually.” - Participant 6 
 
“I do not like to get criticism, I am terrified to do wrong, 
and I know that I have done something right, still I need 
to double-check everything 42 times and then save. I am 
probably exaggerating by not wanting to do wrong 
because I do not like to do wrong, I do not like to get 
critique.” - Participant 3 
 
“In my previous job role, it was easier to plan ahead of 
things, now I help others and things can show up and it 
can be hard to complete everything. I do not like to be 
unprepared for things like that. So, I answer a lot of 
emails and maybe go through them again one last time 
before I go to bed.” - Participant 6 
 
“[...]when I get home I look through the work email 
before I go to bed. Just nice to check up on the situation, 
mostly to see that nothing new has come up. Just want to 
see that nothing terrible has occurred.” - Participant 14 
 
“[...] in the beginning I did something wrong and I 
panicked. I could not sleep during the whole night and 
came to the office at 7 am in the morning and waited for 
everyone to come and help me. I really panicked, I 
called my parents and cried the whole night. (laughs) 
That was not too good.” - Participant 3 
 
“Not so great, I continue to work [...] I do not think I am 
doing anything special when I have been stressed. [...] 
But I often have a hard time letting go of it before going 
to sleep.” - Participant 14 
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