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A B S T R A C T
The COVID-19 pandemic resulted in a vast number of employees moving their workspace from the 
ŵĹȌĐğƣ΁Ưŵ΁Ưłğňƛ΁łŵŨğƣ͒΁àğƯ͓΁ñƣ΁Ưłňƣ΁ǐñƣ΁ŨñňŪşǖ΁ƣğğŪ΁ñƣ΁ñ΁ŨñŘŵƛ΁ĐłñşşğŪĺğ͓΁ǐğ΁ƣñǐ΁ňƯ΁ñƣ΁ñŪ΁ŵƘƘŵƛƯƷŪňƯǖ͓΁
using this experience as a means to investigating what a sustainable work practice entails for several 
ğŨƘşŵǖğğƣ͒΁»łƷƣ͓΁Ưłňƣ΁Ưłğƣňƣ΁ğǕƘşŵƛğƣ΁łŵǐ΁ñ΁ȍğǕňĎşğ΁ǐŵƛś΁Ũŵėğş΁ƯłñƯ΁ƣƷƘƘŵƛƯƣ΁Ưłğ΁Ūğğėƣ΁ŵĹ΁ňŪėňǏňėƷñşƣ΁
can be designed. 

Using the theoretical approach of Practice Theory, supplemented with methods that enable participation, 
we investigate the past and present ways of working and further explore the work practices of employees 
ĹƛŵŨ΁Ưłƛğğ΁ŨñŘŵƛ΁ñėǏňƣňŪĺ΁ğŪĺňŪğğƛňŪĺ΁ŵƛĺñŪňǡñƯňŵŪƣ΁şŵĐñƯğė΁ňŪ΁'ğŪŨñƛś͒΁

Úğ΁ğǕƘşŵƛğ΁łŵǐ΁ñ΁ėğƣňĺŪ΁ƣƘğĐňȌĐñƯňŵŪ΁Ĺŵƛ΁ƣƷĐł΁ñ΁Ũŵėğş΁ĐñŪ΁Ďğ΁ėğǏğşŵƘğė͓΁ñƣ΁ñ΁ŨğñŪƣ΁Ĺŵƛ΁ėğƣňĺŪňŪĺ΁ñ΁
ȍğǕňĎşğ΁ǐŵƛś΁Ũŵėğş΁ƯłñƯ΁ñĐĐŵŨŨŵėñƯğƣ΁Ưłğ΁Ūğğėƣ΁ŵĹ΁Ưłğ΁ƘƛñĐƯňƯňŵŪğƛƣ΁ĹƛŵŨ΁Ưłğƣğ΁ŵƛĺñŪňǡñƯňŵŪƣ͒΁
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1I N T R O D U C T I O N

 
This chapter serves as an introduction to the report, it will go through the reasoning for conducting 
the research and study explained throughout. Besides, an explanation of the research question used 
to keep the focus of the research on track, the chapter will provide a literature review. The review will 
ƘŵƛƯƛñǖ΁ŵƯłğƛ΁ƣĐłŵşñƛƣ͵΁ǐŵƛś΁ňŪ΁Ưłğ΁ƣñŨğ΁ŵƛ΁ƣňŨňşñƛ΁Ȍğşė͒΁»łğ΁ğŪė΁ňŪ΁ñ΁ƛğñėňŪĺ΁ĺƷňėğ΁ƷƣñĎşğ΁Ĺŵƛ΁ƷŪėğƛ-
standing the graphical distinctions within the report.
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1.1 Research Area

This thesis stems from a common interest in the aftermath of a global 
crisis. We wanted to use the COVID-19 pandemic as a unique oppor-
tunity to learn and through radical changes explore whether a re-esta-
blishment of society after its ending, was possible. In the period when 
Ưłğ΁şŵĐśėŵǐŪ΁ǐñƣ΁ȌƛƣƯ΁ňŪƯƛŵėƷĐğė΁Ưŵ΁'ñŪňƣł΁ƣŵĐňğƯǖ͓΁ñ΁ǐłŵşğ΁ƛñŪĺğ΁ŵĹ΁
ƘğŵƘşğ΁łñė΁Ưŵ΁ƛğňŪǏğŪƯ΁ŵƛ΁ñėñƘƯ΁Ưłğňƛ΁ğǏğƛǖėñǖ΁şňǏğƣ͒΁Hŵƛ΁ƣŵŨğ͓΁ňƯ΁ŨğñŪƯ΁
great consequences, but we wanted to investigate the advantages of 
ǐłñƯ΁gƛñŨğƛ΁ñŪė΁gƛñŨğƛ΁̒̐̒̐ͣ͢΁Đñşşƣ͓΁Ͳ͒͒͒ñ΁ŨñƣƣňǏğ΁͢ƷŪƘşñŪŪğėͣ΁ğǕƘğ-
riment” (p. 2). We want to support this statement and thereby use the 
pandemic as a window-of-opportunity for transitional change.

»łğ΁ğĹĹğĐƯƣ΁ŵĹ΁Ưłğ΁ƘñŪėğŨňĐ΁ǐğƛğ΁ƚƷňĐśşǖ΁ŪŵƯňĐğñĎşğ΁ŵŪ΁ƘğŵƘşğ͵ƣ΁ǐŵƛś΁
lives, where the need for social distancing forced people out of their 
ŵĹȌĐğƣ΁ ñŪė΁ ňŪƯŵ΁ Ưłğňƛ΁ ŵǐŪ΁łŵŨğƣ΁ ňŪ΁ ĹƛŵŪƯ΁ ŵĹ΁ Ưłğňƛ΁ ĐŵŨƘƷƯğƛƣ͒΁¦ğƚƷň-
ring new competencies and techniques for conducting their work tasks, 
practitioners managed to make society run as smoothly as possible. 
This made us question whether the current practices concerned around 
work were sustainable and optimal for the modern individual. And the-
reby whether we should return to these after the end of the pandemic 
lockdown. In order to narrow our scope, we decided to focus on work 
practices performed by white-collar workers of advising engineering 
organizations (see section 4.1 for the reasoning behind the choice of 
our target group). 

In chapter 3 we explore the historical trace of the work practice all the 
way from the stone age and through the four industrial revolutions that 
have formed the way white-collar work is performed in western socie-
Ưǖ͒΁HƷƛƯłğƛŨŵƛğ͓΁ǐğ΁şŵŵś΁ňŪƯŵ΁Ưłğ΁ğĹĹğĐƯƣ΁ĐñƷƣğė΁Ďǖ΁Ưłğ΁ƘñŪėğŨňĐ΁şŵĐś-
down and how this shift in worksite has resulted in work practices con-
cerned around remote work. By the use of Practice Theory we discover 
łŵǐ΁ñ΁ĐŵşşğĐƯňǏğ΁ǐŵƛś΁Ũŵėğş΁ňƣ΁ƣƷƘƘŵƣğė΁Ưŵ΁ȌƯ΁ñŪ΁ňŪėňǏňėƷñş΁ǐŵƛś΁ƘƛñĐ-
ƯňĐğ͒΁Úğ΁ñƛĺƷğ΁łŵǐ΁Ưłňƣ΁ňƣ΁ňŪğĹȌĐňğŪƯ΁ñŪė΁ƷŪƣƷƣƯñňŪñĎşğ΁ñŪė΁ǐğ΁ƯłğƛğĎǖ΁

ñňŨ΁Ưŵ΁ėğƣňĺŪ΁ñ΁ĹƛñŨğǐŵƛś΁Ĺŵƛ΁ȍğǕňĎşğ΁ǐŵƛś΁Ũŵėğşƣ͓΁ƣƷƘƘŵƛƯňŪĺ΁ňŪėňǏň-
dual needs, thus making our research question: 

Pŵǐ΁ĐñŪ΁ǐğ΁ėğƣňĺŪ΁ñ΁ĹƛñŨğǐŵƛś΁Ĺŵƛ΁ȍğǕňĎşğ΁ǐŵƛś΁Ũŵėğşƣ΁ƯłñƯ΁
supports the needs of individuals, working within advising 

engineering organizations, using the pandemic as an opportunity 
for a transitional change towards sustainable work practices?

During the analysis of theempirical material presented in chapter 4, we 
discover how policy makers play a crucial role, in establishing work mo-
dels (section 4.2). Not only are they responsible for policies in the area, 
but also for supporting their employees in regard to their individual 
work performances. We use Practice Theory to identify work practices 
ŵĹ΁̗΁ňŪėňǏňėƷñşƣ΁ňŪ΁Ưłƛğğ΁ŵĹ΁'ğŪŨñƛś͵ƣ΁şñƛĺğƣƯ΁ñėǏňƣňŪĺ΁ğŪĺňŪğğƛňŪĺ΁ŵƛ-
ĺñŪňǡñƯňŵŪƣ΁͢ƣğĐƯňŵŪ΁̔͒̓ͣ͒΁HƛŵŨ΁ǐłňĐł΁ǐğ΁ňėğŪƯňĹǖ΁̘̑΁ĎƛğñśėŵǐŪƣ͓΁̖̑΁
of which are related to working remotely (section X: Breakdowns). We 
therefore found it necessary to explore the full potential of working 
remotely in order to better compare it to being physically present. By 
creating design solutions for remote work, we explore the possibilities 
and restrictions regarding a framework for future change (section X). 
We end up validating our initial thought of a framework needed for ac-
commodating individual needs of employees and how different design 
criterias must ensure this. 



3

1. 1. 1 Litterature Review

The COVID-19 pandemic made the need for policies in regards to work-
ĹƛŵŨͨłŵŨğ΁ ñŪė΁ ȍğǕňĎşğ΁ǐŵƛś΁ ňŪ΁ ĺğŪğƛñş͓΁Ũŵƛğ΁ ǏňƣňĎşğ͒΁ »łğ΁ ƛğƣğñƛĐł΁
ŵĹ΁uñǏƛĎŘğƛĺ΁π΁sňŪĎñğǏñ΁̒̐̒̑ͣ͢΁ĹŵƷŪė΁ƯłñƯ΁Ưłğ΁ĐŵŪƣğƚƷğŪĐğƣ΁ŵĹ΁ Ưłğ΁
COVID-19 pandemic have been tackled differently by the employees 
and employers, as some organizations have been better at communi-
cating online and some employees thrive in work-from-home settings. 
»łƛŵƷĺł΁Ưłğňƛ΁ ƛğƣğñƛĐł͓΁ Ưłğǖ΁ĹŵƷŪė΁ƯłñƯ΁Ͳ»łğƣğ΁ğǕƘğƛňğŪĐğƣ΁ĹƛŵŨ΁Ưłğ΁
corona crisis indicate that there is a need to pursue a policy in the future 
homework - partly in relation to the needs of the workplace, partly in 
ƛğşñƯňŵŪ΁Ưŵ΁Ưłğ΁ğŨƘşŵǖğğƣ͵΁ƘğƛƣŵŪñş΁ƘƛğĹğƛğŪĐğƣͳ΁͢uñǏƛĎŘğƛĺ΁π΁sňŪĎñ-
ğǏñ͓΁̒̐̒̑Ď͓΁Ƙ͒΁̖̒ͣ͒΁gƛñŨğƛ΁π΁gƛñŨğƛ΁̒̐̒̑ͣ͢΁łňĺłşňĺłƯ΁Ưłğ΁şñĐś΁ŵĹ΁ğǕƘğ-
ƛňğŪĐğ΁ƣŵŨğ΁ňŪƣƯňƯƷƯňŵŪƣ΁łñė΁ǐňƯł΁ŨñśňŪĺ΁ƣłňĹƯƣ΁ĹƛŵŨ΁ǐŵƛś΁ñƯ΁Ưłğ΁ŵĹȌĐğ΁
Ưŵ΁ƛğŨŵƯğ΁ǐŵƛś΁ňŪ΁ĐŵŪŘƷŪĐƯňŵŪ΁ǐňƯł΁Ưłğ΁ �ÙU'̙ͨ̑΁ƘñŪėğŨňĐ͒΁UŪ΁ƛğşñƯň-
ŵŪ΁Ưŵ΁Ưłňƣ͓΁ĎŵƯł΁uñǏƛĎŘğƛĺ΁π΁sňŪĎñğǏñ΁̒̐̒̑ͨ͢Ďͣ΁ñŪė΁gƛñŨğƛ΁π΁gƛñŨğƛ΁
(2020) points towards a need for designing a policy of which can help 
align and structure work-from-home practices, taking the needs and 
ƘƛğĹğƛğŪĐğƣ΁ŵĹ΁Ưłğ΁ğŨƘşŵǖğğƣ΁ňŪƯŵ΁ñĐĐŵƷŪƯ͒΁HñƷşėƣ΁π΁¦ñŘƷ΁̒̐̒̑ͣ͢΁ėğ-
scribe how organizations have adopted work-from-home policies, but 
as the need for such arose very quickly, there is a chance for them to 
Ďğ΁ĹŵƛĐğė͓΁ñŪė΁ĐŵƷşė΁Ďğ΁ĹñĐňŪĺ΁ñŪ΁ñėŘƷƣƯŨğŪƯ΁ňŪ΁Ưłğ΁ĹƷƯƷƛğ͒΁Úğ΁łğŪĐğ΁
recognize that even organizations that have already adapted tools or 
policies, might be facing a reconstruction of such. It seems that lack of 
ƘŵşňĐňğƣ΁ňƣ΁ŘƷƣƯ΁ŵŪğ΁ƣňėğ΁ŵĹ΁Ưłğ΁ĐŵňŪ͓΁ñƣ΁Ưłğ΁ƣĐłŵşñƛƣ΁ŵĹ΁gƛñŨğƛ΁π΁gƛñŨğƛ΁
̒̐̒̐ͣ͢΁ĹƷƛƯłğƛ΁ƘŵňŪƯƣ΁Ưŵǐñƛėƣ΁ñ΁Ūğğė΁Ĺŵƛ΁Ũŵƛğ΁ğĹȌĐňğŪƯ΁ŨğƯłŵėƣ΁ŵĹ΁ƛğ-
ŨŵƯğ΁ǐŵƛś΁ñƣ΁Ưłğǖ΁ƣƯñƯğ΁Ͳ͒͒͒ŨŵǏňŪĺ΁Ưŵ΁ǐŵƛś΁ĹƛŵŨ΁łŵŨğ΁ñƛƛñŪĺğŨğŪƯƣ΁
may require selection of workers who are better suited to work from 
łŵŨğ͓΁ ƯƛñňŪňŪĺ΁ŵĹ΁ ƣƷĐł΁ǐŵƛśğƛƣ΁ŵŪ΁Ũŵƛğ΁ğĹȌĐňğŪƯ΁ŨğƯłŵėƣ΁ŵĹ΁ ƛğŨŵƯğ΁
ǐŵƛś͒͒͒ͳ΁ ͢gƛñŨğƛ΁π΁gƛñŨğƛ͓΁ ͓̒̐̒̐΁ Ƙ͒΁ ̒ͣ͒΁ UŪ΁ ĐŵŪŘƷŪĐƯňŵŪ΁ǐňƯł΁ Ưłňƣ͓΁ Hğƛ-
reira et al., (2020) describe that many employees and managers lack 
tools and training and that this needs to be addressed if they are to 
work remotely. Although these scholars do not address exactly how 
such policies or tools are to be made, Molin et al., (2021) address a 
need for management to support and engage in implementing a sup-

port model that helps identify how work situations can be improved, to 
ensure a healthy work environment. Although this seems challenging, 
eğŪśňŪƣ΁π΁®ŨňƯł΁ ̒̐̒̑ͣ͢΁ƘŵňŪƯƣ΁ Ưŵ΁ğŨƘşŵǖğğ΁ȍğǕňĎňşňƯǖ΁ñƣ΁ĎğňŪĺ΁ ƯñśğŪ΁
for granted by policy makers and employers. They highlight that the 
COVID-19 pandemic should be seen as an opportunity to ‘build back 
ĎğƯƯğƛ͵͒ ΁HƷƛƯłğƛŨŵƛğ΁�ñƛƯňś΁ğƯ΁ñş͓͒΁̒̐̒̐΁ñƛĺƷğ΁ƯłñƯ΁΁Ͳ͒͒͒Ưłğ΁ƣłňĹƯ΁Ưŵ΁ƛğŨŵƯğ΁
ǐŵƛś΁ĐñƷƣğė΁Ďǖ΁ �ÙU'΁ňƣ΁ƯğƣƯňŪĺ΁ňŪėƷƣƯƛǖ͵ƣ΁ñĎňşňƯǖ΁Ưŵ΁ñėñƘƯ͓΁ñŪė΁ňƣ΁şňśğşǖ΁
to have implications for the nature of work in the years to come” (Bartik 
et al., 2020, p. 15).

Although research on work models that support the needs of indivi-
ėƷñşƣ΁ėƷƛňŪĺ΁Ưłğ΁ �ÙU'̙ͨ̑΁ƘñŪėğŨňĐ΁ňƣ΁ƛğşñƯňǏğşǖ΁ėňĹȌĐƷşƯ΁Ưŵ΁ȌŪė͓΁ǐğ΁
discovered that few scholars focus their research on studying the fac-
tors and accessibility of the work-from-home practices in relation to 
the COVID-19 pandemic. Through the research of Das et al., (2021) 
we see how within the scope of accessibility, work practices are not 
ŵĹƯğŪ΁ĐŵŪƣňėğƛğė͒΁»łğǖ΁ĹƷƛƯłğƛ΁ƣƷĺĺğƣƯ΁ƯłñƯ΁Ͳ͒͒͒Ưŵ΁ĐƛğñƯğ΁ñ΁Ũŵƛğ΁ňŪĐşƷƣňǏğ΁
workplace, organizational norms around remote work must be revisited 
to integrate accessible practices that are still thought of as optional and 
ͲŪňĐğ΁Ưŵ΁łñǏğͳͳ΁͢'ñƣ΁ğƯ΁ñş͓͒΁͓̒̐̒̑΁Ƙ͒΁̒̔ͣ͒΁»łğǖ΁ĹƷƛƯłğƛ΁ėğƣĐƛňĎğ΁ƯłñƯ΁ñşş΁
ƘğŵƘşğ΁ĎğŪğȌƯ΁ĹƛŵŨ΁ñĐĐğƣƣňĎňşňƯǖ΁ñŪė΁ƯłñƯ΁Ưłňƣ΁ĐñŪ΁ĐƛğñƯğ΁ñ΁Ũŵƛğ΁ňŪĐşƷ-
sive work environment. 

»ŵ΁ƣƷŨŨñƛňǡğ͓΁Ưłğ΁şňƯğƛñƯƷƛğ΁ƘƛğƣğŪƯğė΁ňŪ΁Ưłňƣ΁ƣğĐƯňŵŪ΁łñƣ΁ňėğŪƯňȌğė΁ñ΁
need for developing policies and/or tools for remote working practices. 
These should take into account the needs of the individuals, as well 
as managers engaging and supporting such models. Such models are 
important, as they should support the needs of individuals and hence 
speak on their behalf. We notice a gap in the literature because none of 
Ưłğƣğ΁ƣĐłŵşñƛƣ΁ƘƛğƣğŪƯ΁ñ΁ƣƘğĐňȌĐ΁ƣŵşƷƯňŵŪ΁ŵƛ΁ŨğƯłŵė΁Ưŵ΁łŵǐ΁Ưłğ΁Đƛğñ-
tion of such a model can be achieved, although we also recognize that 
developing such a solution might be a challenging task. 
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1.2 Reading Guide 

This thesis is divided into 6 chapters, in which each chapter is assigned 
ñ΁Đŵşŵƛ͒΁PğŪĐğ΁ğǏğƛǖ΁ĐłñƘƯğƛ΁łñƣ΁ňƯƣ΁ŵǐŪ΁ĹƛŵŪƯ΁Ƙñĺğ͓΁ƣłŵǐňŪĺ΁ƯłñƯ΁ǖŵƷ΁
are entering a new chapter. See ȌĺƷƛğ΁̑ for the colors assigned. This 
ȌĺƷƛğ΁ĹƷƛƯłğƛŨŵƛğ΁ƘƛğƣğŪƯƣ΁ǐłğƯłğƛ΁Ưłğ΁ĐłñƘƯğƛƣ΁łñǏğ΁łñė΁ñ΁ėňǏğƛĺňŪĺ΁
or converging role in our design process. This is, however, a vast simp-
şňȌĐñƯňŵŪ΁ŵĹ΁Ưłğ΁ñĐƯƷñş΁ƘƛŵĐğƣƣ΁ŵĹ΁Ưłğ΁ƘƛŵŘğĐƯ͒

The purple section, which you are about to enter, describes the theo-
retical framework of the thesis as methods and frameworks used for 
the purpose of collecting the empirical material needed. Chather 3 is 
ňŪ΁ĎşƷğ΁łňĺłşňĺłƯňŪĺ΁Ưłğ΁ȌƛƣƯ΁ƘñƛƯ΁ŵĹ΁ŵƷƛ΁ñŪñşǖƣňƣ͓΁ǐłğƛğ΁ǐğ΁ňŪǏğƣƯňĺñƯğ΁
through literature how work practices are shaped through history, with 
traces all the way back to the stone age. Chapter 4, which is pink, hig-
łşňĺłƯƣ΁Ưłğ΁ƣğĐŵŪė΁ƘñƛƯ΁ŵĹ΁ŵƷƛ΁ñŪñşǖƣňƣ͒΁Pğƛğ΁ǐğ΁ňŪǏğƣƯňĺñƯğ΁Ưłğ΁ǐŵƛś΁
practices of individuals from three different advising engineering or-
ganizations, using our own empirical material. These chapters tie to-

gether in the yellow chapter 5 called solution space. Where we present 
ŵƷƛ΁ȌŪėňŪĺƣ΁ñŪė΁Ưñśğ΁Ưłğ΁ȌƛƣƯ΁ƣƯğƘƣ΁Ưŵǐñƛėƣ΁ėğƣňĺŪňŪĺ΁ñ΁ȍğǕňĎşğ΁ǐŵƛś΁
Ũŵėğş΁ƯłñƯ΁ƣƷƘƘŵƛƯƣ΁Ưłğ΁Ūğğėƣ΁ŵĹ΁Ưłğƣğ΁ňŪėňǏňėƷñşƣ͒΁HňŪñşşǖ͓΁ĐłñƘƯğƛ΁̖͓΁
which is  green will provide concluding remarks, while presenting a 
ĐŵŪĐşƷƣňŵŪ΁Ưŵ΁ŵƷƛ΁Ưłğƣňƣ͓΁ñƣ΁ǐğşş΁ñƣ΁ñ΁ƛğȍğĐƯňŵŪ͒

Throughout the report, grey coloured boxes like this will appear. These 
boxes describe the process and the steps we needed to take in order to 
conduct this thesis.

HňĺƷƛğ΁͔̑΁£ƛŵĐğƣƣ΁ȌĺƷƛğ
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UƯ΁ňƣ΁ñƛĺƷğė΁Ďǖ΁®ƘƷƛşňŪĺ΁ğƯ΁ñş͓͒΁̒̐̑̓ͣ͢΁ƯłñƯ΁ͲÂŪėğƛƣƯñŪėňŪĺ΁Ưłğ΁ėǖŪñŨňĐƣ΁ŵĹ΁ƘƛñĐƯňĐğƣ΁ŵĹĹğƛƣ΁Ʒƣ΁ñ΁ǐňŪėŵǐ΁ňŪƯŵ΁ƯƛñŪƣňƯňŵŪƣ΁Ưŵǐñƛėƣ΁ƣƷƣƯñňŪñĎňşňƯǖͳ΁
(Spurling et al., 2013, p. 4) as understanding the dynamics within practices allow us to shift practices to more sustainable ones (Spurling et 
ñş͓͒΁̒̐̑̓ͣ͒΁Úğ΁ȌŪė΁ƯłñƯ΁Ưłğ΁ĹƛñŨğǐŵƛś΁ŵĹ΁£ƛñĐƯňĐğ΁»łğŵƛǖ΁ƘƛŵǏňėğƣ΁ñŪ΁ñƘƘƛŵƘƛňñƯğ΁ñŪñşǖƯňĐñş΁ĹƛñŨğǐŵƛś΁Ĺŵƛ΁ŵƷƛ΁Ưłğƣňƣ͓΁ƯłñƯ΁ñşşŵǐƣ΁Ʒƣ΁Ưŵ΁ėňǏğ΁
into individual work practices of practitioners in advising engineering organizations, and understand how these individual practices affect the 
cultural landscape in which they are apart. We furthermore acknowledge that the framework can provide a view into the opportunities that lie 
within transitioning towards sustainable work practices. 

Chapter 2 hence presents the theoretical perspective of Practice Theory, which is the main theory used in this thesis. It explains the framework 
of Shove et al., 2012, which is the perspective we took on to analyze our problem framing, accompanied with the framework of Spurling et al. 
̒̐̐̒ͣ͒͢΁Úğ΁ǐňşş΁ĹƷƛƯłğƛŨŵƛğ΁ğşñĎŵƛñƯğ΁ŵŪ΁łŵǐ΁Ưłňƣ΁ƘğƛƣƘğĐƯňǏğ΁ňƣ΁Ʒƣğė͓΁ñŪė΁ǐłñƯ΁ňƯ΁ĎƛŵƷĺłƯ΁Ưŵ΁Ưłğ΁ƘƛŵŘğĐƯ͒΁
HƷƛƯłğƛŨŵƛğ͓΁ǐğ΁ǐňşş΁ƘƛğƣğŪƯ΁Ưǐŵ΁ŵƯłğƛ΁Ưłğŵƛňğƣ͓΁ƯłñƯ΁ñşƣŵ΁ƣƯğŨ΁ĹƛŵŨ΁ƣŵĐňñş΁ƣĐňğŪĐğƣ͒΁»łğƣğ΁ñƛğ΁�ĐƯŵƛͨuğƯǐŵƛś΁»łğŵƛǖ΁͢�u»ͣ΁͢ ñşşŵŪ͓΁̙̘̑̔ͣ΁
ñŪė΁ ŵŨŨƷŪňƯňğƣ΁ŵĹ΁£ƛñĐƯňĐğ΁͢ ŵ£ͣ΁͢ÚğŪĺğƛ͓΁̙̙̘͓̑ͣ΁ñŪė΁ğǕƘşñňŪ΁ǐłñƯ΁Ưłğǖ΁ĐŵƷşė΁łñǏğ΁ƘƛŵǏňėğė΁Ʒƣ΁ňĹ΁ǐğ΁łñė΁ĐłŵƣğŪ΁Ưŵ΁Ưñśğ΁ŵŪ΁ñŪŵƯłğƛ΁Ưłğŵ-
retical perspective. 

»łňƣ΁ĐłñƘƯğƛ΁ñşƣŵ΁ƘƛğƣğŪƯƣ΁Ưłğ΁ğŨƘňƛňĐñş΁ŨñƯğƛňñş΁Ʒƣğė΁Ưŵ΁ňŪǏğƣƯňĺñƯğ΁ñŪė΁ñŪñşǖǡğ΁ŵƷƛ΁ƘƛŵĎşğŨ΁ĹƛñŨňŪĺ͒΁Pğƛğ΁ǐğ΁ñƛğ΁ňŪĐşƷėňŪĺ΁ñŪ΁ğşñĎŵƛñƯňŵŪ΁ŵĹ΁
what data has been produced, for us to be able to answer our research question, while presenting a timeline of the interventions held throug-
łŵƷƯ΁Ưłğ΁ƘƛŵŘğĐƯ͒΁
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2.1 Theoretical Framework: Practice Theory In this thesis, we have chosen to use the theoretical framework of Prac-
ƯňĐğ΁»łğŵƛǖ΁͢£»ͣ΁ĐƛğñƯğė΁Ďǖ΁®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁ĎğĐñƷƣğ΁Ͳ͒͒͒ƘƛñĐƯňĐğ΁Ưłğ-
ory provides a means of uniting studies of innovation and consumption 
and of conceptualizing dynamic processes inherent both in business 
and in other realms of everyday life” (Shove et al., 2012, p. 12). The-
se dynamic processes are also described as social arrangements that 
consist of individual decisions of how to act within the practices (Shove 
et al., 2012). This theory took its starting point from philosophers Wit-
ƯĺğŪƣƯğňŪ΁ñŪė΁Pğňėğĺĺğƛ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁̒̐̑̒ͣ΁ǐłŵ΁ňŪƣƘňƛğė΁ƣĐłŵşñƛƣ΁Ưŵ΁
further investigate practice as a centered stage, rather than a passage 
ĎğƯǐğğŪ΁ƣŵĐňñş΁ƣƯƛƷĐƯƷƛğ΁ñŪė΁łƷŨñŪ΁ƣƷĎŘğĐƯƣ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁̒̐̑̒ͣ͒΁0Ǐğƛ΁
since, scholars such as Schatzki (2012) have drawn on their work when 
ŵƷƯşňŪňŪĺ΁ñ΁ƯłğŵƛňǡñƯňŵŪ΁ŵĹ΁£»͒΁Pğ΁ėğƣĐƛňĎğƣ΁£»΁ñƣ΁Ͳ͖ñŪ΁ŵƛĺñŪňƣğė΁ĐŵŪ-
ƣƯğşşñƯňŵŪ΁ŵĹ΁ėňĹĹğƛğŪƯ΁ƘğŵƘşğ͵ƣ΁ñĐƯňǏňƯňğƣͳ΁͢®ĐłñƯǡśň͓΁͓̒̐̑̒΁Ƙ͒΁̑̓ͣ΁ƯłñƯ΁ňƣ΁
Ͳ͖ƷŪėğƛƣƯŵŵė΁ñƣ΁ĹŵƛŨƣ΁ŵĹ͓΁ŵƛ΁ñƣ΁ƛŵŵƯğė΁ňŪ͓΁łƷŨñŪ΁ñĐƯňǏňƯǖ΁ͪ΁ŪŵƯ΁Ưłğ΁ñĐƯň-
vity of individuals, but in practices, that is, in the organised activities of 
ŨƷşƯňƘşğ΁ƘğŵƘşğͳ΁͢®ĐłñƯǡśň͓΁͓̒̐̑̒΁Ƙ͒΁̑̓ͣ͒΁HƛŵŨ΁Ưłňƣ΁ƘğƛƣƘğĐƯňǏğ͓΁ƘƛñĐƯňĐğ΁
ĐŵŪƣňƣƯƣ΁ŵĹ΁ƘğŵƘşğ͵ƣ΁ñĐƯňǏňƯňğƣ͓΁ėŵňŪĺƣ͓΁ñŪė΁ƣñǖňŪĺƣ͓΁ǐłňĐł΁ñƛğ΁ŵƘğŪͨğŪ-
ded in the sense that these activities are temporally dispersed and do 
ŪŵƯ΁ĐŵŪƣňƣƯ΁ŵĹ΁ñ΁ėğȌŪğė΁ŪƷŨĎğƛ΁ŵĹ΁ñĐƯňǏňƯňğƣ΁͢®ĐłñƯǡśň͓΁̒̐̑̒ͣ͒΁»łƛŵƷĺł΁
his theorization of practices, the focus is on understanding human ac-
ƯňŵŪƣ΁ñŪė΁ƣƯƛƷĐƯƷƛğƣ΁łğƛğŵĹ͒΁¦ğĐśǐňƯǡ΁̒̐̐̒ͣ͢΁ėğƣĐƛňĎğƣ΁£»΁ñƣ΁ĎğłñǏňŵƛ΁
ƯłñƯ΁ ňƣ΁ ƛŵƷƯňŪňǡğė΁ ñƣ΁ Ͳ͖Ưłğ΁ŨğŪƯñş΁ ƛŵƷƯňŪğƣ΁ ñŪė΁ Ưłğňƛ΁ śŪŵǐşğėĺğ΁ ͦñƣͧ΁
ňŪƯğĺƛñş΁ƘñƛƯƣ΁ñŪė΁ğşğŨğŪƯƣ΁ŵĹ΁ƘƛñĐƯňĐğͳ΁͢¦ğĐśǐňƯǡ͓΁͓̒̐̐̒΁Ƙ͒΁̒̒ͣ͒̕΁»łğ΁
ĹŵĐƷƣ΁ŵĹ΁¦ğĐśǐňƯǡ͵ƣ΁ ̒̐̐̒ͣ͢΁ƘğƛƣƘğĐƯňǏğ΁ ňƣ΁ŵŪ΁ Ưłğ΁ ĹŵƛŨƣ΁ŵĹ΁Ďŵėňşǖ΁ñŪė΁
ŨğŪƯñş΁ñĐƯňǏňƯňğƣ͒΁HƷƛƯłğƛŨŵƛğ͓΁Ưłňƣ΁ƘğƛƣƘğĐƯňǏğ΁ñşƣŵ΁ĹŵĐƷƣğƣ΁ŵŪ΁ƯłňŪĺƣ΁
͢ŵĎŘğĐƯƣ͓ͣ΁ śŪŵǐͨłŵǐ͓΁ ğŨŵƯňŵŪƣ͓΁ ñŪė΁ ŨŵƯňǏñƯňŵŪñş΁ śŪŵǐşğėĺğ΁ ͢®łŵǏğ΁
ğƯ͒΁ ñş͓͒΁ ̒̐̑̒ͣ͒΁Pňƣ΁ƘğƛƣƘğĐƯňǏğ΁ŵĹ΁£»΁łğŪĐğ΁ ĹŵĐƷƣğƣ΁ŵŪ΁ Ưłğ΁ ƛŵƷƯňŪňǡğė΁
ĎğłñǏňŵƛ΁ŵĹ΁ňŪėňǏňėƷñşƣ͒΁�şƯłŵƷĺł΁Ưłğ΁ƣĐłŵşñƛƣ΁ŵĹ΁¦ğĐśǐňƯǡ΁̒̐̐̒ͣ͢΁ñŪė΁
Schatzki (2012) theorize PT in these two ways, they also agree that 
ͲʹƘƛñĐƯňĐğƣ΁ñƛğ΁ňŪƯƛňŪƣňͨĐñşşǖ΁ĐŵŪŪğĐƯğė΁Ưŵ΁ñŪė΁ňŪƯğƛǐŵǏğŪ΁ǐňƯł΁ŵĎŘğĐƯƣ͵ͳ΁
(Shove et al, 2012, p. 23). As the work of these scholars has been con-
sidered in the framework presented by Shove et. al., 2012, both their 
perspectives are in some way a part of this; including routines, acti-
ǏňƯňğƣ͓΁ ñŪė΁ŵĎŘğĐƯƣ΁ ňŪƯŵ΁ Ưłğňƛ΁ ƯłğŵƛňǡñƯňŵŪ΁ŵĹ΁£»͒΁HƛŵŨ΁ Ưłğ΁ƘğƛƣƘğĐƯňǏğ΁

Process box: Purpose of Online Workshop and Exercise One

The process of choosing a theory for this thesis was very troublesome. 
Our initial thought was to investigate the relation in and between the 
ĐŵŨŨƷŪňƯňğƣ΁ƯłñƯ΁ğŪĺñĺğ΁ňŪ΁ñ΁ƣłñƛğė΁ƘƛŵĐğƣƣ΁ŵĹ΁şğñƛŪňŪĺ͒΁HƷƛƯłğƛŨŵƛğ͓΁
we wanted to investigate how knowledge travels when work practices 
are moved to the homes of employees. We wanted to do this by de-
eply investigating communities within one organization, using the the-
oretical perspective of Communities of Practice (CoP). Unfortunately, 
ǐğ΁ ĐŵƷşėŪ͵Ư΁ ğƣƯñĎşňƣł΁ ƣƷĐł΁ ñ΁ Đşŵƣğ΁ ƛğşñƯňŵŪƣłňƘ΁ǐňƯł΁ ñŪ΁ ŵƛĺñŪňǡñƯňŵŪ΁
needed to collect the empirical material for investigating such commu-
ŪňƯňğƣ͒΁HňĺƷƛğ΁̒΁ƣłŵǐƣ΁ñ΁ƯňŨğşňŪğ΁ŵĹ΁Ưłğ΁ėƷƛñƯňŵŪ΁ŵĹ΁Ưłğ΁Ưłğƣňƣ͓΁Ũñƛśğė΁
with when we changed our theoretical perspective.

£ƛŵŘğĐƯ΁ƣƯñƛƯ PñŪėͨňŪ

HğĎƛƷñƛǖ March April May

Change of 
theoretical 
perspective

Figure 2: Timeline

In the beginning of May, we changed our theoretical perspective to 
Practice Theory (PT). This also meant that much of our previous work 
needed to be revisited and in some cases changed completely. We 
made the choice of shifting our theoretical perspective, as we believe 
that PT provides a better analytical perspective for the empirical ma-
Ưğƛňñş΁ƯłñƯ΁ǐñƣ΁ĺñƯłğƛğė͒΁PğŪĐğ΁Ưłğ΁ƣĐŵƘğ΁ŵĹ΁Ưłğ΁ƘƛŵŘğĐƯ΁ĐłñŪĺğė΁Ưŵ΁
exploring how the work practices of individuals are affected by shifts 
in work sites caused by the global pandemic caused by COVID-19.
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ŵĹ΁®łŵǏğ΁ğƯ΁ñş͓͒΁ ͓̒̐̑̒ͣ͢΁£»΁Ͳ͖ėğƘğŪėƣ΁ŵŪ΁ėğǏğşŵƘňŪĺ΁ñ΁ŨğñŪƣ΁ŵĹ΁ƣǖ-
stematically exploring processes of transformation and stability within 
social practices and between them.” (Shove et al., 2012, p. 1). Shove et 
al. (2012) and Spurling et al. (2013) argue that the concepts in which 
they have developed, allow for the complex nature of dynamics within 
ƘƛñĐƯňĐğƣ΁Ưŵ΁Ďğ΁ňŪǏğƣƯňĺñƯğė͒΁Úğ΁ȌŪė΁ƯłñƯ΁Ưłğƣğ΁ĐŵŪĐğƘƯƣ΁ǐňƯłňŪ΁£»͓΁ĐñŪ΁
provide us a way for analyzing the intangible nature of dynamics within 
practices in a tangible way and have hence chosen to use the perspe-
ctive of Shove et al. (2012) in combination with Spurling et al. (2002) 
for our thesis.

The framework of Shove et al. (2012) presents a model of  three ele-
ments of practice. The model contains elements of; materials, com-
ƘğƯğŪĐğ͓΁ñŪė΁ŨğñŪňŪĺƣ΁͢HňĺƷƛğ΁͔̓΁»łğğ΁0şğŨğŪƯƣ΁ŵĹ΁£ƛñĐƯňĐğƣͣ͒΁»łğƣğ΁
elements put emphasis on the elements in which a practice consists 
of; cultural conventions, expectations, and socially shared meanings, 
ƯłñƯ΁ĐŵŪƣƯňƯƷƯğ΁Ưłğ΁ğşğŨğŪƯ΁ŵĹ΁ŨğñŪňŪĺƣ͒΁�ĎŘğĐƯƣ͓΁Ưŵŵşƣ͓΁ňŪĹƛñƣƯƛƷĐƯƷƛğƣ͓΁
that constitute the element of materials and knowledge, and embodied 
skills, that constitute the element of competence (Spurling et al., 2002).
»łğƣğ΁ğşğŨğŪƯƣ΁ƣğƯ΁Ưłğ΁ƣƯñĺğ΁Ĺŵƛ΁ėğȌŪňŪĺ΁ƘƛñĐƯňĐğƣ΁ñƣ΁Ͳ͖ƘƛñĐƯňĐğƣ΁ĐŵŪ-

sist of elements that are integrated when practices are enacted” (Shove 
et al., 2012, p. 21). The elements are what constitute a practice. These 
practices change as these elements are introduced and combined in a 
variety of ways. In this model, the human actors are not the central part. 
UŪƣƯğñė΁ĹŵĐƷƣ΁ňƣ΁ŵŪ΁Ưłğ΁ėŵňŪĺƣ΁ŵĹ΁Ưłŵƣğ΁ñĐƯŵƛƣ΁ñƣ΁Ͳ͖ƘƛñĐƯňƯňŵŪğƛƣ΁͢Ưłŵƣğ΁
who do) simultaneously reproduce the practices in which they are en-
gaged and the elements of which these practices are made...” (Shove 
et al., 2012, p. 22). The framework suggests an analytical distinction 
ĎğƯǐğğŪ΁ ƘƛñĐƯňĐğͨñƣͨƘğƛĹŵƛŨñŪĐğ΁ ñŪė΁ ƘƛñĐƯňĐğͨñƣͨğŪƯňƯǖ΁ ͢HňĺƷƛğ΁ ͔̔΁
Practice-as-performance and Practice-as-entity). This can on one hand 
show how combinations of elements constitute a practice-as-perfor-
ŨñŪĐğ΁Ďǖ΁ƘƷƯƯňŪĺ΁ğŨƘłñƣňƣ΁ŵŪ΁ğŪĐłñŪƯŨğŪƯ͓΁ŨğñŪňŪĺ΁ Ͳ͒͒͒ñĐƯňǏğ΁ ňŪƯğ-
ĺƛñƯňŵŪ΁ŵĹ΁ğşğŨğŪƯƣ͖ͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̒̑΁Ƙ͒΁̙̑̑ͣ͒΁�Ūė΁ŵŪ΁Ưłğ΁ŵƯłğƛ͓΁
show how combinations of elements constitute a practice-as-entity by 
putting emphasis on reproduction of practice. 

Figure 3: Three Elements of Practice

Practice-as-performance
Observable behaviour of individuals

Practice-as-entity
Socially shared tastes and meanings

Knowledge and skills
Materials and infrastructure

»łğ΁ȌĺƷƛğ΁ñĎŵǏğ΁ƣłŵǐƣ΁ƯłñƯ΁ƘƛñĐƯňĐğͨñƣͨƘğƛĹŵƛŨñŪĐğ͓΁Ưłğ΁ŵĎƣğƛǏñĎşğ΁
ĎğłñǏňŵƛ΁ŵĹ΁ňŪėňǏňėƷñşƣ͓΁Ͳ͒͒͒ňƣ΁ŘƷƣƯ΁Ưłğ΁ƯňƘ΁ŵĹ΁Ưłğ΁ňĐğĎğƛĺͳ΁͢®ƘƷƛşňŪĺ΁ğƯ΁ñş͓͒΁
͓̒̐̐̒΁Ƙ͒΁̘ͣ͒΁£ƛñĐƯňĐğͨñƣͨğŪƯňƯňğƣ΁ñƛğ΁ñĎŵƷƯ΁Ưłğ΁łňƣƯŵƛǖ΁ñŪė΁ğǏŵşƷƯňŵŪ΁ŵĹ΁
socially shared tastes and meanings, knowledge and skills, and mate-
rials and infrastructures (Spurling et al., 2002).

Figure 4: Practice-as-performance/practice-as-entity



8

»łğ΁ȌĺƷƛğ΁ñĎŵǏğ΁ƣłŵǐƣ΁ƯłñƯ΁ƘƛñĐƯňĐğͨñƣͨƘğƛĹŵƛŨñŪĐğ͓΁Ưłğ΁ŵĎƣğƛǏñĎşğ΁
ĎğłñǏňŵƛ΁ŵĹ΁ňŪėňǏňėƷñşƣ͓΁Ͳ͒͒͒ňƣ΁ŘƷƣƯ΁Ưłğ΁ƯňƘ΁ŵĹ΁Ưłğ΁ňĐğĎğƛĺͳ΁͢®ƘƷƛşňŪĺ΁ğƯ΁ñş͓͒΁
͓̒̐̐̒΁Ƙ͒΁̘ͣ͒΁£ƛñĐƯňĐğͨñƣͨğŪƯňƯňğƣ΁ñƛğ΁ñĎŵƷƯ΁Ưłğ΁łňƣƯŵƛǖ΁ñŪė΁ğǏŵşƷƯňŵŪ΁ŵĹ΁
socially shared tastes and meanings, knowledge and skills, and mate-
rials and infrastructures (Spurling et al., 2002). 

As the elements connect, a practice is made and when the connecti-
ons are broken, the practice falls apart. This can also be described as 
practices turning into ex-practices. It is important to note that elements 
can exist without yet being connected in what Shove et al., (2012) calls 
£ƛŵƯŵͨƘƛñĐƯňĐğƣ΁͢HňĺƷƛğ΁͔̕΁iňŪśƣ΁ñƛğ΁ǖğƯ΁Ưŵ΁Ďğ΁ėňƣĐŵǏğƛğė͓΁Ũñėğ͓΁ŵƛ΁Ďƛŵ-
ken) (Shove et al., 2012).

Figure 5: Links are yet to be made, or broken

The elements of practices are mutually shaping. This means that e.g. 
Ūğǐ΁ňŪŪŵǏñƯňŵŪƣ΁Ũñǖ΁şğñė΁Ưŵ΁ñ΁Ͳ͒͒͒ĐŵŪƯňŪƷŵƷƣ΁ƘƛŵĐğƣƣ΁ŵĹ΁ƛğĐňƘƛŵĐñş΁
adaptation of practical skills and materialized knowledge” (Shove et 
al., 2012, p. 32). The elements can not be seen as being independent 
isolated elements and are therefore inter-linked (Shove et al., 2012). 
By recognizing that elements within practices are mutually shaping, 

it reveals that they are changed and left behind as new elements are 
introduced (Shove et al., 2012). It is further described that these chan-
ĺğƣ΁ňŪ΁Ưłğ΁ğşğŨğŪƯƣ΁ñƛğ΁ƯƛñĐğƣ΁ŵĹ΁ƘñƣƯ΁ƘƛñĐƯňĐğƣ͓΁ñŪė΁Ưłğƣğ΁Ͳ͒͒͒ñƛğ΁ƘñƛƯ΁
and parcel of the dynamic of practice” (Shove et al., 2012, p. 34). Sho-
ve et al. (2012) further suggest that when elements become traces of 
Ưłğ΁ƘñƣƯ͓΁şňŪśƣ΁ŵĹ΁ƘƛñĐƯňĐğƣ΁ñƛğ΁ĎƛŵśğŪ΁ǐłğƛğƯŵ΁Ưłğ΁Ưłƛğğ΁ğşğŨğŪƯƣ΁Ͳ͒͒͒
disappear in characteristically different ways: vanishing with little or 
no trace, remaining dormant or taking on new lease of life within and 
ñƣ΁ƘñƛƯ΁ŵĹ΁ŵƯłğƛ΁ƘƛñĐƯňĐğƣ͵͵΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̓ͣ͒̕

Figure 3: Ripples Through the Landscape

Because practices can not be seen as independent and isolated, ele-
ŨğŪƯƣ΁ĐñŪ΁Ďğ΁ƘñƛƯ΁ŵĹ΁ŨƷşƯňƘşğ΁ƘƛñĐƯňĐğƣ΁ñŪė΁ĐñŪ΁łğŪĐğ΁Ͳ͒͒͒ĐňƛĐƷşñƯğ΁ǐňƯłňŪ΁
and between many different practices, constituting a form of connective 
tissue that holds complex social arrangements in place, and potentially 
pulls them apart” (Shove et al., 2012, p. 36). This means that the same 
ŨğñŪňŪĺ΁ĐñŪ΁ƘŵƯğŪƯňñşşǖ΁Ďğ΁ñ΁ƘñƛƯ΁ŵĹ΁ŨƷşƯňƘşğ΁ƘƛñĐƯňĐğƣ΁͢HňĺƷƛğ΁ßß͔΁¦ňƘ-
Ƙşğƣ΁ňŪ΁Ưłğ΁iñŪėƣĐñƘğͣ͒

Pğƛğ΁ǐğ΁ƣłŵƷşė΁ŪŵƯğ΁ƯłñƯ͓΁ ňĹ΁Ưłğ΁ğşğŨğŪƯ΁ŵĹ΁ŨğñŪňŪĺ΁ñƯƯñĐłğƣ΁ŵƛ΁ėğ-
taches, it does not only affect the one practice but affects the whole 
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cultural landscape. This principle applies regardless of which of the 
elements shares similarities in the practices (Shove et al., 2012).

Pğƛğ΁ǐğ΁ƣłŵƷşė΁ŪŵƯğ΁ƯłñƯ͓΁ ňĹ΁Ưłğ΁ğşğŨğŪƯ΁ŵĹ΁ŨğñŪňŪĺ΁ñƯƯñĐłğƣ΁ŵƛ΁ėğ-
taches, it does not only affect the one practice but affects the whole 
cultural landscape. This principle applies regardless of which of the 
elements shares similarities in the practices (Shove et al., 2012).

The elements; materials, meaning, and competence, in the framework 
presented by  Shove et al., (2012) are described to vary in their modes 
of circulation. The circulation of materials deals with the availability of 
given materiality and the distribution thereof. This circulation occurs 
when the material is physically being transported. The idea of descri-
ĎňŪĺ΁ğşğŨğŪƯƣ΁ňŪ΁Ưłğƣğ΁Ũŵėğƣ΁ŵĹ΁ĐňƛĐƷşñƯňŵŪ΁ňƣ΁Ưŵ΁ƷŪėğƛƣƯñŪė΁ñŪė΁Ͳ͒͒͒ƛğ-
cognize that whereas forms of (co)location, transportation, and access 
are typically important for the diffusion of material elements, forms of 
competence and meaning circulate in characteristically different ways” 
(Shove et al., 2012, p. 47). Therefore we go on by explaining the mo-
des of circulation of competence and meaning, as these are important 
to understand the complex dynamics of social practices. Competence 
circulates between people and practices (Shove et al., 2012). It needs 
to be abstracted in order for it to travel and furthermore reversed when 
ňƯ΁ ƛğñĐłğƣ΁ ňƯƣ΁ ėğƣƯňŪñƯňŵŪ͒΁PğŪĐğ΁ ĐŵŨƘğƯğŪĐğ΁ ĐňƛĐƷşñƯğƣ΁ǐłğŪ΁ǐğ΁ şğƯ΁
ňƯ΁ŨŵǏğ΁ñŪė΁Ũñśğ΁ňƯ΁ǐŵƛś΁ğşƣğǐłğƛğ΁ñŪė΁ñƛğ΁Ͳ͒͒͒ƯǖƘňĐñşşǖ΁ŨŵėňȌğė͓΁ƛğ-
ĐŵŪȌĺƷƛğė΁ñŪė΁ñėñƘƯğė΁ñƣ΁Ưłğǖ΁ŨŵǏğ΁ĹƛŵŨ΁ŵŪğ΁ƣňƯƷñƯňŵŪ΁ŵƛ΁ƘğƛƣŵŪ΁Ưŵ΁
another and as they circulate between practices” (Shove et al., 2012, p. 
̒ͣ͒̕΁»łğ΁ğşğŨğŪƯ΁ŵĹ΁ŨğñŪňŪĺ΁Ͳ͒͒͒ñƛğ΁ğǕƯğŪėͦğėͧ΁ñŪė΁ğƛŵėğė΁ñƣ΁ñ΁ƛğƣƷşƯ΁
of dynamic processes of association” (Shove et al., 2012, p. 55). This 
element is described as almost always being mediated. As individuals 
participate in a variety of practices, they reproduce meanings and order 
ňŪ΁ňŪƯğƛñĐƯňŵŪ΁ǐňƯł΁Ưłğ΁ƣŵĐňğƯǖ΁Ưłğǖ΁ȌŪė΁ƯłğŨƣğşǏğƣ΁ňŪ͒΁»łğƛğĹŵƛğ΁Ũğ-
anings arise and extend in association with the dynamics of practices 
(Shove et al., 2012). These elements are so closely related, that if new 
ğşğŨğŪƯƣ΁ñƛƛňǏğ͓΁Ưłğǖ΁Ũñǖ΁Ͳ͒͒͒ėğƘğŪė΁ŵŪ͓΁Ưłğ΁ėğŨňƣğ΁ŵĹ΁ŵƯłğƛƣͳ΁͢®łŵǏğ΁
ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̘ͣ͒̕

In the linking of these elements, a practice is formed. Moreover, prac-
tices can be linked to other practices through inter-practice relations. 
These are described by Shove et al., (2012) in three types of formations: 
Pre-formation (practices are not integrated with each other), formation 
(practices link to each other and are co-existent or co-dependent), and 
ėğͨĹŵƛŨñƯňŵŪ΁ ͢şňŪśƣ΁ĎğƯǐğğŪ΁ƘƛñĐƯňĐğƣ΁ñƛğ΁Ūŵ΁ şŵŪĺğƛ΁ƘƛğƣğŪƯͣ΁ ͢HňĺƷƛğ΁
ßß͔΁HŵƛŨñƯňŵŪ΁£ƛŵĐğƣƣğƣ΁ŵĹ΁£ƛñĐƯňĐğƣͣ͒

Pre-formation

Links are not made, yet

Materials

Meanings

Competence

Materials

Meanings

Competence Materials

Meanings

Competence

Materials

Meanings

Competence

Materials

Meanings

Competence Materials

Meanings

Competence

Practice 1

Practice 2 Practice 3

Practice 1

Practice 2 Practice 3

Materials

Meanings

Competence

Materials

Meanings

Competence Materials

Meanings

Competence

Practice 1

Practice 2 Practice 3

Formation

Links are being made

De-formation

Links are no 
longer present

Inspired by Shove et al., 2012, p. 83

Shove et al., (2012) emphasize the need for characterizing the linka-
ges between practices when describing the relations between them, 
ĎğĐñƷƣğ΁ Ͳ͒͒͒ŵŪğ΁ƘƛñĐƯňĐğ΁ ĐƷƯƣ΁ ňŪƯŵ΁ñŪė΁ĐƷƯƣ΁ ƯłƛŵƷĺł΁ŨƷşƯňƘşğ΁ ƛğĺňƣƯğƛƣ΁
ŵĹ΁ňŪƯğƛñĐƯňŵŪ͓΁ŵĹƯğŪ΁ȌĺƷƛňŪĺ΁ňŪ΁ƣğǏğƛñş΁ŵǏğƛͨşñƘƘňŪĺ΁ƣğƚƷğŪĐğƣ΁ñŪė΁Đǖ-
cles at once. Sometimes merely co-existing, sometimes co-depending, 
the resulting patterns of cross-practice connection are inextricably in-
ƯğƛǐŵǏğŪͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̘̗ͣ͒΁�ƣ΁ƘƛñĐƯňĐğƣ΁ñĹĹğĐƯ΁ğñĐł΁ŵƯłğƛ΁ňŪ΁
Ưłňƣ΁ǐñǖ͓΁Ưłğǖ΁ĹŵƛŨ΁ĎƷŪėşğƣ΁ñƣ΁Ͳ�ƷŪėşğƣ΁ñƛğ΁şŵŵƣğͨśŪňƯ΁ƘñƯƯğƛŪƣ΁Ďñƣğė΁
on the co-location and co-existence of practices” (Shove et al., 2012, p. 
̘̑ͣ͒΁ÚłğŪ΁Ưłğǖ΁ėŵ΁ŪŵƯ΁ŵŪşǖ΁ñĹĹğĐƯ΁ğñĐł΁ŵƯłğƛ΁ĎƷƯ΁ĎğĐŵŨğ΁ėğƘğŪėğŪƯ΁
on each other they constitute complexes. These complexes can not be 
ƛğėƷĐğė΁Ưŵ΁ŵŪğ΁ğŪƯňƯǖ΁ñƣ΁Ͳ ŵŨƘşğǕğƣ΁ƛğƘƛğƣğŪƯ΁ƣƯňĐśňğƛ΁ñŪė΁Ũŵƛğ΁ňŪƯğ-
grated combinations, some so dense that they constitute new entities 
ňŪ΁Ưłğňƛ΁ŵǐŪ΁ƛňĺłƯͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̘̑ͣ͒΁¦ğĐŵĺŪňǡňŪĺ΁ƯłñƯ΁ñ΁ĐŵşşğĐ-

Figure 3: Links are yet to be made, or broken
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tion of multiple practices forms bundles and complexes is described by 
®ƘƷƛşňŪĺ΁ğƯ΁ñş͒΁̒̐̐̒ͣ͢΁Ưŵ΁Ũñśğ΁ňƯ΁ƘŵƣƣňĎşğ΁Ưŵ΁Ͳ͒͒͒ňėğŪƯňĹǖňŪĺ΁łŵǐ΁ƘƛñĐƯňĐğƣ΁
interlock with one another” (Spurling et al., 2013, p. 12). In this context, 
they present two ways of which practices interlock. They can interlock 
in synchronization of where and when activities take place and they can 
ňŪƯğƛşŵĐś΁ ňŪ΁ƣğƚƷğŪĐğƣ΁ŵĹ΁ƘƛñĐƯňĐğ΁ñƣ΁Ͳ�Ʒƛ΁ėñňşǖ΁ƣĐłğėƷşğƣ΁ñƛğ΁ ňŪͨƘñƛƯ΁
ėğƯğƛŨňŪğė΁Ďǖ΁ňŪƣƯňƯƷƯňŵŪƣ΁ñŪė΁ŵƛĺñŪňƣñƯňŵŪƣ͖ͳ΁͢®ƘƷƛşňŪĺ΁ğƯ΁ñş͓͒΁͓̒̐̑̓΁
p. 12). 

We use this framework in several different ways. In chapter 3 we in-
vestigate how work practices have changed throughout history, as we 
ƛğĐŵĺŪňǡğ΁ ƯłñƯ΁ Ͳ͒͒͒Ưłğŵƛňğƣ΁ŵĹ΁ƘƛñĐƯňĐğ΁ėƛñǐ΁ñƯƯğŪƯňŵŪ΁ Ưŵ΁ Ưłğ΁łňƣƯŵƛňĐñş-
şǖ΁ñŪė΁ĐƷşƯƷƛñşşǖ΁ƣƘğĐňȌĐ΁ƯƛñŘğĐƯŵƛňğƣ΁ŵĹ΁ǐłñƯ΁ƘğŵƘşğ΁ėŵ͓΁Ưłğ΁ėğƯñňşƣ΁ŵĹ΁
ǐłňĐł΁ ƛğȍğĐƯ΁ėňƣƯňŪĐƯňǏğ΁ñĐĐƷŨƷşñƯňŵŪƣ΁ŵĹ΁ŨğñŪňŪĺ͓΁ŨñƯğƛňñşͨ΁ ňƯǖ΁ ñŪė΁
competence and the relative positioning of one practice with respect to 
others” (Shove et al., 2012, p. 145). As these practices are explored as 
interwoven, they are described as bundles of practices of which consti-
tute the practice of work as a practice-as-entity. We discover how the 
practice is interlocked in synchronizations, and how the disruption of 
elements of which the practice consist, can disrupt the whole bundle of 
practices. We furthermore use the model of elements to explain how 
changing one of the elements can create a ripple effect to the other 
elements and thereby shape new elements, resulting in practices be-
coming ex-practices, as links between the elements are no longer being 
Ũñėğ͒΁PğŪĐğ͓΁ǐğ΁Ʒƣğ΁Ưłğ΁ƘğƛƣƘğĐƯňǏğ΁ŵĹ΁£»΁Ưŵ΁Ĺŵşşŵǐ΁Ưłğ΁ƯƛñŘğĐƯŵƛǖ΁ŵĹ΁
development that constitutes the way we work today. 

In chapter 4 we present the vast variety of shared practices of practiti-
oners of advising engineering organizations. We further use the model 
of three elements of practice,  to pinpoint elements in which these pra-
ĐƯňĐğƣ΁ĐŵŪƣňƣƯ͓΁ƷƣňŪĺ΁Ưłğ΁ğŨƘňƛňĐñş΁ŨñƯğƛňñş΁ĺñƯłğƛğė΁ėƷƛňŪĺ΁Ưłğ΁ƘƛŵŘğĐƯ͒΁
We analyze how these practices change, shifting the location of where 
the practice of work takes place, describing how the elements connect 
ŵƛ΁ėňƣĐŵŪŪğĐƯ΁ĹƛŵŨ΁Ưłğ΁ĺňǏğŪ΁ƘƛñĐƯňƯňŵŪğƛƣ͵΁ƘƛñĐƯňĐğ͒΁Úğ΁ėğƣĐƛňĎğ΁łŵǐ΁
practices can be interlinked with other practices through an inter-prac-

tice relation using the three types of formations (pre-formation, forma-
ƯňŵŪ΁ñŪė΁ėğͨĹŵƛŨñƯňŵŪͣ͒΁PğŪĐğ͓΁ǐğ΁Ʒƣğ΁Ưłğ΁ƘğƛƣƘğĐƯňǏğ΁ŵĹ΁£»΁Ưŵ΁łňĺł-
şňĺłƯ΁Ưłğ΁ėňĹĹğƛğŪĐğƣ΁ŵĹ΁Ưłğ΁ƘƛñĐƯňƯňŵŪğƛƣ͵΁ƘƛñĐƯňĐğƣ͒΁

2.1.1 Perspectives of other theories 

We further ask ourselves what other theoretical perspectives could 
łñǏğ΁ƘƛŵǏňėğė΁ Ĺŵƛ΁ Ưłğ΁ Ưłğƣňƣ΁ñŪė΁ǐłǖ΁ǐğ΁ėňė΁ŪŵƯ΁ȌŪė΁ Ưłŵƣğ΁ƣƷňƯñĎşğ΁
Ĺŵƛ΁ŵƷƛ΁ƣƯƷėǖ͒΁Úğ΁ğǕƘşñňŪ΁ñŪė΁ƛğȍğĐƯ΁ƷƘŵŪ΁Ưǐŵ΁ĹƛñŨğǐŵƛśƣ΁ƯłñƯ΁ñşƣŵ΁
stem from a social science perspective, namely Communities of Prac-
tice (CoP) and Actor-Network Theory (ANT). 

 ŵ£΁ƘƛŵƘŵƣğƣ΁ƯłñƯ΁şğñƛŪňŪĺ΁ėŵğƣ΁ŪŵƯ΁ŵŪşǖ΁łñƘƘğŪ΁ňŪėňǏňėƷñşşǖ΁ĎƷƯ΁Ͳ͖΁
ňŪǏŵşǏğͦƣͧ΁ñ΁ƘƛŵĐğƣƣ΁ŵĹ΁ğŪĺñĺğŨğŪƯ΁ňŪ΁ñ΁ʹ ĐŵŨŨƷŪňƯǖ΁ŵĹ΁ƘƛñĐƯňĐğ͵ͳ΁͢ ®ŨňƯł͓΁
2003, p. 1). CoPs are described as self-organizing systems that are 
created from people that interact on a regular basis that share a set of 
problems, concerns, or are passionate about a topic. Through this in-
ƯğƛñĐƯňŵŪ͓΁Ưłğǖ΁ėğğƘğŪ΁Ưłğňƛ΁ğǕƘğƛƯňƣğ΁ñŪė΁śŪŵǐşğėĺğ΁͢ÚğŪĺğƛ͓΁̙̙̘͕̑΁
®ŨňƯł͓΁ ̒̐̐̓΁π΁gňƛĐłŪğƛ΁ ğƯ΁ ñş͓͒΁ ̙̒̐̑ͣ͒΁ »łğƣğ΁ ĐŵŨŨƷŪňƯňğƣ΁ ñƛğ΁ėğǏğş-
oped from things that matter to people and are informally bound by 
what the participants of the community do together. They can arise 
ĎŵƯł΁ňŪƯğŪƯňŵŪñşşǖ΁ñŪė΁ƷŪňŪƯğŪƯňŵŪñşşǖ͒΁ ŵ£ƣ΁ĐñŪ΁ĹƷƛƯłğƛŨŵƛğ΁Ďğ΁Ͳ͒͒͒ƷŪ-
derstood as groups of people who regularly learn together and from 
each other because they care about the same real-life problems” (Pyrko 
et al., 2019). Such communities are described to be found within bu-
sinesses, across business units, and across company boundaries. They 
ñƛğ΁ ƛñƯłğƛ΁ėğȌŪğė΁ ĹƛŵŨ΁śŪŵǐşğėĺğ΁ ƯłñŪ΁Ďǖ΁ Ưñƣś΁ñƣ΁ Ͳ�΁ĐŵŨŨƷŪňƯǖ΁ŵĹ΁
practice exists because it produces a shared practice as members en-
ĺñĺğ΁ňŪ΁ñ΁ĐŵşşğĐƯňǏğ΁ƘƛŵĐğƣƣ΁ŵĹ΁şğñƛŪňŪĺͳ΁͢ÚğŪĺğƛ͓΁̙̙̘͓̑΁Ƙ͒΁̒ͣ΁ǐłğƛğ΁ñŪ΁
understanding of practice within the community is created amongst the 
participants. 

Using the theoretical framework of CoP depends on us having access to 
the communities in which we wish to investigate. A way of approaching 
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ƣƷĐł΁ñ΁ƘƛŵŘğĐƯ͓΁ƷƣňŪĺ΁ ŵ£΁ñƣ΁ñ΁ƯłğŵƛğƯňĐñş΁ĹƛñŨğǐŵƛś͓΁ǐŵƷşė΁łñǏğ΁ĎğğŪ΁
by investigating how knowledge travels in and across communities in 
the online communities within an advising engineering organization. 
HƷƛƯłğƛŨŵƛğ͓΁ǐğ΁ ĐŵƷşė΁ łñǏğ΁ Ʒƣğė΁ ňƯ΁ Ưŵ΁ ňėğŪƯňĹǖ΁ łŵǐ΁ Ưłňƣ΁ śŪŵǐşğėĺğ΁
ĐŵŪȌĺƷƛñƯňŵŪ΁ ƯƛñŪƣĹŵƛŨƣ΁Ưłğ΁ƘƛñĐƯňĐğƣ΁ŵĹ΁ǐłňĐł΁ Ưłğǖ΁ñƛğ΁ƘñƛƯ΁ŵĹ͒΁ ŵ£΁
ĐŵƷşė΁ƯłƷƣ΁łñǏğ΁ñĐƯğė΁ñƣ΁ñ΁ĹƛñŨğǐŵƛś΁Ĺŵƛ΁łŵǐ΁śŪŵǐşğėĺğ΁ĐŵŪȌĺƷƛñƯň-
ons change when a practice within these communities is changed, hen-
ce investigating how a change of practice can affect these communities. 

ANT proposes that relations, both human and non-human are a part of 
ñ΁ŪğƯǐŵƛś΁ňŪ΁ǐłňĐł΁Ưłğƣğ΁ñĐƯŵƛƣ΁ñƛğ΁ñĹĹğĐƯňŪĺ΁ğñĐł΁ŵƯłğƛ͓΁ñƣ΁ʹƣŵĐňğƯǖ͵΁ňƣ΁
composed of humans (and nonhumans) who are aligned in networks of 
different extent” (Michael, 2017, p. 3). These nonhuman actors shape 
the network and furthermore shape the inter-relations between human 
actors (Michael, 2017). To investigate those relations is also to investi-
gate how controversies emerge, develop, and close in such networks 
͢ ñşşŵŪ͓΁̙̘̑̔ͣ͒΁�u»΁ĐñŪ΁Ďğ΁Ʒƣğė΁Ưŵ΁ňėğŪƯňĹǖ΁ǐłŵ΁Ưŵ΁ňŪǏŵşǏğ͓΁ñŪė΁ǐłğŪ΁
Ưŵ΁ňŪǏŵşǏğ΁ƯłğŨ͒΁ ñşşŵŪ͓΁̙̘̑̔΁ėğƣĐƛňĎğƣ΁ñ΁HŵƷƛ΁sŵŨğŪƯ΁ŵĹ΁»ƛñŪƣşñƯňŵŪ΁
model which can guide the researcher into building relations between 
actors. The four moments of translation; problematization, interesse-
ŨğŪƯ͓΁ğŪƛŵşŨğŪƯ΁ñŪė΁ŨŵĎňşňǡñƯňŵŪ͓΁Ͳ͒͒͒ĐŵŪƣƯňƯƷƯğ΁Ưłğ΁ėňĹĹğƛğŪƯ΁Ƙłñƣğƣ΁ŵĹ΁
a general process called translation, during which the identity of actors, 
the possibility of interaction and the margins of manoeuvre are nego-
ƯňñƯğė΁ñŪė΁ėğşňŨňƯğėͳ΁ ͢ ñşşŵŪ͓΁̙̘͓̑̔΁Ƙ͒΁̖ͣ͒΁PğŪĐğ΁ Ưłňƣ΁ ĹƛñŨğǐŵƛś΁ĐñŪ΁
ğǕƘşŵƛğ΁łŵǐ΁ñĐƯŵƛƣ͵΁ňŪƯğƛğƣƯƣ΁ĐñŪ΁Ďğ΁ƯƛñŪƣşñƯğė΁ñŪė΁łŵǐ΁Ưłğ΁ƛğşñƯňŵŪƣ΁
ĎğƯǐğğŪ΁ƯłğŨ΁ĐñŪ΁Ďğ΁ƛğĐŵŪȌĺƷƛğė΁͢sňĐłñğş͓΁̗̒̐̑ͣ͒

�΁ǐñǖ΁ŵĹ΁ñƘƘƛŵñĐłňŪĺ΁Ưłňƣ΁ƘƛŵŘğĐƯ΁ĹƛŵŨ΁Ưłğ΁ƘğƛƣƘğĐƯňǏğ΁ŵĹ΁Ưłğ΁ƯłğŵƛğƯň-
cal framework of ANT could have been by discovering how different 
controversies appear in work-from-home settings, hence identifying 
the controversies that might appear in the relations of human, as well 
ñƣ΁ ŪŵŪͨłƷŨñŪ΁ ñĐƯŵƛƣ͒΁ HƷƛƯłğƛŨŵƛğ͓΁ Ưłğ΁ŨğƯłŵėŵşŵĺňĐñş΁ ñƘƘƛŵñĐł΁ ŵĹ΁
the four moments of translation would have provided a guideline for 
the involvement of different actors, highlighting what actions should be 
ƯñśğŪ΁ňŪƯŵ΁ñĐĐŵƷŪƯ΁ňŪ΁ğñĐł΁Ƙłñƣğ΁ŵĹ΁Ưłğ΁ƘƛŵŘğĐƯ΁Ưŵ΁ğŪƣƷƛğ΁ƯłñƯ΁ňŪƯğƛğƣƣğ-

ment was created, before moving to a phase of enrolment. 

Although the three different theoretical perspectives described in this 
chapter, all stem from social science, they all have a very different na-
ture of theorizing the social. We recognize that ANT follows the ac-
tors, relations, and controversies, whilst CoP follows knowledge within 
communities and PT follows the practices, hence materials, meaning, 
and competence of individuals. Thus, these perspectives conceptualize 
Ưłğ΁ƘƛñĐƯňĐğƣ͓΁ñĐƯŵƛƣ͓΁ñŪė΁ŵĎŘğĐƯƣ΁ñŪė΁ǐłñƯ΁ ňƯ΁ŨğñŪƣ΁Ĺŵƛ΁Ưłğ΁ƛğşñƯňŵŪƣ΁
between them in different ways.

2.2 Collection of Emperical Material

This section serves as an explanation of the empirical material we 
have collected in order to conduct the analysis further presented in 
Ưłňƣ΁ƛğƘŵƛƯ͒΁UƯ΁ĹƷƛƯłğƛŨŵƛğ΁ėğȌŪğƣ΁łŵǐ΁ǐğ΁ƛğĹğƛ΁Ưŵ΁Ưłğ΁ƘñƛƯňĐňƘñŪƯƣ΁ŵĹ΁
the thesis and their respective company, since we have chosen to hide 
their identities for the sake of remaining anonymous. 

Our analysis is conducted on the basis of engagement from employers 
ñŪė΁ğŨƘşŵǖğğƣ΁ǐŵƛśňŪĺ΁ǐňƯłňŪ΁Ưłƛğğ΁ŵĹ΁'ğŪŨñƛś͵ƣ΁şñƛĺğƣƯ΁ñėǏňƣňŪĺ΁
ğŪĺňŪğğƛňŪĺ΁ŵƛĺñŪňǡñƯňŵŪƣ͒΁Hŵƛ΁Ưłğ΁ƣñśğ΁ŵĹ΁ñŪŵŪǖŨŵƷƣ΁ĐŵŪȌėğŪƯňñşňƯǖ΁
and the organizations will thus be referred to as follows; organization 
U͓΁ŵƛĺñŪňǡñƯňŵŪ΁u͓΁ñŪė΁ŵƛĺñŪňǡñƯňŵŪ΁¦͒΁HƛŵŨ΁Ưłğ΁Ưłƛğğ΁ŵƛĺñŪňǡñƯňŵŪƣ͓΁ñ΁
total of eleven employees and employers participated for the contri-
ĎƷƯňŵŪ΁ŵĹ΁Ưłňƣ΁ƘƛŵŘğĐƯ͒΁Úğ΁ƛğĐŵĺŪňǡğ΁ƯłñƯ΁Ưłňƣ΁ƣñŨƘşğ΁ƣňǡğ΁ňƣ΁ƛğşñƯňǏğşǖ΁
narrow, hence the research conducted might not be representative 
for the whole target group (of advising engineering organizations in 
general) or for every employee within each of the three organizations. 
The initial aim was to involve a greater number of participants, how-
ğǏğƛ͓΁ǐğ΁ğǕƘğƛňğŪĐğė΁ėňĹȌĐƷşƯňğƣ΁ňŪ΁ňŪƯğƛğƣƯňŪĺ΁ñĐƯŵƛƣ΁ñƣ΁ǐğşş΁ñƣ΁ğƣƯñ-
blishing contact, conducting interviews, performing workshops, and 
ňŪƯğƛǏğŪƯňŵŪƣ΁ėƷƛňŪĺ΁ñ΁ĺşŵĎñş΁ƘñŪėğŨňĐ͒΁Hŵƛ΁ñŪ΁ğşñĎŵƛñƯğė΁ğǕƘşñŪñƯňŵŪ΁
see grey box below.
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ÚłğŪ΁ǐğ΁ƣƯñƛƯğė΁Ưłğ΁ƘƛŵŘğĐƯ͓΁ǐğ΁ňŪňƯňñƯğė΁ĐŵŪƯñĐƯ΁ǐňƯł΁ñ΁ǏñƛňğƯǖ΁ŵĹ΁ŵƛ-
ganizations that we recognized as potential collaborators. Our initial 
ĺŵñş΁ǐñƣ΁Ưŵ΁ğƣƯñĎşňƣł΁ĐŵŪƯñĐƯ΁ǐňƯł΁ŵŪşǖ΁ŵŪğ΁ĐŵşşñĎŵƛñƯŵƛ͓΁ǐłŵŨ΁ǐğ͵ė΁
wish to thoroughly investigate. By email correspondence, we got in 
contact with two leading actors from company N, whom we soon after 
ňŪǏňƯğė΁Ưŵ΁ñŪ΁ňŪňƯňñş΁ŨğğƯňŪĺ͒΁Pğƛğ΁Ưłğ΁ƘƷƛƘŵƣğ΁ǐñƣ΁Ưŵ΁ñşňĺŪ΁Ưłğňƛ΁ǐňƣłğƣ΁
with our goal for the thesis. Through this meeting, it was agreed that 
we could have a close collaboration and we therefore created an illu-
strative invitation for their employees to take part in a variety of works-
łŵƘƣ͒΁»łğ΁ňŪǏňƯñƯňŵŪ΁ňŪĐşƷėğė΁ñ΁ƯňŨğşňŪğ΁ŵĹ΁ǐłğŪ΁ǐğ͵ė΁ǐňƣł΁Ưŵ΁ĹñĐňşňƯñƯğ΁
Ưłğ΁ǐŵƛśƣłŵƘƣ͒΁UŪ΁Ưłğ΁ȌƛƣƯ΁ŨŵŪƯł΁ŵĹ΁Ưłğ΁ƘƛŵŘğĐƯ͓΁ǐğ΁΁łğŪĐğ΁ĹŵĐƷƣğė΁ŵŪ΁
establishing contact with this particular organization, sending emails 
back and forth, and adapting the invitation to what the organization 
saw as suitable for their employees. After a long correspondence, with 
ƣşŵǐ΁ƛğƘşňğƣ͓΁Ưłğǖ΁ȌŪñşşǖ΁ƘŵƣƯğė΁Ưłğ΁ňŪǏňƯñƯňŵŪ΁ňŪ΁Ưłğňƛ΁ŪğǐƣşğƯƯğƛ͒΁'Ʒ-
ring this long period of time we chose to initiate contact with other 
organizations, due to a concern of the collaboration with organization N 
ĎğňŪĺ΁Ưŵŵ΁ǐğñś͒΁Úğ΁ėňė΁Ưłňƣ΁Ďǖ΁ƘŵƣƯňŪĺ΁ȍǖğƛƣ΁ŵŪ΁ğñĐł΁ŵĹ΁ŵƷƛ΁şňŪśğėͨňŪ΁
ƘƛŵȌşğƣ͓΁ñƣ΁ǐğşş΁ñƣ΁ŵŪ΁ñ΁HñĐğĎŵŵś΁ĺƛŵƷƘ΁Ĺŵƛ΁®ƷƣƯñňŪñĎşğ΁'ğƣňĺŪ΁ñşƷŨŪň΁
among others. We quickly became aware that this approach did not 
ǐŵƛś΁ñƣ΁ňŪƯğŪėğė͒΁PğŪĐğ΁ǐğ΁ĐƛğñƯğė΁ǖğƯ΁ñŪŵƯłğƛ΁ƯǖƘğ΁ŵĹ΁ȍǖğƛ΁ƯñƛĺğƯňŪĺ΁
one person at a time through email. The invitation was to one works-
łŵƘ΁ŵŪşǖ͓΁ñƣ΁ǐğ΁ňŨñĺňŪğė΁łŵǐ΁ƘğŵƘşğ΁ŨňĺłƯ΁ŪŵƯ΁ğŪĺñĺğ΁ňŪ΁Ưłğ΁ƘƛŵŘğĐƯ΁
if it demanded too much commitment (if we invited them to multiple 
workshops at once). This approach led to the establishment of contact 
ǐňƯł΁ğŨƘşŵǖğğƣ΁ĹƛŵŨ΁ŵƛĺñŪňǡñƯňŵŪ΁U͒΁HƷƛƯłğƛŨŵƛğ͓΁ǐğ΁ñşƣŵ΁ñƯƯğŨƘƯğė΁Ưŵ΁
establish collaboration through previous collaborators. By doing so, we 
ĺŵƯ΁ňŪ΁ĐŵŪƯñĐƯ΁ǐňƯł΁ñŪ΁ğŨƘşŵǖğğ΁ĹƛŵŨ΁ŵƛĺñŪňǡñƯňŵŪ΁¦͒΁UŪ΁ñŪ΁ñƯƯğŨƘƯ΁Ưŵ΁
establish more collaborations we created a short video, presenting us 
ñŪė΁ŵƷƛ΁ƘƛŵŘğĐƯ͒΁Úğ΁ǐñŪƯğė΁ňƯ΁Ưŵ΁ĹƷŪĐƯňŵŪ΁ñƣ΁ñ΁ŨğñŪƣ΁Ưŵ΁ĐƛğñƯğ΁ňŪƯğƛğƣƯ΁
ňŪ΁ŵƷƛ΁ƘƛŵŘğĐƯ͒΁»łğ΁Ǐňėğŵ΁ĐñŪ΁Ďğ΁ǐñƯĐłğė΁łğƛğ͔΁https://www.youtube.
ĐŵŨ͟ǐñƯĐł͙ǏΦŵ�ƣƣĺeiňHǖ̘͒

Process box: Establishment of Contact; different approaches
We have below illustrated how the participants are connected to each 
ŵĹ΁Ưłğ΁ŵƛĺñŪňǡñƯňŵŪƣ΁͢HňĺƷƛğ΁ßß͔΁ßßͣ͒΁

Organization:

Informants:

N

N1 N2NL1
I1 I2IL1 IL2

NL2

Organization:

Informants:

R

R3R1 R2

Organization:

Informants:

I

Figure 3: Links are yet to be made, or broken

HƛŵŨ΁ŵƛĺñŪňǡñƯňŵŪ΁U΁ǐğ΁łñė΁ĹŵƷƛ΁ƘñƛƯňĐňƘñŪƯƣ͒΁»ǐŵ΁ŵĹ΁ƯłğŨ΁ñƛğ΁ñĐƯŵƛƣ΁
with a leading role within the organization, hence anonymized to the 
ňŪňƯňñşƣ΁Ui΁͢iğñėňŪĺ΁ƛŵşğ΁ňŪ΁ŵƛĺñŪňǡñƯňŵŪ΁Uͣ΁ñŪė΁ǐňşş΁ƯłğƛğĹŵƛğ΁Ďğ΁ƛğĹğƛƛğė΁
Ưŵ΁ñƣ΁Uȋ΁ñŪė΁Ui̒͒΁»łğ΁ŵƯłğƛ΁Ưǐŵ΁ñƛğ΁ğŨƘşŵǖğğƣ΁ñŪė΁ǐňşş΁Ďğ΁ƛğĹğƛƛğė΁
Ưŵ΁ñƣ΁Ȗ΁ñŪė΁U̒͒΁HƛŵŨ΁ŵƛĺñŪňǡñƯňŵŪ΁u΁ǐğ΁łñė΁ñŪŵƯłğƛ΁ĹŵƷƛ΁ƘñƛƯňĐňƘñŪƯƣ΁
that are anonymized in the same way; participants with a leading role 
ñƛğ΁ƛğĹğƛƛğė΁Ưŵ΁ñƣ΁uȋ΁ñŪė΁ui͓̒΁ñŪė΁ğŨƘşŵǖğğƣ΁ȗ΁ñŪė΁u̒͒΁HƛŵŨ΁
Ưłğ΁şñƣƯ΁ŵƛĺñŪňǡñƯňŵŪ͓΁ŵƛĺñŪňǡñƯňŵŪ΁¦͓΁ǐğ΁łñė΁Ưłƛğğ΁ƘñƛƯňĐňƘñŪƯƣ͓΁ǐłŵ΁
ñşş΁ñƛğ΁ğŨƘşŵǖğğƣ΁ñŪė΁ƯłğƛğĹŵƛğ΁ƛğĹğƛƛğė΁Ưŵ΁ñƣ΁¦͓̑΁¦͓̒΁ñŪė΁¦̓͒΁ÂŪ-
ĹŵƛƯƷŪñƯğşǖ͓΁ǐğ΁ėňėŪ͵Ư΁ƣƷĐĐğğė΁ňŪ΁ğƣƯñĎşňƣłňŪĺ΁ĐŵŪƯñĐƯ΁ǐňƯł΁ñĐƯŵƛƣ΁ňŪ΁
leading roles of this organization, even though we saw it necessary. 
We make this distinction of the participants because we believe they 
can contribute with different perspectives to how a framework can be 
designed. We intend for the framework to be usable for actors in lea-
ding roles in order to accommodate the individual needs of the emplo-
ǖğğƣ͒΁PğŪĐğ΁Ưłğňƛ΁Ʒƣğ΁ŵĹ΁ñŪė΁Ưłğňƛ΁ƛŵşğ΁ňŪ΁Ưłğ΁ĹƛñŨğǐŵƛś΁ñƛğ΁ėňĹĹğƛğŪƯ΁
from each other.

Throughout this thesis, we have used a Participatory Design (PD) 
ŨňŪėƣğƯ͒΁»łňƣ΁ŨňŪėƣğƯ΁ňƣ΁ƛŵŵƯğė΁ňŪ΁ñŪ΁Ͳ͒͒͒ƷŪėğƛƣƯñŪėňŪĺ΁ŵĹ΁łŵǐ΁Đŵşşñ-
borative design processes can enable the participation of those who 
ǐňşş͓΁ňŪ΁Ưłğ΁ĹƷƯƷƛğ͓΁Ďğ΁ñĹĹğĐƯğė΁Ďǖ΁Ưłğňƛ΁ƛğƣƷşƯƣͳ΁͢¦ŵĎğƛƯƣŵŪ΁π΁®ňŨŵŪƣğŪ͓΁
2012, p. 2). We believe that employees themselves should be a cen-
tral part of designing their work model, because it affects their work 
ƘƛñĐƯňĐğƣ͒΁PğŪĐğ΁ǐğ΁ňŪ΁Ưłňƣ΁Ưłğƣňƣ΁Ͳ͒͒͒ƣƯƛňǏğ΁Ưŵ΁şğñƛŪ΁Ưłğ΁ƛğñşňƯňğƣ΁ŵĹ΁Ưłğ΁



13

Ʒƣğƛƣ͵΁ƣňƯƷñƯňŵŪ͖ͳ΁͢¦ŵĎğƛƯƣŵŪ΁π΁®ňŨŵŪƣğŪ͓΁͓̒̐̑̒΁Ƙ͒΁͓̒ͣ΁ǐłňşƣƯ΁ǐğ΁Ũñśğ΁
ƛŵŵŨ΁Ĺŵƛ΁ƘñƛƯňĐňƘñŪƯƣ΁Ưŵ΁Ͳ͒͒͒ƣƯƛňǏğ΁Ưŵ΁ñƛƯňĐƷşñƯğ΁Ưłğňƛ΁ėğƣňƛğė΁ñňŨƣ͖ͳ΁͢¦ŵ-
ĎğƛƯƣŵŪ΁π΁®ňŨŵŪƣğŪ͓΁͓̒̐̑̒΁Ƙ͒΁̒ͣ͒΁�şƯłŵƷĺł΁ǐğ΁ǐŵƷşė΁łñǏğ΁ƘƛğĹğƛƛğė΁
to facilitate a physical collaborative design process, it was unfortuna-
tely not possible. This meant that we could not use the PD mindset to 
ňƯƣ΁ĹƷşş΁ƘŵƯğŪƯňñş͒΁PğŪĐğ΁ǐğ΁ĹñĐňşňƯñƯğė΁Ưłğƣğ΁ƘƛŵĐğƣƣğƣ΁ƯłƛŵƷĺł΁ŵŪşňŪğ΁
ƘşñƯĹŵƛŨƣ΁ňŪ΁ñŪ΁ñƯƯğŨƘƯ΁Ưŵ΁Ͳ͒͒͒ėňƛğĐƯşǖ΁ňŪǏŵşǏͦğͧ΁ƘğŵƘşğ΁ňŪ΁Ưłğ΁ĐŵͨėğƣňĺŪ΁
ŵĹ΁Ưłğ΁ͦ͒͒͒ͧ΁ğŪǏňƛŵŪŨğŪƯ΁ƯłñƯ΁ƣłñƘğͦƣͧ΁Ưłğňƛ΁şňǏğƣͳ΁͢¦ŵĎğƛƯƣŵŪ΁π΁®ňŨŵŪ-
sen, 2012, p. 2) anyway. 

To enable the participation of employees and employers in our three 
chosen advising engineering organizations, we facilitated a number of 
ėňĹĹğƛğŪƯ΁ğŪĐŵƷŪƯğƛƣ͒΁»łğ΁ȌĺƷƛğ΁Ďğşŵǐ΁ĺňǏğƣ΁ñŪ΁ŵǏğƛǏňğǐ΁ŵĹ΁Ưłğ΁Ďñ-
sis for our analysis. This takes you through when the different parti-
cipants were involved, what the involvement was about as well as 
ǐłñƯ΁ƯǖƘğƣ΁ŵĹ΁ŵĎŘğĐƯƣ΁ǐğƛğ΁Ʒƣğė͒

2.2.1 Negotiation Spaces

As PD in itself does not suggest any particular methods for designing a 
collaborative design process, we supplemented it with the framework 
of Negotiation Spaces (Pedersen, 2020). Pedersen (2020) argues that 
łğƛ΁ĹƛñŨğǐŵƛś΁ňƣ΁ñ΁ŨğñŪƣ΁ͲƯŵ΁ŵƘğŪ΁ƷƘ΁Ưłğ΁ƘƛŵĐğƣƣ΁ňŪǏŵşǏğė΁ňŪ΁ƣƯñĺňŪĺ͓΁
facilitating collective interpretation, and reframing during a collabora-
tive design process” (Pedersen, 2020, p. 60). This framework provides 
us with a guide for actions to take when facilitating spaces that actively 
involve participants, taking three main aspects into account: 1) Staging 
moves, 2) facilitating negotiations and 3) reframing. This framework 
was used to design and facilitate spaces of involvement through a total 
ŵĹ΁ȌǏğ΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘƣ΁͢UŨñĺğ΁ßͣ΁ñŪė΁Ưłƛğğ΁ňŪƯğƛǏğŪƯňŵŪƣ΁͢UŨñĺğ΁ßͣ͒΁
We make a distinction between workshops and interventions as these 
spaces vary in what happened before, during and after.

2.2.2 Boundary Objects

�΁ĎŵƷŪėñƛǖ΁ŵĎŘğĐƯ΁͢��ͣ΁ňƣ΁ñŪ΁ŵĎŘğĐƯ΁ƯłñƯ΁łñƣ΁ñ΁ŨğėňñƯňŪĺ΁ƛŵşğ͓΁ğŪñĎşňŪĺ΁
transportation of knowledge and the creation of dialogue between dif-
ĹğƛğŪƯ΁ĺƛŵƷƘƣ΁ŵĹ΁ñĐƯŵƛƣ΁͢�ƛŵėğƛƣğŪ΁π΁iňŪėğĺññƛė͓΁̖̒̐̑ͣ͒΁»łƷƣ͓΁ñ΁ĎŵƷŪ-
ėñƛǖ΁ ŵĎŘğĐƯ΁Ũñśğƣ΁ ňƯ΁ ƘŵƣƣňĎşğ΁ Ĺŵƛ΁ ñĐƯŵƛƣ΁ ñĐƛŵƣƣ΁ ĎŵƷŪėñƛňğƣ΁ Ưŵ΁ ĐƛğñƯğ΁
a shared syntax, while it provides a means for mutual understanding 
ñŪė΁şğñƛŪňŪĺ΁ŵĹ΁ėňĹĹğƛğŪĐğƣ΁͢ ñƛşňşğ͓΁̒̐̐̒ͣ͒΁UŪ΁ƛğşñƯňŵŪ΁Ưŵ΁Ưłňƣ΁ƘƛŵŘğĐƯ͓΁ǐğ΁
łñǏğ΁Ʒƣğė΁Ưłğ΁ŨğƯłŵė΁ŵĹ΁ñ΁ĎŵƷŪėñƛǖ΁ŵĎŘğĐƯ΁ňŪ΁ŨƷşƯňƘşğ΁ĹŵƛŨƣ΁ñŪė΁ƣğƯ-
tings. Especially in connection to our online workshops and interventi-
ŵŪƣ͓΁ǐğ΁ĹŵƷŪė΁ňƯ΁ŪğĐğƣƣñƛǖ΁Ưŵ΁Ʒƣğ΁ĎŵƷŪėñƛǖ΁ŵĎŘğĐƯƣ΁ňŪ΁Ưłğ΁ĹñĐňşňƯñƯňŵŪ΁ŵĹ΁
ėňñşŵĺƷğ͒΁Úğ΁ĐƛğñƯğė΁ŵĎŘğĐƯƣ΁ňŪ΁Ưłğ΁ĹŵƛŨƣ΁ŵĹ΁£ŵǐğƛ£ŵňŪƯ΁ƘƛğƣğŪƯñƯňŵŪƣ͓΁
User Stories and pre-made templates for conducting exercises throug-
hout our workshops (Image X). These enabled the creation of a know-
ledge-sharing space between us and the participants.
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Figure 3: Links are yet to be made, or broken
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2.2.3 Storyboards

2.2.4 Fishbone Diagram 

In the process of identifying elements which are causing unsustainable 
work practices in physical and remote work sites, we used the method 
ŵĹ΁ñ΁ȌƣłĎŵŪğ΁ėňñĺƛñŨ΁ ňŪƣƘňƛğė΁Ďǖ΁ Uƣłňśñǐñ΁ ͢ñşƣŵ΁śŪŵǐŪ΁ñƣ΁ Uƣłňśñǐñ΁
ėňñĺƛñŨͣ͒΁»łğ΁ ňėğñ΁ŵĹ΁ñ΁ȌƣłĎŵŪğ΁ ňƣ΁ ƯłñƯ΁ Ͳ͖Ưłğ΁łğñė΁ŵĹ΁ Ưłğ΁Ȍƣł΁ ňƣ΁ Ưłğ΁
ͲğĹĹğĐƯͳ΁ñŪė΁Ưłğ΁ĎŵŪğƣ΁ƛğƘƛğƣğŪƯ΁ƘŵƯğŪƯňñş΁ĐñƷƣğƣͳ΁͢ �͵'ŵŪŵłƷğ΁π΁sñƛñ-
gakis, 2016, p. 120). The effect can both be a problem statement or the 
ėğƣňƛğė΁ĺŵñş͓΁ėğƘğŪėňŪĺ΁ŵŪ΁ Ưłğ΁ ƯŵƘňĐ΁ƷŪėğƛ΁ ňŪǏğƣƯňĺñƯňŵŪ͒΁PğŪĐğ͓΁ Ưłğ΁
ŨğƯłŵė΁Ͳ͖ňƣ΁ŵĹƯğŪ΁ñƘƘşňğė΁ėƷƛňŪĺ΁Ưłğ΁ėğƣňĺŪ΁ñŪė΁ƘƛŵėƷĐƯňŵŪ΁Ƙłñƣğƣ΁ŵĹ΁
ñ΁ƘƛŵėƷĐƯ΁ŵƛ΁ƣğƛǏňĐğͳ΁͢�͵'ŵŪŵłƷğ΁π΁sñƛñĺñśňƣ͓΁̖͓̒̐̑ͣ΁ƣňŪĐğ΁ňƯ΁ƘƛŵǏňėğƣ΁
ñ΁ƣƯƛƷĐƯƷƛňŪĺ΁ŵĹ΁ğşğŨğŪƯƣ΁ĐñƷƣňŪĺ΁ñ΁ĐğƛƯñňŪ΁ğĹĹğĐƯ͒΁UŪ΁Ưłňƣ΁ƘƛŵŘğĐƯ͓΁ğñĐł΁
bone represents a practice that entails several breakdowns which are 
causing the effect of unsustainable work practices.

Hŵƛ΁Ʒƣ΁Ưŵ΁Ďğ΁ñĎşğ΁Ưŵ΁ĐŵŪėƷĐƯ΁Ưłňƣ΁Ưłğƣňƣ͓΁ǐğ΁łñǏğ΁Ʒƣğė΁ñ΁ǏñƛňğƯǖ΁ŵĹ΁Ưŵ-
ŵşƣ΁Ĺŵƛ΁ƘşñŪŪňŪĺ΁ñŪė΁ƣğƯƯňŪĺ΁ėğñėşňŪğƣ΁ƯłƛŵƷĺłŵƷƯ΁Ưłğ΁ƘƛŵŘğĐƯ͒΁®ŵŨğ΁ŵĹ΁
which are invented by ourselves, some taking inspiration from other 
ŨğƯłŵėƣ͒΁UŪƣƘňƛğė΁Ďǖ΁® ¦Âs΁͢ ®ƷƯłğƛşñŪė͓΁̒ ̐̑̔ͣ΁ǐğ΁Ũñėğ΁ƣƘƛňŪƯƣ΁ǐňƯł΁
the duration of two weeks. At the end of every two weeks we evalu-
ated the process, considering points as to; stop doing, start doing, do 
Ũŵƛğ΁ŵĹ͓΁ñŪė΁ƣŵ΁ŵŪ͒΁HƷƛƯłğƛŨŵƛğ͓΁ǐğ΁ƘşñŪŪğė΁Ưłğ΁ĐŵŨňŪĺ΁ǐğğśƣ΁ƷƣňŪĺ΁
ñŪ΁ñĺğŪėñ΁ėŵĐƷŨğŪƯ΁ňŪ΁ǐłňĐł΁Ưñƣśƣ΁ǐğƛğ΁ėğȌŪğė΁ñƣ΁ǐğşş΁ñƣ΁ǐłŵ΁ǐñƣ΁
ňŪ΁Đłñƛĺğ΁ŵĹ΁ Ưłğ΁Ưñƣś͒΁�ƣ΁ǐğ΁ĐŵƷşėŪ͵Ư΁Ʒƣğ΁Ưłğ΁ĹñĐňşňƯňğƣ΁ñƯ΁ĐñŨƘƷƣ΁Ưł-
rough most of the period in which the thesis was conducted, we crea-
Ưğė΁ñ΁ʹĐłğĐśͨňŪ͵ͨ ėŵĐƷŨğŪƯ΁ƯłñƯ΁ǐñƣ΁Ʒƣğė΁ǐłğŪ΁ǐğ΁ǐğƛğ΁ǐŵƛśňŪĺ΁ĹƛŵŨ΁
ŵƷƛ΁ŵǐŪ΁łŵŨğƣ͒΁Pğƛğ΁ǐğ΁Ưŵŵś΁ŵŪğ΁ŵĹ΁Ưłğ΁ŨƷşƯňƘşğ΁Ưñƣśƣ΁ƯłñƯ΁Ūğğėğė΁
Ưŵ΁Ďğ΁ƣŵşǏğė͓΁ñŪė΁Đłŵƣğ΁ñ΁ƯňŨğƣşŵƯ΁ŵĹ΁ǐłňĐł΁ȌƯ΁Ưłğ΁ĎğƣƯ΁ǐňƯł΁ǐłğŪ΁ǐğ΁
preferred to perform that given task.

Process box: Project Planning
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Through a recap of the pre-industrial societies, we trace the history of the work practice back to the stone age. We know from Shove et al. 
̒̐̑̒ͣ͢΁ƯłñƯ΁Ͳ͒͒͒ƘƛñĐƯňĐğƣͨñƣͨğŪƯňƯňğƣ΁ğǕƘñŪė͓΁ĐŵŪƯƛñĐƯ΁ñŪė΁ĐłñŪĺğ΁ñƣ΁Ưłğǖ΁ñĐƚƷňƛğ΁ñŪė΁şŵƣğ΁ǏñƛňŵƷƣşǖ΁ĹñňƯłĹƷş΁ĐŵłŵƛƯƣ΁ŵĹ΁Đñƛƛňğƛƣ͒ͳ΁͢Ƙ͒΁̗̗͓ͣ΁ǐłňĐł΁
is why we investigate how the practice has changed through the four industrial revolutions, forming the industrial and the information society. 
Úğ΁şŵŵś΁ňŪƯŵ΁łŵǐ΁Ͳ͒͒͒ƘƛñĐƯňĐğƣͨñƣͨğŪƯňƯňğƣ΁ñƛğ΁ƣłñƘğė΁Ďǖ΁Ưłğ΁ƣƷŨ΁ƯŵƯñş΁ŵĹ΁ǐłñƯ΁ƘƛñĐƯňƯňŵŪğƛƣ΁ėŵ͓΁Ďǖ΁Ưłğ΁ǏñƛňŵƷƣşǖ΁ĹñňƯłĹƷş΁ǐñǖƣ΁ňŪ΁ǐłňĐł΁ƘğƛĹŵƛ-
mances are enacted over time and by the scale and commitment of the cohorts involved” (Shove et al., 2012, p. 101), to understand how the 
past has shaped the present.

UŪ΁Ưłňƣ΁ĐłñƘƯğƛ΁ǐğ΁ƯłƷƣ΁ňŪǏğƣƯňĺñƯğ΁łŵǐ΁ʹ Ưłğ΁ǐŵƛś΁ƘƛñĐƯňĐğ͵΁ňŪ΁ǐğƣƯğƛŪ΁ƣŵĐňğƯňğƣ΁łñƣ΁ğǏŵşǏğė΁ñŪė΁ėğǏğşŵƘğė΁ƯłƛŵƷĺł΁ƯňŨğ͒΁£ƛŵǏňėğė΁ňŪ΁ƣŪñƘƣłŵƯƣ͓΁
ǐğ΁ǐñŪƯ΁Ưŵ΁şŵŵś΁ňŪƯŵ΁Ưłğ΁ƯƛñŘğĐƯŵƛňğƣ΁ƯłñƯ΁ĐŵŪƣƯňƯƷƯğė΁͢ñŪė΁ƣƯňşş΁ĐŵŪƣƯňƯƷƯğͣ΁Ưłğ΁ƘƛñĐƯňĐğͨñƣͨğŪƯňƯňğƣ΁ƯłñƯ΁ƣłñƘğ΁ĐƷƛƛğŪƯ΁ĐŵŪȌĺƷƛñƯňŵŪƣ΁ŵĹ΁ǐŵƛś͒΁Úğ΁
ǐňƣł΁Ưŵ΁Ͳ͒͒͒ĺňǏğ΁ñ΁ƣğŪƣğ΁ŵĹ΁Ưłğ΁ʹğşğŨğŪƯñş͵΁łňƣƯŵƛňğƣ΁ňŪǏŵşǏğė΁ñŪė΁ŵĹ΁Ưłğ΁ƣƷĐĐğƣƣňŵŪ΁ŵĹ΁ĐŵŨƘŵƣňƯğ΁ğŪƯňƯňğƣ͒͒ͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̙̒ͣ΁ǐłňĐł΁ñƛğ΁ñ΁
ƘñƛƯ΁ŵĹ΁ĹŵƛŨňŪĺ΁ŨŵėğƛŪ΁ǐŵƛśňŪĺ΁şňĹğ͒΁�Ǐğƛ΁Ưłğ΁ĐŵƷƛƣğ΁ŵĹ΁łňƣƯŵƛǖ͓΁ʹǐŵƛśňŪĺ͵΁łñƣ΁ĎğĐŵŨğ΁ñ΁ƛğĐŵĺŪňǡğė΁ñŪė΁ğŪñĐƯğė΁ğŪƯňƯǖ΁ƯłñƯ΁łñƣ΁ñƛňƣğŪ΁ƯłƛŵƷĺł΁
Ưłğ΁ĹƷƣňŵŪ΁ŵĹ΁ŨñŪǖ΁ėňĹĹğƛğŪƯ΁ƘƛñĐƯňĐğƣ͓΁ƣƯğğƛğė΁ƘƛňŨñƛňşǖ΁Ďǖ΁ñ΁ƛñŪĺğ΁ŵĹ΁ėŵŨňŪñŪƯ΁ėğƣňĺŪƣ͒΁Úğ΁ǐňşş΁ñƛĺƷğ΁łŵǐ΁ʹǐŵƛśňŪĺ͵΁łñƣ΁ĎğğŪ΁ĎşñĐśͨĎŵǕğė΁
Ưŵ΁Ưłğ΁ğǕƯğŪƯ΁ǐłğƛğ΁ňƯ΁Ͳ͒͒͒ĐŵŪƣƯňƯƷƯğƣ΁ñ΁ƣňŪĺşğ΁ƘƛñĐƯňĐğͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̘̒ͣ΁ñŪė΁łŵǐ΁ňƯ΁şñƯğƛ΁ėňƣƛƷƘƯƣ΁ňŪƯŵ΁ŨƷşƯňƘşğ΁ňŪėňǏňėƷñşňǡğė΁ƘƛñĐƯňĐğƣ͒΁
HƷƛƯłğƛŨŵƛğ͓΁ǐğ΁ğƣƯñĎşňƣł΁Ưłğ΁Ďñƣňƣ΁Ĺŵƛ΁ñ΁ĐŵşşğĐƯňǏğ΁ǐŵƛś΁Ũŵėğş΁ñŪė΁łŵǐ΁ňƯ΁ėŵğƣ΁ŪŵƯ΁ĐŵƛƛğƣƘŵŪė΁Ưŵ΁Ưłğ΁ŨŵėğƛŪ΁ƘƛñĐƯňĐğƣ΁ŵĹ΁ǐŵƛś͒΁Úğ΁ǐňşş΁ňşşƷ-
minate the fact that a transition toward more individualized work models is needed.
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3.1 Pre-industrial Societies 

The very beginning of human societies started with the stone age. It is 
the earliest and longest known societal period of humankind and lasted 
ƷŪƯňş΁ñƘƘƛŵǕňŨñƯğşǖ΁̑̐΁ƯłŵƷƣñŪė΁ǖğñƛƣ΁ñĺŵ΁͢0ėĺğşş΁π΁IƛñŪƯğƛ͓΁̒̐̑̑ͣ͒΁
The technology at this time was limited and as the name indicates, 
ƣƯŵŪğ΁ǐñƣ΁Ʒƣğė΁ Ĺŵƛ΁ Ưŵŵşƣ΁ñŪė΁ǐğñƘŵŪƣ΁ ͢0ėĺğşş΁π΁IƛñŪƯğƛ͓΁̒̐̑̑ͣ͒΁�Ư΁
this time societies were characterized as small-scale, where everyone 
ƘñƛƯňĐňƘñƯğė΁ňŪ΁Ưłğ΁ǐŵƛś͒΁PŵǐğǏğƛ͓΁Ưłğƛğ΁ǐñƣ΁ñŪ΁ňŪĹŵƛŨñş΁ėňǏňƣňŵŪ΁ŵĹ΁şñ-
bor due to different requirements for different practices, among others, 
ñĹĹğĐƯğė΁Ďǖ΁ĎňŵşŵĺňĐñş΁ėňĹĹğƛğŪĐğƣ΁͢0ėĺğşş΁π΁IƛñŪƯğƛ͓΁̒̐̑̑ͣ͒΁sğŪ΁ǐğƛğ΁
ňŪ΁Ưłğ΁Ȍğşė΁łƷŪƯňŪĺ͓΁ĎğĐñƷƣğ΁Ưłğǖ΁ǐğƛğ΁ĎňŵşŵĺňĐñşşǖ΁ƣƯƛŵŪĺğƛ͓΁ǐłňşğ΁ǐŵ-
men gathered and prepared food. Everyone participated in the building 
ŵĹ΁ƣłğşƯğƛƣ͓΁ĎŵƯł΁ǖŵƷŪĺ΁ñŪė΁ŵşė͓΁Ũñşğ͓΁ñŪė΁ĹğŨñşğ͒΁Pğƛğ΁Ưłğ΁ƣƷĐĐğƣƣ΁ŵĹ΁
ĎƷňşėňŪĺ΁ Ưłğ΁ ƣłğşƯğƛ΁ Ͳ͒͒͒ƛğƚƷňƛğͦėͧ΁ Ưłğ΁ ĐñƛğĹƷş΁ ƣǖŪĐłƛŵŪňǡñƯňŵŪ΁ŵĹ΁ŨñŪǖ΁
ƣğƘñƛñƯğ΁ƘƛñĐƯňĐğƣͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̘̖ͣ͒΁ÚłňĐł΁ñƯ΁ƯłñƯ΁ƯňŨğ΁ĐŵƷşė΁
Ďğ΁ƣğğŪ΁ñƣ΁ñ΁ĐŵŨƘşğǕ΁ŵƘğƛñƯňŵŪ͓΁ėğƘğŪėğŪƯ΁ŵŪ΁Ͳ͒͒͒ğĹȌĐňğŪƯ΁ñŪė΁ğĹĹğĐƯňǏğ΁
ƣğƚƷğŪĐňŪĺ΁ŵĹ΁ŨƷşƯňƘşğ΁ƘƛñĐƯňĐğƣ΁͢ ƣŵŨğ΁łñǏğ΁Ưŵ΁ĐŵŨğ΁ĎğĹŵƛğ΁ŵƯłğƛƣ͓ͣ΁ͦ ͒͒͒ͧ΁
and synchronized adap-tation as circumstances change (some practices 
łñǏğ΁Ưŵ΁łñƘƘğŪ΁ñƯ΁Ưłğ΁ƣñŨğ΁ƯňŨğͣͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̘̖͓ͣ΁ǐłňĐł΁
together constituted a general understanding of the practice: ‘building 
ñ΁ƣłğşƯğƛ͵͒ ΁»łğ΁ǐŵƛś΁ƘğƛĹŵƛŨğė΁ňŪ΁Ưłňƣ΁Ƙğƛňŵė΁ĐñƷƣğė΁Ūŵ΁ğĐŵŪŵŨňĐ΁ƣƷƛ-
plus, hence there were no economic inequalities in the market (Edgell 
π΁IƛñŪƯğƛ͓΁̒̐̑̑ͣ͒΁UƯ΁ǐñƣ΁ñ΁Ũŵƛğ΁ƘğñĐğĹƷş΁ƯłñŪ΁ƘƛğėñƯŵƛǖ΁ƣŵĐňğƯǖ͓΁ƣňŪĐğ΁
the survival of the group required co-operation rather than competitive 
behavior (Schwartz, 1990).

»łğ΁Ƙğƛňŵė΁ƯłñƯ΁Ĺŵşşŵǐğė΁ǐñƣ΁Ưłğ΁PŵƛƯňĐƷşƯƷƛñş΁ƣŵĐňğƯňğƣ͓΁ǐłňĐł΁şñƣƯğė΁
ƷŪƯňş΁ ñƘƘƛŵǕňŨñƯğşǖ΁ ̐̐̐̕΁ ǖğñƛƣ΁ ñĺŵ΁ ͢0ėĺğşş΁ π΁ IƛñŪƯğƛ͓΁ ̒̐̑̑ͣ͒΁Úŵƛś΁
in this period was characterized by gardening with the cultivation of 
plants, using new technologies such as digging sticks and hoes made of 
ŨğƯñş͒΁ ŵŨƘñƛğė΁Ưŵ΁Ưłğ΁®ƯŵŪğ΁�ĺğ΁Ͳ͖Ưłğ΁Ʒƣğ΁ŵĹ΁ŨğƯñşƣ΁ňŪƣƯğñė΁ŵĹ΁ƣƯŵŪğ΁
for tools and weapons, led to the creation of a more reliable economic 
surplus, an increase in the size of the population, and the differentiation 

ŵĹ΁ğĐŵŪŵŨňĐ΁ñĐƯňǏňƯňğƣ͵͵΁ ͢0ėĺğşş΁π΁IƛñŪƯğƛ͓΁͓̒̐̑̑΁Ƙ͒΁̓ͣ͒΁»łğƣğ΁ĐłñŪĺğƣ΁
caused societal inequalities, especially with a distinction between wor-
śğƛƣ΁ñŪė΁ǐñƛƛňŵƛƣ͓΁ǐłğƛğ΁ƣŵŨğ΁ŵĹ΁Ưłğ΁ȌƛƣƯ΁ƣňĺŪƣ΁ŵĹ΁ňŪėňǏňėƷñş΁ėňƣƯňŪĐƯňŵŪ΁
in the competencies needed to work, happened. Because men are bio-
logically stronger, they had the best prerequisite to become warriors 
and women therefore had to stay behind and manage the production of 
Ĺŵŵė΁͢0ėĺğşş΁π΁IƛñŪƯğƛ͓΁̒̐̑̑ͣ͒΁HƷƛƯłğƛŨŵƛğ͓΁Ͳ͖ͦͧ΁ñ΁ƣƯñĎşğ΁ğĐŵŪŵŨňĐ΁ƣƷƛ-
ƘşƷƣ΁Ďǖ΁Ưłğ΁ŨñŘŵƛňƯǖ΁ñşşŵǐğė΁ñ΁ŨňŪŵƛňƯǖ΁Ưŵ΁ĹŵƛŨ΁ñ΁łğƛğėňƯñƛǖ΁ñƛňƣƯŵĐƛñ-
cy of males who specialized in politics, religion, and warfare” (Edgell 
π΁IƛñŪƯğƛ͓΁͓̒̐̑̑΁Ƙ͒΁̔ͣ͒΁PğŪĐğ΁Ưłğ΁ƣƘğĐňñşňǡñƯňŵŪ΁ǐñƣ΁Ưłğ΁ĎğĺňŪŪňŪĺ΁ŵĹ΁
a hierarchy and with control of crops causing surpluses, this resulted 
ňŪ΁ĐŵŨƘğƯňƯňǏğ΁ĎğłñǏňŵƛ΁ŨñśňŪĺ΁ƛğƣŵƷƛĐğƣ΁ǐŵƛƯł΁ȌĺłƯňŪĺ΁Ĺŵƛ΁͢0ėĺğşş΁π΁
IƛñŪƯğƛ͓΁̒̐̑̑ͣ͒

The societal inequalities further increased in the Agrarian society, 
which began approximately 5000 years ago and lasted until the late 
̘̑Ưł΁ĐğŪƯƷƛǖ΁͢0ėĺğşş΁π΁IƛñŪƯğƛ͓΁̒̐̑̑ͣ͒΁»łňƣ΁Ƙğƛňŵė΁ǐñƣ΁ĐłñƛñĐƯğƛňǡğė΁
by the practice of farming as the dominant work activity. The technolo-
gical development of the plough and the use of animal power, increa-
ƣğė΁Ĺŵŵė΁ƘƛŵėƷĐƯňŵŪ΁ñŪė΁ĐƛğñƯğė΁ñ΁ĺƛğñƯğƛ΁ƣƷƛƘşƷƣ͒΁PğŪĐğ͓΁Ͳ͒͒͒ğĐŵŪŵŨňĐ΁
growth led to a greater diversity of occupations and the emergence of 
urban centres in which the use of money became the preferred medium 
ŵĹ΁ğǕĐłñŪĺğͳ΁͢0ėĺğşş΁π΁IƛñŪƯğƛ͓΁͓̒̐̑̑΁Ƙ͒΁̔ͣ͒΁PƷŨñŪ΁ƣğƯƯşğŨğŪƯƣ΁ĺƛğǐ΁
into cities, which was the beginning of urbanization that became the 
ĐğŪƯğƛ΁Ĺŵƛ΁ƯƛñėňŪĺ΁ƛğƣŵƷƛĐğƣ͒΁UŪ΁Ưłğ΁̘̑Ưł΁ĐğŪƯƷƛǖ͓΁̑̐΁ƘğƛĐğŪƯ΁ŵĹ΁Ưłğ΁Ƙŵ-
ƘƷşñƯňŵŪ΁ñƛƛñŪĺğė΁ňŪ΁ƷƛĎñŪ΁ƣğƯƯşğŨğŪƯƣ΁͢�ğƛƛǖ͓΁̘̒̐̐ͣ͒΁'Ʒğ΁Ưŵ΁ñ΁ƣłňĹƯ΁ňŪ΁
the material element of the working practice (going from human power 
to animal power) the social hierarchy increased with the upper class 
specializing in ownership of land and people, and the lower class ta-
śňŪĺ΁Đñƛğ΁ŵĹ΁Ưłğ΁ŨñŪƷñş΁ǐŵƛś΁΁͢ 0ėĺğşş΁π΁IƛñŪƯğƛ͓΁̒ ̐̑̑ͣ͒΁»łğ΁ƷƘƘğƛ΁Đşñƣƣ΁
was male dominated and concerned with governing as their main work 
practice and education on warfare and religion as a privileged leisure 
activity. On the contrary, the lower class was female dominated inclu-
ding productive work, such as farming. The change of the material ele-
ŨğŪƯ΁ƯłƷƣ΁şğė΁Ưŵ΁ñ΁Ūğǐ΁ĐŵŪȌĺƷƛñƯňŵŪ΁ŵĹ΁ĐŵŨƘğƯğŪĐňğƣ͓΁ǐłğƛğ΁Ưłğ΁Ūğğė΁
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for muscle-power increased to an extent where the meaning for the 
farming practice changed. Although the activities of farming were fun-
damental for the survival of the societies, it was associated negatively 
Ďǖ΁Ưłğ΁ƘŵşňƯňĐñş΁ñŪė΁ƛğşňĺňŵƷƣ΁şğñėğƛƣ΁͢ñşş΁Ũñşğƣ͓ͣ΁ĎğĐñƷƣğ΁ňƯ΁Ͳ͖ėğƯƛñĐƯğė΁
from the ability to engage in politics or spiritual contemplation” (Edgell 
π΁IƛñŪƯğƛ͓΁͓̒̐̑̑΁Ƙ͒΁̖ͣ͒

�ƣ΁®łŵǏğ΁ğƯ΁ñş͒΁̒̐̑̒ͣ͢΁ƘƷƯƣ΁ňƯ͕΁Ͳ»łğ΁ėğƯñňşƣ΁ŵĹ΁ǐłğƛğ΁ƘƛñĐƯňĐğƣ΁łñƘƘğŪ΁
are also relevant in thinking about how they change and diffuse” (p. 
130) and it was in the Agrarian period that the separation between 
ǐŵƛś΁ñŪė΁şğňƣƷƛğ΁ĎğĐñŨğ΁ğǏňėğŪƯ΁Ĺŵƛ΁Ưłğ΁ƷƘƘğƛ΁Đşñƣƣ΁͢0ėĺğşş΁π΁IƛñŪƯğƛ͓΁
2011). Practices shape each other based on their sites and settings, 
ǐłňĐł΁Ͳ͒͒͒ňŪėňĐñƯğƣ΁ƯłñƯ΁ƘƛñĐƯňĐğ΁ĎƷŪėşğƣ͓΁Ďǖ΁ǐłňĐł΁ǐğ΁ŨğñŪ΁şŵŵƣğͨśŪňƯ΁
pat-terns like those based on co-location, sometimes turn into stickier 
ĹŵƛŨƣ΁ŵĹ΁ĐŵͨėğƘğŪėğŪĐğ͒ͳ΁ ͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̘̗ͣ͒΁PŵǐğǏğƛ͓΁Ͳ͖Ĺŵƛ΁
Ưłğ΁ ǏñƣƯ΁ŨñŘŵƛňƯǖ͓΁ łŵŨğ΁ñŪė΁ǐŵƛś΁ǐğƛğ΁ ƣƯňşş΁ ŪŵƯ΁ ƣğƘñƛñƯğė͓΁ǐňƯł΁ Ưłğ΁
household being the unit of production as well as consumption for its 
ŨğŨĎğƛƣͳ΁͢0ėĺğşş΁π΁IƛñŪƯğƛ͓΁͓̒̐̑̑΁Ƙ͒΁̔ͣ͒΁»łğ΁ƣğƘñƛñƯňŵŪ΁ŵĹ΁ǐŵƛś΁ñŪė΁
şğňƣƷƛğ΁ǐğƛğ΁ ƯłğƛğĎǖ΁ŪŵƯ΁ ƛğȍğĐƯğė΁ ňŪ΁ñ΁ƣğƘñƛñƯňŵŪ΁ŵĹ΁łŵŨğ΁ñŪė΁ǐŵƛś΁
since the production, as well as the consumption, took place at home 
͢0ėĺğşş΁π΁IƛñŪƯğƛ͓΁̒̐̑̑ͣ͒

To summarize, the pre-industrial societies have developed from the 
Stone Age characterized by small scale societies, with equal contribu-
tions to work, to the Agrarian society characterized by a greater ine-
ƚƷñşňƯǖ΁ŵĹ΁ǐŵƛś΁ñŨŵŪĺ΁Đşñƣƣğƣ΁ñŪė΁ĺğŪėğƛƣ͒΁HƷƛƯłğƛŨŵƛğ͓΁ƯłƛŵƷĺłŵƷƯ΁
the pre-industrial period, there was a shift in the way people perceived 
learning and how they accomplished work practices differently (Edgell 
π΁IƛñŪƯğƛ͓΁̒̐̑̑ͣ͒΁UŪ΁Ưłğ΁®ƯŵŪğ΁�ĺğ΁ĐłňşėƛğŪ΁şğñƛŪğė΁ĹƛŵŨ΁ǐñƯĐłňŪĺ΁Ưłğ΁
adults and achieved practical experiences within informal circumstan-
Đğƣ΁΁͢0ėĺğşş΁π΁IƛñŪƯğƛ͓΁̒̐̑̑ͣ͒΁�Ū΁Ưłğ΁ĐŵŪƯƛñƛǖ΁�ĺƛñƛňñŪ΁ƣŵĐňğƯňğƣ΁ǐğƛğ΁
concerned with specialist knowledge achieved in formal circumstances 
of schools, which emerged with the increased division of work labor 
͢0ėĺğşş΁π΁IƛñŪƯğƛ͓΁̒̐̑̑ͣ͒΁»łğ΁ƯňŨğ΁ŵĹ΁Ưłğ΁ƘƛğͨňŪėƷƣƯƛňñş΁ƣŵĐňğƯňğƣ΁ ňƣ΁ñ΁
great example of how practices are interlinked through the force of do-

minant designs of material elements. Thus when a niche-innovation, 
such as the plough, becomes dominant (meaning that there no lon-
ĺğƛ΁ñƛğ΁ñ΁ƣňŨňşñƛ΁ñşƯğƛŪñƯňǏğ΁ėğƣňĺŪ΁ĐŵŨƘğƯňŪĺ΁ǐňƯł΁ňƯ΁͢Iğğşƣ΁π΁®ĐłŵƯ͓΁
̗͓̒̐̐ͣͣ΁ňƯ΁ñĹĹğĐƯƣ΁Ưłğ΁ŵƯłğƛ΁Ưǐŵ΁ğşğŨğŪƯƣ΁Ʒƣğė΁ǐłğŪ΁ĹñƛŨňŪĺ͒΁PğŪĐğ΁ňƯ΁
shows how disruptions of one element can change not only one prac-
tice but a bundle of practices with their own meanings and competen-
cies. In the case of the pre-industrial societies, the shift in the dominant 
designs led to an increase in inequalities and societal hierarchies which 
şñƯğƛ΁Ưŵŵś΁ƘñƛƯ΁ ňŪ΁ėğƯğƛŨňŪňŪĺ΁Ưłğ΁ĐƷşƯƷƛñş΁ñƣƘğĐƯƣ΁ŵĹ΁Ưŵėñǖ͵ƣ΁ǐŵƛśňŪĺ΁
life. Practices formed in these pre-industrial societies, also created a 
ƣǖŪĐłƛŵŪňǡñƯňŵŪ΁ŵĹ΁Ưłğ΁ǐŵƛś΁ƘƛñĐƯňĐğ͓΁ǐłğƛğ΁Ͳ͒͒͒ğşğŨğŪƯƣ΁ͦǐğƛğͧ΁ĐŵŪƣň-
stently and persistently integrated through repeatedly similar perfor-
mances” (Shove et al., 2012, p. 13). Thus, constituting a stabilization in 
the way (and by who) work was performed.

3.2 Industrial Revolutions

¦ñėňĐñş΁ƣŵĐňğƯñş΁ĐłñŪĺğƣ΁ŵĹ΁ǐŵƛś΁ƘƛñĐƯňĐğƣ΁ŵĐĐƷƛƛğė΁ǐňƯł΁Ưłğ΁ňŪėƷƣƯƛňñş΁
ƛğǏŵşƷƯňŵŪ΁ ňŪ΁ Ưłğ΁ şñƯğ΁̘̑Ưł΁ĐğŪƯƷƛǖ͓΁ǐłňĐł΁ǐğƛğ΁ Ưłğ΁ĎğĺňŪŪňŪĺ΁ŵĹ΁ Ưłğ΁
ňŪėƷƣƯƛňñş΁ ƣŵĐňğƯǖ΁ ΁ ͢0ėĺğşş΁π΁IƛñŪƯğƛ͓΁ ̒̐̑̑ͣ͒΁ ®ŵĐňğƯǖ΁ ĐłñŪĺğė΁ėƷğ΁ Ưŵ΁
technological developments which provided new opportunities. The 
ȌƛƣƯ΁ ňŪėƷƣƯƛňñş΁ ƛğǏŵşƷƯňŵŪ΁ ǐñƣ΁ ĐłñƛñĐƯğƛňǡğė΁ Ďǖ΁ Ưłğ΁ ėğǏğşŵƘŨğŪƯ΁ ŵĹ΁
the steam engine, which initiated the use of machinery, replacing hu-
man and animal power and thereby shifting once again, the material 
element of the work practice. With this new dominant design inline, 
Ưłňƣ΁ƘğƛňŵėňĐ΁ĐłñŪĺğ΁ Ͳ͖ƣğƛǏğė΁ñƣ΁ ĹƷŪėñŨğŪƯñş΁Ďñƣňƣ΁ Ĺŵƛ΁ ƯƛñŪƣĹŵƛŨňŪĺ΁
Ưŵ΁ňƯƣ΁ƘƛğƣğŪƯ΁ĹŵƛŨͳ΁͢®łñƯƛğǏňĐł΁π΁®ƯƛñƷƯŨñŪğ΁͓̒̐̑̕΁Ƙ͒΁̖̑̐ͣ΁ñŪė΁ǐŵƛś΁
ňŪ΁Ưŵėñǖ͵ƣ΁ǐğƣƯğƛŪ΁ƣŵĐňğƯňğƣ΁ ňƣ΁ ƯłğƛğĎǖ΁ėğğƘşǖ΁ƛŵŵƯğė΁ ňŪ΁Ưłğ΁łňƣƯŵƛňĐñş΁
changes of this time. Over the years great technological developments 
have led to further transformation of society and affected work oppor-
tunities radically.
In the early 20th century, the second industrial revolution took pla-
ce. The development of electrical power created new work practices 
behind assembly lines concerned with mass production (Shatrevich 
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π΁®ƯƛñƷƯŨñŪğ΁̒̐̑ͣ͒̕΁»łğ΁Ưłňƛė΁ňŪėƷƣƯƛňñş΁ƛğǏŵşƷƯňŵŪ΁ĎğĺñŪ΁ňŪ΁Ưłğ΁şñƯğ΁
20th century with the development of electronics and IT as a means to 
ĹƷƛƯłğƛ΁ñƷƯŵŨñƯğ΁ƘƛŵėƷĐƯňŵŪ΁͢®łñƯƛğǏňĐł΁π΁®ƯƛñƷƯŨñŪğ΁̒̐̑ͣ͒̕΁ ƷƛƛğŪƯ-
şǖ΁ǐğ΁ȌŪė΁ŵƷƛƣğşǏğƣ΁ňŪ΁Ưłğ΁ĹŵƷƛƯł΁ňŪėƷƣƯƛňñş΁ƛğǏŵşƷƯňŵŪ͓΁ǐłňĐł΁ňƣ΁ĐŵŪĐğƛ-
ned with information communication technologies, by merging real and 
ǏňƛƯƷñş΁ǐŵƛşėƣ΁͢®łñƯƛğǏňĐł΁π΁®ƯƛñƷƯŨñŪğ΁̒̐̑ͣ͒̕

»łğ΁ĹŵƷƛ΁UŪėƷƣƯƛňñş΁¦ğǏŵşƷƯňŵŪƣ΁ƘƛŵǏňėğ΁ñ΁łňƣƯŵƛňĐñş΁ƘğƛƣƘğĐƯňǏğ΁ŵŪ΁łŵǐ΁
ƯğĐłŪŵşŵĺňĐñş΁ėğǏğşŵƘŨğŪƯƣ΁ñŪė΁ƣŵĐňğƯñş΁ĐłñŪĺğƣ΁łñǏğ΁ňŪȍƷğŪĐğė΁ñŪė΁
shaped the work practices of today. An investigation of the past is the-
reby important in order to understand the present. In the following se-
ctions we will elaborate on these periods and account for the techno-
logical and social factors constituting work practices from the past until 
today.

3.2.1 The Industrial Society

»łğ΁ȌƛƣƯ΁ňŪėƷƣƯƛňñş΁ƛğǏŵşƷƯňŵŪ΁ĎğĺñŪ΁ňŪ΁Ưłğ΁şñƯğ΁̘̑Ưł΁ĐğŪƯƷƛǖ΁ňŪ΁0ŪĺşñŪė΁
and became a transformation of work in western countries during the 
ğñƛşǖ΁̙̑Ưł΁ĐğŪƯƷƛǖ΁ ͢0ėĺğşş΁π΁IƛñŪƯğƛ͓΁̒̐̑̑ͣ͒΁»łňƣ΁ĐłñŪĺğ΁ñƛŵƣğ΁ĹƛŵŨ΁
Ưłğ΁ƘŵƣƣňĎňşňƯǖ΁ŵĹ΁Ūğǐ΁ƣŵƷƛĐğƣ΁ŵĹ΁Ƙŵǐğƛ΁Ͳ͖Ưŵ΁ėƛňǏğ΁ŨñĐłňŪğƛǖ͓΁ƛğƘşñĐňŪĺ΁
ǐñƯğƛ΁ŵƛ΁ǐňŪė΁Ƙŵǐğƛ΁ñŪė΁łƷŨñŪ΁ŵƛ΁ñŪňŨñş΁ŨƷƣĐşğ΁Ƙŵǐğƛͳ΁͢0ėĺğşş΁π΁
IƛñŪƯğƛ͓΁͓̒̐̑̑΁Ƙ͒΁̙ͣ͒΁»łğ΁ƯğĐłŪŵşŵĺňĐñş΁ėğǏğşŵƘŨğŪƯ΁ŵĹ΁Ưłğ΁ƣƯğñŨ΁ğŪ-
gine revolutionized the work industry and is today known by the vast 
ŨñŘŵƛňƯǖ΁ĎğĐñƷƣğ΁ňƯ΁Ͳ͖ĐłñŪĺğė΁Ưłğ΁ƘƛğǏňŵƷƣ΁ğĐŵŪŵŨňĐ΁ñŪė΁ƣŵĐňñş΁ŵƛėğƛ΁
ñŪė΁ėğȌŪğė΁Ưłğ΁ŨñňŪ΁ĐłñƛñĐƯğƛňƣƯňĐƣ΁ŵĹ΁ǐłñƯ΁ǐğ΁śŪŵǐ΁ñƣ΁Ưłğ΁ÚğƣƯğƛŪ΁
civilization” (Bonciu, 2017, p. 9). As earlier mentioned, practices are 
inter-linked through one or several of the three elements of materi-
als, competencies and meanings. When the material element of mus-
cle-power became replaceable with the steam engine it did not only 
change the practice of farming, but multiple practices made use of this 
dominant invention. Thus, shaping new meanings and competencies 
eventually making the pre-industrial practice of farming an ex-prac-
tice (ƣğğ΁ƣğĐƯňŵŪ΁ß͔΁»łğŵƛğƯňĐñş΁HƛñŨğǐŵƛś). The radical innovations at 
this time affected not only the earlier stabilized practice of work, but 
Ưłğ΁ğĐŵŪŵŨǖ΁ñŪė΁ƣŵĐňğƯňğƣ΁Ͳ͖Ďǖ΁ĐƛğñƯňŪĺ΁Ưłğ΁şñƛĺğ΁ƣĐñşğ΁ňŪėƷƣƯƛňñş΁Ƙƛŵ-
ėƷĐƯňŵŪ͓΁ Ưłğ΁ėğǏğşŵƘŨğŪƯ΁ŵĹ΁ ƯƛñŪƣƘŵƛƯ΁ ͖͓ͦͧ΁ Ưłğ΁ėğǏğşŵƘŨğŪƯ΁ŵĹ΁ ĐňƯňğƣ΁
and urban life, the change of education and, in the end, the perception 
about the world and the world economy as a whole” (Bonciu, 2017, p. 
7). People were no longer only associating survival with farming (as 
in the pre-industrial times) but instead with increasing income, which 

Time

iñƯğ΁̘̑Ưł΁ĐğŪƯƷƛy

Early 20th century

iñƯğ΁̒̐Ưł΁ĐğŪƯƷƛy

Beginning of 21st century

1st Industrial Revolution

2nd Industrial Revolution

3rd Industrial Revolution

4th Industrial Revolution D
egree of com

plexity

The Industrial Society The Information Society

»łğ΁ȌƛƣƯ΁ñŪė΁ƣğĐŵŪė΁ ňŪėƷƣƯƛňñş΁ ƛğǏŵşƷƯňŵŪƣ΁ĐłñƛñĐƯğƛňǡğ΁ǐłñƯ΁ ňƣ΁ĐŵŨ-
monly referred to as the Industrial society, whereas the third and fourth 
industrial revolutions constitute the post-industrial society, also refer-
red to as the knowledge society (®ğğ΁ȌĺƷƛğ΁ß). These aspects are im-
portant because:

Figure X: The Four Industrial Revolutions

“Industrial revolutions can be regarded as moments of 

change and disruption in multiple areas related to society 

and economy. They are based on the evolution of human 

knowledge and may change values, behaviors, the

 management of economic activities and the balance of 

power on a regional or global scale” (Bonciu, 2017, p. 9).
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ĐŵƷşė΁ĐŵŪƯƛňĎƷƯğ΁Ưŵ΁Ưłğ΁ƚƷñşňƯǖ΁ŵĹ΁Ưłğňƛ΁ƣƷƛǏňǏñş΁Ͳ͒͒͒ƣƷĺĺğƣƯňŪĺ΁ƯłñƯ΁Ƙƛñ-
ctice-historians might also follow individual elements as they change 
over time” (Shove et al., 2012, p. 32). The meaning of the work practice 
ƯłƷƣ΁ĐłñŪĺğė΁ĹƛŵŨ΁ʹƣƷƛǏňǏñş͵΁Ưŵ΁ ʹƣƷƛƘşƷƣ͵΁ñƣ΁Ưłğ΁ƘğƛĐğƘƯňŵŪ΁ŵĹ΁ƣƷƛǏňǏñş΁
changed (HňĺƷƛğ΁ß). 

ƣğĐƯŵƛ͓΁Ưŵ΁ƘƛŵėƷĐƯƣ΁ŵĹ΁ñşş΁śňŪėƣ͓΁ĎğĐñƷƣğ΁PğŪƛǖ΁Hŵƛė΁ǐñƣ΁ƣŵ΁ŵƘğŪ΁ñĎŵƷƯ΁
Ưłğ΁ǐñǖ΁łğ΁ėğƣňĺŪğė΁łňƣ΁ĹñĐƯŵƛňğƣͳ΁͢¦ğğƣ͓΁̖͓̒̐̑΁Ƙ͒΁̙ͣ͒

�ƣƣŵĐňñƯğė΁ǐňƯł΁HŵƛėňƣŨ͓΁ñŪŵƯłğƛ΁ňŪȍƷğŪƯňñş΁ƘğƛƣŵŪ΁ŵĹ΁Ưłğ΁ƯňŨğ͓΁Hƛğėğ-
ƛňĐś΁Ú͒΁»ñǖşŵƛ͓΁ňŪƯƛŵėƷĐğė΁ñ΁ŨñŪñĺğŨğŪƯ΁ƣǖƣƯğŨ΁Ͳ͖ňŪ΁ŵƛėğƛ΁Ưŵ΁ňŪĐƛğñ-
ƣğ΁şñĎŵƛ΁ƘƛŵėƷĐƯňǏňƯǖ΁ñŪė΁ƘƛŵėƷĐƯňŵŪ΁ğĹȌĐňğŪĐǖ΁ƯłƛŵƷĺł΁ƣƯñŪėñƛėňǡñƯňŵŪ΁
ñŪė΁ƣǖŪĐłƛŵŪňǡñƯňŵŪ΁ŵĹ΁ƘƛŵĐğƣƣğƣͳ΁͢¦ƷŪėƣłñĺğŪ͓΁͓̒̐̑̓΁Ƙ͒΁̘̖̑̐ͣ͒΁»łğ΁
idea was to separate hand and brain, with managers responsible for 
Ưłğ΁ƘşñŪŪňŪĺ΁ñŪė΁ŨñŪñĺğŨğŪƯ΁ŵĹ΁ǐŵƛśğƛƣ͓΁ǐłŵƣğ΁Ưñƣśƣ΁ǐğƛğ΁Ͳ͖ƣňŨƘ-
şňȌğė΁Ưŵ΁Ưłğ΁ƷşƯňŨñƯğ΁ėğĺƛğğ΁ƣŵ΁ƯłñƯ΁ǐŵƛśğƛƣ΁ǐŵƷşė΁Ďğ΁ĐłğñƘ͓΁ğñƣǖ΁Ưŵ΁
ƯƛñňŪ͓΁ğñƣǖ΁Ưŵ΁ƣƷƘğƛǏňƣğ͓΁ñŪė΁ğñƣǖ΁Ưŵ΁ƛğƘşñĐğͳ΁͢PñŪƣğŪ͓΁Ū͒ė͓΁Ƙ͒΁̙ͣ͒΁UƯ΁łñƣ΁
ĎğğŪ΁ŵŪğ΁ŵĹ΁Ưłğ΁ŨŵƣƯ΁ňŪȍƷğŪƯňñş΁ŵƛĺñŪňǡñƯňŵŪñş΁ŨñŪñĺğŨğŪƯ΁ñƘƘƛŵñ-
Đłğƣ΁ŵĹ΁ƯňŨğ͓΁ñƣ΁Ͳͦ»ñǖşŵƛ͵ƣͧ΁ƘƛňŪĐňƘşğƣ΁ŵĹ΁ƣĐňğŪƯňȌĐ΁ŨñŪñĺğŨğŪƯ΁ƘƛŵǏňėğė΁
Ưłğ΁ĐŵƛŪğƛƣƯŵŪğ΁Ĺŵƛ΁ǐŵƛś΁ėğƣňĺŪ΁ƯłƛŵƷĺłŵƷƯ΁Ưłğ΁ȌƛƣƯ΁łñşĹ΁ŵĹ΁Ưłğ΁ƯǐğŪƯň-
eth century, and in many situations prevail right up to the present day” 
͢PñŪƣğŪ͓΁Ū͒ė͓΁Ƙ͒΁̘ͣ͒΁ łñŪĺğƣ΁ňŪ΁Ưłňƣ΁Ƙğƛňŵė΁ǐğƛğ΁ƯłğƛğĎǖ΁ĺƛğñƯşǖ΁ňŪȍƷ-
ğŪĐğė΁Ďǖ΁ Ưłğ΁ Ưǐŵ΁�ŨğƛňĐñŪ΁ğŪĺňŪğğƛƣ͓΁PğŪƛǖ΁Hŵƛė΁ñŪė΁HƛğėğƛňĐś΁Ú͒΁
»ñǖşŵƛ͓΁ǐłŵ΁ŘŵňŪƯşǖ΁ňŪǏğŪƯğė΁Ưłğ΁ȌƛƣƯ΁ƘƛŵėƷĐƯňŵŪ΁ƣǖƣƯğŨ͒΁Úŵƛś΁ŵŪ΁Ưłğƣğ΁
factories was much reliant on the synchronization and sequenced pra-
ctice of the workers, resulting in a highly collective work model, which 
ĐŵŪƣƯňƯƷƯğė΁Ưłğ΁ƣƯñĎňşňǡñƯňŵŪ΁ŵĹ΁ñ΁Ūğǐ΁ǐñǖ΁ŵĹ΁ǐŵƛśňŪĺ͒΁PŵǐğǏğƛ͓΁ğƣƘğ-
Đňñşşǖ΁»ñǖşŵƛ΁ĺñňŪğė΁ñ΁Ͳ͖ƛğƘƷƯñƯňŵŪ΁ñƣ΁ñ΁ŨñŘŵƛ΁ͳğŪğŨǖ΁ŵĹ΁Ưłğ΁ǐŵƛśňŪĺ΁
ŨñŪͳͳ΁͢PñŪƣğŪ͓΁Ū͒ė͓΁Ƙ͒΁̘͓ͣ΁ĎğĐñƷƣğ΁Ͳ͖Ưłğ΁ňŪĐƛğñƣğƣ΁ňŪ΁ƘƛŵėƷĐƯňǏňƯǖ΁łñǏğ΁
often been achieved at a great human cost, reducing many workers to 
ñƷƯŵŨñƯŵŪƣͳ΁͢PñŪƣğŪ͓΁Ū͒ė͓΁Ƙ͒΁̙ͣ͒

UŪ΁ şňŪğ΁ǐňƯł΁ Ưłğ΁ƷƘƛňƣňŪĺ΁ŵĹ΁HŵƛėňƣŨ΁ñŪė΁»ñǖşŵƛňƣŨ͵ƣ΁ĐŵŪƯƛňĎƷƯňŵŪ΁ Ưŵ΁ñ΁
new way of working, labor movements started to spread all over the 
ǐŵƛşė͓΁ñƣ΁ñ΁ĐŵŪƣğƚƷğŪĐğ΁ŵĹ΁ŨňƣğƛñĎşğ΁ǐŵƛś΁ĐŵŪėňƯňŵŪƣ΁͢ gŪƷėƣğŪ͓΁̒ ̐̑̑ͣ͒΁
In Denmark, this movement arose with inspiration especially from New 
ëğñşñŪė͓΁�ƷƣƯƛñşňñ͓΁Â®�΁ñŪė΁ ñŪñėñ΁͢�ƛĎğŘėğƛŨƷƣğğƯ͓΁̙̒̐̑ͣ͒΁UŪ΁̘̘̙̑΁
şñĎŵƛ΁ŨŵǏğŨğŪƯƣ΁ŵĹ΁Ưłğ΁ǐŵƛşė΁ŘŵňŪğė΁ĹŵƛĐğƣ΁ňŪ΁ŵƛėğƛ΁Ưŵ΁ĎƛňŪĺ΁ñǐñƛğŪğƣƣ΁
Ưŵ΁Ưłğ΁ƣƷĎŘğĐƯ͒΁»łňƣ΁ƛğƣƷşƯğė΁ňŪ΁ñŪ΁ňŪƯğƛŪñƯňŵŪñş΁ñĺƛğğŨğŪƯ΁ňŪňƯňñƯňŪĺ΁Ưłğ΁
̑ƣƯ΁ŵĹ΁sñǖ΁ñƣ΁Ưłğ΁UŪƯğƛŪñƯňŵŪñş΁Úŵƛśğƛƣ͵΁'ñǖ͓΁ǐłğƛğ΁ğǏğƛǖŵŪğ΁ĹŵƷĺłƯ΁
Ĺŵƛ΁Ưłğ΁ƛğƚƷňƛğŨğŪƯ΁ŵĹ΁ñŪ΁̘ͨłŵƷƛ΁ǐŵƛśňŪĺ΁ėñǖ΁͢�ƛĎğŘėğƛŨƷƣğğƯ͓΁̙̒̐̑ͣ͒΁

The urbanization created an increased need for transportation. To ac-
ĐŵŨŨŵėñƯğ΁Ưłňƣ΁ƘƛŵĎşğŨ͓΁PğŪƛǖ΁Hŵƛė΁łñė΁ñ΁ėğƣňƛğ΁Ưŵ΁ĎƷňşė΁ñ΁Đñƛ΁ƯłñƯ΁
ǐñƣ΁ĐłğñƘ΁ğŪŵƷĺł΁Ĺŵƛ΁Ūğñƛşǖ΁ğǏğƛǖ΁�ŨğƛňĐñŪ΁Ưŵ΁ŵǐŪ΁͢¦ğğƣ͓΁̖̒̐̑ͣ͒΁�ƣ΁
ñ΁ƛğƣƷşƯ͓΁PğŪƛǖ΁Hŵƛė΁ňŪǏğŪƯğė΁Ūğǐ΁ǐñǖƣ΁ŵĹ΁ǐŵƛśňŪĺ΁ƯłƛŵƷĺł΁Ưłğ΁ğƣƯñ-
blishment and design of assembly lines, used for the mass production 
ƣǖƣƯğŨ͒΁»łňƣ΁ñƘƘƛŵñĐł΁ňƣ΁śŪŵǐŪ΁ñƣ΁HŵƛėňƣŨ΁ñŪė΁ňƣ΁ĐłñƛñĐƯğƛňǡğė΁Ďǖ΁Ͳ͖
mass production of standardized goods, allowing for productivity gains 
and the pursuit of economies of scale whereby the unit cost can be 
ƛğėƷĐğė΁ǐňƯł΁ ñŪ΁ ňŪĐƛğñƣňŪĺ΁ ƘƛŵėƷĐƯňŵŪ΁ ǏŵşƷŨğͳ΁ ͢¦ƷŪėƣłñĺğŪ͓΁ ͓̒̐̑̓΁
Ƙ͒΁̘̖̑̐ͣ͒΁»łğ΁ƷƘƛňƣňŪĺ΁ŵĹ΁HŵƛėňƣŨ΁ĐłñƛñĐƯğƛňǡğƣ΁ Ưłğ΁ƣğĐŵŪė΁ ňŪėƷƣƯƛňñş΁
ƛğǏŵşƷƯňŵŪ΁ĎğĐñƷƣğ΁ ňƯ΁ Ͳ͖ƣƘƛğñė΁ƚƷňĐśşǖ΁ ƯłƛŵƷĺłŵƷƯ΁ Ưłğ΁ŨñŪƷĹñĐƯƷƛňŪĺ΁

Figure X: How the practice of work, within farming changed from the meaning of survival, 

to being about generating income, which creates the foundation for multiple practices.
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The desire was to achieve a threefold division of the day, consisting of 
̘ͨłŵƷƛ΁ǐŵƛś͓΁̘ͨłŵƷƛ΁şğňƣƷƛğ΁ñŪė΁̘ͨłŵƷƛ΁ƛğƣƯ͒΁»łğ΁ƘƷƛƘŵƣğ΁ŵĹ΁Ưłğ΁şñĎŵƛ΁
ŨŵǏğŨğŪƯƣ΁ǐñƣ΁Ưŵ΁ȌĺłƯ΁Ưłğ΁ǐŵƛśğƛƣ͵΁ƣňėğ΁ŵĹ΁Ưłğ΁ĎñƯƯşğ΁ñŪė΁ĎƛňŪĺ΁ĎğƯ-
Ưğƛ΁ĐŵŪėňƯňŵŪƣ΁Ưŵ΁Ưłğ΁ǐŵƛśğƛƣ΁͢�ƛĎğŘėğƛŨƷƣğğƯ͓΁̙̒̐̑ͣ͒΁'ñŪňƣł΁ĐňƯňǡğŪƣ΁
demonstrated every year for this cause and after 30 years, in 1919, 
Ưłğǖ΁ȌŪñşşǖ΁ƣƷĐĐğğėğė΁ňŪ΁ƘñƣƣňŪĺ΁Ưłğ΁̘ͨłŵƷƛ΁ǐŵƛśňŪĺ΁ėñǖ΁ƛğƚƷňƛğŨğŪƯ΁
͢�ƛĎğŘėğƛŨƷƣğğƯ͓΁̙̒̐̑ͣ͒΁»łňƣ΁ĎğĐñŨğ΁ñ΁łňƣƯŵƛňĐñş΁ñĐłňğǏğŨğŪƯ΁ ňŪ΁Ưłğ΁
history of the labor movement. At this time, a normal workday became 
̘΁łŵƷƛƣ΁Ƙğƛ΁ėñǖ΁ñŪė΁ ƣňǕ΁ėñǖƣ΁ñ΁ǐğğś͓΁ ƛğƣƷşƯňŪĺ΁ ňŪ΁ ñ΁ǐŵƛśǐğğś΁ ĐŵŪ-
ƣňƣƯňŪĺ΁ŵĹ΁̘̔΁łŵƷƛƣ͓΁ǐłňĐł΁ǐñƣ΁ñ΁ėğĐşňŪğ΁ ĹƛŵŨ΁̖̐΁łŵƷƛƣ΁Ƙğƛ΁ǐğğś΁ ňŪ΁
1900 (Abildgaard, n.d.). This division of labor and leisure time was in 
1926 supported by the danish reigning Prime Minister, Thorvald Stau-
ŪňŪĺ͓΁ǐłŵ΁ ƣƯñƯğė΁ Ưłğ΁ ĹŵşşŵǐňŪĺ͔΁ »łğ΁ ̘ͨłŵƷƛ΁ ėñǖ΁ ƘƛŵǏňėğƣ΁ Ưłğ΁ ĹñŨňşǖ΁
man time for a family life, which was not known in my childhood. The 
father may have time to deal with his children, participate in upbringing 
ñŪė΁ğėƷĐñƯňŵŪ΁ͨ΁ñşƣŵ΁ňƯ΁ǐňşş΁şğñǏğ΁ƯƛñĐğƣ΁Ĺŵƛ΁Ưłğ΁ĹƷƯƷƛğ΁͢�ƛĎğŘėğƛŨƷƣğğƯ͓΁
2020).

HƷƛƯłğƛŨŵƛğ͓΁ňŪ΁Ưłğ΁şñƯğ΁ȌĹƯňğƣ΁'ñŪňƣł΁ǐŵŨğŪ΁ƣƯñƛƯğė΁ğŪƯğƛňŪĺ΁Ưłğ΁şñ-
bor market, due to the shortage of labor, which had increased since 
the economic recovery took place (Danmarkshistorien.dk, 2011). The 
increase in the employment of women happened during a parallel de-
velopment within the structure of society. This resulted in an increase 
ŵĹ΁ǐŵŨğŪ΁ȌŪėňŪĺ΁ňƯ΁ŪñƯƷƛñş΁ŵƛ΁ŪğĐğƣƣñƛǖ΁Ưŵ΁ĐŵŪėƷĐƯ΁ǐŵƛś΁ŵƷƯƣňėğ΁Ưłğ΁
home. Women went from being the primary person enabling all hou-
sehold functions, to gaining an increasingly important role in the labor 
market (Danmarkshistorien.dk, 2011). Until then household functions 
łñė΁ŪŵƯ΁ĎğğŪ΁ĐŵŪƣňėğƛğė΁ʹǐŵƛś͵΁ŵŪ΁ñŪ΁ğƚƷñş΁şğǏğş΁ǐňƯł΁Ƙñňė΁şñĎŵƛ͒΁»łňƣ΁
ƛğƣƷşƯğė΁ňŪ΁Ưłğ΁ȌƛƣƯ΁ėňƣƛƷƘƯňŵŪƣ΁ŵĹ΁ƯƛñėňƯňŵŪñş΁ĺğŪėğƛ΁ƛŵşğƣ΁ñŪė΁ĺñǏğ΁ǐŵ-
ŨğŪ΁Ũŵƛğ΁ ĹƛğğėŵŨ΁ĎŵƯł΁ȌŪñŪĐňñşşǖ΁ ñŪė΁ñƯ΁ǐŵƛś΁ ͢'ñŪŨñƛśƣłňƣƯŵƛňğŪ͒
dk, 2011). This historical event also created a need for the division bet-
ween working and leisure time, because external factors such as ‘being 
ñ΁ƘñƛğŪƯ͵΁ĎğĐñŨğ΁łñƛėğƛ΁Ưŵ΁ŨñŪñĺğ͒΁»łňƣ΁ėňǏňƣňŵŪ΁ĎğƯǐğğŪ΁şñĎŵƛ΁ñŪė΁
leisure time affected the work practice in which the site of the work 
ƣƷėėğŪşǖ΁ĎğĐñŨğ΁ňŨƘŵƛƯñŪƯ͒΁UŪ΁şňŪğ΁ǐňƯł΁®łŵǏğ΁ğƯ΁ñş͒΁͢ ̒̐̑̒ͣ΁Ͳ͒͒͒ƣňƯğƣ΁şňśğ΁

ŵĹȌĐğƣ΁ñŪė΁łŵŨğƣ΁ĐñŪ΁łñǏğ΁ğŨğƛĺğŪƯ΁ĐŵŪƣğƚƷğŪĐğƣ΁Ĺŵƛ΁Ưłğ΁ƯƛñŘğĐƯŵƛňğƣ΁
of individual practices and hence for the collection of practices that are, 
ñŪė΁ƯłñƯ΁ñƛğ΁ŪŵƯ͓΁ğŪñĐƯğė΁ňŪ΁ƣƷĐł΁ğŪǏňƛŵŪŨğŪƯƣͳ΁͢Ƙ̘͒ͣ͒̕΁»łğ΁ƣňƯğ΁ŵĹ΁Ƙğƛ-
forming the working practice became clearly separated from practices 
performed in the home, which resulted in the association of the work 
practice changing to a more diverse matter. Surplus were no longer the 
focal point of peoples concern, which made room for new purposes 
such as social status and family life. Thus, making the purpose of wor-
king more connected with individual preferences (HňĺƷƛğ΁ß).

PğŪĐğ͓΁Ưłğ΁ňŪėƷƣƯƛňñş΁ƣŵĐňğƯǖ΁ƣğƛǏğƣ΁ñƣ΁ñ΁ŨğñŪƣ΁Ĺŵƛ΁ğǕƘşñňŪňŪĺ΁łŵǐ΁Ͳ͒͒͒
Ưłğ΁ñƯƯñĐłňŪĺ΁ñŪė΁ėğƯñĐłňŪĺ΁ŵĹ΁ŨğñŪňŪĺ΁ñŪė΁ƣňĺŪňȌĐñƯňŵŪ΁ƣğŪėƣ΁ƛňƘƘşğƣ΁
across the cultural landscape as a whole” (Shove et al., 2012, p. 36-
37). Practices are thus affected not only by the dynamics of the three 
elements (materials, competencies and meanings), but also to the site 
in which the practice is performed and by practices closely connected 
to each individual person.

HňĺƷƛğ΁ß͔΁»łğ΁ǐŵƛś΁ƘƛñĐƯňĐğ΁ĺğƯƯňŪĺ΁Ũŵƛğ΁ňŪėňǏňėƷñşňǡğė
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3.2.2 The Information Society 

During the third industrial revolution the technological development of 
electronics and IT made it possible for a new synchronization of prac-
tices to form. The development meant that the nature of the workplace 
changed from a mass production economy to a service economy (Na-
rayanan et. al., 2017). It is well established by scholars that the devel-
opment of technologies such as the personal computer (PC) changed 
Ưłğ΁ǐñǖ΁ňŪ΁ǐłňĐł΁ǐğ΁ƘğƛĹŵƛŨ΁ǐŵƛś΁Ưŵėñǖ΁͢IƛŵƣƣŨñŪ͓΁͕̒̐̑̒΁gƛñƷƯ΁ğƯ͒΁
ñş͓͒΁̙̘̙͕̑΁'ƷŨñňƣ΁ğƯ͒΁ñş͓͒΁̙̘̘͕̑΁�Ūėƛňğƣ΁ğƯ͒΁ñş͓͒΁̒̐̐̒ͣ͒΁UƯ΁ ňƣ΁ėƷƛňŪĺ΁Ưłňƣ΁
time that a distinction between blue and white-collar workers took off. 
UƯ΁ǐñƣ΁ñ΁ǐñǖ΁Ưŵ΁ėňƣƯňŪĺƷňƣł΁ĎğƯǐğğŪ΁ƣŵĐňñş΁Đşñƣƣğƣ͓΁ĎƷƯ΁ñşƣŵ΁ĐşñƣƣňȌĐñ-
ƯňŵŪ΁ŵĹ΁Ưłğ΁ǐŵƛś΁ňƯƣğşĹ΁͢IƷƯŵƣśğǖ͓΁͓̒̐̒̑΁HğĎƛƷñƛǖ΁̑ͣ͒̕΁�ŪǖŵŪğ΁ǐŵƛśňŪĺ΁
ňŪ΁ñŪ΁ŵĹȌĐğ΁ǐñƣ΁ñƣƣŵĐňñƯğė΁ǐňƯł΁ǐğñƛňŪĺ΁ǐłňƯğ΁ƣłňƛƯƣ΁ŨğñŪǐłňşğ΁Ƙğ-
ople working with manual labor were stereotypically expected to be in 
ĎşƷğ΁ƣłňƛƯƣ΁ ͢IƷƯŵƣśğǖ͓΁͓̒̐̒̑΁HğĎƛƷñƛǖ΁̑ͣ͒̕΁�şƯłŵƷĺł΁ĎşƷğ΁ǐñƣŪ͵Ư΁ Ưłğ΁
only color worn by manual laborers (it was primarily dark toned co-
şŵƛƣ΁ƣƷňƯñĎşğ΁Ĺŵƛ΁ǐŵƛśňŪĺ΁ñƯ΁ñ΁ĹñĐƯŵƛǖ͓ͣ΁ ňƯ΁ǐñƣ΁Ǐğƛǖ΁ƘŵƘƷşñƛ΁͢IƷƯŵƣśğǖ͓΁
͓̒̐̒̑΁HğĎƛƷñƛǖ΁̑ͣ͒̕΁HƛŵŨ΁ƯłğƛğŵŪ΁Ưłğ΁ƯğƛŨƣ΁ĎşƷğͨĐŵşşñƛ΁ǐŵƛśğƛƣ΁ñŪė΁
ǐłňƯğͨĐŵşşñƛ΁ǐŵƛśğƛƣ΁ǐğƛğ΁ƷŪñǏŵňėñĎşğ͒΁Hŵƛ΁Ưłğ΁ƘƷƛƘŵƣğ΁ŵĹ΁ŵƷƛ΁ƣƯƷėǖ΁
we will from now on only look at the work practices associated with 
white-collar workers.

Though the PC is a relatively new invention (with the PC era being from 
ñƛŵƷŪė΁̙̘̑̐ͨ̒̐̐̐΁͢IƛŵƣƣŨñŪ͓΁̒̐̑̒ͣͣ΁ ňƯ΁ƚƷňĐśşǖ΁ĎğĐñŨğ΁ñ΁ėŵŨňŪñŪƯ΁
material element of the work practice related to white-collar work. The 
ȌƛƣƯ΁£ ΁ƯłñƯ΁ǐñƣ΁ĐƛğñƯğė΁Ďǖ΁U�s΁ğŪƯğƛğė΁Ưłğ΁ŨñƛśğƯ΁ňŪ΁̙̘̑̑΁Ĺŵşşŵǐğė΁
Ďǖ΁sñĐňŪƯŵƣł΁ƯłñƯ΁ğŪƯğƛğė΁Ưłğ΁ŨñƛśğƯ΁ňŪ΁̙̘̑̔΁͢'ŵƛŪ͓΁̒̐̑ͣ͒̕΁UŪ΁Ưłňƣ΁ğƛñ΁
PCs were used for word processors, spreadsheets and databases. This 
indicates that the use of the PC in work practices was centered around 
Ͳ͖ėğƘñƛƯŨğŪƯ΁şğǏğş΁ňŪĹŵƛŨñƯňŵŪ΁ĺğŪğƛñƯğė΁Ďǖ΁ňŪėňǏňėƷñşƣ͔΁ƛğƘŵƛƯƣ͓΁Ƙƛğ-
ƣğŪƯñƯňŵŪƣ͓΁ĎƷėĺğƯƣ͓΁ñŪė΁ŵƯłğƛ΁ǐŵƛś΁ƛğşñƯğė΁ėñƯñͳ΁͢IƛŵƣƣŨñŪ͓΁͓̒̐̑̒΁Ƙ͒΁
̘̒ͣ͒΁»łğ΁£ ΁ñşƣŵ΁ĎğĐñŨğ΁ñ΁ƣňĺŪňȌĐñŪƯ΁ƘñƛƯ΁ŵĹ΁Ưłğ΁ŵĹȌĐğ΁ƣğƯƷƘ͓΁ǐłğƛğ΁
ğŨƘşŵǖğğƣ΁Ʒƣğė΁ƣŵĹƯǐñƛğ΁ñƘƘşňĐñƯňŵŪƣ΁ƣƷĐł΁ñƣ΁sňĐƛŵƣŵĹƯ΁Úŵƛė΁͢Iƛŵƣƣ-
man, 2012). Although the software application possibilities were limi-

Ưğė͓΁Ưłğ΁ñǏñňşñĎşğ΁ƣŵĹƯǐñƛğ΁ǐñƣ΁Ʒƣğė΁Ĺŵƛ΁Ͳ͒͒͒ğşňŨňŪñƯňŪĺ΁ŘŵĎƣ΁ƛğƚƷňƛͦňŪĺͧ΁
low skill and eliminating the most boring and repetitive tasks within 
Ũŵƛğ΁ƣśňşşğė΁ŘŵĎƣͳ΁͢ gƛñƷƯ΁ğƯ͒΁ñş͒΁̑ ̙̘̙͓΁Ƙ͒΁̒ ̒̐ͣ͒΁HƛŵŨ΁ñ΁ŨñŪñĺğŨğŪƯ΁ƘŵňŪƯ΁
ŵĹ΁Ǐňğǐ΁ğşňŨňŪñƯňŪĺ΁Ưłğƣğ΁Ưñƣśƣ΁ǐŵƷşė΁ňŨƘƛŵǏğ΁Ưłğ΁ğŨƘşŵǖğğƣ͵΁Ƙğƛƣŵ-
Ūñş΁ ƘƛŵėƷĐƯňǏňƯǖ΁ ƯłƷƣ΁ ňŪĐƛğñƣňŪĺ΁ ğĹȌĐňğŪĐǖ΁ ñŪė΁ łğŪĐğ΁ ĐƷƯ΁ şñĎŵƛ΁ ĐŵƣƯƣ΁
͢'ƷŨñňƣ΁ğƯ͒΁ñş͓͒΁̙̘̘͕̑΁gƛñƷƯ΁ğƯ͒΁ñş͓͒΁̙̘̙̑ͣ͒΁®Đłŵşñƛƣ΁łñǏğ΁ƚƷğƣƯňŵŪğė΁ňĹ΁
increasing productivity would damage the work lives of the employees. 
gƛñƷƯ΁ğƯ͒΁ñş͒΁̙̘̙̑ͣ͢΁ėğƣĐƛňĎğƣ΁ƯłñƯ΁Ưłğ΁ͳ͖ŘŵĎƣ΁ͦǐğƛğͧ΁şğƣƣ΁ƣñƯňƣĹǖňŪĺ͒΁UƯ΁
ėğƣśňşşğė΁Ưłğ΁ŘŵĎƣ͓΁ĎŵƯł΁Ďǖ΁ŨñśňŪĺ΁ƯłğŨ΁şğƣƣ΁ĐŵŨƘşğǕ͓΁ňŪƯğƛğƣƯňŪĺ΁ñŪė΁
ĐłñşşğŪĺňŪĺ͖ͳ΁ ͢gƛñƷƯ΁ğƯ͒΁ñş͓͒΁̙̘̙͓̑΁Ƙ͒΁̖̒̓ͣ͒΁HƷƛƯłğƛŨŵƛğ͓΁ ňƯ΁ėğĐƛğñƣğė΁
Ưłğ΁ğŨƘşŵǖğğƣ͵΁ ňŪǏŵşǏğŨğŪƯ΁ǐňƯł΁ Ưłğňƛ΁ ĐŵşşğñĺƷğƣ΁ñƣ΁ Ưłğ΁Ʒƣğ΁ŵĹ΁£ ƣ΁
ƛğėƷĐğė΁Ưłğňƛ΁ŨŵǏğŨğŪƯ΁ňŪ΁Ưłğ΁ŵĹȌĐğ΁Ďǖ΁ėğĐƛğñƣňŪĺ΁Ưłğňƛ΁Ūğğė΁Ưŵ΁ĹğƯĐł΁
paper records from elsewhere. By coordinating information through a 
database most of the direct handover of documents and conversations 
ƯñśňŪĺ΁ƘşñĐğ΁ ňŪ΁ƣƷĐł΁ƛğşñƯňŵŪƣ΁ǐñƣ΁ƯƛñŪƣĹğƛƛğė΁Ưŵ΁Ưłğ΁£ ΁͢gƛñƷƯ΁ğƯ͒΁ñş͒΁
̙̘̙̑ͣ͒΁�şƯłŵƷĺł΁ŘŵĎ΁ƣñƯňƣĹñĐƯňŵŪ΁ñŪė΁ňŪǏŵşǏğŨğŪƯ΁ǐňƯł΁ŵŪğ͵ƣ΁ĐŵşşğñĺƷ-
ğƣ΁ėğĐƛğñƣğė͓΁Ưłğ΁ƛğƣğñƛĐł΁ŵĹ΁gƛñƷƯ΁ğƯ͒΁ñş΁̙̘̙̑ͣ͢΁ñşƣŵ΁ėňƣĐŵǏğƛğė΁ƯłñƯ΁Ͳ͒͒͒
ƯğĐłŪŵşŵĺǖ΁ƛğėƷĐğė΁Ưłğňƛ΁ŘŵĎ΁ƘƛğƣƣƷƛğ΁ñŪė͓΁ƣƷƛƘƛňƣňŪĺşǖ͓΁ňŪĐƛğñƣğė΁Ưłğňƛ΁
łñƘƘňŪğƣƣ΁ñŪė΁ŨğŪƯñş΁łğñşƯłͳ΁͢gƛñƷƯ΁ğƯ͒΁ñş͒΁̙̘̙͓̑΁Ƙ͒΁̖̒̓ͣ͒΁ ŵŪƣňėğƛñƯň-
ons as to why, are among others, that technology can save the emplo-
ǖğğƣ΁ƯňŨğ΁Ďǖ΁ƛğėƷĐňŪĺ΁ƯňŨğ΁ƣƘğŪƯ΁ŵŪ΁Ͳ͖ƯƛñǏğş͓΁ŨňƣƣňŪĺ΁ĐŵŪƯƛñĐƯƣ͓΁ȌŪėňŪĺ΁
ŵƷƯ΁ňŪĹŵƛŨñƯňŵŪ͓΁ñŪė΁ȌşşňŪĺ΁ŵƷƯ΁ĹŵƛŨƣ΁͖ͦͧ΁ŨğğƯňŪĺƣ΁ñŪė΁ĐşğƛňĐñş΁ǐŵƛś͒ͳ΁
͢gƛñƷƯ΁ğƯ͒΁ñş͒΁̙̘̙͓̑΁Ƙ͒΁̒̒̐ͣ͒΁»łğ΁ĐşñňŨ΁ňƣ΁ƯłñƯ΁ƛğėƷĐňŪĺ΁ǐñƣƯğė΁ƯňŨğ΁ǐňşş΁
Ũñśğ΁Ưłğ΁ğŨƘşŵǖğğƣ͵΁ŘŵĎƣ΁Ũŵƛğ΁ƛğǐñƛėňŪĺ΁͢gƛñƷƯ΁ğƯ͒΁ñş͒΁̙̘̙̑ͣ͒

The technological development did not only change the way in which 
ǐŵƛś΁ñƯ΁Ưłğ΁ŵĹȌĐğ΁ǐñƣ΁ƘğƛĹŵƛŨğė͒΁UƯ΁ñşƣŵ΁Ũñėğ΁ňƯ΁ƘŵƣƣňĎşğ΁Ĺŵƛ΁ğŨƘşŵ-
ǖğğƣ΁ Ưŵ΁ƘğƛĹŵƛŨ΁Ũŵƛğ΁ȍğǕňĎşğ΁ǐŵƛś͒΁»łƷƣ΁ƘğƛĹŵƛŨňŪĺ΁ Ưłğ΁ƘƛñĐƯňĐğ΁ŵĹ΁
work at different sites (Shove et al., 2012). In the 1970s the term tele-
commuting was introduced. The main idea behind this way of working 
ǐñƣ΁Ưŵ΁Ͳ͖şğƣƣğŪ΁ƘŵşşƷƯňŵŪ΁ňŪ΁Ưłğ΁ğŪǏňƛŵŪŨğŪƯ΁ñŪė΁ĺňǏğ΁ǐŵƛśğƛƣ΁ƣŵŨğ΁
ȍğǕňĎňşňƯǖ΁ñŪė΁ĎğƯƯğƛ΁ǐŵƛśͨşňĹğ΁ĎñşñŪĐğͳ΁͢uñƛñǖñŪñŪ΁ğƯ͒΁ñş͓͒΁̗͓̒̐̑΁Ƙ͒΁̒ͣ͒΁
Hŵƛ΁ ƣŵŨğ΁ǐŵƛśğƛƣ͓΁ ňƯ΁ŨğñŪƯ΁ ƯłñƯ΁ǐŵƛś΁ ƘƛñĐƯňĐğƣ΁ ƣƷĐł΁ ñƣ΁ ƯƛñŪƣşñƯňŪĺ͓΁
ƯƛñŪƣĐƛňĎňŪĺ΁ñŪė΁ƯǖƘňŪĺ΁ĐŵƷşė΁Ďğ΁ŨŵǏğė΁ĹƛŵŨ΁Ưłğ΁ŵĹȌĐğƣ΁Ưŵ΁Ưłğ΁łŵŨğƣ΁
͢£ƛŵĎğƛƯ΁π΁ÚñŘĐŨñŪ͓΁̙̘̘̑ͣ͒΁�ƷƯ΁ ňƯ΁ǐñƣ΁ȌƛƣƯ΁ ňŪ΁ Ưłğ΁̙̘̑̐ƣ΁ƯłñƯ΁ ƯğƛŨƣ΁
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şňśğ΁ȍğǕňĎşğ΁ǐŵƛś΁ñŪė΁ƯğşğĐŵŨŨƷƯňŪĺ΁ƣƯñƛƯğė΁Ưŵ΁ĺñňŪ΁ƣƷƘƘŵƛƯ΁ñŪė΁ŵƛ-
ĺñŪňǡñƯňŵŪƣ΁ƣşŵǐşǖ΁ĎğĺñŪ΁Ưŵ΁ňŪĐŵƛƘŵƛñƯğ΁ňƯ͒΁»łňƣ΁ǐñƣ΁ŨñňŪşǖ΁ĎğĐñƷƣğ΁Ͳ͖
the combination of computer and telecommunications technology has 
Ũñėğ΁ňƯ΁ƯğĐłŪňĐñşşǖ΁ĹğñƣňĎşğ΁Ĺŵƛ΁şñƛĺğ΁ŪƷŨĎğƛƣ΁ŵĹ΁ǐŵƛśğƛƣ΁ǐłŵƣğ΁ŘŵĎƣ΁
involve information processing to work at terminals in their own ho-
Ũğƣͳ΁͢£ƛŵĎğƛƯ΁π΁ÚñŘĐŨñŪ͓΁̙̘̘͓̑΁Ƙ͒΁̔̓ͣ͒̕

In 1995 commercial vendors were able to provide the world with the 
ňŪƯğƛŪğƯ΁͢IƛŵƣƣŨñŪŪ͓΁̒̐̑̒ͣ͒΁ÚłňĐł΁ƘƛŵǏňėğė΁ñŪŵƯłğƛ΁ƣłňĹƯ΁ňŪ΁ƣňƯğƣ͓΁ǐňƯł΁
the virtual world now becoming available. The development opened 
ƷƘ΁Ūğǐ΁ƘŵƣƣňĎňşňƯňğƣ΁ñƣ΁�ñƛƷĐł΁̒̐̐̐ͣ͢΁ėğƣĐƛňĎğƣ͔΁Ͳuğǐ΁ĹŵƛŨƣ΁ŵĹ΁ǐŵƛś΁
ĐŵŪƣňėğƛñƯňŵŪ΁͖ͦͧ΁ėğƘğŪė΁ŵŪ΁ñŪ΁ğĹĹğĐƯňǏğ΁Ʒƣğ΁ŵĹ΁ňŪĹŵƛŨñƯňŵŪ΁ƯğĐłŪŵşŵĺǖ΁
(IT)” (Baruch, 2000, p. 34). Technology was then described to be the 
ĐłňğĹ΁ Ĺŵƛ΁ ƯƛñŪƣĹŵƛŨňŪĺ΁ ŘŵĎƣ͓΁ łğƛğƯŵ΁ łŵǐ΁ Ưŵ΁ ŵƛĺñŪňǡğ΁ǐŵƛś΁ Ĺŵƛ΁ ĺƛğñƯğƛ΁
ȍğǕňĎňşňƯǖ͓΁ƛğƣƘŵŪƣňǏğŪğƣƣ΁ñŪė΁ğĹĹğĐƯňǏğŪğƣƣ΁͢�ñƛƷĐł͓΁̒̐̐̐ͣ͒΁ÚňƯł΁Ưłğ΁
commercialization of the internet, further development of software ap-
ƘşňĐñƯňŵŪƣ΁ƯłñƯ΁Ʒƣğė΁Ưłğ΁ňŪƯğƛŪğƯ΁ñƣ΁ñŪ΁ŵƘğƛñƯňŪĺ΁ƣǖƣƯğŨ΁Ĺŵşşŵǐğė΁͢ Iƛŵƣ-
sman, 2012). Through this development, the application of web-based 
email was created. This software was on another machine where ac-
cess happened through a web network. Meaning, that the informati-
on needed from others to perform certain work tasks was now avai-
şñĎşğ΁ŵŪ΁ŵŪğ͵ƣ΁ŵǐŪ΁ĐŵŨƘƷƯğƛ΁͢IƛŵƣƣŨñŪŪ͓΁̒̐̑̒ͣ͒΁�ĹƯğƛ΁Ưłğ΁ƘƛŵǏňƣňŵŪ΁ŵĹ΁
the internet, there appeared to be an increase in the use of computers 
ñŨŵŪĺƣƯ΁ǐŵƛśğƛƣ΁ňŪ΁ǐłňƯğͨĐŵşşñƛ΁ŘŵĎƣ΁͢ �Ūėƛňğƣ΁ğƯ͒΁ñş͓͒΁̒ ̐̐̒ͣ͒΁�Ūėƛňğƣ΁ğƯ͒΁
al. (2002) describes that employees who used computers permanently, 
often worked with time pressure and little control of the work process, 
ňŪėňĐñƯňŪĺ΁ ƯłñƯ΁ Ͳ͖Ũŵƛğ΁ ĐŵŨƘƷƯğƛ΁ ėğŪƣňƯǖ΁ ňŪ΁ Ưłğ΁ ƣğĐƯŵƛ΁ŨğñŪͦƯͧ΁Ũŵƛğ΁
ƯňŨğ΁ƘƛğƣƣƷƛğ΁ñŪė΁şğƣƣ΁ŘŵĎ΁ĐŵŪƯƛŵş΁Ĺŵƛ΁Ưłŵƣğ΁ǐłŵ΁Ʒƣğͦėͧ΁ñ΁ĐŵŨƘƷƯğƛ΁Ĺŵƛ΁
(nearly) all of their working hours” (Andries et. al., 2010, p. 446).

As it slowly became more popular for organizations to offer employees 
ȍğǕňĎşğ΁ǐŵƛśňŪĺ΁ŵƘƯňŵŪƣ΁͢gğşşňłğƛ΁π΁�ŪėğƛƣŵŪ͓΁͓̒̐̑̐ͣ΁Ưłğ΁ňŪǏğŪƯňŵŪ΁ŵĹ΁
laptops created new opportunities for employees to change their work 
ƘƛñĐƯňĐğ͒΁»łƷƣ΁ŨñśňŪĺ΁ƛğŨŵƯğ΁ǐŵƛś΁ñǏñňşñĎşğ͒΁HƛŵŨ΁ñŪ΁ŵƛĺñŪňǡñƯňŵŪñş΁
ƘğƛƣƘğĐƯňǏğ͓΁ƷƣňŪĺ΁Ưłğ΁şñƘƯŵƘ΁łñƣ΁łñė΁ƣğǏğƛñş΁ƘŵƣňƯňǏğ΁ğĹĹğĐƯƣ΁ñƣ΁Ͳ�ƛ-

ĺñŪňǡñƯňŵŪƣ΁ Ũñǖ΁ ñşƣŵ΁ ĎğŪğȌƯ΁ ĹƛŵŨ΁ ňŪĐƛğñƣğė΁ ňŪėňǏňėƷñş΁ ƘƛŵėƷĐƯňǏňƯǖ΁
and the ability to access mobile workers who are traveling or working 
ĹƛŵŨ΁ ƛğŨŵƯğ΁ƣňƯğƣͳ΁ ͢ ŵƷƣňŪƣ΁π΁¦ŵĎğǖ͓΁͓̒̐̑̔΁Ƙ͒΁̓ͣ͒̕΁HƷƛƯłğƛŨŵƛğ͓΁ Ưłğ΁
technology also made it possible for the employees to save time on 
commuting to and from work and they could hence use this time to 
ǐŵƛś΁Ũŵƛğ΁ ͢gğşşňłğƛ΁π΁�ŪėğƛƣŵŪ͓΁ ̒̐̑̐ͣ͒΁ »łňƣ΁ŨğñŪƯ΁ ƯłñƯ΁ǐŵƛśğƛƣ΁ ňŪ΁
ǐłňƯğͨĐŵşşñƛ΁ŘŵĎƣ΁ĎğĺñŪ΁Ưŵ΁Ʒƣğ΁Ưłğ΁ĐŵŨƘƷƯğƛ΁ƘğƛŨñŪğŪƯşǖ΁ñŪė΁ňŪ΁ƛğşñ-
tion to this the employees showed signs of both physical and mental 
strain (Andries et. al., 2010). This thereby had some negative effects 
Ĺŵƛ΁Ưłğ΁ƛğŨŵƯğ΁ǐŵƛśğƛƣ΁ǐłŵ΁ƣłŵǐğė΁ƣňĺŪƣ΁ŵĹ΁ėňĹȌĐƷşƯňğƣ΁Ưŵ΁ĎŵƯł΁ŨğŪ-
Ưñşşǖ΁ñŪė΁ƘłǖƣňĐñşşǖ΁ƣǐňƯĐł΁ŵĹĹ΁ĹƛŵŨ΁ǐŵƛś΁͢gğşşňłğƛ΁π΁�ŪėğƛƣŵŪ͓΁̒̐̑̐ͣ͒΁
On the contrary, there were also constraints, seen from an organizati-
ŵŪñş΁ƘğƛƣƘğĐƯňǏğ΁ñĺñňŪƣƯ΁ƯğşğĐŵŨŨƷƯňŪĺ΁ǐłňĐł΁łñė΁Ͳ͖şňƯƯşğ΁Ưŵ΁ėŵ΁ǐňƯł΁
technology and the time it takes to commute but rather were related 
to supervisor unwillingness, concern about lack of visibility to mana-
gement, household distractions, and a lack of self-discipline to do the 
ǐŵƛś͒ͳ΁͢ PƷĺłğƣ΁π΁PñŪƣ͓΁̒ ͓̐̐̑΁Ƙ͒΁̗ ̘̖ͣ͒΁»łğ΁ğŨƘşŵǖğƛƣ΁ǐğƛğ΁łğŪĐğ΁ĐŵŪ-
cerned with the loyalty of the employees working remotely.

�ƣ΁ǐğ΁łñǏğ΁ƘƛğƣğŪƯğė΁Ͳ͒͒͒Ūğǐ΁ƘƛñĐƯňĐğƣ΁ŵĹƯğŪ΁Ưñśğ΁łŵşė΁ñƯ΁Ưłğ΁ğǕƘğŪƣğ΁
of others which are no longer performed, or not performed as frequent-
şǖ΁ñƣ΁ĎğĹŵƛğͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̘̓ͣ͒΁�ƣ΁ǐğ΁ğŪƯğƛğė΁Ưłğ΁ĹŵƷƛƯł΁ňŪ-
ėƷƣƯƛňñş΁ƛğǏŵşƷƯňŵŪ΁͢ňŪ΁ǐłňĐł΁ǐğ΁ȌŪė΁ŵƷƛƣğşǏğƣ΁Ưŵėñǖͣ΁Ưłğ΁£ ΁ǐñƣ΁ƣƷƘ-
plemented by a whole range of other (mainly wireless) devices that are 
ĐŵŪŪğĐƯğė΁Ưŵ΁Ưłğ΁ ňŪƯğƛŪğƯ΁ñŪė΁ñƛğ΁Ȍşşğė΁ǐňƯł΁ñƘƘşňĐñƯňŵŪƣ΁͢IƛŵƣƣŨñŪ͓΁
2012). The technology used in correlation to work practices are exten-
ded to online, mobile and social media platforms making manual tools 
less adequate. The platforms are described to improve communication 
and the connection with customers and thereby, increasing the reve-
ŪƷğƣ΁ ňŪ΁ŵƛĺñŪňǡñƯňŵŪƣ΁ ͢Iƛğǐñş΁ğƯ͒΁ ñş͒΁̒̐̒̐ͣ͒΁�ƣ΁ǐğ΁ ƯƛñŪƣňƯňŵŪğė΁ ĹƛŵŨ΁
web-based applications to wireless devices, it was possible to carry a 
range of pocket devices that support email and other applications that 
Ũñśğ΁ňƯ΁ğñƣǖ΁Ưŵ΁ĺğƯ΁ňŪ΁ƯŵƷĐł΁ǐňƯł΁ñŪǖŵŪğ͓΁ñƯ΁ñŪǖ΁ėñǖ͓΁ñƯ΁ñŪǖ΁ƯňŨğ΁͢Iƛŵƣ-
sman, 2012). An application such as the email has been recognized 
Ưŵ΁Ďğ΁ñƣƣŵĐňñƯğė΁ǐňƯł΁ǐŵƛśͨƛğşñƯğė΁ƣƯƛğƣƣ΁͢ÚñŘĐŨñŪ͓΁̘̒̐̑ͣ͒΁»łƛŵƷĺł΁
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Ưłğ΁ƛğƣğñƛĐł΁ŵĹ΁ƣŵĐňŵşŵĺňƣƯ΁ÚñŘĐŨñŪ΁̘̒̐̑ͣ͢΁ňƯ΁ňƣ΁ėňƣĐŵǏğƛğė΁ƯłñƯ΁Ͳ͒͒͒Ưłğ΁
fact that we feel the need to respond to email quickly is not due to 
the speed of data transmission, or the frequency of communication, but 
because of collective norms that have built up about appropriate re-
ƣƘŵŪƣğ΁ƯňŨğƣͳ΁͢ÚñŘĐŨñŪ͓΁̘͓̒̐̑΁Ƙ͒΁̗̑̑ͣ͒΁PğŪĐğ΁ƣłğ΁ñƛĺƷğƣ΁ƯłñƯ΁ƘğŵƘşğ΁
Ĺğğş΁ƛƷƣłğė΁ñŪė΁ƘƛğƣƣƷƛğė͓΁ǐłňĐł΁ňƣŪ͵Ư΁ėƷğ΁Ưŵ΁Ūğǐ΁ƯğĐłŪŵşŵĺňğƣ΁ñŪė΁ňƯƣ΁
applications, but the norms that exist within an organization and their 
underlying culture. Even though it is common to imagine the emplo-
ǖğğ΁ñşǐñǖƣ΁ ĹñĐňŪĺ΁ Ưłğ΁ƣĐƛğğŪ΁ñŪė΁ ƛğñėǖ΁ Ưŵ΁ñŪƣǐğƛ͓΁ÚñŘĐŨñŪ΁ ̘̒̐̑ͣ͢΁
ėğƣĐƛňĎğƣ΁łŵǐ΁şğňƣƷƛğ΁ƯňŨğ΁ ňŪ΁ ĹñĐƯ΁łñƣŪ͵Ư΁ėğĐƛğñƣğė΁ŵǏğƛ΁ Ưłğ΁ƘñƣƯ΁̐̕΁
years. Actually, the amount of time people spends with their family has 
increased. The pressure and feeling of bustle are here described not 
to stem from technology, but the priorities and cultural values we set 
ŵƷƛƣğşǏğƣ΁͢ÚñŘĐŨñŪ͓΁̘̒̐̑ͣ͒΁sňğşğ΁π΁»ňƛñĎğŪň΁̙̒̐̑ͣ͢΁ėğƣĐƛňĎğƣ΁ƯłñƯ΁Ͳ͖
ŵƛĺñŪňǡñƯňŵŪñş΁ƛğşñƯňŵŪƣ΁ñƛğ΁ƣłñƘğė΁ƯłƛŵƷĺł΁Ūğǐ΁ƯğĐłŪŵşŵĺňğƣ͖ͳ΁͢sňğşğ΁
π΁»ňƛñĎğŪň͓΁͓̒̐̒̐΁Ƙ͒΁̒ͣ΁ñŪė΁Ưłğ΁ƯğĐłŪŵşŵĺǖ΁ňƣ΁ėğƣĐƛňĎğė΁Ưŵ΁Ďğ΁Ʒƣğė΁Ưŵ΁
achieve communication and sharing of knowledge between a team of 

ğŨƘşŵǖğğƣ΁ñŪė΁łğŪĐğ΁ĎǖƘñƣƣ΁Ưłğ΁şğñėğƛ͒΁PŵǐğǏğƛ͓΁Ưłğƛğ΁ňƣ΁ñ΁ƛňƣś΁ƯłñƯ΁
technology can be used to govern and impose control of employees, 
ğƣƘğĐňñşşǖ΁ǐłğŪ΁ğŨƘşŵǖğğƣ΁łñǏğ΁ȍğǕňĎşğ΁ǐŵƛś΁ŵƘƯňŵŪƣ΁͢ sňğşğ΁π΁»ňƛñĎğ-
ni, 2020).

The internet (and the applications that followed) can be seen as the de-
sign that affects the stabilization of the work practice the most. When 
provided with such extreme amounts of data and intensive knowledge, 
people are able to be enlightened in a way not possible prior to the 
internet. This makes room for people to (a greater extent than before) 
take a stand and thereby see new possibilities that they did not know 
about before. Perceptions on how to be, live and act are now affected 
ŪŵƯ΁ŵŪşǖ΁Ďǖ΁Ưłğ΁ƘğƛĐğƘƯňŵŪ΁ŵĹ΁Ưłğ΁ǏñƣƯ΁ŨñŘŵƛňƯǖ΁ňƯƣğşĹ͒΁£ğŵƘşğ΁ñƛğ΁ñĎşğ΁Ưŵ΁
seek knowledge from minorities and from their own point of view. Thus, 
shifting their elements of meanings and competencies in relation to the 
new material element (i.e., the internet).

Figure X: How the internet has affected the shift

 towards even more individualized work practices.
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Thus, the internet is acting as the facilitator of even more individualiza-
tion as it becomes normalized to seek information outside conventional 
sources. HňĺƷƛğ΁ß΁shows how the work practice is no longer stabilized, 
due to the fact that people now establish socially shared meanings 
ƯłƛŵƷĺł΁ñ΁ĺşŵĎñş΁ŪğƯǐŵƛś΁ŵĹ΁ ňŪĹŵƛŨñƯňŵŪ͒΁¦ğƣƷşƯňŪĺ΁ ňŪ΁ Ưłğ΁ĐƛğñƯňŵŪ΁ŵĹ΁
complex bundles of practices connected to work.

»ŵ΁ƣƷŨŨñƛňǡğ΁Ͳ͒͒͒Ưłğ΁ŪŵƯňŵŪ΁ŵĹ΁ėŵŨňŪñŪƯ΁ėğƣňĺŪ΁łñƣ΁ĎğğŪ΁Ʒƣğė΁Ưŵ΁ğǕƘşñňŪ΁
łŵǐ΁ĐğƛƯñňŪ΁ƘƛŵėƷĐƯƣ΁ñŪė΁ƯğĐłŪŵşŵĺňĐñş΁ƣŵşƷƯňŵŪƣ΁ėğȌŪğ΁Ưłğ΁ƯğƛŨƣ΁ŵŪ΁
which others compete (and collaborate)” (Shove et al., 2012, p. 91). We 
łñǏğ΁ğƣƯñĎşňƣłğė΁łŵǐ΁Ưłğ΁ƘƛñĐƯňĐğ΁ŵĹ΁ǐŵƛś΁łñƣ΁Ĺŵşşŵǐğė΁ñ΁ĐğƛƯñňŪ΁ƯƛñŘğ-
ctory of development that has constituted the way we work today (see 
ȌĺƷƛğ΁ß). We recognized how different dominant designs have affected 
Ưłğ΁ǐñǖ΁ŵĹ΁ǐŵƛśňŪĺ΁ƯłƛŵƷĺł΁ƯňŨğ͓΁ñƣ΁Ͳ͒͒͒ǐğ΁şňǏğ΁ñşŵŪĺƣňėğ΁Ưłğ΁ŨñƯğƛňñş΁
ƯƛñĐğƣ΁ŵĹ΁ƘƛñĐƯňĐğƣ΁ƘñƣƯ͖ͳ΁͢ ®łŵǏğ΁ğƯ΁ñş͓͒΁̒ ͓̐̑̒΁Ƙ͒΁̓ ̔ͣ͒΁sŵǏňŪĺ΁ñşş΁Ưłğ΁ǐñǖ΁
from the stone age, through the industrial revolutions, we can more 
easily understand how the working practice has stabilized and again 
ėňƣƛƷƘƯğė΁ ͢ň͒ğ͓͒΁ łñƣ΁ ĎğĐŵŨğ΁Ũŵƛğ΁ ñŪė΁Ũŵƛğ΁ ňŪėňǏňėƷñşňǡğėͣ΁ ňŪ΁ Ưŵėñǖ͵ƣ΁
śŪŵǐşğėĺğͨňŪƯğŪƣňǏğ΁ƣŵĐňğƯǖ͒΁gŪŵǐşğėĺğ΁ŵĹ΁Ưłňƣ΁ğǏŵşƷƯňŵŪ΁ňƣ΁ŪğĐğƣƣñƛǖ΁
ňŪ΁ŵƛėğƛ΁Ưŵ΁ƷŪėğƛƣƯñŪė΁Ưłğ΁ƘğƛĐğƘƯňŵŪ΁ŵĹ΁ǐŵƛś΁ƣğğŪ΁Ďǖ΁Ưłğ΁ǏñƣƯ΁ŨñŘŵ-
rity today. This can make us able to create changes which can poten-
tially lead to structural changes that can push the current collective 
ǐŵƛś΁Ũŵėğş΁ňŪƯŵ΁ñ΁Ũŵƛğ΁ƣƷƣƯñňŪñĎşğ΁ŵŪğ͒΁Ͳ�Ưłğƛ΁ĐłñŪĺğƣ΁ŵĐĐƷƛ΁ǐłğŪ΁
established ways of thinking and working are overturned, as when do-
minant dis-courses crumble and paradigms shift” (Shove et al., 2012, 
Ƙ͒΁̘ͣ̕΁ñŪė΁ŘƷƣƯ΁ñƣ΁Ͳ͖łňƣƯŵƛǖ΁ƣłŵǐƣ΁ƯłñƯ΁ğǏğƛǖ΁ƣƯƛƷĐƯƷƛñş΁ĐłñŪĺğ͓΁ğǏğƛǖ΁
ͲƛğǏŵşƷƯňŵŪͳ΁łñƣ΁ĎƛŵƷĺłƯ΁Ĺŵƛǐñƛė΁ňŪƯğŪƣğ΁ĐłñŪĺğƣ΁ňŪ΁Ưłğ΁şñĎŵƛ΁ŨñƛśğƯ͒΁
»łğǖ΁łñǏğ΁ĐƛğñƯğė΁Ūğǐ΁ŘŵĎƣ͓΁Ūğǐ΁ŵƘƘŵƛƯƷŪňƯňğƣ͓΁ñŪė΁Ūğǐ΁ƘŵƣƣňĎňşňƯňğƣ΁
for gainful employment” (Zürcher, 2017, p. 164).

»łğ΁ƯğĐłŪŵşŵĺňĐñş΁ėğǏğşŵƘŨğŪƯ΁ŵĹ΁ğşğĐƯƛŵŪňĐƣ΁ñŪė΁U»΁ƯłƷƣ΁Ͳ͒͒͒ñĐƯ΁ñƣ΁ėŵ-
minant forces resulting in and perpetuating distinctive concentrations 
and accumula-tions of human and other resources, and consequently 
ƣłñƘňŪĺ΁ƘñƯłͨǐñǖƣ΁ŵĹ΁ĹƷƯƷƛğ΁ėğǏğşŵƘŨğŪƯͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̘̓ͣ͒΁
iŵŵśňŪĺ΁ėğğƘğƛ΁ňŪƯŵ΁ñ΁śŪŵǐşğėĺğͨĎñƣğė΁ƣŵĐňğƯǖ͓΁ñ΁ƣłňĹƯ΁ĹƛŵŨ΁ĐŵşşğĐƯňǏğ΁

work models towards more individual work models is required, sin-
ce work practices have become more individualized and dependent on 
multiple different aspects.

3.3 Society of Today

The societal changes towards more individualized work models have 
barely evolved in line with the 3rd and 4th industrial revolutions. Today 
'ñŪğƣ΁Ĺŵşşŵǐ΁ñ΁̓ ̗ͨłŵƷƛ΁ǐŵƛśǐğğś͓΁ǐłňĐł΁ǐñƣ΁ğŪñĐƯğė΁ňŪ΁̑ ̙̙̐΁͢ �ƛĎğŘ-
ėğƛŨƷƣğğƯ͓΁̒̐̒̐ͣ΁ñŪė΁ƯǖƘňĐñşşǖ΁ňƣ΁ėňǏňėğė΁ňŪƯŵ΁ñ΁ǐŵƛśǐğğś΁ŵĹ΁ȌǏğ΁ėñǖƣ͒΁
»łğ΁ŨñŘŵƛňƯǖ΁ŵĹ΁ǐłňƯğͨĐŵşşñƛ΁ǐŵƛśğƛƣ΁ƣƯňşş΁Ĺŵşşŵǐ΁Ưłğ΁̘ ͨłŵƷƛ΁ėňǏňƣňŵŪ΁ñŪė΁
ñƛğ΁ǐŵƛśňŪĺ΁ñƯ΁ñŪ΁ŵĹȌĐğ΁ĹƛŵŨ΁̘̖ͨ̑΁͢gƛňŪĺ͓΁̒̐̒̐ͣ͒
UƯ΁łñƣ΁ĎğğŪ΁ ƛğĐŵĺŪňǡğė΁Ďǖ΁ƣğǏğƛñş΁ƣĐłŵşñƛƣ΁ ƯłñƯ΁ȍğǕňĎşğ΁ǐŵƛś΁ ňŪĐƛğñ-
ƣğƣ΁Ưłğ΁ƣğŪƣğ΁ŵĹ΁ñƷƯŵŪŵŨǖ΁ñŨŵŪĺƣƯ΁Ưłğ΁ğŨƘşŵǖğğƣ΁͢sňğşğ΁π΁»ňƛñĎğŪň͓΁
͕̒̐̒̐΁gğşşňłğƛ΁π΁�ŪėğƛƣŵŪ͓΁̒̐̑̐ͣ΁ñŪė΁ğŨƘşŵǖğğƣ΁łñǏğ΁ƣłŵǐŪ΁ƣňĺŪƣ΁
ŵĹ΁ñŪ΁ ňŪĐƛğñƣğ΁ ňŪ΁ ŘŵĎ΁ƣñƯňƣĹñĐƯňŵŪ͓΁ ňŪĐƛğñƣğ΁ ňŪ΁ƘƛŵėƷĐƯňǏňƯǖ΁ñŪė΁ĺƛğñƯğƛ΁
employee loyalty and commitment when having the opportunity to 

Figure X: The dominant designs related to the 

trajectory of development for the practice of work
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ǐŵƛś΁Ũŵƛğ΁ȍğǕňĎşğ͒΁UƯ΁łñƣ΁ĹƷƛƯłğƛ΁ĎğğŪ΁ňėğŪƯňȌğė΁ƯłñƯ΁Ͳ͖ȍğǕňĎşğ΁ǐŵƛśğƛƣ΁
ƛğƘŵƛƯ΁şŵǐğƛ΁şğǏğşƣ΁ŵĹ΁ƣƯƛñňŪ΁ñŪė΁ƣƯƛğƣƣͳ΁͢gğşşňłğƛ΁π΁�ŪėğƛƣŵŪ͓΁͓̒̐̑̐΁Ƙ͒΁
̘̔ͣ͒΁�ƷƯ΁ŪğĺñƯňǏğ΁ğĹĹğĐƯƣ΁ƣƷĐł΁ñƣ΁ĹğğşňŪĺƣ΁ŵĹ΁ňƣŵşñƯňŵŪ΁ñŪė΁ñ΁ėğĐƛğñƣğ΁ňŪ΁
ŘŵĎ΁ƣñƯňƣĹñĐƯňŵŪ΁łñǏğ΁ĎğğŪ΁ƛğşñƯğė΁Ưŵ΁ǐŵƛśňŪĺ΁ƛğŨŵƯğşǖ͒΁gğşşňłğƛ΁π΁�Ū-
ėğƛƣŵŪ͵ƣ΁̒̐̑̐ͣ͢΁ƛğƣğñƛĐł΁ŵŪ΁ƛğŨŵƯğ΁ǐŵƛś͓΁ėğƣĐƛňĎğƣ΁łŵǐ΁Ūğǐ΁ƣŵƷƛĐğƣ΁
ŵĹ΁ƣƯƛğƣƣ΁łñǏğ΁ñƘƘğñƛğė͓΁ñŪė΁ƯłñƯ΁Ưłğƛğ΁ňƣ΁ƛğƘŵƛƯğė΁Ͳ͖ĺƛğñƯğƛ΁ğǏňėğŪĐğ΁
ŵŪ΁ŨğŪƯñş΁ňşş΁łğñşƯł΁ƯłñŪ΁Ĺŵƛ΁Ưłŵƣğ΁Ďñƣğė΁ñƯ΁Ưłğ΁ǐŵƛśƘşñĐğͳ΁͢gğşşňłğƛ΁π΁
�ŪėğƛƣŵŪ͓΁̒ ͓̐̑̐΁Ƙ͒΁̘ ͣ͒̕΁ÙñŪ΁ėğƛ΁iňƘƘğ΁ñŪė΁iňƘƘĠŪǖň΁͢ ̘̒̐̑ͣ΁ňŪǏğƣƯňĺñƯğė΁
whether or not working from home leads to more or less work-family 
ĐŵŪȍňĐƯƣ͒΁UŪ΁Ưłğ΁̙̘̑̐΁ñŪė΁̙̙̑̐΁͢ėƷƛňŪĺ΁Ưłğ΁Ưłňƛė΁ňŪėƷƣƯƛňñş΁ƛğǏŵşƷƯňŵŪͣ΁ňƯ΁
was seen as cost-effective to work from home because of the options to 
ğşňŨňŪñƯğ΁ǐŵƛśͨĹñŨňşǖ΁ĐŵŪȍňĐƯƣ΁͢ÙñŪ΁'ğƛ΁iňƘƘğ΁π΁iňƘƘĠŪǖň͓΁̘̒̐̑ͣ͒΁Hğş-
ƣƯğñė΁ñŪė΁PğŪƣğśğ΁̗̒̐̑ͣ͢΁ĐşñňŨƣ΁ƯłñƯ΁ƘğŵƘşğ΁ǐłŵ΁ǐŵƛś΁ƛğŨŵƯğşǖ΁ñƛğ΁
ͳ͒͒͒Ũŵƛğ΁ĐŵŨŨňƯƯğė͓΁ğŪƯłƷƣňñƣƯňĐ΁ñŪė΁ƣñƯňƣȌğė΁ǐňƯł΁Ưłğňƛ΁ŘŵĎ΁ƯłñŪ΁Ưłğňƛ΁
ĐŵŪǏğŪƯňŵŪñşşǖ΁şŵĐñƯğė΁ĐŵƷŪƯğƛƘñƛƯƣ͓΁ĎƷƯ΁ȌŪė΁ňƯ΁ėňĹȌĐƷşƯ΁Ưŵ΁ƛğėƛñǐ΁Ưłğ΁
şňŪğ΁ĎğͨƯǐğğŪ΁łŵŨğ΁ñŪė΁ǐŵƛś΁ñƣ΁ƘƛğėňĐƯğė΁Ďǖ΁Ďŵƛėğƛ΁Ưłğŵƛǖͳ΁͢Ƙ͒΁̘̒̐ͣ͒΁
UƯ΁ňƣ΁ĹƷƛƯłğƛŨŵƛğ΁ĐşñňŨğė΁ƯłñƯ͓΁Ͳ͒͒͒ǐŵƛśňŪĺ΁ĹƛŵŨ΁łŵŨğ΁ƛğėƷĐğƣ΁ǐŵƛśͪĹñ-
Ũňşǖ΁ĐŵŪȍňĐƯ΁ĎğĐñƷƣğ΁ňƯ΁ƘƛŵǏňėğƣ΁ğŨƘşŵǖğğƣ΁ĐŵŪƯƛŵş΁ŵǏğƛ΁Ưłğ΁ƣĐłğėƷşňŪĺ΁
ŵĹ΁Ưłğňƛ΁ǐŵƛśėñǖƣ͵͵΁͢ÙñŪ΁'ğƛ΁iňƘƘğ΁π΁iňƘƘĠŪǖň͓΁̘͓̒̐̑΁Ƙ͒΁̘͓̓ͣ̕΁ĎƷƯ΁ÙñŪ΁
ėğƛ΁ iňƘƘğ΁ ñŪė΁ iňƘƘĠŪǖň΁ ̘̒̐̑ͣ͢΁ ñşƣŵ΁ ƣñǐ΁łŵǐ΁ Ͳ͒͒͒ǐŵƛśňŪĺ΁ ĹƛŵŨ΁łŵŨğ΁
increases the permeability of boundaries between work and non-work 
domains because the physical boundaries between the two contexts 
ñƛğ΁ğşňŨňŪñƯğėͳ΁͢ÙñŪ΁'ğƛ΁iňƘƘğ΁π΁iňƘƘĠŪǖň͓΁̘͓̒̐̑΁Ƙ͒΁̘̖̓ͣ͒΁»łňƣ΁ĎşƷƛ΁ňƣ΁
ñ΁ƯłƛğñƯ΁Ưŵ΁ƘğŵƘşğ͵ƣ΁ǐŵƛśͨşňĹğ΁ĎñşñŪĐğ΁͢Appendix X: Work-life Balance) 
which according to Marsh (2010, May) can be achieved by attending to 
four sides in humans: The Intellectual, the emotional, the spiritual and 
Ưłğ΁ƘłǖƣňĐñş΁ƣňėğ͒΁Pŵǐ΁Ưŵ΁Đñƛğ΁Ĺŵƛ΁ğñĐł΁ŵĹ΁Ưłğ΁ĹŵƷƛ΁ƘñƛƯƣ΁ňƣ΁ňŪłğƛğŪƯşǖ΁ñŪ΁
ňŪėňǏňėƷñş΁ŨñƯƯğƛ΁ñŪė΁ͳUĹ΁ǖŵƷ΁ėŵŪ͵Ư΁ėğƣňĺŪ΁ǖŵƷƛ΁şňĹğ͓΁ƣŵŨğŵŪğ΁ğşƣğ΁ǐňşş΁
ėğƣňĺŪ΁ňƯ΁Ĺŵƛ΁ǖŵƷ͓΁ñŪė΁ǖŵƷ΁Ũñǖ΁ŘƷƣƯ΁ŪŵƯ΁şňśğ΁Ưłğňƛ΁ňėğñ΁ŵĹ΁ĎñşñŪĐğͳ΁͢ sñƛƣł͓΁
2010, may @3.12).
According to the national board of health (i.e., Sundhedsstyrelsen), 
mental health can be protected through different factors, categorized 
ňŪ΁ʹňŪėňǏňėƷñş͵͓ ΁ʹƣŵĐňñş͵΁ñŪė΁ʹƣƯƛƷĐƯƷƛñş͵΁ĹñĐƯŵƛƣ΁͢®ƷŪėłğėƣƣƯǖƛğşƣğŪ͓΁͓̒̐̒̐΁
eñŪƷñƛǖ΁̒ͣ͒΁�Ūė΁ñşƯłŵƷĺł΁ƣĐłŵşñƛƣ΁łñǏğ΁ňėğŪƯňȌğė΁ƣğǏğƛñş΁ƘŵƣňƯňǏğ΁ñŪė΁
ŪğĺñƯňǏğ΁ğĹĹğĐƯƣ΁ĹƛŵŨ΁ƯğşğĐŵŨŨƷƯňŪĺ͓΁PƷĺłğƣ΁π΁PñŪƣ΁̒̐̐̑ͣ͢΁ėğƣĐƛňĎğ΁

łŵǐ΁ƛğƣğñƛĐłğƛƣ΁Ͳ͖Ĺñňşğė΁Ưŵ΁ƷŪėğƛƣƯñŪė΁Ưłğ΁ ňŨƘŵƛƯñŪĐğ΁ŵĹ΁ƣŵĐňñşňǡňŪĺ΁
as a source of worker satisfaction and the importance of coworkers in 
ĐŵŪėƷĐƯňŪĺ΁ŨñŪǖ΁ǐŵƛś΁ñƣƣňĺŪŨğŪƯƣͳ΁ ͢Ƙ͒΁̗̘̖ͣ͒΁�΁ƣƯƷėǖ΁ƘğƛĹŵƛŨğė΁Ďǖ΁
¦Ʒňǡͨ ñƣƯƛŵ΁ñŪė΁iƷƘƷ΁ ͓̒̐̒̑͢΁ eñŪƷñƛǖͣ΁ ƣłŵǐğė΁ ƯłñƯ΁̓̐λ΁ŵĹ΁ Ưłğ΁ŨğŪ΁
ñŪė΁ ̐̕λ΁ ŵĹ΁ Ưłğ΁ǐŵŨğŪ΁ ňŪƯğƛǏňğǐğė΁ ñƘƘğñƛğė΁ Ưŵ΁ ĐŵŪƣĐňŵƷƣşǖ΁ ƛğƣňƣƯ΁
working long hours. One of the danish proponents for shorter work 
ǐğğśƣ΁͢ňŪ΁ŵƛėğƛ΁Ưŵ΁ňŪĐƛğñƣğ΁ƘƛŵėƷĐƯňǏňƯǖͣ΁ňƣ΁£ğƛŪňşşğ΁I͒΁�Ďňşėĺññƛė͓΁ǐłŵ΁
ňƣ΁ Ưłğ΁ ĹŵƷŪėğƛ΁ ŵĹ΁ »�g0΁�� g΁»Us0͓΁ ñ΁ ŪğƯǐŵƛśͨĎñƣğė΁ ĐŵŨƘñŪǖ΁ ƯłñƯ΁
ñƛĺƷğƣ΁Ĺŵƛ΁ñ΁̔ͨėñǖ΁ǐŵƛśǐğğś͒΁Pğƛ΁ñƛĺƷŨğŪƯ΁ňƣ΁ƯłñƯ΁Ͳ͖Ưŵėñǖ΁ǐğ΁łñǏğ΁
Ưłğ΁Ưŵŵşƣ΁Ưŵ΁ǐŵƛś΁ŨƷĐł΁ƣŨñƛƯğƛ͓΁ŨƷĐł΁Ũŵƛğ΁ğĹȌĐňğŪƯ΁ƯłñŪ΁ǐğ΁łñė΁̓̐΁
years ago. At the same time, we are all longing for more time. Time has 
ĎğğŪ΁ŵƷƛ΁ŨŵƣƯ΁ňŨƘŵƛƯñŪƯ΁ƛğƣŵƷƛĐğͳ΁͢ »0'Ǖ΁»ñşśƣ͓΁̒ ͓̐̒̐΁ο͔̗͔̘̑̑̑ͨ̑̑̒ͣ͒΁
She points to the fact that we no longer live in the industrial society 
and it therefore is not the length of the work time that determines how 
many tasks we get done. Instead, we live in an information and know-
ledge-based society, where our brains are the main production facility. 
®łğ΁ñƛĺƷğƣ΁ƯłñƯ΁ňƯ΁ňƣ΁Ͳ͖Ưłğ΁ňŪƯğŪƣňƯǖ΁ŵĹ΁ǖŵƷƛ΁ǐŵƛś͓΁ǐłňĐł΁ėňĐƯñƯğƣ΁łŵǐ΁
many tasks you get done in a day” (TEDx Talks, 2020, @1:44-1:53). 
�ŪŵƯłğƛ΁ėñŪňƣł΁ñėǏŵĐñƯğ΁Ĺŵƛ΁ňŪĐƛğñƣğė΁ȍğǕňĎňşňƯǖ΁ňŪ΁Ưłğ΁şñĎŵƛ΁ŨñƛśğƯ͓΁ňƣ΁
 ñŨňşşñ΁gƛňŪĺ͓΁ǐłŵ΁łñƣ΁ñ΁£ł͒'͒΁ňŪ΁ÚŵƛśͨiňĹğ΁�ñşñŪĐğ΁ñŪė΁ňƣ΁Ưłğ΁ĹŵƷŪėğƛ΁
of B-society. She shares the perception that we are currently operating 
ňŪ΁ñ΁şñĎŵƛ΁ŨñƛśğƯ΁ƣƯƛƷĐƯƷƛğė΁Ưŵ΁ƣƷňƯ΁Ưłğ΁ňŪėƷƣƯƛňñş΁ƣŵĐňğƯǖ΁͢gƛňŪĺ͓΁̒̐̒̐ͣ͒΁
She argues that value at that time was material in the form of products, 
ŨñĐłňŪğƣ͓΁ñŪė΁ĎƷňşėňŪĺƣ͓΁ñŪė΁Ͳ͖ñƘƘƛŵǕňŨñƯğşǖ΁̘̐λ΁ŵĹ΁ñ΁ĐŵŨƘñŪǖ͵ƣ΁Ǐñ-
şƷğ΁ǐñƣ΁ ƯñŪĺňĎşğ΁ǏñşƷñĎşğƣͳ΁ ͢gƛňŪĺ͓΁͓̒̐̒̐΁Ƙ͒΁̑̒ͣ͒̕΁»łğ΁̘ͨłŵƷƛ΁ėňǏňƣň-
ŵŪ΁ŵĹ΁Ưłğ΁ǐŵƛśėñǖ΁ñƣ΁ñ΁Ͳ͖ĐŵşşğĐƯňǏğ΁ǐŵƛś΁Ũŵėğş͓΁ǐłğƛğ΁ğǏğƛǖŵŪğ΁łñė΁
identical work hours, a set work location, and the same work rhythm, 
ȌƯ΁ƘğƛĹğĐƯşǖ΁ǐňƯł΁Ưłğ΁ŵƘƯňŨňǡñƯňŵŪ΁ŵĹ΁ňŪėƷƣƯƛňñş΁şñĎŵƷƛͳ΁͢gƛňŪĺ͓΁͓̒̐̒̐΁Ƙ͒΁
̙̑̒ͣ͒΁�Ū΁Ưłğ΁ĐŵŪƯƛñƛǖ͓΁şňǏňŪĺ΁ňŪ΁ñ΁Ͳ͖śŪŵǐşğėĺğ΁ƣŵĐňğƯǖ͓΁Ũŵƛğ΁ñŪė΁Ũŵƛğ΁
work is becoming invisible in its characteristic processes. Today, over 
̘̐λ΁ŵĹ΁ñ΁ĐŵŨƘñŪǖ͵ƣ΁ǏñşƷğ΁ňƣ΁ňŪƯñŪĺňĎşğ΁ǏñşƷğƣͳ΁͢gƛňŪĺ͓΁͓̒̐̒̐΁Ƙ͒΁̖̑̒ͣ͒΁
ÚňƯł΁ Ưłňƣ΁ñƛĺƷŨğŪƯ͓΁ ƣłğ΁ƣƯñƯğƣ΁ ƯłñƯ΁ Ͳ͖ñ΁ şñƛĺğ΁ƘğƛĐğŪƯñĺğ΁ŵĹ΁ǐŵƛś΁ ňƣ΁
Ūŵǐ΁ňŪėğƘğŪėğŪƯ΁ŵĹ΁ƯňŨğ΁ñŪė΁ƘşñĐğͳ΁͢ gƛňŪĺ͓΁̒ ͓̐̒̐΁Ƙ͒΁̑ ̖͓̒ͣ΁ñŪė΁ǐğ΁ŨƷƣƯ΁
therefore design our own work practices in accordance. 
UŪ΁ Ưłğ΁ƣƯƷėǖ΁ƘğƛĹŵƛŨğė΁Ďǖ΁ ΁¦Ʒňǡͨ ñƣƯƛŵ΁π΁iƷƘƷ΁ ͓̒̐̒̑͢΁ eñŪƷñƛǖͣ΁ Ưłğǖ΁



26

found that even though the cases were different, a certain mental pat-
ƯğƛŪ΁Ĺŵƛ΁ŨñňŪƯñňŪňŪĺ΁ñ΁ǐŵƛśͨşňĹğ΁ĎñşñŪĐğ΁ñƘƘğñƛğė͒΁ͲUŨƘŵƛƯñŪƯşǖ͓΁ŵƷƛ΁ƛğ-
ƣğñƛĐł΁ƣƷĺĺğƣƯƣ΁ƯłñƯ΁Ưłňƣ΁ňƣ΁ŪŵƯ΁ñ΁ŵŪğͨƯňŨğ΁ȌǕ͓΁ĎƷƯ΁ƛñƯłğƛ͓΁ñ΁ĐǖĐşğ΁ƯłñƯ΁
we must engage in continuously as our circumstances and priorities 
ğǏŵşǏğ͒ͳ΁͢¦Ʒňǡͨ ñƣƯƛŵ΁π΁iƷƘƷ͓΁͓̒̐̒̑΁eñŪƷñƛǖ͓΁ş͒΁̒̓ͣ͒΁»łňƣ΁ĐǖĐşğ΁ĐŵŪƣňƣƯƣ΁
ŵĹ΁ȌǏğ΁ŵŪĺŵňŪĺ΁ƣƯğƘƣ΁ǐłňĐł΁ňŪėňǏňėƷñşƣ΁ŨƷƣƯ΁ĐŵŪƣňėğƛ΁ǐłğŪ΁ƯƛǖňŪĺ΁Ưŵ΁
ñĐłňğǏğ΁ĎñşñŪĐğ͕΁̑ͣ΁£ñƷƣğ΁ñŪė΁ƛğȍğĐƯ͓΁̒ͣ΁Ƙñǖ΁ñƯƯğŪƯňŵŪ΁Ưŵ΁ğŨŵƯňŵŪƣ͓΁̓ͣ΁
ƛğƘƛňŵƛňƯňǡğ͓΁ ̔ͣ΁ ĐŵŪƣňėğƛ΁ ñşƯğƛŪñƯňǏğƣ΁ ñŪė΁ ͣ̕΁ ňŨƘşğŨğŪƯ΁ ĐłñŪĺğƣ΁ ͢¦Ʒ-
ňǡͨ ñƣƯƛŵ΁π΁iƷƘƷ͓΁͓̒̐̒̑΁eñŪƷñƛǖͣ͒΁PŵǐğǏğƛ΁Ưłğƣğ΁ñƛğ΁ŵŪşǖ΁ƘŵƣƣňĎşğ΁ ňĹ΁
the employees are individually independent and therefore more or less 
able to structure their own work model.

The research and statements provided by the former, correspond well 
to what we found when investigating the historical trace of the work 
practice. We saw how the work practice changed from a stabilized 
ƘƛñĐƯňĐğ͓΁ ƘğƛĹŵƛŨğė΁ ƣňŨƷşƯñŪğŵƷƣşǖ΁ Ďǖ΁ Ưłğ΁ ǏñƣƯ΁ŨñŘŵƛňƯǖ΁ Ưŵ΁ ñ΁ ĎƷŪėşğ΁
of different practices more focused on individual elements (section X, 
X, X). Due to the availability of information provided by the internet 
(discussed in section 3.2.2 The Information Society͓ͣ΁ƘƛñĐƯňƯňŵŪğƛƣ͵΁ğşğ-
ments (materials, competencies and meanings) are affected very diffe-
rently, making the collective work models unsuitable for what is now 
Ưłğ΁ǏñƣƯ΁ŨñŘŵƛňƯǖ͒΁Úğ΁ñƛĺƷğ͓΁ñƣ΁ǐğşş΁ñƣ΁gƛňŪĺ΁̒̐̒̐ͣ͢΁ñŪė΁�Ďňşėĺññƛė΁
(TEDx Talks, 2020), that the fact that work models of today are col-
lective, is disconnecting from the individualized evolution of the work 
ƘƛñĐƯňĐğ͒΁»łƷƣ͓΁ǐğ΁ĎğşňğǏğ΁ƯłñƯ΁ñ΁ƯƛñŪƣňƯňŵŪ΁Ưŵǐñƛėƣ΁Ũŵƛğ΁ȍğǕňĎşğ΁ñŪė΁
individualized work models is needed. We will argue that a transition 
is achieved with the occurrence of radical new innovation and through 
the theoretical lenses of Practice Theory, when practices surrounding 
ƘƛñĐƯňƯňŵŪğƛƣ͵΁ǐŵƛś΁ƘƛñĐƯňĐğƣ΁ñŪė΁Ưłğ΁ğĹĹğĐƯƣ΁ŵĹ΁Ưłŵƣğ͓΁ñƛğ΁ĐŵŪƣňėğƛğė͒

3.3.1 The COVID-19 Pandemic as a Window-of-opportunity

UŪ΁sñƛĐł΁̒̐̒̐΁Ưłğ΁Úŵƛşė΁PğñşƯł΁�ƛĺñŪňǡñƯňŵŪ΁͢ÚP�͓ͣ΁ñŪŪŵƷŪĐğė΁ƯłñƯ΁
the spread of COVID-19, were now so severe that it was categorized 
ñƣ΁ñ΁ĺşŵĎñş΁ƘñŪėğŨňĐ΁͢Úŵƛşė΁PğñşƯł΁�ƛĺñŪňǡñƯňŵŪ͓΁͓̒̐̒̐΁eƷŪğ΁̙̒ͣ͒΁»łňƣ΁
led to a global emergency preparedness and on March 11, 2020 the 
Danish government announced a complete lockdown of the country 
͢�ƯƯŵƣğŪ͓΁π΁�ŪĐłğƛͨeğŪƣğŪ͓΁͓̒̐̒̑΁ HğĎƛƷñƛǖ΁ͣ͒̕΁ »łğ΁ şŵĐśėŵǐŪ΁ ĹŵƛĐğė΁
organizations and essentially every working human (without a critical 
societal role) to quickly change and adapt to the new normal of working 
ĹƛŵŨ΁łŵŨğ΁͢uñǏƛĎŘğƛĺ΁π΁sňŪĎñğǏñ͓΁̒̐̒̐ñͣ͒΁�ĐĐŵƛėňŪĺ΁Ưŵ΁ĐłňğĹ΁ĐŵŪƣƷş-
ƯñŪƯ΁ňŪ΁'ñŪƣś΁0ƛłǏğƛǏ͓΁»ňŪñ΁�ƷĐł΁�şƣƣŵŪ΁͓̒̐̒̐͢΁eƷşǖ΁̓̐ͣ΁ñƯ΁şğñƣƯ΁̔̐λ΁
of employers inside the danish borders were working from their own 
homes, during the lockdown, which led to work and interactions being 
conducted almost solely online. Changing the site of the work practice 
to such a degree, must evidently cause disruptions with the way prac-
ƯňƯňŵŪğƛƣ΁ƘğƛĹŵƛŨ΁Ưłğňƛ΁ƘƛñĐƯňĐğ͒΁HƛŵŨ΁ŵŪğ΁ėñǖ΁Ưŵ΁ñŪŵƯłğƛ΁Ưłğ΁ĐŵŨƘƷƯğƛ΁
(as well as access to the internet) attaches to all work-related practices 
even more than before (Shove et al., 2012) and becomes an indispens-
able material element.

»łğ΁ȌŪñş΁ğĹĹğĐƯƣ΁ŵĹ΁Ưłğ΁ƘñŪėğŨňĐ΁ñƛğ΁ǖğƯ΁Ưŵ΁Ďğ΁ƣğğŪ͓΁ĎƷƯ΁ǏñƛňŵƷƣ΁ƘğŵƘşğ΁
have already experienced the opportunities as well as the consequen-
Đğƣ΁Ưŵ΁ǐłñƯ΁Ưłğ΁ėñŪňƣł΁Ũğėňñ΁łñǏğ΁ĎğğŪ΁ĐñşşňŪĺ΁ ʹñ΁ĺƛğñƯ΁ğǕƘğƛňŨğŪƯ͵΁
(e.g., Bernsen, 2020, March 25; Pedersen, 2020, November 6; Vilien, 
Ū͒ė͕͒΁ñŪė΁sƑƛĐś͓΁̒ ͓̐̒̐΁'ğĐğŨĎğƛ΁̒ ̗ͣ͒΁uñǏƛĎŘğƛĺ΁ñŪė΁sňŪĎñğǏñ΁͢ ̒̐̒̐ñͣ΁
describe how organizations have been equipped differently to the shift 
into a virtual worksite, depending on how digitized they already were 
ĎğĹŵƛğ΁Ưłğ΁ƘñŪėğŨňĐ͒΁�Ǐğƛñşş͓΁Ưłƛğğ΁ĐñƯğĺŵƛňğƣ΁ĐñŪ΁Ďğ΁ňėğŪƯňȌğė͕΁̑ͣ΁ŵƛ-
ganizations who already worked with a high degree of digitization on 
a day-to-day basis, 2) organizations who needed one last push to take 
digital tools into seriously use and 3) organizations for whom digitali-
ǡñƯňŵŪ΁łñė΁Ďñėşǖ΁ĎğĺƷŪ͓΁Ƙƛňŵƛ΁Ưŵ΁Ưłğ΁ƘñŪėğŨňĐ΁͢uñǏƛĎŘğƛĺ΁π΁sňŪĎñğǏñ͓΁
̒̐̒̐ñ͓΁Ƙ̙͒ͣ͒΁HƷƛƯłğƛŨŵƛğ͓΁Hğƛƛğňƛñ΁ğƯ͒΁ñş͓͒΁ ͓̒̐̒̐͢΁�ĐƯŵĎğƛͣ΁ƣƯñƯğƣ΁łŵǐ΁
ǏňƛƯƷñş΁ǐŵƛś΁Ͳ͒͒͒ňƣ΁ğƣƘğĐňñşşǖ΁ñƘƘƛŵƘƛňñƯğ΁Ĺŵƛ΁śŪŵǐşğėĺğͨňŪƯğŪƣňǏğ͓΁ǐłň-
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te-collar employees with considerable experience who work alone or 
ǐłŵƣğ΁ŵƷƯƘƷƯ΁ĐñŪ΁Ďğ΁ŨğñƣƷƛğėͳ΁͢Ƙ͒΁̒̑ͣ͒΁»łğǖ΁ƣƯñƯğ΁łŵǐ΁̘̐λ΁ŵĹ΁ǐłň-
te-collar workers have been working remotely at some point during the 
pandemic. 
uñǏƛĎŘğƛĺ΁ ñŪė΁sňŪĎñğǏñ΁ ̒̐̒̐͢Ďͣ΁ ėğƣĐƛňĎğ΁ łŵǐ΁ Ưłğ΁ �ÙU'̙ͨ̑΁ ƘñŪ-
ėğŨňĐ΁łñƣ΁łñė΁ñŪ΁ňŪȍƷğŪĐğ΁ŵŪ΁ƘƛŵėƷĐƯňǏňƯǖ΁ñŪė΁ŵƛĺñŪňǡñƯňŵŪ΁ŵĹ΁ǐŵƛś͒΁
Participants meet on time, are better prepared and not as easily inter-
rupted (see appendix X Effectivity and Productivityͣ͒΁HƷƛƯłğƛŨŵƛğ͓΁Ưłğ΁
şŵĐśėŵǐŪ΁şğė΁Ưŵ΁ñ΁Đşŵƣğƛ΁ĐŵşşñĎŵƛñƯňŵŪ΁ĎğƯǐğğŪ΁şğñėğƛƣ΁͢uñǏƛĎŘğƛĺ΁ñŪė΁
Minbaeva, 2020b). HňĺƷƛğ΁ß illustrates how the organizational energy 
łñƣ΁ňŪĐƛğñƣğė΁ñŪė΁ėğĐƛğñƣğė΁ėƷƛňŪĺ΁Ưłğ΁ȌƛƣƯ΁Ƙğƛňŵė΁ŵĹ΁Ưłğ΁şŵĐśėŵǐŪ͒΁�Ư΁
ȌƛƣƯ΁Ưłğ΁ğŪğƛĺǖ΁ňŪĐƛğñƣğƣ΁ĎğĐñƷƣğ΁ƘğŵƘşğ΁ñƛğ΁Ȍşşğė΁ǐňƯł΁ğƷƘłŵƛňñ΁ñĎŵƷƯ΁
the situation and a spirit of togetherness is dominating the attitude. 
�ĹƯğƛ΁ƯňŨğ΁Ưłğ΁ĐƷƛǏğ΁Ďƛğñśƣ΁ñŪė΁ƘğŵƘşğ΁ğǕƘğƛňğŪĐğ΁ͲƯłğ΁ ŵƛŵŪñͨǐñşşͳ͓΁
ǐłğƛğ΁Ưłğ΁ƣňƯƷñƯňŵŪ΁ňƣ΁ėƛñǐŪ΁ŵƷƯ΁ñŪė΁Ưłğ΁ğƷƘłŵƛňñ΁ňƣ΁ĺŵŪğ΁͢uñǏƛĎŘğƛĺ΁π΁
Minbaeva, 2020a). The curve has the possibility of continuing in three 
different directions according to how each company manages to take 
ñėǏñŪƯñĺğ΁ŵĹ΁Ưłğ΁ƣňƯƷñƯňŵŪ΁ñƣ΁ƣłŵǐŪ΁ŵŪ΁Ưłğ΁ȌĺƷƛğ͒

»łğ΁ƘñŪėğŨňĐ΁ĹŵƛĐğė΁ƘğŵƘşğ΁ňŪƯŵ΁ñ΁ƣňƯƷñƯňŵŪ΁Ưłğǖ΁łñė΁Ūŵ΁ňŪȍƷğŪĐğ΁ŵŪ΁
and many were involuntarily isolated from any social contact apart from 
ŵŪşňŪğ΁ĐŵŨŨƷŪňĐñƯňŵŪ͕΁ͲÚğ΁łñǏğ΁łñė΁Ưŵ΁ñĐĐğƘƯ΁Ưłğ΁ƣňşğŪĐğ͓΁ĎƛŵśğŪ΁ŵŪşǖ΁
Ďǖ΁ǏŵňĐğƣ΁ňŪ΁Ưłğ΁ǏňƛƯƷñş΁ǐŵƛşė͖ͳ΁͢Iñŵ΁π΁®ñň͓΁͓̒̐̒̐΁Ƙ̗̙͓͒ͣ̕΁ǐłňĐł΁şğė΁Ưŵ΁
ñşŨŵƣƯ΁ñ΁̐̕λ΁ ňŪĐƛğñƣğ΁ ňŪ΁ şŵŪğşňŪğƣƣ΁ ͢PñĺğŨñŪŪ͓΁͓̒̐̒̑΁ eñŪƷñƛǖ΁̘̒ͣ͒΁
»łğ΁ƘƣǖĐłŵşŵĺňƣƯƣ΁PñƛğŪ΁ñŪė΁�ñŪĺ΁͓̒̐̒̐͢΁�ĐƯŵĎğƛ΁̒̓ͣ΁ėğƣĐƛňĎğ΁łŵǐ΁
people are in need of physical touch and presence and if not obtained 
loneliness can occur, due to the lack of oxytocin. The relation between 
isolation and loneliness is one of the largest obstacles for virtual wor-
kers (Bartel et al., 2012). It is especially the notion of silence that af-
ĹğĐƯƣ΁ Ưłğ΁ ĹğğşňŪĺ΁ŵĹ΁ şŵŪğşňŪğƣƣ΁ ñƣ΁Iñŵ΁ñŪė΁®ñň΁ ̒̐̒̐ͣ͢΁ƘƷƯƣ΁ ňƯ͔΁ ͲÚłñƯ΁
comes out is the notion of drowning into the silence, being silenced 
by my reliance on expected engagement like face-to-face interactions, 
and being silenced by the aggravated loneliness under remote work” 
͢Iñŵ΁π΁®ñň͓΁͓̒̐̒̐΁Ƙ͒΁̗̔ͣ͒̕΁
Other health-related issues of this sudden change to a completely vir-
tual site, is the connection to physical inactivity and the cause of zoom 
fatigueness (ñƘƘğŪėňǕ΁ß΁PğñşƯłͣ͒΁�ĐĐŵƛėňŪĺ΁ Ưŵ΁¦ňĐĐň͓΁ H͓͒΁ ğƯ΁ ñş͒΁ ̒̐̒̐ͣ͢΁
»łğ΁ Úŵƛşė΁ PğñşƯł΁ �ƛĺñŪňǡñƯňŵŪ΁ ĐşñƣƣňȌğė΁ ƘłǖƣňĐñş΁ ňŪñĐƯňǏňƯǖ΁ ñƣ΁ Ưłğ΁
ĹŵƷƛƯł΁ şğñėňŪĺ΁ ƛňƣś΁ ĹñĐƯŵƛ΁ñĐĐŵƷŪƯňŪĺ΁ Ĺŵƛ΁̖λ΁ŵĹ΁ĺşŵĎñş΁ŨŵƛƯñşňƯǖ͒΁�Ūė΁
this great increase in computer-related activities caused by the pan-
ėğŨňĐ΁şŵĐśėŵǐŪ΁Ͳ͒͒͒ƛğƣƷşƯğė΁ňŪ΁Ũŵƛğ΁ƣňƯƯňŪĺ΁ƯňŨğ΁ňŪƣňėğ΁Ưłğ΁łŵƷƣğ΁ñŪė΁ñ΁
lack of physical activity, leading to physical inactivity” (Selamet, 2020, 
p. 2). Not only does this kind of inactivity affect your physical health, 
it can also affect your cognitive skills when communicating (Thorsen, 
2021, March 5). The drastic increase in video meetings resulted in the 
software Zoom becoming the leading software for video conferencing 
(Bailenson, 2021). Bailenson (2021) explains how the cognitive load 
on people during continuous video meetings can have psychological 
consequences, which he calls zoom fatigueness. During video confe-
rences our brain works harder than during physical meetings, because 
face-to-face interaction and nonverbal communications are much more 
demanding (Thorsen, 2021, March 5). It is natural to get tired of looking 
at yourself and especially at such a close range as it is when using soft-
ware like Zoom. Moreover, due to basic human instinct our brains are 

Figure X: Curve, illustrating the possibilities for 

organizational energy (Navrbjerg & Minbaeva, 2020a).
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not equipped to be within this short range of other peoples faces and 
ňƯ΁ǐňşş΁ƯłğƛğĹŵƛğ΁ňŪƯğƛƘƛğƯ΁ňƯ΁ñƣ΁ĎğňŪĺ΁ğňƯłğƛ΁Ưłğ΁ƷƘƛňƣňŪĺ΁ŵĹ΁ñ΁ȌĺłƯ΁ŵƛ΁ƛŵ-
mance (Thorsen, 2021, March 5). But because the rational and logical 
part of our brains knows that this is not the case, the cognitive load is 
huge (Bailenson, 2021). Nonetheless, the solution is not necessarily to 
ƯƷƛŪ΁Ưłğ΁ĐñŨğƛñ΁ŵĹĹ΁ĎğĐñƷƣğ΁Ͳ͒͒͒Ưłŵƣğ΁ǐłŵ΁ñƯƯğŪė΁ĐŵŪĹğƛğŪĐğ΁Đñşşƣ΁Ĺƛğ-
quently realize that audio-only conversations suffer as groups become 
larger. Inferring the attention of others is nearly impossible once there 
ñƛğ΁Ũŵƛğ΁ƯłñŪ΁ñ΁łñŪėĹƷş΁ŵĹ΁ƘğŵƘşğ΁ŵŪ΁ñ΁ĐŵŪĹğƛğŪĐğ΁Đñşş͖ͳ΁͢�ñňşğŪƣŵŪ͓΁
͓̒̐̒̑΁Ƙ͒΁̘ͣ͒

Working solely online thus meant that individuals were unable to at-
tend to their physical and emotional side, as stated essential by Marsh 
(2010, May). And as stated in the previous section (3.3 Society of Today) 
remote work has the ability to increase the permeability of boundaries. 
Iñŵ΁ñŪė΁®ñň΁̒̐̒̐ͣ͢΁ğǕƘşñňŪ΁łŵǐ΁Ưłğǖ΁ñşƣŵ΁łñǏğ΁ğǕƘğƛňğŪĐğė΁Ưłğ΁Ͳ͖ĐŵŪ-
sequence of the blurring of boundaries between work and home” (p. 
757) during the lockdown. In other words, the soft line between work 
time and leisure time, in correlation to a large amount of computer usa-
ĺğ͓΁Ũñėğ΁ŨñňŪƯñňŪňŪĺ΁ƘłǖƣňĐñş΁ñŪė΁ŨğŪƯñş΁łğñşƯł΁ėňĹȌĐƷşƯ΁ñŪė΁ƯłğƛğĎǖ΁
restricted the possibility to preserve or achieve a work-life balance.

Other effects of the sudden change in the site are more environmen-
tally related. As we moved into our homes the need for transportati-
ŵŪ΁ėğĐƛğñƣğė΁Ͳ͒͒ƛğƚƷňƛňŪĺ΁şğƣƣ΁ƣƯƛƷĐƯƷƛğė΁ŨŵƛŪňŪĺ΁ƛŵƷƯňŪğƣ΁ñŪė΁ƯłğƛğĎǖ΁
creating both a delayed morning load and reducing morning peaks” 
(Chen, et al. 2020, p. 2). If compared to each other the average of traf-
ȌĐ΁ ňŪ΁ ̒̐̒̐΁ǐğƛğ΁ łňĺłğƛ΁ ƯłñŪ΁ Ưłğ΁ ñǏğƛñĺğ΁ ŵĹ΁ ƯƛñĹȌĐ΁ ñƯ΁ Ưłğ΁ ĎğĺňŪŪňŪĺ΁
of the year 2021 (see appendix X: Transportation). Especially intere-
ƣƯňŪĺ΁ ňƣ΁ Ưłğ΁ėğĐşňŪğ΁ ňŪ΁ Đñƛƣ΁Ďǖ΁̓̐λ͒΁�ƣ΁ ƯƛñŪƣƘŵƛƯñƯňŵŪ΁ ňƣ΁ ƛğƣƘŵŪƣňĎşğ΁
Ĺŵƛ΁ ñƛŵƷŪė΁ ̔̕λ΁ŵĹ΁ 0ƷƛŵƘğ͵ƣ΁ ğŨňƣƣňŵŪƣ΁ ŵĹ΁ ŪňƯƛŵĺğŪ΁ ŵǕňėğƣ΁ ͢0ƷƛŵƘğñŪ΁
Environment Agency, 2020) it is valuable to recognize how a shift to 
working remotely has the potential of decreasing this number. Even 
ƯłŵƷĺł΁ƯƛñŪƣƘŵƛƯñƯňŵŪ΁ƯňŨğ΁ŵĹƯğŪ΁ňƣ΁ƣğğŪ΁ñƣ΁ñ΁ǐñƣƯğ΁ŵĹ΁ƯňŨğ͓΁̖̙λ΁͢ŵĹ΁
͓̑̐̑̔΁ñƣśğėͣ΁ƣƯňşş΁ƣñňė΁Ưłğǖ΁Ũňƣƣğė΁ƣŵŨğ΁ñƣƘğĐƯƣ΁ŵĹ΁ĐŵŨŨƷƯňŪĺ΁͢¦ƷĎňŪ΁

et al., 2020). Especially people with biking as their preferred vehicle, to 
and from their physical worksite felt the biggest deprivation, whereas 
ƘğŵƘşğ΁ǐłŵ΁ƘƛğĹğƛƛğė΁Đñƛƣ΁ĹğşƯ΁Ưłğ΁şğñƣƯ΁͢¦ƷĎňŪ΁ğƯ΁ñş͓͒΁̒̐̒̐ͣ͒΁»łňƣ΁ĐŵƷşė΁
be related to the fact that riding the bike is considered a contribution 
Ưŵ΁ƘłǖƣňĐñş΁ñĐƯňǏňƯǖ΁ñŪė΁ƯłğƛğĎǖ΁ŵǏğƛñşş΁łğñşƯł͒΁¦ƷĎňŪ΁ğƯ΁ñş͒΁̒̐̒̐ͣ͢΁ñşƣŵ΁
state how commuting time is important as they saw how a correlation 
between the increase in commuting time corresponded with a decrease 
in deprivation. 
Because the pandemic affected the amount of time spent at the phy-
ƣňĐñş΁ǐŵƛśƣňƯğ͓΁ ñ΁ ƣňĺŪňȌĐñŪƯ΁ ĐłñŪĺğ΁ ňŪ΁ łŵƷƣğłŵşė΁ ğŪğƛĺǖ΁ ĐŵŪƣƷŨƘƯň-
ŵŪ΁ǐñƣ΁ƣğğŪ΁ėƷƛňŪĺ΁Ưłğ΁Ƙğƛňŵė΁ŵĹ΁̙̒̐̑΁Ưŵ΁̒̐̒̐΁͢uňğşƣğŪ΁π΁eñĐŵĎƣğŪ͓΁
2020). The use of electricity especially increased during the daytime 
throughout the week, where people usually would have been at their 
physical worksite (see appendix X Workplace and employee expen-
ses). On the other hand, not much changed during the weekend. This 
could potentially lead to, not only an increase in consumer bills (Chen 
et al,. 2020) but an increase in overall energy consumption, because 
ŵĹ΁ĎŵƯł΁ ƛğƣňėğŪƯňñş΁łŵŨğ΁ñŪė΁ĐŵŨŨğƛĐňñş΁ŵĹȌĐğ΁ĎƷňşėňŪĺƣ΁ĎğňŪĺ΁Ʒƣğė΁
ėƷƛňŪĺ΁ǐŵƛś΁łŵƷƛƣ΁ ͢IňşşňŪĺłñŨ΁ğƯ΁ñş͓͒΁̒̐̒̐ͣ͒΁'ğƘğŪėňŪĺ΁ŵŪ΁ Ưłğ΁ǐŵƛś΁
practice being conducted at both sites simultaneously.

'ğƣƘňƯğ΁ Ưłğ΁ ĐŵŪƣğƚƷğŪĐğƣ΁ ƘƛğƣğŪƯğė͓΁ HğşƣƯğñė΁ ñŪė΁PğŪƣğśğ΁ ̗̒̐̑ͣ͢΁
ƣƷĺĺğƣƯ΁ƯłñƯ΁ƣłňĹƯňŪĺ΁Ưŵ΁Ưłğ΁ǏňƛƯƷñş΁ƣňƯğ΁Ͳ͒͒͒ňƣ͓΁ŵŪ΁Ưłğ΁ǐłŵşğ͓΁ñėǏñŪƯñĺğ-
ŵƷƣ΁Ưŵ΁ğŨƘşŵǖğƛƣ΁ñŪė΁ğŨƘşŵǖğğƣ͒΁ͦ͒͒͒ͧ΁ǐłňşğ΁ǐğ΁Ũñǖ΁ŪŵƯ΁Ďğ΁ǐňƯŪğƣƣňŪĺ΁
a full-bodied revolution, the detachment of work from place is undeni-
ably an important aspect of the changing nature of work in the twen-
ƯǖͨȌƛƣƯ΁ĐğŪƯƷƛǖͳ΁͢Ƙ͒΁̘̒̐ͣ͒΁»łğ΁ �ÙU'̙ͨ̑΁ƘñŪėğŨňĐ΁şŵĐśėŵǐŪ΁ƣłŵǐğė΁
how a radical but temporary shift in the standardized work model was 
possible. It did not only force people to work differently, it also forced 
ğŨƘşŵǖğƛƣ΁Ưŵ΁ƣğğ΁ƯłñƯ΁ƛñėňĐñş΁ĐłñŪĺğ΁ňƣŪ͵Ư΁Ưŵ΁Ďğ΁Ĺğñƛğė΁ñƣ΁ŨƷĐł΁ñƣ΁Ƙƛŵ-
perly expected. Could the COVID-19 pandemic be the push needed for 
the transition towards individualized work models? Is it time to learn 
from the past and present experiences and design the next revolution 
of work? As the foundation for this thesis, we wish to explore the pan-
demic as a window-of-opportunity for investigating the disruption with 
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the collective work model. As a great experiment the pandemic has the 
possibility of showing us the opposite of business-as-usual and we are 
therefore able to extract new information based on the new experience 
of remote work. We believe that the pandemic can give us a great view 
of different perspectives on how practices around work are and could 
be performed in the future.
 

3.4 Sub-conclusion 
We have through chapter 3 explored the historical trace of the work 
ƘƛñĐƯňĐğ͒΁Úğ΁łñǏğ΁ğǕƘşñňŪğė΁łŵǐ΁Ưłğ΁ƘƛñĐƯňĐğ΁ǐñƣ΁ȌƛƣƯ΁ƣƯñĎňşňǡğė΁Ưł-
rough synchronization where the meaning of survival circulatated bet-
ween practitioners (Shove et al., 2012). In line with the developments 
characterizing the historical period of the industrial society and thereby 
Ưłğ΁ȌƛƣƯ΁ñŪė΁ƣğĐŵŪė΁ƛğǏŵşƷƯňŵŪ͓΁Ưłğ΁ŨğñŪňŪĺ΁ŵĹ΁Ưłğ΁ǐŵƛś΁ƘƛñĐƯňĐğ΁ĐłñŪ-
ĺğė͒΁UƯ΁ǐñƣ΁Ūŵ΁şŵŪĺğƛ΁ʹƣƷƛǏňǏñş͵͓ ΁ĎƷƯ΁ʹƣƷƛƘşƷƣ͵΁ǐłňĐł΁ĐŵŪƣƯňƯƷƯğė΁Ưłğ΁ğşğ-
ment of meaning for the work practice. 

We have explained how different dominant designs, in the form of 
technological improvements such as the invention of the computer, 
Ĺŵşşŵǐğė΁Ďǖ΁Ưłğ΁ňŪƯğƛŪğƯ͓΁łñė΁ñ΁ĺƛğñƯ΁ňŨƘñĐƯ΁ŵŪ΁Ưłğ΁ƯƛñŘğĐƯŵƛňğƣ΁ŵĹ΁Ưłğ΁
work practice. This provided insight to how the third and fourth indu-
ƣƯƛňñş΁ƛğǏŵşƷƯňŵŪ΁ñĹĹğĐƯğė΁ƘƛñĐƯňƯňŵŪğƛƣ͵΁ğşğŨğŪƯƣ΁ňŪ΁ƣƷĐł΁ñ΁ǐñǖ΁ƯłñƯ΁Ưłğ΁
ȌƛƣƯ΁ ƣňĺŪƣ΁ ŵĹ΁ ėňƣƛƷƘƯňŪĺ΁ Ưłğ΁ ƣƯñĎňşňǡğė΁ǐŵƛś΁ ƘƛñĐƯňĐğ΁ ĎğĐñŨğ΁ ǏňƣňĎşğ͒΁
Úğ΁łñǏğ΁ƯłğƛğĎǖ΁ƣłŵǐŪ΁łŵǐ΁Ͳ0şğŨğŪƯƣ΁ŵĹ΁ƘƛñĐƯňĐğ΁ĐłñŪĺğ΁ŵǏğƛ΁ƯňŨğͳ΁
(Shove et al., 2012, p. 33) and thereby how the work practice went 
ĹƛŵŨ΁ĎğňŪĺ΁Ͳ͒͒͒ʹ ĎşñĐśͨĎŵǕğė͵΁ Ưŵ΁Ưłğ΁ğǕƯğŪƯ΁ƯłñƯ΁ ňƯ΁ĐŵŪƣƯňƯƷƯͦğėͧ΁ñ΁ƣňŪĺşğ΁
ƘƛñĐƯňĐğͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁̘̓ͣ΁Ưŵ΁ĎğĐŵŨňŪĺ΁Ũŵƛğ΁ñŪė΁Ũŵƛğ΁ ňŪėňǏň-
dualized through the course of time. We then proceeded to investigate 
whether the now individualized work practice can function in the col-
şğĐƯňǏğ΁ǐŵƛś΁Ũŵėğş͒΁PŵǐğǏğƛ͓΁ǐğ΁ėňƣĐŵǏğƛğė΁łŵǐ΁Ưłğ΁ĐŵşşğĐƯňǏğ΁ǐŵƛś΁
model was intended to suit the work practice as an entity and therefore 
does not consider individual needs, preferences and practices. By tra-
cing the work practice through time we can thereby conclude that there 
ňƣ΁ñ΁Ūğğė΁Ĺŵƛ΁Ưłğ΁ĐƛğñƯňŵŪ΁ŵĹ΁ñ΁ĹƛñŨğǐŵƛś΁Ĺŵƛ΁ȍğǕňĎşğ΁ǐŵƛś΁Ũŵėğşƣ͓΁ƣňŪĐğ΁

ňƯ΁ƣğğŨƣ΁ƯłñƯ΁Ưłğ΁ƯƛñėňƯňŵŪñş΁ƘğƛĐğƘƯňŵŪ΁ŵĹ΁ƘğƛĹŵƛŨňŪĺ΁ǐŵƛś΁ėŵğƣ΁ŪŵƯ΁ȌƯ΁
with practitioners current work practices. 

We then went on to unfold different perspectives, learnings and conse-
quences caused by the global pandemic of COVID-19. With the intent 
to open up the possibility of this sudden and radical shift in work sites, 
ĎğňŪĺ΁ñŪ΁ŵƘƘŵƛƯƷŪňƯǖ΁Ĺŵƛ΁ƯƛñŪƣňƯňŵŪñş΁ĐłñŪĺğ͒΁HƷƛƯłğƛ΁ŵŪ΁ ňŪ΁Ưłğ΁ƛğƘŵƛƯ΁
we will explore if the pandemic has created a window-of-opportunity 
for constituting individualized work models. 

During the investigation of the work practice through time, we have 
discovered aspects that must be considered when designing a fra-
Ũğǐŵƛś΁Ĺŵƛ΁ ňŪėňǏňėƷñşňǡğė΁ñŪė΁ȍğǕňĎşğ΁ǐŵƛś΁Ũŵėğşƣ͒΁»łğƣğ΁ñƛğ΁ƣƷŨ-
marized into the followed design criteria where... 
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In the following section, we will shortly describe the reasoning for our choice of collaborators, as well as present the background for the em-
ƘňƛňĐñş΁ŨñƯğƛňñş΁ƯłñƯ΁ǐñƣ΁Ʒƣğė΁ňŪ΁ŵƛėğƛ΁Ưŵ΁ĐŵŪėƷĐƯ΁Ưłğ΁ĹŵşşŵǐňŪĺ΁ñŪñşǖƣňƣ͒΁HƷƛƯłğƛŨŵƛğ͓΁ǐğ΁ǐňşş΁ėğƣĐƛňĎğ΁łŵǐ΁Ưłƛğğ΁ŵƛĺñŪňǡñƯňŵŪƣ͓΁ƛğƘƛğƣğŪƯňŪĺ΁
our target group of white-collar workers, are dealing with offering remote work. We will furthermore elaborate on their concerns in relation 
to the changing sites of work.

Subsequently, we will explore practices of employees working within the three organizations. Their practices have been investigated through 
online workshops, which serves the foundation of the analysis. Through analysing data gathered from different exercises in the online works-
hops, we will start by exploring practices as observable behavior, afterwards moving into understanding the complexity of practices-as-entiti-
ğƣ͓΁ǐłňĐł΁şğñėƣ΁Ʒƣ΁Ưŵ΁Ưłğ΁ňėğŪƯňȌĐñƯňŵŪ΁ŵĹ΁ĎƛğñśėŵǐŪƣ΁ƛğĺñƛėňŪĺ΁ƘłǖƣňĐñş΁ñŪė΁ƛğŨŵƯğ΁ǐŵƛś΁ƣňƯğƣ͒΁»łƷƣ͓΁Ưłğ΁ĐłñƘƯğƛ΁ǐňşş΁ğŪė΁ĐŵŪĐşƷėňŪĺ΁ŵŪ΁Ưłğ΁
ȌŪėňŪĺƣ΁ñĐłňğǏğė΁ƯłƛŵƷĺłŵƷƯ΁Ưłňƣ΁ñŪñşǖƣňƣ΁ŵĹ΁ĎŵƯł΁ğŨƘşŵǖğƛƣ΁ñŪė΁ğŨƘşŵǖğğƣ͒
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4.1 Our Collaboration with Advising Engineering 
       Organizations

UŪ΁ĐłñƘƯğƛ΁̓΁»łğ΁PňƣƯŵƛňĐñş΁»ƛñĐğ΁ŵĹ΁Ưłğ΁Úŵƛś΁£ƛñĐƯňĐğ΁ǐğ΁ƛğĐŵĺŪňǡğė΁
that white-collar employees are typically not restricted by large tools 
ƯłñƯ΁ñƛğ΁ȌǕğė΁Ưŵ΁ñ΁ƣƘğĐňȌĐ΁şŵĐñƯňŵŪ΁ĎƷƯ΁Ʒƣğ΁Ưŵŵşƣ΁ƣƷĐł΁ñƣ΁şñƘƯŵƘƣ͓΁ǐłňĐł΁
are easier transported from one location to another (see Appendix XX: 
0ƣƯñĎşňƣłŨğŪƯ΁ŵĹ΁£ƛŵŘğĐƯ΁ ŵşşñĎŵƛñƯŵƛͣ͒΁Hğƛƛğňƛñ΁ğƯ͒΁ñş͓͒΁͓̒̐̒̐͢΁�ĐƯŵĎğƛͣ΁
ƣƯñƯğƣ΁łŵǐ΁ȍğǕňĎşğ΁ǐŵƛś΁Ͳ͒͒͒ňƣ΁ğƣƘğĐňñşşǖ΁ñƘƘƛŵƘƛňñƯğ΁Ĺŵƛ΁śŪŵǐşğėĺğͨňŪ-
tensive, white-collar employees with considerable experience who 
work alone or whose output can be measured” (p. 21) making them our 
ƯñƛĺğƯ΁ĺƛŵƷƘ͒΁UŪ΁Ưłğ΁ƘƛŵĐğƣƣ΁ŵĹ΁ȌŪėňŪĺ΁ƣƷňƯñĎşğ΁ĐŵşşñĎŵƛñƯŵƛƣ΁Ĺŵƛ΁Ưłğ΁Ƙƛŵ-
ŘğĐƯ͓΁ǐğ΁ǐñŪƯğė΁ƯłğŨ΁ŪŵƯ΁ŵŪşǖ΁Ưŵ΁Ďğ΁ǐłňƯğͨĐŵşşñƛ΁ǐŵƛśğƛƣ͓΁ĎƷƯ΁ñşƣŵ΁ĹƛŵŨ΁
places of work that could potentially become our own. In this process, 
ǐğ΁ƛğƣğñƛĐłğė΁Ưłğ΁ƘŵƯğŪƯňñş΁Ĺŵƛ΁ňŪȍƷğŪĐňŪĺ΁ŵƛĺñŪňǡñƯňŵŪƣ΁ňŪ΁ñ΁ǏñƛňğƯǖ΁ŵĹ΁
different businesses. Taking these points into consideration, we chose 
to contact a variety of advising engineering organizations with headqu-
arters located in Denmark. This led to the establishment of contact with 
three advising engineering organizations. These are all large-scale ad-
ǏňƣňŪĺ΁ğŪĺňŪğğƛňŪĺ΁ŵƛĺñŪňǡñƯňŵŪƣ΁͢'ğȌŪňƯňŵŪ΁ĹƛŵŨ΁'®»΁̖̒̐̑ͣͣ͒͢

4.2 The Organizations Relations to Remote Work
 
Through a meeting and an online intervention with two employers 
ĹƛŵŨ΁ŵƛĺñŪňǡñƯňŵŪ΁u͓΁ǐłŵŨ΁ǐğ΁ňŪ΁Ưłňƣ΁Ưłğƣňƣ΁ƛğĹğƛ΁Ưŵ΁ñƣ΁uȋ΁ñŪė΁ui͓̒΁
we discovered how this organization currently do not have a policy re-
şñƯğė΁Ưŵ΁ǐŵƛśňŪĺ΁ĹƛŵŨ΁łŵŨğ΁ñƣ΁uȋ΁ƣƯñƯğė͔΁Ͳ͒͒͒ǐğ΁ėŵ΁ŪŵƯ΁łñǏğ΁ŵŪğ΁Ưŵėñǖ΁
at all, or yes, one can say the one we have is that we do not really offer 
łŵŨğ΁ ŘŵĎƣ͒΁ UƯ΁ ňƣ΁ŪŵƯ΁ƣƷĐł΁ñ΁ƘñƛƯ΁ŵĹ΁ŵƷƛ΁ǐñǖ΁ŵĹ΁ǐŵƛśňŪĺ͒͒͒ͳ΁ ͢uȋ͓΁ğƣƯñ-
ĎşňƣłňŪĺ΁ĐŵşşñĎŵƛñƯňŵŪ͓΁HğĎƛƷñƛǖ΁͓̒΁̒̐̒̑ͣ͒΁®łğ΁ėňė΁ğǕƘƛğƣƣ΁Ưłğ΁Ūğğė΁Ĺŵƛ΁
ĐƛğñƯňŪĺ΁ƣƷĐł΁ñ΁ƘŵşňĐǖ΁ñŪė΁łŵǐ΁ňƯ΁ňƣ΁ƛŵŵƯğė΁ňŪ΁Ưłğ΁ŵƛĺñŪňǡñƯňŵŪ΁Ͳ͒͒͒łñǏňŪĺ΁
ñŪ΁ŵĎşňĺñƯňŵŪ΁ňŪ΁ƛğşñƯňŵŪ΁Ưŵ΁Ưłğ΁ǐŵƛś΁ğŪǏňƛŵŪŨğŪƯ΁ͦşğĺňƣşñƯňŵŪͧ΁ñŪė΁Ưłğ΁
şñĎŵƛ΁ňŪƣƘğĐƯŵƛñƯğͳ΁͢uȋ͓΁ğƣƯñĎşňƣłňŪĺ΁ĐŵşşñĎŵƛñƯňŵŪ͓΁HğĎƛƷñƛǖ΁͓̒΁̒̐̒̑ͣ͒΁
HƷƛƯłğƛŨŵƛğ͓΁Ưłğ΁şñĐś΁ŵĹ΁ñ΁ƘŵşňĐǖ΁ƛğƣƷşƯƣ΁ňŪ΁ŵƛĺñŪňǡñƯňŵŪ΁u΁łñǏňŪĺ΁şğƣƣ΁

control over who has an assignment, what the assignment is about, and 
ǐłňĐł΁Ưŵŵşƣ΁Ưłğ΁ŵƛĺñŪňǡñƯňŵŪƣ΁ƣłŵƷşė΁ėğşňǏğƛ΁͢ui͓̒΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁
sñǖ΁͓̕΁̒̐̒̑ͣ͒΁»łğ΁şñĐś΁ŵĹ΁ƘŵşňĐǖ΁łñƣ΁ƛğƣƷşƯğė΁ňŪ΁ƯłğŨ΁łñǏňŪĺ΁ėňĹȌĐƷşƯňğƣ΁
in making demands of the employees because they do not have a for-
Ũñş΁ñĺƛğğŨğŪƯ΁ǐňƯł΁ƯłğŨ΁͢uȋ͓΁ğƣƯñĎşňƣłňŪĺ΁ĐŵşşñĎŵƛñƯňŵŪ͓΁HğĎƛƷñƛǖ΁͓̒΁
2021). Although this policy is not a part of their work methods, it does 
not mean that they do not wish to offer employees the opportunity of 
performing work from home or elsewhere. It seems that their need for 
including a policy for remote work stems from a need to have more con-
trol of what the employees actually are doing when working remotely, 
and thereby not in order to accommodate the needs of the employees. 
A more strict approach was presented by organization N as they 
expressed a need for including demands for the employees in such po-
şňĐǖ͒΁ui̒΁ğǕƘƛğƣƣğė΁ñ΁Ūğğė΁Ĺŵƛ΁ŨñśňŪĺ΁ėğŨñŪėƣ΁Ĺŵƛ΁Ưłğ΁ƯňŨğ΁ƣĐłğėƷşğƣ΁
Ưłğ΁ğŨƘşŵǖğğƣ΁ƣłŵƷşė΁Ĺŵşşŵǐ͒΁UŪ΁łğƛ΁ƘğƛĐğƘƯňŵŪ΁Ͳ̘̖͒͒͒ͨ̑΁ƯłñƯ΁ ňƣ΁ǐłğƛğ΁
ǐğ΁ǐŵƛś͒΁ UƯ͵ƣ΁ ňŪ΁ Ưłğňƛ΁ ĐŵŪƯƛñĐƯ͒΁ �Ūė΁ ƯłñƯ͵ƣ΁ǐłğƛğ΁ Ưłğǖ͵ƛğ΁ ñǏñňşñĎşğ΁ Ưŵ΁
ĐƷƣƯŵŨğƛƣ͵͵΁͢ui͓̒΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁͓̕΁̒̐̒̑ͣ͒΁
Organization I, had another approach in regards to their work model. 
�ƣ΁Uȋ΁ğǕƘƛğƣƣğė΁łŵǐ΁Ưłğǖ΁ƛğĐğŪƯşǖ΁łñǏğ΁łñė΁ñ΁ĹŵĐƷƣ΁ŵŪ΁ȍğǕňĎňşňƯǖ͔΁ͲňƯ΁
łñƣ΁Ũŵƛğ΁ĎğğŪ΁Ưłğ΁ňėğñ΁ŵĹ΁΁΁ȍğǕňĎňşňƯǖ͔΁ƣłŵƛƯ΁ǐŵƛśňŪĺ΁ėñǖƣ͓΁ŨñǖĎğ΁ǐğğś-
ğŪėƣ͓΁ŨñǖĎğ΁ňŪ΁Ưłğ΁ğǏğŪňŪĺƣ͓΁ƣŵ΁ƣňŨƘşǖ΁ƣŵ΁ƯłñƯ΁ňƯ΁ƣƷňƯƣ΁ŵŪğ͵ƣ΁ėñňşǖ΁şňĹğͳ΁
͢Uȋ͓΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁͓̒̕΁̒̐̒̑ͣ͒΁PğŪĐğ͓΁Ưłğňƛ΁ėğȌŪňƯňŵŪ΁ŵĹ΁ȍğ-
ǕňĎňşňƯǖ΁ĹŵĐƷƣğƣ΁ŵŪ΁ȍğǕňĎşğ΁ǐŵƛśňŪĺ΁ƣĐłğėƷşğƣ͓΁ǐłğƛğ΁ňƯ΁ƣğğŨƣ΁ƯłñƯ΁Ưłğ΁
employees can work in time slots of their own choice. We are unsure 
ǐłğƯłğƛ΁Ưłňƣ΁ȍğǕňĎşğ΁ǐŵƛś΁Ũŵėğş΁ňƣ΁ñƘƘşňğė΁ñƣ΁ƣƷĐł͓΁ñƣ΁ñŪŵƯłğƛ΁ğŨƘşŵ-
ǖğƛ΁ğǕƘƛğƣƣğė΁ƯłñƯ΁Ưłğňƛ΁ǐŵƛś΁Ũŵėğş΁ňƣ΁ėğȌŪğė΁ƯłƛŵƷĺł΁ñ΁ĐŵŪǏğƛƣñƯňŵŪ΁
ĎğƯǐğğŪ΁Ưłğ΁ ňŪėňǏňėƷñş΁ğŨƘşŵǖğğ΁ñŪė΁Ưłğňƛ΁ ƛğƣƘğĐƯňǏğ΁ğŨƘşŵǖğƛ΁ ͢Ui͓̒΁
ğͨŨñňş΁ĐŵƛƛğƣƘŵŪėğŪĐğ͓΁sñǖ΁̗͓̒΁̒̐̒̑ͣ͒΁PğŪĐğ΁ňƯ΁ƣğğŨƣ΁ƯłñƯ΁Ưłňƣ΁Ũŵėğş΁
is not necessarily applied, as it depends on the demands of the emplo-
yer of the section in which the employee is a part.

uğňƯłğƛ΁ğŨƘşŵǖğƛ΁Uȋ͓΁Ui̒΁ŵƛ΁ui̒΁ğǕƘƛğƣƣğė΁łŵǐ΁Ưłğ΁ŪğĺŵƯňñƯňŵŪ΁ŵĹ΁Ưłğ΁
ğŨƘşŵǖğğƣ͵΁ǐŵƛś΁ƣĐłğėƷşğ΁Ưñśğƣ΁ƘşñĐğ΁ňŪ΁ƘƛñĐƯňĐğ͓΁ñŪė΁ňƯ΁łğŪĐğ΁ƣğğŨƣ΁
that both organizations are putting a lot of responsibility on the emplo-
ǖğğƣ΁ Ưŵ΁ȌĺƷƛğ΁ŵƷƯ΁łŵǐ΁ Ưŵ΁ŨğğƯ΁ Ưłğňƛ΁ ňŪėňǏňėƷñş΁Ūğğėƣ͓΁ǐňƯłŵƷƯ΁ ƯłğŨ΁
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having received any tools or guidance on how to do so. This shows 
that their way of currently handling their employees working remotely, 
lacks an understanding of the individualized work practice, as both or-
ĺñŪňǡñƯňŵŪƣ΁ėŵ΁ŪŵƯ΁ƘƛŵǏňėğ΁ñŪǖ΁ŨğñŪƣ΁Ưŵ΁ėğȌŪğ΁ǐłñƯ΁Ưłğ΁Ūğğėƣ΁ŵĹ΁Ưłğ΁
employees are.

Although these organizations seem to have different approaches to re-
ŨŵƯğ΁ǐŵƛś͓΁Ưłğǖ΁ñƛğ΁ñşş΁ƣƷĎŘğĐƯƣ΁Ưŵ΁Ưłğ΁'ñŪňƣł΁Úŵƛś΁0ŪǏňƛŵŪŨğŪƯ΁iğĺň-
slation. This legislation still applies when the work is carried out from 
łŵŨğ͒΁PŵǐğǏğƛ͓΁Ưłğ΁ƛƷşğƣ΁ñƛğ΁şňŨňƯğė΁ňŪ΁Ưłğ΁ñƛğñƣ΁ŵĹ͕΁ƘłǖƣňĐñş΁ĹñĐňşňƯňğƣ΁
ŵĹ΁Ưłğ΁ǐŵƛśƘşñĐğ΁͢ƣƷĐł΁ñƣ΁Ưłğ΁łŵŨğ΁ŵĹȌĐğ͓ͣ΁ǐŵƛś΁ňŪ΁ĹƛŵŪƯ΁ŵĹ΁ñ΁ĐŵŨƘƷ-
Ưğƛ͓΁Ưłğ΁ŵƛĺñŪňǡñƯňŵŪƣ͵΁ƣñĹğƯǖ΁ñŪė΁łğñşƯł͓΁ñŪė΁ƛğƣƯ΁Ƙğƛňŵėƣ͟΁ėñǖƣ΁ŵĹĹ΁͢Hŵƛ΁
ĹƷƛƯłğƛ΁ğşñĎŵƛñƯňŵŪ΁ƣğğ΁�ƘƘğŪėňǕ΁ßß͔΁Úŵƛś΁0ŪǏňƛŵŪŨğŪƯ΁iğĺňƣşñƯňŵŪͣ͒΁
This legislation applies to employees working from home from one day 
ñ΁ǐğğś΁Ưŵ΁ĹƷşş΁ƯňŨğ΁͢�ƛĎğŘėƣƯňşƣǖŪğƯ͓΁̒̐̑̔ͣ͒΁�΁ƛğŨŵƯğ΁ǐŵƛś΁ƘŵşňĐǖ΁ŨƷƣƯ΁
ƯłğƛğĹŵƛğ΁ŨğğƯ΁Ưłğ΁ƛğƚƷňƛğŨğŪƯƣ΁ŵĹ΁Ưłğ΁'ñŪňƣł΁Úŵƛś΁0ŪǏňƛŵŪŨğŪƯ΁iğ-
gislation.

Besides having thoughts on how the work should be performed remo-
tely, the three organizations expressed concerns about the actual shift 
ňŪ΁ƣňƯğƣ΁ĹƛŵŨ΁ǐŵƛśňŪĺ΁ʹñƯ΁Ưłğ΁ŵĹȌĐğ͵΁Ưŵ΁ǐŵƛśňŪĺ΁ʹñƯ΁łŵŨğ͵͒ ΁�ƛĺñŪňǡñƯňŵŪ΁
N struggles with how they can accommodate the material needs of 
Ưłğ΁ğŨƘşŵǖğğƣ΁ĎğĐñƷƣğ΁ Ưłğǖ΁ Ͳ͒͒͒ŵĹĹğƛ΁ Ưłğ΁ğŨƘşŵǖğğƣ΁ñ΁ şŵƯ΁ŵĹ΁ ĹñĐňşňƯňğƣ΁
ƯłñƯ΁ñƛğ΁ƘłǖƣňĐñşşǖ΁ƘƛğƣğŪƯ΁ñƯ΁Ưłğ΁şŵĐñƯňŵŪ΁ŵĹ΁Ưłğ΁ŵĹȌĐğ͒΁UƯ΁ĐñŪ΁Ďğ΁ñ΁ĺǖŨ͓΁
fruit, coffee, tea, dry cleaning service, massage, there are many services 
ǐłňĐł΁ñƛğ΁ŵŪşǖ΁ñǏñňşñĎşğ΁ǐłğŪ΁ǖŵƷ΁ğŪƯğƛ΁Ưłğ΁ŵĹȌĐğ͓΁ƯłñƯ΁ŨğñŪƣ΁ƯłñƯ΁ǖŵƷ΁
ǐňşş΁ŪŵƯ΁łñǏğ΁ñĐĐğƣƣ΁Ưŵ΁ƯłğŨ΁ǐłğŪ΁ǖŵƷ΁ƣňƯ΁ñƯ΁łŵŨğͳ΁͢ui͓̒΁ğƣƯñĎşňƣłňŪĺ΁
ĐŵşşñĎŵƛñƯňŵŪ͓΁HğĎƛƷñƛǖ΁͓̒΁̒̐̒̑ͣ͒΁»łğ΁ĐŵŪĐğƛŪ΁ŵĹ΁ğŨƘşŵǖğğƣ΁ŪŵƯ΁łñǏňŪĺ΁
access to all these services stems from it leading to the organization 
not being able to offer similar services in the future. This is because, if 
Ĺğǐğƛ΁ŵĹ΁Ưłğ΁ğŨƘşŵǖğğƣ΁ƣłŵǐ΁ƷƘ΁ñƯ΁Ưłğ΁ŵĹȌĐğ΁Ưłğǖ΁ǐňşş΁ŪŵƯ΁Ďğ΁ñĎşğ΁Ưŵ΁
ƘƛŵǏňėğ΁Ưłğ΁ƣğƛǏňĐğƣ΁ñŪǖŨŵƛğ΁ñƣ΁ui΁̒΁ƣƯñƯğė͔΁ͲÚğ΁ĐñşĐƷşñƯğ΁ͦƯłğ΁ƣğƛ-
ǏňĐğƣͧ΁ñĹƯğƛ΁ǐğ΁łñǏğ΁ñŪ΁ğǕƘğĐƯñƯňŵŪ΁ŵĹ΁ñ΁ĐğƛƯñňŪ΁ŪƷŨĎğƛ΁ŵĹ΁Ʒƣğƛƣ͓΁ƣŵ΁ǐğ΁
can get the good prices. But if we suddenly have half that number of 
Ʒƣğƛƣ͓΁ƯłğŪ΁ǐğ΁Ũñǖ΁ŪŵƯ΁Ďğ΁ñĎşğ΁Ưŵ΁ŵĹĹğƛ΁Ưłŵƣğ΁ƣğƛǏňĐğƣ΁ñŪǖŨŵƛğ͒͒͒ͳ΁͢ ui͓̒΁

ğƣƯñĎşňƣłňŪĺ΁ĐŵşşñĎŵƛñƯňŵŪ͓΁HğĎƛƷñƛǖ΁͓̒΁̒̐̒̑ͣ͒

Organization I, had a concern about what their physical work site should 
ƘƛŵǏňėğ΁Ưłğ΁ğŨƘşŵǖğğƣ΁ňŪ΁Ưłğ΁ĹƷƯƷƛğ͒΁Uȋ΁ğǕƘƛğƣƣğė΁Ưłğ΁Ūğğė΁Ĺŵƛ΁ñĐĐŵŨ-
ŨŵėñƯňŪĺ΁ƘłǖƣňĐñş΁ŨğğƯňŪĺƣ΁ñŪė΁ňŪĹŵƛŨñş΁ėňñşŵĺƷğ΁ĎğĐñƷƣğ΁Ưłğňƛ΁ŵĹȌ-
ce space has become too small for every employee to have their own 
ėğƣś͒΁»łňƣ΁ňƣ΁ėƷğ΁Ưŵ΁ƯłğŨ΁ƛğŪŵǏñƯňŪĺ΁Ưłğňƛ΁ŵĹȌĐğ΁ƣƘñĐğ΁ñŪė΁ñƯ΁Ưłğ΁ƣñŨğ΁
time having hired more employees within the recent year, than their of-
ȌĐğ΁ĐñƘñĐňƯǖ΁ñşşŵǐƣ͒΁ łñŪĺňŪĺ΁Ưłğ΁şŵĐñƯňŵŪ΁ŵĹ΁ǐłňĐł΁Ưłğ΁ƘƛñĐƯňĐğ΁ŵĹ΁Ưłğ΁
employees is performed, can affect the elements of which the practice 
ĐŵŪƣňƣƯ΁ñƣ΁ Ưłğ΁ƘƛñĐƯňĐğ΁ŵĹ΁ ʹǐŵƛśňŪĺ͵΁łñƣ΁ėňĹĹğƛğŪƯ΁ŨğñŪňŪĺƣ͓΁ŨñƯğƛňñşƣ΁
and competence depending on the site of which the work is performed, 
thus these  elements are mutually shaping (Shove et al., 2012).

HƷƛƯłğƛŨŵƛğ͓΁Uȋ΁ğǕƘƛğƣƣğė΁ƯłñƯ΁ƛğėğȌŪňŪĺ΁Ưłğ΁ŵĹȌĐğ΁ƣƘñĐğ΁ŵĹ΁ŵƛĺñŪň-
zation I is not only due to lack of space and the big renovation currently 
ƯñśňŪĺ΁ƘşñĐğ͓΁ĎƷƯ΁ñşƣŵ΁ėƷğ΁Ưŵ΁ŵŪğ΁ŵĹ΁Ưłğňƛ΁ğŪǏňƛŵŪŨğŪƯñş΁ĺŵñşƣ͓΁ñƣ΁Uȋ΁
ƣƯñƯğė΁ ƯłñƯ΁ Ưłğǖ΁ñƛğ΁ ΁ Ͳ͒͒͒ƯñśňŪĺ΁ Ưłğ΁ŵƘƘŵƛƯƷŪňƯǖ΁ Ưŵ΁ƣñǏğ΁ƣŵŨğ΁ �̒΁Ďǖ΁
ŪŵƯ΁ėƛňǏňŪĺ΁ƣŵ΁ŨƷĐł΁ňŪ΁Đñƛƣ͓΁ĎğĐñƷƣğ΁ǐğ΁ǐňşş΁ǐŵƛś΁Ũŵƛğ΁ñƯ΁łŵŨğͳ΁͢Uȋ͓΁΁
ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁͓̒̕΁̒̐̒̑ͣ͒΁iňśğǐňƣğ͓΁ŵƛĺñŪňǡñƯňŵŪ΁¦΁Ͳ͒͒͒ĹŵĐƷƣğƣ΁
ŵŪ΁ñŪ΁ğŪǏňƛŵŪŨğŪƯñş΁ñƣƘğĐƯ͓΁ñƣ΁̐̕λ΁ŵĹ΁Ưłŵƣğ΁ǐłŵ΁ǐŵƛś΁ ňŪ΁Ưłğ΁ŵĹȌĐğ΁
ĐŵŨğ΁ĹƛŵŨ΁Ĺñƛ΁ñǐñǖ΁ͦ͒͒͒ͧ΁®ŵ΁ƯƛñŪƣƘŵƛƯ΁ňŪ΁ñŪė΁ŵƷƯ΁ƣƯňşş΁Ưñśğƣ΁ƷƘ΁ñ΁şŵƯͳ΁͢¦͓̑΁
ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̗͓̑΁̒̐̒̑ͣ͒΁PğŪĐğ΁ňƯ΁ƣğğŨƣ΁ƯłñƯ΁ñŪ΁ňŪňƯňñƯňǏğ΁ŵĹ΁
reducing the amount of transportation carried out by the employees of 
ŵƛĺñŪňǡñƯňŵŪ΁U΁ñŪė΁¦΁ňƣ΁ñ΁ĐŵŪĐğƛŪ΁Ưŵ΁ƯłğŨ͒΁�şƯłŵƷĺł΁ƣğƯƯňŪĺ΁Ưłğƣğ΁ƯǖƘğƣ΁
of environmental goals in the organizations seems like a great idea, it 
ƣğğŨƣ΁ ƯłñƯ΁ ĹƛñŨňŪĺ΁ Ưłğƣğ΁ĺŵñşƣ΁ ňƣ΁ñƯ΁ Ưłğ΁ğǕƘğŪƣğ΁ŵĹ΁ Ưłğ΁ğŨƘşŵǖğğƣ͵΁
individual work practice. It seems that they do not consider the needs 
ŵĹ΁Ưłğ΁ğŨƘşŵǖğğƣ΁ǐłŵ΁ƘƛğĹğƛ΁ǐŵƛśňŪĺ΁ñƯ΁Ưłğ΁ŵĹȌĐğ͓΁ŵƛ΁Ưłŵƣğ΁ǐłğƛğ΁Ưłğ΁
ĐŵŪĐğƘƯ΁ ŵĹ΁ ʹĐŵŨŨƷƯňŪĺ͵΁ Ƙşñǖƣ΁ ñŪ΁ ňŨƘŵƛƯñŪƯ΁ ƘñƛƯ΁ ňŪ΁ Ưłğ΁ŨğñŪňŪĺ΁ ƯłñƯ΁
constitutes their work practice.

It seems that the work models for remote work, as presented by the 
organizations, are not considering the needs of the individual emplo-
yees. Even though organization I, attempt to align the work practice of 
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the employees with their respective employer, they do not provide any 
Ưŵŵşƣ΁Ĺŵƛ΁Ưłňƣ΁ŪğĺŵƯňñƯňŵŪ͒΁sŵƛğŵǏğƛ͓΁ȍğǕňĎşğ΁ǐŵƛśňŪĺ΁ňƣ΁ŪŵƯ΁ñ΁ƘñƛƯ΁ŵĹ΁Ưłğ΁
ǐŵƛś΁Ũŵėğş΁ ňŪ΁�ƛĺñŪňǡñƯňŵŪ΁u͓΁ñƣ΁ ňƯ΁Ũñśğƣ΁ ňƯ΁Ũŵƛğ΁ėňĹȌĐƷşƯ΁Ưŵ΁ĐŵŪƯƛŵş΁
ǐłñƯ΁Ưłğ΁ğŨƘşŵǖğğƣ΁ñƛğ΁ėŵňŪĺ΁ėƷƛňŪĺ΁Ưłğňƛ΁ǐŵƛśėñǖ͒΁PŵǐğǏğƛ͓΁ñşş΁Ưłƛğğ΁
organizations have expressed the desire to offer remote work oppor-
tunities to a greater extent, after the pandemic. But as it seems now 
they struggle making it a reality and have the risk of falling back to old 
patterns after the lockdown requirements are lifted.

̔͒̓΁UėğŪƯňȌĐñƯňŵŪ΁ŵĹ΁®łñƛğė΁£ƛñĐƯňĐğƣ

The vision of an organizational agenda is achieved through practices 
performed by the employees, who each contribute in different ways 
ƯłƛŵƷĺł΁ėňĹĹğƛğŪƯ΁ƘƛñĐƯňĐğƣ͒΁PğŪĐğ͓΁ǐğ΁ƣƷĺĺğƣƯ΁ƯłñƯ΁ǐŵƛś΁Ũŵėğşƣ΁ŨƷƣƯ΁
Ďğ΁ƘƛŵǏňėğė΁Ưŵ΁ñĐĐŵŨŨŵėñƯğ΁ğŨƘşŵǖğğƣ͵΁Ūğğėƣ͒΁
In order to recognize the needs, we aimed to investigate work prac-
tices of employees working in the three organizations. This was done 
through online workshops with a total of seven employees from the 
three organizations, who participated either alone or together as colle-
agues in groups of two. The workshop consisted of the following four 
ğǕğƛĐňƣğƣ͕΁̑ͣ΁»łğ΁®ğƚƷğŪĐğ΁sñƘƘňŪĺ͓΁̒ͣ΁»łğ΁sñƯƛňǕ͓΁̓ ͣ΁£ƛŵƣ΁π΁ ŵŪƣ΁ñŪė΁
̔ͣ΁�ñƛŵŨğƯğƛ͒΁»łğ΁ȌƛƣƯ΁Đñşşğė΁®ğƚƷğŪĐğ΁sñƘƘňŪĺ΁ňƣ΁ėğƣĐƛňĎğė΁ňŪ΁Box X 
ñŪė΁ñŪñşǖǡğė΁ňŪ΁Ưłğ΁ĹŵşşŵǐňŪĺ͒΁®ƷĎƣğƚƷğŪƯşǖ͓΁ňƣ΁Ưłğ΁sñƯƛňǕ΁ñŪė΁£ƛŵƣ΁π΁
Cons described in Box X, and outputs of these two exercises are pre-
sented and analyzed in section 4.4 Work Practices of Practitioners. At 
last, information gathered from the fourth exercise (Barometer) is used 
in section ̔͒̔͒̑΁HşğǕňĎşğ΁Úŵƛś΁sŵėğşƣ. The information gained through 
online workshops with the seven employees provides the foundation 
of our analysis of employees working within advising engineering or-
ĺñŪňǡñƯňŵŪƣ͒΁PŵǐğǏğƛ͓΁Ưłğ΁ƘğƛĐğƘƯňŵŪƣ΁ƣłñƛğė΁ňŪ΁Ưłňƣ΁ñŪñşǖƣňƣ΁ňƣ΁ŵŪşǖ΁ñ΁
selection of the total data gathered (Appendix X Quote mappingͣ͒΁Hŵş-
şŵǐňŪĺ΁Ưłğ΁£»΁ǏŵĐñĎƷşñƛǖ͓΁ğñĐł΁ƘñƛƯňĐňƘñŪƯ΁ñƯ΁Ưłğ΁ǐŵƛśƣłŵƘ΁ňƣ΁ňėğŪƯňȌğė΁
as practitioners carrying out practices. Thus, we will throughout our 
analysis refer to them accordingly.

In the aim of identifying practices related to working in advising engine-
ğƛňŪĺ΁ŵƛĺñŪňǡñƯňŵŪƣ͓΁ñ΁ƯŵƯñş΁ŵĹ΁ȌǏğ΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘƣ΁ǐğƛğ΁łğşė͒΁ÂƣňŪĺ΁
the framework of negotiation spaces (Section 2.2.1), we facilitated a 
space for participants to interpret and express concerns in relation to 
the problem framing of physical attendance vs. remote work. The space 
was developed and facilitated through the theoretical perspective of 
Communities of Practice (CoP), which was the initial theoretical appro-
ñĐł΁ŵĹ΁Ưłğ΁ƘƛŵŘğĐƯ΁(Box XCoP)͒΁PğŪĐğ͓΁Ưłğ΁ƘƷƛƘŵƣğ΁ǐñƣ΁Ưŵ΁ňėğŪƯňĹǖ΁łŵǐ΁
tacit knowledge exists among members engaging in shared commu-
nities on a regular basis. As a means to bring voice to tacit knowledge 
ñŪė΁ƣƷƘƘŵƛƯ΁ŨğėňñƯňŵŪ΁ŵĹ΁śŪŵǐşğėĺğ΁ĎğƯǐğğŪ΁ŵƷƛ΁ñŪė΁Ưłğ΁ƘñƛƯňĐňƘñŪƯƣ͵΁
śŪŵǐşğėĺğ΁ǐŵƛşėƣ͓΁Ưłğ΁ŨğƯłŵė΁ŵĹ΁ñ΁ĎŵƷŪėñƛǖ΁ŵĎŘğĐƯ΁ǐñƣ΁Ʒƣğė΁͢ Section 
2.2.2ͣ͒΁»łğ΁ĎŵƷŪėñƛǖ΁ŵĎŘğĐƯƣ΁ǐğƛğ΁ƘƛğƣğŪƯğė΁ňŪ΁Ưłğ΁ĹŵƛŨ΁ŵĹ΁ĹŵƷƛ΁ğǕğƛ-
cises, which guided the structure of the workshop. The spaces were 
facilitated through the online platform Miro (an online whiteboard for 
visual collaboration), which was used as a main stage for the works-
hop. Using this platform as the main stage for the negotiations, par-
ticipants were thereby able to create, move and negotiate elements 
that supported the dialogue based on the four exercises. As several 
ǐŵƛśƣłŵƘƣ΁ǐğƛğ΁ĹñĐňşňƯñƯğė͓΁Ưłğ΁ƣƘñĐğƣ΁Ūğğėğė΁Ưŵ΁Ďğ΁ƛğͨĹƛñŨğė΁Ưŵ΁ȌƯ΁
the participants invited into the space and taking feedback of previous 
workshops into account.

Engaging into the space with only the prior knowledge of  the partici-
ƘñŪƯƣ͵΁ ŘŵĎ΁ƯňƯşğƣ͓΁ŵƷƛ΁ėğƣňƛğ΁Ĺŵƛ΁Ưłğ΁ȌƛƣƯ΁ğǕğƛĐňƣğ΁͢Đñşşğė΁Ưłğ΁®ğƚƷğŪĐğ΁
Mapping) was to understand how the employees in their daily work, 
through different tasks, contribute and create value for the respective 
organization. Participants were asked to map work tasks on post-its 
and place them in a template (HňĺƷƛğ΁ßͣ͒

Process box: Purpose of Online Workshop and Exercise One
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The Sequence Mapping was changed and re-framed as we learned 
through workshops with different participants. The changes were done 
ǐňƯł΁Ưłğ΁ñňŨ΁ŵĹ΁ŨñśňŪĺ΁ňƯ΁Ưłğ΁ŨŵƣƯ΁ğĹĹğĐƯňǏğ΁ĎŵƷŪėñƛǖ΁ŵĎŘğĐƯ΁Ĺŵƛ΁Ũğ-
diating knowledge. The initial template invited the participant to map 
work-related tasks of a typical workday in a sequence from morning 
Ưŵ΁ğǏğŪňŪĺ͒΁PŵǐğǏğƛ͓΁ǐğ΁ƚƷňĐśşǖ΁ğǕƘğƛňğŪĐğė΁ƯłñƯ΁Ưłğ΁ƘñƛƯňĐňƘñŪƯƣ΁ĹğşƯ΁
şňŨňƯğė΁Ďǖ΁Ưłğ΁ƯğŨƘşñƯğ΁ǐňƯł΁ƣƯñƯğŨğŪƯƣ΁ƣƷĐł΁ñƣ͔΁Ͳ»łğƛğ΁ñƛğ΁Ūŵ΁ėñǖƣ΁
ƯłñƯ΁ñƛğ΁ Ưłğ΁ƣñŨğͳ΁ ͢¦͓̑΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̗͓̑΁̒̐̒̑ͣ΁ñŪė΁ ͲUƯ΁ ňƣ΁
very different which tasks you perform in relation to the working day.” 
͢¦͓̓΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁�Ƙƛňş΁̖ ͓΁̒ ̐̒̑ͣ͒΁»łğƛğĹŵƛğ͓΁ǐğ΁Ũñėğ΁Ưłğ΁ȌƛƣƯ΁ğǕğƛ-
Đňƣğ΁Ũŵƛğ΁şŵǐͨȌėğşňƯǖ΁ĺňǏňŪĺ΁Ưłğ΁ƘñƛƯňĐňƘñŪƯ΁Ũŵƛğ΁ĹƛğğėŵŨ΁Ưŵ΁ňŪƯğƛƘƛğƯ΁
ñĐĐŵƛėňŪĺ΁Ưŵ΁ǐłñƯ΁Ưłğǖ΁ĹğşƯ΁ƛğşğǏñŪƯ͒΁PŵǐğǏğƛ͓΁ňŪ΁ğǏğƛǖ΁ňŪƯƛŵėƷĐƯňŵŪ΁Ĺŵƛ΁
this exercise, we shared our own typical study related work tasks as a 
means to spark the imagination.

®łňĹƯňŪĺ΁ Ưłğ΁ ƯłğŵƛğƯňĐñş΁ ƘğƛƣƘğĐƯňǏğ΁ ŵĹ΁ Ưłğ΁ ƘƛŵŘğĐƯ΁ Ưŵ΁ £ƛñĐƯňĐğ΁ Ưłğŵƛǖ͓΁
knowledge abstracted from this exercise provided only information 
about the observable behavior, however it served as a foundation for 
further investigation of practices as entities.

HňƛƣƯ΁ǐğ΁ñňŨğė΁Ưŵ΁ƣƯñƛƯ΁Ưłğ΁ňŪǏğƣƯňĺñƯňŵŪ΁Ďǖ΁ĐşñƛňĹǖňŪĺ΁ǐŵƛś΁ƘƛñĐƯňĐğƣ΁ŵĹ΁
employees working in advising engineering organizations. The empiri-
cal data gathered for this purpose was as mentioned achieved through 
Ưłğ΁ ȌƛƣƯ΁ ğǕğƛĐňƣğ΁ ͢»łğ΁ ®ğƚƷğŪĐğ΁ sñƘƘňŪĺͣ΁ ňŪ΁ Ưłğ΁ ŵŪşňŪğ΁ ǐŵƛśƣłŵƘƣ΁
(Box X). Each participant was asked to write down as many work tasks 
Ưłğǖ΁ ĐŵƷşė͓΁ǐłňĐł΁ Ưłğǖ΁ ƘğƛĹŵƛŨğė΁ ŵŪ΁ ñ΁ǐğğśşǖ΁ Ďñƣňƣ͒΁ Hŵƛ΁ ƣŵŨğ͓΁ Ưłğ΁
exercise was supported by clarifying questions. The participants sha-
ƛğė΁ƯłŵƷĺłƯƣ΁ƣƷĐł΁ñƣ΁ͲÚğ΁ƷƣƷñşşǖ΁ƣƯñƛƯ΁ǐňƯł΁ñ΁ĐłğĐśͨňŪ΁ǐňƯł΁Ưłğ΁ƯğñŨ΁ňŪ΁
Ưłğ΁ŨŵƛŪňŪĺͳ΁͢¦͓̑΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̗͓̑΁̒̐̒̑ͣ΁ñŪė΁ͲU΁ƣƘğŪė΁ñ΁şŵƯ΁
of time on the phone talking to different people” (N2, online workshop, 
March 29, 2021). Comments like these were written down on post-its 
representing work practices performed by the respective participant. 
»łğ΁ŵƷƯƘƷƯ΁ŵĹ΁ Ưłğ΁ğǕğƛĐňƣğ΁ǐñƣ΁ñ΁ şňƣƯ΁ŵĹ΁ėňĹĹğƛğŪƯ΁ƘƛñĐƯňĐğƣ΁ ͢ňėğŪƯňȌğė΁
by the participants themselves) and included: Attending check-in me-
ğƯňŪĺƣ͓΁ ƣğŪė΁ñŪė΁ñŪƣǐğƛ΁ğŨñňşƣ͓΁ŨñŪñĺğŨğŪƯ΁ŵĹ΁ ȌŪñŪĐğƣ΁ñŪė΁ŨñŪǖ΁
more (ƣğğ΁ȌĺƷƛğ΁ß).

In the processing of the collected data, similarities occurred among the 
practices of each employee. When comparing the individual lists of 
work practices, similarities were recognized and despite our relatively 
small group of participants, it provided insights into multiple shared 
practices of working within advising engineering organizations. The 
ƘƛŵĐğƣƣňŪĺ΁ŵĹ΁ėñƯñ΁ĺñƯłğƛğė͓΁ƛğƣƷşƯğė΁ňŪ΁Ưłğ΁ňėğŪƯňȌĐñƯňŵŪ΁ŵĹ΁ƣğǏğŪ΁Đŵş-
lectively shared practices, illustrated in ȌĺƷƛğ΁ß̔͒̐͒

Figure X: Mapping of Work Tasks
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Process box: Exercise Two and Three

Each of the seven shared practices is thus constituted by several prac-
tices of the individuals. The shared work practice: Development work, 
is for example constituted by individual practices such as preparation 
of communication/process plans, brainstorming, analyzing data etc. 
PğŪĐğ͓΁Ưłğ΁ƣłñƛğė΁ƘƛñĐƯňĐğ΁ňƣ΁ñ΁ƛğėƷĐƯňŵŪ΁ŵĹ΁ƘƛñĐƯňĐğƣ΁ňėğŪƯňȌğė΁Ďǖ΁ğñĐł΁
participant and provides an insight into more general shared practices 
across the three organizations (Shove et al., 2012).
UėğŪƯňȌĐñƯňŵŪ΁ ŵĹ΁ ğñĐł΁ƘƛñĐƯňƯňŵŪğƛƣ͵΁ ƘƛñĐƯňĐğƣ΁ ñƣ΁ǐğşş΁ ñƣ΁ ƣłñƛğė΁ƘƛñĐ-
tices, served as a crucial starting point for the sake of understanding 
core practices of employees working within advising engineering or-
ĺñŪňǡñƯňŵŪƣ͒΁ PŵǐğǏğƛ͓΁ śŪŵǐşğėĺğ΁ ƣŵşğşǖ΁ Ďñƣğė΁ ŵŪ΁ Ưłğ΁ ȌƛƣƯ΁ ğǕğƛĐňƣğ΁
͢®ğƚƷğŪĐğ΁sñƘƘňŪĺ͓ͣ΁ƘƛŵǏňėğė΁ŵŪşǖ΁ňŪĹŵƛŨñƯňŵŪ΁ñĎŵƷƯ΁Ưłğ΁ƘƛñĐƯňƯňŵŪğƛƣ͵΁
ŵĎƣğƛǏñĎşğ΁ĎğłñǏňŵƛ͓΁ǐłňĐł΁ñĐĐŵƛėňŪĺ΁Ưŵ΁®ƘƷƛşňŪĺ΁ğƯ΁ñş΁̒̐̑̓ͣ͢΁Ͳ͖ňƣ΁ŘƷƣƯ΁
Ưłğ΁ƯňƘ΁ŵĹ΁Ưłğ΁ňĐğĎğƛĺͳ΁͢Ƙ͒΁̒̑ͣ͒΁PğŪĐğ΁ñ΁Ũŵƛğ΁ňŪͨėğƘƯł΁ňŪǏğƣƯňĺñƯňŵŪ΁ñŪė΁
analysis will be presented in the following.

Exercise two and three of the online workshops were (like exercise 
one) developed in accordance with the initial theoretical perspective of 
Communities of Practice (CoP). The purpose of exercise two, called The 
Matrix, was to understand how each work task (those mentioned by 
the participants in exercise one) was best performed according to the 
participants themselves. We wanted to get insight into the preferred 
location (physical or remote) and whether they wished to perform the 
Ưñƣś΁ňŪėňǏňėƷñşşǖ΁ŵƛ΁ñƣ΁ƘñƛƯ΁ŵĹ΁ñ΁ƯğñŨ͒΁PğŪĐğ͓΁ƯłƛŵƷĺł΁Ưłğ΁şğŪƣğƣ΁ŵĹ΁ ŵ£΁
(Box XCoP) the exercise would preferably provide insights into when 
employees engage in communities by sharing knowledge in collabo-
ration with others and moreover when employees engage in the orga-
ŪňǡñƯňŵŪñş΁ėğȌŪğė΁ĐŵŨŨƷŪňƯǖ΁ƯłƛŵƷĺł΁ƘłǖƣňĐñş΁ƘƛğƣğŪĐğ͒΁HƷƛƯłğƛŨŵƛğ͓΁
Ưłğ΁ğǕğƛĐňƣğ΁ǐñƣ΁ňŪƯğŪƯňŵŪñşşǖ΁Ũñėğ΁Ưŵ΁ƣƘñƛś΁ėňñşŵĺƷğ΁ŵŪ΁Ưłğ΁ƣƷĎŘğĐƯ΁
ŵĹ΁ʹƘłǖƣňĐñş΁ñƯƯğŪėñŪĐğ΁Ǐƣ͒΁ƛğŨŵƯğ΁ǐŵƛś͵͓ ΁ƷƣňŪĺ΁Ưłğ΁ƘñƛƯňĐňƘñŪƯƣ͵΁śŪŵǐ-
ledge on their work prior to and whilst being in a pandemic lockdown.

Figure X: 4.0

Figure X: The Matrix
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»łğ΁sñƯƛňǕ΁ǐñƣ΁ėğƣňĺŪğė΁ñƣ΁ñ΁ĎŵƷŪėñƛǖ΁ŵĎŘğĐƯ΁Ưŵ΁ƣƷƘƘŵƛƯ΁ŨğėňñƯňŵŪ΁
ŵĹ΁ śŪŵǐşğėĺğ΁ ĎğƯǐğğŪ΁ ŵƷƛ΁ ñŪė΁ Ưłğ΁ ƘñƛƯňĐňƘñŪƯƣ͵΁ śŪŵǐşğėĺğ΁ǐŵƛşėƣ΁
(Carlile, 2002). Using the platform Miro, the participants could place 
their formerly mentioned work tasks (from The Sequence Mapping) in 
the matrix depending on how they themselves preferred to perform 
Ưłğ΁ǐŵƛś͒΁»łğ΁sñƯƛňǕ΁ĐŵŪƣňƣƯğė΁ŵĹ΁ĹŵƷƛ΁ƘƛğėğȌŪğė΁ĐñƯğĺŵƛňğƣ΁ñƣ΁ƣğğŪ΁
ňŪ΁ȌĺƷƛğ΁ß͕΁̑ͣ΁»ğñŨǐŵƛś΁ǐňƯł΁ƘłǖƣňĐñş΁ñƯƯğŪėñŪĐğ΁Ďǖ΁Ưłğ΁ƘñƛƯňĐňƘñŪƯƣ͓΁
2) remote teamwork through virtual platforms, 3) individual work tasks 
performed with physical attendance at work and 4) remote individual 
ǐŵƛś΁Ưñƣśƣ΁ƘğƛĹŵƛŨğė΁ŵŪ΁ǏňƛƯƷñş΁ƘşñƯĹŵƛŨƣ͒΁PŵǐğǏğƛ͓΁Ưłğ΁ƘñƛƯňĐňƘñŪƯƣ΁
were encouraged to place their work tasks more to the corner or even 
between the four categories, according to their priorities.

»łğ΁ƘƷƛƘŵƣğ΁ǐñƣ΁Ưŵ΁ĺğƯ΁Ưłğ΁ƘñƛƯňĐňƘñŪƯƣ΁Ưŵ΁ŵƘğŪşǖ΁ƛğȍğĐƯ΁ƷƘŵŪ΁Ưłğňƛ΁
perspective on the two work sites, in order to better understand what 
a potential good work practice could be for each individual. Thus, 
ƷƣňŪĺ΁Ưłğ΁ƘşñƯĹŵƛŨ΁sňƛŵ͓΁Ưłğ΁£ƛŵƣ΁π΁ ŵŪƣ΁ǐñƣ΁ėğƣňĺŪğė΁ñƣ΁ƣňŨƘşğ΁ñƣ΁
possible in order to get the participant to associate this exercise with 
commonly known pros and cons-lists (ñƣ΁ƣğğŪ΁ňŪ΁ȌĺƷƛğ΁ß).

'ƷƛňŪĺ΁ Ưłğ΁ƘğƛĹŵƛŨñŪĐğ΁ŵĹ΁ Ưłğ΁ǐŵƛśƣłŵƘƣ͓΁ Ưłğ΁£ƛŵƣ΁π΁ ŵŪƣ΁ğǕğƛĐňƣğ΁
showed how the positive aspects of physical attendance are typically 
the opposite of the negative aspects of remote work and vice versa. 
Even though it to some extent was a given, it had the possibility of ste-
ering the conversation depending on which aspects were talked about 
ȌƛƣƯ͒΁�ƣ΁ñŪ΁ğǕñŨƘşğ͓΁ňĹ΁Ưłğ΁ƘñƛƯňĐňƘñŪƯ΁ŨğŪƯňŵŪğė΁ñ΁ŪğĺñƯňǏğ΁ñƣƘğĐƯ΁Ưŵ΁
physical attendance, it sparked a conversation on why it was seen as 
ŪğĺñƯňǏğ͓΁ǐłğƛğñƣ΁ Ưłğ΁ŵƘƘŵƣňƯğ΁ǐŵƷşė΁ ŘƷƣƯ΁Ďğ΁ƣƯñƯğė΁ñƣ΁ ͲňƯ͵ƣ΁ ŘƷƣƯ΁ Ưłğ΁
ŵƘƘŵƣňƯğͳ΁͢ U͓̒΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̑ ̘͓΁̒ ̐̒̑ͣ΁ñŪė΁ŪŵƯ΁ƣƘñƛśňŪĺ΁ŨƷĐł΁
of a conversation as to why. 
HƷƛƯłğƛŨŵƛğ͓΁ ňƯ΁ ĐñŨğ΁ Ưŵ΁ ŵƷƛ΁ śŪŵǐşğėĺğ΁ łŵǐ΁ Ưłğ΁ ƘñƛñŨğƯğƛƣ͔΁ £łǖƣň-
cal attendance and remote work, (used in exercise two and three) can 
be understood very differently depending on the individual. Our initial 
ƯłŵƷĺłƯ΁ǐñƣ΁Ĺŵƛ΁ƘłǖƣňĐñş΁ñƯƯğŪėñŪĐğ΁Ưŵ΁Ďğ΁ƷŪėğƛƣƯŵŵė΁ñƣ΁ñƯ΁Ưłğ΁ŵĹȌĐğ͓΁
but it became clear that for the participants it could also be understo-
od as at a certain work site or other places where physical attendance 
Ʒƣğė΁Ưŵ΁Ďğ΁ŵĎşňĺñƯğė΁Ƙƛňŵƛ΁Ưŵ΁Ưłğ΁ƘñŪėğŨňĐ͒΁HƷƛƯłğƛŨŵƛğ͓΁Ưłğ΁Ƙłƛñƣğ͕΁
remote work, can either be seen as virtual work or working at facilities 
that are not part of the organization, e.g., a café or at home. These dif-
ferent perspectives should not necessarily be ranked according to each 
other but being aware of what perspective the participant is using, can 
be crucial for the outcome and mutual understanding of the conversati-
ŵŪƣ͒΁PğŪĐğ͓΁Ưłğ΁ĎŵƷŪėñƛǖ΁ŵĎŘğĐƯ΁şñĐśğė΁Ưłğ΁ğşğŨğŪƯ΁ŵĹ΁ĐƛğñƯňŪĺ΁ƣłñƛğė΁
syntax at the boundary between us and them. In retrospect, the online 
ǐŵƛśƣłŵƘƣ΁Ūğğėğė΁ñ΁Ũŵƛğ΁ƣƯƛňĐƯ΁ėğȌŪňƯňŵŪ΁ŵĹ΁Ưłğ΁Ưǐŵ΁şŵĐñƯňŵŪƣ͓΁ğňƯłğƛ΁
ňŪ΁Ưłğ΁ƣğŪƣğ΁ŵĹ΁ƯğƛŨňŪŵşŵĺǖ΁ŵƛ΁Ďǖ΁ñėėƛğƣƣňŪĺ΁Ưłğ΁ƘñƛƯňĐňƘñŪƯƣ΁ėğȌŪňƯňŵŪ΁
prior to the exercise. 

Figure X: Pros and Cons

0ǕğƛĐňƣğ΁Ưłƛğğ΁ŵĹ΁Ưłğ΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁Đñşşğė΁£ƛŵƣ΁π΁ ŵŪƣ͓΁ǐñƣ΁ƣňŨňş-
ñƛşǖ΁ĐƛğñƯğė΁ñƣ΁ñ΁ĎŵƷŪėñƛǖ΁ŵĎŘğĐƯ΁ǐňƯł΁Ưłğ΁ƘƷƛƘŵƣğ΁ŵĹ΁ƷŪėğƛƣƯñŪėňŪĺ΁
positive as well as negative aspects of physical attendance and remo-
te work. 



37

Although exercise two and three initially were created to achieve 
śŪŵǐşğėĺğ΁ñĎŵƷƯ΁ŨğŨĎğƛƣ͵΁ƘƛñĐƯňĐğƣ΁ñƣ΁ƘñƛƯ΁ŵĹ΁ĐŵŨŨƷŪňƯňğƣ͓΁ŨƷĐł΁ňŪ-
formation was likewise provided when analyzing the output through 
the theoretical lenses of Practice Theory.

4.4 Work Practices of Practitioners

�ƣ΁ ƣłñƛğė΁ ƘƛñĐƯňĐğƣ΁ǐğƛğ΁ ňėğŪƯňȌğė͓΁ ñ΁ Ūğğė΁ ŵĐĐƷƛƛğė΁ Ưŵ΁ ƷŪĹŵşė΁ ğñĐł΁
ƘƛñĐƯňƯňŵŪğƛƣ͵΁ ƘƛñĐƯňĐğƣ͓΁ ƣňŪĐğ΁ Ͳ͖ĐłñŪĺňŪĺ΁ Ưłğƣğ΁ ƣğğŨňŪĺşǖ΁ ʹňŪėňǏňėƷñş΁
ñĐƯňŵŪƣ͵΁͢ƘğƛĹŵƛŨñŪĐğƣͣ΁ƛğƚƷňƛğƣ΁ƷŪėğƛƣƯñŪėňŪĺ΁ñŪė΁ňŪƯğƛǏğŪňŪĺ΁ňŪ΁Ưłğ΁
practice entity” (Spurling et al., 2013, p. 21). The desire was thereby 
to understand not only the practice based on observable behavior, but 
practice-as-entities constituted by the three elements: materials, mea-
ŪňŪĺƣ͓΁ñŪė΁ĐŵŨƘğƯğŪĐğƣ͒΁ÚłğŪ΁Ͳ͖ƷŪėğƛƣƯñŪėňŪĺ΁ƘƛñĐƯňĐğƣ΁ñƣ΁ʹğŪƯňƯňğƣ͵΁
reveals that rather than being the result of individual choice, such acti-
ons are social” (Spurling et al., 2013, p. 21). 

PŵǐğǏğƛ͓΁ƘñƛƯňĐňƘñŪƯƣ΁ŵĹ΁ŵƷƛ΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘƣ΁ñƛğ΁ňŨƘŵƛƯñŪƯ΁ĎğĐñƷƣğ΁
they are carriers of practices (as practitioners), combining elements of 
ǐłňĐł΁ƘƛñĐƯňĐğƣ΁ñƛğ΁Ũñėğ͒΁�ĐĐŵƛėňŪĺ΁Ưŵ΁®łŵǏğ΁ğƯ΁ñş΁̒̐̑̒ͣ͢΁ňƯ΁ňƣ΁Ͳ͖ňŪ΁Ưłğ΁
ŨŵŨğŪƯ΁ŵĹ΁ėŵňŪĺ͓΁ ͦƯłñƯͧ΁ƘƛñĐƯňƯňŵŪğƛƣ΁ ͢Ưłŵƣğ΁ǐłŵ΁ėŵͣ΁ ƣňŨƷşƯñŪğŵƷƣşǖ΁
reproduce the practices in which they are engaged and the elements of 
ǐłňĐł΁Ưłğƣğ΁ƘƛñĐƯňĐğƣ΁ñƛğ΁Ũñėğͳ΁͢Ƙ͒΁̒̒ͣ͒΁PğŪĐğ͓΁Ưŵ΁ŨŵǏğ΁ĎğŪğñƯł΁Ưłğ΁
surface and explore practice-as-entities, we analyzed data gathered 
ƯłƛŵƷĺł΁ğǕğƛĐňƣğ΁Ưǐŵ΁͢Ưłğ΁sñƯƛňǕͣ΁ñŪė΁Ưłƛğğ΁͢£ƛŵƣ΁π΁ ŵŪƣͣ΁ňŪ΁Ưłğ΁ŵŪşňŪğ΁
workshops (Box X). Insights gathered through these exercises, made 
Ʒƣ΁ñĎşğ΁Ưŵ΁ŨñƘ΁ŵƷƯ΁ğñĐł΁ƘƛñĐƯňƯňŵŪğƛ͵ƣ΁ƘƛñĐƯňĐğƣ΁ǐňƯłňŪ΁Ưłğ΁ƣğǏğŪ΁ƣłñƛğė΁
ones (Section 4.3). HňĺƷƛğ΁ß illustrates an example of one of these map-
pings, whereas the other ones can be found in appendix X Individual 
Mappings.

Based on the individual mappings of practices, we aimed to explore 
how practices are constituted by the three elements; materials, mea-
nings and competences, and how these seemingly individual practices 
interlink with practices of other practitioners. 
In order to do so, we start by unfolding information gathered th-
rough exercise two (the Matrix) of the online workshops. The purpo-
ƣğ΁ŵĹ΁Ưłňƣ΁ğǕğƛĐňƣğ΁ǐñƣ΁Ưŵ΁Ũñśğ΁ğñĐł΁ƘƛñĐƯňƯňŵŪğƛ΁ƛğȍğĐƯ΁ŵŪ΁Ưłğňƛ΁Ƙƛğ-
ferences regarding physical and remote work practices, related to 
Ưłğ΁ƘƛğǏňŵƷƣşǖ΁ ňėğŪƯňȌğė΁ƘƛñĐƯňĐğƣ΁ ͢®ğĐƯňŵŪ΁̔͒̓ͣ͒΁ÚłğŪ΁ĐŵŨƘñƛňŪĺ΁ñşş΁
Ưłğ΁ƘƛñĐƯňƯňŵŪğƛƣ͵΁ƘƛğĹğƛğŪĐğƣ΁ƛğĺñƛėňŪĺ΁ƘłǖƣňĐñş΁ñŪė΁ƛğŨŵƯğ΁ǐŵƛś΁ƣň-
tes (Appendix X Work site preferences͓ͣ΁ǐğ΁ ňėğŪƯňȌğė΁ƯłñƯ΁ Ưłğ΁ŨñŘŵ-
rity preferred to perform the following four (out of the seven shared 

Figure X: Example of X mappings of practitioners diverse practices
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practices) in physical work sites: 1) Attending External Meetings, 2) 
Taking Part in Teamwork, 3) Communicating Informally and 4) Per-
ĹŵƛŨňŪĺ΁ Hňğşėǐŵƛś΁ ͢ƣğğ΁ ȌĺƷƛğ΁ß̔͒̑). In the following we will unfold 
different practices from the individual mappings in order to explo-
re the reasons behind these preferences of physical work sites. 

Figure X: 4.1

�ƯƯğŪėňŪĺ΁0ǕƯğƛŪñş΁sğğƯňŪĺƣ΁ĐñŪ͓΁ñĐĐŵƛėňŪĺ΁Ưŵ΁ƘƛñĐƯňƯňŵŪğƛ΁¦͓̓΁ŪŵƯ΁ğǏğŪ΁
take place in remote work sites. Based on her individual mapping, the 
shared practice of Attending External Meetings is constituted by the 
ĹŵşşŵǐňŪĺ΁ Ưłƛğğ΁ ƘƛñĐƯňĐğƣ͔΁ �ƯƯğŪėňŪĺ΁ ƘƛŵŘğĐƯ΁ ŨğğƯňŪĺƣ͓΁ ñƯƯğŪėňŪĺ΁ ƛğ-
sident meetings and attending meetings with builders (Appendix In-
ėňǏňėƷñş΁ŨñƘƘňŪĺƣͣ͒΁®łğ΁ȌŪėƣ΁Ưłğ΁ŨğğƯňŪĺƣ΁ǐňƯł΁ƛğƣňėğŪƯƣ΁ğƣƘğĐňñşşǖ΁
ėňĹȌĐƷşƯ΁ĎğĐñƷƣğ΁Ưłğǖ΁ėŵ΁ŪŵƯ΁łñǏğ΁Ưłğ΁ĐŵŨƘğƯğŪĐňğƣ΁Ưŵ΁Ưñśğ΁ƘñƛƯ΁ňŪ΁Ưłğ΁
ŵŪşňŪğ΁ŨğğƯňŪĺƣ͒΁®łğ΁ğǕƘƛğƣƣğė΁ƯłñƯ΁Ͳ͒͒͒ŵƷƛ΁ƯñƛĺğƯ΁ñƷėňğŪĐğ΁ĐñŪ΁ŪŵƯ΁Ȍ-
gure it out. They do not thrive in it. Especially in resident meetings” 
͢¦͓̓΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁�Ƙƛňş΁̖͓΁̒̐̒̑ͣ͒΁»łƷƣ΁ƘƛñĐƯňƯňŵŪğƛ΁¦̓͵ƣ΁ƘƛñĐƯňĐğ΁ŵĹ΁
attending resident meetings is dependent on competences by others 
(HňĺƷƛğ΁ß). This means that the difference of competence of how to at-
tend online meetings can lead to a stage of de-formation, meaning that 
links between these practices are no longer being made (Shove et al., 

̒̐̑̒ͣ͒͒΁»łƷƣ΁ŨñśňŪĺ΁ňƯ΁ñ΁łňĺł΁ƘƛňŵƛňƯǖ΁Ĺŵƛ΁¦̓΁Ưŵ΁ƘğƛĹŵƛŨ΁Ưłğ΁ƘƛñĐƯňĐğ΁ŵĹ΁
ʹñƯƯğŪėňŪĺ΁ƛğƣňėğŪƯ΁ŨğğƯňŪĺƣ͵΁ňŪ΁ñ΁ƘłǖƣňĐñş΁ƣğƯƯňŪĺ͒΁

Figure X: Attending resident meetings performed in remote work sites

In regard to the shared practice of Taking Part in Teamwork, practitioner 
¦̒΁ňƣ΁ĎƛñňŪƣƯŵƛŨňŪĺ΁ñƣ΁ŵŪğ΁ŵĹ΁łğƛ΁ƘƛñĐƯňĐğƣ΁ĐŵŪƣƯňƯƷƯňŪĺ΁Ưłğ΁ƣłñƛğė΁͢Ap-
pendix Individual mappings). In relation to this practice, she expressed 
ƯłñƯ΁ͲUƯ΁ňƣ΁ŪňĐğ΁Ưŵ΁ƣňƯ΁ǐňƯł΁ŵŪğ͵ƣ΁ĐŵşşğñĺƷğƣ΁ñŪė΁ėğĐňėğ΁Ưłğ΁ĹƛñŨğƣ΁ŵĹ΁Ưłğ΁
task. Then you can use whiteboards to draw or bring some papers to 
şŵŵś΁ñƯ΁ƯŵĺğƯłğƛͳ΁͢¦͓̒΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁�Ƙƛňş΁̖͓΁̒̐̒̑ͣ͒΁»łňƣ΁ŨğñŪƣ΁ƯłñƯ΁
Ưłğ΁ğşğŨğŪƯ΁ŵĹ΁ŨñƯğƛňñşƣ΁ňŪ΁Ưłňƣ΁ƘƛñĐƯňĐğ΁ŵĹ΁ʹĎƛñňŪƣƯŵƛŨňŪĺ͵΁ĐŵŪƣňƣƯƣ΁ŵĹ΁
ƘłǖƣňĐñş΁ Ưŵŵşƣ΁ ƣƷĐł΁ ñƣ΁ǐłňƯğĎŵñƛėƣ͓΁ ėƛñǐňŪĺ΁ Ưŵŵşƣ΁ ñŪė΁ƘñƘğƛƣ΁ ͢ȌĺƷ-
re X). In this practice, materials play an important role, thus affecting 
Ưłğ΁ğşğŨğŪƯ΁ŵĹ΁ŨğñŪňŪĺ΁ñŪė΁ĐŵŨƘğƯğŪĐğ͒΁¦ğͨşŵĐñƯňŪĺ΁ Ưłğ΁ƣňƯğ΁ŵĹ΁ Ưłğ΁
practice changes these material elements, thus affecting the elements 
constituting this practice.

Figure X: The practice of brainstorming
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In regards to communicating informally, when unfolding the individu-
al practices of practitioner N1, it entails the following four practices: 
Sensing of where and who to ask about different tasks, create an over-
view of the status of peoples different tasks, talk to colleagues for fun, 
and  getting and receiving help (ƣğğ΁ȌĺƷƛğ΁ß). She expressed that ”Part 
ŵĹ΁Ũǖ΁ŘŵĎ΁͖ͦͧ΁ňƣ΁ñşƣŵ΁Ưŵ΁śŪŵǐ΁ñŪė΁łñǏğ΁ñ΁ƣğŪƣğ΁ŵĹ΁ǐłğƛğ΁ñŪė΁ǐłŵ΁Ưŵ΁
ñƣś΁ñĎŵƷƯ΁ėňĹĹğƛğŪƯ΁ Ưñƣśƣ΁ñŪė΁ ƯłğƛğĹŵƛğ΁ Ưłğ΁ ňŪĹŵƛŨñş΁ Ưñşśƣ΁ ňŪ΁ Ưłğ΁ŵĹȌ-
ce are important” (N1, online workshop, March 25, 2021). Thus, when 
ǐŵƛśňŪĺ΁ƛğŨŵƯğşǖ͓΁ƣłğ΁ğǕƘğƛňğŪĐğė΁ƯłñƯ΁Ͳ͖ǖŵƷ΁ėŵ΁ŪŵƯ΁ĺğƯ΁ñƣ΁ŨñŪǖ΁ňŪ-
puts when you sit in your own home” (N1, online workshop, March 25, 
2021). The site is thereby challenging her ability to perform other work 
practices properly.

Figure X: The practice of communicating informally

£ƛñĐƯňƯňŵŪğƛ΁ȗ͵ƣ΁ƘƛñĐƯňĐğ΁ŵĹ΁ ʹ ŵŨŨƷŪňĐñƯňŪĺ΁ UŪĹŵƛŨñşşǖ͵΁ ňƣ΁ ňŪƯğƛşňŪśğė΁
ǐňƯł΁łğƛ΁ĐŵşşğñĺƷğƣ͵΁ƘƛñĐƯňĐğƣ΁ŵĹ΁Ưłğ΁ƣñŨğ΁ŨñƯƯğƛ͒΁»łğƣğ΁ƘƛñĐƯňĐğƣ΁ñƛğ΁
ĐŵͨėğƘğŪėğŪƯ͓΁ñƣ΁łğƛ΁ƘƛñĐƯňĐğ΁ŵĹ΁ʹĐŵŨŨƷŪňĐñƯňŪĺ΁ňŪĹŵƛŨñşşǖ͵΁ǐŵƷşė΁ŪŵƯ΁
exist if her employees did not share similar practices. This further hig-

łşňĺłƯƣ΁ƯłñƯ΁Ͳ͒͒͒ĐƛŵƣƣͨƘƛñĐƯňĐğ΁ĐŵŪŪğĐƯňŵŪͦƣͧ΁ñƛğ΁ňŪğǕƯƛňĐñĎşǖ΁ňŪƯğƛǐŵǏğŪͳ΁
͢®łŵǏğ΁ ğƯ΁ ñş͓͒΁ ͓̒̐̑̒΁ Ƙ͒΁ ̘̗ͣ͒͒΁ÚłğŪ΁ ĐłñŪĺňŪĺ΁ Ưłğ΁ ƣňƯğ΁ ŵĹ΁ǐłňĐł΁ Ưłğƣğ΁
ƘƛñĐƯňĐğƣ΁ŵĹ΁ʹ ŵŨŨƷŪňĐñƯňŪĺ΁UŪĹŵƛŨñşşǖ͵΁Ưñśğƣ΁ƘşñĐğ͓΁ƣŵŨğ΁ğşğŨğŪƯƣ΁ňŪ΁
ǐłňĐł΁ȗ͵ƣ΁ƘƛñĐƯňĐğƣ΁ĐŵŪƣňƣƯ΁ñƛğ΁ĎƛŵśğŪ͓΁ñƣ΁ƣłğ΁ƣƯñƯğƣ͔΁ͳ»łğƛğ΁ñƛğ΁ƣŵŨğ΁
ŵƯłğƛ΁ŪñƯƷƛñş΁ƯłňŪĺƣ΁ǖŵƷ΁ŘƷƣƯ΁ĺƛñƣƘ΁ňŪ΁ͦƯłğ΁ƘłǖƣňĐñşͧ΁ƣňƯƷñƯňŵŪƣͳ΁͢ȗ͓΁ŵŪ-
line workshop, March 25, 2021) as her competence of reading body 
language is detached when performing the practice remote.

ÚłğŪ΁ňƯ΁ĐŵŨğƣ΁Ưŵ΁Ưłğ΁ƘƛñĐƯňĐğ΁ŵĹ΁£ğƛĹŵƛŨňŪĺ΁Hňğşėǐŵƛś͓΁ƘłǖƣňĐñş΁ǐŵƛś΁
ƣňƯğƣ΁ŨƷƣƯ΁Ďğ΁ƷŪėğƛƣƯŵŵė΁ñƣ΁ƘłǖƣňĐñş΁ƘƛğƣğŪĐğ΁ ňŪ΁ Ưłğ΁Ȍğşė΁ƷŪėğƛ΁ ňŪ-
ǏğƣƯňĺñƯňŵŪ͓΁ ñŪė΁ ŪŵƯ΁ ňŪ΁ Ưłğ΁ ŵƛĺñŪňǡñƯňŵŪñş΁ ĎƷňşėňŪĺ͒΁ £ƛñĐƯňƯňŵŪğƛ΁¦̑΁ ňƣ΁
ƘğƛĹŵƛŨňŪĺ΁Ȍğşė΁ƯƛňƘƣ΁ñƣ΁ñ΁ƛğĺƷşñƛ΁ƘñƛƯ΁ŵĹ΁łňƣ΁ǐŵƛś΁͢�ƘƘğŪėňǕ΁UŪėňǏňėƷ-
ñş΁ŨñƘƘňŪĺƣͣ΁ñŪė΁łğ΁ğǕƘƛğƣƣğė΁ƯłñƯ΁ ͲàŵƷ΁ĺğƯ΁ñ΁ėňĹĹğƛğŪƯ΁ ƛğşñƯňŵŪƣłňƘ΁
with the customer when you are out in their environment and see each 
ŵƯłğƛͳ΁͢¦͓̑΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̗͓̑΁̒̐̒̑ͣ͒΁�ĐĐŵƛėňŪĺ΁Ưŵ΁łňŨ΁ňƯ΁Ͳ͒͒͒
ƣłŵǐͦƣͧ΁ƯłñƯ΁ǖŵƷ΁ǐñŪƯ΁Ưłňƣ΁ƛğşñƯňŵŪƣłňƘ͒΁ͦ͒͒͒ͧ΁»łğ΁ĹñĐƯ΁ƯłñƯ΁ǖŵƷ΁ƣłŵǐ΁ƷƘ΁
ñƯ΁ Ưłğňƛ΁ ŵĹȌĐğ΁ ñŪė΁ Ưñśğ΁ ǖŵƷƛ΁ ƯňŨğ͒΁ »łğƛğ΁ ňƣ΁ ñ΁ şŵƯ΁ ŵĹ΁ ǏñşƷğ΁ ňŪ΁ ƯłñƯ͒΁ ®ŵ΁
ňƯ΁ ƣłŵƷşė΁Ďğ΁ƘƛňŵƛňƯňǡğė΁ñƣ΁ñ΁ƘłǖƣňĐñş΁ŨğğƯňŪĺͳ΁ ͢¦͓̑΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁
March 17, 2021). Thus, the meaning (showing interest in collaboration) 
ŵĹ΁ƘğƛĹŵƛŨňŪĺ΁Ȍğşė΁ƯƛňƘƣ΁ňƣ΁ñƯ΁łňĺł΁ėŵŨňŪñŪĐğ΁ŵĹ΁łňƣ΁ƘƛñĐƯňĐğ͒΁

sŵǏňŪĺ΁ŵŪ΁Ưŵ΁ƘƛğĹğƛğŪĐğƣ΁ŵŪ΁ƛğŨŵƯğ΁ǐŵƛś΁ƣňƯğƣ͓΁Ưłğ΁ŨñŘŵƛňƯǖ΁ŵĹ΁Ưłğ΁Ƙƛñ-
ctitioners preferred to perform independent work in a remote setting. 
One of the practitioners argued that ”The advantage of a home-based 
ǐŵƛśƘşñĐğ΁ňƣ΁ƯłñƯ͓΁Ĺŵƛ΁Ũğ΁ñƯ΁şğñƣƯ͓΁ňƯ͵ƣ΁ğñƣňğƛ΁Ưŵ΁ňŨŨğƛƣğ΁ŨǖƣğşĹ΁ňŪ΁ƣŵŨğ΁
things and concentrate on some things” (N2, online workshop, March 
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̙͓̒΁̒̐̒̑ͣ͒΁Hŵƛ΁Ưłňƣ΁ƘƛñĐƯňƯňŵŪğƛ΁ňŪėğƘğŪėğŪƯ΁ǐŵƛś΁ǐñƣ΁ĐŵŪƣƯňƯƷƯğė΁Ďǖ΁
the following practices: write notes, write summaries, management of 
ƯňŨğ͓΁ŨñŪñĺğŨğŪƯ΁ ŵĹ΁ ȌŪñŪĐğƣ΁ ñŪė΁ şŵŵśňŪĺ΁ ƯłƛŵƷĺł΁ėŵĐƷŨğŪƯƣ΁ (Ap-
pendix X Individuel mappings).

Figure X: The practice of performing independent work

Although preferring to Perform Independent Work remotely, concerns 
were shared about management of time when he said: ”I think the big-
gest hurdle for people when they sit at home is this about being able to 
ŨñŪñĺğ΁ƯňŨğ͒΁ͦ͒͒͒ͧ΁»łñƯ΁ǖŵƷ΁ñƛğ΁ĹŵĐƷƣğė΁ŵŪ΁ͦǐŵƛśͧ΁ñŪė΁ŪŵƯ΁ŘƷƣƯ΁ƣşňƘƘňŪĺ΁
into everything else” (N2, online workshop, March 29, 2021). Thus, 
work practices performed remotely might interfere with other practices 
performed at home.
PŵǐğǏğƛ͓΁ňŪ΁ƛğĺñƛėƣ΁Ưŵ΁Ưłğ΁ƘƛñĐƯňĐğ΁ŵĹ΁£ğƛĹŵƛŨňŪĺ΁UŪėğƘğŪėğŪƯ΁Úŵƛś͓΁
all practitioners agreed that remote work sites supported better circum-
stances for concentration. This shows that besides a range of different 
practices concerning the performance of independent work, a shared 
meaning (concentration) is circulating among them (ƣğğ΁ȌĺƷƛğ΁ß̔͒̒). 
UŪ΁ñ΁£»΁ƘğƛƣƘğĐƯňǏğ΁Ưłňƣ΁ňşşƷƣƯƛñƯğƣ΁Ưłğ΁Ͳ͖ėňƣƯňŪĐƯňŵŪ΁ĎğƯǐğğŪ΁ğşğŨğŪƯƣ΁
ͪ΁ǐłňĐł΁ĐñŪ΁ñŪė΁ėŵ΁ƯƛñǏğş΁ͪ΁ñŪė΁ƘƛñĐƯňĐğƣ͓΁Ǐňğǐğė΁ñƣ΁ŪğĐğƣƣñƛňşǖ΁şŵĐñşň-
zed, necessarily situated instances of integration (which do not travel)” 
(Shove et al., 2012, p. 39).

Hŵƛ΁Ưłğ΁şñƣƯ΁Ưǐŵ΁ƣłñƛğė΁ƘƛñĐƯňĐğƣ΁͢ň͒ğ͓͒΁�ƯƯğŪėňŪĺ΁UŪƯğƛŪñş΁sğğƯňŪĺƣ΁ñŪė΁
 ŵŨŨƷŪňĐñƯňŪĺ΁HŵƛŨñşşǖͣ΁Ưłğ΁ƘñƛƯňĐňƘñŪƯƣ͵΁ƘƛğĹğƛğŪĐğƣ΁ǐğƛğ΁ėňƣƯƛňĎƷ-
ted equally on the physical and remote work sites (HňĺƷƛğ΁ß̔͒̑). One 
participant argued for remote work sites when Attending Internal Me-
etings because as he said: ”If you have employees on a case that sits in 
ėňĹĹğƛğŪƯ΁ƘşñĐğƣ΁ñŪė΁ǖŵƷ΁łñǏğ΁Ưŵ΁ĹñĐňşňƯñƯğ΁ñ΁ėğƣňĺŪ΁ŨğğƯňŪĺ΁ͦ͒͒͒ͧ΁ƯłğŪ΁ňƯ΁
makes sense to hold these meetings virtually instead of having to spend 
time and energy on meeting physically” (N2, online workshop, March 
29, 2021). On the contrary another participant argues for Attending 
UŪƯğƛŪñş΁sğğƯňŪĺƣ΁ƘłǖƣňĐñşşǖ΁ĎğĐñƷƣğ΁Ͳ�ĹƯğŪ΁ Ưłğ΁ƘłǖƣňĐñş΁ ňƣ΁ Ưłğ΁ŨŵƣƯ΁
ĎğŪğȌĐňñş΁͖ͦͧ͒΁U΁ƯłňŪś΁Ưłğƛğ΁ǐŵƷşė΁Ďğ΁Ũŵƛğ΁ėňñşŵĺƷğ΁ñƯ΁ŵƷƛ΁ŨğğƯňŪĺƣ΁ňĹ΁
everyone were present physically than now where we sit on Teams” 
͢¦͓̓΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁�Ƙƛňş΁̖ ͓΁̒ ̐̒̑ͣ͒΁�Ūė΁ĹƷƛƯłğƛ΁ĐşñňŨƣ΁ƯłñƯ͔΁Ͳuŵǐ΁ǖŵƷ΁
ŵƘƯňŨňǡğ΁ňŪƣƯğñė΁ǐłğƛğ΁ǖŵƷ΁ƣňƯ΁ñŪė΁ĐłğĐś΁ğŨñňşƣ΁ňŪ΁Ưłğ΁ŨğñŪƯňŨğͳ΁͢¦͓̓΁
ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁�Ƙƛňş΁̖͓΁̒̐̒̑ͣ͒΁HŵşşŵǐňŪĺ΁Ưłňƣ΁ƘğƛĐğƘƯňŵŪ͓΁Ưłğ΁ƘƛñĐƯňĐğ΁
of Attending Internal Meetings forms formations through inter-practice 
ƛğşñƯňŵŪƣ΁Ưŵ΁Ưłğ΁ƘƛñĐƯňĐğ΁ŵĹ΁ ŵŨŨƷŪňĐñƯňŪĺ΁HŵƛŨñşşǖ͒΁�ƣ΁Ưłňƣ΁ğǕñŨƘşğ΁
ƣłŵǐƣ͓΁ƘƛñĐƯňĐğƣ΁ĎƷŪėşğ΁ƯŵĺğƯłğƛ͓΁ͲeƷƣƯ΁ñƣ΁ğşğŨğŪƯƣ΁ñƛğ΁şňŪśğė΁ƯŵĺğƯłğƛ΁
Ưŵ΁ ĹŵƛŨ΁ ƛğĐŵĺŪňǡñĎşğ΁ƘƛñĐƯňĐğƣ͓΁ ƣŵ΁ ͦėŵͧ΁ƘƛñĐƯňĐğƣ΁ şňŪś͓΁ŵŪğ΁ Ưŵ΁ñŪŵƯłğƛ͓΁
Ưŵ΁ ĹŵƛŨ΁ĎƷŪėşğƣ΁ñŪė΁ĐŵŨƘşğǕğƣͳ΁ ͢®łŵǏğ΁ğƯ΁ñş͓͒΁̒̐̑̒΁Ƙ͒΁̘̑ͣ͒΁»łğ΁Ưǐŵ΁
different perceptions on Attending Internal Meetings, does furthermore 
ƣłŵǐ΁łŵǐ΁ėňĹĹğƛğŪƯ΁ŨğñŪňŪĺƣ΁ñƛğ΁ĐŵŪƣƯňƯƷƯňŪĺ΁Ưłğ΁ƘƛñĐƯňƯňŵŪğƛƣ͵΁ėňĹĹğ-
rent practices (HňĺƷƛğ΁ß).

Figure X: 
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»ŵ΁ƣƷŨŨñƛňǡğ͓΁ñƣ΁ŵŪğ΁ŵĹ΁Ưłğ΁ƘñƛƯňĐňƘñŪƯƣ΁ƛğĐŵĺŪňǡğė΁Ĺŵƛ΁łğƛƣğşĹ͔΁ͲUƯ΁ėğ-
pends a lot on the task whether I prefer physical or remote” (N1, online 
workshop, March 25, 2021). In order to further understand not only 
their preferences, but the underlying reasons for these preferences, 
ğǕğƛĐňƣğ΁ Ưłƛğğ΁ ͢£ƛŵƣ΁π΁ ŵŪƣͣ΁ŵĹ΁ Ưłğ΁ǐŵƛśƣłŵƘ΁ƣƷƘƘŵƛƯğė΁ ΁ ƛğȍğĐƯňŵŪƣ΁
on the advantages and disadvantages of work practices performed at 
physical and remote work sites (see box X). 

In regards to information gathered on physical work sites, many per-
ceptions were concerned with informal communication. Practitioners 
ŨğŪƯňŵŪğė΁ͳ»łğ΁ňŪĹŵƛŨñş΁Ưñşś΁ǐňƯł΁ĐŵşşğñĺƷğƣ΁ͦ ñƣͧ΁ėğȌŪňƯğşǖ΁ŵŪğ΁ŵĹ΁Ưłŵ-
ƣğ΁ǐłňĐł΁ñƛğ΁ͦñ΁Ƙƛŵͧ΁ŵŪ΁ƘłǖƣňĐñş΁ƘƛğƣğŪĐğͳ΁͢u͓̒΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁
29, 2021). The practice of Informally Communicating was for many in-
separable from the physical work site. Three practitioners associated it 
with the material element of a coffee machine (�ƘƘğŪėňǕ΁̘΁UŪėňǏňėƷñş΁
mappingsͣ͒΁�Ūğ΁ñƛĺƷğė΁ƯłñƯ΁ͳ͖ǐłğŪ΁ǖŵƷ΁ĺŵ΁ŵƷƯ΁Ưŵ΁Ưłğ΁ĐŵĹĹğğ΁ŨñĐłňŪğ΁
͖ͦͧ΁ ǖŵƷ΁ ŘƷƣƯ΁ ĐŵŨğ΁ƘñƣƯ΁ ƣŵŨğŵŪğ΁ ñŪė΁ Ưñşś΁ Ưŵ΁ ƯłğŨ΁ñĎŵƷƯ΁ ƣŵŨğƯłňŪĺ͓΁
ǐłğƛğ΁ňƯ΁ėŵğƣŪ͵Ư΁ĺğƯ΁ƣŵ΁ĹŵƛŨñşͳ΁͢u͓̒΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̙͓̒΁̒̐̒̑ͣ͒΁
The material element of a coffee machine is thereby connecting both 
the practice of making coffee as well as the shared practice of Commu-
nicating Informally (ƣğğ΁ȌĺƷƛğ΁ß̔͒̓).

Figure X: 4.3

Thus working remote practitioners are more likely to detach from the 
ƘƛñĐƯňĐğ΁ŵĹ΁ ŵŨŨƷŪňĐñƯňŪĺ΁UŪĹŵƛŨñşşǖ͒΁�ƣ΁¦̑΁ėğƣĐƛňĎğƣ͓΁ͳ»łğ΁ƛğşñƯňŵŪƣ-
łňƘ΁ǐňƯł΁ǖŵƷƛ΁ĐŵşşğñĺƷğƣ΁ ňƣ΁ Ưłğ΁ŨŵƣƯ΁ ňŨƘŵƛƯñŪƯ΁ ƯłňŪĺ͒΁ ͖ͦͧ΁àŵƷ΁ĐñŪŪŵƯ΁
have a cup of coffee together and talk about something other than 
ǐŵƛśͳ΁͢¦͓̑΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̗͓̑΁̒̐̒̑ͣ͒
This means that the remote work site potentially has the risk of creating 
a detachment to the associating with being social at work (part of the 
meaning for the practice of Communicating Informally). The concept of 
ǐłñƯ΁ ʹĎğňŪĺ΁ƣŵĐňñş͵΁ŨğñŪƣ΁ Ͳ͒͒͒ñƛğ΁ ňŨƘŵƛƯñŪƯ΁ Ĺŵƛ΁ǐłñƯ΁łñƘƘğŪƣ΁ǐłğƛğ͓΁
and hence for the range of practices likely to be reproduced in any one 
ƣƘñĐğͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̘̔ͣ͒΁®łŵǏğ΁ğƯ΁ñş͓΁̒̐̑̒ͣ͢΁ėğƣĐƛňĎğƣ΁łŵǐ΁
ĐşñƣƣňȌĐñƯňŵŪ΁ñŪė΁ñƣƣŵĐňñƯňŵŪ΁ñƛğ΁ňŨƘŵƛƯñŪƯ΁ĹñĐƯŵƛƣ΁Ĺŵƛ΁Ưłğ΁ğşğŨğŪƯ΁ŵĹ΁
meaning to spread and move between practices. In relation to the pra-
ctice of Communicating Informally, it is therefore important how prac-
titioners classify the concept of being social. This is because if it is only 
ñƣƣŵĐňñƯğė΁ǐňƯł΁ƘłǖƣňĐñşşǖ΁ĎğňŪĺ΁ñƯ΁Ưłğ΁ŵĹȌĐğ͓΁ñ΁ĹƷşşǖ΁ƛğŨŵƯğ΁ǐŵƛśňŪĺ΁
model will create a detachment of the meaning, where links are no 
longer being made, making Communicating Informally an ex-practice 
(Shove et al., 2012). It is important to understand how this can have 
ŪğĺñƯňǏğ΁ğĹĹğĐƯƣ΁ŵŪ΁ğŨƘşŵǖğğƣ͵΁ǐğşşͨĎğňŪĺ΁ñƣ΁¦̑΁ƣƯñƯğƣ΁ͲUƯ΁ňƣ΁ňŨƘŵƛƯñŪƯ΁
Ưŵ΁łñǏğ΁ͦƯłğ΁ňŪĹŵƛŨñş΁ĐŵŨŨƷŪňĐñƯňŵŪͧ΁ñƣ΁ƘñƛƯ΁ŵĹ΁ǖŵƷƛ΁ǐŵƛś΁şňĹğ͒΁UŨƘŵƛ-
ƯñŪƯ΁Ĺŵƛ΁ĎŵƯł΁ǐğşşͨĎğňŪĺ΁ñŪė΁śŪŵǐşğėĺğ΁ƣłñƛňŪĺͳ΁͢ ¦͓̑΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁
sñƛĐł΁̗͓̑΁̒̐̒̑ͣ͒΁¦̒΁ñşƣŵ΁ğşñĎŵƛñƯğƣ΁ŵŪ΁łŵǐ΁£ğƛĹŵƛŨňŪĺ΁UŪėğƘğŪėğŪƯ΁
Work remotely is weighted against Communicating Informally by say-
ing:

“When you are doing a task on your own, it is often nice 

with some peace and quiet [...] On the other hand I wouldn’t 

want to work at home every time I needed peace and quiet 

because getting in contact with one’s colleagues, to ask 

a quick question or start a dialogue, outweighs the peace 

and quiet in the end” (R2, online workshop, April 06, 2021)
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On the other hand, the most frequently shared con regarding physical 
work sites is the lack of ability to concentrate. This is for many of the 
practitioners due to interruptions from noise, mails and colleagues in 
the need of sparring or casual conversations. One of our participants 
ñƯ΁Ưłğ΁ǐŵƛśƣłŵƘ΁͢ǐłŵ΁ňƣ΁ñşƣŵ΁ǐŵƛśňŪĺ΁ňŪ΁Ưłğ΁P¦΁ėğƘñƛƯŨğŪƯͣ΁ƣłñƛğė΁
a discovery she once made. Within one and a half hour, she tracked 
łŵǐ΁ŨñŪǖ΁ƯňŨğƣ΁ƣłğ΁ǐñƣ΁ėňƣƛƷƘƯğė΁ñŪė΁ĐŵŪĐşƷėğė΁ƯłñƯ΁ͳ͖ňŪ΁ƯłñƯ΁̑͒̕΁
hour, I had managed to sit with what I was supposed to sit with for 
ƷŪėğƛ΁̑̐΁ŨňŪƷƯğƣͳ΁͢Ȗ͓΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̘͓̑΁̒̐̒̑ͣ͒΁»łňƣ΁ğǕƘğ-
ƛňŨğŪƯ΁ ƣłŵǐƣ΁ łŵǐ΁ ňŪƯğƛƛƷƘƯňŵŪƣ΁ ĐñƷƣğ΁ ňŪğĹȌĐňğŪĐǖ΁ǐłğŪ΁ ƘğƛĹŵƛŨňŪĺ΁
independent work. Such perception is shared by many of the other par-
ticipants, and one argues that it furthermore results in delays because 
Ͳ͖ǐłğŪ΁ǖŵƷ΁ñƛğ΁ƘłǖƣňĐñşşǖ΁ƘƛğƣğŪƯ΁ňŪ΁ñ΁şñƛĺğ΁ŵĹȌĐğ΁ǐłğƛğ΁Ưłğƛğ΁ñƛğ΁̑̐΁
others present, then there is a high probability that you will be distur-
Ďğė΁ėƷƛňŪĺ΁ǖŵƷƛ΁ėñǖ΁͖ͦͧ΁ňƯ΁ƘƷƣłğƣ΁Ưłğ΁ğŪƯňƛğ΁ǐŵƛśşŵñė΁ŵǏğƛ΁Ưłğ΁ĐŵƷƛƣğ΁
ŵĹ΁ñ΁ǐğğśͳ΁͢¦͓̑΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̗͓̑΁̒̐̒̑ͣ͒΁Pğ΁ĹƷƛƯłğƛ΁ñƛĺƷğƣ΁
ƯłñƯ΁Ưłňƣ΁ňƣƣƷğ΁Ͳ͖łñƣ΁ĺŵƯƯğŪ΁ĎğƯƯğƛ΁ǐňƯł΁ƛğŨŵƯğ΁ǐŵƛś͓΁ĎğĐñƷƣğ΁ƯłğŪ΁ǖŵƷ΁
ĐñŪ΁ĐŵŪƯƛŵş΁ǖŵƷƛ΁ŵǐŪ΁ėñǖͳ΁͢¦͓̑΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̗͓̑΁̒̐̒̑ͣ͒΁»łğ΁
disadvantage of the interruptions in physical work sites is thereby re-
versed to an advantage of few interruptions in remote working sites. 
As previously mentioned, the meaning of concentration is highly linked 
to the practice of Performing Independent Work, which now is asso-
ciated with functioning best at remote work sites. During the exercise 
(i.e., Pros and Cons), one of the practitioners stated it as follows: ”What 
I think works freaking well remote, is emails, if I have to make presen-
ƯñƯňŵŪƣ͓΁ͦñŪėͧ΁ňƯ΁ňƣ΁ĐŵŪĐğŪƯƛñƯňŵŪ΁ǐŵƛśͳ΁͢Ȗ͓΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̘͓̑΁
2021). 

Attending Internal Meetings through remote sites has similarly resul-
Ưğė΁ ňŪ΁ĺƛğñƯğƛ΁ ğĹȌĐňğŪĐǖ΁ĎğĐñƷƣğ΁ƘğŵƘşğ΁ ͢ñĐĐŵƛėňŪĺ΁ Ưŵ΁ƘñƛƯňĐňƘñŪƯ΁ Ȗͣ΁
are not showing up late or interrupting by talking about something else 
ňŪ΁Ưłğ΁ĐŵƛŪğƛ΁ŵĹ΁Ưłğ΁ŨğğƯňŪĺ΁ƛŵŵŨ͒΁�ƣ΁ƣłğ΁ƣñǖƣ͔΁Ͳ͖ňƯ΁ėŵğƣ΁ŪŵƯ΁łñƘƘğŪ΁
on teams because then there is no one who can hear anything” (I1, 
ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̘͓̑΁̒̐̒̑ͣ͒΁PŵǐğǏğƛ͓΁ƣŵŨğ΁ ƯłňŪś΁ ňƯ΁ĎğĐŵŨğƣ΁
Ưŵŵ΁ğĹȌĐňğŪƯ΁şğñǏňŪĺ΁Ūŵ΁ƣƘñĐğ΁Ĺŵƛ΁ňŨƘŵƛƯñŪƯ΁śŪŵǐşğėĺğ΁ƣłñƛňŪĺ΁ƯłƛŵƷĺł΁

ňŪĹŵƛŨñş΁ĐŵŨŨƷŪňĐñƯňŵŪ͒΁ ΁gŪŵǐşğėĺğ΁ƣłñƛňŪĺ΁ ňƣ΁ŵŪğ΁ŵĹ΁ Ưłğ΁ŨŵƣƯ΁ėŵ-
ŨňŪñŪƯ΁ėňƣñėǏñŪƯñĺğƣ΁ŵĹ΁ƛğŨŵƯğ΁ǐŵƛś΁ƣňƯğƣ΁ĎğĐñƷƣğ΁ͲUƯ΁ňƣ΁ňŨƘŵƛƯñŪƯ΁Ưŵ΁
be able to look people in the eye so that you have a sense of whether 
͖ͦͧ΁ǐğ΁ ñĺƛğğ΁ ŵŪ΁ Ưłňƣ͒΁ UƯ͵ƣ΁ łñƛė΁ Ưŵ΁ ėŵ΁ėňĺňƯñşşǖͳ΁ ͢¦͓̓΁ ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁
�Ƙƛňş΁̖͓΁̒̐̒̑ͣ͒΁UƯ΁ĐñŪ΁ĹƷƛƯłğƛŨŵƛğ΁Ďğ΁Ͳ͖ėƛñňŪňŪĺ΁ƣňƯƯňŪĺ΁ñŪė΁ƯñşśňŪĺ΁ňŪƯŵ΁
Ưłğ΁ĐŵŨƘƷƯğƛ΁ñşş΁Ưłğ΁ƯňŨğͳ΁͢¦͓̒΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁�Ƙƛňş΁̖͓΁͓̒̐̒̑ͣ΁ƣňŪĐğ΁
the current technological possibilities of working remotely are oriented 
around digital devices such as computers (Section 3.3). These devices 
ñƛğ΁ŨñƯğƛňñş΁ğşğŨğŪƯƣ΁ĐňƛĐƷşñƯňŪĺ΁ñŪė΁şňŪśňŪĺ΁Ưłğ΁ŨñŘŵƛňƯǖ΁ŵĹ΁ƛğŨŵƯğşǖ΁
performed work practices and they play a crucial role in determining 
the constitution of remote work practices.

To summarize, the empirical data gathered through exercise three 
showed how there are pros and cons to both physical and remote work 
sites. Thus, comparing different work sites, shows, in line with PT how 
Ͳ͖ĎƷňşėňŪĺƣ΁ƛğƘƛğƣğŪƯ΁ƣňƯğƣ΁ňŪ΁ǐłňĐł΁ƘƛñĐƯňĐğƣ΁ñƛğ΁ĐŵŪƯñňŪğė͓΁ƣğƘñͨƛñ-
Ưğė΁ñŪė΁ĐŵŨĎňŪğėͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̘̔ͣ͒΁
Information from both exercise two and three shows how practices 
from the individual mappings constitute complexities of practices de-
ƘğŪėğŪƯ΁ŵŪ΁ğñĐł΁ŵƯłğƛ͒΁�şƯłŵƷĺł΁ƣłñƛğė΁ƘƛñĐƯňĐğƣ΁ñƛğ΁ňėğŪƯňȌğė΁ñŨŵŪĺ΁
practitioners working within advising engineering organizations, when 
unfolded complexities of individually carried practices occur. This un-
derlines the necessity of moving towards more individualized work mo-
dels that supports the different preferences and needs of employees.

̔͒̔͒̑΁HşğǕňĎşğ΁Úŵƛś΁sŵėğşƣ

As mentioned in section 4.2, the three organizations (in which the par-
ƯňĐňƘñŪƯƣ΁ǐŵƛśͣ΁ñşƛğñėǖ΁ŵĹĹğƛ΁ƣŵŨğ΁ğǕƯğŪƯ΁ŵĹ΁ȍğǕňĎşğ΁ǐŵƛś΁Ũŵėğşƣ͒΁uŵŪğ΁
of the employees participating in our workshops was working remotely 
ŵŪ΁ñ΁ƛğĺƷşñƛ΁Ďñƣňƣ΁Ƙƛňŵƛ΁Ưŵ΁ �ÙU'̙ͨ̑͒΁PŵǐğǏğƛ͓΁ƣŵŨğ΁ŵĹ΁ƯłğŨ΁ĎğŪğȌƯ-
Ưğė΁ĹƛŵŨ΁ȍğǕňĎşğ΁ƯňŨğ΁ƣĐłğėƷşğƣ͒΁£ñƛƯňĐňƘñŪƯ΁Ȗ΁ňƣ΁ǐŵƛśňŪĺ΁ȍğǕƯňŨğ΁ñŪė΁
explains: ”I am employed where I register my time and then I can come 
ñŪė΁ĺŵ΁ƣŵŵŪğƛ΁ŵƛ΁şñƯğƛ΁͖ͦͧ΁ñŪė΁ňƯ΁ǐŵƛśƣ΁ƚƷňƯğ΁ǐğşşͳ΁͢Ȗ͓΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁
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sñƛĐł΁̘͓̑΁̒̐̒̑ͣ͒΁Hŵƛ΁łğƛ΁ƘğƛƣŵŪñşşǖ΁ƣłğ΁ƘƛğĹğƛƛğė΁Ưŵ΁ƘğƛĹŵƛŨ΁ňŪėğƘğŪ-
ėğŪƯ΁ǐŵƛś΁ėƷƛňŪĺ΁Ưłğ΁ğǏğŪňŪĺ΁ĎğĐñƷƣğ΁Ͳ͖ƯłñƯ͵ƣ΁ǐłğƛğ΁ͦ ƣłğͧ΁ƯłňŪśƣ΁ĎğƣƯͳ΁
͢Ȗ͓΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̘͓̑΁͓̒̐̒̑ͣ΁ñŪė΁ƯłñƯ΁ňƣ΁ñşƣŵ΁ǐłǖ΁ƣłğ΁şňśğƣ΁
Ưłğ΁ĐŵŨƘñŪǖ͵ƣ΁ĐŵŪĐğƘƯ΁ŵĹ΁͵Ĺƛğğ΁ŵĹ΁ƯňŨğ΁ñŪė΁ƘşñĐğ͵΁͢ƣğğ΁ƣğĐƯňŵŪ΁̔͒̒ͣ͒΁Pğƛ΁
ƘğƛĐğƘƯňŵŪ΁ ňƣ΁ ĹƷƛƯłğƛŨŵƛğ͓΁ ƯłñƯ΁ Ưłğƣğ΁ȍğǕňĎşğ΁ǐŵƛś΁Ũŵėğşƣ΁ƣƷƘƘŵƛƯ΁ñ΁
ĺƛğñƯ΁ ĹŵƷŪėñƯňŵŪ΁ Ĺŵƛ΁ ƛğŨŵƯğ΁ǐŵƛś΁Ďǖ΁ ƣƯñƯňŪĺ΁ ƯłñƯ΁ ͲÚğ΁łñǏğ΁łñė΁ Ưłňƣ΁
ƘƛňŪĐňƘşğ΁ŵĹ΁͵Ĺƛğğ΁ŵĹ΁ƯňŨğ΁ñŪė΁ƘşñĐğ͵΁ñŪė΁ňƯ΁łñƣ΁łğşƘğė΁Ʒƣ΁ėƷƛňŪĺ΁ĐŵƛŵŪñ΁
because we could switch immediately where we went digital overnight. 
®ŵ΁ǐğ΁ŘƷƣƯ΁ĐŵŪƯňŪƷğė΁ǐłñƯ΁ǐğ΁ǐğƛğ΁ėŵňŪĺ΁ŵŪ΁sñƛĐł΁̑ ͓̒΁̒ ̐̒̐΁ͦ ƛğĹğƛƛňŪĺ΁
Ưŵ΁Ưłğ΁ȌƛƣƯ΁ėñǖ΁ŵĹ΁Ưłğ΁ėñŪňƣł΁ �ÙU'̙ͨ̑΁şŵĐśėŵǐŪ΁͢®ğĐƯňŵŪ΁̓͒̓͒̑΁»łğ΁
 �ÙU'̙ͨ̑΁£ñŪėğŨňĐ΁ñƣ΁ñ΁ÚňŪėŵǐͨŵĹͨŵƘƘŵƛƯƷŪňƯǖͣͧͳ΁͢Ȗ͓΁ŵŪşňŪğ΁ǐŵƛśƣ-
łŵƘ͓΁sñƛĐł΁̘͓̑΁̒̐̒̑ͣ͒΁�ŪŵƯłğƛ΁ƘñƛƯňĐňƘñŪƯ΁ǐŵƛśňŪĺ΁ňŪ΁ŵƛĺñŪňǡñƯňŵŪ΁¦͓΁
shares how they during the lockdown have not been restricted to being 
ñǏñňşñĎşğ΁ňŪ΁Ưłğ΁ƣñŨğ΁łŵƷƛƣ΁ñƣ΁Ưłğ΁ŵşė΁̘ͨłŵƷƛ΁ǐŵƛś΁ėňǏňƣňŵŪ΁ğŪƯñňşƣ΁͢ƣğğ΁
ƣğĐƯňŵŪ΁̓͒̓ͣ͒΁Pğ΁ƣñǖƣ΁ƯłñƯ΁Ͳ»łğƛğ΁ñƛğ΁ƣŵŨğ΁ĐŵşşğñĺƷğƣ΁ǐłŵ΁ǐŵƛś΁ƷŪƯňş΁
ėňŪŪğƛ΁ñŪė΁ƯłğŪ΁ǐŵƛś΁ñĺñňŪ΁şñƯğ΁ňŪ΁Ưłğ΁ğǏğŪňŪĺ΁ñŪė΁ȌŪňƣł΁Ưłğ΁ƛğƣƯ͒΁�Ūė΁
ƯłñƯ͵ƣ΁ ŘƷƣƯ΁ȌŪğ͒΁®ŵ΁ǖŵƷ΁ñƛğ΁ŪŵƯ΁ĐŵŪƯƛŵşşğė΁Ďǖ΁Ưłğ΁̘̖ͨ̑΁ǐŵƛśňŪĺ΁ǐğğśͳ΁
͢¦͓̑΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̗͓̑΁̒̐̒̑ͣ͒΁�ƣ΁ğñƛşňğƛ΁ŨğŪƯňŵŪğė΁ňŪ΁ƣğĐƯňŵŪ΁
3.3 Society of Today, the time division of the collective work model has 
ĎğğŪ΁ ƣƯñĎňşňǡğė΁ Ĺŵƛ΁Ũŵƛğ΁ ƯłñŪ΁ñ΁ ĐğŪƯƷƛǖ͒΁PğŪĐğ͓΁ǐŵƛś΁ƘƛñĐƯňĐğƣ΁łñǏğ΁
become dependent on each other through synchronization of practices, 
ñŪė΁ƣŵ΁ñƛğ΁Đñƛƛňğƛƣ΁ŵĹ΁Ưłŵƣğ΁ƘƛñĐƯňĐğƣ͒΁PŵǐğǏğƛ͓΁łňƣ΁ğǕƘğƛňğŪĐğ΁ňƣ΁ƯłñƯ΁
Ͳ ƷƣƯŵŨğƛƣ΁ėŵ΁ŪŵƯ΁ğǕƘğĐƯ΁ŵŪğ΁Ưŵ΁ǐŵƛś΁ňŪ΁Ưłğ΁ƣñŨğ΁ǐñǖ΁ñƣ΁ĎğĹŵƛğͳ΁͢¦͓̑΁
online workshop, March 17, 2021). 

»łğƣğ΁ğǕƘğƛňğŪĐğƣ΁ǐňƯł΁Ũŵƛğ΁ȍğǕňĎşğ΁ǐŵƛś΁Ũŵėğşƣ΁ƣłŵǐ΁Ưłğ΁ñėǏñŪƯñ-
ĺğƣ΁ŵĹ΁ėňǏğƛƣğ΁ŨğğƯňŪĺ΁ƯňŨğƣ͓΁łŵǐğǏğƛ΁ŪŵŪğ΁ŵĹ΁ƯłğŨ΁ñƛğ΁ǐŵƛśňŪĺ΁ȍğǕň-
ble in the sense of diverse work sites. Therefore, for the fourth exerci-
se participants were asked to consider how many days they preferred 
to work in physical and remote work sites, when there are no longer 
ƛğƣƯƛňĐƯňŵŪƣ΁ƯłñƯ΁ĹŵƛĐğ΁ƯłğŨ΁Ưŵ΁ǐŵƛś΁ƛğŨŵƯğşǖ͒΁¦ğĺñƛėşğƣƣ΁ŵĹ΁Ưłğ΁Ƙƛňŵƛ΁
mentioned preferences in regard to work performed on physical and 
remote work sites and the related pros and cons, all participants prefer-
ƛğė΁ñ΁ȍğǕňĎşğ΁Ũŵėğş΁ǐŵƛśňŪĺ΁̒ ͨ̓΁ėñǖƣ΁ňŪ΁Ưłğ΁ŵĹȌĐğ΁ñŪė΁̒ ͨ̓΁ėñǖƣ΁ƛğŨŵƯğ΁
(ƣğğ΁ȌĺƷƛğ΁ß).

Figure X: Barometer

�Ūğ΁ƘƛğĹğƛƛğė΁Ưŵ΁ƘłǖƣňĐñşşǖ΁ñƯƯğŪė΁ŨğğƯňŪĺƣ͓΁łŵǐğǏğƛ΁ƣñňė΁ƯłñƯ΁Ͳ»łğ΁
meetings you have to go through for a week take about two days in to-
tal. Then there are also some things in between that last a day and two 
ėñǖƣ΁ǐłğƛğ΁ǖŵƷ΁ĐñŪ΁ƣňƯ΁ñŪǖǐłğƛğ΁ňŪ΁Ưłğ΁ǐŵƛşėͳ΁͢¦͓̑΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁
March 17, 2021). Another participant who even leaned much towards 
ƘłǖƣňĐñş΁ǐŵƛś΁ƣňƯğƣ͓΁ğǕƘƛğƣƣğė΁ƯłñƯ΁ƣłğ΁ňƣ΁ͳ͖ŪŵƯ΁ƣŵƛƛǖ΁ƯłñƯ΁ňƯ΁ňƣ΁ŵŪşňŪğ͓΁
ĎƷƯ΁ͦƣłğ΁ňƣͧ΁ƣŵƛƛǖ΁łŵǐ΁ŨƷĐł΁ňƯ΁łñƣ΁ĎğĐŵŨğͳ΁͢U͓̒΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁
̘͓̑΁̒̐̒̑ͣ΁ñŪė΁ƯłƷƣ΁ƘƛğĹğƛƣ΁ñ΁ȍğǕňĎşğ΁ƣŵşƷƯňŵŪ͒΁�ŪŵƯłğƛ΁ŵŪğ΁ƘŵňŪƯƣ΁Ưŵ΁
Ưłğ΁ėňǏğƛƣňƯǖ΁ňŪ΁ǐŵƛś΁Ưñƣśƣ΁ñŪė΁łğŪĐğ΁Ưłğ΁Ūğğė΁Ĺŵƛ΁ñėñƘƯňŪĺ͒΁Pğ΁ƣñǖƣ΁ͲUƯ΁
would be a little different from week to week what tasks there are. It 
could very well be that there is a period where you sit at home most of 
Ưłğ΁ƯňŨğ͒΁�Ūė΁ƯłğŪ΁ŨñǖĎğ΁ƣŵŨğ΁ŵƯłğƛ΁Ƙğƛňŵėƣ͓΁ňƯ΁ŘƷƣƯ΁ȌƯƣ΁ĎğƯƯğƛ΁ƯłñƯ΁ǖŵƷ΁
ƣňƯ΁Ũŵƛğ΁ňŪ΁Ưłğ΁ŵĹȌĐğͳ΁͢u͓̒΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̙͓̒΁̒̐̒̑ͣ͒΁»łƷƣ͓΁ñ΁
Ũŵėğş΁ŨƷƣƯ΁Ďğ΁ȍğǕňĎşğ΁ğŪŵƷĺł΁Ưŵ΁ñėñƘƯ΁ĹƛŵŨ΁ǐğğś΁Ưŵ΁ǐğğś͒΁®ƷŨŨñ-
rizing on data gathered from the online workshops, we have seen that 
each participant has individual meanings, competences and perhaps 
materials in regard to working in either physical or remote work sites. 
PğŪĐğ΁ñ΁ƣƷƣƯñňŪñĎşğ΁ǐŵƛś΁Ũŵėğş΁ŨƷƣƯ΁ñĐĐŵŨŨŵėñƯğ΁ňŪėňǏňėƷñş΁ƘƛñĐ-
tices in order to be both economic, social and environmentally sustai-
nable.
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4.5 Identifying Breakdowns

UŪ΁ŵƛėğƛ΁Ưŵ΁ĐƛğñƯğ΁ñ΁ȍğǕňĎşğ΁ǐŵƛś΁Ũŵėğş΁Ĺŵƛ΁ňŪėňǏňėƷñş΁ƘƛñĐƯňĐğƣ΁Đñƛƛňğė΁
out in both physical and remote work sites, we aimed to identify poten-
tial related breakdowns. Based on the individual mappings we used 
statements expressed by the practitioners through the four exercises 
of the workshop, to identify breakdowns within the seven shared pra-
ctices (�ƘƘğŪėňǕ΁̘΁ UŪėňǏňėƷñş΁ŨñƘƘňŪĺƣ). Since everyone preferred a 
combination of work performed in physical and remote work sites, we 
wished to map breakdowns of both. A total of 20 breakdowns were 
ňėğŪƯňȌğė΁ƛğĺñƛėňŪĺ΁ƘłǖƣňĐñş΁ǐŵƛś΁ƣňƯğƣ΁ñŪė΁̖̑΁ƛğĺñƛėňŪĺ΁ƛğŨŵƯğ΁ǐŵƛś΁
sites. According to our analysis, many breakdowns appear to concern 
remote work sites because practices are in the process of re-formation, 
where links between elements of materials, meaning and competences 
have not yet been normalized. 
Hŵƛ΁ Ưłğ΁ ƣñśğ΁ŵĹ΁ ĐşñƛňƯǖ͓΁ǐğ΁Ʒƣğė΁ Ưłğ΁ŨğƯłŵėŵşŵĺǖ΁ŵĹ΁ ñ΁ ȌƣłĎŵŪğ΁ėňñ-
ĺƛñŨ΁͢ƣğĐƯňŵŪ΁̒͒̒͒̔΁HňƣłĎŵŪğ΁'ňñĺƛñŨͣ͒΁»ǐŵ΁ėňñĺƛñŨƣ΁ǐğƛğ΁Ũñėğ΁Ưŵ΁
investigate the breakdowns causing an unsustainable work practice 
remote and physical. Information shared by practitioners through the 
online workshops were summarized into bullet points under each of 
the seven shared practices, as aspects causing an unsustainable work 
ƘƛñĐƯňĐğ͒΁»łğƣğ΁ñƛğ΁ňėğŪƯňȌğė΁ñƣ΁ƣƷĎͨĐñƷƣğƣ΁ñŪė΁ƛğƘƛğƣğŪƯ΁ƣğǏğƛñş΁Ďƛğ-
akdowns related to individual practices. Thus, it must not be seen as 
a checklist for solving unsustainable work practices for everyone. The 
ñňŨ΁ňƣ΁ňŪƣƯğñė΁Ưŵ΁Ʒƣğ΁Ưłğ΁ĐŵŪƯğǕƯ΁ƣƘğĐňȌĐ΁śŪŵǐşğėĺğ΁ŵĹ΁ğñĐł΁ňŪėňǏňėƷñş΁
practice to bring light to a diverse spectrum of potential breakdowns in 
ŵƛėğƛ΁Ưŵ΁ėğƣňĺŪ΁ñ΁ĹƛñŨğǐŵƛś΁Ĺŵƛ΁ñ΁ǐŵƛś΁Ũŵėğş΁ƯłñƯ΁ňƣ΁ȍğǕňĎşğ΁ğŪŵƷĺł΁Ưŵ΁
accommodate individual needs.
In regards to remote work sites breakdowns were found in all of the 
ƣğǏğŪ΁ƣłñƛğė΁ƘƛñĐƯňĐğƣ΁ñŪė΁ƛğƘƛğƣğŪƯğė΁Ưłğ΁ŨñňŪ΁ĐñƷƣğƣ΁ňŪ΁Ưłğ΁ȌƣłĎŵ-
ne diagram shown on ȌĺƷƛğ΁ß. As recognized in section 4.4, many cons 
were concerned around Communicating Informally at remote work 
sites and through mappings of breakdowns we even discovered that 
Ũŵƛğ΁ƯłñŪ΁ñ΁Ưłňƛė΁ŵĹ΁Ưłğ΁ƯŵƯñş΁ŪƷŨĎğƛ΁ŵĹ΁ňėğŪƯňȌğė΁ĎƛğñśėŵǐŪƣ΁ƛğŨŵƯğ͓΁

is related to Communicating Informally (Appendix 7 Quote mapping). 
As mentioned in section 4.4 it is furthermore recognized how the mea-
ning might detach and the practice of Communicating Informally might 
become an ex-practice, if the meaning of being social shows insepa-
ƛñĎşğ΁ĹƛŵŨ΁Ưłğ΁ƘłǖƣňĐñş΁ǐŵƛś΁ƣňƯğ͒΁PğŪĐğ͓΁Ưłğ΁ƘƛñĐƯňĐğ΁ĎğĐŵŨğƣ΁ŵŪğ΁ŵĹ΁
the root causes affecting an unsustainable work practice within remote 
work sites (ȌĺƷƛğ΁ßͣ͒

Figure X: Fishbone, Remote

¦ğĺñƛėňŪĺ΁ ǐŵƛś΁ ƘƛñĐƯňĐğƣ΁ ƘğƛĹŵƛŨğė΁ ňŪ΁ ƘłǖƣňĐñş΁ ƣňƯğƣ͓΁ ĎƛğñśėŵǐŪƣ΁
ǐğƛğ΁ŵŪşǖ΁ňėğŪƯňȌğė΁ǐňƯłňŪ΁ĹŵƷƛ΁ŵĹ΁Ưłğ΁ƣłñƛğė΁ƘƛñĐƯňĐğƣ΁ñƣ΁ňşşƷƣƯƛñƯğė΁ňŪ΁
Ưłğ΁ȌƣłĎŵŪğ΁ėňñĺƛñŨ΁͢HňĺƷƛğ΁ßͣ͒΁»łğ΁ŨñƘƘňŪĺ΁ŵĹ΁ĎƛğñśėŵǐŪƣ΁ƣłŵǐƣ΁
ƯłñƯ΁Ũŵƛğ΁ƯłñŪ΁łñşĹ΁ŵĹ΁Ưłğ΁ňėğŪƯňȌğė΁ĎƛğñśėŵǐŪƣ΁ñƛğ΁ƛğşñƯğė΁Ưŵ΁£ğƛĹŵƛ-
ming Independent Work (Appendix 7 Quote mapping), which makes it 
a root-cause on the physical work site. The element of meaning was 
in section 4.4 recognized as concentration when working remotely. On 
the contrary it is the practice of Performing Independent Work in phy-
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sical sites highly associated with the meaning element of regular in-
terruptions. The meaning element of the practice is thus what causes 
the unsustainable work practice, when performed physical. In general, 
ĎƛğñśėŵǐŪƣ΁ŵŪ΁Ưłğ΁ƘłǖƣňĐñş΁ƣňƯğ΁ǐğƛğ΁ňėğŪƯňȌğė΁Ďǖ΁Ưłğ΁ƘñƛƯňĐňƘñŪƯ΁ñĹƯğƛ΁
they experienced how practices could be performed in new sites, which 
ñĐĐğşğƛñƯğė΁Ưłğ΁ŵŪĺŵňŪĺ΁ĐŵŪȌĺƷƛñƯňŵŪƣ͓΁ƯłñƯ΁Ͳ͖ƘƛñĐƯňĐğƣ΁ñƛğ΁ñşǐñǖƣ΁ňŪ΁
the process of formation, re-formation and de-formation” (Shove et al., 
2012, p. 44).

Figure X: Fishbone, physical

»łğ΁ŨğƯłŵė΁ŵĹ΁ñ΁ȌƣłĎŵŪğ΁ėňñĺƛñŨ΁ƘƛŵǏňėğė΁ñŪ΁ŵǏğƛǏňğǐ΁ŵĹ΁Ưłğ΁Ďƛğ-
akdowns causing unsustainable work practices within the two sites. 
Accordingly, it is a method used to break down problems into causes 
ňŪ΁ŵƛėğƛ΁Ưŵ΁Ũñśğ΁ñĐƯňŵŪñĎşğ΁ƯñƛĺğƯƣ΁͢�͵'ŵŪŵłƷğ΁π΁sñƛñĺñśňƣ͓΁̖͓̒̐̑ͣ΁
which will serve as a core foundation for the conceptualization in sec-
tion XX.

4.6 Sub-conclusion

As our analysis shows, lockdown during COVID-19 (section 3.3.1) has 
opened opportunities for conducting work at new sites and made both 
ğŨƘşŵǖğƛƣ΁ñŪė΁ğŨƘşŵǖğğƣ΁ƛğȍğĐƯ΁ŵŪ΁Ưłğňƛ΁ĐƷƛƛğŪƯ΁ǐŵƛś΁Ũŵėğş͒
�ñƣğė΁ŵŪ΁̔΁ňŪƯğƛǏňğǐƣ΁ǐňƯł΁ğŨƘşŵǖğƛƣ΁ŵĹ΁ŵƛĺñŪňǡñƯňŵŪƣ΁u͓΁U΁ñŪė΁¦͓΁ŵƷƛ΁
analysis shows that organizations are willing to support new practices 
ŵĹ΁ǐŵƛśňŪĺ΁ƛğŨŵƯğşǖ͒΁PŵǐğǏğƛ͓΁ƘŵşňĐňğƣ΁ğŪƣƷƛňŪĺ΁Ưłğ΁ƛňĺłƯ΁ĐňƛĐƷŨƣƯñŪ-
ces are required by the employers in order to meet the requirements of 
the work environment legislation as well as to ensure productivity and 
well-being among employees.
HƛŵŨ΁ Ưłğ΁ ƘğƛƣƘğĐƯňǏğ΁ ŵĹ΁ ğŨƘşŵǖğğƣ͓΁ ŵƷƛ΁ ñŪñşǖƣňƣ΁ ŵĹ΁ Ưłğ΁ ȌǏğ΁ ŵŪşňŪğ΁
ǐŵƛśƣłŵƘƣ΁ƣłŵǐƣ΁ƯłñƯ΁ğŨƘşŵǖğğƣ΁ėğƣňƛğ΁Ũŵƛğ΁ȍğǕňĎşğ΁ǐŵƛś΁ƣĐłğėƷşğƣ΁
ǐŵƛśňŪĺ΁ƘñƛƯ΁ƯňŨğ΁ňŪ΁Ưłğ΁ŵĹȌĐğ΁ñŪė΁ƘñƛƯ΁ƯňŨğ΁ƛğŨŵƯğ͒΁HƷƛƯłğƛŨŵƛğ͓΁ǐğ΁
łñǏğ΁ňėğŪƯňȌğė΁ƯłñƯ΁ğŨƘşŵǖğğƣ΁łñǏğ΁ĐŵŨƘşğǕğƣ΁ŵĹ΁ƣğğŨňŪĺşǖ΁ňŪėňǏňėƷñş΁
practices constituted by the three elements of materials, meaning and 
competences. These elements not only exist in relation to the carrier 
but travel and circulate among practices carried by other practitioners. 
Úŵƛś΁ƘƛñĐƯňĐğƣ΁ñƛğ΁ƯłƷƣ΁ĐŵŨƘşğǕ΁ĐŵŪȌĺƷƛñƯňŵŪƣ΁ŵĹ΁ƘƛñĐƯňĐğƣ͒΁PŵǐğǏğƛ͓΁
among the practitioners of this analysis, we have been able to identify 
seven shared practices, representing the complex practices connected 
to working within advising engineering organizations. 
HƷƛƯłğƛŨŵƛğ͓΁ŵƷƛ΁ñŪñşǖƣňƣ΁ƣłŵǐƣ΁ƯłñƯ΁ƛğͨşŵĐñƯňŪĺ΁ƘƛñĐƯňĐğƣ΁ĹƛŵŨ΁Ƙłǖƣň-
cal to remote work sites causes changes in one or more of the elements. 
This is the process of re-formation which continuously links elements 
ŵĹ΁ñ΁ƘƛñĐƯňĐğ΁ƯŵĺğƯłğƛ͒΁PŵǐğǏğƛ͓΁ňƯ΁łñƣ΁ñşƣŵ΁ĎğğŪ΁ňėğŪƯňȌğė΁ƯłñƯ΁ƣŵŨğ΁
elements might detach and cause a de-formation of the whole practice, 
which then lead to them becoming an ex-practice. The practice of Com-
municating Informally has been recognized at risk of this de-formation. 
The site within which the practice is performed is thereby crucial for 
the constitution of the practice. In the aim of designing a framework 
Ĺŵƛ΁ȍğǕňĎşğ΁ǐŵƛś΁Ũŵėğşƣ΁ƣƷƘƘŵƛƯňŪĺ΁Ưłğ΁Ūğğėƣ΁ŵĹ΁ňŪėňǏňėƷñşƣ͓΁ǐğ΁łñǏğ΁
ƯłƛŵƷĺł΁Ưłňƣ΁ñŪñşǖƣňƣ΁ňėğŪƯňȌğė΁Ưłğ΁ĹŵşşŵǐňŪĺ΁ĐƛňƯğƛňñ͒΁
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»łƷƣ͓΁ñ΁Ũŵėğş΁ŨƷƣƯ΁Ďğ΁ȍğǕňĎşğ΁ğŪŵƷĺł΁Ưŵ΁ñėñƘƯ΁ĹƛŵŨ΁ǐğğś΁Ưŵ΁ǐğğś͒
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This chapter serves as an elaboration of the solution space in which we are located. As explained in section 4.5 Identifying Breakdowns we 
ňėğŪƯňȌğė΁̘̑΁ėňĹĹğƛğŪƯ΁ĎƛğñśėŵǐŪƣ͓΁ñşş΁ňŪ΁ƛğşñƯňŵŪ΁Ưŵ΁Ưłğ΁ƣğǏğŪ΁ƣłñƛğė΁ƘƛñĐƯňĐğƣ΁ǐłňĐł΁ǐğ΁ğşñĎŵƛñƯğė΁ŵŪ΁ňŪ΁ƣğĐƯňŵŪ΁̔͒̓΁UėğŪƯňȌĐñƯňŵŪ΁ŵĹ΁ƣłñƛğė΁
breakdown. We furthermore saw how there was an overweight of breakdowns towards remote work and we therefore found it necessary to 
explore the full potential of working remotely. In order to do so we decided to create different design solutions accommodating these break-
downs, which will be explained in this chapter. The intent was for the design solutions to be used as directories for actors of leading roles in 
each of the three advisoring engineering organizations. And thus, establish a dialogue with the aim of giving us insights to what is and what is 
ŪŵƯ΁ƘŵƣƣňĎşğ΁ǐňƯłňŪ΁Ưłğ΁ĹƛñŨğƣ΁ŵĹ΁ğñĐł΁ŵƛĺñŪňǡñƯňŵŪ΁͢ƣğĐƯňŵŪ΁͒̑͒̑̕΁»łğ΁�ƛĺñŪňǡñƯňŵŪƣ͵΁�ĐƯňŵŪƣ΁Ưŵ΁�ĐĐŵŨŨŵėñƯğ΁�ƛğñśėŵǐŪƣͣ͒΁Úğ΁ǐñŪƯğė΁Ưŵ΁ėŵ΁
ƣŵ͓΁ňŪ΁ŵƛėğƛ΁Ưŵ΁Ďğ΁ĎğƯƯğƛ΁ğƚƷňƘƘğė΁Ĺŵƛ΁ĐŵŨƘñƛňŪĺ΁Ưłğ΁ƘłǖƣňĐñş΁ǐŵƛś΁ƣňƯğ΁ǐňƯł΁Ưłğ΁ƛğŨŵƯğ΁ǐŵƛś΁ƣňƯğ΁ňŪ΁ƛğşñƯňŵŪ΁Ưŵ΁ĐƛğñƯňŪĺ΁ñ΁ĹƛñŨğǐŵƛś΁Ĺŵƛ΁ȍğǕňĎşğ΁
work models (cf. our research question). The chapter ends in a design criterias for the framework.
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5.1 Generating Concept Proposals 

In order to create the design solutions accommodating the break-
downs, we needed to look at the individual practices of our seven pra-
ctitioners. As explained in section 4.4 Work Practices of Practitioners, 
each practitioner has a set of their own individual practices connected 
to each of the shared practices. During an elaborative brainstorm, we 
created multiple different design solutions for the individual practices in 
connection to the shared practices, aiming to accommodate the bre-
akdowns of working remotely. These were then placed in either of the 
Ưǐŵ΁ĐñƯğĺŵƛňğƣ͔΁¦ñėňĐñşşǖ΁'ňĹĹğƛğŪƯ΁ŵƛ΁UŪĐƛğŨğŪƯñş΁ łñŪĺğ΁͢ȌĺƷƛğ΁ßͣ͒΁
¦ñėňĐñşşǖ΁ėňĹĹğƛğŪƯ͓΁ƛğĹğƛƣ΁Ưŵ΁ėğƣňĺŪ΁ƣŵşƷƯňŵŪƣ΁ǐłňĐł΁ƛğƚƷňƛğ΁Ũŵƛğ΁͢ƯłñŪ΁
the second category), either when it comes to money, technological 
improvements or resources from the organizations. These are so-called 
ͲŵƷƯ΁ŵĹ΁Ưłğ΁ĎŵǕͳͨƣŵşƷƯňŵŪƣ͒΁»łğ΁ėğƣňĺŪ΁ƣŵşƷƯňŵŪƣ΁ĐñƯğĺŵƛňǡğė΁ñƣ΁ňŪĐƛğ-
mental changes are implementable more or less right away, requiring 
very little from the organizations. These are based on well-known con-
cepts or ideas, typically something the employers of our target group 
are already acquainted with.

Figure X: Example of the design solutions for accommodating the breakdowns associated 

with the practice of Attending External Meetings.

�ƣ΁ǐğ΁ǐñŪƯğė΁Ưłğ΁ėğƣňĺŪ΁ƣŵşƷƯňŵŪƣ΁Ưŵ΁ǐŵƛś΁ñƣ΁ŨğėňñƯňŪĺ΁ŵĎŘğĐƯƣ͓΁ñŪė΁
thereby provide us the possibility to investigate the boundaries for our 
desired framework. We recognized that discussing all 112 design solu-
tions would become too comprehensive (to see all 112 and their conne-
ctions to the seven shared practices see appendix 10 Design Solutions).

�ƣ΁ ƣƯñƯğė΁ ňŪ΁ ƣğĐƯňŵŪ΁ ̒͒̑΁ »łğŵƛğƯňĐñş΁ HƛñŨğǐŵƛś͔΁ £ƛñĐƯňĐğ΁ »łğŵƛǖ΁ ňƯ΁ ňƣ΁
important to characterize the linkage between practices when descri-
ĎňŪĺ΁Ưłğňƛ΁ƛğşñƯňŵŪƣ͒΁�Ūė΁ĎğĐñƷƣğ΁Ͳ͒͒͒ƘƛñĐƯňĐğƣ΁ñƛğ΁ƘƛŵǏňƣňŵŪñşşǖ΁şňŪśğė΁Ďǖ΁
Ưňğƣ΁ŵĹ΁ĐŵͨğǕňƣƯğŪĐğ΁ŵƛ΁ĐŵͨėğƘğŪėğŪĐğͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̘͓̓ͣ΁ǐğ΁
can identify if the seven shared practices are linked to each other. These 
ĐŵŪŪğĐƯňŵŪƣ΁ĐñŪ΁Ďğ΁Ǐğƛǖ΁ŵĎǏňŵƷƣ΁Ưŵ΁Ưłğ΁ƘƛñĐƯňƯňŵŪğƛƣ͓΁ĎƷƯ΁Ưłğǖ΁ñƛğŪ͵Ư΁Ūğ-
cessarily. They can therefore be hard to recognize and thereby change 
(Shove et al., 2012). Assessing the three shared practices: Attending In-
ƯğƛŪñş΁sğğƯňŪĺƣ͓΁ ŵŨŨƷŪňĐñƯňŪĺ΁HŵƛŨñşşǖ΁ñŪė΁»ñśňŪĺ΁£ñƛƯ΁ňŪ΁»ğñŨǐŵƛś͓΁
the following statements (from employees in the three organizations we 
have talked to), show how the practices interlink through the material 
ğşğŨğŪƯ΁ŵĹ΁Ưłğ΁ĐŵŨƘƷƯğƛ΁͢ȌĺƷƛğ΁ßͣ͒΁0ŨƘşŵǖğğƣ΁ňŪ΁ŵƛĺñŪňǡñƯňŵŪ΁¦΁ƣƯñƯğƣ΁
łŵǐ΁Ͳ�ğĹŵƛğ΁ͦƛğė͒΁ �ÙU'̙ͨ̑ͧ΁ňŪƯğƛŪñş΁ŨğğƯňŪĺƣ΁ǐğƛğ΁ƘłǖƣňĐñş͓΁ĎƷƯ΁Ūŵǐ΁
ͦƯłğǖͧ΁ėŵ΁ňƯ΁ƯłƛŵƷĺł΁ƯğñŨƣͳ΁͢¦͓̑΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̗͓̑΁̒̐̒̑ͣ΁ñŪė΁
Ͳ͖Ūŵǐ΁ǐğ΁Ʒƣğ΁ƯğñŨƣ΁ͦĹŵƛ΁ĹŵƛŨñş΁ĐŵŨŨƷŪňĐñƯňŵŪͧͳ΁͢¦͓̓΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁
�Ƙƛňş΁ ̖͓̐΁̒̐̒̑ͣ͒΁ »łňƣ΁ ňƣ΁ ƣƷƘƘşğŨğŪƯğė΁ǐňƯł΁ Ưłğ΁ ƣƯñƯğŨğŪƯ͔΁ ͲÚğ΁łñǏğ΁
ŵŪşňŪğ΁ŨğğƯňŪĺƣ΁ ňŪƯğƛŪñşşǖ΁ ňŪ΁Ưłğ΁ƘƛŵĐğƣƣ΁ĺƛŵƷƘ͓΁ŵŪ΁ƯğñŨƣͳ΁͢¦͓̒΁ŵŪşňŪğ΁
ǐŵƛśƣłŵƘ͓΁�Ƙƛňş΁̖͓̐΁̒̐̒̑ͣ͒΁HƛŵŨ΁ğŨƘşŵǖğğƣ΁ňŪ΁ŵƛĺñŪňǡñƯňŵŪ΁U΁ňƯ΁ňƣ΁ƣƯñƯğė΁
łŵǐ΁ ͲƘğŵƘşğ΁ ñƛğ΁ŨƷĐł΁Ũŵƛğ΁ ñǏñňşñĎşğ΁ ͖ͦͧ΁ ñĹƯğƛ΁ ͦƯłğǖͧ΁ łñǏğ΁ ƣłňĹƯğė΁ Ưŵ΁
łñǏňŪĺ΁ŨğğƯňŪĺƣ΁ŵŪşňŪğͳ΁͢Ȗ͓΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̘͓̑΁̒̐̒̑ͣ΁ñŪė΁U̒΁
ƣñǖƣ΁ƣłğ΁Ͳ͒͒͒ƘñƛƯňĐňƘñƯğͦƣͧ΁ňŪ΁ėñňşǖ΁ĐłğĐś΁ňŪ΁ŨğğƯňŪĺƣ΁ŵŪ΁ƯğñŨƣͳ΁͢U͓̒΁ŵŪşňŪğ΁
ǐŵƛśƣłŵƘ͓΁sñƛĐł΁ ̘͓̑΁ ̒̐̒̑ͣ͒΁ UŪ΁ ŵƛĺñŪňǡñƯňŵŪ΁u͓΁ Ưłğǖ΁ ƛğĹğƛ΁ Ưŵ΁ łŵǐ΁ Ưłğ΁
ƘƛñĐƯňĐğ΁ŵĹ΁ƯñśňŪĺ΁ƘñƛƯ΁ňŪ΁ƯğñŨǐŵƛś΁łñǏğ΁ĎğĐŵŨğ΁ėňĹȌĐƷşƯ΁Ͳ͖ğƣƘğĐňñşşǖ΁ňŪ΁
Ưłğ΁ƘƛŵŘğĐƯƣ΁ǐłğƛğ΁ǐğ΁ñƛğ΁ŨñŪǖ΁ƘğŵƘşğ΁ͦ͒͒͒ͧ΁ňƯ΁ňƣ΁ėňĹȌĐƷşƯ΁Ưŵ΁Ďğ΁̑̐΁ƘğŵƘşğ΁
on teams” (N1, online workshop, March 25, 2021) and how it is now 
ƘŵƣƣňĎşğ΁Ͳ͖Ưŵ΁Ďğ΁łñǏňŪĺ΁Ưłğ΁ŨğğƯňŪĺ΁ŵŪ΁ñ΁ƣĐƛğğŪͳ΁͢u͓̒΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁
March 29, 2021). The computer thereby serves as a means for accessing 
platforms such as Teams, which in many contexts are used for commu-
ŪňĐñƯňŵŪ΁ñŪė΁ĐŵşşñĎŵƛñƯňŵŪ΁ñŪė΁ňƯ΁ƯłƷƣ΁ȌĺƷƛñƯğƣ΁ňŪ΁Ũŵƛğ΁ƯłñŪ΁ŵŪğ΁ƘƛñĐƯňĐğ΁
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at a time (Shove et al., 2012). communicating formally is required to take part in teamwork, which 
in this case primarily happens through attending an internal meeting 
(Shove et al., 2012). Thus, creating a linkage to each other through 
Ưłğňƛ΁ĐŵͨğǕňƣƯğŪĐğƣ΁ñŪė΁ƘƛŵǏňėňŪĺ΁Ưłğ΁ƘŵƣƣňĎňşňƯǖ΁Ưŵ΁Ͳ͒͒͒ƣğŪͦėͧ΁ƛňƘƘşğƣ΁
across the cultural landscape as a whole” (Shove et al., 2012, p. 36-
37).

Because these three practices are taking part in this inter-practice 
relationship, we decided to group them, while combining their con-
nected design solutions into two separate storyboards (Section 2.2.3 
Storyboards). The storyboards correspond to the formerly mentioned 
ĐñƯğĺŵƛňğƣ͔΁¦ñėňĐñşşǖ΁'ňĹĹğƛğŪƯ΁ñŪė΁UŪĐƛğŨğŪƯñş΁ łñŪĺğ΁͢ȌĺƷƛğ΁ß΁ñŪė΁
X).

As described in section 3.2.2 The Information Society, the computer is 
a stabilized and dominant design, which in this case acts as an essen-
tial material element for the constitution of these practices. It thus pro-
Ǐňėğƣ΁ñ΁Ͳ͒͒͒ĐŵŪŪğĐƯňǏğ΁ƯňƣƣƷğ΁ƯłñƯ΁łŵşėƣ΁ĐŵŨƘşğǕ΁ƣŵĐňñş΁ñƛƛñŪĺğŨğŪƯƣ΁
ňŪ΁ƘşñĐğ͖ͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̖̓ͣ͒΁»łňƣ΁ŨğñŪƣ΁ƯłñƯ΁ǐňƯłŵƷƯ΁Ưłğ΁
computer the linkage between the practices could potentially break. 
PŵǐğǏğƛ͓΁ǐğ΁ñĐśŪŵǐşğėĺğ΁łŵǐ΁Ưłğƣğ΁ƘƛñĐƯňĐğƣ΁ñƛğ΁ƘñƛƯ΁ŵĹ΁ňŪƯğƛͨƘƛñ-
ctice relations, where they each are co-depended on each other, since 

Figure X: The shared element between the practices of Attending Internal Meetings, Com-

municating Formally and Taking Part in Teamwork. .

Figure X: Storyboard 1: Representing a future scenario of a radically different concept 

proposal.



50

Storyboards 1 and 2 are a combination of the design solutions for all 
the breakdowns related to the practices of Attending Internal Meetings, 
»ñśňŪĺ΁£ñƛƯ΁ ňŪ΁»ğñŨǐŵƛś΁ñŪė΁ ŵŨŨƷŪňĐñƯňŪĺ΁HŵƛŨñşşǖ͒΁»łƷƣ͓΁ĐŵŪƣƯň-
ƯƷƯňŪĺ΁ŵƷƛ΁ȌƛƣƯ΁Ưǐŵ΁ĐŵŪĐğƘƯ΁ƘƛŵƘŵƣñşƣ͒

Taking a look at two of the other shared practices, namely Attending 
0ǕƯğƛŪñş΁sğğƯňŪĺƣ΁ñŪė΁£ğƛĹŵƛŨňŪĺ΁Hňğşėǐŵƛś͓΁ǐğ΁ƣğğ΁łŵǐ΁ğñĐł΁Ƙƛñ-
ctice is performed to abstract knowledge from things such as places, 
ƘğŵƘşğ΁ŵƛ΁ğŪǏňƛŵŪŨğŪƯƣ͒΁¦̑΁ėğƣĐƛňĎğƣ΁łŵǐ΁Ưłğǖ΁ňŪ΁ŵƛĺñŪňǡñƯňŵŪ΁¦΁ñƛğ΁
ƘğƛĹŵƛŨňŪĺ΁ Ȍğşėǐŵƛś΁ Ưŵ΁ Ͳ͒͒͒ñĎƣƯƛñĐƯ΁ śŪŵǐşğėĺğ΁ ñĎŵƷƯ΁ Ưłğ΁ ĐƷƣƯŵŨğƛƣ΁
ñŪė΁Ưłğňƛ΁ğŪǏňƛŵŪŨğŪƯ͖ͳ΁ ͢¦͓̑΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̗͓̑΁̒̐̒̑ͣ΁ñŪė΁
łğ΁ñşƣŵ΁ƣƯñƯğƣ΁łŵǐ΁Ͳ͖ňƯ΁ňƣ΁ğñƣňğƛ΁Ưŵ΁Ʒƣğ΁ŵĎŘğĐƯƣ΁Ĺŵƛ΁Ưłğ΁ğǕƯƛñĐƯňŵŪ΁ŵĹ΁Ưłňƣ΁
śŪŵǐşğėĺğͳ΁͢¦͓̑΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̗͓̑΁̒̐̒̑ͣ͒΁HƷƛƯłğƛŨŵƛğ͓΁¦̓΁
ğşñĎŵƛñƯğƣ΁ŵŪ΁ Ưłňƣ΁ śŪŵǐşğėĺğ΁Ďǖ΁ ƛğĹğƛƛňŪĺ΁ Ưŵ΁ ňƯ΁ ñƣ΁ ĹğğėĎñĐś͔΁ Ͳ͖ǐłğŪ΁
meeting with residents we want feedback on our suggestions for the 
Ďňĺĺğƛ΁ƛğŪŵǏñƯňŪĺ΁ƘƛŵŘğĐƯƣ͖ͳ΁͢¦͓̓΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁�Ƙƛňş΁̖͓̐΁̒̐̒̑ͣ͒΁u̒΁

ğŨƘñƯłňǡğƣ΁łŵǐ΁Ưłğǖ΁ ňŪ΁ŵƛĺñŪňǡñƯňŵŪ΁u΁ŪŵƛŨñşşǖ΁Ͳ͒͒͒łñǏğ΁Ưŵ΁ĺŵ΁ėŵǐŪ΁
ñŪė΁ƣğğ΁łŵǐ΁ ňƯ΁ ňƣ΁ėŵǐŪ΁ñƯ΁ Ưłğ΁ĎƷňşėňŪĺ΁ƣňƯğƣ΁ ͖ͦͧ΁łğƛğ΁ǐğ΁ĺŵ΁ŵƷƯ΁ñŪė΁
look at what has actually been done” (N2, online workshop, March 29, 
2021). 

Figure X: Storyboard 2: Representing incremental change in a scenario, where this concept 

proposal is implemented in present days. 

Figure X: The shared element between the practices: Attending External Meetings and 

Performing Fieldwork.

Much like how the computer circulates between the three practices 
Ͳ®ŵŨğƯłňŪĺ΁ƣňŨňşñƛ΁łñƘƘğŪƣ΁ǐłğŪ΁ĹŵƛŨƣ΁ŵĹ΁ĐŵŨƘğƯğŪĐğ΁ĐňƛĐƷşñƯğ΁ ͢ñƣ΁
when skills transfer)” (Shove et al., 2012, p. 37), which in this case 
is the skill of abstracting knowledge in external settings. This means 
that the two practices (i.e., Attending External Meetings and Perfor-
ŨňŪĺ΁Hňğşėǐŵƛśͣ΁ñƛğ΁ňŪƯğƛşňŪśğė΁ƯłƛŵƷĺł΁Ưłğ΁ĐŵŨƘğƯğŪĐğ΁ŵĹ΁ʹñĎƣƯƛñĐƯňŪĺ΁
śŪŵǐşğėĺğ͵΁͢ȌĺƷƛğ΁ßͣ͒΁®ňŪĐğ΁Ưłňƣ΁ĐŵŨƘğƯğŪĐǖ΁ňƣ΁ƛğƚƷňƛğė΁Ĺŵƛ΁Ưłğ΁ĐŵŪƣƯň-
tution of each practice. 
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ȌĺƷƛğ΁ß͔΁®ƯŵƛǖĎŵñƛė΁͔̓΁¦ğƘƛğƣğŪƯňŪĺ΁ñ΁ĹƷƯƷƛğ΁ƣĐğŪñƛňŵ΁ŵĹ΁ñ΁ƛñėňĐñşşǖ΁ėňĹĹğƛğŪƯ΁ĐŵŪĐğƘƯ΁
proposal.

Figure X: Storyboard 4: Representing incremental change in a scenario, where this concept 

proposal is implemented in present days

Based on the knowledge of the two shared practices being interlinked, 
ǐğ΁ėğĐňėğė΁ Ưŵ΁ ĺƛŵƷƘ΁ Ưłğ΁ Ưǐŵ΁ ñŪė΁ ŘƷƣƯ΁ ñƣ΁ ĎğĹŵƛğ΁ǐğ΁ ĐŵŨĎňŪğė΁ Ưłğňƛ΁
ĐŵŪŪğĐƯğė΁ėğƣňĺŪ΁ƣŵşƷƯňŵŪƣ΁ňŪƯŵ΁Ưǐŵ΁ƣğƘñƛñƯğ΁ƣƯŵƛǖĎŵñƛėƣ΁͢ ȌĺƷƛğ΁ß΁ñŪė΁
X). One representing a future scenario with a radically different concept 
proposal (storyboard 3) and one representing incremental change in a 
scenario, where this concept proposal is implementable in present days 
(storyboard 4). 

The last two of the shared practices (i.e., Performing Independent Work 
and Communicating informally) does not share an element linking them 
ƯŵĺğƯłğƛ͓΁ĎƷƯ΁Ưłğǖ΁ėŵ΁ñĹĹğĐƯ΁ğñĐł΁ŵƯłğƛ΁͢ȌĺƷƛğ΁ßͣ͒

Figure X: The practices of Performing Independent Work and Communicating Informally are 

affecting and affected by each other.

As elaborated in section 4.4 Work Practices of Practitioners the prac-
tice of Communicating Informally is typically associated with the physi-
cal work site and especially through the material element of the coffee 
machine. This means that if employees are working remotely, they are 
more likely to detach from the practice of Communicating Informally. 
And according to the employees of the three organizations we have 
been in contact with during this study, it seems that the practice of Per-
forming Independent Work remotely, is thus very closely affected by 
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how hard it then becomes to perform the practice of Communicating 
Informally (section 4.4 Work Practices of Practitioners). I2 from organi-
zation I states that:

Ͳ»łğ΁ ƛğşñƯňŵŪƣłňƘ΁ ǐňƯł΁ ŵƯłğƛƣ΁ ñŪė΁ Ưłğ΁ ñƯŨŵƣƘłğƛğ΁ ňŪ΁ Ưłğ΁ ƛŵŵŨ΁ ñƛğ΁
şñĐśňŪĺ΁ͦǐłğŪ΁ƘğƛĹŵƛŨňŪĺ΁ňŪėğƘğŪėğŪƯ΁ǐŵƛś΁ƛğŨŵƯğşǖͧͳ΁ñŪė΁łŵǐ΁ͳ͒͒͒ñşş΁
Ưłŵƣğ΁ŨňĐƛŵͨňŪǏŵşǏğŨğŪƯƣ΁ñƛğ΁ĺŵŪğ΁ĎğĐñƷƣğ΁ňƯ͵ƣ΁̒ ͨėňŨğŪƣňŵŪñş΁ňŪƣƯğñė͒΁
�Ūė΁Ưłğƣğ΁ñƛğ΁ƣŵŨğ΁ŵĹ΁Ưłğ΁ƯłňŪĺƣ΁ƯłñƯ΁U΁ėğƘğŪė΁ŵŪ͒΁U͵Ũ΁ñ΁ƘğƛƣŵŪ΁ǐłŵ΁
ƛğñėƣ΁Ưłğ΁ƛŵŵŨ΁ñŪė΁ͦ ͒͒͒ͧ΁ñėñƘƯƣ΁ñĐĐŵƛėňŪĺşǖ΁ñŪė΁ñşƣŵ΁ĺğƯƣ΁ňėğñƣ΁ñŪė΁ƣƯƷĹĹ΁
şňśğ΁ƯłñƯ΁ĹƛŵŨ΁ňƯͳ΁͢U͓̒΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁sñƛĐł΁̘͓̑΁̒̐̒̑ͣ͒

®łŵǏğ΁ğƯ΁ñş͓͒΁͢ ̒̐̑̒ͣ΁ğǕƘşñňŪƣ΁łŵǐ΁ʹ ňŪǏňƣňĎşğ΁ŨğėňñƯŵƛƣ΁ŵĹ΁ñĐƯňŵŪ͵΁ñƛğ΁ĐŵŪ-
ƣƯňƯƷƯğė΁Ďǖ΁ñ΁ƣǖƣƯğŨ΁ŵĹ΁ĐşñƣƣňȌĐñƯňŵŪ͒΁»łğƣğ΁ñƛğ΁ğƣƯñĎşňƣłňŪĺ΁Ưłğ΁Ďñƣňƣ΁
Ĺŵƛ΁łŵǐ΁ėňĹĹğƛğŪƯ΁ƘğƛĹŵƛŨñŪĐğƣ΁ñƛğ΁ĐŵŨƘñƛğė΁Ͳ͒͒͒Ďǖ΁ėğȌŪňŪĺ΁ǐłñƯ΁ñŪǖ΁
ŵŪğ΁ğŪñĐƯŨğŪƯ΁ňƣ΁ñ΁ƘğƛĹŵƛŨñŪĐğ΁ŵĹ΁ͦ ͒͒͒ͧ΁ñŪė΁Ďǖ΁ƛğĐŵŪȌĺƷƛňŪĺ΁ğşğŨğŪƯƣ΁ŵĹ΁
the practice and the manner in which they are integrated” (Shove et al., 
͓̒̐̑̒΁Ƙ͒΁̑̐ͣ͒̕΁»łğ΁ĐşñƣƣňȌĐñƯňŵŪ΁ŵĹ΁Ưłğ΁ĐŵŪĐğƘƯ΁ŵĹ΁ĎğňŪĺ΁ƣŵĐňñş΁ňƣ΁ĹƷƛƯłğƛ΁
ğşñĎŵƛñƯğė΁Ďǖ΁ğŨƘşŵǖğğƣ΁ňŪ΁ŵƛĺñŪňǡñƯňŵŪ΁u͔΁ͲsñňŪƯñňŪňŪĺ΁ƣŵĐňñş΁ƛğşñƯň-
ŵŪƣłňƘƣ΁ǐňşş΁ėğȌŪňƯğşǖ΁Ďğ΁ŵŪ΁Ưłğ΁ƘşƷƣ΁ƣňėğ΁ŵĹ΁Ưłğ΁ƘłǖƣňĐñş͒΁UƯ΁ňƣ΁ėğȌŪňƯğşǖ΁
ėňĹȌĐƷşƯ΁ǐłğŪ΁ǖŵƷ΁ƣňƯ΁ňŪ΁ǖŵƷƛ΁şňƯƯşğ΁ĐƷĎğ΁ñƯ΁łŵŨğͳ΁͢ȗ͓΁ŵŪşňŪğ΁ǐŵƛśƣłŵƘ͓΁
March 25, 2021) and ”The hardest thing about being home, is that the 
ƘňŪĺͨƘŵŪĺ΁ñŪė΁Ưłŵƣğ΁şňƯƯşğ΁ƯłňŪĺƣ΁ñŪė΁Ưłğ΁ƣŵĐňñş΁͢ƯłñƯ΁ǖŵƷ΁śňŪė΁ŵĹ΁ŘƷƣƯ΁
talk to someone a little randomly and hear some things) is lost” (N2, 
online workshop, March 29, 2021). 

5.3 Further Work

Figure X: Storyboard 5: Representing a future scenario of a radically different concept 

proposal.

Figure X: Storyboards 6: Representing incremental change in a scenario, where this concept 

proposal is implemented in present days



53

We can hereby establish that the two practices are closely connec-
ted in the sense of affecting each other. Which is why we decided to 
group the two for the purpose of combining their connected design 
solutions, into concept proposals in the form of two separate storybo-
ñƛėƣ΁͢ȌĺƷƛğ΁ß΁ñŪė΁ßͣ͒

Figure X: Storyboards 6: Representing incremental change in a scenario, where this concept 

proposal is implemented in present days

5.1.1 The Organizations’ Actions to Accommodate Breakdowns

As mentioned in the beginning of chapter 5, we intended to use our 
design solutions as directories for actors of leading roles to provide 
us with insight to how feasible it is to accommodate the breakdowns 
ňėğŪƯňȌğė΁ňŪ΁ƣğĐƯňŵŪ΁̔͒̕΁UėğŪƯňĹǖňŪĺ΁�ƛğñśėŵǐŪƣ͒΁UŪ΁ŵƛėğƛ΁Ưŵ΁Ũñśğ΁ňƯ΁
less comprehensive we created storyboards representing six concept 
ƘƛŵƘŵƣñşƣ΁͢ƣğĐƯňŵŪ΁͒̑̕΁IğŪğƛñƯňŪĺ΁ ŵŪĐğƘƯ΁£ƛŵƘŵƣñşƣͣ͒΁Úğ΁ƣłŵǐğė΁
these to four actors of leading roles in organization N and I (see box x), 
ǐğ΁Đñşş΁Ưłğƣğ΁ƛğƣƘğĐƯňǏğşǖ΁uȋ͓΁ui̒΁ñŪė΁Uȋ͓΁Ui̒΁͢ƣğĐƯňŵŪ΁̒͒̒΁ ŵşşğĐƯň-
on of Empirical Material).

Process box

To gather empirical data and feedback from actors of leading roles 
within our target group, we staged two online negotiation spaces in 
ǐłňĐł΁ǐğ΁ǐňşş΁ƛğĹğƛ΁Ưŵ΁ñƣ΁ñŪ΁ʹŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͵΁͢ƣğĐƯňŵŪ΁̒͒̒͒̑΁uğĺŵ-
tiation Spaces). We had a total of two online interventions, one with 
ĎŵƯł΁uȋ΁ñŪė΁ui̒΁ñŪė΁ŵŪğ΁ǐňƯł΁Uȋ͒΁Ui̒΁ǐñƣ΁ñƣśğė΁Ưłğ΁ƣñŨğ΁ƚƷğƣ-
ƯňŵŪƣ΁͢ñƣ΁uȋ΁ñŪė΁ui̒ͣ΁ƯłƛŵƷĺł΁ñŪ΁ğŨñňş΁ĐŵƛƛğƣƘŵŪėğŪĐğ͒΁Úğ΁ñƛğ΁
ñǐñƛğ΁ŵĹ΁Ưłğ΁ĹñĐƯ΁ƯłñƯ΁Ưłğ΁şñĐś΁ŵĹ΁ĹñĐňşňƯñƯňŵŪ΁ĐŵƷşė΁łñǏğ΁ňŪȍƷğŪĐğė΁łňƣ΁
answers. Unfortunately, we were not able to get any actors in a lea-
ėňŪĺ΁ƛŵşğ΁ĹƛŵŨ΁ŵƛĺñŪňǡñƯňŵŪ΁¦΁Ưŵ΁ƘñƛƯňĐňƘñƯğ͒΁

We decided to use the platform called Zoom, since it is a widely 
known and easy to use tool for web-based communication. This plat-
form has especially been used during the period of the pandemic lock-
down (Bailenson, 2021), making sure that participants could enter the 
ƣƯñĺğ΁ñƣ΁ğñƣňşǖ΁ñƣ΁ƘŵƣƣňĎşğ͒΁Hŵƛ΁ňƯ΁Ưŵ΁Ďğ΁ñ΁ŨƷƯƷñş΁ėňñşŵĺƷğ΁ñňŨňŪĺ΁Ưŵ΁
steer a negotiation we made use of a PowerPoint presentation where 
we incorporated our six storyboards with complementary storytel-
lings, which were framing different problems (to view the full Power-
Point presentation see appendix 11 PowerPoint Presentation One). 
These complementary storytellings were based on the merging of 
Ưłğ΁ĎƛğñśėŵǐŪƣ΁ñŪė΁ǐğ΁łğŪĐğ΁ƘŵƛƯƛñǖğė΁Ưłƛğğ΁ƘñƛƯƣ΁ŵĹ΁ŵƷƛ΁ȌĐƯňŵŪñş΁
ğŨƘşŵǖğğƣ͵΁ėñǖ΁͢ƣğğ΁ȌĺƷƛğ΁ß͓΁ß΁ñŪė΁ßͣ͒΁Úğ΁ėğĐňėğė΁Ưŵ΁Đñşş΁łğƛ΁IğƛƯƛƷė΁
as it is an uncommon danish name and we aimed for her to create as 
little association to real-life persons as possible. 
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HňĺƷƛğ΁ß͔΁£ñƛƯ΁͔̑΁£ƛŵĎşğŨ΁ĹƛñŨňŪĺ΁ŵĹ΁Ưłğ΁ȌƛƣƯ΁ƘñƛƯ΁ŵĹ΁IğƛƯƛƷė͵ƣ΁ėñǖ΁

HňĺƷƛğ΁ß͔΁£ñƛƯ΁͔̒΁£ƛŵĎşğŨ΁ĹƛñŨňŪĺ΁ŵĹ΁Ưłğ΁ƣğĐŵŪė΁ƘñƛƯ΁ŵĹ΁IğƛƯƛƷėƣ΁ėñǖ

HňĺƷƛğ΁ß͔΁£ñƛƯ΁͔̓΁£ƛŵĎşğŨ΁ĹƛñŨňŪĺ΁ŵĹ΁Ưłğ΁Ưłňƛė΁ƘñƛƯ΁ŵĹ΁IğƛƯƛƷėƣ΁ėñǖ

0ñĐł΁ƘñƛƯ΁ŵĹ΁IğƛƯƛƷė͵ƣ΁ėñǖ΁ǐñƣ΁Ʒƣğė΁ñƣ΁ñ΁ŨğñŪƣ΁Ưŵ΁ŨğėňñƯğ΁ėňñşŵĺƷğ΁
ĐŵŪĐğƛŪňŪĺ΁Ưłğ΁ŵƛĺñŪňǡñƯňŵŪƣ͵΁ŵǐŪ΁ňŪňƯňñƯňǏğƣ΁ƷƣňŪĺ΁ñŪ΁ňŪƯğƛǏňğǐ΁ĺƷňėğ΁
ñƣ΁ñ΁ƣĐƛňƘƯ͒΁'ňė΁Ưłğǖ΁śŪŵǐ΁ñĎŵƷƯ΁Ưłğƣğ΁ƘƛŵĎşğŨƣ͙΁Pŵǐ΁ėŵ΁Ưłğǖ΁ƣğĐƷƛğ΁
Ưłğ΁Ūğğėƣ΁ŵĹ΁Ưłğňƛ΁ğŨƘşŵǖğğƣ͓΁ŪŵƛŨñşşǖ΁Ǐƣ͒΁Ūŵǐ͙΁Pŵǐ΁łñǏğ΁Ưłğǖ΁ėğñşƯ΁
ǐňƯł΁ňƯ΁ėƷƛňŪĺ΁Ưłğ΁ƘñŪėğŨňĐ͙΁Pŵǐ΁ñƛğ΁Ưłğǖ΁ƘşñŪŪňŪĺ΁Ưŵ΁ėğñş΁ǐňƯł΁ňƯ͙

After the presentation of each of the problem framing stories, a pair 
of storyboards were presented. As described in section 2.2.3 Sto-
ƛǖĎŵñƛėƣ͓΁ňƯ΁ǐñƣ΁ňŪƯğŪėğė΁Ĺŵƛ΁Ưłğƣğ΁Ưŵ΁ĹƷŪĐƯňŵŪ΁ñƣ΁ĎŵƷŪėñƛǖ΁ŵĎŘğĐƯƣ΁
͢ƣğğ΁ƣğĐƯňŵŪ΁̒͒̒͒̒΁�ŵƷŪėñƛǖ΁�ĎŘğĐƯƣͣ͒΁Úğ΁ĎğşňğǏğ΁ǐğ΁ƣƷĐĐğğėğė΁ñƣ΁
Uȋ΁ƣƯñƯğė΁łŵǐ΁ͳUƯ΁Ũñśğƣ΁Ǐğƛǖ΁ĺŵŵė΁ƣğŪƣğ΁Ĺŵƛ΁ǖŵƷ΁Ưŵ΁ėŵ΁ƣƷĐł΁ñ΁ƯłňŪĺ΁͒͒΁
ǖŵƷ΁śŪŵǐ΁͒͒΁ŨñśňŪĺ΁ƣƷĐł΁ͦƣƯŵƛǖĎŵñƛėƣͧ΁͒͒΁ǐłğƛğ΁ǐğ΁şŵŵś΁ñƯ΁ƣŵŨğƯłňŪĺ΁
ǐňƯł΁Ưłğ΁ğŨƘşŵǖğğƣ͵΁ĺşñƣƣğƣ΁ŵŪͳ΁͢Uȋ͓΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁̖͓̒΁
̒̐̒̑ͣ΁ñŪė΁uȋ΁ğǕƘƛğƣƣğė΁łŵǐ΁Ͳ͒͒͒ňƯ΁ňƣ΁ŪňĐğşǖ΁ƘƛğƣğŪƯğė΁ñŪė΁ňƯ΁Ũñśğƣ΁
really good sense to show these future scenarios, it can really start a 
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ĐŵŪǏğƛƣñƯňŵŪ΁ͦ͒͒͒ͧ΁ĺŵŵė΁ŘŵĎͳ΁͢uȋ͓΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁͓̒̐΁̒̐̒̑ͣ΁
ǐłğƛğ΁Ưŵ΁ui̒΁ñĺƛğğė͒΁

'ƷƛňŪĺ΁Ưłğ΁ȌƛƣƯ΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ΁ǐňƯł΁uȋ΁ñŪė΁ui͓̒΁ǐğ΁ĎğĐñŨğ΁
aware that the intention of the meeting was not completely clear. We 
wished to get feedback from organization N, but they thought we 
ǐğƛğ΁ƣłŵǐňŪĺ΁ƯłğŨ΁ŵƷƛ΁ȌŪñş΁ƣƷĎŨňƣƣňŵŪ͓΁ǐłňĐł΁Ũñėğ΁ƯłğŨ΁ĐŵŨŨğŪƯ΁
on how the employees would potentially understand the storyboards 
instead of providing feedback on their content. In order to accom-
modate this, we had a small discussion on our purpose with the story-
ƯğşşňŪĺ͓΁şğñėňŪĺ΁Ưłğ΁ĐŵŪǏğƛƣñƯňŵŪ΁ĎñĐś΁ŵŪ΁Ưłğ΁ƛňĺłƯ΁ƯƛñĐś͒΁HƷƛƯłğƛŨŵƛğ͓΁
time pressure became an important factor during the meeting, due to 
Ưłğ΁ĹñĐƯ΁ƯłñƯ΁ui̒΁łñė΁Ưŵ΁şğñǏğ΁ŨƷĐł΁ğñƛşňğƛ΁ƯłñŪ΁ğǕƘğĐƯğė͒΁»łňƣ΁Ũñėğ΁
the conversation around the third part of the story a little rushed and 
we therefore decided to change the length of the PowerPoint before 
ŵƷƛ΁ƣğĐŵŪė΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁ĺŵňŪĺ΁ĹƛŵŨ΁̑̑΁Ưŵ΁̘΁ƣşňėğƣ΁͢Ūğǐ΁ƣşňėğ΁
formation on appendix 12 Powerpoint Presentation Two). Another 
reason for re-framing the intervention was our realization that presen-
ting all six storyboards was still too comprehensive for the purpose of 
getting feedback on each concept proposal.

The new presentation started with a presentation of all the break-
downs related to each story and from thereon it contained only the 
third story, since this was the one we got the least feedback on from 
Ưłğ΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ΁ǐňƯł΁uȋ΁ñŪė΁ui̒͒΁HƷƛƯłğƛŨŵƛğ͓΁ǐğ΁ñėėğė΁
the results of exercise four from our stagning of the workshop (the 
barometer, which are elaborated on in section 4.4.1 Individual Work 
Models). The intent was for it to spark conversation around the future 
plans around remote work in organization I.

Each storyboard had a complementary, problem framing story, where 
IğƛƯƛƷė͵ƣ΁ ĐŵŪĐğƛŪƣ΁ŵƛ΁ǐŵƛƛňğƣ΁ ͢Ďñƣğė΁ŵŪ΁ Ưłğ΁ĎƛğñśėŵǐŪƣͣ΁ǐğƛğ΁Ƙƛğ-
sented (see box X). These were used as a means to gain insight to the 
organizations prior knowledge and actions on the topics. We wanted to 
know if the organizations were already aware of and thereby actively 
trying to accommodate the breakdowns (see box X). 

In relation to organization I, we became aware of some of their actions 
performed to accommodate the breakdowns. In relation to the break-
down stating that ‘Many interruptions and a lot of time on the computer 
ǐğñśğŪƣ΁Ưłğ΁ĐŵŪĐğŪƯƛñƯňŵŪ͵͓ ΁Uȋ΁ğǕƘşñňŪğė΁łŵǐ͔΁

Ͳ͒͒͒Ưłğƛğ΁ ňƣ΁ ñ΁ǐŵƛśňŪĺ΁ ĺƛŵƷƘ΁ ĐŵŪƣňƣƯňŪĺ΁ ŵĹ΁ ƣŵŨğ΁ŨñŪñĺğƛƣ΁ ñŪė΁ ƣŵŨğ΁
employee representatives who are looking at ... if we have to change 
Ưłğ΁ňŪƯğƛňŵƛ΁ǐłğŪ΁ǐğ΁ƛğƯƷƛŪ΁͖ͦͧ΁Ưłğƛğ΁ňƣ΁ñ΁Ūğğė΁Ĺŵƛ΁Ũŵƛğ΁ƚƷňğƯ΁ĐŵŨƘñƛƯ-
ŨğŪƯƣ΁͖ͦͧ΁ƯłñƯ΁ǖŵƷ΁ŨŵǏğ΁ňŪ΁Ưŵ΁ǐłğŪ΁ǖŵƷ΁Ūğğė΁Ưŵ΁Ďğ΁ƷŪėňƣƯƷƛĎğė΁ñŪė΁
then there could be some areas where you must not be quiet, there 
you must only be relational, so there you can talk, you must not place 
ǖŵƷƛƣğşĹ΁Ưłğƛğ΁ňĹ΁ǖŵƷ΁ňŪƯğŪė΁Ưŵ΁ėŵ΁ƣŵŨğƯłňŪĺ΁ƘşñŪŪğėͳ΁͢Uȋ͓΁ŵŪşňŪğ΁ňŪƯğƛ-
vention, May 26, 2021)

She further elaborated on the working group as someone who sets 
Ͳ͒͒͒ƷƘ΁ƣŵŨğ΁ğǕƘğƛňŨğŪƯƣ͓΁ǐłňĐł΁ ͦƯłğǖͧ΁ǐňşş΁ ƯłğŪ΁ğǏñşƷñƯğ͒΁uŵǐ΁ ͦƯłğǖͧ΁
Ưƛǖ΁ Ưŵ΁ėŵ΁ ňƯ͓΁ Ưŵ΁ƣğğ΁łŵǐ΁ ňƯ΁ǐŵƛśƣ΁ñŪė΁ ƯłğŪ΁ǐłğŪ΁ ͦƯłğǖͧ΁ŨŵǏğ΁ĎñĐś΁ ňŪ΁
uŵǏğŨĎğƛ͓΁ͦƯłğǖͧ΁łñǏğ΁Ưƛňğė΁ŵƷƯ΁ƣŵŨğ΁ğǕƘğƛňŨğŪƯƣ΁ǐłğƛğ΁ͦƯłğǖͧ΁ƯłğŪ΁
decide what kind of things to go with and what kind of thing to not go 
ǐňƯłͳ΁ ͢Uȋ͓΁ŵŪşňŪğ΁ ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁̖͓̒΁̒̐̒̑ͣ͒΁ Ui̒΁ñşƣŵ΁ƣƯñƯğƣ΁łŵǐ΁ ňƯ΁
is necessary to experiment with different actions in order to see what 
ǐŵƛśƣ΁ñŪė΁łğ΁ ĹƷƛƯłğƛŨŵƛğ΁ğşñĎŵƛñƯğƣ΁ŵŪ΁łŵǐ΁ͲsŵƣƯ΁ŵĹ΁Ʒƣ΁ǐłŵ΁łñǏğ΁
used teams a lot over the past year are willing to try new things that 
break the monotony. In general, we believe that if someone has a good 
ňėğñ΁Ĺŵƛ΁Ũŵƛğ΁ğĹȌĐňğŪƯ΁ŵƛ΁ƘşğñƣñŪƯ΁ŨğğƯňŪĺƣ΁ͦ ͒͒͒ͧ΁Ưłğǖ΁ñƛğ΁ñşşŵǐğė΁Ưŵ΁ĺňǏğ΁
ňƯ΁ñ΁ĺŵͳ΁͢Ui͓̒΁ğŨñňş΁ĐŵƛƛğƣƘŵŪėğŪĐğ͓΁sñǖ΁̗͓̒΁̒̐̒̑ͣ͒

Ui̒΁ğǕƘƛğƣƣğė΁łŵǐ΁ Ͳ͒͒͒UƯ͵ƣ΁ ñĎŵƷƯ΁ĎƛğñśňŪĺ΁ Ưłğ΁ŨŵŪŵƯŵŪǖ͖ͳ΁ ͢Ui͓̒΁ ğŨñňş΁
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ĐŵƛƛğƣƘŵŪėğŪĐğ͓΁sñǖ΁̗͓̒΁͓̒̐̒̑ͣ΁ňŪ΁ƛğşñƯňŵŪ΁Ưŵ΁Ưłğ΁ĹñĐƯ΁ƯłñƯ΁ňƯ͵ƣ΁ʹPñƛė΁Ưŵ΁
ėňƣĐƷƣƣ΁ñŪė΁Ďğ΁ňŪƣƘňƛğė΁Ďǖ΁ğñĐł΁ŵƯłğƛ͵΁Ưłğƛğ΁ňƣ΁ñ΁ʹiñĐś΁ŵĹ΁ƘňŪĺͨƘŵŪĺ΁ñŪė΁
ƣğŪƣğ΁ŵĹ΁ĐŵŨŨƷŪňƯǖ΁ĹğğşňŪĺ͵΁ñŪė΁ƯłñƯ΁ʹ®ƘñƛƛňŪĺ΁ňƣ΁ėňĹȌĐƷşƯ͵͒ ΁�Ū΁ğǕñŨƘşğ΁
of how they are trying to break the monotony is in relation to virtual 
ŨğğƯňŪĺƣ͓΁ǐłňĐł΁ Ui̒΁ƣƯñƯğƣ΁ Ͳ͒͒͒ĐŵŪƣƷŨğ΁ĐŵĺŪňƯňǏğ΁ ƛğƣŵƷƛĐğƣ΁ ňŪ΁ñ΁ĐŵŨ-
ƘşğƯğşǖ΁ėňĹĹğƛğŪƯ΁ǐñǖ΁ ƯłñŪ΁ƘłǖƣňĐñş΁ŨğğƯňŪĺƣ͒΁àŵƷ΁ƣňŨƘşǖ΁ĺğƯ΁ Ưňƛğė΁ ňŪ΁
ñŪŵƯłğƛ΁ǐñǖͳ΁͢Ui͓̒΁ğŨñňş΁ĐŵƛƛğƣƘŵŪėğŪĐğ͓΁sñǖ΁̗͓̒΁͓̒̐̒̑ͣ΁Ưłğǖ΁ƣğğś΁Ưŵ΁
accommodate this by 

Ͳ͒͒͒ͦĎƛğñśňŪĺ΁şŵŪĺğƛ΁ŨğğƯňŪĺƣͧ΁ƷƘ΁ňŪƯŵ΁ƣŨñşşğƛ΁ĐłƷŪśƣ΁͟΁ƣğĺŨğŪƯƣ͓΁ñŪė΁
in the case of a two-hour management meeting for example, one ele-
ment can be to do group work as hiking meetings, where you are sent 
out into the fresh air for 15 minutes with a task to be solved per. phone 
ŵƛ΁ƯğñŨƣ΁ňŪ΁ƣŨñşş΁ĺƛŵƷƘƣͳ΁͢Ui͓̒΁ğŨñňş΁ĐŵƛƛğƣƘŵŪėğŪĐğ͓΁sñǖ΁̗͓̒΁̒̐̒̑ͣ͒΁

Uȋ΁ğşñĎŵƛñƯğƣ΁ŵŪ΁Ưłğ΁Ǐňėğŵ΁ŨğğƯňŪĺƣ΁Ďǖ΁ƣñǖňŪĺ͔

ͲUĹ΁ǐğ΁łñǏğ΁Ưŵ΁łñǏğ΁ƣŵŨğ΁Ũŵƛğ΁ĐƛğñƯňǏğ΁ƘƛŵĐğƣƣğƣ΁ñŪė΁ǐğ΁łñǏğ΁Ưŵ΁ėğ-
ǏğşŵƘ΁ƯłňŪĺƣ΁ñŪė΁ƣƯñƛƯ΁ŵǏğƛ΁ǐňƯł΁ƣŵŨğƯłňŪĺ΁ƯłğŪ΁͖ͦͧ΁ǐğ΁ǐŵƷşė΁ƘƛğĹğƛ΁
ͦƯŵ΁ƘłǖƣňĐñşşǖ΁ŨğğƯͧ΁ğǏğŪ΁ňĹ΁ǖŵƷ΁łñǏğ΁ñ΁Ưŵŵş΁Đñşşğė΁sňƛŵ͓΁ǐłňĐł΁ĐñŪ΁ñş-
ŨŵƣƯ΁Ũñśğ΁ñŪ΁ğşğĐƯƛŵŪňĐ΁ǐłňƯğĎŵñƛė΁ǐňƯł΁ƘŵƣƯͨňƯƣ΁ñŪė΁ğǏğƛǖƯłňŪĺ΁͖ͦͧ΁
we think there is more effect of doing it together where you can also 
ĐŵŨĎňŪğ΁ƣŵŨğƯłňŪĺ΁şňśğ΁͵ǐñşś΁ñŪė΁Ưñşś͵΁ñŪė΁ǖŵƷ΁ĐñŪ΁ğƣƣğŪƯňñşşǖ΁ŘƷƣƯ΁Ďğ΁
ƘłǖƣňĐñşşǖ΁ƯŵĺğƯłğƛͳ΁͢Uȋ͓΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁̖͓̒΁̒̐̒̑ͣ͒

It is thus very much dependent on the purpose of the meeting, whether 
ŵƛ΁ŪŵƯ΁ňƯ΁ĐñŪ΁Ďğ΁ĹƷŪĐƯňŵŪñş΁ňŪ΁ñ΁ǏňƛƯƷñş΁ƣğƯƯňŪĺ͔΁ͲUŪ΁ĺğŪğƛñş͓΁ňƯ΁ňƣ΁ŵƷƛ΁ñƘ-
ƘƛŵñĐł΁ƯłñƯ΁͵Đƛňƣğƣ΁ñŪė΁ĐƛğñƯňǏňƯǖ͵΁ñƛğ΁Ƙŵŵƛşǖ΁łñŪėşğė΁ňŪ΁Ǐňėğŵ΁ŨğğƯňŪĺƣ͓΁
while meetings that are more in the nature of reporting can easily be 
ĐŵŪėƷĐƯğė΁ ŵŪ΁ Ǐňėğŵͳ΁ ͢Ui͓̒΁ ğŨñňş΁ ĐŵƛƛğƣƘŵŪėğŪĐğ͓΁ sñǖ΁ ̗͓̒΁ ̒̐̒̑ͣ͒΁ UŪ΁
ƛğşñƯňŵŪ΁ Ưŵ΁ ňƯ΁ ĎğňŪĺ΁ ʹłñƛė΁ Ưŵ΁ ğƣƯñĎşňƣł΁ ñŪė΁ŨñňŪƯñňŪ΁ ƛğşñƯňŵŪƣłňƘƣ͵΁ Ui̒΁
ğǕƘƛğƣƣğė΁łŵǐ΁łğ΁Ͳ͒͒͒ȌŪėͦƣͧ΁ňƯ΁łñƛėğƛ΁Ưŵ΁ĎƷňşė΁Ūğǐ΁ƛğşñƯňŵŪƣłňƘƣ΁ͦƯłñŪ΁
ŨñňŪƯñňŪňŪĺ΁ŵşė΁ŵŪğƣͧ͒΁�Ư΁ Ưłňƣ΁ƘŵňŪƯ͓΁ǐğ΁łñǏğ΁ŪŵƯ΁ėŵŪğ΁ŨƷĐł΁ ͦƯŵ΁ñĐ-
ĐŵŨŨŵėñƯğ΁ňƯͧ΁ŵƯłğƛ΁ƯłñŪ΁şŵŵś΁Ĺŵƛǐñƛė΁Ưŵ΁Ưłğ΁ǐŵƛşė΁ĎğĐŵŨňŪĺ΁ñ΁şňƯƯşğ΁
Ũŵƛğ΁ŪŵƛŨñşͳ΁͢Ui͓̒΁ğŨñňş΁ĐŵƛƛğƣƘŵŪėğŪĐğ͓΁sñǖ΁̗͓̒΁̒̐̒̑ͣ͒΁Úğ΁ƯłğƛğĎǖ΁

see how organization I, are under the belief that accommodating bre-
ñśėŵǐŪƣ΁ǐłňĐł΁ñƛğ΁ƛğşñƯğė΁Ưŵ΁Ưłğ΁ĐŵŪĐğƘƯ΁ŵĹ΁ĎğňŪĺ΁ƣŵĐňñş΁ňƣŪ͵Ư΁ĹğñƣňĎşğ΁
ǐňƯłŵƷƯ΁Ưłğ΁ƘłǖƣňĐñş΁ĐŵŪŪğĐƯňŵŪ͕΁ͳ͖Ưłğƛğ΁ňƣ΁Ưłğ΁ĐŵŨƘşğƯğşǖ΁ĐşñƣƣňĐ΁Ūğğė΁
for oxytocin, it simply does not occur in a screen context, it only occurs 
ǐłğŪ΁ƘğŵƘşğ΁ñƛğ΁ƘłǖƣňĐñşşǖ΁ƯŵĺğƯłğƛͳ΁͢Uȋ͓΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁̖͓̒΁
2021) and ”We have primarily addressed this by allowing colleagues 
Ưŵ΁ĐŵŨğ΁Ưŵ΁Ưłğ΁ŵĹȌĐğ΁ǐłğŪ΁ƣŵĐňñş΁ĐŵŪƣňėğƛñƯňŵŪƣ΁łñǏğ΁ƛğƚƷňƛğė΁ňƯͳ΁͢Ui͓̒΁
email correspondence, May 27, 2021). This corresponds well to the 
statements provided by their employees, which shows how the asso-
ciation to the concept of being social has a great effect on practices 
where it is part of the meaning. Practices are thus affected by spaces 
and sites (Shove et al., 2012), which we elaborated on in the previous 
section. 

In organization N, they have the general opinion that ”Not everything 
ĐñŪ΁ǐŵƛś΁ŵŪşňŪğͳ΁͢ ui͓̒΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁̒ ͓̐΁̒ ͓̐̒̑ͣ΁ǐłňĐł΁ƣłŵǐƣ΁
ňŪ΁ƣŵŨğ΁ŵĹ΁Ưłğňƛ΁ƣƯñƯğŨğŪƯƣ΁ƣƷĐł΁ñƣ΁ui̒΁ƣñǖňŪĺ͔

ͲU΁ėŵ΁ŪŵƯ΁ƯłňŪś΁ǐğ΁ǐňşş΁łñǏğ΁ğŨƘşŵǖğğƣ΁ǐłŵ΁ñƛğ΁ŪğǏğƛ΁ňŪ΁Ưłğ΁ŵĹȌĐğ΁ͦ͒͒͒ͧ΁
UƯ͵ƣ΁ŪŵƯ΁ĺŵňŪĺ΁Ưŵ΁łñƘƘğŪ΁łğƛğ΁ͦ͒͒͒ͧ΁Úğ΁łñǏğ΁ƣŵŨğŵŪğ΁ǐłŵ΁ňƣ΁Ǐğƛǖ΁ŨƷĐł΁
ŵƷƯ΁ǐňƯł΁ĐƷƣƯŵŨğƛƣ͓΁ĎƷƯ΁Ưłğǖ΁ñşǐñǖƣ΁ĐŵŨğ΁ňŪƯŵ΁Ưłğ΁ŵĹȌĐğ΁ͦ͒͒͒ͧ΁Ưłğǖ΁łñǏğ΁
ñ΁łñƛė΁ƯňŨğ΁ĎğňŪĺ΁ñǐñǖ΁ĹƛŵŨ΁Ưłğňƛ΁ėğƘñƛƯŨğŪƯͳ΁͢ui͓̒΁ŵŪşňŪğ΁ňŪƯğƛǏğŪ-
tion, May 20, 2021).

She points to it having to do with the average age of the employees in 
ŵƛĺñŪňǡñƯňŵŪ΁u΁ñŪė΁ƣƯñƯğƣ΁ͲÚğ΁łñǏğ΁ñ΁łňĺł΁ñǏğƛñĺğ΁ñĺğ͓΁ǐğ΁ñƛğ΁ñ΁ėňĹĹğ-
ƛğŪƯ΁ĺğŪğƛñƯňŵŪ΁ͦ͒͒͒ͧ΁ͦǐŵƛśňŪĺ΁ğŪƯňƛğşǖ΁ƛğŨŵƯğͧ΁ĐŵƷşė΁Ďğ΁ƣŵŨğƯłňŪĺ΁ƯłñƯ΁
ĐŵŨğƣ΁ ňŪ΁ ǖŵƷƛ΁ĺğŪğƛñƯňŵŪͳ΁ ͢ui͓̒΁ ŵŪşňŪğ΁ ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁͓̒̐΁̒̐̒̑ͣ͒΁
We believe that this is yet another argument for implementing poli-
Đňğƣ΁ñŪė΁ğƣƯñĎşňƣłňŪĺ΁ĹƛñŨğǐŵƛśƣ΁ƯłñƯ΁ñƛğ΁ȍğǕňĎşğ΁ğŪŵƷĺł΁Ưŵ΁ƣƷňƯ΁Ưłğ΁
individual needs and practices of employees in advisoring engineering 
organizations. 
Because organization N has this belief they have not focussed very 
ŨƷĐł΁ŵŪ΁łŵǐ΁Ưŵ΁ñĐĐŵŨŨŵėñƯğ΁ƘğŵƘşğ͵ƣ΁Ūğğėƣ΁ǐłğŪ΁ǐŵƛśňŪĺ΁ƛğŨŵƯğşǖ͓΁
but more on how to make a good comeback for when the pandemic 
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ňƣ΁ŵǏğƛ͒΁»łğǖ΁ñƛğ΁ƯłğƛğĹŵƛğ΁ƣƯňşş΁ͳ͒͒͒ĐłñşşğŪĺğė΁ǐňƯł΁łŵǐ΁ͦƯłğǖͧ΁Ũñśğ΁ñ΁
ǐŵƛśƘşñĐğ΁ ĹƷŪĐƯňŵŪ΁ǐłğŪ΁ ͦƯłğǖͧ΁ ñƛğ΁ŪŵƯ΁ ñşş΁ ňŪ΁ Ưłğ΁ ƣñŨğ΁ƘşñĐğͳ΁ ͢uȋ͓΁
ŵŪşňŪğ΁ ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁͓̒̐΁̒̐̒̑ͣ͒΁PŵǐğǏğƛ͓΁Ưłğǖ΁ėŵ΁ƛğĐŵĺŪňǡğ΁łŵǐ΁
ͳUƯ΁łñƣ΁ĎğĐŵŨğ΁Ũŵƛğ΁ŵśñǖ΁Ưŵ΁ǐŵƛś΁ĹƛŵŨ΁łŵŨğ΁Ūŵǐ͓΁ƯłñŪ΁ĎğĹŵƛğ΁ͦƛğė͒΁
Ưłğ΁ƘñŪėğŨňĐͧͳ΁ñŪė΁łŵǐ΁Ưłğǖ΁ĎğĹŵƛğ΁Ưłğ΁ƘñŪėğŨňĐ΁Ͳ͒͒͒łñė΁ėğĐňėğė΁ƯłñƯ΁
ͦƯłğǖͧ΁ǐñŪƯğė΁ Ưŵ΁ Ʒƣğ΁»ğñŨƣ͓΁ ĎƷƯ΁ ƯłñƯ΁ Ưłğƛğ΁ǐğƛğ΁ şŵŪĺ΁ƘƛŵƣƘğĐƯƣ͓΁ ñƣ΁
ĐŵŪȌėğŪĐğ΁ňŪ΁ƘğŵƘşğ΁Ưŵ΁ȌĺƷƛğ΁ňƯ΁ŵƷƯ΁ǐñƣ΁şŵǐ͒΁�ƷƯ΁ƯłğŪ΁ĐñŨğ΁ĐŵƛŵŪñ΁ñŪė΁
ğǏğƛǖŵŪğ΁łñė΁Ưŵ΁şğñƛŪ΁ňƯͳ΁͢uȋ͓΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁͓̒̐΁̒̐̒̑ͣ͒

5.1.2 Feedback on Concept Proposals

In connection to each of the storyboards, we came up with design crite-
rias based on the breakdowns. The intent was for the concept proposals 
to be held accountable to some criterias, that would accommodate the 
ňėğŪƯňȌğė΁ĎƛğñśėŵǐŪƣ͒΁»łňƣ΁ƛğƣƷşƯğė΁ňŪ΁Ưłğ΁ĹŵşşŵǐňŪĺ΁̘΁ėğƣňĺŪ΁ĐƛňƯğƛňñƣ͔

1) It must be possible to read body language and mimic clearly 
̒ͣ΁0ñƣǖ΁ñĐĐğƣƣ΁Ưŵ΁Ưłğ΁Ʒƣğ΁ŵĹ΁ĐŵŨŨƷŪňĐñƯňŵŪ΁ŵĎŘğĐƯƣ΁ŨƷƣƯ΁Ďğ΁ğŪƣƷƛğė
3) It should be easy to discuss in teams and be inspired by each other
4) Spaces for ping-pong and a sense of community must be created 
5) It should be easy to both sparre with colleagues and know when to 
do so
6) It should make concentration feasible 
̗ͣ΁¦ŵŵŨ΁Ĺŵƛ΁ňŪĹŵƛŨñş΁ñŪė΁ƣƘŵŪƯñŪğŵƷƣ΁ėňñşŵĺƷğ΁ŨƷƣƯ΁Ďğ΁ğŪƣƷƛğė΁
̘ͣ΁UƯ΁ŨƷƣƯ΁Ďğ΁Ũñėğ΁ğñƣǖ΁Ưŵ΁ėňƣƯňŪĺƷňƣł΁ĎğƯǐğğŪ΁ǐŵƛśňŪĺ΁ƯňŨğ΁ñŪė΁şğ-
isure time 

It is these criterias mirrored with the six storyboards that constitutes the 
ĹğğėĎñĐś΁ĺğŪğƛñƯğė΁Ĺŵƛ΁ŵƷƛ΁ĐŵŪĐğƘƯ΁ƘƛŵƘŵƣñşƣ͒΁¦ğŨğŨĎğƛňŪĺ΁ƯłñƯ΁Ưłğ΁
intent with the concept proposals is to explore the potential in working 
remotely, the feedback provides valuable insights to what is feasible 
in a remote setting. The feedback can thus help establish which of the 
ƣğǏğŪ΁ƣłñƛğė΁ƘƛñĐƯňĐğƣ΁͢ƣğĐƯňŵŪ΁̔͒̓΁UėğŪƯňȌĐñƯňŵŪ΁ŵĹ΁®łñƛğė΁£ƛñĐƯňĐğƣͣ΁
are best performed at a remote worksite and which are more suitable 

for the physical worksite.

Many of the radically different attempts to account for criterias such 
ñƣ΁ʹUƯ΁ŨƷƣƯ΁Ďğ΁ƘŵƣƣňĎşğ΁Ưŵ΁ƛğñė΁Ďŵėǖ΁şñŪĺƷñĺğ΁ñŪė΁ŨňŨňĐ΁Đşğñƛşǖ͵͓ ΁ñƛğ΁
technologies that in some way can scan, see or measure things like 
ƘğŵƘşğ΁ĹñĐňñş΁ğǕƘƛğƣƣňŵŪƣ͓΁Ďŵėǖ΁şñŪĺƷñĺğ΁ŵƛ΁ƘƛğƣğŪĐğ͒΁PğŪĐğ΁ĐƛğñƯňŪĺ΁
ñ΁ĐŵŪĐğƛŪ΁Ĺŵƛ΁ğŨƘşŵǖğğƣ͵΁ƘƛňǏñĐǖ͒΁ui̒΁ƣñǖƣ͔

ͲHŵƛ΁Ũğ΁ ňƯ΁ ňƣ΁łñƛė΁ Ưŵ΁ ňŨñĺňŪğ΁ ͦƛğŨŵƯğ΁ǐŵƛśͧ΁ĎğňŪĺ΁ Ưłğ΁ ĹƷƯƷƛğ͓΁ĎğĐñƷ-
ƣğ΁ňƯ΁şğñŪƣ΁Ưŵǐñƛėƣ΁ñ΁ĐŵŨŨƷŪňƯǖ΁ŵĹ΁ƣƷƛǏğňşşñŪĐğ΁ͦ͒͒͒ͧ΁»łñƯ΁ĐŵƷşė΁Ďğ΁ƣŵ-
mething that comes to your generation, but we need our privacy. This is 
not something that could be implemented in a company like ours now” 
͢ui͓̒΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁͓̒̐΁̒̐̒̑ͣ

�Ūė΁Ui̒΁ƣłñƛğƣ΁Ưłňƣ΁ĹğğşňŪĺ΁Ͳ»łğ΁Ʒƣğ΁ŵĹ΁ğŨŵŘňƣ΁ƣğğŨƣ΁ñ΁ĎňƯ΁ƯƛñŪƣĺƛğƣ-
ƣňǏğ΁ͦ͒͒͒ͧ΁Ưŵ΁ƛğñė΁ǖŵƷƛ΁ĹñĐňñş΁ğǕƘƛğƣƣňŵŪ΁ñŪė΁ƯƛñŪƣşñƯğ΁ňƯ΁ ňŪƯŵ΁ĐñƛƯŵŵŪƣ͓΁U΁
ƯłňŪś΁U΁ǐŵƷşė΁łñǏğ΁ƛğĹƷƣğėͳ΁͢Ui͓̒΁ğŨñňş΁ĐŵƛƛğƣƘŵŪėğŪĐğ͓΁sñǖ΁̗͓̒΁̒̐̒̑ͣ͒΁
PŵǐğǏğƛ͓΁łğ΁ƣƯñƯğƣ΁łŵǐ΁łğ΁ȌŪėƣ΁Ưłğ΁łŵşŵĺƛñŨ΁ňėğñ΁ƷƣğĹƷş͔΁Ͳ»łğ΁ňėğñ΁
of the hologram is fun, because one of the keys to better meetings is to 
Ďğ΁ñĎşğ΁Ưŵ΁ƣğŪƣğ΁Ưłğ΁ŵƯłğƛ΁ƘğŵƘşğ΁ňŪ΁Ưłğ΁ŨğğƯňŪĺ͒΁UƯ͵ƣ΁ƛğñşşǖ΁łñƛė΁Ưŵ΁ƛğñė΁
ƘğŵƘşğ΁ŵŪ΁ñ΁ƣĐƛğğŪͳ΁͢Ui͓̒΁ğŨñňş΁ĐŵƛƛğƣƘŵŪėğŪĐğ͓΁sñǖ΁̗͓̒΁̒̐̒̑ͣ͒

In the attempt to accommodate breakdowns about lack of informal 
communication, and thus account for design criterias such as ‘Spaces 
Ĺŵƛ΁ƘňŪĺͨƘŵŪĺ΁ñŪė΁ñ΁ƣğŪƣğ΁ŵĹ΁ĐŵŨŨƷŪňƯǖ΁ŨƷƣƯ΁Ďğ΁ĐƛğñƯğė͵΁ñŪė΁ʹ¦ŵŵŨ΁
Ĺŵƛ΁ňŪĹŵƛŨñş΁ñŪė΁ƣƘŵŪƯñŪğŵƷƣ΁ėňñşŵĺƷğ΁ŨƷƣƯ΁Ďğ΁ğŪƣƷƛğė͵͓ ΁ĐŵŪĐğƘƯ΁ğşğ-
ŨğŪƯƣ΁ĐŵŪƣňƣƯğė΁ŵĹ΁ Ưłğ΁ ĹŵƛŨñƯňŵŪ΁ŵĹ΁ƣŵĐňñş΁ğǏğŪƯƣ͒΁Pğƛğ΁ Ưłğ΁ñĐƯŵƛƣ΁ ňŪ΁
the leading roles had, once again, a hard time associating social events 
ǐňƯł΁Ưłğ΁ƛğŨŵƯğ΁ǐŵƛś΁ƣňƯğ͒΁®ƯñƯğŨğŪƯƣ΁şňśğ΁ͳàŵƷ΁ĐñŪ΁ñşƣŵ΁łñǏğ΁ĹƷŪ΁Ưŵ-
ĺğƯłğƛ΁ǏňƛƯƷñşşǖ͓΁ĎƷƯ΁Ưłğƛğ΁ñƛğ΁ŘƷƣƯ΁ƣŵŨğ΁ƯłňŪĺƣ΁ƯłñƯ΁ñşƣŵ΁łñƘƘğŪ΁ǐłğŪ΁
ǖŵƷ΁ñƛğ΁ƘłǖƣňĐñşşǖ΁ ƯŵĺğƯłğƛͳ΁ ͢Uȋ͓΁ŵŪşňŪğ΁ ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁̖͓̒΁̒̐̒̑ͣ΁
ñŪė΁ͳͦ»łğ΁ƘłǖƣňĐñş΁ñǐñƛğŪğƣƣ΁ñŪė΁ĎğňŪĺ΁ñĎşğ΁ Ưŵ΁ƣğğ΁ğñĐł΁ŵƯłğƛͧ΁ñƛğ΁
the ones who create that psychological security ... that you have some 
ğŨŵƯňŵŪñş΁ĐŵŪŪğĐƯňŵŪ΁Ưŵͳ΁͢ui͓̒΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁͓̒̐΁̒̐̒̑ͣ΁ƷŪ-
derlines the point. 
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In organization I, virtual social events are furthermore not as highly ap-
preciated as having the ability of being social in work related contexts:

Ͳ͒͒͒Ưłğ΁ğŨƘşŵǖğğƣ΁ėŵ΁ŪŵƯ΁ĎŵƯłğƛ΁ǐňƯł΁Ũŵƛğ΁ǏňƛƯƷñş΁Hƛňėñǖ΁Ďñƛƣ΁ŵƛ΁ñŪǖƯłňŪĺ΁
şňśğ΁ƯłñƯ͓΁ĎƷƯ΁͖ͦͧ΁ǐłñƯ΁Ưłğǖ΁ƣñǖ΁Ưłğǖ΁ǐñŪƯ΁ňƣ΁Ưŵ΁śğğƘ΁Ưłğ΁ŨŵƛŪňŪĺ΁ĐłğĐśͨ
ňŪ΁ŨğğƯňŪĺƣ΁ǐłğƛğ΁ǖŵƷ΁ĺğƯ΁ñƛƛñŪĺğė΁ƣŵŨğƯłňŪĺ΁ǖŵƷ΁Ūğğė΁łğşƘ΁Ưŵ΁ͦ͒͒͒ͧ΁
we have a coffee meeting on Thursdays, then we have a coordination 
ŨğğƯňŪĺ΁ŵŪ΁Hƛňėñǖƣ͒΁®ŵ΁Ưłğƛğ΁ňƣ΁ƣňŨƘşǖ΁ñ΁ƯŵƷĐł΁ƘŵňŪƯ΁ğǏğƛǖ΁ėñǖ΁Ưŵ΁śŪŵǐ΁
ƯłñƯ΁ Ưłğƛğ΁ ǖŵƷ΁ ĐñŪ΁ĺğƯ΁łŵşė΁ŵĹ΁ ñ΁ ĐŵşşğñĺƷğͳ΁ ͢Uȋ͓΁ ŵŪşňŪğ΁ ňŪƯğƛǏğŪƯňŵŪ͓΁
May 26, 2021).

Uȋ΁ĐŵŪƯňŪƷğƣ΁Ưŵ΁ĐŵŪĐşƷėğ΁͢ñƣ΁ǐğ΁łñė΁ƘƛğėňĐƯğė͓ͣ΁łŵǐ΁ƘƛñĐƯňĐğƣ΁ƯłñƯ΁ňƣ΁
constituted of or connected to the concept of being social is not optimal 
at a remote working site:
 
”It hangs in our walls, it is our culture, it is a social capital and all those 
elements that make an organization stick together, it seems we have 
ĎğğŪ΁ŘƷƣƯ΁ğǕñĐƯşǖ΁ŨñňŪƯñňŪğė΁ǐňƯł΁ñşş΁ƯłñƯ΁ǐğ΁łñǏğ΁ĎğğŪ΁ñĎşğ΁Ưŵ΁ƣƷƘ-
ƘŵƛƯ͒΁�ƷƯ΁Ưŵ΁ĎƷňşė΁ŵŪ΁ňƯ΁͖ͦͧ΁ǐğ΁ŨƷƣƯ΁ėŵ΁ňƯ΁ƘłǖƣňĐñşşǖ΁ƯŵĺğƯłğƛͳ΁͢Uȋ͓΁ŵŪ-
şňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁̖͓̒΁̒̐̒̑ͣ͒΁ͳͦÚłğŪ΁ǐğ΁ĐŵŨğ΁ĎñĐśͧ΁ǐğ΁ǐňşş΁łñǏğ΁
ñ΁Ǐğƛǖ΁ĺƛğñƯ΁ ĹŵĐƷƣ΁ŵŪ΁ƛğĐƛğñƯňŪĺ΁Ưłğ΁ƛğşñƯňŵŪƣłňƘ΁͓ͦ͒͒͒ͧ΁ƣŵ΁Ưłğƛğ΁ǐňşş΁Ďğ΁
many, many more physical meetings where that is in focus. So we are 
ŪŵƯ΁ĺŵňŪĺ΁Ưŵ΁ƣƘğŪė΁ğŪğƛĺǖ΁ŵŪ΁ȌĺƷƛňŪĺ΁ŵƷƯ΁łŵǐ΁Ưŵ΁ėŵ΁Ưłğ΁ĎğƣƯ΁ǐğ΁ĐñŪ΁
at home, because we think that what you were missing when you were 
sitting at home, is primarily the physical meeting, the informal dialogue 
ñŪė΁ƯłňŪĺƣ΁şňśğ΁ƯłñƯͳ΁͢Uȋ͓΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁̖͓̒΁̒̐̒̑ͣ͒

PŵǐğǏğƛ͓΁Ưłğ΁ƛğŨŵƯğ΁ǐŵƛś΁ƣňƯğ΁ňƣ΁ŨƷĐł΁Ũŵƛğ΁ƣƷňƯñĎşğ΁Ĺŵƛ΁ƘƛñĐƯňĐğƣ΁ƯłñƯ΁
are not as dependent on connections to other people. The concept 
proposals accounting for design criterias such as ‘It should make con-
ĐğŪƯƛñƯňŵŪ΁ĹğñƣňĎşğ͵΁ñŪė΁ʹUƯ΁ŨƷƣƯ΁Ďğ΁Ũñėğ΁ğñƣǖ΁Ưŵ΁ėňƣƯňŪĺƷňƣł΁ĎğƯǐğğŪ΁
ǐŵƛśňŪĺ΁ƯňŨğ΁ñŪė΁şğňƣƷƛğ΁ƯňŨğ͵΁ƣğğŨğė΁Ưŵ΁Ďğ΁ǐğňĺłƯğė΁ñƣ΁ŵƘƯňŨñş΁ƣŵ-
lutions. Especially when it comes to structuring employees work time 
the concept proposals seemed to spark interest with statements like: 

Ͳ»łğ΁ŵŪğ΁ǐňƯł΁ƯňŨňŪĺ΁Ưłğ΁ŨğğƯňŪĺ΁ňƣ΁ñ΁ĺŵŵė΁ňėğñ΁ñŪė΁ñ΁ƣňŨƘşğ΁ǐñǖ΁ƣŵ΁
ǖŵƷ΁ĐñŪ΁ƣğğ΁ǐłğŪ΁ñ΁Ďƛğñś΁łñƣ΁ĎğğŪ΁ñėėğėͳ΁͢ui͓̒΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁
sñǖ΁͓̒̐΁̒̐̒̑ͣ΁ñĐĐŵŨƘñŪňğė΁Ďǖ΁ͲUƯ΁ňƣ΁ňŨƘŵƛƯñŪƯ΁Ưŵ΁Ưñśğ΁Ďƛğñśƣ͒΁àŵƷ΁ĐñŪ΁
ğñƣňşǖ΁ĹŵƛĺğƯ΁Ưŵ΁Ưñśğ΁Ďƛğñśƣͳ΁͢uȋ͓΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁͓̒̐΁̒̐̒̑ͣ͒΁
Ui̒΁ğǕƘƛğƣƣğė΁łŵǐ͔

Ͳ͒͒͒Ưłğ΁Ǐğƛǖ΁ƘƛňŪĐňƘşğ΁ŵĹ΁ĎğňŪĺ΁Ǐğƛǖ΁ĐƛňƯňĐñş΁ŵĹ΁ǐłňĐł΁ŨğğƯňŪĺƣ΁ñƛğ΁ŪğĐğƣ-
sary - how long they must / should be - and who should participate. 
»łğƛğ΁ňƣ΁ñŨŵŪĺ΁ŨñŪǖ͓΁ñŪ΁ğǕƘğƛňğŪĐğ΁ŵĹ΁ƣňƯƯňŪĺ΁ñŪė΁ǐñƣƯňŪĺ΁ŵŪğ͵ƣ΁ƯňŨğ΁
with pseudo-work in ritual meetings, and there is not much energy in 
ňƯ͓΁ƣŵ΁ĎğňŪĺ΁ĐƛňƯňĐñş΁ŵĹ΁ŵŪğ͵ƣ΁ŨğğƯňŪĺ΁ƣƯƛƷĐƯƷƛğ΁ňƣ΁ƘğƛłñƘƣ΁ŵŪğ΁ŵĹ΁Ưłğ΁ĎğƣƯ΁
ƯłňŪĺƣ΁ǖŵƷ΁ĐñŪ΁ėŵͳ΁ñŪė΁Ͳ»łğ΁ƯğĐłŪňĐñş΁ƣŵşƷƯňŵŪƣ΁ñƛğ΁ĺŵŵė͒΁®ğƯƯňŪĺ΁ĎŵƷŪ-
ėñƛňğƣ΁Ĺŵƛ΁ǐŵƛś΁ňƣ΁ƚƷňƯğ΁ėňĹȌĐƷşƯ͓΁ğƣƘğĐňñşşǖ΁ňĹ΁ǖŵƷ΁ñƛğ΁ğŪĺñĺğė΁ňŪ΁ǖŵƷƛ΁
ŘŵĎ΁ŵƛ΁ƣƷĎŘğĐƯ΁ñƛğñͳ΁͢Uȋ͓΁ŵŪşňŪğ΁ňŪƯğƛǏğŪƯňŵŪ͓΁sñǖ΁̖͓̒΁̒̐̒̑ͣ͒

»łňƣ΁ĐƛğñƯğė΁Ưłğ΁ƣğŪƣğ΁ƯłñƯ͓΁ňĹ΁Ưłğ΁ñĎňşňƯǖ΁Ưŵ΁łğşƘ΁ƣƯƛƷĐƯƷƛğ΁ğŨƘşŵǖğğƣ͵΁
working days becomes more prominent while focussing on regulating 
both the purpose, length and types of meetings becomes a given, the 
remote work site would be a good place for practices such as Perfor-
ming Independent Work and Attending External and Internal Meeting 
(depending on the type of meeting).  

The result of the feedback provided insight to why it makes sense to 
ėğƣňĺŪ΁ñ΁ĹƛñŨğǐŵƛś΁Ĺŵƛ΁ȍğǕňĎşğ΁ǐŵƛś΁Ũŵėğşƣ΁ƯłñƯ΁ĐŵŨĎňŪğ΁Ưłğ΁ƘłǖƣňĐñş΁
ñŪė΁ƛğŨŵƯğ΁ǐŵƛśňŪĺ΁ƣňƯğ͒΁ UŪ΁ƣğĐƯňŵŪ΁̔͒̓΁ UėğŪƯňȌĐñƯňŵŪ΁ŵĹ΁®łñƛğė΁£ƛñĐ-
tices we established how each of the seven shared practices were di-
stributed according to the practitioners preferences. After the informa-
tion provided by the actors in the leading roles, we have again placed 
the seven shared practices according to what seems most optimal in an 
ŵƛĺñŪňǡñƯňŵŪñş΁ƣğŪƣğ΁͢ƣğğ΁ȌĺƷƛğ΁ßͣ͒
The weight on the physical side has been lifted and the two practices, 
Attending External Meetings and Taking Part in Teamwork has moved 
Ưŵ΁Ưłğ΁Ũňėėşğ͒΁Pğƛğ΁ňƯ΁ňƣ΁ňŨƘŵƛƯñŪƯ΁Ưŵ΁ĐŵŪƣňėğƛ΁ğñĐł΁ŨğğƯňŪĺ΁ŵƛ΁ƯğñŨ-
work based tasks individually, since some will be more suitable for the 
ƛğŨŵƯğ΁ƣňƯğ͓΁ǐłňşğ΁ŵƯłğƛƣ΁ȌƯ΁ĎğƯƯğƛ΁ňŪ΁ñ΁ƘłǖƣňĐñş΁ƣňƯğ͒΁
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Seen in an organizational perspective there can be many advantages to 
providing the employees with the possibility of working more remotely 
(relative to how much they were working remote prior to the pande-
mic), but it seems that there is a need for the facilitation of this combi-
ŪñƯňŵŪ͒΁�ƣ΁ƣƯñƯğė΁ňŪ΁ƣğĐƯňŵŪ΁̔͒̒΁»łğ΁�ƛĺñŪňǡñƯňŵŪƣ΁¦ğşñƯňŵŪƣ΁Ưŵ΁¦ğŨŵƯğ΁
Work the organization puts a lot of the responsibility on the shoulders 
of department leaders or the employees themselves. This can poten-
tially have the effect of it working very well in some departments and 
very poorly in others, since both the approach and the individuals will 
Ďğ΁ėňĹĹğƛğŪƯ͓΁ǐłňĐł΁ǐŵŪ͵Ư΁łğşƘ΁Ưłğ΁ŵƛĺñŪňǡñƯňŵŪ΁ñƣ΁ñ΁ǐłŵşğ͒΁»łňƣ΁ňƣ΁ñŪŵ-
ther reason why we believe that the leaders must be equipped with 
concrete tools and guidance to facilitate the process of accommodating 
the needs of his or her employees. 

5.2 Design Criteria for a Framework for Flexible Work 
Models

In the previous sections we have provided an overview of how we have 
explored our solutions space. We used the seven shared practices, the 

individual practices and their related breakdowns. We did not only use 
these to create the 112 design solutions for accommodating the remo-
te working site, but we also merged them into three problem framing 
ƣƯŵƛňğƣ͒΁HŵƷƛ΁ñĐƯŵƛƣ΁ňŪ΁şğñėňŪĺ΁ƛŵşğƣ΁ĹƛŵŨ΁ŵƛĺñŪňǡñƯňŵŪ΁u΁ñŪė΁U͓΁ƘƛŵǏňėğė΁
feedback to each story. 
Moreover, the design solutions were combined into six different story-
boards, each representing a concept proposal. Each of these generated 
2-3 design criterias, which then also was evaluated and discussed by 
the four actors. 
Through this process of exploring the solution space we have discove-
red aspects that must be considered when designing a framework for 
ňŪėňǏňėƷñşňǡğė΁ ñŪė΁ȍğǕňĎşğ΁ǐŵƛś΁Ũŵėğşƣ͒΁ »łğƣğ΁ ñƛğ΁ ƣƷŨŨñƛňǡğė΁ ňŪƯŵ΁
the followed design criteria where... 

If we connect those to the design criteria discovered in chapter 3 and 
͓̔΁ǐğ΁ĺğƯ΁ñ΁ƯŵƯñş΁ŵĹ΁̗̑΁ĐƛňƯğƛňñƣ΁ǐłňĐł΁Ưłğ΁ĹƷƯƷƛğ΁ĹƛñŨğǐŵƛś΁Ĺŵƛ΁ȍğǕňĎşğ΁
work models must account for. These criteria put together constitute 
the frames for the framework we wish to design and should provide 
Ưłğ΁ȍğǕňĎşğ΁ǐŵƛś΁Ũŵėğşƣ΁ǐňƯł΁Ưłğ΁ğƣƣğŪƯňñşƣ΁Ĺŵƛ΁ƣƷƘƘŵƛƯňŪĺ΁Ưłğ΁Ūğğėƣ΁
of individuals, working within advising engineering organizations. The 
ȌŪñş΁ėğƣňĺŪ΁ĐƛňƯğƛňñ΁ƯłƷƣ΁ƣƯñƯğƣ΁łŵǐ͖
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5.3 Further Work 

Considering the work of which we have described in this thesis, we will 
Ūŵǐ΁ƘƛğƣğŪƯ΁Ưłğ΁ǐŵƛś΁Ưŵ΁Ďğ΁ƘğƛĹŵƛŨğė΁ƷŪƯňş΁Ưłğ΁ƘƛŵŘğĐƯ͵ƣ΁ğŪė΁ėñƯğ΁ŵŪ΁
eƷŪğ΁̒̔Ưł΁̒̐̒̑͒΁Úğ΁ǐňşş΁ƘƛğƣğŪƯ΁Ưłğ΁ƣƯğƘƣ΁Ūğğėğė΁Ưŵ΁Ưñśğ΁ňŪ΁ŵƛėğƛ΁Ưŵ΁
ƘƛğƣğŪƯ΁ñ΁ȌŪñş΁ĹƛñŨğǐŵƛś΁ñŪė΁ĹƷƛƯłğƛŨŵƛğ΁ƘƛğƣğŪƯ΁łŵǐ΁ǐğ΁ğǕƘğĐƯ΁Ưŵ΁
test the functionality of it.

This thesis ended with 17 design criteria which were created based on 
the exploration of the history of the work practice, the more individu-

alized practice in connection to practitioners and the solutotin space it 
ǐñƣ΁şŵĐñƯğė΁ňŪ͒΁»ŵ΁ėğȌŪğ΁łŵǐ΁Ưłğ΁ĹƛñŨğǐŵƛś΁ñĐĐŵƷŪƯƣ΁Ĺŵƛ΁Ưłğ΁ėğƣňĺŪ΁
criterias, we intend to test its functionally with practitioners that could 
potentially be part of it in the end. As the framework we wish to de-
sign should be based on accommodating the needs of the individual 
employees of advising engineering organizations, we will strive to test 
the content of the framework using several different negotiation spaces 
where different participants will take part, depending on their role in 
one of the three organizations. 

The framework is supposed to appeal to employees and apply to 
ğŨƘşŵǖğƛƣ΁ñŪė΁Ưłğ΁ğŨƘşŵǖğƛƣ΁ƯłğƛğĎǖ΁ƘŵƛƯƛñǖ΁ñƣ΁Ʒƣğƛƣ͒΁PğŪĐğ͓΁Ưłğ΁Ũñ-
terial component of the framework should appeal to the employers, 
whilst the content of the framework should mediate the needs of the 
employees. This means that it is necessary for the framework to be 
ŪğĺŵƯňñƯğė΁ñŪė΁ƛğͨėğȌŪğė΁ňŪ΁ŪğĺŵƯňñƯňŵŪ΁ĎğƯǐğğŪ΁Ʒƣ΁ñŪė΁Ưłğ΁ğŨƘşŵ-
yees, but also between us and the employers. 

Although we chose to investigate work models from the perspective 
of advising engineering organizations, we do not consent to only pro-
ǏňėňŪĺ΁ğŨƘşŵǖğğƣ΁ňŪ΁ƣƷĐł΁ŵƛĺñŪňǡñƯňŵŪƣ΁Ưłğ΁ƘŵƣƣňĎňşňƯǖ΁ŵĹ΁ėğȌŪňŪĺ΁Ưłğňƛ΁
sustainable work practice. We stress that there is a need to investigate 
ĹƷƛƯłğƛ΁łŵǐ΁ƣƷĐł΁Ũŵėğşƣ΁Ĺŵƛ΁ƣƷƣƯñňŪñĎşğ΁ȍğǕňĎşğ΁ǐŵƛś΁ĐñŪ΁Ďğ΁ñƘƘşňğė΁
in other types of organizations. 

'Ʒğ΁Ưŵ΁Ưłğ΁ĹñĐƯ΁ƯłñƯ΁ňƯ΁ǐñƣŪ͵Ư΁ƘŵƣƣňĎşğ΁Ĺŵƛ΁Ʒƣ΁Ưŵ΁ğŪĺñĺğ΁Ũŵƛğ΁ƯłñŪ΁ƣğ-
ǏğŪ΁ƘƛñĐƯňƯňŵŪğƛƣ΁ňŪ΁Ưłğ΁ƘƛŵŘğĐƯ͓΁ ňƯ΁ǐŵƷşė΁Ďğ΁ƛğşğǏñŪƯ΁Ưŵ΁ĹƷƛƯłğƛ΁ñňŨ΁Ưŵ΁
engage more practitioners, making the research thus the solution more 
versatile. This means facilitating a vast number of negotiation spaces in 
which the topic would be unfolded and negotiated. This should result 
in data more representative for white-collar workers in advising engi-
neering organizations.
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UŪ΁Ưłňƣ΁ łñƘƯğƛ΁ǐğ΁ǐňşş΁şŵŵś΁ňŪƯŵ΁łŵǐ΁ʹƯłğ΁ǐŵƛś΁ƘƛñĐƯňĐğ͵΁ňŪ΁ǐğƣƯğƛŪ΁ƣŵĐňğƯňğƣ΁łñǏğ΁ğǏŵşǏğė΁ñŪė΁ėğǏğşŵƘğė΁ƯłƛŵƷĺł΁ƯňŨğ͓΁ƘƛŵǏňėğė΁ňŪ΁ƣŪñƘƣłŵƯƣ͒΁
Úğ΁ǐñŪƯ΁Ưŵ΁şŵŵś΁ňŪƯŵ΁Ưłğ΁ƯƛñŘğĐƯŵƛňğƣ΁ƯłñƯ΁ĐŵŪƣƯňƯƷƯğė΁͢ñŪė΁ƣƯňşş΁ĐŵŪƣƯňƯƷƯğƣͣ΁Ưłğ΁ƘƛñĐƯňĐğͨñƣͨğŪƯňƯňğƣ΁ƯłñƯ΁ƣłñƘğƣ΁ĐƷƛƛğŪƯ΁ĐŵŪȌĺƷƛñƯňŵŪƣ΁ŵĹ΁ǐŵƛś͒΁
Úğ΁ǐňƣł΁Ưŵ΁Ͳ͒͒͒ĺňǏğ΁ñ΁ƣğŪƣğ΁ŵĹ΁Ưłğ΁ʹğşğŨğŪƯñş͵΁łňƣƯŵƛňğƣ΁ňŪǏŵşǏğė΁ñŪė΁ŵĹ΁Ưłğ΁ƣƷĐĐğƣƣňŵŪ΁ŵĹ΁ĐŵŨƘŵƣňƯğ΁ğŪƯňƯňğƣ͒͒ͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̙̒ͣ΁ǐłňĐł΁
ñƛğ΁ñ΁ƘñƛƯ΁ŵĹ΁ĹŵƛŨňŪĺ΁Ưłğ΁łňƣƯŵƛǖ΁ŵĹ΁ŨŵėğƛŪ΁ǐŵƛśňŪĺ΁şňĹğ͒΁�Ǐğƛ΁Ưłğ΁şñƣƯ΁̑̐̕΁ǖğñƛƣ΁ʹǐŵƛśňŪĺ͵΁łñƣ΁ĎğĐŵŨğ΁ñ΁ƛğĐŵĺŪňǡğė΁ñŪė΁ğŪñĐƯğė΁ğŪƯňƯǖ΁ƯłñƯ΁łñƣ΁
ñƛňƣğė΁ƯłƛŵƷĺł΁Ưłğ΁ĹƷƣňŵŪ΁ŵĹ΁ŨñŪǖ΁ėňĹĹğƛğŪƯ΁ƘƛñĐƯňĐğƣ͒΁Úğ΁ǐňşş΁ñƛĺƷğ΁łŵǐ΁ʹǐŵƛśňŪĺ͵΁łñƣ΁ĎğğŪ΁ĎşñĐśͨĎŵǕğė΁Ưŵ΁Ưłğ΁ğǕƯğŪƯ΁ǐłğƛğ΁ňƯ΁Ͳ͒͒͒ĐŵŪƣƯňƯƷƯğƣ΁ñ΁
ƣňŪĺşğ΁ƘƛñĐƯňĐğͳ΁͢®łŵǏğ΁ğƯ΁ñş͓͒΁͓̒̐̑̒΁Ƙ͒΁̘͓̒ͣ΁ŨƷĐł΁şňśğ΁łŵǐ΁®łŵǏğ΁ğƯ΁ñş͒΁̒̐̑̒ͣ͢΁ėğƣĐƛňĎğ΁Ưłğ΁ƘƛñĐƯňĐğ΁ŵĹ΁ėƛňǏňŪĺ͔΁

ͲÚłğŪ΁ƯğñĐłňŪĺ΁ŪŵǏňĐğƣ΁łŵǐ΁Ưŵ΁ėƛňǏğ͓΁ňŪƣƯƛƷĐƯŵƛƣ΁Ũñǖ΁Ďƛğñś΁Ưłğ΁ƯŵƯñş΁ƘğƛĹŵƛŨñŪĐğ΁ėŵǐŪ΁ňŪƯŵ΁ėňĹĹğƛğŪƯ΁ŨŵǏğƣ͓΁ğñĐł΁ƯƛğñƯğė΁ñŪė΁ğǕƘğƛňͨğŪĐğė΁
as a separate practice by the learner-driver and by the instructor alike, but only for a while. The common aim is for the recruit to seam-lessly 
ňŪƯğĺƛñƯğ΁Ưłğƣğ΁ƘƛŵĐğėƷƛğƣ΁ƣŵ΁ñƣ΁Ưŵ΁ƛğƘƛŵėƷĐğ΁ǐłñƯ΁ňƣ΁Ūŵǐ΁śŪŵǐŪ΁ñƣ΁ʹėƛňǏňŪĺ͵ͳ΁͢Ƙ͒΁̘̘̒ͨ̓ͣ͒΁

Through a short recap of the pre-industrial societies we trace the history of the practice behind modern working life all the way back to the 
®ƯŵŪğ΁ñĺğ͒΁Úğ΁śŪŵǐ΁ĹƛŵŨ΁®łŵǏğ΁ğƯ΁ñş͒΁̒̐̑̒ͣ͢΁ƯłñƯ΁Ͳ͒͒͒ƘƛñĐƯňĐğƣͨñƣͨğŪƯňƯňğƣ΁ğǕƘñŪė͓΁ĐŵŪƯƛñĐƯ΁ñŪė΁ĐłñŪĺğ΁ñƣ΁Ưłğǖ΁ñĐƚƷňƛğ΁ñŪė΁şŵƣğ΁ǏñƛňŵƷƣşǖ΁Ĺñ-
ithful cohorts of carriers.” (p. 77), which is why we look into how the practice has changed through the four industrial revolutions all the way to 
Ưłğ΁ĐňƛĐƷŨƣƯñŪĐğƣ΁ĐñƷƣğė΁Ďǖ΁Ưłğ΁ĺşŵĎñş΁ �ÙU'̙ͨ̑΁ƘñŪėğŨňĐ΁şŵĐśėŵǐŪ͒΁Úğ΁şŵŵś΁ňŪƯŵ΁łŵǐ΁Ͳ͒͒͒ƘƛñĐƯňĐğƣͨñƣͨğŪƯňƯňğƣ΁ñƛğ΁ƣłñƘğė΁Ďǖ΁Ưłğ΁ƣƷŨ΁ƯŵƯñş΁
of what practitioners do, by the variously faithful ways in which performances are enacted over time and by the scale and commitment of the 
cohorts involved” (Shove et al., 2012, p. 101). 
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6.1 Conclusion 

Throughout the report we have established how practices are connec-
ted to their traces of the past (Shove et al., 2012). We have explained 
Ưłğ΁ ƯƛñŘğĐƯŵƛǖ΁ŵĹ΁ Ưłğ΁ǐŵƛś΁ƘƛñĐƯňĐğ͓΁ ĹƛŵŨ΁ñ΁ ƣƯñĎňşňǡğė΁ñŪė΁ĎşñĐśͨĎŵǕğė΁
ğŪƯňƯǖ΁Ưŵ΁ñ΁Ũŵƛğ΁ñŪė΁Ũŵƛğ΁ňŪėňǏňėƷñşňǡğė΁ƘƛñĐƯňĐğ͒΁HƷƛƯłğƛŨŵƛğ͓΁ǐğ΁ğşñ-
ĎŵƛñƯğė΁ŵŪ΁łŵǐ΁ėňĹĹğƛğŪƯ΁ėŵŨňŪñŪƯ΁ėğƣňĺŪƣ΁ƯłƛŵƷĺł΁ƯňŨğ΁łñǏğ΁ňŪȍƷğŪ-
ced the perception of work. We then explored it in connection to the 
traditional collective work model and could conclude how they were de-
tached from each other. We therefore saw how the need for policies or 
frameworks must be accommodated in order to achieve coherence bet-
ween the practices performed by practitioners (the employees) and the 
work models framing the space for performing the practice (provided by 
employers). We thus investigated if the rare circumstances provided by 
a global pandemic, such as COVID-19 could provide the push needed 
for the next revolution of the work practice. We chose to see the pan-
demic as a window-of-opportunity to explore a radically different work 
model in comparison to the old fashioned collective one, which is prima-
rily constituted around physical presence. Thus making the pandemic an 
experiment for transitional change. 

During the course of our analysis we explored both the consequences 
ñŪė΁ŵƘƘŵƛƯƷŪňƯňğƣ΁ŵĹ΁ǐŵƛśňŪĺ΁ƛğŨŵƯğşǖ͒΁Pğƛğ΁ǐğ΁ňėğŪƯňȌğė΁ƣğǏğŪ΁ƘƛñĐ-
tices, which were shared between employees of three advising engine-
ering companies. We elaborated how even these were constituted very 
differently depending on the individual performing the practice. And we 
discovered how the performance of the practice not only depends on the 
individual, but also the site of performance. Each shared practice is diffe-
rent, depending on the individual, who are constituting their practice on 
the basis of the three elements (meanings, material and competencies). 
It must therefore be concluded that employers or other actors of leading 
roles, in advisoring engineering organizations, need to consider the com-
plex bundle of practices which circulates in connection to ‘being part of 
Ưłğ΁ŵƛĺñŪňǡñƯňŵŪ͵͒ ΁ÚłğŪ΁ğŪñĐƯňŪĺ΁ǐŵƛś΁Ũŵėğşƣ΁ƯłƛŵƷĺł΁ƘŵşňĐňğƣ͓΁ ƛƷşğƣ͓΁

frameworks or others they must aim to accommodate each individual 
practice for the cultural landscape within the organization to function as 
a whole.

�Ʒƛ΁ ĐŵŪƯƛňĎƷƯňŵŪ΁ ĐŵŪƣňƣƯƣ΁ ŵĹ΁ ėğƣňĺŪňŪĺ΁ ñ΁ ĹƛñŨğǐŵƛś΁ Ĺŵƛ΁ ȍğǕňĎşğ΁ǐŵƛś΁
models that supports the needs of individuals, working within advising 
engineering organizations. We have through the report established 17 
ėğƣňĺŪ΁ĐƛňƯğƛňñ΁Ĺŵƛ΁ƣƷĐł΁ñ΁ĹƛñŨğǐŵƛś͒΁Pŵǐ΁Ưłğ΁ȌŪñş΁ĹƛñŨğǐŵƛś΁ǐňşş΁Ďğ͓΁
will be decided after the hand-in of this report, making it the focal point 
Ĺŵƛ΁Ưłğ΁ĹƷƛƯłğƛ΁ǐŵƛś΁ƘğƛĹŵƛŨğė΁ĹƛŵŨ΁Ưłğ΁̔Ưł΁ŵĹ΁eƷŪğ΁Ưňş΁Ưłğ΁̒̔Ưł΁ŵĹ΁eƷŪğ͒
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Source(s):
Eurostat. (2020, February 6). How usual is it to work from home? Products Eurostat News - Eurostat. https://ec.europa.eu/eurostat/web/products-eurostat-news/-/DDN-20200206-1
PğƛƣśňŪėͨ ñƛşƣğŪ͓΁ ͒΁͓̒̐̒̐͢΁®ğƘƯğŨĎğƛ΁̑ͣ͒̕΁�ƛĎğŘė΁łŘğŨŨğĹƛñ΁ŵĺ΁ƣƯǖƛś΁ĎƷŪėşňŪŘğŪ͒΁0ĹȌłƷĎ͒΁łƯƯƘƣ͔͟͟ğĹȌłƷĎ͒ĐŵŨ͟łŘğŨŨğñƛĎğŘėƣƘşñėƣğƛͨƣƯǖƛśğƛͨĎƷŪėşňŪŘğŪ͟
Marsh, N. (2010, May). How to make work-life balance work [Video]. TEDxSydney. https://www.ted.com/talks/nigel_marsh_how_to_make_work_life_balance_work?referrer=playlist-how_to_get_into_a_work_from_home_
mindset
Olsson, T. B. (2020, July 30). Dansk Erhverv: Hjemmearbejde kan blive en gevinst for alle. Men det må ikke blive et mål i sig selv. Kristeligt Dagblad. https://www.kristeligt-dagblad.dk/debatindlaeg/hjemmearbejde-kan-bli-
ve-en-gevinst-alle-men-det-maa-ikke-blive-et-maal-i-sig-selv
Ruiz-Castro, M., & Lupu, I. (2021, January). Work-Life Balance Is a Cycle, Not an Achievement. Harvard Business Review. https://hbr.org/2021/01/work-life-balance-is-a-cycle-not-an-achievement?ab=hero-main-image

According to Marsh (2010, May) a life in balance can be achieved by attending 
to four sides in humans; the Intellectual, emotional, spiritual and physical side. 
He explains that in order to achieve balance within the four (which he states can 
never be 100% balanced), we need to understand that ”...commercial compa-
nies are inherently designed to get as much out of you [as] they can get away 
with.” (Marsh, 2010, may @3.47). This means that people are to take matters in 
their own hands, when it comes to their work-life balance. How to care for each 
of the four parts is inherently an individual matter and ”If you don’t design your 
life, someone else will design it for you, and you may just not like their idea of 
balance.” Marsh, 2010, may @3.12). 

A study with almost 200 in-depth interviews with 78 professionals from Lon-
don done by Ruiz-Castro & Lupu (2021, January) showed that 30% of the men 
and 50% of women appeared to consciously resist working long hours. The 
study was done with an equal number of men and women between 30 and 50 
years old. Ruiz-Castro & Lupu (2021, January) found that that even though each 
case was different a certain mental pattern for maintaining a work-life balance 
appeared. “…better balance between professional and personal priorities boils 
ėŵǐŪ΁Ưŵ΁ñ΁ĐŵŨĎňŪñƯňŵŪ΁ŵĹ΁ƛğȍğǕňǏňƯǖ΁ͫ΁ŵƛ΁ƚƷğƣƯňŵŪňŪĺ΁ñƣƣƷŨƘƯňŵŪƣ΁Ưŵ΁ňŪĐƛğñƣğ΁
ƣğşĹͨñǐñƛğŪğƣƣ΁ͫ΁ñŪė΁ ňŪƯğŪƯňŵŪñş΁ ƛŵşğ΁ ƛğėğȌŪňƯňŵŪ͒΁ UŨƘŵƛƯñŪƯşǖ͓΁ ŵƷƛ΁ ƛğƣğñƛĐł΁
ƣƷĺĺğƣƯƣ΁ƯłñƯ΁Ưłňƣ΁ňƣ΁ŪŵƯ΁ñ΁ŵŪğͨƯňŨğ΁ȌǕ͓΁ĎƷƯ΁ƛñƯłğƛ͓΁ñ΁ĐǖĐşğ΁ƯłñƯ΁ǐğ΁ŨƷƣƯ΁ğŪĺñĺğ΁
in continuously as our circumstances and priorities evolve.” (Ruiz-Castro & Lupu, 
2021, January, l. 23)

Herskind-Carlsen, C. (2020, September 15) describes a study done by Flexjob 
ňŪ΁̙͓̒̐̑΁ǐłğƛğ΁̗̓̐̐΁ƘğŵƘşğ΁ǐğƛğ΁ñƣśğė΁ñĎŵƷƯ΁ŘŵĎ΁ȍğǕňĎňşňƯǖ΁ñŪė΁ǐŵƛśňŪĺ΁ĹƛŵŨ΁
łŵŨğ͒΁»łňƣ΁ĺƛñƘł΁ƣłŵǐƣ΁Ưłğ΁ƛğñƣŵŪƣ΁ǐłǖ΁Ưłğƣğ΁ƘğŵƘşğ΁ǐňƣł΁Ưŵ΁łñǏğ΁ñ΁ȍğǕňĎşğ΁
ŘŵĎ͓΁ǐłňĐł΁ñşş΁ňŪėňĐñƯğƣ΁ƯłñƯ΁ñ΁ȍğǕňĎşğ΁ŘŵĎ΁Ũñśğƣ΁ňƯ΁ğñƣňğƛ΁Ĺŵƛ΁ƘğŵƘşğ΁Ưŵ΁ñƯƯğŪė΁Ưŵ΁
‘the four parts’ described by Nigel Marsh (2010, May).

Four Parts in Humans 

Five Iterative Steps Towards Balance

The four parts within humans 
in perfect balance. Illustrated by the author

Intellectual Emotional

SpiritualPhysical

7,8% are working 
permanently from 
home In Denmark. 

5th place in EU 
(Eurostat., 2020, 

February 6).

During the pandemic 
40% of the Danes 
were working from 
home according Da-
nish profession (i.e., 

Dansk Erhverv) (Ols-
son, T. B., 2020, July 

30).

100%

75%

50%

25%

Work-life Balance Family Time savings Commute stress

75%

45%
42% 41%

A Cycle - The Process Towards Balance. 
Illustrated by the author

¦ğñƣŵŪƣ΁Ưŵ΁łñǏğ΁ñ΁ȍğǕňĎşğ΁ŘŵĎ͒΁
Numbers by Herskind-Carlsen, 2020, September 15) 

Illustration by the author
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Source(s):
ÙñŪ΁ėğƛ΁iňƘƘğ͓΁»͓͒΁π΁iňƘƘĠŪǖň͓΁ë͒΁̘̒̐̑ͣ͒͢΁�ğǖŵŪė΁HŵƛŨñş΁�ĐĐğƣƣ͔΁�ƛĺñŪňǡñƯňŵŪñş΁ ŵŪƯğǕƯ͓΁ÚŵƛśňŪĺ΁HƛŵŨ΁PŵŨğ͓΁ñŪė΁ÚŵƛśͪHñŨňşǖ΁ ŵŪȍňĐƯ΁ŵĹ΁sğŪ΁ñŪė΁ÚŵŨğŪ΁ňŪ΁0ƷƛŵƘğñŪ΁ÚŵƛśƘşñĐğƣ͒΁®ŵĐňñş΁UŪėňĐñƯŵƛƣ΁¦ğƣğñƛĐł͓΁͓̑̑̒ͣ̕͢΁
383–402. https://doi.org/10.1007/s11205-018-1993-1

Van Der Lippe & Lippényi (2018) is investigating whether or not work-from-
łŵŨğ΁şğñėƣ΁Ưŵ΁Ũŵƛğ΁ŵƛ΁şğƣƣ΁ǐŵƛśͨĹñŨňşǖ΁ĐŵŪȍňĐƯƣ͒΁UŪ΁Ưłğ΁̙̘̑̐΁ñŪė΁̙̙̑̐΁ňƯ΁ǐñƣ΁
seen as cost-effective to work from home because of the options to eliminate 
ǐŵƛśͨĹñŨňşǖ΁ĐŵŪȍňĐƯƣ΁͢ÙñŪ΁'ğƛ΁iňƘƘğ΁π΁iňƘƘĠŪǖň͓΁̘̒̐̑ͣ͒΁
Van Der Lippe & Lippényi (2018) argues that “women experience greater ten-
sions between work and family life than men” P. 384, which is why it seems 
necessary to distinguish between the two when conducting research. “men 
ĐŵŪƣňėğƛğė΁ǐŵƛśͪĹñŨňşǖ΁ ĎğŪğȌƯƣ΁ ƷƣğĹƷş΁ǐłğŪ΁ Ưłğǖ΁ ĎğşňğǏğė΁ ňƯ΁ ĎğŪğȌƯƯğė΁ ŘŵĎ΁
performance, while women tended to judge their effectiveness based on expe-
ĐƯğė΁ƛğėƷĐƯňŵŪ΁ŵĹ΁ǐŵƛśͪĹñŨňşǖ΁ĐŵŪȍňĐƯͳ΁͢ÙñŪ΁'ğƛ΁iňƘƘğ΁π΁iňƘƘĠŪǖň͓΁̘͓̒̐̑΁Ƙ͒΁̘̓̔ͣ

A supportive organizational culture is one that acknowledges and supports the 
ğŨƘşŵǖğğƣ͵΁ ĹñŨňşǖ΁ñŪė΁ƘğƛƣŵŪñş΁ƣňƯƷñƯňŵŪƣ͓΁ñŪė΁ƘƛŵŨŵƯğƣ΁ȍğǕňĎňşňƯǖ͓΁ ƯŵşğƛñŪĐğ΁
and support for family needs and obligations. This is the opposite of having 
an ‘ideal worker culture’, where it is (for the company) mostly about getting as 
much out of their employee as possible. Supportive work–family culture pro-
duces norms that respect employees’ personal and family time, and encourage 
Ʒƣğ΁ŵĹ΁ǐŵƛśͪĹñŨňşǖ΁ĎğŪğȌƯƣ͓΁ƣƷĐł΁ñƣ΁ǐŵƛśňŪĺ΁ĹƛŵŨ΁łŵŨğ͒΁»łňƣ΁ĐñŪ΁şğñėñ΁Ưŵ΁ñ΁
ėğĐƛğñƣğ΁ňŪ΁ǐŵƛśͨĹñŨňşǖ΁ĐŵŪȍňĐƯƣ΁͢ÙñŪ΁'ğƛ΁iňƘƘğ΁π΁iňƘƘĠŪǖň͓΁̘̒̐̑ͣ

Ͳ»łğ΁ȌƛƣƯ΁ĐŵŪĐşƷƣňŵŪ΁ňƣ΁ƯłñƯ΁ğşğŨğŪƯƣ΁ŵĹ΁Ưłğ΁
work context help to explain how working 
from home can alleviate or increase work–
ĹñŨňşǖ΁ ĐŵŪȍňĐƯ΁ Ĺŵƛ΁ ĎŵƯł΁ ŨğŪ΁ ñŪė΁ ǐŵŨğŪ͒΁

(Van Der Lippe & Lippényi, 2018,  p. 396)

The second conclusion is that the relation 
between working from home and work–
ĹñŨͨňşǖ΁ĐŵŪȍňĐƯ΁ňƣ΁Đşğñƛşǖ΁ĺğŪėğƛğė͒΁͢ ÙñŪ΁'ğƛ΁

Lippe & Lippényi, 2018, p.397)

The third conclusion is that the work context 
appears to work differently for men than for 
women. (Van Der Lippe & Lippényi, 2018, p. 

397)

ͳ�Ū΁Ưłğ΁ŵŪğ΁łñŪė͓΁ǐŵƛśňŪĺ΁ĹƛŵŨ΁łŵŨğ΁ƛğėƷĐğƣ΁ǐŵƛśͪĹñŨňşǖ΁ĐŵŪȍňĐƯ΁ĎğĐñƷƣğ΁ňƯ΁provides emplo-
yees control over the scheduling of their workdays.” (Van Der Lippe & Lippényi, 2018, p. 385)

“...working from home may interfere with performing responsibilities in the home domain such 
ñƣ΁ƯñśňŪĺ΁Đñƛğ΁ŵĹ΁ėŵŨğƣƯňĐ΁ėƷƯňğƣ΁ñŪė΁şğñėƣ΁Ưŵ΁ĐŵŪȍňĐƯͳ΁͢ÙñŪ΁'ğƛ΁iňƘƘğ΁π΁iňƘƘĠŪǖň͓΁̘͓̒̐̑΁Ƙ͒΁̘̖̓ͣ

“...working from home increases the permeability of boundaries between work and non-work do-
mains because the physical boundaries between the two contexts are eliminated” 

(Van Der Lippe & Lippényi, 2018, p. 386)

Is it necessary to distinguish between men and women today? 
Does the gender gap in today’s society make men believe working from home 

make them abdicate for a promotion? 
Does it put pressure on women to take more family responsabilities?

ÚŵƛśͨHñŨňşǖ΁ ŵŪȍňĐƯƣ

Work-Family Culture VS Ideal Worker Culture Conclusion

Questions

?

VS
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Uƣ΁Ũŵƛğ΁ƯňŨğ΁ğĹȌĐňğŪƯ

͜΁£ñƛƯňĐňƘñŪƯƣ΁ŨğğƯ΁ŵŪ΁ƯňŨğ

͜΁£ñƛƯňĐňƘñŪƯƣ΁ñƛğ΁ĎğƯƯğƛ΁ƘƛğƘñƛğė΁ĐŵŨ-
Ƙñƛğė΁Ưŵ΁ƘłǖƣňĐñş΁ŨğğƯňŪĺƣ΁͢ñĎŵƷƯ΁̘̔λͣ

͜΁»łğ΁ñĺğŪėñ΁ňƣ΁Ũŵƛğ΁ƣƯƛňĐƯ΁ĐŵŨƘñƛğė΁Ưŵ΁
ƘłǖƣňĐñş΁ŨğğƯňŪĺƣ

͜΁UƯͻƣ΁ğñƣňğƛ΁Ưŵ΁śğğƘ΁Ưłğ΁şňŪğ΁ŵĹ΁ƣƘğğĐł΁
ĐŵŨƘñƛğė΁Ưŵ΁ƘłǖƣňĐñş΁ŨğğƯňŪĺƣ΁͢ñĎŵƷƯ΁
̗̔λͣ

͜΁»łğƛğ΁ňƣ΁şğƣƣ΁ňŪĹŵƛŨñş΁Ưñşś΁ňŪ΁ǏňƛƯƷñş
ŨğğƯňŪĺƣ΁ƯłñŪ΁ñƯ΁ƘłǖƣňĐñş΁ŨğğƯňŪĺƣ΁
͢ñĎŵƷƯ΁̙̒λͣ

Uƣ΁Ũŵƛğ΁ėğŨŵĐƛñƯňĐ

͜΁»łğƛğ΁ňƣ΁Ūŵ΁łğñė΁ŵĹ΁Ưłğ΁ƯñĎşğ͒΁0ǏğƛǖŵŪğ΁
ƘñƛƯňĐňƘñƯğ΁ŵŪ΁ğƚƷñş΁ƯğƛŨƣ͒΁͢UŨƘŵƛƯñŪƯ΁
ƯłñƯ΁ğǏğƛǖŵŪğ΁ňƣ΁ŵŪşňŪğ΁Ưŵ΁ñǏŵňė΁ŨğğƯňŪĺƣ΁
ǐňƯłňŪ΁ŨğğƯňŪĺƣͣ

͜΁»łğ΁ƣňşğŪƯ΁ŵŪğƣ΁ĺğƯƣ΁Ưŵ΁ƣłñƛğ΁śŪŵǐş-
ğėĺğ΁ǐňƯłŵƷƯ΁ňŪƯğƛƷƘƯňŵŪƣ

͜΁UƯ΁ĐƛğñƯğƣ΁Đşŵƣğƛ΁ĐŵşşñĎŵƛñƯňŵŪ΁ňŪƯğƛŪñşşǖ΁
ĎğƯǐğğŪ΁şğñėğƛƣ΁̖̐͢λͣ

Pros... 

...of virtual m
eetings

...of individual work

...of virtual m
eetings

Cons...
iñĐś΁ŵĹ΁ƣŵĐňñş΁ňŪƯğƛñĐƯňŵŪƣ

͜΁UƯ΁ňƣ΁Ũŵƛğ΁ėňĹȌĐƷşƯ΁Ưŵ΁ĐƛğñƯğ΁ĐŵŪȌėğŪƯňñşň-
Ưǖ΁ĐŵŨƘñƛğė΁Ưŵ΁ƘłǖƣňĐñş΁ŨğğƯňŪĺƣ΁͢ñĎŵƷƯ΁
̗̑λͣ

͜΁UƯ΁ňƣ΁Ũŵƛğ΁ėňĹȌĐƷşƯ΁Ưŵ΁ƛğñė΁Ưłğ΁ŵƯłğƛ΁Ƙñƛ-
ƯňĐňƘñŪƯƣ͵΁ƛğñĐƯňŵŪƣ΁͢ñĎŵƷƯ΁̙̐λͣ

͜΁UƯ΁ňƣ΁ėňĹȌĐƷşƯ΁Ĺŵƛ΁şğñėğƛƣ΁Ưŵ΁şğñė΁ĹƛŵŨ
Ưłğ΁ėňƣƯñŪĐğ΁̗̓͢λͣ

͜΁iğñėğƛƣ΁şŵŵƣğ΁Ưłğ΁ĹğğşňŪĺ΁ŵĹ΁Ưłğ΁ğŨ-
Ƙşŵǖğğƣ͵΁ǐğşşĎğňŪĺ

iğƣƣ΁ğǕĐłñŪĺğ΁ŵĹ΁śŪŵǐşğėĺğ

͜΁ÚňƯłŵƷƯ΁Ưłğ΁ňŪĹŵƛŨñş΁Ưñşśƣ͓΁ğƛƛŵƛƣ΁ñŪė΁
ŨňƣƷŪėğƛƣƯñŪėňŪĺƣ΁ñĎŵƷƯ΁Ưłğ΁ŵƛĺñŪňǡñƯňŵŪ΁
ŵĐĐƷƛƣ΁̔̑͢λͣ

͜΁ÙñşƷñĎşğ΁ňŪƘƷƯƣ΁ĹƛŵŨ΁ŵƷƯƣňėğ΁ňƣ΁ğşňŨň-
ŪñƯğė

͜΁UƯ΁ňƣ΁ŪŵƯ΁ƣƷňƯñĎşğ΁Ĺŵƛ΁ňŪňƯňñƯňŪĺ΁ƯłňŪĺƣ͓΁
ǐłğƛğ΁ğǕƘğĐƯñƯňŵŪƣ΁ŵĺ΁ĺŵñşƣ΁Ūğğėƣ΁Ưŵ΁Ďğ΁
ğƣƯñĎşňƣłğė

»łğ΁ğĹĹğĐƯňǏňƯǖ΁ñŪė΁ƘƛŵėƷĐƯňǏňƯǖ΁ňƣ΁ñĹĹğĐƯğė΁Ďǖ΁ŨñŪǖ΁ñƣƘğĐƯƣ΁ƯłñƯ΁ĐŵŪƣƯňƯƷƯğ΁Ưłğ΁ĐňƛĐƷŨƣƯñŪĐğƣ΁ňŪ΁ǐłňĐł΁Ưłğ΁ğŨƘşŵǖğğƣ΁
ĐñŪ΁ŵƘğƛñƯğ΁ǐňƯłňŪ͒΁�ğşŵǐ΁ňƣ΁şňƣƯğė΁ėňĹĹğƛğŪƯ΁ğǕƘğƛňğŪĐğƣ΁ƯłñƯ΁ñĹĹğĐƯƣ΁Ưłğ΁ƘƛŵėƷĐƯňǏňƯǖ΁Ĺŵƛ΁Ưłğ΁ñėǏñŪƯñĺğ΁ŵƛ΁ėňƣñėƯñĺğ͒΁»łğ΁
ƣƯñƯğŨğŪƯƣ΁ŵŪ΁Ưłňƣ΁Ƙñĺğ΁ňƣ΁Ďñƣğė΁ŵŪ΁ėñƯñ΁ĹƛŵŨ΁ñ΁şñƛĺğ΁ƛğƣğñƛĐł΁ƘƛŵŘğĐƯ΁ñĎŵƷƯ΁ʹÙňƛƯƷñş΁ŨñŪñĺğŨğŪƯ΁ėƷƛňŪĺ΁Ưłğ΁ ŵƛŵŪñ΁
Đƛňƣňƣ͵͒ ΁»łğ΁ňŪĹŵƛŨñƯňŵŪ΁ňƣ΁Ďñƣğė΁ŵŪ΁ňŪƯğƛǏňğǐƣ΁ǐňƯł΁̗̑΁ǐŵƛśƘşñĐğƣ΁ñŪė΁ñŪƣǐğƛƣ΁ƯłƛŵƷĺł΁ƚƷğƣƯňŵŪŪñňƛğƣ΁ĹƛŵŨ΁̙̔̕΁ǐŵƛś-
ƘşñĐğƣ΁͢uñǏƛĎŘğƛĺ΁π΁sňŪĎñğǏñ͓΁̒̐̒̐ͣ͒΁»łğ΁ĐñƯğĺŵƛňǡñƯňŵŪ΁ŵĹ΁Ưłğ΁ňŪĹŵƛŨñƯňŵŪ͓΁łŵǐğǏğƛ͓΁ňƣ΁ŵƷƛ΁ňŪƯğƛƘƛğƯñƯňŵŪ΁ñŪė΁ėňǏňƣňŵŪ͒

͜΁ »łğ΁ ƣňşŵ΁ ĐŵŪƣƯƛƷĐƯňŵŪ΁ ňƣ΁ ĎğňŪĺ΁ ėğŨŵş-
ňƣłğė΁ñŪė΁ĎğƯƯğƛ΁ĐŵşşñĎŵƛñƯňŵŪ΁ňƣ΁ğŨğƛĺňŪĺ΁
ñĐƛŵƣƣ΁Ưłğ΁ėğƘñƛƯŨğŪƯƣ΁̔̒͢λͣ

͜΁»ňŨğ΁ƣƘğŪƯ΁ŵŪ΁ƯƛñŪƣƘŵƛƯ΁ňƣ΁ñǏŵňėğė

͜΁®ňĐśŪğƣƣ΁ñĎƣğŪĐğ΁łñƣ΁ėğĐƛğñƣğė΁̖̑͢λͣ

͜΁ 0ŨƘşŵǖğğƣ΁ ñƛğ΁ Ũŵƛğ΁ ĐƛğñƯňǏğ΁ ñŪė΁ ȌŪė΁
ƣŵşƷƯňŵŪƣ΁Ưŵ΁ƘƛŵĎşğŨƣ΁̖̖͢λͣ΁

͜΁£ğŵƘşğ΁ĐñŪ΁ĐŵŪĐğŪƯƛñƯğ΁ǐňƯłŵƷƯ΁ƛğĺƷşñƛ-
şǖ΁ňŪƯğƛƛƷƘƯňŵŪƣ

͜΁UƯ΁ňƣ΁ƣƷňƯñĎşğ΁Ĺŵƛ΁Ưñƣśƣ΁ňŪ΁Ƙƛŵĺƛğƣƣ
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Page 2 of 2Source(s):   Navrbjerg, S. E., & Minbaeva, D. (2020b, June 25). Virtuel ledelse under corona-krisen - de kvalitative resultater [Slides]. Cbs. 
΁΁΁΁΁΁΁΁΁΁΁΁΁΁΁΁΁΁΁΁łƯƯƘƣ͔͟͟ǐǐǐ͒ĐĎƣ͒ėś͟Ȍşğƣ͟ĐĎƣ͒ėś͟ǐğĎňŪñƛͯĐŵƛŵŪñşğėğşƣğ̖ͯ̒ͯ̐ͯ̒̐ͨͯ̕ȌŪñşͯėňƣƯƛňĎƷƯğė͒ƘėĹ
                    Dam, J. M. (2020, May). Virksomhederne venter mere hjemmearbejde fremover. Dansk Industri.
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ňŪĎñğǏñ͓΁̒̐̒̐Đͣ

(Dam, 2020)
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®łñƛğ΁ŵĹ΁ĐŵŨƘñŪňğƣ΁
ǐłŵ΁ǐňşş΁ƛğėƷĐğ΁
ǐŵƛśͨĹƛŵŨͨłŵŨğ

»łğ΁ƣƯñƯňƣƯňĐ΁ƣłŵǐƣ΁
Ưłğ΁ƣłñƛğ΁ŵĹ΁ĐŵŨƘñŪňğƣ΁
ǐłŵ΁ǐňƣł΁Ưŵ΁ňŪĐƛğñƣğ΁ŵƛ΁

ƛğėƷĐğ΁Ưłğ΁ŵƘƘŵƛƯƷŪňƯňğƣ΁ŵĹ΁
ǐŵƛśͨĹƛŵŨͨłŵŨğ΁ĐŵŨƘñƛğė΁Ưŵ΁
Ưłğ΁ğǕƘğƛňğŪĐğė΁ƘƛŵėƷĐƯňǏňƯǖ΁
şğǏğş΁ŵĹ΁ǐŵƛśͨĹƛŵŨͨłŵŨğ
΁ėƷƛňŪĺ΁şŵĐśėŵǐŪ΁ňŪ΁΁

ƣƘƛňŪĺ΁̒̐̒̐

»łğ΁ĺƛñƘłňĐ΁ňşşƷƣƯƛñƯğƣ΁
łŵǐ΁Ưłğ΁ŵƛĺñŪňǡñƯňŵŪñş΁ğŪğƛĺǖ΁łñƣ΁

ňŪĐƛğñƣğė΁ñŪė΁ėğĐƛğñƣğė΁ėƷƛňŪĺ΁Ưłğ΁ȌƛƣƯ΁
Ƙğƛňŵė΁ŵĹ΁Ưłğ΁ƘñŪėğŨňĐ΁Đƛňƣňƣ͒΁�Ư΁ȌƛƣƯ΁Ưłğ΁
ğŪğƛĺǖ΁ňŪĐƛğñƣğ΁ĎğĐñƷƣğ΁ƘğŵƘşğ΁ñƛğ΁Ȍşşğė΁

ǐňƯł΁ğƷƘłŵƛňñ΁ñĎŵƷƯ΁Ưłğ΁ƣňƯƷñƯňŵŪ΁ñŪė΁ñ΁ƣƘňƛňƯ΁
ŵĹ΁ƯŵĺğƯłğƛŪğƣƣ΁ňƣ΁ĎğĐŵŨňŪĺ΁Ưłğ΁ėŵŨňŪñŪƯ΁
ñƯƯňƯƷėğ͒΁�ĹƯğƛ΁ƯňŨğ΁Ưłğ΁ĐƷƛǏğ΁Ďƛğñśƣ΁ñŪė΁

ƘğŵƘşğ΁ğǕƘğƛňğŪĐğ΁ͲƯłğ΁ ŵƛŵŪñͨǐñşşͳ͓΁ǐłğƛğ΁
Ưłğ΁ƣňƯƷñƯňŵŪ΁ňƣ΁ėƛñǐŪ΁ŵƷƯ΁ñŪė΁Ưłğ΁ğƷƘłŵƛňñ΁
ňƣ΁ĺŵŪğ͒΁»łğ΁ĐƷƛǏğ΁ĐñŪ΁Ūŵǐ΁ĐŵŪƯňŪƷğ΁ňŪ΁
Ưłƛğğ΁ėňĹĹğƛğŪƯ΁ėňƛğĐƯňŵŪƣ΁ñĐĐŵƛėňŪĺ΁Ưŵ
΁łŵǐ΁ğñĐł΁ĐŵŨƘñŪǖ΁ŨñŪñĺğ΁Ưŵ΁

Ưñśğ΁ñėǏñŪƯñĺğ΁ŵĹ΁Ưłğ΁
ƣňƯƷñƯňŵŪ͒

»łğ΁ƚƷğƣƯňŵŪƣ΁ňƣ΁Ūŵǐ͕΁ǐłñƯ΁łñǏğ΁ǐğ΁şğñƛŪğė΁ĹƛŵŨ΁
Ưłğ΁ Đƛňƣňƣ΁ ñĎŵƷƯ΁ Ưłğ΁ ƘƛŵėƷĐƯňǏňƯǖ΁ ñŪė΁ǐłñƯ΁ǐňşş΁ Ďğ΁
ĎƛŵƷĺł΁Ĺŵƛǐñƛė΁ňŪ΁Ưłğ΁ĹƷƯƷƛğ͒΁»łğ΁ñŪƣǐğƛƣ΁ñƛğ΁ǖğƯ΁
ƷŪśŪŵǐŪ΁ñŪė΁ĐŵŨƘñŪňğƣ΁ñƛğ΁Ūŵǐ΁ňŪ΁Ưłğ΁ƣňƯƷñƯňŵŪ΁Ưŵ΁
ėğĐňėğ΁ŵŪ΁Ưłňƣ΁ĹƷƯƷƛğ͒΁PŵǐğǏğƛ΁ėñƯñ΁ƣłŵǐƣ΁ƯłñƯ΁Ưłğ΁
ƘñŪėğŨňĐ΁łñƣ΁ĐƛğñƯğė΁Ūğǐ΁ǐŵƛśͨĹƛŵŨͨłŵŨğ΁ğǕƘğ-
ƛňğŪĐğƣ΁ñŪė΁ƯłñƯ΁ĐŵŨƘñŪňğƣ΁łñǏğ΁ėğƣňƛğƣ΁Ưŵ΁ĎƷňşė΁ŵŪ΁
Ưłğƣğ΁ Ūğǐ΁ şğñƛŪňŪĺƣ΁ ͢uñǏƛĎŘğƛĺ΁ π΁ sňŪĎñğǏñ͓΁
̒̐̒̐ñͣ͒

43% are 
ŵƘğŪ΁Ĺŵƛ΁

Ũŵƛğ΁ȍğǕňĎşğ΁
ǐŵƛś΁łŵƷƛƣ

80%΁ǐňşş΁
ňŪĐƛğñƣğ΁

ǐŵƛśͨĹƛŵŨͨ
łŵŨğ

93%΁ǐňşş΁
ňŪĐƛğñƣğ΁Ưłğ΁
Ʒƣğ΁ŵĹ΁ǏňƛƯƷñş΁
ŨğğƯňŪĺƣ

The organizational 
energy is rising due to  
changes after the crisis

The organizational 
energy is stabilizing as 
before the crisis

The organizational 
energy quietly contin-
ues to be drawn out

(Navrbjerg & Minbaeva, 2020a)



“The health of all peoples is fundamental to the attainment of 
peace and security and is dependent on the fullest co-operation 
of individuals and States.” (World Health Organization, 2021a)
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Source(s):
1Falck Danmark. (2021, February 11). Hvad er sundhed - og er DU sund? https://www.falck.dk/falck-sundhed/raad/sundhed/hvad-er-sundhed/
3HƑėğǏñƛğƣƯǖƛğşƣğŪ͒΁͓̒̐̒̑͢΁HğĎƛƷñƛǖ΁̒̒ͣ͒΁'ğ΁ŵĹȌĐňğşşğ΁gŵƣƯƛĉė΁ͨ΁ĺŵėƯ΁Ĺŵƛ΁ƣƷŪėłğė΁ŵĺ΁śşňŨñ͒΁�şƯŵŨśŵƣƯ͒'ś͒΁łƯƯƘƣ͔͟͟ñşƯŵŨśŵƣƯ͒ėś ƛ͟ññėͨŵĺͨñŪĎğĹñşňŪĺğƛ͟ėğͨŵĹȌĐňğşşğͨśŵƣƯƛññėͨĺŵėƯͨĹŵƛͨƣƷŪėłğėͨŵĺͨśşňŨñ͟
4Sundhedsstyrelsen. (2020, January 2). Hvad fremmer mental sundhed? Sst.Dk. https://www.sst.dk/da/viden/mental-sundhed/fremme-af-mental-sundhed/hvad-fremmer-mental-sundhed_
2®ƷŪėłğėƣƣƯǖƛğşƣğŪ͒΁̙͓̒̐̑͢΁sñǖ΁̑̓ͣ͒΁ÙŵśƣŪğ΁ƷŪėğƛ΁̖̕΁ĉƛ͒΁®ƣƯ͒'ś͒΁łƯƯƘƣ͔͟͟ǐǐǐ͒ƣƣƯ͒ėś͟ėñ͟ÙňėğŪ͟HǖƣňƣśͨñśƯňǏňƯğƯ͟�ŪĎğĹñşňŪĺğƛͨŵŨͨĹǖƣňƣśͨñśƯňǏňƯğƯ͟ÙŵśƣŪğͨƷŪėğƛ̖ͨͨ̕ññƛ
World Health Organization. (2021a). Constitution. WHO.Int. https://www.who.int/about/who-we-are/constitution
World Health Organization. (2021b). Frequently asked questions. Who.Int. https://www.who.int/about/who-we-are/frequently-asked-questions

Physical Health Mental Health 

Individual 
factors Social 

factorsMental
health

Structural 
factors

�ĐĐŵƛėňŪĺ΁Ưŵ΁Ưłğ΁ŪñƯňŵŪñş΁Ďŵñƛė΁ŵĹ΁łğñşƯł΁ ͢ň͒ğ͓͒΁®ƷŪėłğėƣƣƯǖͨ
ƛğşƣğŪͣ΁͓̒̐̒̐͢΁eñŪƷñƛǖ΁͓̒ͣ΁ŨğŪƯñş΁łğñşƯł΁ĐñŪ΁Ďğ΁ƘƛŵƯğĐƯğė΁Ưłͨ
ƛŵƷĺł΁ėňĹĹğƛğŪƯ΁ ĹñĐƯŵƛƣ͓΁ĐñƯğĺŵƛňǡğė΁ ňŪ΁ ʹňŪėňǏňėƷñş͵͓ ΁ ʹƣŵĐňñş͵΁ñŪė΁
ʹƣƯƛƷĐƯƷƛñş͵΁ĹñĐƯŵƛƣ͒΁
4Indicidual Factors: 
�΁ƘŵƣňƯňǏğ΁ƣğşĹͨƘğƛĐğƘƯňŵŪ
�ğşňğĹ΁ňŪ΁ƣğşĹͨğĹȌĐñĐǖ
Iŵŵė΁ƘłǖƣňĐñş΁łğñşƯł
Iŵŵė΁ƣşğğƘ΁ƘñƯƯğƛŪ
�ĎňşňƯňğƣ΁Ưŵ΁łñŪėşğ΁ƣƯƛğƣƣ΁ñŪė΁ĐłñşşğŪĺğƣ
�΁ƣğŪƣğ΁ŵĹ΁ŨğñŪňŪĺ΁ñŪė΁ĐŵłğƛğŪĐğ΁ňŪ΁ğǏğƛǖėñǖ΁şňĹğ
�΁ƣğŪƣğ΁ŵĹ΁ƣŵĐňñş΁ĎğşŵŪĺňŪĺ΁ñŪė΁ñĎňşňƯǖ΁Ưŵ΁ğƣƯñĎşňƣł΁ƛğşñƯňŵŪƣͨ
łňƘƣ

1Sleep: 
�ĐĐŵƛėňŪĺ΁Ưŵ΁HñşĐś΁'ñŪŨñƛś΁͓̒̐̒̑͢΁HğĎƛƷñƛǖ΁͓̑̑ͣ΁ňƯ΁ňƣ΁ğƣƯňŨñͨ
Ưğė΁ƯłñƯ΁ñŪ΁ñėƷşƯ΁Ūğğėƣ΁̖̙ͨ΁łŵƷƛƣ΁ŵĹ΁ƣşğğƘ΁ėƷƛňŪĺ΁Ưłğ΁ŪňĺłƯ͒΁
»łğƣğ΁ñƛğ΁ƯňƘƣ΁Ưŵ΁łğşƘ΁ƯłñƯ΁łñƘƘğŪ͔
�Ǐŵňė΁ĐñĹĹğňŪğ΁ĎğĹŵƛğ΁ĎğėƯňŨğ͒΁
�Ǐŵňė΁ñşĐŵłŵş΁ĎğĹŵƛğ΁ĎğėƯňŨğ͒΁
®Ưñǖ΁ñǐñǖ΁ĹƛŵŨ΁ğŪğƛĺǖͨƛňĐł΁ñŪė΁ĹñƯƯǖ΁Ĺŵŵėƣ΁ĎğĹŵƛğ΁ĎğėƯňŨğ͒΁
�ğ΁ƣƷƛğ΁ Ưŵ΁Ďğ΁ƘłǖƣňĐñşşǖ΁ ñĐƯňǏğ΁ėƷƛňŪĺ΁ Ưłğ΁ėñǖ͓΁ĎƷƯ΁ŪŵƯ΁ ƛňĺłƯ΁
ĎğĹŵƛğ΁ĎğėƯňŨğ͒΁
sñśğ΁ƣƷƛğ΁Ưłğ΁ĎğėƛŵŵŨ΁ňƣ΁ǐğşşͨƯğŨƘğƛğė΁̘̑ͨ̒̑͢΁ėğĺƛğğƣͣ͒΁
�Ǐŵňė΁Ūŵňƣğ΁ñĎŵǏğ΁̓̐΁ėğĐňĎğşƣ΁ňŪ΁Ưłğ΁ĎğėƛŵŵŨ͒΁
�Ǐŵňė΁şňĺłƯ΁ĹƛŵŨ΁ƣĐƛğğŪƣ΁̑΁łŵƷƛ΁ĎğĹŵƛğ΁ĎğėƯňŨğ͒΁
sñśğ΁ƣƷƛğ΁Ưłğ΁ĎğėƛŵŵŨ΁ňƣ΁ėñƛś͒

3Diet: 
0ñƯ΁şŵƯƣ΁ŵĹ΁ƘşñŪƯƣ͓΁Ǐñƛňğė΁ñŪė΁ŪŵƯ΁Ưŵŵ΁ŨƷĐł
0ñƯ΁Ũŵƛğ΁ǏğĺğƯñĎşğƣ΁ñŪė΁ĹƛƷňƯƣ
0ñƯ΁şğƣƣ΁ŨğñƯ΁ͨ΁Đłŵŵƣğ΁şğĺƷŨğƣ΁ñŪė΁Ȍƣł
0ñƯ΁ǐłŵşğ΁ĺƛñňŪƣ
 łŵŵƣğ΁ǏğĺğƯñĎşğ΁ŵňşƣ΁ñŪė΁şŵǐͨĹñƯ΁ėñňƛǖ΁ƘƛŵėƷĐƯƣ
0ñƯ΁şğƣƣ΁ŵĹ΁Ưłğ΁ƣǐğğƯ͓΁ƣñşƯǖ΁ñŪė΁ĹñƯƯǖ
¥ƷğŪĐł΁ǖŵƷƛ΁ƯłňƛƣƯ΁ňŪ΁ǐñƯğƛ

2Exercise: 
According to The National Board of Health (i.e., Sundheds-
styrelsen) (2020, January 2), adults need at least 30 minutes  
of physical activity a day, at moderate to high intensity. This 
is beyond daily activities and can be divided, but must be 
at least 10 minutes long. At least twice a week, engage in 
high-intensity physical activity of at least 20 minutes duration 
Ưŵ΁ŨñňŪƯñňŪ΁ŵƛ΁ňŪĐƛğñƣğ΁ȌƯŪğƣƣ΁ñŪė΁ŨƷƣĐşğ΁ƣƯƛğŪĺƯł͒΁�ĐƯňǏňƯňğƣ΁
must be included that increase bone strength and mobility.

4Social Factors: 
 ñƛňŪĺ΁ƘñƛğŪƯƣ΁ñŪė΁ĺŵŵė΁ĹñŨňşǖ΁Ưňğƣ
�ğşŵŪĺňŪĺ΁Ưŵ΁Ưłğ΁ƣƷƛƛŵƷŪėňŪĺƣ
®ƷƘƘŵƛƯňǏğ΁ƣŵĐňñş΁ƛğşñƯňŵŪƣłňƘƣ
£ñƛƯňĐňƘñƯňŵŪ΁ňŪ΁ƘŵƣňƯňǏğ΁ĐŵŨŨƷŪňƯňğƣ
®ŵĐňñş΁ƛğƘƷƯñƯňŵŪ΁͢ğ͒ĺ͓͒΁ñŨŵŪĺ΁ĹƛňğŪėƣͣ
£ŵƣňƯňǏğ΁ğǕƘğƛňğŪĐğƣ΁ǐňƯł΁ğėƷĐñƯňŵŪ΁ñŪė΁ǐŵƛśňŪĺ΁şňĹğ
4Structural Factors: 
®ñĹğ΁ğŪǏňƛŵŪŨğŪƯ
Iŵŵė΁łŵƷƣňŪĺ΁ĐŵŪėňƯňŵŪƣ
HňŪñŪĐňñş΁ƣğĐƷƛňƯǖ
�ƘƘŵƛƯƷŪňƯǖ΁Ĺŵƛ΁ğŨƘşŵǖŨğŪƯ
�ĐĐğƣƣ΁Ưŵ΁ƣŵĐňñş΁ƣƷƘƘŵƛƯ΁ĹƷŪĐƯňŵŪƣ
�ĐĐğƣƣ΁Ưŵ΁ğėƷĐñƯňŵŪ
�΁ƣƷƘƘŵƛƯňǏğ΁ñŪė΁ƣñĹğ΁ğėƷĐñƯňŵŪñş΁ñŪė΁ǐŵƛśňŪĺ΁ğŪǏňƛŵŪŨğŪƯ

Physical
health

Diet

Sleep
Exercise
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Source(s):

Arbejdstilsynet. (2020, September 26). Psykisk arbejdsmiljø¸ - Arbejdstilsynet. At.Dk. https://at.dk/regler/bekendtgoerelser/psykisk-arbejdsmiljoe-1406/

�ƛĎğŘėƣƯňşƣǖŪğƯ͒΁͢Ū͒ė͒ͣ͒΁PǏŵƛėñŪ΁śñŪ΁ŨñŪ΁ƯňşƛğƯƯğşČĺĺğ΁łŘğŨŨğñƛĎğŘėğƯ͓΁ƣĉ΁ėğƯ΁ĹƷŪĺğƛğƛ΁ĺŵėƯ͙΁ͨ΁�ƛĎğŘėƣƯňşƣǖŪğƯ͒΁�Ư͒'ś͒΁¦ğƯƛňğǏğė΁HğĎƛƷñƛǖ΁͓̒̔΁͓̒̐̒̑΁ĹƛŵŨ΁łƯƯƘƣ͔͟͟ñƯ͒ėś͟ñƛĎğŘėƣŨňşŘŵğƘƛŵĎşğŨğƛ͟ĐŵǏňė̙ͨ̑͟Ĺŵƛğ-

byg-coronasmitte-i-din-branche/hjemmearbejde/

Sundhedsstyrelsen. (2020, January 2). Hvad fremmer mental sundhed? Sst.Dk. https://www.sst.dk/da/viden/mental-sundhed/fremme-af-mental-sundhed/hvad-fremmer-mental-sundhed_

The National Board of 

Health (i.e., Sundheds-

styrelsen) also state 

a correlation between 

physical activity and 

mental health.

Adults are people 

between 18 and 64 

years old.
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The Danish Working Environment Authority’s executive order no. 1406
- Executive Order on mental work environment

(Arbejdstilsynet, 2020, September 26)

(Arbejdstilsynet, 2020, September 26)

(Arbejdstilsynet, 2020, September 26)

(Arbejdstilsynet, 2020, September 26)

The law includes:
Úŵƛś΁ňŪ΁Ưłğ΁ğŨƘşŵǖğƛ͵ƣ΁ƘƛňǏñƯğ΁łŵƷƣğłŵşė͒
Úŵƛś΁ƘğƛĹŵƛŨğė΁ğǕĐşƷƣňǏğşǖ΁Ďǖ΁ŨğŨĎğƛƣ΁ŵĹ΁Ưłğ΁ğŨƘşŵǖğƛ͵ƣ΁ĹñŨňşǖ΁
ĎğşŵŪĺňŪĺ΁Ưŵ΁łňƣ΁łŵƷƣğłŵşė
Úŵƛś΁ƘğƛĹŵƛŨğė΁Ďǖ΁Ưłğ΁ŨňşňƯñƛǖ΁ǐłňĐł΁ĐñŪ΁Ďğ΁ñƯƯƛňĎƷƯğė΁Ưŵ΁ñĐƯƷñş΁
ŨňşňƯñƛǖ΁ƣğƛǏňĐğ͒
Úŵƛś΁ƯłñƯ΁ňƣ΁ŪŵƯ΁ƘğƛĹŵƛŨğė΁Ĺŵƛ΁ñŪ΁ğŨƘşŵǖğƛ͒

Úŵƛśşŵñė΁ñŪė΁ƯňŨğ΁ñşşŵĐñƯğė΁ŨƷƣƯ΁Ďğ΁ňŪ΁ĎñşñŪĐğ͓΁ŨğñŪňŪĺ΁Ưłğ΁ǐŵƛś΁ňƣ΁ŪŵƯ΁
̑͒΁ňŪƯğŪƣňǏğ͓΁ňŪĐşƷėňŪĺ΁ñƯ΁ñ΁łňĺł΁ƘñĐğ΁ŵƛ΁ǐňƯłŵƷƯ΁Ďƛğñśƣ΁Ĺŵƛ΁ƛğĐŵǏğƛǖ͓΁ŵƛ΁̒͒΁
ŨñŪǖ΁łŵƷƛƣ͓΁ǐłňĐł΁Ũñǖ΁ñĹĹğĐƯ΁Ưłğ΁ƘŵƣƣňĎňşňƯǖ΁ŵĹ΁ƛğĐŵǏğƛǖ͒

»łğ΁ǐŵƛś΁ŨƷƣƯ΁Ďğ΁ƘşñŪŪğė΁ƣŵ΁ƯłñƯ΁Ưłğƛğ΁ñƛğ΁Ūŵ΁ñŨĎňĺƷŵƷƣ΁ƛğƚƷňƛğŨğŪƯƣ΁
ñŪė΁͟΁ŵƛ΁ĐŵŪȍňĐƯňŪĺ΁ƛğƚƷňƛğŨğŪƯƣ΁ňŪ΁Ưłğ΁ǐŵƛś͒΁¦ğƚƷňƛğŨğŪƯƣ΁ǐłňĐł΁ñƛğ΁ŪŵƯ΁
Đşğñƛ΁ŵƛ΁ǐłňĐł΁ñƛğ΁ňŪĐŵŨƘñƯňĎşğ͓΁ňŪĐşƷėňŪĺ΁ƛğƚƷňƛğŨğŪƯƣ΁Ĺŵƛ΁ǐŵƛś΁Ưñƣśƣ͓΁ƚƷͨ
ñşňƯǖ΁şğǏğş͓΁ǐŵƛś΁ĹƷŪĐƯňŵŪ͓΁ñƛğñƣ΁ŵĹ΁ƛğƣƘŵŪƣňĎňşňƯǖ͓΁ǐŵƛśňŪĺ΁ŨğƯłŵėƣ͓΁ǐŵƛśͨ
ȍŵǐƣ͓΁ƛŵşğ΁ėňƣƯƛňĎƷƯňŵŪ͓΁ƯňŨğ΁ĐŵŪƣƷŨƘƯňŵŪ͓΁ǐŵƛś΁ƘñĐğ΁ŵƛ΁ǐŵƛśňŪĺ΁łŵƷƛƣ͒

The law ensures security in connection with:
Pňĺł΁ğŨŵƯňŵŪñş΁ėğŨñŪėƣ΁ňŪ΁ǐŵƛśňŪĺ΁ǐňƯł΁ƘğŵƘşğ͒
�ĹĹğŪƣňǏğ΁ñĐƯƣ͓΁ƣƷĐł΁ñƣ΁ĎƷşşǖňŪĺ΁ñŪė΁͟ ŵƛ΁ƣğǕƷñş΁łñƛñƣƣŨğŪƯ͒
ÚŵƛśͨƛğşñƯğė΁ǏňŵşğŪĐğ͒
ÚŵƛśͨƛğşñƯğė΁ǏňŵşğŪĐğ΁ñƯ΁ǐŵƛś͒
ÚŵƛśͨƛğşñƯğė΁ǏňŵşğŪĐğ΁ŵƷƯƣňėğ΁ǐŵƛśňŪĺ΁łŵƷƛƣ͒

ς΁͒̕΁»łğ΁ǐŵƛś΁ŨƷƣƯ΁Ďğ΁ƘşñŪŪğė͓΁ŵƛĺñŪňǡğė΁ñŪė΁Đñƛƛňğė΁ŵƷƯ΁ñƯ΁ñşş΁ƣƯñĺğƣ΁ňŪ΁ƣƷĐł΁ñ΁ǐñǖ΁ƯłñƯ΁
Ưłğ΁ňŨƘñĐƯƣ΁ňŪ΁Ưłğ΁ŨğŪƯñş΁ǐŵƛś΁ğŪǏňƛŵŪŨğŪƯ͓΁ĎŵƯł΁ĹƛŵŨ΁ñŪ΁ňŪėňǏňėƷñş΁ñŪė΁ŵǏğƛñşş΁ñƣƣğƣƣͨ
ŨğŪƯ͓΁ñƛğ΁ĹƷşşǖ΁ŘƷƣƯňȌñĎşğ΁ňŪ΁ƯğƛŨƣ΁ŵĹ΁ƣñĹğƯǖ΁ñŪė΁łğñşƯł΁ňŪ΁Ưłğ΁ƣłŵƛƯ΁ñŪė΁şŵŪĺ΁ƯğƛŨ͒

ς΁̗͒΁UŪȍƷğŪĐğƣ΁ňŪ΁Ưłğ΁ŨğŪƯñş΁ǐŵƛś΁ğŪǏňƛŵŪŨğŪƯ΁ñƛğ΁ƷŪėğƛƣƯŵŵė΁ñƣ΁Ưłğ΁ĹŵşşŵǐňŪĺ͔
»łğ΁ǐñǖ΁Ưłğ΁ǐŵƛś΁ňƣ΁ƘşñŪŪğė΁ñŪė΁ŵƛĺñŪňǡğė͒
»łğ΁ŵƛĺñŪňǡñƯňŵŪñş΁ĐŵŪėňƯňŵŪƣ΁ŵĹ΁ňŨƘŵƛƯñŪĐğ΁Ưŵ΁Ưłğ΁ǐŵƛś΁ŵĹ΁Ưłğ΁ğŨƘşŵǖğğƣ͒
»łğ΁ĐŵŪƯğŪƯ΁ŵĹ΁Ưłğ΁ǐŵƛś͓΁ňŪĐşƷėňŪĺ΁Ưłğ΁ƛğƚƷňƛğŨğŪƯƣ΁ŵĹ΁Ưłğ΁ǐŵƛś͒
»łğ΁ǐñǖ΁Ưłğ΁ǐŵƛś΁ňƣ΁ėŵŪğ͒
»łğ΁ƣŵĐňñş΁ƛğşñƯňŵŪƣ΁ñƯ΁ǐŵƛś͒

It is the employer’s task 

to ensure the work in 

relation to age, insight, 

ability to work and 

other prerequisites.



sƑşşğƛ΁͓̒̐̒̑͢΁HğĎƛƷñƛǖ΁̔ͣ΁ƣƯñƯğƣ΁
ƯłñƯ΁ƘñňŪ΁ñŪė΁ėňƣĐŵŨĹŵƛƯ΁

ƯǖƘňĐñşşǖ΁ŵĐĐƷƛ΁ňŪ

The employer is responsible for (Arbejdstilsynet, n.d.):
IƷňėňŪĺ΁Ưłğňƛ΁ğŨƘşŵǖğğ΁Ưŵ΁ñŪ΁ğƛĺŵŪŵŨňĐ΁łŵŨğ΁ŵĹȌĐğ͒
®ğƛǏňŪĺ΁ǐŵƛśňŪĺ΁ğƚƷňƘŨğŪƯ΁Ĺŵƛ΁ğǕñŨƘşğ΁ñ΁ĐŵŨƘƷƯğƛ͒
 şğñƛ΁ĐŵŨŨƷŪňĐñƯňŵŪ΁ŵĹ΁ñƣƣňĺŪŨğŪƯƣ΁ñŪė΁ƛğƚƷňƛğŨğŪƯƣ͒
®ƷƘƘŵƛƯňŪĺ΁ƣŵĐňñş΁Ūğğėƣ͓΁ĎğƯǐğğŪ΁ğŨƘşŵǖğğƣ͒
 şğñƛ΁ĐŵŨŨƷŪňĐñƯňŵŪ΁ŵĹ΁ǐŵƛś΁łŵƷƛƣ͒

Work-From-Home Environment

�ñĐś
uğĐś
�ƛŨƣ
0şĎŵǐ

®łŵƷşėğƛƣ
iŵǐğƛ΁ĎñĐś

 ƛğñƯğ΁ĺŵŵė΁ƛŵƷƯňŪğƣ
Ùñƛǖ΁ǖŵƷƛ΁ǐŵƛśňŪĺ΁ƘŵƣňƯňŵŪ
IğƯ΁ƷƘ΁ǐłğŪ΁ǖŵƷ΁ĐñŪ͒
£ƛňŵƛňƯňǡğ΁ñ΁ėñňşǖ΁ǐñşś͒
»ñśğ΁ñĐƯňǏğ΁Ďƛğñśƣ

Manage 
Work-From-Home
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Source(s):
�ƛĎğŘėƣƯňşƣǖŪğƯ͒΁͢Ū͒ė͒ͣ͒΁PǏŵƛėñŪ΁śñŪ΁ŨñŪ΁ƯňşƛğƯƯğşČĺĺğ΁łŘğŨŨğñƛĎğŘėğƯ͓΁ƣĉ΁ėğƯ΁ĹƷŪĺğƛğƛ΁ĺŵėƯ͙΁ͨ΁�ƛĎğŘėƣƯňşƣǖŪğƯ͒΁�Ư͒'ś͒΁¦ğƯƛňğǏğė΁HğĎƛƷñƛǖ΁͓̒̔΁͓̒̐̒̑΁ĹƛŵŨ΁łƯƯƘƣ͔͟͟ñƯ͒ėś͟ñƛĎğŘėƣŨňşŘŵğƘƛŵĎşğŨğƛ͟ĐŵǏňė̙ͨ̑͟Ĺŵƛğ-
byg-coronasmitte-i-din-branche/hjemmearbejde/
sƑşşğƛ͓΁0͒΁͓̒̐̒̑͢΁HğĎƛƷñƛǖ΁̔ͣ͒΁PŘğŨŨğñƛĎğŘėƣƘşñėƣ΁U΁®şňƘ΁ñĹ΁Ũğė΁ƣŨğƛƯğƛŪğ΁U΁Hĉ΁̔΁ƑǏğşƣğƛ΁łğƛ͒΁gşňŪňś͒΁łƯƯƘƣ͔͟͟ǐǐǐ͒śşňŪňś͒ėś͟łŘğŨŨğñƛĎğŘėƣƘşñėƣ͟
¦ňĐĐň͓΁H͓͒΁UǡǡňĐƷƘŵ͓΁£͓͒΁sŵƣĐƷĐĐň͓΁H͓͒΁®ĐňŵŨğƛ͓΁®͓͒΁sñĹĹğň͓΁®͓͒΁'ň΁�ñşėñƣƣñƛƛğ͓΁�͓͒΁sñƯƯňŵşň͓΁�͒΁Ù͓͒΁π΁IñşşňŪñ͓΁®͒΁̒̐̒̐ͣ͒͢΁¦ğĐŵŨŨğŪėñƯňŵŪƣ΁Ĺŵƛ΁£łǖƣňĐñş΁UŪñĐƯňǏňƯǖ΁ñŪė΁®ğėğŪƯñƛǖ΁�ğłñǏňŵƛ΁'ƷƛňŪĺ΁Ưłğ΁ ŵƛŵŪñǏňƛƷƣ΁'ňƣğñƣğ΁
(COVID-19) Pandemic. Frontiers in Public Health, 8, 1–4. https://doi.org/10.3389/fpubh.2020.00199
Selamet, J. (2020). Human-centered Design Approach toward the Physical Activity Initiative for Work-from-Home Workers during the COVID-19 Outbreak. The International Journal of Designed Objects, 14(2), 
1–17. https://doi.org/10.18848/2325-1379/cgp/v14i02/1-17
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Physical (in)activity

�ĐĐŵƛėňŪĺ΁Ưŵ΁¦ňĐĐň͓΁H͓͒΁ğƯ΁ñş͒΁̒̐̒̐ͣ͢΁»łğ΁Úŵƛşė΁PğñşƯł΁�ƛĺñŪňͨ
ǡñƯňŵŪ΁ ĐşñƣƣňȌğė΁ƘłǖƣňĐñş΁ ňŪñĐƯňǏňƯǖ΁ñƣ΁ Ưłğ΁ ĹŵƷƛƯł΁ şğñėňŪĺ΁ ƛňƣś΁

ĹñĐƯŵƛ΁ñĐĐŵƷŪƯňŪĺ΁Ĺŵƛ΁̖λ΁ŵĹ΁ĺşŵĎñş΁ŨŵƛƯñşňƯǖ͒

ͳUŨƘŵƛƯñŪƯşǖ͓΁ňŪ΁ñ΁ėŵƣğͨƛğƣƘŵŪƣğ΁ŨğƯñͨ΁ñŪñşǖƣňƣ΁ŵĹ΁̓̔΁ƣƯƷėňğƣ͓΁
ňŪĐşƷėňŪĺ΁ ͓͓̖̘̑̓̓̑̔΁ ĐŵŨŨƷŪňƯǖͨėǐğşşňŪĺ΁ ƘñƛƯňĐňƘñŪƯƣ͓΁ ƯŵƯñş΁
ƣňƯƯňŪĺ΁ ƯňŨğ΁ ǏŵşƷŨğƣ΁Ψ̘ł΁ñŪė΁̖΁ł͟ėñǖ΁ǐğƛğ΁ ñƣƣŵĐňñƯğė΁ǐňƯł΁
ňŪĐƛğñƣğė΁ƛňƣś΁ŵĹ΁ñşşͨĐñƷƣğ΁ėğñƯł΁ñŪė΁ Ù΁ėğñƯł͓΁ƛğƣƘğĐƯňǏğşǖ͓΁ňŪ΁

£�΁ñėŘƷƣƯğė΁ñŪñşǖƣğƣ͒ͳ΁΁͢¦ňĐĐň͓΁H͓͒΁ğƯ΁ñş͒΁͓̒̐̒̐΁Ƙ͒̒ͣ

PǖƘğƛƯğŪƣňŵŪ΁
̑̓͢λͣ

΁®ŨŵśňŪĺ
̙͢λͣ

'ňñĎğƯğƣ
̖͢λͣ

£łǖƣňĐñş΁
ňŪñĐƯňǏňƯǖ΁̖͢λͣ

Ͳ£łǖňĐñş΁ñĐƯňǏňƯǖ΁ňƣ΁ėğȌŪğė΁ñƣ΁ñŪǖ΁Ďŵėňşǖ΁ŨŵǏğŨğŪƯ΁ƘƛŵėƷĐğė΁Ďǖ΁ƣśğͨ
şğƯñş΁ŨƷƣĐşğƣ͓΁ƛğƣƷşƯňŪĺ΁ňŪ΁ğŪğƛĺǖ΁ğǕƘğŪėňƯƷƛğ͒ͳ΁͢®ğşñŨğƯ͓΁͓̒̐̒̐΁£͒̒ͣ

Ͳ͖ñƘƘƛŵǕňŨñƯğşǖ΁ ̓͒̒΁ŨňşşňŵŪ΁ ėğñƯłƣ΁ǐŵƛşėǐňėğ΁ ñŪŪƷñşşǖ΁ ĐñŪ΁
Ďğ΁ñƯƯƛňĎƷƯğė΁Ưŵ΁ƘłǖƣňĐñş΁ňŪñĐƯňǏňƯǖ͒ͳ΁͢®ğşñŨğƯ͓΁͓̒̐̒̐΁£͒̒ͣ
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Transportation

Source(s): 
Chen, C., Zarazua de Rubens, G., Xu, X., & Li, J. (2020). Coronavirus comes home? Energy use, home energy management, and the social-psychological 
factors of COVID-19 (No. 68). Energy Research & Social Science.
Danmarks Statistik (2020). Passagertransport med jernbane og færger 1. kvt. 2020, Stort fald i passagertransport grundet COVID-19, https://www.dst.
dk/da/Statistik/nyt/NytHtml?cid=37807
ÙğŘėňƛğśƯŵƛñƯğƯ͓΁̒̔̐̒̒̐̒̑ͣ͒͢͟͟΁»ƛñȌśśğŪƣ΁ƷėǏňśşňŪĺ΁ƷŪėğƛ΁ĐŵƛŵŪñśƛňƣğŪ͓΁łƯƯƘƣ͔͟͟ǐǐǐ͒ǏğŘėňƛğśƯŵƛñƯğƯ͒ėś͟ƣňėğ͟ƯƛñȌśśğŪƣͨƷėǏňśşňŪĺͨňͨƯñş

”Remote work eliminates commuting needs, requiring less structured morning routines and thereby creating both a delayed 
morning load and reducing morning peaks.” (Chien-fei Chen, et al. 2020, p. 2) This worksheet will explore, as the quote sta-
tes, if the shift to work from home due to Covid-19 actually has eliminated commuting needs in Denmark. 

In the beginning of 2020 the number of passengers on ferries 
decreased by 17 pct. in comparison to same period of time in 
2019. On railways the amount of passengers declined 24 pct.

When examining the statistics on the development of passengers 
using trains, you recognize an overall decrease of passengers. Mo-
stly the Metro took a hit with a decline of 30 pct. This decline is not 
necessarily based on the Covid-19 lockdown, but also due to main-
tenance and closure of the M3 city line. Also the ’cityring’ opened in 
the end of 2019, which shows an increase in the statistic.

Train and ferry

Cars

On the statistic shown to 
Ưłğ΁ ƛňĺłƯ΁ ƣłŵǐƣ΁ Ưłğ΁ ƯƛñĹȌĐ΁
index for 2020. The red line 
shown on this diagram is 
Ưłğ΁ñǏğƛñĺğ΁ƯƛñĹȌĐ΁ňŪ΁̙̒̐̑͒΁
In week 51 in 2021 it is 
shown that passenger cars 
łñǏğ΁ ėƛŵƘƘğė΁ ƣňĺŪňȌĐñŪƯşǖ͒΁
The reason is the introduc-
tion of further restrictions 
due to Covid-19.

When comparing 
the average of 2020 
Ưŵ΁ ƯƛñĹȌĐ΁ ňŪ΁ ̒̐̒̑΁
there is about 30% 
less passenger cars. 
Nonetheless it se-
ems that truck and 
freight transportati-
on is stable. 

Compared to 
2020 there is 
still missing 
about 1/3 of 

passenger cars 
on the roads.
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Flight

Transportation

Source(s): 
�şňǏğ͓΁ß͓͒΁΁̒̐̒̑ͣ͒͢΁�u0¦�͔΁UŨƘñĐƯ΁ŵĹ΁ �ÙU'̙ͨ̑΁ŵŪ΁ǐŵƛşėǐňėğ΁ñǏňñƯňŵŪ͓΁łƯƯƘƣ͔͟͟ƯƛñĹȌĐͨǏňǡ͒ĺňƯłƷĎ͒ňŵ͟ƣĐğŪñƛňŵƣ͟ĐŵǏňė̙̑͒łƯŨş
'ñŪŨñƛśƣ΁®ƯñƯňƣƯňƣś͓΁'ñĺşňĺƯ΁ñŪƯñş΁ȍǖñĹĺñŪĺğ΁Ĺƛñ΁gƑĎğŪłñǏŪƣ΁iƷĹƯłñǏŪ͔΁HşǖñĹĺñŪĺğ΁ŵĺ΁ͨñŪśŵŨƣƯğƛ΁ň΁gƑĎğŪłñǏŪƣ΁şƷĹƯłñǏŪ΁͢ğśƣƘğƛňŨğŪƯňğş΁ƣƯñƯňƣƯňś͓ͣ΁
https://www.dst.dk/da/Statistik/covid-19-hurtige-indikatorer
European Environment Agency (2021): What is pollution?, https://www.eea.europa.eu/signals/signals-2020/infographics/what-is-pollution/view
0ƷƛŵƘğñŪ΁ ŵŨŨňƣƣňŵŪ΁̒̐̒̐ͣ͒͢΁'ňƛğĐƯňŵŪñƯğͨIğŪğƛñş΁Ĺŵƛ΁sŵĎňşňƯǖ΁ñŪė΁»ƛñŪƣƘŵƛƯ͔΁0Â΁ƯƛñŪƣƘŵƛƯ΁ňŪ΁ȌĺƷƛğƣ͓΁łƯƯƘƣ͔͟͟ŵƘ͒ğƷƛŵƘñ͒ğƷ͟ğŪ͟ƘƷĎşňĐñƯňŵŪͨėğƯñňşͨ͟ ͟ƘƷĎ-
lication/da0cd68e-1fdd-11eb-b57e-01aa75ed71a1#

Because of COVID-19 and the 
travel restrictions that follow-
ğė΁Ưłğ΁ȍňĺłƯƣ΁ñƛŵƷŪė΁Ưłğ΁ǐŵƛşė΁
have decreased dramatically. It 
is clear in the statistic that the 
ŪƷŨĎğƛ΁ ŵĹ΁ ėğƘñƛƯňŪĺ΁ ȍňĺłƯƣ΁
has decreased in all european 
airports. 

The same is shown of this experimental statistic from Danmarks 
®ƯñƯňƣƯňś͒΁ UƯ΁ƣłŵǐƣ΁Ưłğ΁ėğĐƛğñƣğ΁ ňŪ΁ȍňĺłƯ΁ñƛƛňǏñşƣ΁ñŪė΁ėğƘñƛƯƷƛğƣ΁ ňŪ΁
Copenhagen Airport. Both statistics are made from datasets from 
The OpenSky Network. 

Page 2 of 3

Emissions form transport
UŪ΁Ưłğ΁łñŪėĎŵŵś΁ŵĹ΁0Â΁ƯƛñŪƣƘŵƛƯ΁ňŪ΁ȌĺƷƛğƣ΁ĹƛŵŨ΁Ưłğ΁0ƷƛŵƘğñŪ΁ ŵŨŨňƣƣňŵŪ΁ƣğǏğƛñş΁
statistics are presented. Below you see two of them. It is clear from the chart of 
GHG emissions from transport that it is the road transportation (71.8%) followed  
by aviation (13.2%) that emits the most. Diving into the chart of GHG emissions 
from road transport, GHG from cars on the roads emits 60.3% of the totalt amount 
of GHG emissions from road transport. 

Transport is responsible 
for around 45% of Euro-

pe’s emissions of nitrogen 
ŵǕňėğƣ΁ñŪė΁ñ΁ƣňĺŪňȌĐñŪƯ΁
proportion of the total 
emissions of other key 

pollutants.

GHG emissions from road transportGHG emissions from transport
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XTransportation
Transportation time is often recognized as a wa-
ƣƯğ΁ŵĹ΁ƯňŨğ͒΁ÚłňĐł΁ ňƣ΁ǐłǖ΁Ưłğ΁ğĹȌĐňğŪĐǖ΁ŵĹ΁ƯƛñŪƣ-
portation systems has become a relevant goal for 
planners, in order to reduce travel time both to and 
from the workplace (Rubin, Nikolaeva, Nello-De-
akin, & te Brömmelstroet, 2020). Covid-19 forced 
citizens to quickly change their work site and a lot 
of people were set to work from home. Here we 
explore the result of the research done by Rubin, 
Nikolaeva, Nello-Deakin and te Brömmelstroet 
(2020)

69% misses 
some aspects 
of commuting 

53% misses 
the commuting 
activity itself 25% misses the 

ability to spend 
time alone

24% misses the 
feeling of 

independence

Source(s): 
Rubin, O., Nikolaeva, A., Nello-Deakin, S., & te Brömmelstroet, M., (2020). What can we learn from the COVID-19 pandemic about how people experien-
ce working from home and commuting?. Centre for Urban Studies, University of Amsterdam. Available at: https://urbanstudies.uva.nl/content/blog-series/
covid-19-pandemic-working-from-home-and-commuting.html

Even though 69% misses some aspects of commuting, it is 
very much dependent upon the choice of transportation. As 
you can see from the statistic car commuters miss commuting 
the least of the four categories. (E-)Bicycles are the group of 
commuters that misses the commute the most. 

Also the commuting time is an important aspect. It is clear 
from the statistic that the feeling of missing commuting also 
decreases when the travel time increases. 

38% will go 
back to their 

previous 
routine

18% would like 
to work more 

from home (but 
do not expect 

that it is 
possible)

37% will 
choose to work 

more from 
home

The result of the article shows that most people do 
not miss long commutes. Mostly if they are by cars. 
They suggest a more desirable system where you 
will enable more commuting by cycling og walking 
together with increased opportunities in working 
from home. 

Page 3 of 3
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Source(s): Nielsen, P. Y & Jacobsen J. P., Arbejdspapir: Husstandes elforbrug vidner om ændret aktivitet, DST, 2020
Chen, C., Zarazua de Rubens, G., Xu, X., & Li, J. (2020). Coronavirus comes home? Energy use, home energy management, and the social-psychological 
factors of COVID-19 (No. 68). Energy Research & Social Science.
Gillingham, K.T, Knittel, C. R, Li, J., Ovaere, M., Reguant, M., (2020). The Short-run and Long-run Effects of Covid-19 on Energy and the Environment, 
Joule, Volume 4, Issue 7, Pages 1337-1341, ISSN 2542-4351, https://doi.org/10.1016/j.joule.2020.06.010.
Wittchen, K. B., Hansen, E. J. D. P., Radish, N., & Treldal, J. (2011). Energioptimering af kontorbyggeri. (1 udg.) SBI forlag. SBI Bind 2011 Nr. 16 http://
www.sbi.dk/miljo-og-energi/energibesparelser/energioptimering-af- kontorbyggeri/energioptimering-af-kontorbyggeri

Energy use: Work-from-home employee and commercial buildings

UŪ΁Ưłğ΁Ƙğƛňŵė΁ŵĹ΁̙̒̐̑΁Ưŵ΁̒̐̒̐΁ǖŵƷ΁ĐñŪ΁ƣğğ΁ñ΁ƣňĺŪňȌĐñŪƯ΁ĐłñŪĺğ΁
ňŪ΁Ưłğ΁łŵƷƣğłŵşė΁ğŪğƛĺǖ΁ĐŵŪƣƷŨƘƯňŵŪ͒΁UƯ΁ňƣ΁ňėğŪƯňȌğė΁Ďǖ΁Nielsen, 
P. Y & Jacobsen J. P., (2020) that it is because a lot of activities 
ňƣ΁Ūŵǐ΁ñşşŵĐñƯğė΁Ưŵ΁Ưłğ΁łŵŨğƣ͒΁UƯ΁ ňƣ΁ňėğŪƯňȌğė΁ƯłñƯ΁Ưłğ΁ňŪĐƛğñ-
sed use of electricity happens in the daytime in the weekdays. 
This because most people would be out of their homes to go 
to work. A experimental statistic performed by DST shows this 
increase in the daily electricity consumption. 

HƛŵŨ΁Ưłğ΁ğǕƘğƛňŨğŪƯñş΁ƣƯñƯňƣƯňĐ΁ƣłŵǐŪ΁ŵŪ΁ȌĺƷƛğ΁͓̒΁ǖŵƷ΁ĐñŪ΁ƣğğ΁ƯłñƯ΁Ưłğ΁
use of electricity after the closedown of the society is increased mostly 
in mid-day in the weekdays. Energy consumption has increased, but 
Ưłğ΁ƣňĺŪňȌĐñŪƯ΁ĐłñŪĺğ΁ňƣ΁ŵŪ΁Ưłňƣ΁ƘñƯƯğƛŪ͓΁ǐłğƛğ΁ǐğğśėñǖ΁ĐŵŪƣƷŨƘƯňŵŪ΁
are closely aligned with pre-Covid-19 weekend consumption. This will 
most likely result in an incease of energy bills for residental consumers 
(Chien-fei Chen, et al. 2020).

Electricity use at home during Covid-19

From workplace energy use to 
household energy use

ÚłñƯ΁łñƘƘğŪğė΁ǐłğŪ΁ ŵǏňė̙ͨ̑΁ƣƯñƯğė΁ñ΁Ūŵǐ΁ǐŵƛśͨĹŵƛŨ΁łŵŨğ΁ƘƛñĐƯňĐğ͙΁IňşşňŪĺłñŨ͓΁ğƯ΁ñş͒΁̒̐̒̐ͣ͢΁UėğŪƯňȌğė΁ƯłñƯ΁ ŵǏňė̙ͨ̑΁łñƣ΁
ňŪ΁Ưłğ΁ƣłŵƛƯ΁ƛƷŪ΁ğŨƘƯňğė΁ĐŵŨŨğƛĐňñş΁ŵĹȌĐğ΁ĎƷňşėňŪĺƣ΁ƯłñƯ΁łñƣ΁şğė΁Ưŵ΁ƛğėƷĐƯňŵŪ΁ŵĹ΁ğŨňƣƣňŵŪƣ΁ñŪė΁ƯłƷƣ΁ĐşğñŪňŪĺ΁ŵĹ΁Ưłğ΁ñňƛ͕΁ͳUse 
of natural gas in residential and commercial buildings has declined by almost 20%, while overall electricity demand (and 
ėğŨñŪė΁Ĺŵƛ΁ĐŵñşͨȌƛğė΁ğşğĐƯƛňĐňƯǖͣ΁łñƣ΁ėğĐşňŪğė΁Ďǖ΁şğƣƣ΁ƯłñŪ΁̑ ̐λ͒ͳ΁͢ IňşşňŪĺłñŨ͓΁ğƯ΁ñş͓͒΁̒ ͓̐̒̐΁Ƙ͒΁̑ ̘̓̓ͣ͒΁�şƯłŵƷĺł΁Ưłğǖ΁ƛğĐŵĺŪňǡğ΁
Ưłňƣ΁ėğĐşňŪğŨğŪƯ͓΁Ưłğǖ΁ñşƣŵ΁ƛğĐŵĺŪňǡğ΁ñŪ΁ňŪĐğñƣğ΁ňŪ΁ğşğĐƯƛňĐňƯǖ΁Ʒƣğ΁ĹƛŵŨ΁ƛğƣňėğŪƯñş΁łŵŨğƣ͕΁ͳ͒͒͒ƣŵŨğ΁ŵĹ΁Ưłğ΁ėğĐşňŪğ΁ǐñƣ΁ŵĹĹƣğƯ΁
Ďǖ΁ňŪĐƛğñƣğė΁ƛğƣňėğŪƯňñş΁ğşğĐƯƛňĐňƯǖ΁ėğŨñŪė΁ĹƛŵŨ΁ƘğŵƘşğ΁ƣƯñǖňŪĺ΁ñƯ΁łŵŨğ͒͒͒ͳ΁͢IňşşňŪĺłñŨ͓΁ğƯ΁ñş͓͒΁͓̒̐̒̐΁Ƙ͒΁̘̑̓̓ͣ͒΁»łğǖ΁ñşƣŵ΁
state that if shutdowns continue for a longer period of time, and a work-from-home practice becomes popular it would reduce 
travel but most likely increase building use energy as home energy would increase, whilst commercial buildings would use sa-
mewhat the same amount of energy, because the remaineng employees (employees that simply can’t perform their jobs from 
home) whould use the space (Gillingham K, T. et al., 2020). It is estimated that the electricity and energy demand has dropped 
around 11% in contries in the European Union (Chen, et al. 2020). 

�ğĹŵƛğ΁ ŵǏňė̙ͨ̑΁Ưłğ΁ŪŵƛŨñş΁ğşğĐƯƛňĐňƯǖ΁Ʒƣğ΁ňŪ΁ŵĹȌĐğ΁ĎƷňşėňŪĺƣ΁şñǖ΁ƣŵŨğǐłğƛğ΁ĎğƯǐğğŪ΁̐̕΁Ưŵ΁̑̐̐΁śÚł͟Ũ2 (Wittchen, et al., 
2011). This project uncovered that it is especially serverrooms that was one of the biggest sinners in the increase of energy use 
(Wittchen, et al, 2020). Zooming in at the energy use at consulting companies in Denmark most of the energy used is electicity 
ñŪė΁ėňƣƯƛňĐƯ΁łğñƯňŪĺ΁ƯłñƯ΁ƯŵĺğƯłğƛ΁ĐŵŪƣƯňƯƷğ΁Ưŵ΁Ưłğ΁ğŪğƛĺǖ΁Ʒƣğ΁Ďǖ΁̘̐λ΁͢'ñŪƣś΁0Ūğƛĺň΁�Ūñşǖƣğ͓΁̒̐̐̐ͣ͒΁ÚłňşƣƯ΁Ưłğ΁ğŪğƛĺǖ΁Ʒƣğ΁Ĺŵƛ΁
ƛğƣňėğŪƯňñş΁łŵƷƣňŪĺ΁ǐñƣ΁ėğƣĐƛňĎğė΁ñƣ΁ͳ͒͒͒΁ƛğƣƘŵŪƣňĎşğ΁Ĺŵƛ΁̔̔΁ƘğƛĐğŪƯ΁ŵĹ΁ƯŵƯñş΁ğŪğƛĺǖ΁Ʒƣğ΁ñŪė΁ñƘƘƛŵǕňŨñƯğşǖ΁ŵŪğ΁ƚƷñƛƯğƛ΁ŵĹ΁
łŵƷƣğłŵşėͨĺğŪğƛñƯğė΁IPI΁ğŨňƣƣňŵŪƣ΁͢Âu0£΁̒̐̑̐ͣ͒ͳ΁͢ ŵłğŪ͓΁̘̒̐̑ͣ
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Page 1 of 1Source(s): Ferreira, J., Claver, P., Pereira, P., & Thomaz, S. (2020, October). Remote Working and the Platform of the Future. Boston Consulting Group.
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Time managers expect European employees to work remotely, after COVID-19UŪ΁Ưłğ΁ƘƛŵĐğƣƣ΁ŵĹ΁ȌŪėňŪĺ΁ñ΁ƣƷňƯ-
able project collaborator, we 
based the choice on statistics 
and desk-research. According 
to research commissioned by 
Microsoft and performed by 
Boston Consulting Group and 
KRC research, companies have 
ambitious remote working 
plans in every industry. 

Furthermore, the survey 
shows that Denmark is a 
frontrunner in Europe, in 
regards to the share of 
time spent on remotely 
work.

The survey also shows 
that managers expect 
that 47% will be working 
partially from home in the 
following years, through a 
hybrid remote work 
model, where work is per-
formed partly from home 
ñŪė΁ƘñƛƯşǖ΁ĹƛŵŨ΁Ưłğ΁ŵĹȌĐğ͒

Share of time spent on remote 
work prior to Covid19

Expected share of time spent 
on remote work after Covid19
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16%

Time European employees worked remotely pre-Covid19, by country (%)

Managers expect almost half of employees to be working 
partly from home in the next two to three years.

Fully physical Fully remotePartially remote, 
4 days/week in 
Ưłğ΁ŵĹȌĐğ

Partially remote, 
2-3 days/week in 
Ưłğ΁ŵĹȌĐğ

47% hybrid 
remote models

Partially remote, 
up to day/week 
ňŪ΁Ưłğ΁ŵĹȌĐğ

“Half of all surveyed employees 
expect to have remote-working op-
tions once the pandemic subsides, 
rising to two-thirds among white-col-

lar workers.” (Ferreira et al., 2020)

“It is especially appropriate for knowl-
edge-intensive, white-collar employees 
with considerable experience who work 

alone or whose output can be mea-
sured.”(Ferreira et al., 2020)



The work-from-home legislations

§ 1. The law strives to create
1. a safe and healthy physical and mental working environ-
ment that is at all times in line with the technical and social 
developments in society, and
2. basis for the companies themselves to solve safety and 
health issues with guidance from the labor market organiza-
tions and guidance and control from the Danish Working Envi-
ronment Authority.

”(Arbejdstilsynet, 2020a)Work Environment Assessment
Companies are obligated to perform a Work 
Environment Assessment at least once every 
3rd year. The purpose is to evaluate and opti-
mize. The companies can decide what methods 
they wish to use, but the Work Environment 
�ƣƣğƣƣŨğŪƯ΁ ŨƷƣƯ΁ ňŪĐşƷėğ΁ Ưłğ΁ ȌǏğ΁ ğşğŨğŪƯƣ΁
ňşşƷƣƯƛñƯğė΁ ňŪ΁ Ưłğ΁ ȌĺƷƛğ΁ Ďğşŵǐ͒΁ »łğ΁ÚŵƛśňŪĺ΁
Environment Authority (Arbejdstilsynet) 
supervises that the company carries out this 
process in accordance with the requirements of 
the legislation (Arbejdstilsynet, 2016).

(Arbejdstilsynet, 2016)
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Page 1 of 3Source(s): (Arbejdstilsynet, 2020a):   https://at.dk/regler/love-eu-forordninger/arbejdsmiljoe-674-sam/
                  (Arbejdstilsynet, 2016):     https://at.dk/regler/at-vejledninger/arbejdspladsvurdering-apv-d-1-1/#1-Hvorfor-udarbejde-en-APV?
                  (Arbejdstilsynet, 2014):     https://at.dk/regler/at-vejledninger/hjemmearbejde-d-2-9/#3-Arbejde-ved-en-sk%C3%A6rm
                  (Arbejdstilsynet, 2020b):   https://at.dk/regler/at-vejledninger/skaermarbejde-d-2-3/

In order to secure safe and healthy work envi-
ronments rules and legislations are made. The 
ȌƛƣƯ΁şğĺňƣşñƯňŵŪ΁ŵŪ΁Ưłňƣ΁ñƛğñ΁ǐñƣ΁Ƙñƣƣğė΁ňŪ΁Ưłğ΁
1870s and the most recent edition was 
renewed in 2019. The law is a framework law, 
which consist of general obligations and princi-
ples on the area (See § 1). 

“

UėğŪƯňȌĐñƯňŵŪ΁ñŪė΁ŨñƘƘňŪĺ΁ŵĹ΁Ưłğ΁
ĐŵŨƘñŪǖͻƣ΁ŵǏğƛñşş΁ǐŵƛśňŪĺ΁

ğŪǏňƛŵŪŨğŪƯ

'ğƣĐƛňƘƯňŵŪ΁ñŪė΁ñƣƣğƣƣŨğŪƯ΁
ŵĹ΁Ưłğ΁ĐŵŨƘñŪǖͻƣ΁ǐŵƛś΁
ğŪǏňƛŵŪŨğŪƯ΁ƘƛŵĎşğŨƣ

UŪĐşƷƣňŵŪ΁ŵĹ΁Ưłğ΁
ĐŵŨƘñŪǖͻƣ΁ƣňĐś΁şğñǏğ

£ƛňŵƛňƯňǡñƯňŵŪ΁ŵĹ΁ƣŵşƷƯňŵŪƣ΁
Ưŵ΁Ưłğ΁ĐŵŨƘñŪǖͻƣ΁ǐŵƛś΁
ğŪǏňƛŵŪŨğŪƯ΁ƘƛŵĎşğŨƣ΁
ñŪė΁ƘƛğƘñƛñƯňŵŪ΁ŵĹ΁ñŪ΁

ñĐƯňŵŪ΁ƘşñŪ

IƷňėğşňŪğƣ΁Ĺŵƛ΁ĹŵşşŵǐͨƷƘ΁
ŵŪ΁Ưłğ΁ñĐƯňŵŪ΁ƘşñŪ

The work environment legislation continues to apply when 
the work is carried out from home. However, there are limited 
rules in the following areas: The physical facilities of the 
workplace, work in front of a computer, the companies' safety 
and health work, as well as rest periods and days off. The 
legislation applies when the work is performed exclusively at 
home or when the work is regularly performed at home and 
corresponds to at least one working day per week (Arbejd-
stilsynet, 2014).

Work in front of computer

Legislation about work in front of a screen at home, 
applies when the screen work is regularly and cor-
responds to at least one working day a week or 
approx. 2 hours or more every day. The legislation 
include the physical setup, breaks and eye condi-
tions. Employees must have breaks or shift tasks 
regularly. They have rights to get an examination of 
their eyes and if this shows that glasses would be 
necessary, the employer must provide it.

Some general points
͜΁There is no supervision from the National Board of Employ-
ment in people's private homes. This can be done by contact-
ing the company.
͜΁The working environment legislation does not regulate the 
amount of work from home.
͜΁ If several employers have work performed at the same 
workplace, they have a duty to cooperate.

The physical workplace facilities

The legislations regarding physical work facilities 
still applies when working from home part time or 
full time. There is a special focus on interior, ligth-
ing, ventilation and rescue equipment, when work-
ing from home. However, the last two mentioned 
does not usually matter when the employee is 
working from home in front of a computer.
Employees are allowed to use their own equipt-
ment as long as it meets the requirements.

Moving Towards Individualized Work Models
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Page 2 of 3
Source(s): (Arbejdstilsynet, n.d.):              https://at.dk/om-os/aktoerer-paa-arbejdsmiljoeomraadet/

                  (Arbejdsmiljøgruppen, n.d.):    https://arbejdsmiljoegruppen.dk/arbejdsmiljolov/

                  (Arbejdstilsynet, 2014):           https://at.dk/regler/at-vejledninger/hjemmearbejde-d-2-9/#3-Arbejde-ved-en-sk%C3%A6rm

UĹ΁ ñ΁ ĐŵŨƘñŪǖ΁ łñƣ΁ Ũŵƛğ΁ ƯłñŪ΁ ̙΁ ğŨƘşŵǖğğƣ͓΁ Ưłğǖ΁ ñƛğ΁
ƛğƚƷňƛğė΁ Ưŵ΁ ğƣƯñĎşňƣł΁ ñŪ΁ ňŪƯğƛŪñşşǖ΁Úŵƛś΁ 0ŪǏňƛŵŪŨğŪƯ΁
�ƛĺñŪňǡñƯňŵŪ΁Ưŵ΁Ưñśğ΁Đñƛğ΁ŵĹ΁Ưłğ΁ñƣƘğĐƯƣ΁ĐŵŪĐğƛŪğė΁ǐňƯł΁
ǐŵƛś΁ğŪǏňƛŵŪŨğŪƯ͒΁»łğ΁ƛğƚƷňƛğŨğŪƯƣ΁Ưŵ΁Ưłňƣ΁ŵƛĺñŪňǡñͨ
ƯňŵŪ΁ňƣ΁ĹƷƛƯłğƛ΁ƛğƣƯƛňĐƯğė΁ňĹ΁Ưłğ΁ĐŵŨƘñŪǖ΁łñƣ΁Ũŵƛğ΁ƯłñŪ΁
̓̕΁ğŨƘşŵǖğğƣ͒

Companies

Work Environment Organization

(Arbejdsmiljø organisation)

The Ministry of Employment (Beskæftigelsesministeriet)

The Danish Working 

Environment Authority 

(Arbejdstilsynet)

Department

The Danish Agency for Labor 

Market and Recruitment

(Styrelsen for Arbejdsmarked 

og Rekruttering)

The National Research Center 

for the Working Environment 

(Det Nationale Forskningscenter 

for Arbejdsmiljø)

®ƷƘğƛǏňƣğƣ΁ƯłñƯ΁ĐŵŨƘñŪňğƣ΁Đñƛƛňğƣ΁ŵƷƯ΁
Úŵƛś΁0ŪǏňƛŵŪŨğŪƯ΁�ƣƣğƣƣŨğŪƯƣ

The law is continuously supplemented with more precise rules and guidelines through exec-

utive orders made by the Ministry of Employment (Beskæftigelsesministeriet). In addition, 

AT-guidelines are made by the Danish Working Environment Authority (Arbejdstilsynet) and 

describe guidelines for the practical work that a company must do in order to meet the 

requirements of the law (Arbejdsmiljøgruppen, n.d.). Through executive orders and 

AT-guidelines it is the employer’s responsibility to ensure that the companies’ work environ-

ment meets the demands. 

The ministry of employment consists of:
͝΁ñ΁ėğƘñƛƯŨğŪƯ΁ǐłŵ΁ƣğƛǏğƣ΁Ưłğ΁ŨňŪňƣƯğƛ΁ñŪė΁ƘƛŵǏňėğƣ΁
ƣŵşňė΁ĹŵƷŪėñƯňŵŪƣ΁Ĺŵƛ΁ƘŵşňƯňĐñş΁ėğĐňƣňŵŪƣ͒
͝΁Ưǐŵ΁ñĺğŪĐňğƣ΁ǐłŵ΁ňŪ΁ĐŵşşñĎŵƛñƯňŵŪ΁ǐňƯł΁Ưłğ΁ėğƘñƛƯͨ
ŨğŪƯ΁ƯƛñŪƣşñƯğƣ΁Ưłğ΁ĺŵǏğƛŪŨğŪƯͻƣ΁ƘŵşňĐǖ΁ňŪƯŵ΁ƛğñşňƯǖ͒
͝΁ ñ΁ ƛğƣğñƛĐł΁ ĐğŪƯğƛ΁ǐłŵ΁ ƛğƣğñƛĐł͓΁ ĐŵŨŨƷŪňĐñƯğ΁ ñŪė΁
ğėƷĐñƯğ΁ñĎŵƷƯ΁ Ưłğ΁ ƯŵƘňĐ΁ ňŪ΁ŵƛėğƛ΁ Ưŵ΁ ĐŵŪƯƛňĎƷƯğ΁ Ưŵ΁ Ưłğ΁
ėğǏğşŵƘŨğŪƯ΁ŵĹ΁ǐŵƛś΁ğŪǏňƛŵŪŨğŪƯƣ͒

Rest periods and days off

Employees are required to have a rest period of at 

least 11 consecutive hours within each 24-hour 

period, and weekly they must have one day off. 

Those rules are still applying when the employees 

work from home, but employees who are free to 

structure their schedule themselves, are allowed to 

divide the rest periods into smaller chunks as long 

as the sum is 11 hours in a 24-hour period.

The companies' safety and health work

If a company has more than 9 employees, they 

must be covered by a Work Environment Organiza-

tion (Arbejdsmiljø organization). This still applies 

for employees working exclusively or partly from 

home. In this case, the organization must be more 

outreaching to ensure healthy work environments 

at home as well. However, visits to the employee's 

home require the consent of the employee.

Moving Towards Individualized Work Models
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Page 3 of 3Source(s): (Arbejdstilsynet, 2020b):   https://at.dk/regler/at-vejledninger/skaermarbejde-d-2-3/
                  (Arbejdstilsynet, 2008):     https://at.dk/regler/at-vejledninger/arbejdspladsens-indretning-inventar-a-1-15/

®ƘğĐňȌĐñƯňŵŪ΁ŵŪ΁ƣƘğĐňñş΁ƛğƚƷňƛğŨğŪƯƣ΁ňŪ΁Ưłğ΁ƣĐƛğğŪ΁ğǕğĐƷƯňǏğ΁ŵƛėğƛ

The Screen

Control Equipment

Work Table

Lighting Conditions

Work Chair

͜΁»łğ΁ĐłñƛñĐƯğƛƣ΁ŵŪ΁Ưłğ΁ƣĐƛğğŪ΁ŨƷƣƯ΁Ďğ΁Đşğñƛ΁ñŪė΁şñƛĺğ΁ğŪŵƷĺł͒
͜΁�ƛňĺłƯŪğƣƣ΁ñŪė΁ĐŵŪƯƛñƣƯ΁ŨƷƣƯ΁Ďğ΁ğñƣǖ΁Ưŵ΁ñėŘƷƣƯ΁ñŪė΁ñėŘƷƣƯ΁Ưŵ΁ğǕƯğƛŪñş΁ĐŵŪėňƯňŵŪƣ͒
͜΁»łğ΁ğŨƘşŵǖğğ΁ŨƷƣƯ΁Ďğ΁ñĎşğ΁Ưŵ΁ƛŵƯñƯğ΁ñŪė΁ƯňşƯ΁Ưłğ΁ƣĐƛğğŪ΁ñĐĐŵƛėňŪĺ΁Ưŵ΁łňƣ΁Ūğğėƣ͒΁UƯ΁ĐñŪ΁ƘŵƣƣňĎşǖ΁Ďğ΁Ʒƣğė
separate base for the screen or adjustable table so that the height can be adjusted to the individual employee.
͜΁�ŪŪŵǖňŪĺ΁ƛğȍğĐƯňŵŪƣ΁ňŪ΁Ưłğ΁ƣĐƛğğŪ΁ñŪė΁ĺşñƛğ΁ŨƷƣƯ΁Ďğ΁ñǏŵňėğė͒

͜΁ ŵŪƯƛŵş΁ğƚƷňƘŨğŪƯ͓΁ƣƷĐł΁ñƣ΁ñ΁ŨŵƷƣğ΁ñŪė΁śğǖĎŵñƛė͓΁ŨƷƣƯ΁Ďğ΁ėğƣňĺŪğė΁ƣŵ΁ƯłñƯ΁Ưłğ΁ğŨƘşŵǖğğ΁ĐñŪ΁Ʒƣğ΁ňƯ
it with appropriate working postures and movements.
͜΁»łğ΁śğǖĎŵñƛė΁ŨƷƣƯ΁Ďğ΁ƣğƘñƛñƯğė΁ĹƛŵŨ΁Ưłğ΁ƣĐƛğğŪ΁ƣŵ΁ƯłñƯ΁Ưłğ΁ğŨƘşŵǖğğ΁ĐñŪ΁Ʒƣğ΁ñƘƘƛŵƘƛňñƯğ΁ǐŵƛśňŪĺ΁ƘŵƣňƯňŵŪƣ΁
and movements that do not cause fatigue in the arms and hands.

͜΁»łğ΁ǐŵƛś΁ƯñĎşğ΁ŨƷƣƯ΁łñǏğ΁ñ΁şŵǐͨƛğȍğĐƯňŪĺ΁ƣƷƛĹñĐğ͒
͜΁»łğƛğ΁ŨƷƣƯ΁Ďğ΁ƣƷĹȌĐňğŪƯ΁ƣƘñĐğ΁ŵŪ΁ñŪė΁ƷŪėğƛ΁Ưłğ΁ǐŵƛś΁ƯñĎşğ΁Ĺŵƛ΁Ưłğ΁ğŨƘşŵǖğğ΁Ưŵ΁Ʒƣğ΁ñƘƘƛŵƘƛňñƯğşǖ΁ƘŵƣƯƷƛğƣ΁ñŪė΁
movements. Appropriate working postures and movements require sitting and
working height that suits the employee.
͜΁»łğ΁ǐŵƛś΁ƯñĎşğ΁ŨƷƣƯ΁Ďğ΁ǐňėğ΁ñŪė΁ėğğƘ΁ğŪŵƷĺł΁Ưŵ΁ñĐłňğǏğ΁ñ΁ȍğǕňĎşğ΁ėňƣƘşñǖ΁ŵĹ΁ƣĐƛğğŪ͓΁śğǖĎŵñƛė͓
documents and other accessories. The depth of the table must be large enough to accommodate the screen
viewing distance (50-70 cm), and so that there is room to rest arms in front of the keyboard.

͜΁»łğ΁ǐŵƛś΁Đłñňƛ΁ŨƷƣƯ΁Ďğ΁ƣƯñĎşğ΁ñŪė΁ŨƷƣƯ΁ğŪƣƷƛğ΁Ưłğ΁
employee's freedom of movement and an appropriate 
working position.
͜΁UƯ΁ŨƷƣƯ΁Ďğ΁ƘŵƣƣňĎşğ΁Ưŵ΁ñėŘƷƣƯ΁Ưłğ΁łğňĺłƯ΁ŵĹ΁Ưłğ΁Đłñňƛ΁ƣğñƯ͒΁
The chair back must be adjustable in height and must be 
adjustable obliquely.
͜΁�΁ĺŵŵė΁Đłñňƛ΁ñşşŵǐƣ΁ǖŵƷ΁Ưŵ΁Ǐñƛǖ΁Ưłğ΁ƣğñƯ΁ňŪĐşňŪñƯňŵŪ΁ñŪė΁
seat depth as well as adjust the seat and backrest
independent of each other.

͜΁iňĺłƯ΁ƣŵƷƛĐğƣ΁ŨƷƣƯ΁ğŪƣƷƛğ΁ñėğƚƷñƯğ΁şňĺłƯňŪĺ΁ñŪė΁ñƘƘƛŵƘƛňñƯğ΁ĐŵŪƯƛñƣƯ΁ĎğƯǐğğŪ΁ƣĐƛğğŪ΁ñŪė΁ğŪǏňƛŵŪŨğŪƯ͒
͜΁�ŪŪŵǖňŪĺ΁ĺşñƛğ΁ñŪė΁ƛğȍğĐƯňŵŪƣ΁ŵŪ΁Ưłğ΁ƣĐƛğğŪ΁ŨƷƣƯ΁Ďğ΁ñǏŵňėğė΁Ďǖ΁ĐŵŵƛėňŪñƯňŪĺ΁Ưłğ΁şŵĐñƯňŵŪ΁ŵĹ΁Ưłğ΁şňĺłƯ΁ƣŵƷƛĐğƣ΁
in relation to the premises.
͜΁ÚňŪėŵǐƣ΁ŨƷƣƯ΁Ďğ΁ȌƯƯğė΁ǐňƯł΁ñŪ΁ñƘƘƛŵƘƛňñƯğ͓΁ñėŘƷƣƯñĎşğ΁ƣĐƛğğŪ΁ƯłñƯ΁ĐñŪ΁ėňŨ΁Ưłğ΁ėñǖşňĺłƯ΁ƯłñƯ΁Ĺñşşƣ΁ňŪƯŵ΁Ưłğ΁
screen workplace.

70 cm
88 cm

72 cm
110 cm

50 cm
55 cm

Mnimal and optimal space for legs as 
well as space behind to get up.
(Arbejdstilsynet, 2008)

(Arbejdstilsynet, 2020b)
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Page 1 of 1Source(s): (R1, online workshop, March 17, 2021), (R2, online workshop, April 6, 2021), (R3, online workshop, April 6, 2021)
                  (I1, online workshop, March 18, 2021), (I2, online workshop, March 18, 2021)
                  (N1, online workshop, March 25, 2021), (N2, online workshop, March 29, 2021)

Moving Towards Individualized Work Models

The above scheme is informa-
tion gathered from pratitioners 

participating an our online 
workshops. Quotes were ab-

stracted from the intervews and 
arranged in accordance to the 

seven shared practices. 

Based on statements by 
each practitioner, we were 

able to map out brek-
downs regaring remote 
and physical work sites.
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Attending 
project meet-

ing

Attending 
department 

meeting

Designing 
parts of 
project

Attending 
morning 
check-in

Translate 
subject 

knowledge to 
paper format 

or model

R1

Attending client 
meetings

Attending 
meetings with 
collaborator

Use of drafts, 
mocks-ups, 

drawings and 
whiteboards

Send material 
to project 

team

Making quali-
ty check

Engage in 
customer 
contact

Asking about 
problems

Sparring

Drinking 
coffee

Engage in 
phone calls

Engage in 
phone calls

Checking 
mails

Engaging in 
Ȍğşė΁ƯƛňƘƣ

Preliminary 
brainstorm 
meetings

Delegation of 
posts

Follow-up 
process

Controlling 
process

Making mile-
stone plans

'ğȌŪňŪĺ΁ǖŵƷƛ΁
own tasks

Attending 
project meet-

ings

Make LCA 
calculations

Urban space 
designingMake climate 

simulation

Making con-
cept descrip-

tions
Making 
reports

Shared practices Individual practicesWork practices of advising engineers

Communicating
informally

Performing 
Ȍğşėǐŵƛś

�ƯƯğŪėňŪĺ΁ğǕƯğƛŪñş
meetings

Communicating
formally

�ƯƯğŪėňŪĺ΁ňŪƯğƛŪñş΁
meetings

»ñśňŪĺ΁ƘñƛƯ΁ňŪ
ƯğñŨǐŵƛś

Performing 
ňŪėğƘğŪėğŪƯ΁ǐŵƛś

Moving Towards Individualized Work Models

Page 1 of 7
Source(s): (R

1, online w
orkshop, M

arch 17, 2021)



Author: Helena Kronby 03/06/2021Date:

Individual practice mapping
Appendix

9

Planning 
meeting

Sparring

R2

Drawing

Development of 
communica-
tion/process 

plan

Performing 
qualitative 

investigations 
and analysis

Facilitation 
of building 
committee 
meetings

Engage in email 
correspondance

Getting help 
performing 

tasks

Sparring

Dissemina-
tion of infor-

mation

Provide 
guidance

Take part in 
phone

conversations

Facilitating 
academic 

collaborations

Attending social 
interactions

Attending
resident meetings

Sharing 
inspiration

Sparring

Take part in 
phone

conversations

Sharing 
knowledge

Make sum-
mary in word, 

excel or 
in-design

Shared practices Individual practicesWork practices of advising engineers

Graphic
production

Planning of 
study trip Facilitating 

go-home
meetings

Facilitating 
debate events

Attending 
workshop 
meetings

Attending 
information 
meetings

Facilitating 
phone inter-

views

Attending in 
focus group 

meetingsAttending 
building com-

mittee meetings

Facilitating user 
involvement 

processes

Writing notes

Performing 
desk-research

Take part in 
phone conver-

sations

»ñśňŪĺ΁ƘñƛƯ΁ňŪ
ƯğñŨǐŵƛś

�ƯƯğŪėňŪĺ΁ňŪƯğƛŪñş΁
meetings

Performing 
ňŪėğƘğŪėğŪƯ΁ǐŵƛś

�ƯƯğŪėňŪĺ΁ğǕƯğƛŪñş΁
meetings

Performing 
Ȍğşėǐŵƛś

Communicating
informally

Communicating
formally

Moving Towards Individualized Work Models

Page 2 of 7
Source(s): (R

2, online w
orkshop, A

pril 6, 2021)
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Attending 
organization-
al meetings

Attending 
company 
meetings

Attending 
drawing room 

meetings

Attending 
department 

meetings

Taking part in 
collaboration 
with Aarhus 
department

Attending 
team meet-

ings

R3

Attending 
project meet-

ings

Facilitating 
resident
meetings

Engaging in 
meetings with 

builder

Graphic
production

Using 
ȍğǕͨƛŵŵŨƣ

Planning of 
strategies

Engage in 
social inter-

actions

Take part in 
phone conver-

sations

Drinking 
coffee

Engage in 
sparring

Checking and 
answering 

emails

Graphic
production

Take part in 
phone conver-

sations

Engage in 
sparring

Writing notes

Making work-
shop material

Making
strategies

Facilitating 
processes

�ƯƯğŪėňŪĺ΁Ȍğşė΁
trips

Maintaining 
social 

hierarchies

Shared practices Individual practicesWork practices of advising engineers

Performing 
ňŪėğƘğŪėğŪƯ΁ǐŵƛś

»ñśňŪĺ΁ƘñƛƯ΁ňŪ
ƯğñŨǐŵƛś

Communicating
informally

�ƯƯğŪėňŪĺ΁ňŪƯğƛŪñş΁
meetings

Performing 
Ȍğşėǐŵƛś

�ƯƯğŪėňŪĺ΁ğǕƯğƛŪñş
meetings

Communicating
formally

Moving Towards Individualized Work Models

Page 3 of 7
Source(s): ((R

3, online w
orkshop, A

pril 6, 2021)



Communicating
informally

Communicating
formally

�ƯƯğŪėňŪĺ΁ňŪƯğƛŪñş΁
meetings

Performing 
ňŪėğƘğŪėğŪƯ΁ǐŵƛś

�ƯƯğŪėňŪĺ΁ğǕƯğƛŪñş
meetings

Author: Helena Kronby 03/06/2021Date:

Individual practice mapping
Appendix
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Attending 
twenty 
minute 

check-in

I1

Perform 
presentations

Perform email 
correspondance

Facilitate 
job inter-

views

Solving tasks

Performing 
concentration 

work

Sparring with 
new 

colleagues

Attending 
follow-up 
meetings

Shared practices Individual practicesWork practices of advising engineers

Moving Towards Individualized Work Models

Page 4 of 7
Source(s): (I1, online w

orkshop, M
arch 18, 2021)



»ñśňŪĺ΁ƘñƛƯ΁ňŪ
ƯğñŨǐŵƛś

Author: Helena Kronby 03/06/2021Date:
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Make space for 
newly employ-

eed and stu-
dents to ask 

questions

I2

Attending 
department 

meetingsAttending 
meetings with 

colleagues

Attending 
meetings with 
collaborators

Ideation

Taking part in 
relations with 

others
�ĹȌşňñƯňŵŪ΁ǐňƯł΁
new workplace

Check-in with 
colleagues

Participate in 
webinar

Participate in 
courses

Checking and 
answering

emails

Hosting
webinars

Attending Miro 
involvements

Perform devel-
opment work

Immersion in 
self-studies

Work on action 
plan and inter-

nal planning

Preparing 
courses

Preparing
presentations

Communicating
informally

Communicating
formally

�ƯƯğŪėňŪĺ΁ňŪƯğƛŪñş΁
meetings

Performing 
ňŪėğƘğŪėğŪƯ΁ǐŵƛś

�ƯƯğŪėňŪĺ΁ğǕƯğƛŪñş
meetings

Shared practices Individual practicesWork practices of advising engineers

Moving Towards Individualized Work Models

Page 5 of 7
Source(s): (I2, online w

orkshop, M
arch 18, 2021)
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Brainstorming

N1

Coordination 
meetings

Attending 
status meetings

Getting and 
rechieving help

Talk to 
colleagues for 

fun

Send and 
answer mails

Give feedback 
on tasks

Pass on 
information

Make 
illustrations

Read and 
write tasks

Coordinating 
tasks

Separating 
working time 

and leisure time

Write
descriptions

Performing 
phone or 

online calls

Create an 
overview of the 
status of peo-
ples different 

tasks

Sensing of 
where and who 

to ask about 
different tasks

Communicating
informally

Communicating
formally

�ƯƯğŪėňŪĺ΁ňŪƯğƛŪñş΁
meetings

Performing 
ňŪėğƘğŪėğŪƯ΁ǐŵƛś

»ñśňŪĺ΁ƘñƛƯ΁ňŪ
ƯğñŨǐŵƛś

Shared practices Individual practicesWork practices of advising engineers

Moving Towards Individualized Work Models

Page 6 of 7
Source(s): (N

1, online w
orkshop, M

arch 25, 2021)
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Attending 
construction 

meetings

N2

Printing 
copies

Drink coffee

Take part in 
social 

interactions

Write
summaries

Management 
ŵĹ΁ȌŪñŪĐğƣ

Write notes

Management 
of timeUsing notes and 

documents

Attending 
project

meetings

Attending 
dialouge with 

leader

Follow
up on 

employees

Check and 
answer mails

Take part in 
phone

conversations

Visiting 
building sites

Looking 
through

documents

Communicating
informally

Communicating
formally

�ƯƯğŪėňŪĺ΁ňŪƯğƛŪñş΁
meetings

Performing 
ňŪėğƘğŪėğŪƯ΁ǐŵƛś

�ƯƯğŪėňŪĺ΁ğǕƯğƛŪñş
meetings

Performing
Ȍğşėǐŵƛś

Shared practices Individual practicesWork practices of advising engineers

Moving Towards Individualized Work Models

Page 7 of 7
Source(s): (N

2, online w
orkshop, M

arch 29, 2021)
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Page 1 of 1Source(s): (R1, online workshop, March 17, 2021), (R2, online workshop, April 6, 2021), (R3, online workshop, April 6, 2021)
                  (I1, online workshop, March 18, 2021), (I2, online workshop, March 18, 2021)
                  (N1, online workshop, March 25, 2021) (N2, online workshop, March 29, 2021)

Attending inter-
nal meetings

Attending exter-
nal meetings

Taking part in 
teamwork

Communicating 
informally

Communicating 
formally

Performing inde-
pendent work

£ğƛĹŵƛŨňŪĺ΁Ȍğşė-
work

Remote practicesPhysical practices Open for both

R3

I1 N1

R2 I2 N2

R1

Attending external meetings, 
Taking part in teamwork, Com-
municating informally and per-
ĹŵƛŨňŪĺ΁Ȍğşėǐŵƛś΁΁ñƛğ΁͢Ďñƣğė΁ŵŪ΁
the majority) practices currently 
suitable for Physical work sites.

Performing indenpendet work is 
opposite currently suitable for 

remote work sites.

Work site preferences

Moving Towards Individualized Work Models
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