
Moving Towards 
Individualized 
Work Models

Master Thesis in Sustainable Design

Using the pandemic as an opportunity for a transitional change

Helena Kronby
Stine Bøgh Petersen

Tanja Markussen



T I T L E  P A G E
The individuals whom have signed this page all agree with the content of this report.

MSc Sustainable Design, Aalborg University Copenhagen

Title: Moving Towards Individualized Work Practices

Semseter: Master Thesis, 10th semester 2021

Supervisor: Søsser Brodersen

Hand-in date: 04/06/2021

Characters including spaces: 178301 

Normal pages: 74,29

Pages in total: 72

Helena Kronby 

Study no.: 20164018

Stine Bøgh Petersen

Study no.: 20164746

Tanja Markussen

Study no.: 20164160



II

A B S T R A C T
The COVID-19 pandemic resulted in a vast number of employees moving their workspace from the 
ŵĹȌĐğƣƯŵƯłğňƛłŵŨğƣ͒àğƯ͓ñƣƯłňƣǐñƣŨñňŪşǖƣğğŪñƣñŨñŘŵƛĐłñşşğŪĺğ͓ǐğƣñǐňƯñƣñŪŵƘƘŵƛƯƷŪňƯǖ͓
using this experience as a means to investigating what a sustainable work practice entails for several 
ğŨƘşŵǖğğƣ͒»łƷƣ͓ƯłňƣƯłğƣňƣğǕƘşŵƛğƣłŵǐñȍğǕňĎşğǐŵƛśŨŵėğşƯłñƯƣƷƘƘŵƛƯƣƯłğŪğğėƣŵĹňŪėňǏňėƷñşƣ
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 
ĹƛŵŨƯłƛğğŨñŘŵƛñėǏňƣňŪĺğŪĺňŪğğƛňŪĺŵƛĺñŪňǡñƯňŵŪƣşŵĐñƯğėňŪ'ğŪŨñƛś͒

ÚğğǕƘşŵƛğłŵǐñėğƣňĺŪƣƘğĐňȌĐñƯňŵŪĹŵƛƣƷĐłñŨŵėğşĐñŪĎğėğǏğşŵƘğė͓ñƣñŨğñŪƣĹŵƛėğƣňĺŪňŪĺñ
ȍğǕňĎşğǐŵƛśŨŵėğşƯłñƯñĐĐŵŨŨŵėñƯğƣƯłğŪğğėƣŵĹƯłğƘƛñĐƯňƯňŵŪğƛƣĹƛŵŨƯłğƣğŵƛĺñŪňǡñƯňŵŪƣ͒
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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 
ƘŵƛƯƛñǖŵƯłğƛƣĐłŵşñƛƣ͵ǐŵƛśňŪƯłğƣñŨğŵƛƣňŨňşñƛȌğşė͒»łğğŪėňŪñƛğñėňŪĺĺƷňėğƷƣñĎşğĹŵƛƷŪėğƛ-
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 
ƯłğşŵĐśėŵǐŪǐñƣȌƛƣƯňŪƯƛŵėƷĐğėƯŵ'ñŪňƣłƣŵĐňğƯǖ͓ñǐłŵşğƛñŪĺğŵĹ
ƘğŵƘşğłñėƯŵƛğňŪǏğŪƯŵƛñėñƘƯƯłğňƛğǏğƛǖėñǖşňǏğƣ͒HŵƛƣŵŨğ͓ňƯŨğñŪƯ
great consequences, but we wanted to investigate the advantages of 
ǐłñƯgƛñŨğƛñŪėgƛñŨğƛ̒̐̒̐ͣ͢Đñşşƣ͓Ͳ͒͒͒ñŨñƣƣňǏğ͢ƷŪƘşñŪŪğėͣğǕƘğ-
riment” (p. 2). We want to support this statement and thereby use the 
pandemic as a window-of-opportunity for transitional change.

»łğğĹĹğĐƯƣŵĹƯłğƘñŪėğŨňĐǐğƛğƚƷňĐśşǖŪŵƯňĐğñĎşğŵŪƘğŵƘşğ͵ƣǐŵƛś
lives, where the need for social distancing forced people out of their 
ŵĹȌĐğƣ ñŪė ňŪƯŵ Ưłğňƛ ŵǐŪłŵŨğƣ 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-
Ưǖ͒HƷƛƯłğƛŨŵƛğ͓ǐğşŵŵśňŪƯŵƯłğğĹĹğĐƯƣĐñƷƣğėĎǖƯłğƘñŪėğŨňĐşŵĐś-
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 
łŵǐñĐŵşşğĐƯňǏğǐŵƛśŨŵėğşňƣƣƷƘƘŵƣğėƯŵȌƯñŪňŪėňǏňėƷñşǐŵƛśƘƛñĐ-
ƯňĐğ͒ÚğñƛĺƷğłŵǐƯłňƣňƣňŪğĹȌĐňğŪƯñŪėƷŪƣƷƣƯñňŪñĎşğñŪėǐğƯłğƛğĎǖ

ñňŨƯŵėğƣňĺŪñĹƛñŨğǐŵƛśĹŵƛȍğǕňĎşğǐŵƛśŨŵėğşƣ͓ƣƷƘƘŵƛƯňŪĺňŪėňǏň-
dual needs, thus making our research question: 

PŵǐĐñŪǐğėğƣňĺŪñĹƛñŨğǐŵƛśĹŵƛȍğǕňĎşğǐŵƛśŨŵėğşƣƯłñƯ
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 
ŵĹ̗ňŪėňǏňėƷñşƣňŪƯłƛğğŵĹ'ğŪŨñƛś͵ƣşñƛĺğƣƯñėǏňƣňŪĺğŪĺňŪğğƛňŪĺŵƛ-
ĺñŪňǡñƯňŵŪƣ͢ƣğĐƯňŵŪ̔͒̓ͣ͒HƛŵŨǐłňĐłǐğňėğŪƯňĹǖ̘̑ĎƛğñśėŵǐŪƣ͓̖̑
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. 
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1. 1. 1 Litterature Review

The COVID-19 pandemic made the need for policies in regards to work-
ĹƛŵŨͨłŵŨğ ñŪė ȍğǕňĎşğǐŵƛś ňŪ ĺğŪğƛñş͓Ũŵƛğ ǏňƣňĎşğ͒ »łğ ƛğƣğñƛĐł
ŵĹuñǏƛĎŘğƛĺπsňŪĎñğǏñ̒̐̒̑ͣ͢ĹŵƷŪėƯłñƯƯłğĐŵŪƣğƚƷğŪĐğƣŵĹ 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. 
»łƛŵƷĺłƯłğňƛ ƛğƣğñƛĐł͓ ƯłğǖĹŵƷŪėƯłñƯͲ»łğƣğğǕƘğƛňğŪĐğƣĹƛŵŨƯłğ
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 
ƛğşñƯňŵŪƯŵƯłğğŨƘşŵǖğğƣ͵ƘğƛƣŵŪñşƘƛğĹğƛğŪĐğƣͳ͢uñǏƛĎŘğƛĺπsňŪĎñ-
ğǏñ͓̒̐̒̑Ď͓Ƙ̖͒̒ͣ͒gƛñŨğƛπgƛñŨğƛ̒̐̒̑ͣ͢łňĺłşňĺłƯƯłğşñĐśŵĹğǕƘğ-
ƛňğŪĐğƣŵŨğňŪƣƯňƯƷƯňŵŪƣłñėǐňƯłŨñśňŪĺƣłňĹƯƣĹƛŵŨǐŵƛśñƯƯłğŵĹȌĐğ
ƯŵƛğŨŵƯğǐŵƛśňŪĐŵŪŘƷŪĐƯňŵŪǐňƯłƯłğ �ÙU'̙ͨ̑ƘñŪėğŨňĐ͒UŪƛğşñƯň-
ŵŪƯŵƯłňƣ͓ĎŵƯłuñǏƛĎŘğƛĺπsňŪĎñğǏñ̒̐̒̑ͨ͢ĎͣñŪėgƛñŨğƛπgƛñŨğƛ
(2020) points towards a need for designing a policy of which can help 
align and structure work-from-home practices, taking the needs and 
ƘƛğĹğƛğŪĐğƣŵĹƯłğğŨƘşŵǖğğƣňŪƯŵñĐĐŵƷŪƯ͒HñƷşėƣπ¦ñŘƷ̒̐̒̑ͣ͢ėğ-
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 
ĎğĹŵƛĐğė͓ñŪėĐŵƷşėĎğĹñĐňŪĺñŪñėŘƷƣƯŨğŪƯňŪƯłğĹƷƯƷƛğ͒ÚğłğŪĐğ
recognize that even organizations that have already adapted tools or 
policies, might be facing a reconstruction of such. It seems that lack of 
ƘŵşňĐňğƣňƣŘƷƣƯŵŪğƣňėğŵĹƯłğĐŵňŪ͓ñƣƯłğƣĐłŵşñƛƣŵĹgƛñŨğƛπgƛñŨğƛ
̒̐̒̐ͣ͢ĹƷƛƯłğƛƘŵňŪƯƣƯŵǐñƛėƣñŪğğėĹŵƛŨŵƛğğĹȌĐňğŪƯŨğƯłŵėƣŵĹƛğ-
ŨŵƯğǐŵƛśñƣƯłğǖƣƯñƯğͲ͒͒͒ŨŵǏňŪĺƯŵǐŵƛśĹƛŵŨłŵŨğñƛƛñŪĺğŨğŪƯƣ
may require selection of workers who are better suited to work from 
łŵŨğ͓ ƯƛñňŪňŪĺŵĹ ƣƷĐłǐŵƛśğƛƣŵŪŨŵƛğğĹȌĐňğŪƯŨğƯłŵėƣŵĹ ƛğŨŵƯğ
ǐŵƛś͒͒͒ͳ ͢gƛñŨğƛπgƛñŨğƛ͓ ͓̒̐̒̐ Ƙ͒ ̒ͣ͒ UŪ ĐŵŪŘƷŪĐƯňŵŪǐňƯł 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, 
eğŪśňŪƣπ®ŨňƯł ̒̐̒̑ͣ͢ƘŵňŪƯƣ ƯŵğŨƘşŵǖğğȍğǕňĎňşňƯǖñƣĎğňŪĺ 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�ñƛƯňśğƯñş͓͒̒̐̒̐ñƛĺƷğƯłñƯͲ͒͒͒ƯłğƣłňĹƯƯŵƛğŨŵƯğ
ǐŵƛśĐñƷƣğėĎǖ �ÙU'ňƣƯğƣƯňŪĺňŪėƷƣƯƛǖ͵ƣñĎňşňƯǖƯŵñėñƘƯ͓ñŪėňƣşňśğşǖ
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-
ėƷñşƣėƷƛňŪĺƯłğ �ÙU'̙ͨ̑ƘñŪėğŨňĐňƣƛğşñƯňǏğşǖėňĹȌĐƷşƯƯŵȌŪė͓ǐğ
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 
ŵĹƯğŪĐŵŪƣňėğƛğė͒»łğǖĹƷƛƯłğƛƣƷĺĺğƣƯƯłñƯͲ͒͒͒ƯŵĐƛğñƯğñŨŵƛğňŪĐşƷƣňǏğ
workplace, organizational norms around remote work must be revisited 
to integrate accessible practices that are still thought of as optional and 
ͲŪňĐğƯŵłñǏğͳͳ͢'ñƣğƯñş͓͓͒̒̐̒̑Ƙ͒̒̔ͣ͒»łğǖĹƷƛƯłğƛėğƣĐƛňĎğƯłñƯñşş
ƘğŵƘşğĎğŪğȌƯĹƛŵŨñĐĐğƣƣňĎňşňƯǖñŪėƯłñƯƯłňƣĐñŪĐƛğñƯğñŨŵƛğňŪĐşƷ-
sive work environment. 

»ŵƣƷŨŨñƛňǡğ͓ƯłğşňƯğƛñƯƷƛğƘƛğƣğŪƯğėňŪƯłňƣƣğĐƯňŵŪłñƣňėğŪƯňȌğėñ
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 
ƯłğƣğƣĐłŵşñƛƣƘƛğƣğŪƯñƣƘğĐňȌĐƣŵşƷƯňŵŪŵƛŨğƯłŵėƯŵłŵǐƯłğĐƛğñ-
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 
ñĐŵşŵƛ͒PğŪĐğğǏğƛǖĐłñƘƯğƛłñƣňƯƣŵǐŪĹƛŵŪƯƘñĺğ͓ƣłŵǐňŪĺƯłñƯǖŵƷ
are entering a new chapter. See ȌĺƷƛğ̑ for the colors assigned. This 
ȌĺƷƛğĹƷƛƯłğƛŨŵƛğƘƛğƣğŪƯƣǐłğƯłğƛƯłğĐłñƘƯğƛƣłñǏğłñėñėňǏğƛĺňŪĺ
or converging role in our design process. This is, however, a vast simp-
şňȌĐñƯňŵŪŵĹƯłğñĐƯƷñşƘƛŵĐğƣƣŵĹƯłğƘƛŵŘğĐƯ͒

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 
ňŪĎşƷğłňĺłşňĺłƯňŪĺƯłğȌƛƣƯƘñƛƯŵĹŵƷƛñŪñşǖƣňƣ͓ǐłğƛğǐğňŪǏğƣƯňĺñƯğ
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-
łşňĺłƯƣƯłğƣğĐŵŪėƘñƛƯŵĹŵƷƛñŪñşǖƣňƣ͒PğƛğǐğňŪǏğƣƯňĺñƯğƯłğǐŵƛś
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 
ŵƷƛȌŪėňŪĺƣñŪėƯñśğƯłğȌƛƣƯƣƯğƘƣƯŵǐñƛėƣėğƣňĺŪňŪĺñȍğǕňĎşğǐŵƛś
ŨŵėğşƯłñƯƣƷƘƘŵƛƯƣƯłğŪğğėƣŵĹƯłğƣğňŪėňǏňėƷñşƣ͒HňŪñşşǖ͓ĐłñƘƯğƛ̖͓
which is  green will provide concluding remarks, while presenting a 
ĐŵŪĐşƷƣňŵŪƯŵŵƷƛƯłğƣňƣ͓ñƣǐğşşñƣñƛğȍğĐƯňŵŪ͒

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.

HňĺƷƛğ͔̑£ƛŵĐğƣƣȌĺƷƛğ
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UƯňƣñƛĺƷğėĎǖ®ƘƷƛşňŪĺğƯñş͓͒̒̐̑̓ͣ͢ƯłñƯͲÂŪėğƛƣƯñŪėňŪĺƯłğėǖŪñŨňĐƣŵĹƘƛñĐƯňĐğƣŵĹĹğƛƣƷƣñǐňŪėŵǐňŪƯŵƯƛñŪƣňƯňŵŪƣƯŵǐñƛėƣƣƷƣƯñňŪñĎňşňƯǖͳ
(Spurling et al., 2013, p. 4) as understanding the dynamics within practices allow us to shift practices to more sustainable ones (Spurling et 
ñş͓͒̒̐̑̓ͣ͒ÚğȌŪėƯłñƯƯłğĹƛñŨğǐŵƛśŵĹ£ƛñĐƯňĐğ»łğŵƛǖƘƛŵǏňėğƣñŪñƘƘƛŵƘƛňñƯğñŪñşǖƯňĐñşĹƛñŨğǐŵƛśĹŵƛŵƷƛƯłğƣňƣ͓ƯłñƯñşşŵǐƣƷƣƯŵėňǏğ
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. 
̒̐̐̒ͣ͒͢ÚğǐňşşĹƷƛƯłğƛŨŵƛğğşñĎŵƛñƯğŵŪłŵǐƯłňƣƘğƛƣƘğĐƯňǏğňƣƷƣğė͓ñŪėǐłñƯňƯĎƛŵƷĺłƯƯŵƯłğƘƛŵŘğĐƯ͒
HƷƛƯłğƛŨŵƛğ͓ǐğǐňşşƘƛğƣğŪƯƯǐŵŵƯłğƛƯłğŵƛňğƣ͓ƯłñƯñşƣŵƣƯğŨĹƛŵŨƣŵĐňñşƣĐňğŪĐğƣ͒»łğƣğñƛğ�ĐƯŵƛͨuğƯǐŵƛś»łğŵƛǖ͢�u»ͣ͢ ñşşŵŪ͓̙̘̑̔ͣ
ñŪė ŵŨŨƷŪňƯňğƣŵĹ£ƛñĐƯňĐğ͢ ŵ£ͣ͢ÚğŪĺğƛ͓̙̙̘͓̑ͣñŪėğǕƘşñňŪǐłñƯƯłğǖĐŵƷşėłñǏğƘƛŵǏňėğėƷƣňĹǐğłñėĐłŵƣğŪƯŵƯñśğŵŪñŪŵƯłğƛƯłğŵ-
retical perspective. 

»łňƣĐłñƘƯğƛñşƣŵƘƛğƣğŪƯƣƯłğğŨƘňƛňĐñşŨñƯğƛňñşƷƣğėƯŵňŪǏğƣƯňĺñƯğñŪėñŪñşǖǡğŵƷƛƘƛŵĎşğŨĹƛñŨňŪĺ͒PğƛğǐğñƛğňŪĐşƷėňŪĺñŪğşñĎŵƛñƯňŵŪŵĹ
what data has been produced, for us to be able to answer our research question, while presenting a timeline of the interventions held throug-
łŵƷƯƯłğƘƛŵŘğĐƯ͒
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2.1 Theoretical Framework: Practice Theory In this thesis, we have chosen to use the theoretical framework of Prac-
ƯňĐğ»łğŵƛǖ͢£»ͣĐƛğñƯğėĎǖ®łŵǏğğƯñş͓͓͒̒̐̑̒ĎğĐñƷƣğͲ͒͒͒ƘƛñĐƯňĐğƯłğ-
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-
ƯĺğŪƣƯğňŪñŪėPğňėğĺĺğƛ͢®łŵǏğğƯñş͓͒̒̐̑̒ͣǐłŵňŪƣƘňƛğėƣĐłŵşñƛƣƯŵ
further investigate practice as a centered stage, rather than a passage 
ĎğƯǐğğŪƣŵĐňñşƣƯƛƷĐƯƷƛğñŪėłƷŨñŪƣƷĎŘğĐƯƣ͢®łŵǏğğƯñş͓͒̒̐̑̒ͣ͒0Ǐğƛ
since, scholars such as Schatzki (2012) have drawn on their work when 
ŵƷƯşňŪňŪĺñƯłğŵƛňǡñƯňŵŪŵĹ£»͒PğėğƣĐƛňĎğƣ£»ñƣͲ͖ñŪŵƛĺñŪňƣğėĐŵŪ-
ƣƯğşşñƯňŵŪŵĹėňĹĹğƛğŪƯƘğŵƘşğ͵ƣñĐƯňǏňƯňğƣͳ͢®ĐłñƯǡśň͓͓̒̐̑̒Ƙ͒̑̓ͣƯłñƯňƣ
Ͳ͖ƷŪėğƛƣƯŵŵėñƣĹŵƛŨƣŵĹ͓ŵƛñƣƛŵŵƯğėňŪ͓łƷŨñŪñĐƯňǏňƯǖͪŪŵƯƯłğñĐƯň-
vity of individuals, but in practices, that is, in the organised activities of 
ŨƷşƯňƘşğƘğŵƘşğͳ͢®ĐłñƯǡśň͓͓̒̐̑̒Ƙ͒̑̓ͣ͒HƛŵŨƯłňƣƘğƛƣƘğĐƯňǏğ͓ƘƛñĐƯňĐğ
ĐŵŪƣňƣƯƣŵĹƘğŵƘşğ͵ƣñĐƯňǏňƯňğƣ͓ėŵňŪĺƣ͓ñŪėƣñǖňŪĺƣ͓ǐłňĐłñƛğŵƘğŪͨğŪ-
ded in the sense that these activities are temporally dispersed and do 
ŪŵƯĐŵŪƣňƣƯŵĹñėğȌŪğėŪƷŨĎğƛŵĹñĐƯňǏňƯňğƣ͢®ĐłñƯǡśň͓̒̐̑̒ͣ͒»łƛŵƷĺł
his theorization of practices, the focus is on understanding human ac-
ƯňŵŪƣñŪėƣƯƛƷĐƯƷƛğƣłğƛğŵĹ͒¦ğĐśǐňƯǡ̒̐̐̒ͣ͢ėğƣĐƛňĎğƣ£»ñƣĎğłñǏňŵƛ
ƯłñƯ ňƣ ƛŵƷƯňŪňǡğė ñƣ Ͳ͖ƯłğŨğŪƯñş ƛŵƷƯňŪğƣ ñŪė Ưłğňƛ śŪŵǐşğėĺğ ͦñƣͧ
ňŪƯğĺƛñşƘñƛƯƣñŪėğşğŨğŪƯƣŵĹƘƛñĐƯňĐğͳ͢¦ğĐśǐňƯǡ͓͓̒̐̐̒Ƙ͒̒̒ͣ͒̕»łğ
ĹŵĐƷƣŵĹ¦ğĐśǐňƯǡ͵ƣ ̒̐̐̒ͣ͢ƘğƛƣƘğĐƯňǏğ ňƣŵŪ Ưłğ ĹŵƛŨƣŵĹĎŵėňşǖñŪė
ŨğŪƯñşñĐƯňǏňƯňğƣ͒HƷƛƯłğƛŨŵƛğ͓ƯłňƣƘğƛƣƘğĐƯňǏğñşƣŵĹŵĐƷƣğƣŵŪƯłňŪĺƣ
͢ŵĎŘğĐƯƣ͓ͣ śŪŵǐͨłŵǐ͓ ğŨŵƯňŵŪƣ͓ ñŪė ŨŵƯňǏñƯňŵŪñş śŪŵǐşğėĺğ ͢®łŵǏğ
ğƯ͒ ñş͓͒ ̒̐̑̒ͣ͒PňƣƘğƛƣƘğĐƯňǏğŵĹ£»łğŪĐğ ĹŵĐƷƣğƣŵŪ Ưłğ ƛŵƷƯňŪňǡğė
ĎğłñǏňŵƛŵĹňŪėňǏňėƷñşƣ͒�şƯłŵƷĺłƯłğƣĐłŵşñƛƣŵĹ¦ğĐśǐňƯǡ̒̐̐̒ͣ͢ñŪė
Schatzki (2012) theorize PT in these two ways, they also agree that 
ͲʹƘƛñĐƯňĐğƣñƛğňŪƯƛňŪƣňͨĐñşşǖĐŵŪŪğĐƯğėƯŵñŪėňŪƯğƛǐŵǏğŪǐňƯłŵĎŘğĐƯƣ͵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 ñŪėŵĎŘğĐƯƣ ňŪƯŵ Ưłğňƛ ƯłğŵƛňǡñƯňŵŪŵĹ£»͒HƛŵŨ ƯłğƘğƛƣƘğĐƯňǏğ

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 
ĐŵŨŨƷŪňƯňğƣƯłñƯğŪĺñĺğňŪñƣłñƛğėƘƛŵĐğƣƣŵĹşğñƛŪňŪĺ͒HƷƛƯłğƛŨŵƛğ͓
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 ƛğşñƯňŵŪƣłňƘǐňƯł ñŪ ŵƛĺñŪňǡñƯňŵŪ
needed to collect the empirical material for investigating such commu-
ŪňƯňğƣ͒HňĺƷƛğ̒ƣłŵǐƣñƯňŨğşňŪğŵĹƯłğėƷƛñƯňŵŪŵĹƯłğƯłğƣňƣ͓Ũñƛśğė
with when we changed our theoretical perspective.

£ƛŵŘğĐƯƣƯñƛƯ 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-
ƯğƛňñşƯłñƯǐñƣĺñƯłğƛğė͒PğŪĐğƯłğƣĐŵƘğŵĹƯłğƘƛŵŘğĐƯĐłñŪĺğėƯŵ
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®łŵǏğğƯñş͓͒ ͓̒̐̑̒ͣ͢£»Ͳ͖ėğƘğŪėƣŵŪėğǏğşŵƘňŪĺñŨğñŪƣŵĹƣǖ-
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 
ƘƛñĐƯňĐğƣƯŵĎğňŪǏğƣƯňĺñƯğė͒ÚğȌŪėƯłñƯƯłğƣğĐŵŪĐğƘƯƣǐňƯłňŪ£»͓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-
ƘğƯğŪĐğ͓ñŪėŨğñŪňŪĺƣ͢HňĺƷƛğ͔̓»łğğ0şğŨğŪƯƣŵĹ£ƛñĐƯňĐğƣͣ͒»łğƣğ
elements put emphasis on the elements in which a practice consists 
of; cultural conventions, expectations, and socially shared meanings, 
ƯłñƯĐŵŪƣƯňƯƷƯğƯłğğşğŨğŪƯŵĹŨğñŪňŪĺƣ͒�ĎŘğĐƯƣ͓Ưŵŵşƣ͓ňŪĹƛñƣƯƛƷĐƯƷƛğƣ͓
that constitute the element of materials and knowledge, and embodied 
skills, that constitute the element of competence (Spurling et al., 2002).
»łğƣğğşğŨğŪƯƣƣğƯƯłğƣƯñĺğĹŵƛėğȌŪňŪĺƘƛñĐƯňĐğƣñƣͲ͖ƘƛñĐƯňĐğƣĐŵŪ-

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. 
UŪƣƯğñėĹŵĐƷƣňƣŵŪƯłğėŵňŪĺƣŵĹƯłŵƣğñĐƯŵƛƣñƣͲ͖ƘƛñĐƯňƯňŵŪğƛƣ͢Ưłŵƣğ
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-
ŨñŪĐğĎǖƘƷƯƯňŪĺğŨƘłñƣňƣŵŪğŪĐłñŪƯŨğŪƯ͓ŨğñŪňŪĺ Ͳ͒͒͒ñĐƯňǏğ ňŪƯğ-
ĺƛñƯňŵŪŵĹğşğŨğŪƯƣ͖ͳ͢®łŵǏğğƯñş͓͓͒̒̐̒̑Ƙ̙͒̑̑ͣ͒�ŪėŵŪƯłğŵƯłğƛ͓
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

»łğȌĺƷƛğñĎŵǏğƣłŵǐƣƯłñƯƘƛñĐƯňĐğͨñƣͨƘğƛĹŵƛŨñŪĐğ͓ƯłğŵĎƣğƛǏñĎşğ
ĎğłñǏňŵƛŵĹňŪėňǏňėƷñşƣ͓Ͳ͒͒͒ňƣŘƷƣƯƯłğƯňƘŵĹƯłğňĐğĎğƛĺͳ͢®ƘƷƛşňŪĺğƯñş͓͒
͓̒̐̐̒Ƙ̘͒ͣ͒£ƛñĐƯňĐğͨñƣͨğŪƯňƯňğƣñƛğñĎŵƷƯƯłğłňƣƯŵƛǖñŪėğǏŵşƷƯňŵŪŵĹ
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
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»łğȌĺƷƛğñĎŵǏğƣłŵǐƣƯłñƯƘƛñĐƯňĐğͨñƣͨƘğƛĹŵƛŨñŪĐğ͓ƯłğŵĎƣğƛǏñĎşğ
ĎğłñǏňŵƛŵĹňŪėňǏňėƷñşƣ͓Ͳ͒͒͒ňƣŘƷƣƯƯłğƯňƘŵĹƯłğňĐğĎğƛĺͳ͢®ƘƷƛşňŪĺğƯñş͓͒
͓̒̐̐̒Ƙ̘͒ͣ͒£ƛñĐƯňĐğͨñƣͨğŪƯňƯňğƣñƛğñĎŵƷƯƯłğłňƣƯŵƛǖñŪėğǏŵşƷƯňŵŪŵĹ
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 
£ƛŵƯŵͨƘƛñĐƯňĐğƣ͢HňĺƷƛğ͔̕iňŪśƣñƛğǖğƯƯŵĎğėňƣĐŵǏğƛğė͓Ũñėğ͓ŵƛĎƛŵ-
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. 
ŪğǐňŪŪŵǏñƯňŵŪƣŨñǖşğñėƯŵñͲ͒͒͒ĐŵŪƯňŪƷŵƷƣƘƛŵĐğƣƣŵĹƛğĐňƘƛŵĐñş
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-
ĺğƣňŪƯłğğşğŨğŪƯƣñƛğƯƛñĐğƣŵĹƘñƣƯƘƛñĐƯňĐğƣ͓ñŪėƯłğƣğͲ͒͒͒ñƛğƘñƛƯ
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 
ƯłğƘñƣƯ͓şňŪśƣŵĹƘƛñĐƯňĐğƣñƛğĎƛŵśğŪǐłğƛğƯŵƯłğƯłƛğğğşğŨğŪƯƣͲ͒͒͒
disappear in characteristically different ways: vanishing with little or 
no trace, remaining dormant or taking on new lease of life within and 
ñƣƘñƛƯŵĹŵƯłğƛƘƛñĐƯňĐğƣ͵͵͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ͒̓ͣ͒̕

Figure 3: Ripples Through the Landscape

Because practices can not be seen as independent and isolated, ele-
ŨğŪƯƣĐñŪĎğƘñƛƯŵĹŨƷşƯňƘşğƘƛñĐƯňĐğƣñŪėĐñŪłğŪĐğͲ͒͒͒ĐňƛĐƷşñƯğǐňƯłňŪ
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 
ŨğñŪňŪĺĐñŪƘŵƯğŪƯňñşşǖĎğñƘñƛƯŵĹŨƷşƯňƘşğƘƛñĐƯňĐğƣ͢HňĺƷƛğßß͔¦ňƘ-
ƘşğƣňŪƯłğiñŪėƣĐñƘğͣ͒

PğƛğǐğƣłŵƷşėŪŵƯğƯłñƯ͓ ňĹƯłğğşğŨğŪƯŵĹŨğñŪňŪĺñƯƯñĐłğƣŵƛėğ-
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).

PğƛğǐğƣłŵƷşėŪŵƯğƯłñƯ͓ ňĹƯłğğşğŨğŪƯŵĹŨğñŪňŪĺñƯƯñĐłğƣŵƛėğ-
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-
ĎňŪĺğşğŨğŪƯƣňŪƯłğƣğŨŵėğƣŵĹĐňƛĐƷşñƯňŵŪňƣƯŵƷŪėğƛƣƯñŪėñŪėͲ͒͒͒ƛğ-
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 ėğƣƯňŪñƯňŵŪ͒PğŪĐğ ĐŵŨƘğƯğŪĐğ ĐňƛĐƷşñƯğƣǐłğŪǐğ şğƯ
ňƯŨŵǏğñŪėŨñśğňƯǐŵƛśğşƣğǐłğƛğñŪėñƛğͲ͒͒͒ƯǖƘňĐñşşǖŨŵėňȌğė͓ƛğ-
ĐŵŪȌĺƷƛğėñŪėñėñƘƯğėñƣƯłğǖŨŵǏğĹƛŵŨŵŪğƣňƯƷñƯňŵŪŵƛƘğƛƣŵŪƯŵ
another and as they circulate between practices” (Shove et al., 2012, p. 
̒ͣ͒̕»łğğşğŨğŪƯŵĹŨğñŪňŪĺͲ͒͒͒ñƛğğǕƯğŪėͦğėͧñŪėğƛŵėğėñƣñƛğƣƷşƯ
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 
ňŪňŪƯğƛñĐƯňŵŪǐňƯłƯłğƣŵĐňğƯǖƯłğǖȌŪėƯłğŨƣğşǏğƣňŪ͒»łğƛğĹŵƛğŨğ-
anings arise and extend in association with the dynamics of practices 
(Shove et al., 2012). These elements are so closely related, that if new 
ğşğŨğŪƯƣñƛƛňǏğ͓ƯłğǖŨñǖͲ͒͒͒ėğƘğŪėŵŪ͓ƯłğėğŨňƣğŵĹŵƯłğƛƣͳ͢®łŵǏğ
ğƯñş͓͓͒̒̐̑̒Ƙ̘͒ͣ͒̕

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 ͢şňŪśƣĎğƯǐğğŪƘƛñĐƯňĐğƣñƛğŪŵ şŵŪĺğƛƘƛğƣğŪƯͣ ͢HňĺƷƛğ
ßß͔HŵƛŨñƯňŵŪ£ƛŵĐğƣƣğƣŵĹ£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 Ͳ͒͒͒ŵŪğƘƛñĐƯňĐğ ĐƷƯƣ ňŪƯŵñŪėĐƷƯƣ ƯłƛŵƷĺłŨƷşƯňƘşğ ƛğĺňƣƯğƛƣ
ŵĹňŪƯğƛñĐƯňŵŪ͓ŵĹƯğŪȌĺƷƛňŪĺňŪƣğǏğƛñşŵǏğƛͨşñƘƘňŪĺƣğƚƷğŪĐğƣñŪėĐǖ-
cles at once. Sometimes merely co-existing, sometimes co-depending, 
the resulting patterns of cross-practice connection are inextricably in-
ƯğƛǐŵǏğŪͳ͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ̘̗͒ͣ͒�ƣƘƛñĐƯňĐğƣñĹĹğĐƯğñĐłŵƯłğƛňŪ
Ưłňƣǐñǖ͓ƯłğǖĹŵƛŨĎƷŪėşğƣñƣͲ�ƷŪėşğƣñƛğşŵŵƣğͨśŪňƯƘñƯƯğƛŪƣĎñƣğė
on the co-location and co-existence of practices” (Shove et al., 2012, p. 
̘̑ͣ͒ÚłğŪƯłğǖėŵŪŵƯŵŪşǖñĹĹğĐƯğñĐłŵƯłğƛĎƷƯĎğĐŵŨğėğƘğŪėğŪƯ
on each other they constitute complexes. These complexes can not be 
ƛğėƷĐğėƯŵŵŪğğŪƯňƯǖñƣͲ ŵŨƘşğǕğƣƛğƘƛğƣğŪƯƣƯňĐśňğƛñŪėŨŵƛğňŪƯğ-
grated combinations, some so dense that they constitute new entities 
ňŪƯłğňƛŵǐŪƛňĺłƯͳ͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ̘͒̑ͣ͒¦ğĐŵĺŪňǡňŪĺƯłñƯñĐŵşşğĐ-

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 
®ƘƷƛşňŪĺğƯñş͒̒̐̐̒ͣ͢ƯŵŨñśğňƯƘŵƣƣňĎşğƯŵͲ͒͒͒ňėğŪƯňĹǖňŪĺłŵǐƘƛñĐƯňĐğƣ
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 ňŪƣğƚƷğŪĐğƣŵĹƘƛñĐƯňĐğñƣͲ�ƷƛėñňşǖƣĐłğėƷşğƣñƛğ ňŪͨƘñƛƯ
ėğƯğƛŨňŪğėĎǖňŪƣƯňƯƷƯňŵŪƣñŪėŵƛĺñŪňƣñƯňŵŪƣ͖ͳ͢®ƘƷƛşňŪĺğƯñş͓͓͒̒̐̑̓
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 Ͳ͒͒͒ƯłğŵƛňğƣŵĹƘƛñĐƯňĐğėƛñǐñƯƯğŪƯňŵŪ Ưŵ ƯłğłňƣƯŵƛňĐñş-
şǖñŪėĐƷşƯƷƛñşşǖƣƘğĐňȌĐƯƛñŘğĐƯŵƛňğƣŵĹǐłñƯƘğŵƘşğėŵ͓ƯłğėğƯñňşƣŵĹ
ǐłňĐł ƛğȍğĐƯėňƣƯňŪĐƯňǏğñĐĐƷŨƷşñƯňŵŪƣŵĹŨğñŪňŪĺ͓ŨñƯğƛňñşͨ 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 
Ũñėğ͒PğŪĐğ͓ǐğƷƣğƯłğƘğƛƣƘğĐƯňǏğŵĹ£»ƯŵĹŵşşŵǐƯłğƯƛñŘğĐƯŵƛǖŵĹ
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-
ĐƯňĐğƣĐŵŪƣňƣƯ͓ƷƣňŪĺƯłğğŨƘňƛňĐñşŨñƯğƛňñşĺñƯłğƛğėėƷƛňŪĺƯłğƘƛŵŘğĐƯ͒
We analyze how these practices change, shifting the location of where 
the practice of work takes place, describing how the elements connect 
ŵƛėňƣĐŵŪŪğĐƯĹƛŵŨƯłğĺňǏğŪƘƛñĐƯňƯňŵŪğƛƣ͵ƘƛñĐƯňĐğ͒ÚğėğƣĐƛňĎğłŵǐ
practices can be interlinked with other practices through an inter-prac-

tice relation using the three types of formations (pre-formation, forma-
ƯňŵŪñŪėėğͨĹŵƛŨñƯňŵŪͣ͒PğŪĐğ͓ǐğƷƣğƯłğƘğƛƣƘğĐƯňǏğŵĹ£»Ưŵłňĺł-
şňĺłƯƯłğėňĹĹğƛğŪĐğƣŵĹƯłğƘƛñĐƯňƯňŵŪğƛƣ͵ƘƛñĐƯňĐğƣ͒

2.1.1 Perspectives of other theories 

We further ask ourselves what other theoretical perspectives could 
łñǏğƘƛŵǏňėğė Ĺŵƛ Ưłğ ƯłğƣňƣñŪėǐłǖǐğėňėŪŵƯȌŪė ƯłŵƣğƣƷňƯñĎşğ
ĹŵƛŵƷƛƣƯƷėǖ͒ÚğğǕƘşñňŪñŪėƛğȍğĐƯƷƘŵŪƯǐŵĹƛñŨğǐŵƛśƣƯłñƯñşƣŵ
stem from a social science perspective, namely Communities of Prac-
tice (CoP) and Actor-Network Theory (ANT). 

 ŵ£ƘƛŵƘŵƣğƣƯłñƯşğñƛŪňŪĺėŵğƣŪŵƯŵŪşǖłñƘƘğŪňŪėňǏňėƷñşşǖĎƷƯͲ͖
ňŪǏŵşǏğͦƣͧñƘƛŵĐğƣƣŵĹğŪĺñĺğŨğŪƯňŪñʹ ĐŵŨŨƷŪňƯǖŵĹƘƛñĐƯňĐğ͵ͳ͢ ®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-
ƯğƛñĐƯňŵŪ͓ƯłğǖėğğƘğŪƯłğňƛğǕƘğƛƯňƣğñŪėśŪŵǐşğėĺğ͢ÚğŪĺğƛ͓̙̙̘͕̑
®ŨňƯł͓ ̒̐̐̓πgňƛĐłŪğƛ ğƯ ñş͓͒ ̙̒̐̑ͣ͒ »łğƣğ ĐŵŨŨƷŪňƯňğƣ ñƛğėğǏğş-
oped from things that matter to people and are informally bound by 
what the participants of the community do together. They can arise 
ĎŵƯłňŪƯğŪƯňŵŪñşşǖñŪėƷŪňŪƯğŪƯňŵŪñşşǖ͒ ŵ£ƣĐñŪĹƷƛƯłğƛŨŵƛğĎğͲ͒͒͒ƷŪ-
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 ƛñƯłğƛėğȌŪğė ĹƛŵŨśŪŵǐşğėĺğ ƯłñŪĎǖ Ưñƣśñƣ Ͳ�ĐŵŨŨƷŪňƯǖŵĹ
practice exists because it produces a shared practice as members en-
ĺñĺğňŪñĐŵşşğĐƯňǏğƘƛŵĐğƣƣŵĹşğñƛŪňŪĺͳ͢ÚğŪĺğƛ͓̙̙̘͓̑Ƙ͒̒ͣǐłğƛğñŪ
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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ƣƷĐłñƘƛŵŘğĐƯ͓ƷƣňŪĺ ŵ£ñƣñƯłğŵƛğƯňĐñşĹƛñŨğǐŵƛś͓ǐŵƷşėłñǏğĎğğŪ
by investigating how knowledge travels in and across communities in 
the online communities within an advising engineering organization. 
HƷƛƯłğƛŨŵƛğ͓ǐğ ĐŵƷşė łñǏğ Ʒƣğė ňƯ Ưŵ ňėğŪƯňĹǖ łŵǐ Ưłňƣ śŪŵǐşğėĺğ
ĐŵŪȌĺƷƛñƯňŵŪ ƯƛñŪƣĹŵƛŨƣƯłğƘƛñĐƯňĐğƣŵĹǐłňĐł ƯłğǖñƛğƘñƛƯŵĹ͒ ŵ£
ĐŵƷşėƯłƷƣłñǏğñĐƯğėñƣñĹƛñŨğǐŵƛśĹŵƛłŵǐśŪŵǐşğėĺğĐŵŪȌĺƷƛñƯň-
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 
ñŪğƯǐŵƛśňŪǐłňĐłƯłğƣğñĐƯŵƛƣñƛğñĹĹğĐƯňŪĺğñĐłŵƯłğƛ͓ñƣʹƣŵĐňğƯǖ͵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 
͢ ñşşŵŪ͓̙̘̑̔ͣ͒�u»ĐñŪĎğƷƣğėƯŵňėğŪƯňĹǖǐłŵƯŵňŪǏŵşǏğ͓ñŪėǐłğŪ
ƯŵňŪǏŵşǏğƯłğŨ͒ ñşşŵŪ͓̙̘̑̔ėğƣĐƛňĎğƣñHŵƷƛsŵŨğŪƯŵĹ»ƛñŪƣşñƯňŵŪ
model which can guide the researcher into building relations between 
actors. The four moments of translation; problematization, interesse-
ŨğŪƯ͓ğŪƛŵşŨğŪƯñŪėŨŵĎňşňǡñƯňŵŪ͓Ͳ͒͒͒ĐŵŪƣƯňƯƷƯğƯłğėňĹĹğƛğŪƯƘłñƣğƣŵĹ
a general process called translation, during which the identity of actors, 
the possibility of interaction and the margins of manoeuvre are nego-
ƯňñƯğėñŪėėğşňŨňƯğėͳ ͢ ñşşŵŪ͓̙̘͓̑̔Ƙ̖͒ͣ͒PğŪĐğ Ưłňƣ ĹƛñŨğǐŵƛśĐñŪ
ğǕƘşŵƛğłŵǐñĐƯŵƛƣ͵ňŪƯğƛğƣƯƣĐñŪĎğƯƛñŪƣşñƯğėñŪėłŵǐƯłğƛğşñƯňŵŪƣ
ĎğƯǐğğŪƯłğŨĐñŪĎğƛğĐŵŪȌĺƷƛğė͢sňĐłñğş͓̗̒̐̑ͣ͒

�ǐñǖŵĹñƘƘƛŵñĐłňŪĺƯłňƣƘƛŵŘğĐƯĹƛŵŨƯłğƘğƛƣƘğĐƯňǏğŵĹƯłğƯłğŵƛğƯň-
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 ƯłğŨğƯłŵėŵşŵĺňĐñş ñƘƘƛŵñĐł ŵĹ
the four moments of translation would have provided a guideline for 
the involvement of different actors, highlighting what actions should be 
ƯñśğŪňŪƯŵñĐĐŵƷŪƯňŪğñĐłƘłñƣğŵĹƯłğƘƛŵŘğĐƯƯŵğŪƣƷƛğƯłñƯňŪƯğƛğƣƣğ-

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 
ƯłğƘƛñĐƯňĐğƣ͓ñĐƯŵƛƣ͓ñŪėŵĎŘğĐƯƣñŪėǐłñƯ ňƯŨğñŪƣĹŵƛƯłğƛğşñƯňŵŪƣ
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 
ƯłňƣƛğƘŵƛƯ͒UƯĹƷƛƯłğƛŨŵƛğėğȌŪğƣłŵǐǐğƛğĹğƛƯŵƯłğƘñƛƯňĐňƘñŪƯƣŵĹ
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 
ñŪėğŨƘşŵǖğğƣǐŵƛśňŪĺǐňƯłňŪƯłƛğğŵĹ'ğŪŨñƛś͵ƣşñƛĺğƣƯñėǏňƣňŪĺ
ğŪĺňŪğğƛňŪĺŵƛĺñŪňǡñƯňŵŪƣ͒HŵƛƯłğƣñśğŵĹñŪŵŪǖŨŵƷƣĐŵŪȌėğŪƯňñşňƯǖ
and the organizations will thus be referred to as follows; organization 
U͓ŵƛĺñŪňǡñƯňŵŪu͓ñŪėŵƛĺñŪňǡñƯňŵŪ¦͒HƛŵŨƯłğƯłƛğğŵƛĺñŪňǡñƯňŵŪƣ͓ñ
total of eleven employees and employers participated for the contri-
ĎƷƯňŵŪŵĹƯłňƣƘƛŵŘğĐƯ͒ÚğƛğĐŵĺŪňǡğƯłñƯƯłňƣƣñŨƘşğƣňǡğňƣƛğşñƯňǏğşǖ
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-
ğǏğƛ͓ǐğğǕƘğƛňğŪĐğėėňĹȌĐƷşƯňğƣňŪňŪƯğƛğƣƯňŪĺñĐƯŵƛƣñƣǐğşşñƣğƣƯñ-
blishing contact, conducting interviews, performing workshops, and 
ňŪƯğƛǏğŪƯňŵŪƣėƷƛňŪĺñĺşŵĎñşƘñŪėğŨňĐ͒HŵƛñŪğşñĎŵƛñƯğėğǕƘşñŪñƯňŵŪ
see grey box below.
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ÚłğŪǐğƣƯñƛƯğėƯłğƘƛŵŘğĐƯ͓ǐğňŪňƯňñƯğėĐŵŪƯñĐƯǐňƯłñǏñƛňğƯǖŵĹŵƛ-
ganizations that we recognized as potential collaborators. Our initial 
ĺŵñşǐñƣƯŵğƣƯñĎşňƣłĐŵŪƯñĐƯǐňƯłŵŪşǖŵŪğĐŵşşñĎŵƛñƯŵƛ͓ǐłŵŨǐğ͵ė
wish to thoroughly investigate. By email correspondence, we got in 
contact with two leading actors from company N, whom we soon after 
ňŪǏňƯğėƯŵñŪňŪňƯňñşŨğğƯňŪĺ͒PğƛğƯłğƘƷƛƘŵƣğǐñƣƯŵñşňĺŪƯłğňƛǐňƣłğƣ
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»łğňŪǏňƯñƯňŵŪňŪĐşƷėğėñƯňŨğşňŪğŵĹǐłğŪǐğ͵ėǐňƣłƯŵĹñĐňşňƯñƯğ
ƯłğǐŵƛśƣłŵƘƣ͒UŪƯłğȌƛƣƯŨŵŪƯłŵĹƯłğƘƛŵŘğĐƯ͓ǐğłğŪĐğĹŵĐƷƣğėŵŪ
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 
ƣşŵǐƛğƘşňğƣ͓ƯłğǖȌŪñşşǖƘŵƣƯğėƯłğňŪǏňƯñƯňŵŪňŪƯłğňƛŪğǐƣşğƯƯğƛ͒'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 
ĎğňŪĺƯŵŵǐğñś͒ÚğėňėƯłňƣĎǖƘŵƣƯňŪĺȍǖğƛƣŵŪğñĐłŵĹŵƷƛşňŪśğėͨňŪ
ƘƛŵȌşğƣ͓ñƣǐğşşñƣŵŪñHñĐğĎŵŵśĺƛŵƷƘĹŵƛ®ƷƣƯñňŪñĎşğ'ğƣňĺŪñşƷŨŪň
among others. We quickly became aware that this approach did not 
ǐŵƛśñƣňŪƯğŪėğė͒PğŪĐğǐğĐƛğñƯğėǖğƯñŪŵƯłğƛƯǖƘğŵĹȍǖğƛƯñƛĺğƯňŪĺ
one person at a time through email. The invitation was to one works-
łŵƘŵŪşǖ͓ñƣǐğňŨñĺňŪğėłŵǐƘğŵƘşğŨňĺłƯŪŵƯğŪĺñĺğňŪƯłğƘƛŵŘğĐƯ
if it demanded too much commitment (if we invited them to multiple 
workshops at once). This approach led to the establishment of contact 
ǐňƯłğŨƘşŵǖğğƣĹƛŵŨŵƛĺñŪňǡñƯňŵŪU͒HƷƛƯłğƛŨŵƛğ͓ǐğñşƣŵñƯƯğŨƘƯğėƯŵ
establish collaboration through previous collaborators. By doing so, we 
ĺŵƯňŪĐŵŪƯñĐƯǐňƯłñŪğŨƘşŵǖğğĹƛŵŨŵƛĺñŪňǡñƯňŵŪ¦͒UŪñŪñƯƯğŨƘƯƯŵ
establish more collaborations we created a short video, presenting us 
ñŪėŵƷƛƘƛŵŘğĐƯ͒ÚğǐñŪƯğėňƯƯŵĹƷŪĐƯňŵŪñƣñŨğñŪƣƯŵĐƛğñƯğňŪƯğƛğƣƯ
ňŪŵƷƛƘƛŵŘğĐƯ͒»łğǏňėğŵĐñŪĎğǐñƯĐłğėłğƛğ͔https://www.youtube.
ĐŵŨ͟ǐñƯĐł͙ǏΦŵ�ƣƣĺeiňHǖ̘͒

Process box: Establishment of Contact; different approaches
We have below illustrated how the participants are connected to each 
ŵĹƯłğŵƛĺñŪňǡñƯňŵŪƣ͢HňĺƷƛğßß͔ßßͣ͒

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

HƛŵŨŵƛĺñŪňǡñƯňŵŪUǐğłñėĹŵƷƛƘñƛƯňĐňƘñŪƯƣ͒»ǐŵŵĹƯłğŨñƛğñĐƯŵƛƣ
with a leading role within the organization, hence anonymized to the 
ňŪňƯňñşƣUi͢iğñėňŪĺƛŵşğňŪŵƛĺñŪňǡñƯňŵŪUͣñŪėǐňşşƯłğƛğĹŵƛğĎğƛğĹğƛƛğė
ƯŵñƣUȋñŪėUi̒͒»łğŵƯłğƛƯǐŵñƛğğŨƘşŵǖğğƣñŪėǐňşşĎğƛğĹğƛƛğė
ƯŵñƣȖñŪėU̒͒HƛŵŨŵƛĺñŪňǡñƯňŵŪuǐğłñėñŪŵƯłğƛĹŵƷƛƘñƛƯňĐňƘñŪƯƣ
that are anonymized in the same way; participants with a leading role 
ñƛğƛğĹğƛƛğėƯŵñƣuȋñŪėui͓̒ñŪėğŨƘşŵǖğğƣȗñŪėu̒͒HƛŵŨ
ƯłğşñƣƯŵƛĺñŪňǡñƯňŵŪ͓ŵƛĺñŪňǡñƯňŵŪ¦͓ǐğłñėƯłƛğğƘñƛƯňĐňƘñŪƯƣ͓ǐłŵ
ñşşñƛğğŨƘşŵǖğğƣñŪėƯłğƛğĹŵƛğƛğĹğƛƛğėƯŵñƣ¦͓̑¦͓̒ñŪė¦̓͒ÂŪ-
ĹŵƛƯƷŪñƯğşǖ͓ǐğėňėŪ͵ƯƣƷĐĐğğėňŪğƣƯñĎşňƣłňŪĺĐŵŪƯñĐƯǐňƯłñĐƯŵƛƣňŪ
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-
ǖğğƣ͒PğŪĐğƯłğňƛƷƣğŵĹñŪėƯłğňƛƛŵşğňŪƯłğĹƛñŨğǐŵƛśñƛğėňĹĹğƛğŪƯ
from each other.

Throughout this thesis, we have used a Participatory Design (PD) 
ŨňŪėƣğƯ͒»łňƣŨňŪėƣğƯňƣƛŵŵƯğėňŪñŪͲ͒͒͒ƷŪėğƛƣƯñŪėňŪĺŵĹłŵǐĐŵşşñ-
borative design processes can enable the participation of those who 
ǐňşş͓ňŪƯłğĹƷƯƷƛğ͓ĎğñĹĹğĐƯğėĎǖƯłğňƛƛğƣƷşƯƣͳ͢¦ŵĎğƛƯƣŵŪπ®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 
ƘƛñĐƯňĐğƣ͒PğŪĐğǐğňŪƯłňƣƯłğƣňƣͲ͒͒͒ƣƯƛňǏğƯŵşğñƛŪƯłğƛğñşňƯňğƣŵĹƯłğ
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Ʒƣğƛƣ͵ƣňƯƷñƯňŵŪ͖ͳ͢¦ŵĎğƛƯƣŵŪπ®ňŨŵŪƣğŪ͓͓̒̐̑̒Ƙ͓͒̒ͣǐłňşƣƯǐğŨñśğ
ƛŵŵŨĹŵƛƘñƛƯňĐňƘñŪƯƣƯŵͲ͒͒͒ƣƯƛňǏğƯŵñƛƯňĐƷşñƯğƯłğňƛėğƣňƛğėñňŨƣ͖ͳ͢¦ŵ-
ĎğƛƯƣŵŪπ®ňŨŵŪƣğŪ͓͓̒̐̑̒Ƙ͒̒ͣ͒�şƯłŵƷĺłǐğǐŵƷşėłñǏğƘƛğĹğƛƛğė
to facilitate a physical collaborative design process, it was unfortuna-
tely not possible. This meant that we could not use the PD mindset to 
ňƯƣĹƷşşƘŵƯğŪƯňñş͒PğŪĐğǐğĹñĐňşňƯñƯğėƯłğƣğƘƛŵĐğƣƣğƣƯłƛŵƷĺłŵŪşňŪğ
ƘşñƯĹŵƛŨƣňŪñŪñƯƯğŨƘƯƯŵͲ͒͒͒ėňƛğĐƯşǖňŪǏŵşǏͦğͧƘğŵƘşğňŪƯłğĐŵͨėğƣňĺŪ
ŵĹƯłğͦ͒͒͒ͧğŪǏňƛŵŪŨğŪƯƯłñƯƣłñƘğͦƣͧƯłğňƛşňǏğƣͳ͢¦ŵĎğƛƯƣŵŪπ®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 
ėňĹĹğƛğŪƯğŪĐŵƷŪƯğƛƣ͒»łğȌĺƷƛğĎğşŵǐĺňǏğƣñŪŵǏğƛǏňğǐŵĹƯłğĎñ-
sis for our analysis. This takes you through when the different parti-
cipants were involved, what the involvement was about as well as 
ǐłñƯƯǖƘğƣŵĹŵĎŘğĐƯƣǐğƛğƷƣğė͒

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 
łğƛĹƛñŨğǐŵƛśňƣñŨğñŪƣͲƯŵŵƘğŪƷƘƯłğƘƛŵĐğƣƣňŪǏŵşǏğėňŪƣƯñĺňŪĺ͓
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 
ŵĹȌǏğŵŪşňŪğǐŵƛśƣłŵƘƣ͢UŨñĺğßͣñŪėƯłƛğğňŪƯğƛǏğŪƯňŵŪƣ͢UŨñĺğßͣ͒
We make a distinction between workshops and interventions as these 
spaces vary in what happened before, during and after.

2.2.2 Boundary Objects

�ĎŵƷŪėñƛǖŵĎŘğĐƯ͢��ͣňƣñŪŵĎŘğĐƯƯłñƯłñƣñŨğėňñƯňŪĺƛŵşğ͓ğŪñĎşňŪĺ
transportation of knowledge and the creation of dialogue between dif-
ĹğƛğŪƯĺƛŵƷƘƣŵĹñĐƯŵƛƣ͢�ƛŵėğƛƣğŪπiňŪėğĺññƛė͓̖̒̐̑ͣ͒»łƷƣ͓ñĎŵƷŪ-
ėñƛǖ ŵĎŘğĐƯŨñśğƣ ňƯ ƘŵƣƣňĎşğ Ĺŵƛ ñĐƯŵƛƣ ñĐƛŵƣƣ ĎŵƷŪėñƛňğƣ Ưŵ ĐƛğñƯğ
a shared syntax, while it provides a means for mutual understanding 
ñŪėşğñƛŪňŪĺŵĹėňĹĹğƛğŪĐğƣ͢ ñƛşňşğ͓̒̐̐̒ͣ͒UŪƛğşñƯňŵŪƯŵƯłňƣƘƛŵŘğĐƯ͓ǐğ
łñǏğƷƣğėƯłğŨğƯłŵėŵĹñĎŵƷŪėñƛǖŵĎŘğĐƯňŪŨƷşƯňƘşğĹŵƛŨƣñŪėƣğƯ-
tings. Especially in connection to our online workshops and interventi-
ŵŪƣ͓ǐğĹŵƷŪėňƯŪğĐğƣƣñƛǖƯŵƷƣğĎŵƷŪėñƛǖŵĎŘğĐƯƣňŪƯłğĹñĐňşňƯñƯňŵŪŵĹ
ėňñşŵĺƷğ͒ÚğĐƛğñƯğėŵĎŘğĐƯƣňŪƯłğĹŵƛŨƣŵĹ£ŵǐğƛ£ŵňŪƯƘƛğƣğŪƯñƯňŵŪƣ͓
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 
ŵĹñȌƣłĎŵŪğėňñĺƛñŨ ňŪƣƘňƛğėĎǖ Uƣłňśñǐñ ͢ñşƣŵśŪŵǐŪñƣ Uƣłňśñǐñ
ėňñĺƛñŨͣ͒»łğ ňėğñŵĹñȌƣłĎŵŪğ ňƣ ƯłñƯ Ͳ͖ƯłğłğñėŵĹ ƯłğȌƣł ňƣ Ưłğ
ͲğĹĹğĐƯͳñŪėƯłğĎŵŪğƣƛğƘƛğƣğŪƯƘŵƯğŪƯňñşĐñƷƣğƣͳ͢ �͵'ŵŪŵłƷğπsñƛñ-
gakis, 2016, p. 120). The effect can both be a problem statement or the 
ėğƣňƛğėĺŵñş͓ėğƘğŪėňŪĺŵŪ Ưłğ ƯŵƘňĐƷŪėğƛ ňŪǏğƣƯňĺñƯňŵŪ͒PğŪĐğ͓ Ưłğ
ŨğƯłŵėͲ͖ňƣŵĹƯğŪñƘƘşňğėėƷƛňŪĺƯłğėğƣňĺŪñŪėƘƛŵėƷĐƯňŵŪƘłñƣğƣŵĹ
ñƘƛŵėƷĐƯŵƛƣğƛǏňĐğͳ͢�͵'ŵŪŵłƷğπsñƛñĺñśňƣ͓̖͓̒̐̑ͣƣňŪĐğňƯƘƛŵǏňėğƣ
ñƣƯƛƷĐƯƷƛňŪĺŵĹğşğŨğŪƯƣĐñƷƣňŪĺñĐğƛƯñňŪğĹĹğĐƯ͒UŪƯłňƣƘƛŵŘğĐƯ͓ğñĐł
bone represents a practice that entails several breakdowns which are 
causing the effect of unsustainable work practices.

HŵƛƷƣƯŵĎğñĎşğƯŵĐŵŪėƷĐƯƯłňƣƯłğƣňƣ͓ǐğłñǏğƷƣğėñǏñƛňğƯǖŵĹƯŵ-
ŵşƣĹŵƛƘşñŪŪňŪĺñŪėƣğƯƯňŪĺėğñėşňŪğƣƯłƛŵƷĺłŵƷƯƯłğƘƛŵŘğĐƯ͒®ŵŨğŵĹ
which are invented by ourselves, some taking inspiration from other 
ŨğƯłŵėƣ͒UŪƣƘňƛğėĎǖ® ¦Âs͢ ®ƷƯłğƛşñŪė͓̒ ̐̑̔ͣǐğŨñėğƣƘƛňŪƯƣǐňƯł
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 
ŨŵƛğŵĹ͓ñŪėƣŵŵŪ͒HƷƛƯłğƛŨŵƛğ͓ǐğƘşñŪŪğėƯłğĐŵŨňŪĺǐğğśƣƷƣňŪĺ
ñŪñĺğŪėñėŵĐƷŨğŪƯňŪǐłňĐłƯñƣśƣǐğƛğėğȌŪğėñƣǐğşşñƣǐłŵǐñƣ
ňŪĐłñƛĺğŵĹ ƯłğƯñƣś͒�ƣǐğĐŵƷşėŪ͵ƯƷƣğƯłğĹñĐňşňƯňğƣñƯĐñŨƘƷƣƯł-
rough most of the period in which the thesis was conducted, we crea-
ƯğėñʹĐłğĐśͨňŪ͵ͨ ėŵĐƷŨğŪƯƯłñƯǐñƣƷƣğėǐłğŪǐğǐğƛğǐŵƛśňŪĺĹƛŵŨ
ŵƷƛŵǐŪłŵŨğƣ͒PğƛğǐğƯŵŵśŵŪğŵĹƯłğŨƷşƯňƘşğƯñƣśƣƯłñƯŪğğėğė
ƯŵĎğƣŵşǏğė͓ñŪėĐłŵƣğñƯňŨğƣşŵƯŵĹǐłňĐłȌƯƯłğĎğƣƯǐňƯłǐłğŪǐğ
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. 
̒̐̑̒ͣ͢ƯłñƯͲ͒͒͒ƘƛñĐƯňĐğƣͨñƣͨğŪƯňƯňğƣğǕƘñŪė͓ĐŵŪƯƛñĐƯñŪėĐłñŪĺğñƣƯłğǖñĐƚƷňƛğñŪėşŵƣğǏñƛňŵƷƣşǖĹñňƯłĹƷşĐŵłŵƛƯƣŵĹĐñƛƛňğƛƣ͒ͳ͢Ƙ̗̗͓͒ͣǐłňĐł
is why we investigate how the practice has changed through the four industrial revolutions, forming the industrial and the information society. 
ÚğşŵŵśňŪƯŵłŵǐͲ͒͒͒ƘƛñĐƯňĐğƣͨñƣͨğŪƯňƯňğƣñƛğƣłñƘğėĎǖƯłğƣƷŨƯŵƯñşŵĹǐłñƯƘƛñĐƯňƯňŵŪğƛƣėŵ͓ĎǖƯłğǏñƛňŵƷƣşǖĹñňƯłĹƷşǐñǖƣňŪǐłňĐłƘğƛĹŵƛ-
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.

UŪƯłňƣĐłñƘƯğƛǐğƯłƷƣňŪǏğƣƯňĺñƯğłŵǐʹ ƯłğǐŵƛśƘƛñĐƯňĐğ͵ňŪǐğƣƯğƛŪƣŵĐňğƯňğƣłñƣğǏŵşǏğėñŪėėğǏğşŵƘğėƯłƛŵƷĺłƯňŨğ͒£ƛŵǏňėğėňŪƣŪñƘƣłŵƯƣ͓
ǐğǐñŪƯƯŵşŵŵśňŪƯŵƯłğƯƛñŘğĐƯŵƛňğƣƯłñƯĐŵŪƣƯňƯƷƯğė͢ñŪėƣƯňşşĐŵŪƣƯňƯƷƯğͣƯłğƘƛñĐƯňĐğͨñƣͨğŪƯňƯňğƣƯłñƯƣłñƘğĐƷƛƛğŪƯĐŵŪȌĺƷƛñƯňŵŪƣŵĹǐŵƛś͒Úğ
ǐňƣłƯŵͲ͒͒͒ĺňǏğñƣğŪƣğŵĹƯłğʹğşğŨğŪƯñş͵łňƣƯŵƛňğƣňŪǏŵşǏğėñŪėŵĹƯłğƣƷĐĐğƣƣňŵŪŵĹĐŵŨƘŵƣňƯğğŪƯňƯňğƣ͒͒ͳ͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ̙͒̒ͣǐłňĐłñƛğñ
ƘñƛƯŵĹĹŵƛŨňŪĺŨŵėğƛŪǐŵƛśňŪĺşňĹğ͒�ǏğƛƯłğĐŵƷƛƣğŵĹłňƣƯŵƛǖ͓ʹǐŵƛśňŪĺ͵łñƣĎğĐŵŨğñƛğĐŵĺŪňǡğėñŪėğŪñĐƯğėğŪƯňƯǖƯłñƯłñƣñƛňƣğŪƯłƛŵƷĺł
ƯłğĹƷƣňŵŪŵĹŨñŪǖėňĹĹğƛğŪƯƘƛñĐƯňĐğƣ͓ƣƯğğƛğėƘƛňŨñƛňşǖĎǖñƛñŪĺğŵĹėŵŨňŪñŪƯėğƣňĺŪƣ͒ÚğǐňşşñƛĺƷğłŵǐʹǐŵƛśňŪĺ͵łñƣĎğğŪĎşñĐśͨĎŵǕğė
ƯŵƯłğğǕƯğŪƯǐłğƛğňƯͲ͒͒͒ĐŵŪƣƯňƯƷƯğƣñƣňŪĺşğƘƛñĐƯňĐğͳ͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ̘͒̒ͣñŪėłŵǐňƯşñƯğƛėňƣƛƷƘƯƣňŪƯŵŨƷşƯňƘşğňŪėňǏňėƷñşňǡğėƘƛñĐƯňĐğƣ͒
HƷƛƯłğƛŨŵƛğ͓ǐğğƣƯñĎşňƣłƯłğĎñƣňƣĹŵƛñĐŵşşğĐƯňǏğǐŵƛśŨŵėğşñŪėłŵǐňƯėŵğƣŪŵƯĐŵƛƛğƣƘŵŪėƯŵƯłğŨŵėğƛŪƘƛñĐƯňĐğƣŵĹǐŵƛś͒ÚğǐňşşňşşƷ-
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 
ƷŪƯňşñƘƘƛŵǕňŨñƯğşǖ̑̐ƯłŵƷƣñŪėǖğñƛƣñĺŵ͢0ėĺğşşπIƛñŪƯğƛ͓̒̐̑̑ͣ͒
The technology at this time was limited and as the name indicates, 
ƣƯŵŪğǐñƣƷƣğė Ĺŵƛ ƯŵŵşƣñŪėǐğñƘŵŪƣ ͢0ėĺğşşπIƛñŪƯğƛ͓̒̐̑̑ͣ͒�Ư
this time societies were characterized as small-scale, where everyone 
ƘñƛƯňĐňƘñƯğėňŪƯłğǐŵƛś͒PŵǐğǏğƛ͓ƯłğƛğǐñƣñŪňŪĹŵƛŨñşėňǏňƣňŵŪŵĹşñ-
bor due to different requirements for different practices, among others, 
ñĹĹğĐƯğėĎǖĎňŵşŵĺňĐñşėňĹĹğƛğŪĐğƣ͢0ėĺğşşπIƛñŪƯğƛ͓̒̐̑̑ͣ͒sğŪǐğƛğ
ňŪƯłğȌğşėłƷŪƯňŪĺ͓ĎğĐñƷƣğƯłğǖǐğƛğĎňŵşŵĺňĐñşşǖƣƯƛŵŪĺğƛ͓ǐłňşğǐŵ-
men gathered and prepared food. Everyone participated in the building 
ŵĹƣłğşƯğƛƣ͓ĎŵƯłǖŵƷŪĺñŪėŵşė͓Ũñşğ͓ñŪėĹğŨñşğ͒PğƛğƯłğƣƷĐĐğƣƣŵĹ
ĎƷňşėňŪĺ Ưłğ ƣłğşƯğƛ Ͳ͒͒͒ƛğƚƷňƛğͦėͧ Ưłğ ĐñƛğĹƷş ƣǖŪĐłƛŵŪňǡñƯňŵŪŵĹŨñŪǖ
ƣğƘñƛñƯğƘƛñĐƯňĐğƣͳ͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ̘̖͒ͣ͒ÚłňĐłñƯƯłñƯƯňŨğĐŵƷşė
ĎğƣğğŪñƣñĐŵŨƘşğǕŵƘğƛñƯňŵŪ͓ėğƘğŪėğŪƯŵŪͲ͒͒͒ğĹȌĐňğŪƯñŪėğĹĹğĐƯňǏğ
ƣğƚƷğŪĐňŪĺŵĹŨƷşƯňƘşğƘƛñĐƯňĐğƣ͢ ƣŵŨğłñǏğƯŵĐŵŨğĎğĹŵƛğŵƯłğƛƣ͓ͣͦ ͒͒͒ͧ
and synchronized adap-tation as circumstances change (some practices 
łñǏğƯŵłñƘƘğŪñƯƯłğƣñŨğƯňŨğͣͳ͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ̘̖͓͒ͣǐłňĐł
together constituted a general understanding of the practice: ‘building 
ñƣłğşƯğƛ͵͒ »łğǐŵƛśƘğƛĹŵƛŨğėňŪƯłňƣƘğƛňŵėĐñƷƣğėŪŵğĐŵŪŵŨňĐƣƷƛ-
plus, hence there were no economic inequalities in the market (Edgell 
πIƛñŪƯğƛ͓̒̐̑̑ͣ͒UƯǐñƣñŨŵƛğƘğñĐğĹƷşƯłñŪƘƛğėñƯŵƛǖƣŵĐňğƯǖ͓ƣňŪĐğ
the survival of the group required co-operation rather than competitive 
behavior (Schwartz, 1990).

»łğƘğƛňŵėƯłñƯĹŵşşŵǐğėǐñƣƯłğPŵƛƯňĐƷşƯƷƛñşƣŵĐňğƯňğƣ͓ǐłňĐłşñƣƯğė
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 ŵŨƘñƛğėƯŵƯłğ®ƯŵŪğ�ĺğͲ͖ƯłğƷƣğŵĹŨğƯñşƣňŪƣƯğñėŵĹƣƯŵŪğ
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 

ŵĹğĐŵŪŵŨňĐñĐƯňǏňƯňğƣ͵͵ ͢0ėĺğşşπIƛñŪƯğƛ͓͓̒̐̑̑Ƙ͒̓ͣ͒»łğƣğĐłñŪĺğƣ
caused societal inequalities, especially with a distinction between wor-
śğƛƣñŪėǐñƛƛňŵƛƣ͓ǐłğƛğƣŵŨğŵĹƯłğȌƛƣƯƣňĺŪƣŵĹňŪėňǏňėƷñşėňƣƯňŪĐƯňŵŪ
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 
Ĺŵŵė͢0ėĺğşşπIƛñŪƯğƛ͓̒̐̑̑ͣ͒HƷƛƯłğƛŨŵƛğ͓Ͳ͖ͦͧñƣƯñĎşğğĐŵŪŵŨňĐƣƷƛ-
ƘşƷƣĎǖƯłğŨñŘŵƛňƯǖñşşŵǐğėñŨňŪŵƛňƯǖƯŵĹŵƛŨñłğƛğėňƯñƛǖñƛňƣƯŵĐƛñ-
cy of males who specialized in politics, religion, and warfare” (Edgell 
πIƛñŪƯğƛ͓͓̒̐̑̑Ƙ͒̔ͣ͒PğŪĐğƯłğƣƘğĐňñşňǡñƯňŵŪǐñƣƯłğĎğĺňŪŪňŪĺŵĹ
a hierarchy and with control of crops causing surpluses, this resulted 
ňŪĐŵŨƘğƯňƯňǏğĎğłñǏňŵƛŨñśňŪĺƛğƣŵƷƛĐğƣǐŵƛƯłȌĺłƯňŪĺĹŵƛ͢0ėĺğşşπ
IƛñŪƯğƛ͓̒̐̑̑ͣ͒

The societal inequalities further increased in the Agrarian society, 
which began approximately 5000 years ago and lasted until the late 
̘̑ƯłĐğŪƯƷƛǖ͢0ėĺğşşπIƛñŪƯğƛ͓̒̐̑̑ͣ͒»łňƣƘğƛňŵėǐñƣĐłñƛñĐƯğƛňǡğė
by the practice of farming as the dominant work activity. The technolo-
gical development of the plough and the use of animal power, increa-
ƣğėĹŵŵėƘƛŵėƷĐƯňŵŪñŪėĐƛğñƯğėñĺƛğñƯğƛƣƷƛƘşƷƣ͒PğŪĐğ͓Ͳ͒͒͒ğĐŵŪŵŨňĐ
growth led to a greater diversity of occupations and the emergence of 
urban centres in which the use of money became the preferred medium 
ŵĹğǕĐłñŪĺğͳ͢0ėĺğşşπIƛñŪƯğƛ͓͓̒̐̑̑Ƙ͒̔ͣ͒PƷŨñŪƣğƯƯşğŨğŪƯƣĺƛğǐ
into cities, which was the beginning of urbanization that became the 
ĐğŪƯğƛĹŵƛƯƛñėňŪĺƛğƣŵƷƛĐğƣ͒UŪƯłğ̘̑ƯłĐğŪƯƷƛǖ͓̑̐ƘğƛĐğŪƯŵĹƯłğƘŵ-
ƘƷşñƯňŵŪñƛƛñŪĺğėňŪƷƛĎñŪƣğƯƯşğŨğŪƯƣ͢�ğƛƛǖ͓̘̒̐̐ͣ͒'ƷğƯŵñƣłňĹƯňŪ
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-
śňŪĺĐñƛğŵĹƯłğŨñŪƷñşǐŵƛś͢ 0ėĺğşşπIƛñŪƯğƛ͓̒ ̐̑̑ͣ͒»łğƷƘƘğƛĐşñƣƣ
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-
ŨğŪƯƯłƷƣşğėƯŵñŪğǐĐŵŪȌĺƷƛñƯňŵŪŵĹĐŵŨƘğƯğŪĐňğƣ͓ǐłğƛğƯłğŪğğė
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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 
ĎǖƯłğƘŵşňƯňĐñşñŪėƛğşňĺňŵƷƣşğñėğƛƣ͢ñşşŨñşğƣ͓ͣĎğĐñƷƣğňƯͲ͖ėğƯƛñĐƯğė
from the ability to engage in politics or spiritual contemplation” (Edgell 
πIƛñŪƯğƛ͓͓̒̐̑̑Ƙ̖͒ͣ͒

�ƣ®łŵǏğğƯñş͒̒̐̑̒ͣ͢ƘƷƯƣňƯ͕Ͳ»łğėğƯñňşƣŵĹǐłğƛğƘƛñĐƯňĐğƣłñƘƘğŪ
are also relevant in thinking about how they change and diffuse” (p. 
130) and it was in the Agrarian period that the separation between 
ǐŵƛśñŪėşğňƣƷƛğĎğĐñŨğğǏňėğŪƯĹŵƛƯłğƷƘƘğƛĐşñƣƣ͢0ėĺğşşπIƛñŪƯğƛ͓
2011). Practices shape each other based on their sites and settings, 
ǐłňĐłͲ͒͒͒ňŪėňĐñƯğƣƯłñƯƘƛñĐƯňĐğĎƷŪėşğƣ͓ĎǖǐłňĐłǐğŨğñŪşŵŵƣğͨśŪňƯ
pat-terns like those based on co-location, sometimes turn into stickier 
ĹŵƛŨƣŵĹĐŵͨėğƘğŪėğŪĐğ͒ͳ ͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ̘̗͒ͣ͒PŵǐğǏğƛ͓Ͳ͖Ĺŵƛ
Ưłğ ǏñƣƯŨñŘŵƛňƯǖ͓ łŵŨğñŪėǐŵƛśǐğƛğ ƣƯňşş ŪŵƯ ƣğƘñƛñƯğė͓ǐňƯł Ưłğ
household being the unit of production as well as consumption for its 
ŨğŨĎğƛƣͳ͢0ėĺğşşπIƛñŪƯğƛ͓͓̒̐̑̑Ƙ͒̔ͣ͒»łğƣğƘñƛñƯňŵŪŵĹǐŵƛśñŪė
şğňƣƷƛğǐğƛğ ƯłğƛğĎǖŪŵƯ ƛğȍğĐƯğė ňŪñƣğƘñƛñƯňŵŪŵĹłŵŨğñŪėǐŵƛś
since the production, as well as the consumption, took place at home 
͢0ėĺğşşπIƛñŪƯğƛ͓̒̐̑̑ͣ͒

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-
ƚƷñşňƯǖŵĹǐŵƛśñŨŵŪĺĐşñƣƣğƣñŪėĺğŪėğƛƣ͒HƷƛƯłğƛŨŵƛğ͓ƯłƛŵƷĺłŵƷƯ
the pre-industrial period, there was a shift in the way people perceived 
learning and how they accomplished work practices differently (Edgell 
πIƛñŪƯğƛ͓̒̐̑̑ͣ͒UŪƯłğ®ƯŵŪğ�ĺğĐłňşėƛğŪşğñƛŪğėĹƛŵŨǐñƯĐłňŪĺƯłğ
adults and achieved practical experiences within informal circumstan-
Đğƣ͢0ėĺğşşπIƛñŪƯğƛ͓̒̐̑̑ͣ͒�ŪƯłğĐŵŪƯƛñƛǖ�ĺƛñƛňñŪƣŵĐňğƯňğƣǐğƛğ
concerned with specialist knowledge achieved in formal circumstances 
of schools, which emerged with the increased division of work labor 
͢0ėĺğşşπIƛñŪƯğƛ͓̒̐̑̑ͣ͒»łğƯňŨğŵĹƯłğƘƛğͨňŪėƷƣƯƛňñşƣŵĐňğƯňğƣ ňƣñ
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-
ĺğƛñƛğñƣňŨňşñƛñşƯğƛŪñƯňǏğėğƣňĺŪĐŵŨƘğƯňŪĺǐňƯłňƯ͢Iğğşƣπ®ĐłŵƯ͓
̗͓̒̐̐ͣͣňƯñĹĹğĐƯƣƯłğŵƯłğƛƯǐŵğşğŨğŪƯƣƷƣğėǐłğŪĹñƛŨňŪĺ͒PğŪĐğňƯ
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 
şñƯğƛƯŵŵśƘñƛƯ ňŪėğƯğƛŨňŪňŪĺƯłğĐƷşƯƷƛñşñƣƘğĐƯƣŵĹƯŵėñǖ͵ƣǐŵƛśňŪĺ
life. Practices formed in these pre-industrial societies, also created a 
ƣǖŪĐłƛŵŪňǡñƯňŵŪŵĹƯłğǐŵƛśƘƛñĐƯňĐğ͓ǐłğƛğͲ͒͒͒ğşğŨğŪƯƣͦǐğƛğͧĐŵŪƣň-
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

¦ñėňĐñşƣŵĐňğƯñşĐłñŪĺğƣŵĹǐŵƛśƘƛñĐƯňĐğƣŵĐĐƷƛƛğėǐňƯłƯłğňŪėƷƣƯƛňñş
ƛğǏŵşƷƯňŵŪ ňŪ Ưłğ şñƯğ̘̑ƯłĐğŪƯƷƛǖ͓ǐłňĐłǐğƛğ ƯłğĎğĺňŪŪňŪĺŵĹ Ưłğ
ňŪėƷƣƯƛňñş ƣŵĐňğƯǖ  ͢0ėĺğşşπIƛñŪƯğƛ͓ ̒̐̑̑ͣ͒ ®ŵĐňğƯǖ ĐłñŪĺğėėƷğ 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, 
ƯłňƣƘğƛňŵėňĐĐłñŪĺğ Ͳ͖ƣğƛǏğėñƣ ĹƷŪėñŨğŪƯñşĎñƣňƣ Ĺŵƛ ƯƛñŪƣĹŵƛŨňŪĺ
ƯŵňƯƣƘƛğƣğŪƯĹŵƛŨͳ͢®łñƯƛğǏňĐłπ®ƯƛñƷƯŨñŪğ͓̒̐̑̕Ƙ̖͒̑̐ͣñŪėǐŵƛś
ňŪƯŵėñǖ͵ƣǐğƣƯğƛŪƣŵĐňğƯňğƣ ňƣ ƯłğƛğĎǖėğğƘşǖƛŵŵƯğė ňŪƯłğłňƣƯŵƛňĐñş
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®ƯƛñƷƯŨñŪğ̒̐̑ͣ͒̕»łğƯłňƛėňŪėƷƣƯƛňñşƛğǏŵşƷƯňŵŪĎğĺñŪňŪƯłğşñƯğ
20th century with the development of electronics and IT as a means to 
ĹƷƛƯłğƛñƷƯŵŨñƯğƘƛŵėƷĐƯňŵŪ͢®łñƯƛğǏňĐłπ®ƯƛñƷƯŨñŪğ̒̐̑ͣ͒̕ ƷƛƛğŪƯ-
şǖǐğȌŪėŵƷƛƣğşǏğƣňŪƯłğĹŵƷƛƯłňŪėƷƣƯƛňñşƛğǏŵşƷƯňŵŪ͓ǐłňĐłňƣĐŵŪĐğƛ-
ned with information communication technologies, by merging real and 
ǏňƛƯƷñşǐŵƛşėƣ͢®łñƯƛğǏňĐłπ®ƯƛñƷƯŨñŪğ̒̐̑ͣ͒̕

»łğĹŵƷƛUŪėƷƣƯƛňñş¦ğǏŵşƷƯňŵŪƣƘƛŵǏňėğñłňƣƯŵƛňĐñşƘğƛƣƘğĐƯňǏğŵŪłŵǐ
ƯğĐłŪŵşŵĺňĐñşėğǏğşŵƘŨğŪƯƣñŪėƣŵĐňğƯñşĐłñŪĺğƣłñǏğňŪȍƷğŪĐğėñŪė
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

»łğȌƛƣƯňŪėƷƣƯƛňñşƛğǏŵşƷƯňŵŪĎğĺñŪňŪƯłğşñƯğ̘̑ƯłĐğŪƯƷƛǖňŪ0ŪĺşñŪė
and became a transformation of work in western countries during the 
ğñƛşǖ̙̑ƯłĐğŪƯƷƛǖ ͢0ėĺğşşπIƛñŪƯğƛ͓̒̐̑̑ͣ͒»łňƣĐłñŪĺğñƛŵƣğĹƛŵŨ
ƯłğƘŵƣƣňĎňşňƯǖŵĹŪğǐƣŵƷƛĐğƣŵĹƘŵǐğƛͲ͖ƯŵėƛňǏğŨñĐłňŪğƛǖ͓ƛğƘşñĐňŪĺ
ǐñƯğƛŵƛǐňŪėƘŵǐğƛñŪėłƷŨñŪŵƛñŪňŨñşŨƷƣĐşğƘŵǐğƛͳ͢0ėĺğşşπ
IƛñŪƯğƛ͓͓̒̐̑̑Ƙ̙͒ͣ͒»łğƯğĐłŪŵşŵĺňĐñşėğǏğşŵƘŨğŪƯŵĹƯłğƣƯğñŨğŪ-
gine revolutionized the work industry and is today known by the vast 
ŨñŘŵƛňƯǖĎğĐñƷƣğňƯͲ͖ĐłñŪĺğėƯłğƘƛğǏňŵƷƣğĐŵŪŵŨňĐñŪėƣŵĐňñşŵƛėğƛ
ñŪėėğȌŪğėƯłğŨñňŪĐłñƛñĐƯğƛňƣƯňĐƣŵĹǐłñƯǐğśŪŵǐñƣƯłğÚğƣƯğƛŪ
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 (ƣğğƣğĐƯňŵŪß͔»łğŵƛğƯňĐñşHƛñŨğǐŵƛś). The radical innovations at 
this time affected not only the earlier stabilized practice of work, but 
ƯłğğĐŵŪŵŨǖñŪėƣŵĐňğƯňğƣͲ͖ĎǖĐƛğñƯňŪĺƯłğşñƛĺğƣĐñşğňŪėƷƣƯƛňñşƘƛŵ-
ėƷĐƯňŵŪ͓ ƯłğėğǏğşŵƘŨğŪƯŵĹ ƯƛñŪƣƘŵƛƯ ͖͓ͦͧ ƯłğėğǏğşŵƘŨğŪƯŵĹ 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

iñƯğ̘̑ƯłĐğŪƯƷƛy

Early 20th century

iñƯğ̒̐ƯłĐğŪƯƷƛy

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

»łğȌƛƣƯñŪėƣğĐŵŪė ňŪėƷƣƯƛňñş ƛğǏŵşƷƯňŵŪƣĐłñƛñĐƯğƛňǡğǐłñƯ ňƣĐŵŨ-
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 (®ğğȌĺƷƛğß). 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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ĐŵƷşėĐŵŪƯƛňĎƷƯğƯŵƯłğƚƷñşňƯǖŵĹƯłğňƛƣƷƛǏňǏñşͲ͒͒͒ƣƷĺĺğƣƯňŪĺƯłñƯƘƛñ-
ctice-historians might also follow individual elements as they change 
over time” (Shove et al., 2012, p. 32). The meaning of the work practice 
ƯłƷƣĐłñŪĺğėĹƛŵŨʹƣƷƛǏňǏñş͵Ưŵ ʹƣƷƛƘşƷƣ͵ñƣƯłğƘğƛĐğƘƯňŵŪŵĹƣƷƛǏňǏñş
changed (HňĺƷƛğß). 

ƣğĐƯŵƛ͓ƯŵƘƛŵėƷĐƯƣŵĹñşşśňŪėƣ͓ĎğĐñƷƣğPğŪƛǖHŵƛėǐñƣƣŵŵƘğŪñĎŵƷƯ
ƯłğǐñǖłğėğƣňĺŪğėłňƣĹñĐƯŵƛňğƣͳ͢¦ğğƣ͓̖͓̒̐̑Ƙ̙͒ͣ͒

�ƣƣŵĐňñƯğėǐňƯłHŵƛėňƣŨ͓ñŪŵƯłğƛňŪȍƷğŪƯňñşƘğƛƣŵŪŵĹƯłğƯňŨğ͓Hƛğėğ-
ƛňĐśÚ͒»ñǖşŵƛ͓ňŪƯƛŵėƷĐğėñŨñŪñĺğŨğŪƯƣǖƣƯğŨͲ͖ňŪŵƛėğƛƯŵňŪĐƛğñ-
ƣğşñĎŵƛƘƛŵėƷĐƯňǏňƯǖñŪėƘƛŵėƷĐƯňŵŪğĹȌĐňğŪĐǖƯłƛŵƷĺłƣƯñŪėñƛėňǡñƯňŵŪ
ñŪėƣǖŪĐłƛŵŪňǡñƯňŵŪŵĹƘƛŵĐğƣƣğƣͳ͢¦ƷŪėƣłñĺğŪ͓͓̒̐̑̓Ƙ̘̖͒̑̐ͣ͒»łğ
idea was to separate hand and brain, with managers responsible for 
ƯłğƘşñŪŪňŪĺñŪėŨñŪñĺğŨğŪƯŵĹǐŵƛśğƛƣ͓ǐłŵƣğƯñƣśƣǐğƛğͲ͖ƣňŨƘ-
şňȌğėƯŵƯłğƷşƯňŨñƯğėğĺƛğğƣŵƯłñƯǐŵƛśğƛƣǐŵƷşėĎğĐłğñƘ͓ğñƣǖƯŵ
ƯƛñňŪ͓ğñƣǖƯŵƣƷƘğƛǏňƣğ͓ñŪėğñƣǖƯŵƛğƘşñĐğͳ͢PñŪƣğŪ͓Ū͒ė͓Ƙ̙͒ͣ͒UƯłñƣ
ĎğğŪŵŪğŵĹƯłğŨŵƣƯňŪȍƷğŪƯňñşŵƛĺñŪňǡñƯňŵŪñşŨñŪñĺğŨğŪƯñƘƘƛŵñ-
ĐłğƣŵĹƯňŨğ͓ñƣͲͦ»ñǖşŵƛ͵ƣͧƘƛňŪĐňƘşğƣŵĹƣĐňğŪƯňȌĐŨñŪñĺğŨğŪƯƘƛŵǏňėğė
ƯłğĐŵƛŪğƛƣƯŵŪğĹŵƛǐŵƛśėğƣňĺŪƯłƛŵƷĺłŵƷƯƯłğȌƛƣƯłñşĹŵĹƯłğƯǐğŪƯň-
eth century, and in many situations prevail right up to the present day” 
͢PñŪƣğŪ͓Ū͒ė͓Ƙ̘͒ͣ͒ łñŪĺğƣňŪƯłňƣƘğƛňŵėǐğƛğƯłğƛğĎǖĺƛğñƯşǖňŪȍƷ-
ğŪĐğėĎǖ Ưłğ Ưǐŵ�ŨğƛňĐñŪğŪĺňŪğğƛƣ͓PğŪƛǖHŵƛėñŪėHƛğėğƛňĐśÚ͒
»ñǖşŵƛ͓ǐłŵŘŵňŪƯşǖňŪǏğŪƯğėƯłğȌƛƣƯƘƛŵėƷĐƯňŵŪƣǖƣƯğŨ͒ÚŵƛśŵŪƯłğƣğ
factories was much reliant on the synchronization and sequenced pra-
ctice of the workers, resulting in a highly collective work model, which 
ĐŵŪƣƯňƯƷƯğėƯłğƣƯñĎňşňǡñƯňŵŪŵĹñŪğǐǐñǖŵĹǐŵƛśňŪĺ͒PŵǐğǏğƛ͓ğƣƘğ-
Đňñşşǖ»ñǖşŵƛĺñňŪğėñͲ͖ƛğƘƷƯñƯňŵŪñƣñŨñŘŵƛͳğŪğŨǖŵĹƯłğǐŵƛśňŪĺ
ŨñŪͳͳ͢PñŪƣğŪ͓Ū͒ė͓Ƙ̘͓͒ͣĎğĐñƷƣğͲ͖ƯłğňŪĐƛğñƣğƣňŪƘƛŵėƷĐƯňǏňƯǖłñǏğ
often been achieved at a great human cost, reducing many workers to 
ñƷƯŵŨñƯŵŪƣͳ͢PñŪƣğŪ͓Ū͒ė͓Ƙ̙͒ͣ͒

UŪ şňŪğǐňƯł ƯłğƷƘƛňƣňŪĺŵĹHŵƛėňƣŨñŪė»ñǖşŵƛňƣŨ͵ƣĐŵŪƯƛňĎƷƯňŵŪ Ưŵñ
new way of working, labor movements started to spread all over the 
ǐŵƛşė͓ñƣñĐŵŪƣğƚƷğŪĐğŵĹŨňƣğƛñĎşğǐŵƛśĐŵŪėňƯňŵŪƣ͢ gŪƷėƣğŪ͓̒ ̐̑̑ͣ͒
In Denmark, this movement arose with inspiration especially from New 
ëğñşñŪė͓�ƷƣƯƛñşňñ͓Â®�ñŪė ñŪñėñ͢�ƛĎğŘėğƛŨƷƣğğƯ͓̙̒̐̑ͣ͒UŪ̘̘̙̑
şñĎŵƛŨŵǏğŨğŪƯƣŵĹƯłğǐŵƛşėŘŵňŪğėĹŵƛĐğƣňŪŵƛėğƛƯŵĎƛňŪĺñǐñƛğŪğƣƣ
ƯŵƯłğƣƷĎŘğĐƯ͒»łňƣƛğƣƷşƯğėňŪñŪňŪƯğƛŪñƯňŵŪñşñĺƛğğŨğŪƯňŪňƯňñƯňŪĺƯłğ
̑ƣƯŵĹsñǖñƣƯłğUŪƯğƛŪñƯňŵŪñşÚŵƛśğƛƣ͵'ñǖ͓ǐłğƛğğǏğƛǖŵŪğĹŵƷĺłƯ
ĹŵƛƯłğƛğƚƷňƛğŨğŪƯŵĹñŪ̘ͨłŵƷƛǐŵƛśňŪĺėñǖ͢�ƛĎğŘėğƛŨƷƣğğƯ͓̙̒̐̑ͣ͒

The urbanization created an increased need for transportation. To ac-
ĐŵŨŨŵėñƯğƯłňƣƘƛŵĎşğŨ͓PğŪƛǖHŵƛėłñėñėğƣňƛğƯŵĎƷňşėñĐñƛƯłñƯ
ǐñƣĐłğñƘğŪŵƷĺłĹŵƛŪğñƛşǖğǏğƛǖ�ŨğƛňĐñŪƯŵŵǐŪ͢¦ğğƣ͓̖̒̐̑ͣ͒�ƣ
ñƛğƣƷşƯ͓PğŪƛǖHŵƛėňŪǏğŪƯğėŪğǐǐñǖƣŵĹǐŵƛśňŪĺƯłƛŵƷĺłƯłğğƣƯñ-
blishment and design of assembly lines, used for the mass production 
ƣǖƣƯğŨ͒»łňƣñƘƘƛŵñĐłňƣśŪŵǐŪñƣHŵƛėňƣŨñŪėňƣĐłñƛñĐƯğƛňǡğėĎǖͲ͖
mass production of standardized goods, allowing for productivity gains 
and the pursuit of economies of scale whereby the unit cost can be 
ƛğėƷĐğėǐňƯł ñŪ ňŪĐƛğñƣňŪĺ ƘƛŵėƷĐƯňŵŪ ǏŵşƷŨğͳ ͢¦ƷŪėƣłñĺğŪ͓ ͓̒̐̑̓
Ƙ̘̖͒̑̐ͣ͒»łğƷƘƛňƣňŪĺŵĹHŵƛėňƣŨĐłñƛñĐƯğƛňǡğƣ ƯłğƣğĐŵŪė ňŪėƷƣƯƛňñş
ƛğǏŵşƷƯňŵŪĎğĐñƷƣğ ňƯ Ͳ͖ƣƘƛğñėƚƷňĐśşǖ ƯłƛŵƷĺłŵƷƯ ƯłğŨñŪƷĹñĐƯƷƛňŪĺ

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 
̘ͨłŵƷƛǐŵƛś͓̘ͨłŵƷƛşğňƣƷƛğñŪė̘ͨłŵƷƛƛğƣƯ͒»łğƘƷƛƘŵƣğŵĹƯłğşñĎŵƛ
ŨŵǏğŨğŪƯƣǐñƣƯŵȌĺłƯƯłğǐŵƛśğƛƣ͵ƣňėğŵĹƯłğĎñƯƯşğñŪėĎƛňŪĺĎğƯ-
ƯğƛĐŵŪėňƯňŵŪƣƯŵƯłğǐŵƛśğƛƣ͢�ƛĎğŘėğƛŨƷƣğğƯ͓̙̒̐̑ͣ͒'ñŪňƣłĐňƯňǡğŪƣ
demonstrated every year for this cause and after 30 years, in 1919, 
ƯłğǖȌŪñşşǖƣƷĐĐğğėğėňŪƘñƣƣňŪĺƯłğ̘ͨłŵƷƛǐŵƛśňŪĺėñǖƛğƚƷňƛğŨğŪƯ
͢�ƛĎğŘėğƛŨƷƣğğƯ͓̙̒̐̑ͣ͒»łňƣĎğĐñŨğñłňƣƯŵƛňĐñşñĐłňğǏğŨğŪƯ ňŪƯłğ
history of the labor movement. At this time, a normal workday became 
̘łŵƷƛƣƘğƛėñǖñŪė ƣňǕėñǖƣñǐğğś͓ ƛğƣƷşƯňŪĺ ňŪ ñǐŵƛśǐğğś ĐŵŪ-
ƣňƣƯňŪĺŵĹ̘̔łŵƷƛƣ͓ǐłňĐłǐñƣñėğĐşňŪğ ĹƛŵŨ̖̐łŵƷƛƣƘğƛǐğğś ňŪ
1900 (Abildgaard, n.d.). This division of labor and leisure time was in 
1926 supported by the danish reigning Prime Minister, Thorvald Stau-
ŪňŪĺ͓ǐłŵ 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 
ñŪėğėƷĐñƯňŵŪͨñşƣŵňƯǐňşşşğñǏğƯƛñĐğƣĹŵƛƯłğĹƷƯƷƛğ͢�ƛĎğŘėğƛŨƷƣğğƯ͓
2020).

HƷƛƯłğƛŨŵƛğ͓ňŪƯłğşñƯğȌĹƯňğƣ'ñŪňƣłǐŵŨğŪƣƯñƛƯğėğŪƯğƛňŪĺƯłğşñ-
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 
ŵĹǐŵŨğŪȌŪėňŪĺňƯŪñƯƷƛñşŵƛŪğĐğƣƣñƛǖƯŵĐŵŪėƷĐƯǐŵƛśŵƷƯƣňėğƯłğ
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 
łñėŪŵƯĎğğŪĐŵŪƣňėğƛğėʹǐŵƛś͵ŵŪñŪğƚƷñşşğǏğşǐňƯłƘñňėşñĎŵƛ͒»łňƣ
ƛğƣƷşƯğėňŪƯłğȌƛƣƯėňƣƛƷƘƯňŵŪƣŵĹƯƛñėňƯňŵŪñşĺğŪėğƛƛŵşğƣñŪėĺñǏğǐŵ-
ŨğŪŨŵƛğ ĹƛğğėŵŨĎŵƯłȌŪñŪĐňñşşǖ ñŪėñƯǐŵƛś ͢'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 
ñƘñƛğŪƯ͵ĎğĐñŨğłñƛėğƛƯŵŨñŪñĺğ͒»łňƣėňǏňƣňŵŪĎğƯǐğğŪşñĎŵƛñŪė
leisure time affected the work practice in which the site of the work 
ƣƷėėğŪşǖĎğĐñŨğňŨƘŵƛƯñŪƯ͒UŪşňŪğǐňƯł®łŵǏğğƯñş͒͢ ̒̐̑̒ͣͲ͒͒͒ƣňƯğƣşňśğ

ŵĹȌĐğƣñŪėłŵŨğƣĐñŪłñǏğğŨğƛĺğŪƯĐŵŪƣğƚƷğŪĐğƣĹŵƛƯłğƯƛñŘğĐƯŵƛňğƣ
of individual practices and hence for the collection of practices that are, 
ñŪėƯłñƯñƛğŪŵƯ͓ğŪñĐƯğėňŪƣƷĐłğŪǏňƛŵŪŨğŪƯƣͳ͢Ƙ̘͒ͣ͒̕»łğƣňƯğŵĹƘğƛ-
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 (HňĺƷƛğß).

PğŪĐğ͓ƯłğňŪėƷƣƯƛňñşƣŵĐňğƯǖƣğƛǏğƣñƣñŨğñŪƣĹŵƛğǕƘşñňŪňŪĺłŵǐͲ͒͒͒
ƯłğñƯƯñĐłňŪĺñŪėėğƯñĐłňŪĺŵĹŨğñŪňŪĺñŪėƣňĺŪňȌĐñƯňŵŪƣğŪėƣƛňƘƘşğƣ
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.

HňĺƷƛğß͔»łğǐŵƛśƘƛñĐƯňĐğĺğƯƯňŪĺŨŵƛğňŪėňǏňėƷñşňǡğė
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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 
ƯłğǐñǖňŪǐłňĐłǐğƘğƛĹŵƛŨǐŵƛśƯŵėñǖ͢IƛŵƣƣŨñŪ͓͕̒̐̑̒gƛñƷƯğƯ͒
ñş͓̙̘̙͕͒̑'ƷŨñňƣğƯ͒ñş͓̙̘̘͕͒̑�ŪėƛňğƣğƯ͒ñş͓͒̒̐̐̒ͣ͒UƯ ňƣėƷƛňŪĺƯłňƣ
time that a distinction between blue and white-collar workers took off. 
UƯǐñƣñǐñǖƯŵėňƣƯňŪĺƷňƣłĎğƯǐğğŪƣŵĐňñşĐşñƣƣğƣ͓ĎƷƯñşƣŵĐşñƣƣňȌĐñ-
ƯňŵŪŵĹƯłğǐŵƛśňƯƣğşĹ͢IƷƯŵƣśğǖ͓͓̒̐̒̑HğĎƛƷñƛǖ̑ͣ͒̕�ŪǖŵŪğǐŵƛśňŪĺ
ňŪñŪŵĹȌĐğǐñƣñƣƣŵĐňñƯğėǐňƯłǐğñƛňŪĺǐłňƯğƣłňƛƯƣŨğñŪǐłňşğƘğ-
ople working with manual labor were stereotypically expected to be in 
ĎşƷğƣłňƛƯƣ ͢IƷƯŵƣśğǖ͓͓̒̐̒̑HğĎƛƷñƛǖ̑ͣ͒̕�şƯłŵƷĺłĎşƷğǐñƣŪ͵Ư Ưłğ
only color worn by manual laborers (it was primarily dark toned co-
şŵƛƣƣƷňƯñĎşğĹŵƛǐŵƛśňŪĺñƯñĹñĐƯŵƛǖ͓ͣ ňƯǐñƣǏğƛǖƘŵƘƷşñƛ͢IƷƯŵƣśğǖ͓
͓̒̐̒̑HğĎƛƷñƛǖ̑ͣ͒̕HƛŵŨƯłğƛğŵŪƯłğƯğƛŨƣĎşƷğͨĐŵşşñƛǐŵƛśğƛƣñŪė
ǐłňƯğͨĐŵşşñƛǐŵƛśğƛƣǐğƛğƷŪñǏŵňėñĎşğ͒HŵƛƯłğƘƷƛƘŵƣğŵĹŵƷƛƣƯƷėǖ
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 
ñƛŵƷŪė̙̘̑̐ͨ̒̐̐̐͢IƛŵƣƣŨñŪ͓̒̐̑̒ͣͣ ňƯƚƷňĐśşǖĎğĐñŨğñėŵŨňŪñŪƯ
material element of the work practice related to white-collar work. The 
ȌƛƣƯ£ ƯłñƯǐñƣĐƛğñƯğėĎǖU�sğŪƯğƛğėƯłğŨñƛśğƯňŪ̙̘̑̑Ĺŵşşŵǐğė
ĎǖsñĐňŪƯŵƣłƯłñƯğŪƯğƛğėƯłğŨñƛśğƯňŪ̙̘̑̔͢'ŵƛŪ͓̒̐̑ͣ͒̕UŪƯłňƣğƛñ
PCs were used for word processors, spreadsheets and databases. This 
indicates that the use of the PC in work practices was centered around 
Ͳ͖ėğƘñƛƯŨğŪƯşğǏğşňŪĹŵƛŨñƯňŵŪĺğŪğƛñƯğėĎǖňŪėňǏňėƷñşƣ͔ƛğƘŵƛƯƣ͓Ƙƛğ-
ƣğŪƯñƯňŵŪƣ͓ĎƷėĺğƯƣ͓ñŪėŵƯłğƛǐŵƛśƛğşñƯğėėñƯñͳ͢IƛŵƣƣŨñŪ͓͓̒̐̑̒Ƙ͒
̘̒ͣ͒»łğ£ ñşƣŵĎğĐñŨğñƣňĺŪňȌĐñŪƯƘñƛƯŵĹƯłğŵĹȌĐğƣğƯƷƘ͓ǐłğƛğ
ğŨƘşŵǖğğƣƷƣğėƣŵĹƯǐñƛğñƘƘşňĐñƯňŵŪƣƣƷĐłñƣsňĐƛŵƣŵĹƯÚŵƛė͢Iƛŵƣƣ-
man, 2012). Although the software application possibilities were limi-

Ưğė͓ƯłğñǏñňşñĎşğƣŵĹƯǐñƛğǐñƣƷƣğėĹŵƛͲ͒͒͒ğşňŨňŪñƯňŪĺŘŵĎƣƛğƚƷňƛͦňŪĺͧ
low skill and eliminating the most boring and repetitive tasks within 
ŨŵƛğƣśňşşğėŘŵĎƣͳ͢ gƛñƷƯğƯ͒ñş͒̑ ̙̘̙͓Ƙ͒̒ ̒̐ͣ͒HƛŵŨñŨñŪñĺğŨğŪƯƘŵňŪƯ
ŵĹǏňğǐğşňŨňŪñƯňŪĺƯłğƣğƯñƣśƣǐŵƷşėňŨƘƛŵǏğƯłğğŨƘşŵǖğğƣ͵Ƙğƛƣŵ-
Ūñş ƘƛŵėƷĐƯňǏňƯǖ ƯłƷƣ ňŪĐƛğñƣňŪĺ ğĹȌĐňğŪĐǖ ñŪė łğŪĐğ ĐƷƯ şñĎŵƛ ĐŵƣƯƣ
͢'ƷŨñňƣğƯ͒ñş͓̙̘̘͕͒̑gƛñƷƯğƯ͒ñş͓̙̘̙͒̑ͣ͒®ĐłŵşñƛƣłñǏğƚƷğƣƯňŵŪğėňĹ
increasing productivity would damage the work lives of the employees. 
gƛñƷƯğƯ͒ñş̙̘̙͒̑ͣ͢ėğƣĐƛňĎğƣƯłñƯƯłğͳ͖ŘŵĎƣͦǐğƛğͧşğƣƣƣñƯňƣĹǖňŪĺ͒UƯ
ėğƣśňşşğėƯłğŘŵĎƣ͓ĎŵƯłĎǖŨñśňŪĺƯłğŨşğƣƣĐŵŨƘşğǕ͓ňŪƯğƛğƣƯňŪĺñŪė
ĐłñşşğŪĺňŪĺ͖ͳ ͢gƛñƷƯğƯ͒ñş͓̙̘̙͓͒̑Ƙ̖͒̒̓ͣ͒HƷƛƯłğƛŨŵƛğ͓ ňƯėğĐƛğñƣğė
ƯłğğŨƘşŵǖğğƣ͵ ňŪǏŵşǏğŨğŪƯǐňƯł Ưłğňƛ ĐŵşşğñĺƷğƣñƣ ƯłğƷƣğŵĹ£ ƣ
ƛğėƷĐğėƯłğňƛŨŵǏğŨğŪƯňŪƯłğŵĹȌĐğĎǖėğĐƛğñƣňŪĺƯłğňƛŪğğėƯŵĹğƯĐł
paper records from elsewhere. By coordinating information through a 
database most of the direct handover of documents and conversations 
ƯñśňŪĺƘşñĐğ ňŪƣƷĐłƛğşñƯňŵŪƣǐñƣƯƛñŪƣĹğƛƛğėƯŵƯłğ£ ͢gƛñƷƯğƯ͒ñş͒
̙̘̙̑ͣ͒�şƯłŵƷĺłŘŵĎƣñƯňƣĹñĐƯňŵŪñŪėňŪǏŵşǏğŨğŪƯǐňƯłŵŪğ͵ƣĐŵşşğñĺƷ-
ğƣėğĐƛğñƣğė͓ƯłğƛğƣğñƛĐłŵĹgƛñƷƯğƯ͒ñş̙̘̙̑ͣ͢ñşƣŵėňƣĐŵǏğƛğėƯłñƯͲ͒͒͒
ƯğĐłŪŵşŵĺǖƛğėƷĐğėƯłğňƛŘŵĎƘƛğƣƣƷƛğñŪė͓ƣƷƛƘƛňƣňŪĺşǖ͓ňŪĐƛğñƣğėƯłğňƛ
łñƘƘňŪğƣƣñŪėŨğŪƯñşłğñşƯłͳ͢gƛñƷƯğƯ͒ñş̙̘̙͓͒̑Ƙ̖͒̒̓ͣ͒ ŵŪƣňėğƛñƯň-
ons as to why, are among others, that technology can save the emplo-
ǖğğƣƯňŨğĎǖƛğėƷĐňŪĺƯňŨğƣƘğŪƯŵŪͲ͖ƯƛñǏğş͓ŨňƣƣňŪĺĐŵŪƯƛñĐƯƣ͓ȌŪėňŪĺ
ŵƷƯňŪĹŵƛŨñƯňŵŪ͓ñŪėȌşşňŪĺŵƷƯĹŵƛŨƣ͖ͦͧŨğğƯňŪĺƣñŪėĐşğƛňĐñşǐŵƛś͒ͳ
͢gƛñƷƯğƯ͒ñş̙̘̙͓͒̑Ƙ͒̒̒̐ͣ͒»łğĐşñňŨňƣƯłñƯƛğėƷĐňŪĺǐñƣƯğėƯňŨğǐňşş
ŨñśğƯłğğŨƘşŵǖğğƣ͵ŘŵĎƣŨŵƛğƛğǐñƛėňŪĺ͢gƛñƷƯğƯ͒ñş̙̘̙͒̑ͣ͒

The technological development did not only change the way in which 
ǐŵƛśñƯƯłğŵĹȌĐğǐñƣƘğƛĹŵƛŨğė͒UƯñşƣŵŨñėğňƯƘŵƣƣňĎşğĹŵƛğŨƘşŵ-
ǖğğƣ ƯŵƘğƛĹŵƛŨŨŵƛğȍğǕňĎşğǐŵƛś͒»łƷƣƘğƛĹŵƛŨňŪĺ ƯłğƘƛñĐƯňĐğŵĹ
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 
ǐñƣƯŵͲ͖şğƣƣğŪƘŵşşƷƯňŵŪňŪƯłğğŪǏňƛŵŪŨğŪƯñŪėĺňǏğǐŵƛśğƛƣƣŵŨğ
ȍğǕňĎňşňƯǖñŪėĎğƯƯğƛǐŵƛśͨşňĹğĎñşñŪĐğͳ͢uñƛñǖñŪñŪğƯ͒ñş͓̗͓͒̒̐̑Ƙ͒̒ͣ͒
Hŵƛ ƣŵŨğǐŵƛśğƛƣ͓ ňƯŨğñŪƯ ƯłñƯǐŵƛś ƘƛñĐƯňĐğƣ ƣƷĐł ñƣ ƯƛñŪƣşñƯňŪĺ͓
ƯƛñŪƣĐƛňĎňŪĺñŪėƯǖƘňŪĺĐŵƷşėĎğŨŵǏğėĹƛŵŨƯłğŵĹȌĐğƣƯŵƯłğłŵŨğƣ
͢£ƛŵĎğƛƯπÚñŘĐŨñŪ͓̙̘̘̑ͣ͒�ƷƯ ňƯǐñƣȌƛƣƯ ňŪ Ưłğ̙̘̑̐ƣƯłñƯ ƯğƛŨƣ
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şňśğȍğǕňĎşğǐŵƛśñŪėƯğşğĐŵŨŨƷƯňŪĺƣƯñƛƯğėƯŵĺñňŪƣƷƘƘŵƛƯñŪėŵƛ-
ĺñŪňǡñƯňŵŪƣƣşŵǐşǖĎğĺñŪƯŵňŪĐŵƛƘŵƛñƯğňƯ͒»łňƣǐñƣŨñňŪşǖĎğĐñƷƣğͲ͖
the combination of computer and telecommunications technology has 
ŨñėğňƯƯğĐłŪňĐñşşǖĹğñƣňĎşğĹŵƛşñƛĺğŪƷŨĎğƛƣŵĹǐŵƛśğƛƣǐłŵƣğŘŵĎƣ
involve information processing to work at terminals in their own ho-
Ũğƣͳ͢£ƛŵĎğƛƯπÚñŘĐŨñŪ͓̙̘̘͓̑Ƙ͒̔̓ͣ͒̕

In 1995 commercial vendors were able to provide the world with the 
ňŪƯğƛŪğƯ͢IƛŵƣƣŨñŪŪ͓̒̐̑̒ͣ͒ÚłňĐłƘƛŵǏňėğėñŪŵƯłğƛƣłňĹƯňŪƣňƯğƣ͓ǐňƯł
the virtual world now becoming available. The development opened 
ƷƘŪğǐƘŵƣƣňĎňşňƯňğƣñƣ�ñƛƷĐł̒̐̐̐ͣ͢ėğƣĐƛňĎğƣ͔ͲuğǐĹŵƛŨƣŵĹǐŵƛś
ĐŵŪƣňėğƛñƯňŵŪ͖ͦͧėğƘğŪėŵŪñŪğĹĹğĐƯňǏğƷƣğŵĹňŪĹŵƛŨñƯňŵŪƯğĐłŪŵşŵĺǖ
(IT)” (Baruch, 2000, p. 34). Technology was then described to be the 
ĐłňğĹ Ĺŵƛ ƯƛñŪƣĹŵƛŨňŪĺ ŘŵĎƣ͓ łğƛğƯŵ łŵǐ Ưŵ ŵƛĺñŪňǡğǐŵƛś Ĺŵƛ ĺƛğñƯğƛ
ȍğǕňĎňşňƯǖ͓ƛğƣƘŵŪƣňǏğŪğƣƣñŪėğĹĹğĐƯňǏğŪğƣƣ͢�ñƛƷĐł͓̒̐̐̐ͣ͒ÚňƯłƯłğ
commercialization of the internet, further development of software ap-
ƘşňĐñƯňŵŪƣƯłñƯƷƣğėƯłğňŪƯğƛŪğƯñƣñŪŵƘğƛñƯňŪĺƣǖƣƯğŨĹŵşşŵǐğė͢ 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-
şñĎşğŵŪŵŪğ͵ƣŵǐŪĐŵŨƘƷƯğƛ͢IƛŵƣƣŨñŪŪ͓̒̐̑̒ͣ͒�ĹƯğƛƯłğƘƛŵǏňƣňŵŪŵĹ
the internet, there appeared to be an increase in the use of computers 
ñŨŵŪĺƣƯǐŵƛśğƛƣňŪǐłňƯğͨĐŵşşñƛŘŵĎƣ͢ �ŪėƛňğƣğƯ͒ñş͓͒̒ ̐̐̒ͣ͒�ŪėƛňğƣğƯ͒
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 ƣğĐƯŵƛŨğñŪͦƯͧŨŵƛğ
ƯňŨğƘƛğƣƣƷƛğñŪėşğƣƣŘŵĎĐŵŪƯƛŵşĹŵƛƯłŵƣğǐłŵƷƣğͦėͧñĐŵŨƘƷƯğƛĹŵƛ
(nearly) all of their working hours” (Andries et. al., 2010, p. 446).

As it slowly became more popular for organizations to offer employees 
ȍğǕňĎşğǐŵƛśňŪĺŵƘƯňŵŪƣ͢gğşşňłğƛπ�ŪėğƛƣŵŪ͓͓̒̐̑̐ͣƯłğňŪǏğŪƯňŵŪŵĹ
laptops created new opportunities for employees to change their work 
ƘƛñĐƯňĐğ͒»łƷƣŨñśňŪĺƛğŨŵƯğǐŵƛśñǏñňşñĎşğ͒HƛŵŨñŪŵƛĺñŪňǡñƯňŵŪñş
ƘğƛƣƘğĐƯňǏğ͓ƷƣňŪĺƯłğşñƘƯŵƘłñƣłñėƣğǏğƛñşƘŵƣňƯňǏğğĹĹğĐƯƣñƣͲ�ƛ-

ĺñŪňǡñƯňŵŪƣ Ũñǖ ñşƣŵ ĎğŪğȌƯ ĹƛŵŨ ňŪĐƛğñƣğė ňŪėňǏňėƷñş ƘƛŵėƷĐƯňǏňƯǖ
and the ability to access mobile workers who are traveling or working 
ĹƛŵŨ ƛğŨŵƯğƣňƯğƣͳ ͢ ŵƷƣňŪƣπ¦ŵĎğǖ͓͓̒̐̑̔Ƙ͒̓ͣ͒̕HƷƛƯłğƛŨŵƛğ͓ 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 
ǐŵƛśŨŵƛğ ͢gğşşňłğƛπ�ŪėğƛƣŵŪ͓ ̒̐̑̐ͣ͒ »łňƣŨğñŪƯ ƯłñƯǐŵƛśğƛƣ ňŪ
ǐłňƯğͨĐŵşşñƛŘŵĎƣĎğĺñŪƯŵƷƣğƯłğĐŵŨƘƷƯğƛƘğƛŨñŪğŪƯşǖñŪėňŪƛğşñ-
tion to this the employees showed signs of both physical and mental 
strain (Andries et. al., 2010). This thereby had some negative effects 
ĹŵƛƯłğƛğŨŵƯğǐŵƛśğƛƣǐłŵƣłŵǐğėƣňĺŪƣŵĹėňĹȌĐƷşƯňğƣƯŵĎŵƯłŨğŪ-
ƯñşşǖñŪėƘłǖƣňĐñşşǖƣǐňƯĐłŵĹĹĹƛŵŨǐŵƛś͢gğşşňłğƛπ�ŪėğƛƣŵŪ͓̒̐̑̐ͣ͒
On the contrary, there were also constraints, seen from an organizati-
ŵŪñşƘğƛƣƘğĐƯňǏğñĺñňŪƣƯƯğşğĐŵŨŨƷƯňŪĺǐłňĐłłñėͲ͖şňƯƯşğƯŵėŵǐňƯł
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 
ǐŵƛś͒ͳ͢ PƷĺłğƣπPñŪƣ͓̒ ͓̐̐̑Ƙ̗͒ ̘̖ͣ͒»łğğŨƘşŵǖğƛƣǐğƛğłğŪĐğĐŵŪ-
cerned with the loyalty of the employees working remotely.

�ƣǐğłñǏğƘƛğƣğŪƯğėͲ͒͒͒ŪğǐƘƛñĐƯňĐğƣŵĹƯğŪƯñśğłŵşėñƯƯłğğǕƘğŪƣğ
of others which are no longer performed, or not performed as frequent-
şǖñƣĎğĹŵƛğͳ͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ̘͒̓ͣ͒�ƣǐğğŪƯğƛğėƯłğĹŵƷƛƯłňŪ-
ėƷƣƯƛňñşƛğǏŵşƷƯňŵŪ͢ňŪǐłňĐłǐğȌŪėŵƷƛƣğşǏğƣƯŵėñǖͣƯłğ£ ǐñƣƣƷƘ-
plemented by a whole range of other (mainly wireless) devices that are 
ĐŵŪŪğĐƯğėƯŵƯłğ ňŪƯğƛŪğƯñŪėñƛğȌşşğėǐňƯłñƘƘşňĐñƯňŵŪƣ͢IƛŵƣƣŨñŪ͓
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 ňŪŵƛĺñŪňǡñƯňŵŪƣ ͢IƛğǐñşğƯ͒ ñş͒̒̐̒̐ͣ͒�ƣǐğ 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 
ŨñśğňƯğñƣǖƯŵĺğƯňŪƯŵƷĐłǐňƯłñŪǖŵŪğ͓ñƯñŪǖėñǖ͓ñƯñŪǖƯňŨğ͢Iƛŵƣ-
sman, 2012). An application such as the email has been recognized 
ƯŵĎğñƣƣŵĐňñƯğėǐňƯłǐŵƛśͨƛğşñƯğėƣƯƛğƣƣ͢ÚñŘĐŨñŪ͓̘̒̐̑ͣ͒»łƛŵƷĺł
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ƯłğƛğƣğñƛĐłŵĹƣŵĐňŵşŵĺňƣƯÚñŘĐŨñŪ̘̒̐̑ͣ͢ňƯňƣėňƣĐŵǏğƛğėƯłñƯͲ͒͒͒Ưłğ
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-
ƣƘŵŪƣğƯňŨğƣͳ͢ÚñŘĐŨñŪ͓̘͓̒̐̑Ƙ̗͒̑̑ͣ͒PğŪĐğƣłğñƛĺƷğƣƯłñƯƘğŵƘşğ
ĹğğşƛƷƣłğėñŪėƘƛğƣƣƷƛğė͓ǐłňĐłňƣŪ͵ƯėƷğƯŵŪğǐƯğĐłŪŵşŵĺňğƣñŪėňƯƣ
applications, but the norms that exist within an organization and their 
underlying culture. Even though it is common to imagine the emplo-
ǖğğñşǐñǖƣ ĹñĐňŪĺ ƯłğƣĐƛğğŪñŪė ƛğñėǖ ƯŵñŪƣǐğƛ͓ÚñŘĐŨñŪ ̘̒̐̑ͣ͢
ėğƣĐƛňĎğƣłŵǐşğňƣƷƛğƯňŨğ ňŪ ĹñĐƯłñƣŪ͵ƯėğĐƛğñƣğėŵǏğƛ ƯłğƘñƣƯ̐̕
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 
ŵƷƛƣğşǏğƣ͢ÚñŘĐŨñŪ͓̘̒̐̑ͣ͒sňğşğπ»ňƛñĎğŪň̙̒̐̑ͣ͢ėğƣĐƛňĎğƣƯłñƯͲ͖
ŵƛĺñŪňǡñƯňŵŪñşƛğşñƯňŵŪƣñƛğƣłñƘğėƯłƛŵƷĺłŪğǐƯğĐłŪŵşŵĺňğƣ͖ͳ͢sňğşğ
π»ňƛñĎğŪň͓͓̒̐̒̐Ƙ͒̒ͣñŪėƯłğƯğĐłŪŵşŵĺǖňƣėğƣĐƛňĎğėƯŵĎğƷƣğėƯŵ
achieve communication and sharing of knowledge between a team of 

ğŨƘşŵǖğğƣñŪėłğŪĐğĎǖƘñƣƣƯłğşğñėğƛ͒PŵǐğǏğƛ͓ƯłğƛğňƣñƛňƣśƯłñƯ
technology can be used to govern and impose control of employees, 
ğƣƘğĐňñşşǖǐłğŪğŨƘşŵǖğğƣłñǏğȍğǕňĎşğǐŵƛśŵƘƯňŵŪƣ͢ sňğşğπ»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 
ŪŵƯŵŪşǖĎǖƯłğƘğƛĐğƘƯňŵŪŵĹƯłğǏñƣƯŨñŘŵƛňƯǖňƯƣğşĹ͒£ğŵƘşğñƛğñĎşğƯŵ
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. HňĺƷƛğßshows how the work practice is no longer stabilized, 
due to the fact that people now establish socially shared meanings 
ƯłƛŵƷĺłñĺşŵĎñşŪğƯǐŵƛśŵĹ ňŪĹŵƛŨñƯňŵŪ͒¦ğƣƷşƯňŪĺ ňŪ ƯłğĐƛğñƯňŵŪŵĹ
complex bundles of practices connected to work.

»ŵƣƷŨŨñƛňǡğͲ͒͒͒ƯłğŪŵƯňŵŪŵĹėŵŨňŪñŪƯėğƣňĺŪłñƣĎğğŪƷƣğėƯŵğǕƘşñňŪ
łŵǐĐğƛƯñňŪƘƛŵėƷĐƯƣñŪėƯğĐłŪŵşŵĺňĐñşƣŵşƷƯňŵŪƣėğȌŪğƯłğƯğƛŨƣŵŪ
which others compete (and collaborate)” (Shove et al., 2012, p. 91). We 
łñǏğğƣƯñĎşňƣłğėłŵǐƯłğƘƛñĐƯňĐğŵĹǐŵƛśłñƣĹŵşşŵǐğėñĐğƛƯñňŪƯƛñŘğ-
ctory of development that has constituted the way we work today (see 
ȌĺƷƛğß). We recognized how different dominant designs have affected 
ƯłğǐñǖŵĹǐŵƛśňŪĺƯłƛŵƷĺłƯňŨğ͓ñƣͲ͒͒͒ǐğşňǏğñşŵŪĺƣňėğƯłğŨñƯğƛňñş
ƯƛñĐğƣŵĹƘƛñĐƯňĐğƣƘñƣƯ͖ͳ͢ ®łŵǏğğƯñş͓͒̒ ͓̐̑̒Ƙ͒̓ ̔ͣ͒sŵǏňŪĺñşşƯłğǐñǖ
from the stone age, through the industrial revolutions, we can more 
easily understand how the working practice has stabilized and again 
ėňƣƛƷƘƯğė ͢ň͒ğ͓͒ łñƣ ĎğĐŵŨğŨŵƛğ ñŪėŨŵƛğ ňŪėňǏňėƷñşňǡğėͣ ňŪ Ưŵėñǖ͵ƣ
śŪŵǐşğėĺğͨňŪƯğŪƣňǏğƣŵĐňğƯǖ͒gŪŵǐşğėĺğŵĹƯłňƣğǏŵşƷƯňŵŪňƣŪğĐğƣƣñƛǖ
ňŪŵƛėğƛƯŵƷŪėğƛƣƯñŪėƯłğƘğƛĐğƘƯňŵŪŵĹǐŵƛśƣğğŪĎǖƯłğǏñƣƯŨñŘŵ-
rity today. This can make us able to create changes which can poten-
tially lead to structural changes that can push the current collective 
ǐŵƛśŨŵėğşňŪƯŵñŨŵƛğƣƷƣƯñňŪñĎşğŵŪğ͒Ͳ�ƯłğƛĐłñŪĺğƣŵĐĐƷƛǐłğŪ
established ways of thinking and working are overturned, as when do-
minant dis-courses crumble and paradigms shift” (Shove et al., 2012, 
Ƙ̘͒ͣ̕ñŪėŘƷƣƯñƣͲ͖łňƣƯŵƛǖƣłŵǐƣƯłñƯğǏğƛǖƣƯƛƷĐƯƷƛñşĐłñŪĺğ͓ğǏğƛǖ
ͲƛğǏŵşƷƯňŵŪͳłñƣĎƛŵƷĺłƯĹŵƛǐñƛėňŪƯğŪƣğĐłñŪĺğƣňŪƯłğşñĎŵƛŨñƛśğƯ͒
»łğǖłñǏğĐƛğñƯğėŪğǐŘŵĎƣ͓ŪğǐŵƘƘŵƛƯƷŪňƯňğƣ͓ñŪėŪğǐƘŵƣƣňĎňşňƯňğƣ
for gainful employment” (Zürcher, 2017, p. 164).

»łğƯğĐłŪŵşŵĺňĐñşėğǏğşŵƘŨğŪƯŵĹğşğĐƯƛŵŪňĐƣñŪėU»ƯłƷƣͲ͒͒͒ñĐƯñƣėŵ-
minant forces resulting in and perpetuating distinctive concentrations 
and accumula-tions of human and other resources, and consequently 
ƣłñƘňŪĺƘñƯłͨǐñǖƣŵĹĹƷƯƷƛğėğǏğşŵƘŨğŪƯͳ͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ̘͒̓ͣ͒
iŵŵśňŪĺėğğƘğƛňŪƯŵñśŪŵǐşğėĺğͨĎñƣğėƣŵĐňğƯǖ͓ñƣłňĹƯĹƛŵŨĐŵşşğĐƯňǏğ

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 
'ñŪğƣĹŵşşŵǐñ̓ ̗ͨłŵƷƛǐŵƛśǐğğś͓ǐłňĐłǐñƣğŪñĐƯğėňŪ̑ ̙̙̐͢ �ƛĎğŘ-
ėğƛŨƷƣğğƯ͓̒̐̒̐ͣñŪėƯǖƘňĐñşşǖňƣėňǏňėğėňŪƯŵñǐŵƛśǐğğśŵĹȌǏğėñǖƣ͒
»łğŨñŘŵƛňƯǖŵĹǐłňƯğͨĐŵşşñƛǐŵƛśğƛƣƣƯňşşĹŵşşŵǐƯłğ̘ ͨłŵƷƛėňǏňƣňŵŪñŪė
ñƛğǐŵƛśňŪĺñƯñŪŵĹȌĐğĹƛŵŨ̘̖ͨ̑͢gƛňŪĺ͓̒̐̒̐ͣ͒
UƯłñƣĎğğŪ ƛğĐŵĺŪňǡğėĎǖƣğǏğƛñşƣĐłŵşñƛƣ ƯłñƯȍğǕňĎşğǐŵƛś ňŪĐƛğñ-
ƣğƣƯłğƣğŪƣğŵĹñƷƯŵŪŵŨǖñŨŵŪĺƣƯƯłğğŨƘşŵǖğğƣ͢sňğşğπ»ňƛñĎğŪň͓
͕̒̐̒̐gğşşňłğƛπ�ŪėğƛƣŵŪ͓̒̐̑̐ͣñŪėğŨƘşŵǖğğƣłñǏğƣłŵǐŪƣňĺŪƣ
ŵĹñŪ ňŪĐƛğñƣğ ňŪ ŘŵĎƣñƯňƣĹñĐƯňŵŪ͓ ňŪĐƛğñƣğ ňŪƘƛŵėƷĐƯňǏňƯǖñŪėĺƛğñƯğƛ
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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ǐŵƛśŨŵƛğȍğǕňĎşğ͒UƯłñƣĹƷƛƯłğƛĎğğŪňėğŪƯňȌğėƯłñƯͲ͖ȍğǕňĎşğǐŵƛśğƛƣ
ƛğƘŵƛƯşŵǐğƛşğǏğşƣŵĹƣƯƛñňŪñŪėƣƯƛğƣƣͳ͢gğşşňłğƛπ�ŪėğƛƣŵŪ͓͓̒̐̑̐Ƙ͒
̘̔ͣ͒�ƷƯŪğĺñƯňǏğğĹĹğĐƯƣƣƷĐłñƣĹğğşňŪĺƣŵĹňƣŵşñƯňŵŪñŪėñėğĐƛğñƣğňŪ
ŘŵĎƣñƯňƣĹñĐƯňŵŪłñǏğĎğğŪƛğşñƯğėƯŵǐŵƛśňŪĺƛğŨŵƯğşǖ͒gğşşňłğƛπ�Ū-
ėğƛƣŵŪ͵ƣ̒̐̑̐ͣ͢ƛğƣğñƛĐłŵŪƛğŨŵƯğǐŵƛś͓ėğƣĐƛňĎğƣłŵǐŪğǐƣŵƷƛĐğƣ
ŵĹƣƯƛğƣƣłñǏğñƘƘğñƛğė͓ñŪėƯłñƯƯłğƛğňƣƛğƘŵƛƯğėͲ͖ĺƛğñƯğƛğǏňėğŪĐğ
ŵŪŨğŪƯñşňşşłğñşƯłƯłñŪĹŵƛƯłŵƣğĎñƣğėñƯƯłğǐŵƛśƘşñĐğͳ͢gğşşňłğƛπ
�ŪėğƛƣŵŪ͓̒ ͓̐̑̐Ƙ̘͒ ͣ͒̕ÙñŪėğƛiňƘƘğñŪėiňƘƘĠŪǖň͢ ̘̒̐̑ͣňŪǏğƣƯňĺñƯğė
whether or not working from home leads to more or less work-family 
ĐŵŪȍňĐƯƣ͒UŪƯłğ̙̘̑̐ñŪė̙̙̑̐͢ėƷƛňŪĺƯłğƯłňƛėňŪėƷƣƯƛňñşƛğǏŵşƷƯňŵŪͣňƯ
was seen as cost-effective to work from home because of the options to 
ğşňŨňŪñƯğǐŵƛśͨĹñŨňşǖĐŵŪȍňĐƯƣ͢ÙñŪ'ğƛiňƘƘğπiňƘƘĠŪǖň͓̘̒̐̑ͣ͒Hğş-
ƣƯğñėñŪėPğŪƣğśğ̗̒̐̑ͣ͢ĐşñňŨƣƯłñƯƘğŵƘşğǐłŵǐŵƛśƛğŨŵƯğşǖñƛğ
ͳ͒͒͒ŨŵƛğĐŵŨŨňƯƯğė͓ğŪƯłƷƣňñƣƯňĐñŪėƣñƯňƣȌğėǐňƯłƯłğňƛŘŵĎƯłñŪƯłğňƛ
ĐŵŪǏğŪƯňŵŪñşşǖşŵĐñƯğėĐŵƷŪƯğƛƘñƛƯƣ͓ĎƷƯȌŪėňƯėňĹȌĐƷşƯƯŵƛğėƛñǐƯłğ
şňŪğĎğͨƯǐğğŪłŵŨğñŪėǐŵƛśñƣƘƛğėňĐƯğėĎǖĎŵƛėğƛƯłğŵƛǖͳ͢Ƙ̘͒̒̐ͣ͒
UƯňƣĹƷƛƯłğƛŨŵƛğĐşñňŨğėƯłñƯ͓Ͳ͒͒͒ǐŵƛśňŪĺĹƛŵŨłŵŨğƛğėƷĐğƣǐŵƛśͪĹñ-
ŨňşǖĐŵŪȍňĐƯĎğĐñƷƣğňƯƘƛŵǏňėğƣğŨƘşŵǖğğƣĐŵŪƯƛŵşŵǏğƛƯłğƣĐłğėƷşňŪĺ
ŵĹƯłğňƛǐŵƛśėñǖƣ͵͵͢ÙñŪ'ğƛiňƘƘğπiňƘƘĠŪǖň͓̘͓̒̐̑Ƙ̘͓͒̓ͣ̕ĎƷƯÙñŪ
ėğƛ iňƘƘğ ñŪė iňƘƘĠŪǖň ̘̒̐̑ͣ͢ ñşƣŵ ƣñǐłŵǐ Ͳ͒͒͒ǐŵƛśňŪĺ ĹƛŵŨłŵŨğ
increases the permeability of boundaries between work and non-work 
domains because the physical boundaries between the two contexts 
ñƛğğşňŨňŪñƯğėͳ͢ÙñŪ'ğƛiňƘƘğπiňƘƘĠŪǖň͓̘͓̒̐̑Ƙ̘̖͒̓ͣ͒»łňƣĎşƷƛňƣ
ñƯłƛğñƯƯŵƘğŵƘşğ͵ƣǐŵƛśͨşňĹğĎñşñŪĐğ͢Appendix 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 
ƯłğƘłǖƣňĐñşƣňėğ͒PŵǐƯŵĐñƛğĹŵƛğñĐłŵĹƯłğĹŵƷƛƘñƛƯƣňƣňŪłğƛğŪƯşǖñŪ
ňŪėňǏňėƷñşŨñƯƯğƛñŪėͳUĹǖŵƷėŵŪ͵ƯėğƣňĺŪǖŵƷƛşňĹğ͓ƣŵŨğŵŪğğşƣğǐňşş
ėğƣňĺŪňƯĹŵƛǖŵƷ͓ñŪėǖŵƷŨñǖŘƷƣƯŪŵƯşňśğƯłğňƛňėğñŵĹĎñşñŪĐğͳ͢ sñƛƣł͓
2010, may @3.12).
According to the national board of health (i.e., Sundhedsstyrelsen), 
mental health can be protected through different factors, categorized 
ňŪʹňŪėňǏňėƷñş͵͓ ʹƣŵĐňñş͵ñŪėʹƣƯƛƷĐƯƷƛñş͵ĹñĐƯŵƛƣ͢®ƷŪėłğėƣƣƯǖƛğşƣğŪ͓͓̒̐̒̐
eñŪƷñƛǖ̒ͣ͒�ŪėñşƯłŵƷĺłƣĐłŵşñƛƣłñǏğňėğŪƯňȌğėƣğǏğƛñşƘŵƣňƯňǏğñŪė
ŪğĺñƯňǏğğĹĹğĐƯƣĹƛŵŨƯğşğĐŵŨŨƷƯňŪĺ͓PƷĺłğƣπPñŪƣ̒̐̐̑ͣ͢ėğƣĐƛňĎğ

łŵǐƛğƣğñƛĐłğƛƣͲ͖ĹñňşğėƯŵƷŪėğƛƣƯñŪėƯłğ ňŨƘŵƛƯñŪĐğŵĹƣŵĐňñşňǡňŪĺ
as a source of worker satisfaction and the importance of coworkers in 
ĐŵŪėƷĐƯňŪĺŨñŪǖǐŵƛśñƣƣňĺŪŨğŪƯƣͳ ͢Ƙ̗̘̖͒ͣ͒�ƣƯƷėǖƘğƛĹŵƛŨğėĎǖ
¦Ʒňǡͨ ñƣƯƛŵñŪėiƷƘƷ ͓̒̐̒̑͢ eñŪƷñƛǖͣ ƣłŵǐğė ƯłñƯ̓̐λŵĹ ƯłğŨğŪ
ñŪė ̐̕λ ŵĹ ƯłğǐŵŨğŪ ňŪƯğƛǏňğǐğė ñƘƘğñƛğė Ưŵ ĐŵŪƣĐňŵƷƣşǖ ƛğƣňƣƯ
working long hours. One of the danish proponents for shorter work 
ǐğğśƣ͢ňŪŵƛėğƛƯŵňŪĐƛğñƣğƘƛŵėƷĐƯňǏňƯǖͣňƣ£ğƛŪňşşğI͒�Ďňşėĺññƛė͓ǐłŵ
ňƣ Ưłğ ĹŵƷŪėğƛ ŵĹ »�g0�� g»Us0͓ ñ ŪğƯǐŵƛśͨĎñƣğė ĐŵŨƘñŪǖ ƯłñƯ
ñƛĺƷğƣĹŵƛñ̔ͨėñǖǐŵƛśǐğğś͒PğƛñƛĺƷŨğŪƯňƣƯłñƯͲ͖ƯŵėñǖǐğłñǏğ
ƯłğƯŵŵşƣƯŵǐŵƛśŨƷĐłƣŨñƛƯğƛ͓ŨƷĐłŨŵƛğğĹȌĐňğŪƯƯłñŪǐğłñė̓̐
years ago. At the same time, we are all longing for more time. Time has 
ĎğğŪŵƷƛŨŵƣƯňŨƘŵƛƯñŪƯƛğƣŵƷƛĐğͳ͢ »0'Ǖ»ñşśƣ͓̒ ͓̐̒̐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. 
®łğñƛĺƷğƣƯłñƯňƯňƣͲ͖ƯłğňŪƯğŪƣňƯǖŵĹǖŵƷƛǐŵƛś͓ǐłňĐłėňĐƯñƯğƣłŵǐ
many tasks you get done in a day” (TEDx Talks, 2020, @1:44-1:53). 
�ŪŵƯłğƛėñŪňƣłñėǏŵĐñƯğĹŵƛňŪĐƛğñƣğėȍğǕňĎňşňƯǖňŪƯłğşñĎŵƛŨñƛśğƯ͓ňƣ
 ñŨňşşñgƛňŪĺ͓ǐłŵłñƣñ£ł͒'͒ňŪÚŵƛśͨiňĹğ�ñşñŪĐğñŪėňƣƯłğĹŵƷŪėğƛ
of B-society. She shares the perception that we are currently operating 
ňŪñşñĎŵƛŨñƛśğƯƣƯƛƷĐƯƷƛğėƯŵƣƷňƯƯłğňŪėƷƣƯƛňñşƣŵĐňğƯǖ͢gƛňŪĺ͓̒̐̒̐ͣ͒
She argues that value at that time was material in the form of products, 
ŨñĐłňŪğƣ͓ñŪėĎƷňşėňŪĺƣ͓ñŪėͲ͖ñƘƘƛŵǕňŨñƯğşǖ̘̐λŵĹñĐŵŨƘñŪǖ͵ƣǏñ-
şƷğǐñƣ ƯñŪĺňĎşğǏñşƷñĎşğƣͳ ͢gƛňŪĺ͓͓̒̐̒̐Ƙ͒̑̒ͣ͒̕»łğ̘ͨłŵƷƛėňǏňƣň-
ŵŪŵĹƯłğǐŵƛśėñǖñƣñͲ͖ĐŵşşğĐƯňǏğǐŵƛśŨŵėğş͓ǐłğƛğğǏğƛǖŵŪğłñė
identical work hours, a set work location, and the same work rhythm, 
ȌƯƘğƛĹğĐƯşǖǐňƯłƯłğŵƘƯňŨňǡñƯňŵŪŵĹňŪėƷƣƯƛňñşşñĎŵƷƛͳ͢gƛňŪĺ͓͓̒̐̒̐Ƙ͒
̙̑̒ͣ͒�ŪƯłğĐŵŪƯƛñƛǖ͓şňǏňŪĺňŪñͲ͖śŪŵǐşğėĺğƣŵĐňğƯǖ͓ŨŵƛğñŪėŨŵƛğ
work is becoming invisible in its characteristic processes. Today, over 
̘̐λŵĹñĐŵŨƘñŪǖ͵ƣǏñşƷğňƣňŪƯñŪĺňĎşğǏñşƷğƣͳ͢gƛňŪĺ͓͓̒̐̒̐Ƙ̖͒̑̒ͣ͒
ÚňƯł ƯłňƣñƛĺƷŨğŪƯ͓ ƣłğƣƯñƯğƣ ƯłñƯ Ͳ͖ñ şñƛĺğƘğƛĐğŪƯñĺğŵĹǐŵƛś ňƣ
ŪŵǐňŪėğƘğŪėğŪƯŵĹƯňŨğñŪėƘşñĐğͳ͢ gƛňŪĺ͓̒ ͓̐̒̐Ƙ͒̑ ̖͓̒ͣñŪėǐğŨƷƣƯ
therefore design our own work practices in accordance. 
UŪ ƯłğƣƯƷėǖƘğƛĹŵƛŨğėĎǖ ¦Ʒňǡͨ ñƣƯƛŵπiƷƘƷ ͓̒̐̒̑͢ eñŪƷñƛǖͣ Ưłğǖ
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found that even though the cases were different, a certain mental pat-
ƯğƛŪĹŵƛŨñňŪƯñňŪňŪĺñǐŵƛśͨşňĹğĎñşñŪĐğñƘƘğñƛğė͒ͲUŨƘŵƛƯñŪƯşǖ͓ŵƷƛƛğ-
ƣğñƛĐłƣƷĺĺğƣƯƣƯłñƯƯłňƣňƣŪŵƯñŵŪğͨƯňŨğȌǕ͓ĎƷƯƛñƯłğƛ͓ñĐǖĐşğƯłñƯ
we must engage in continuously as our circumstances and priorities 
ğǏŵşǏğ͒ͳ͢¦Ʒňǡͨ ñƣƯƛŵπiƷƘƷ͓͓̒̐̒̑eñŪƷñƛǖ͓ş͒̒̓ͣ͒»łňƣĐǖĐşğĐŵŪƣňƣƯƣ
ŵĹȌǏğŵŪĺŵňŪĺƣƯğƘƣǐłňĐłňŪėňǏňėƷñşƣŨƷƣƯĐŵŪƣňėğƛǐłğŪƯƛǖňŪĺƯŵ
ñĐłňğǏğĎñşñŪĐğ͕̑ͣ£ñƷƣğñŪėƛğȍğĐƯ͓̒ͣƘñǖñƯƯğŪƯňŵŪƯŵğŨŵƯňŵŪƣ͓̓ͣ
ƛğƘƛňŵƛňƯňǡğ͓ ̔ͣ ĐŵŪƣňėğƛ ñşƯğƛŪñƯňǏğƣ ñŪė ͣ̕ ňŨƘşğŨğŪƯ ĐłñŪĺğƣ ͢¦Ʒ-
ňǡͨ ñƣƯƛŵπiƷƘƷ͓͓̒̐̒̑eñŪƷñƛǖͣ͒PŵǐğǏğƛƯłğƣğñƛğŵŪşǖƘŵƣƣňĎşğ 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 ǏñƣƯŨñŘŵƛňƯǖ 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 Society͓ͣƘƛñĐƯňƯňŵŪğƛƣ͵ğşğ-
ments (materials, competencies and meanings) are affected very diffe-
rently, making the collective work models unsuitable for what is now 
ƯłğǏñƣƯŨñŘŵƛňƯǖ͒ÚğñƛĺƷğ͓ñƣǐğşşñƣgƛňŪĺ̒̐̒̐ͣ͢ñŪė�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»łƷƣ͓ǐğĎğşňğǏğƯłñƯñƯƛñŪƣňƯňŵŪƯŵǐñƛėƣŨŵƛğȍğǕňĎşğñŪė
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͵ǐŵƛśƘƛñĐƯňĐğƣñŪėƯłğğĹĹğĐƯƣŵĹƯłŵƣğ͓ñƛğĐŵŪƣňėğƛğė͒

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

UŪsñƛĐł̒̐̒̐ƯłğÚŵƛşėPğñşƯł�ƛĺñŪňǡñƯňŵŪ͢ÚP�͓ͣñŪŪŵƷŪĐğėƯłñƯ
the spread of COVID-19, were now so severe that it was categorized 
ñƣñĺşŵĎñşƘñŪėğŨňĐ͢ÚŵƛşėPğñşƯł�ƛĺñŪňǡñƯňŵŪ͓͓̒̐̒̐eƷŪğ̙̒ͣ͒»łňƣ
led to a global emergency preparedness and on March 11, 2020 the 
Danish government announced a complete lockdown of the country 
͢�ƯƯŵƣğŪ͓π�ŪĐłğƛͨeğŪƣğŪ͓͓̒̐̒̑ HğĎƛƷñƛǖͣ͒̕ »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 
ĹƛŵŨłŵŨğ͢uñǏƛĎŘğƛĺπsňŪĎñğǏñ͓̒̐̒̐ñͣ͒�ĐĐŵƛėňŪĺƯŵĐłňğĹĐŵŪƣƷş-
ƯñŪƯňŪ'ñŪƣś0ƛłǏğƛǏ͓»ňŪñ�ƷĐł�şƣƣŵŪ͓̒̐̒̐͢eƷşǖ̓̐ͣñƯşğñƣƯ̔̐λ
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-
ƯňƯňŵŪğƛƣƘğƛĹŵƛŨƯłğňƛƘƛñĐƯňĐğ͒HƛŵŨŵŪğėñǖƯŵñŪŵƯłğƛƯłğĐŵŨƘƷƯğƛ
(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.

»łğȌŪñşğĹĹğĐƯƣŵĹƯłğƘñŪėğŨňĐñƛğǖğƯƯŵĎğƣğğŪ͓ĎƷƯǏñƛňŵƷƣƘğŵƘşğ
have already experienced the opportunities as well as the consequen-
ĐğƣƯŵǐłñƯƯłğėñŪňƣłŨğėňñłñǏğĎğğŪĐñşşňŪĺ ʹñĺƛğñƯğǕƘğƛňŨğŪƯ͵
(e.g., Bernsen, 2020, March 25; Pedersen, 2020, November 6; Vilien, 
Ū͒ė͕͒ñŪėsƑƛĐś͓̒ ͓̐̒̐'ğĐğŨĎğƛ̒ ̗ͣ͒uñǏƛĎŘğƛĺñŪėsňŪĎñğǏñ͢ ̒̐̒̐ñͣ
describe how organizations have been equipped differently to the shift 
into a virtual worksite, depending on how digitized they already were 
ĎğĹŵƛğƯłğƘñŪėğŨňĐ͒�Ǐğƛñşş͓ƯłƛğğĐñƯğĺŵƛňğƣĐñŪĎğňėğŪƯňȌğė͕̑ͣŵƛ-
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-
ǡñƯňŵŪłñėĎñėşǖĎğĺƷŪ͓ƘƛňŵƛƯŵƯłğƘñŪėğŨňĐ͢uñǏƛĎŘğƛĺπsňŪĎñğǏñ͓
̒̐̒̐ñ͓Ƙ̙͒ͣ͒HƷƛƯłğƛŨŵƛğ͓HğƛƛğňƛñğƯ͒ñş͓͒ ͓̒̐̒̐͢�ĐƯŵĎğƛͣƣƯñƯğƣłŵǐ
ǏňƛƯƷñşǐŵƛśͲ͒͒͒ňƣğƣƘğĐňñşşǖñƘƘƛŵƘƛňñƯğĹŵƛśŪŵǐşğėĺğͨňŪƯğŪƣňǏğ͓ǐłň-
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te-collar employees with considerable experience who work alone or 
ǐłŵƣğŵƷƯƘƷƯĐñŪĎğŨğñƣƷƛğėͳ͢Ƙ͒̒̑ͣ͒»łğǖƣƯñƯğłŵǐ̘̐λŵĹǐłň-
te-collar workers have been working remotely at some point during the 
pandemic. 
uñǏƛĎŘğƛĺ ñŪėsňŪĎñğǏñ ̒̐̒̐͢Ďͣ ėğƣĐƛňĎğ łŵǐ Ưłğ �ÙU'̙ͨ̑ ƘñŪ-
ėğŨňĐłñƣłñėñŪňŪȍƷğŪĐğŵŪƘƛŵėƷĐƯňǏňƯǖñŪėŵƛĺñŪňǡñƯňŵŪŵĹǐŵƛś͒
Participants meet on time, are better prepared and not as easily inter-
rupted (see appendix X Effectivity and Productivityͣ͒HƷƛƯłğƛŨŵƛğ͓Ưłğ
şŵĐśėŵǐŪşğėƯŵñĐşŵƣğƛĐŵşşñĎŵƛñƯňŵŪĎğƯǐğğŪşğñėğƛƣ͢uñǏƛĎŘğƛĺñŪė
Minbaeva, 2020b). HňĺƷƛğß illustrates how the organizational energy 
łñƣňŪĐƛğñƣğėñŪėėğĐƛğñƣğėėƷƛňŪĺƯłğȌƛƣƯƘğƛňŵėŵĹƯłğşŵĐśėŵǐŪ͒�Ư
ȌƛƣƯƯłğğŪğƛĺǖňŪĐƛğñƣğƣĎğĐñƷƣğƘğŵƘşğñƛğȌşşğėǐňƯłğƷƘłŵƛňññĎŵƷƯ
the situation and a spirit of togetherness is dominating the attitude. 
�ĹƯğƛƯňŨğƯłğĐƷƛǏğĎƛğñśƣñŪėƘğŵƘşğğǕƘğƛňğŪĐğͲƯłğ ŵƛŵŪñͨǐñşşͳ͓
ǐłğƛğƯłğƣňƯƷñƯňŵŪňƣėƛñǐŪŵƷƯñŪėƯłğğƷƘłŵƛňñňƣĺŵŪğ͢uñǏƛĎŘğƛĺπ
Minbaeva, 2020a). The curve has the possibility of continuing in three 
different directions according to how each company manages to take 
ñėǏñŪƯñĺğŵĹƯłğƣňƯƷñƯňŵŪñƣƣłŵǐŪŵŪƯłğȌĺƷƛğ͒

»łğƘñŪėğŨňĐĹŵƛĐğėƘğŵƘşğňŪƯŵñƣňƯƷñƯňŵŪƯłğǖłñėŪŵňŪȍƷğŪĐğŵŪ
and many were involuntarily isolated from any social contact apart from 
ŵŪşňŪğĐŵŨŨƷŪňĐñƯňŵŪ͕ͲÚğłñǏğłñėƯŵñĐĐğƘƯƯłğƣňşğŪĐğ͓ĎƛŵśğŪŵŪşǖ
ĎǖǏŵňĐğƣňŪƯłğǏňƛƯƷñşǐŵƛşė͖ͳ͢Iñŵπ®ñň͓͓̒̐̒̐Ƙ̗̙͓͒ͣ̕ǐłňĐłşğėƯŵ
ñşŨŵƣƯñ̐̕λ ňŪĐƛğñƣğ ňŪ şŵŪğşňŪğƣƣ ͢PñĺğŨñŪŪ͓͓̒̐̒̑ eñŪƷñƛǖ̘̒ͣ͒
»łğƘƣǖĐłŵşŵĺňƣƯƣPñƛğŪñŪė�ñŪĺ͓̒̐̒̐͢�ĐƯŵĎğƛ̒̓ͣėğƣĐƛňĎğłŵǐ
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 ĹğğşňŪĺŵĹ şŵŪğşňŪğƣƣ ñƣIñŵñŪė®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” 
͢Iñŵπ®ñň͓͓̒̐̒̐Ƙ̗͒̔ͣ͒̕
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 (ñƘƘğŪėňǕßPğñşƯłͣ͒�ĐĐŵƛėňŪĺ Ưŵ¦ňĐĐň͓ H͓͒ ğƯ ñş͒ ̒̐̒̐ͣ͢
»łğ Úŵƛşė PğñşƯł �ƛĺñŪňǡñƯňŵŪ ĐşñƣƣňȌğė ƘłǖƣňĐñş ňŪñĐƯňǏňƯǖ ñƣ Ưłğ
ĹŵƷƛƯł şğñėňŪĺ ƛňƣś ĹñĐƯŵƛñĐĐŵƷŪƯňŪĺ Ĺŵƛ̖λŵĹĺşŵĎñşŨŵƛƯñşňƯǖ͒�Ūė
this great increase in computer-related activities caused by the pan-
ėğŨňĐşŵĐśėŵǐŪͲ͒͒͒ƛğƣƷşƯğėňŪŨŵƛğƣňƯƯňŪĺƯňŨğňŪƣňėğƯłğłŵƷƣğñŪėñ
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 
ňƯǐňşşƯłğƛğĹŵƛğňŪƯğƛƘƛğƯňƯñƣĎğňŪĺğňƯłğƛƯłğƷƘƛňƣňŪĺŵĹñȌĺłƯŵƛƛŵ-
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 
ƯƷƛŪƯłğĐñŨğƛñŵĹĹĎğĐñƷƣğͲ͒͒͒ƯłŵƣğǐłŵñƯƯğŪėĐŵŪĹğƛğŪĐğĐñşşƣĹƛğ-
quently realize that audio-only conversations suffer as groups become 
larger. Inferring the attention of others is nearly impossible once there 
ñƛğŨŵƛğƯłñŪñłñŪėĹƷşŵĹƘğŵƘşğŵŪñĐŵŪĹğƛğŪĐğĐñşş͖ͳ͢�ñňşğŪƣŵŪ͓
͓̒̐̒̑Ƙ̘͒ͣ͒

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. 
IñŵñŪė®ñň̒̐̒̐ͣ͢ğǕƘşñňŪłŵǐƯłğǖñşƣŵłñǏğğǕƘğƛňğŪĐğėƯłğͲ͖ĐŵŪ-
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-
ĺğ͓ŨñėğŨñňŪƯñňŪňŪĺƘłǖƣňĐñşñŪėŨğŪƯñşłğñşƯłėňĹȌĐƷşƯñŪėƯłğƛğĎǖ
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-
ŵŪėğĐƛğñƣğėͲ͒͒ƛğƚƷňƛňŪĺşğƣƣƣƯƛƷĐƯƷƛğėŨŵƛŪňŪĺƛŵƷƯňŪğƣñŪėƯłğƛğĎǖ
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 ƯłğėğĐşňŪğ ňŪ ĐñƛƣĎǖ̓̐λ͒�ƣ ƯƛñŪƣƘŵƛƯñƯňŵŪ ňƣ ƛğƣƘŵŪƣňĎşğ
Ĺŵƛ ñƛŵƷŪė ̔̕λŵĹ 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 
ƯłŵƷĺłƯƛñŪƣƘŵƛƯñƯňŵŪƯňŨğŵĹƯğŪňƣƣğğŪñƣñǐñƣƯğŵĹƯňŨğ͓̖̙λ͢ŵĹ
͓̑̐̑̔ñƣśğėͣƣƯňşşƣñňėƯłğǖŨňƣƣğėƣŵŨğñƣƘğĐƯƣŵĹĐŵŨŨƷƯňŪĺ͢¦ƷĎňŪ

et al., 2020). Especially people with biking as their preferred vehicle, to 
and from their physical worksite felt the biggest deprivation, whereas 
ƘğŵƘşğǐłŵƘƛğĹğƛƛğėĐñƛƣĹğşƯƯłğşğñƣƯ͢¦ƷĎňŪğƯñş͓͒̒̐̒̐ͣ͒»łňƣĐŵƷşė
be related to the fact that riding the bike is considered a contribution 
ƯŵƘłǖƣňĐñşñĐƯňǏňƯǖñŪėƯłğƛğĎǖŵǏğƛñşşłğñşƯł͒¦ƷĎňŪğƯñş͒̒̐̒̐ͣ͢ñşƣŵ
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-
ƣňĐñşǐŵƛśƣňƯğ͓ ñ ƣňĺŪňȌĐñŪƯ ĐłñŪĺğ ňŪ łŵƷƣğłŵşė ğŪğƛĺǖ ĐŵŪƣƷŨƘƯň-
ŵŪǐñƣƣğğŪėƷƛňŪĺƯłğƘğƛňŵėŵĹ̙̒̐̑Ưŵ̒̐̒̐͢uňğşƣğŪπeñĐŵĎƣğŪ͓
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 
ŵĹĎŵƯł ƛğƣňėğŪƯňñşłŵŨğñŪėĐŵŨŨğƛĐňñşŵĹȌĐğĎƷňşėňŪĺƣĎğňŪĺƷƣğė
ėƷƛňŪĺǐŵƛśłŵƷƛƣ ͢IňşşňŪĺłñŨğƯñş͓͒̒̐̒̐ͣ͒'ğƘğŪėňŪĺŵŪ Ưłğǐŵƛś
practice being conducted at both sites simultaneously.

'ğƣƘňƯğ Ưłğ ĐŵŪƣğƚƷğŪĐğƣ ƘƛğƣğŪƯğė͓ HğşƣƯğñė ñŪėPğŪƣğśğ ̗̒̐̑ͣ͢
ƣƷĺĺğƣƯƯłñƯƣłňĹƯňŪĺƯŵƯłğǏňƛƯƷñşƣňƯğͲ͒͒͒ňƣ͓ŵŪƯłğǐłŵşğ͓ñėǏñŪƯñĺğ-
ŵƷƣƯŵğŨƘşŵǖğƛƣñŪėğŨƘşŵǖğğƣ͒ͦ͒͒͒ͧǐłňşğǐğŨñǖŪŵƯĎğǐňƯŪğƣƣňŪĺ
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-
ƯǖͨȌƛƣƯĐğŪƯƷƛǖͳ͢Ƙ̘͒̒̐ͣ͒»łğ �ÙU'̙ͨ̑ƘñŪėğŨňĐşŵĐśėŵǐŪƣłŵǐğė
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 
ğŨƘşŵǖğƛƣƯŵƣğğƯłñƯƛñėňĐñşĐłñŪĺğňƣŪ͵ƯƯŵĎğĹğñƛğėñƣŨƷĐłñƣƘƛŵ-
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 
ƘƛñĐƯňĐğ͒ÚğłñǏğğǕƘşñňŪğėłŵǐƯłğƘƛñĐƯňĐğǐñƣȌƛƣƯƣƯñĎňşňǡğėƯł-
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 
ƯłğȌƛƣƯñŪėƣğĐŵŪėƛğǏŵşƷƯňŵŪ͓ƯłğŨğñŪňŪĺŵĹƯłğǐŵƛśƘƛñĐƯňĐğĐłñŪ-
ĺğė͒UƯǐñƣŪŵşŵŪĺğƛʹƣƷƛǏňǏñş͵͓ ĎƷƯʹƣƷƛƘşƷƣ͵ǐłňĐłĐŵŪƣƯňƯƷƯğėƯłğğşğ-
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, 
ĹŵşşŵǐğėĎǖƯłğňŪƯğƛŪğƯ͓łñėñĺƛğñƯňŨƘñĐƯŵŪƯłğƯƛñŘğĐƯŵƛňğƣŵĹƯłğ
work practice. This provided insight to how the third and fourth indu-
ƣƯƛňñşƛğǏŵşƷƯňŵŪñĹĹğĐƯğėƘƛñĐƯňƯňŵŪğƛƣ͵ğşğŨğŪƯƣňŪƣƷĐłñǐñǖƯłñƯƯłğ
ȌƛƣƯ ƣňĺŪƣ ŵĹ ėňƣƛƷƘƯňŪĺ Ưłğ ƣƯñĎňşňǡğėǐŵƛś ƘƛñĐƯňĐğ ĎğĐñŨğ ǏňƣňĎşğ͒
ÚğłñǏğƯłğƛğĎǖƣłŵǐŪłŵǐͲ0şğŨğŪƯƣŵĹƘƛñĐƯňĐğĐłñŪĺğŵǏğƛƯňŨğͳ
(Shove et al., 2012, p. 33) and thereby how the work practice went 
ĹƛŵŨĎğňŪĺͲ͒͒͒ʹ ĎşñĐśͨĎŵǕğė͵ ƯŵƯłğğǕƯğŪƯƯłñƯ ňƯĐŵŪƣƯňƯƷƯͦğėͧñƣňŪĺşğ
ƘƛñĐƯňĐğͳ͢®łŵǏğğƯñş͓͓̘͒̒̐̑̒̓ͣƯŵĎğĐŵŨňŪĺŨŵƛğñŪėŨŵƛğ ňŪėňǏň-
dualized through the course of time. We then proceeded to investigate 
whether the now individualized work practice can function in the col-
şğĐƯňǏğǐŵƛśŨŵėğş͒PŵǐğǏğƛ͓ǐğėňƣĐŵǏğƛğėłŵǐƯłğĐŵşşğĐƯňǏğǐŵƛś
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 
ňƣñŪğğėĹŵƛƯłğĐƛğñƯňŵŪŵĹñĹƛñŨğǐŵƛśĹŵƛȍğǕňĎşğǐŵƛśŨŵėğşƣ͓ƣňŪĐğ

ňƯƣğğŨƣƯłñƯƯłğƯƛñėňƯňŵŪñşƘğƛĐğƘƯňŵŪŵĹƘğƛĹŵƛŨňŪĺǐŵƛśėŵğƣŪŵƯȌƯ
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, 
ĎğňŪĺñŪŵƘƘŵƛƯƷŪňƯǖĹŵƛƯƛñŪƣňƯňŵŪñşĐłñŪĺğ͒HƷƛƯłğƛŵŪ ňŪƯłğƛğƘŵƛƯ
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-
ŨğǐŵƛśĹŵƛ ňŪėňǏňėƷñşňǡğėñŪėȍğǕňĎşğǐŵƛśŨŵėğşƣ͒»łğƣğñƛğƣƷŨ-
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-
ƘňƛňĐñşŨñƯğƛňñşƯłñƯǐñƣƷƣğėňŪŵƛėğƛƯŵĐŵŪėƷĐƯƯłğĹŵşşŵǐňŪĺñŪñşǖƣňƣ͒HƷƛƯłğƛŨŵƛğ͓ǐğǐňşşėğƣĐƛňĎğłŵǐƯłƛğğŵƛĺñŪňǡñƯňŵŪƣ͓ƛğƘƛğƣğŪƯňŪĺ
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-
ğƣ͓ǐłňĐłşğñėƣƷƣƯŵƯłğňėğŪƯňȌĐñƯňŵŪŵĹĎƛğñśėŵǐŪƣƛğĺñƛėňŪĺƘłǖƣňĐñşñŪėƛğŨŵƯğǐŵƛśƣňƯğƣ͒»łƷƣ͓ƯłğĐłñƘƯğƛǐňşşğŪėĐŵŪĐşƷėňŪĺŵŪƯłğ
ȌŪėňŪĺƣñĐłňğǏğėƯłƛŵƷĺłŵƷƯƯłňƣñŪñşǖƣňƣŵĹĎŵƯłğŨƘşŵǖğƛƣñŪėğŨƘşŵǖğğƣ͒
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4.1 Our Collaboration with Advising Engineering 
       Organizations

UŪĐłñƘƯğƛ̓»łğPňƣƯŵƛňĐñş»ƛñĐğŵĹƯłğÚŵƛś£ƛñĐƯňĐğǐğƛğĐŵĺŪňǡğė
that white-collar employees are typically not restricted by large tools 
ƯłñƯñƛğȌǕğėƯŵñƣƘğĐňȌĐşŵĐñƯňŵŪĎƷƯƷƣğƯŵŵşƣƣƷĐłñƣşñƘƯŵƘƣ͓ǐłňĐł
are easier transported from one location to another (see Appendix XX: 
0ƣƯñĎşňƣłŨğŪƯŵĹ£ƛŵŘğĐƯ ŵşşñĎŵƛñƯŵƛͣ͒HğƛƛğňƛñğƯ͒ñş͓͓͒̒̐̒̐͢�ĐƯŵĎğƛͣ
ƣƯñƯğƣłŵǐȍğǕňĎşğǐŵƛśͲ͒͒͒ňƣğƣƘğĐňñşşǖñƘƘƛŵƘƛňñƯğĹŵƛśŪŵǐşğėĺğͨňŪ-
tensive, white-collar employees with considerable experience who 
work alone or whose output can be measured” (p. 21) making them our 
ƯñƛĺğƯĺƛŵƷƘ͒UŪƯłğƘƛŵĐğƣƣŵĹȌŪėňŪĺƣƷňƯñĎşğĐŵşşñĎŵƛñƯŵƛƣĹŵƛƯłğƘƛŵ-
ŘğĐƯ͓ǐğǐñŪƯğėƯłğŨŪŵƯŵŪşǖƯŵĎğǐłňƯğͨĐŵşşñƛǐŵƛśğƛƣ͓ĎƷƯñşƣŵĹƛŵŨ
places of work that could potentially become our own. In this process, 
ǐğƛğƣğñƛĐłğėƯłğƘŵƯğŪƯňñşĹŵƛňŪȍƷğŪĐňŪĺŵƛĺñŪňǡñƯňŵŪƣňŪñǏñƛňğƯǖŵĹ
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-
ǏňƣňŪĺğŪĺňŪğğƛňŪĺŵƛĺñŪňǡñƯňŵŪƣ͢'ğȌŪňƯňŵŪĹƛŵŨ'®»̖̒̐̑ͣͣ͒͢

4.2 The Organizations Relations to Remote Work
 
Through a meeting and an online intervention with two employers 
ĹƛŵŨŵƛĺñŪňǡñƯňŵŪu͓ǐłŵŨǐğňŪƯłňƣƯłğƣňƣƛğĹğƛƯŵñƣuȋñŪėui͓̒
we discovered how this organization currently do not have a policy re-
şñƯğėƯŵǐŵƛśňŪĺĹƛŵŨłŵŨğñƣuȋƣƯñƯğė͔Ͳ͒͒͒ǐğėŵŪŵƯłñǏğŵŪğƯŵėñǖ
at all, or yes, one can say the one we have is that we do not really offer 
łŵŨğ ŘŵĎƣ͒ UƯ ňƣŪŵƯƣƷĐłñƘñƛƯŵĹŵƷƛǐñǖŵĹǐŵƛśňŪĺ͒͒͒ͳ ͢uȋ͓ğƣƯñ-
ĎşňƣłňŪĺĐŵşşñĎŵƛñƯňŵŪ͓HğĎƛƷñƛǖ͓̒̒̐̒̑ͣ͒®łğėňėğǕƘƛğƣƣƯłğŪğğėĹŵƛ
ĐƛğñƯňŪĺƣƷĐłñƘŵşňĐǖñŪėłŵǐňƯňƣƛŵŵƯğėňŪƯłğŵƛĺñŪňǡñƯňŵŪͲ͒͒͒łñǏňŪĺ
ñŪŵĎşňĺñƯňŵŪňŪƛğşñƯňŵŪƯŵƯłğǐŵƛśğŪǏňƛŵŪŨğŪƯͦşğĺňƣşñƯňŵŪͧñŪėƯłğ
şñĎŵƛňŪƣƘğĐƯŵƛñƯğͳ͢uȋ͓ğƣƯñĎşňƣłňŪĺĐŵşşñĎŵƛñƯňŵŪ͓HğĎƛƷñƛǖ͓̒̒̐̒̑ͣ͒
HƷƛƯłğƛŨŵƛğ͓ƯłğşñĐśŵĹñƘŵşňĐǖƛğƣƷşƯƣňŪŵƛĺñŪňǡñƯňŵŪułñǏňŪĺşğƣƣ

control over who has an assignment, what the assignment is about, and 
ǐłňĐłƯŵŵşƣƯłğŵƛĺñŪňǡñƯňŵŪƣƣłŵƷşėėğşňǏğƛ͢ui͓̒ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓
sñǖ͓̒̐̒̑ͣ͒̕»łğşñĐśŵĹƘŵşňĐǖłñƣƛğƣƷşƯğėňŪƯłğŨłñǏňŪĺėňĹȌĐƷşƯňğƣ
in making demands of the employees because they do not have a for-
ŨñşñĺƛğğŨğŪƯǐňƯłƯłğŨ͢uȋ͓ğƣƯñĎşňƣłňŪĺĐŵşşñĎŵƛñƯňŵŪ͓HğĎƛƷñƛǖ͓̒
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-
şňĐǖ͒ui̒ğǕƘƛğƣƣğėñŪğğėĹŵƛŨñśňŪĺėğŨñŪėƣĹŵƛƯłğƯňŨğƣĐłğėƷşğƣ
ƯłğğŨƘşŵǖğğƣƣłŵƷşėĹŵşşŵǐ͒UŪłğƛƘğƛĐğƘƯňŵŪͲ̘̖͒͒͒ͨ̑ƯłñƯ ňƣǐłğƛğ
ǐğǐŵƛś͒ UƯ͵ƣ ňŪ Ưłğňƛ ĐŵŪƯƛñĐƯ͒ �Ūė ƯłñƯ͵ƣǐłğƛğ Ưłğǖ͵ƛğ ñǏñňşñĎşğ Ưŵ
ĐƷƣƯŵŨğƛƣ͵͵͢ui͓̒ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓sñǖ͓̒̐̒̑ͣ͒̕
Organization I, had another approach in regards to their work model. 
�ƣUȋğǕƘƛğƣƣğėłŵǐƯłğǖƛğĐğŪƯşǖłñǏğłñėñĹŵĐƷƣŵŪȍğǕňĎňşňƯǖ͔ͲňƯ
łñƣŨŵƛğĎğğŪƯłğňėğñŵĹȍğǕňĎňşňƯǖ͔ƣłŵƛƯǐŵƛśňŪĺėñǖƣ͓ŨñǖĎğǐğğś-
ğŪėƣ͓ŨñǖĎğňŪƯłğğǏğŪňŪĺƣ͓ƣŵƣňŨƘşǖƣŵƯłñƯňƯƣƷňƯƣŵŪğ͵ƣėñňşǖşňĹğͳ
͢Uȋ͓ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓sñǖ͓̒̒̐̒̑ͣ͒̕PğŪĐğ͓ƯłğňƛėğȌŪňƯňŵŪŵĹȍğ-
ǕňĎňşňƯǖĹŵĐƷƣğƣŵŪȍğǕňĎşğǐŵƛśňŪĺƣĐłğėƷşğƣ͓ǐłğƛğňƯƣğğŨƣƯłñƯƯłğ
employees can work in time slots of their own choice. We are unsure 
ǐłğƯłğƛƯłňƣȍğǕňĎşğǐŵƛśŨŵėğşňƣñƘƘşňğėñƣƣƷĐł͓ñƣñŪŵƯłğƛğŨƘşŵ-
ǖğƛğǕƘƛğƣƣğėƯłñƯƯłğňƛǐŵƛśŨŵėğşňƣėğȌŪğėƯłƛŵƷĺłñĐŵŪǏğƛƣñƯňŵŪ
ĎğƯǐğğŪƯłğ ňŪėňǏňėƷñşğŨƘşŵǖğğñŪėƯłğňƛ ƛğƣƘğĐƯňǏğğŨƘşŵǖğƛ ͢Ui͓̒
ğͨŨñňşĐŵƛƛğƣƘŵŪėğŪĐğ͓sñǖ̗͓̒̒̐̒̑ͣ͒PğŪĐğňƯƣğğŨƣƯłñƯƯłňƣŨŵėğş
is not necessarily applied, as it depends on the demands of the emplo-
yer of the section in which the employee is a part.

uğňƯłğƛğŨƘşŵǖğƛUȋ͓Ui̒ŵƛui̒ğǕƘƛğƣƣğėłŵǐƯłğŪğĺŵƯňñƯňŵŪŵĹƯłğ
ğŨƘşŵǖğğƣ͵ǐŵƛśƣĐłğėƷşğƯñśğƣƘşñĐğňŪƘƛñĐƯňĐğ͓ñŪėňƯłğŪĐğƣğğŨƣ
that both organizations are putting a lot of responsibility on the emplo-
ǖğğƣ ƯŵȌĺƷƛğŵƷƯłŵǐ ƯŵŨğğƯ Ưłğňƛ ňŪėňǏňėƷñşŪğğėƣ͓ǐňƯłŵƷƯ ƯłğŨ



32

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-
ĺñŪňǡñƯňŵŪƣėŵŪŵƯƘƛŵǏňėğñŪǖŨğñŪƣƯŵėğȌŪğǐłñƯƯłğŪğğėƣŵĹƯłğ
employees are.

Although these organizations seem to have different approaches to re-
ŨŵƯğǐŵƛś͓ƯłğǖñƛğñşşƣƷĎŘğĐƯƣƯŵƯłğ'ñŪňƣłÚŵƛś0ŪǏňƛŵŪŨğŪƯiğĺň-
slation. This legislation still applies when the work is carried out from 
łŵŨğ͒PŵǐğǏğƛ͓ƯłğƛƷşğƣñƛğşňŨňƯğėňŪƯłğñƛğñƣŵĹ͕ƘłǖƣňĐñşĹñĐňşňƯňğƣ
ŵĹƯłğǐŵƛśƘşñĐğ͢ƣƷĐłñƣƯłğłŵŨğŵĹȌĐğ͓ͣǐŵƛśňŪĹƛŵŪƯŵĹñĐŵŨƘƷ-
Ưğƛ͓ƯłğŵƛĺñŪňǡñƯňŵŪƣ͵ƣñĹğƯǖñŪėłğñşƯł͓ñŪėƛğƣƯƘğƛňŵėƣ͟ėñǖƣŵĹĹ͢Hŵƛ
ĹƷƛƯłğƛğşñĎŵƛñƯňŵŪƣğğ�ƘƘğŪėňǕßß͔Úŵƛś0ŪǏňƛŵŪŨğŪƯiğĺňƣşñƯňŵŪͣ͒
This legislation applies to employees working from home from one day 
ñǐğğśƯŵĹƷşşƯňŨğ͢�ƛĎğŘėƣƯňşƣǖŪğƯ͓̒̐̑̔ͣ͒�ƛğŨŵƯğǐŵƛśƘŵşňĐǖŨƷƣƯ
ƯłğƛğĹŵƛğŨğğƯƯłğƛğƚƷňƛğŨğŪƯƣŵĹƯłğ'ñŪňƣłÚŵƛś0ŪǏňƛŵŪŨğŪƯiğ-
gislation.

Besides having thoughts on how the work should be performed remo-
tely, the three organizations expressed concerns about the actual shift 
ňŪƣňƯğƣĹƛŵŨǐŵƛśňŪĺʹñƯƯłğŵĹȌĐğ͵ƯŵǐŵƛśňŪĺʹñƯłŵŨğ͵͒ �ƛĺñŪňǡñƯňŵŪ
N struggles with how they can accommodate the material needs of 
ƯłğğŨƘşŵǖğğƣĎğĐñƷƣğ Ưłğǖ Ͳ͒͒͒ŵĹĹğƛ ƯłğğŨƘşŵǖğğƣñ şŵƯŵĹ ĹñĐňşňƯňğƣ
ƯłñƯñƛğƘłǖƣňĐñşşǖƘƛğƣğŪƯñƯƯłğşŵĐñƯňŵŪŵĹƯłğŵĹȌĐğ͒UƯĐñŪĎğñĺǖŨ͓
fruit, coffee, tea, dry cleaning service, massage, there are many services 
ǐłňĐłñƛğŵŪşǖñǏñňşñĎşğǐłğŪǖŵƷğŪƯğƛƯłğŵĹȌĐğ͓ƯłñƯŨğñŪƣƯłñƯǖŵƷ
ǐňşşŪŵƯłñǏğñĐĐğƣƣƯŵƯłğŨǐłğŪǖŵƷƣňƯñƯłŵŨğͳ͢ui͓̒ğƣƯñĎşňƣłňŪĺ
ĐŵşşñĎŵƛñƯňŵŪ͓HğĎƛƷñƛǖ͓̒̒̐̒̑ͣ͒»łğĐŵŪĐğƛŪŵĹğŨƘşŵǖğğƣŪŵƯłñǏňŪĺ
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 
ĹğǐğƛŵĹƯłğğŨƘşŵǖğğƣƣłŵǐƷƘñƯƯłğŵĹȌĐğƯłğǖǐňşşŪŵƯĎğñĎşğƯŵ
ƘƛŵǏňėğƯłğƣğƛǏňĐğƣñŪǖŨŵƛğñƣui̒ƣƯñƯğė͔ͲÚğĐñşĐƷşñƯğͦƯłğƣğƛ-
ǏňĐğƣͧñĹƯğƛǐğłñǏğñŪğǕƘğĐƯñƯňŵŪŵĹñĐğƛƯñňŪŪƷŨĎğƛŵĹƷƣğƛƣ͓ƣŵǐğ
can get the good prices. But if we suddenly have half that number of 
Ʒƣğƛƣ͓ƯłğŪǐğŨñǖŪŵƯĎğñĎşğƯŵŵĹĹğƛƯłŵƣğƣğƛǏňĐğƣñŪǖŨŵƛğ͒͒͒ͳ͢ ui͓̒

ğƣƯñĎşňƣłňŪĺĐŵşşñĎŵƛñƯňŵŪ͓HğĎƛƷñƛǖ͓̒̒̐̒̑ͣ͒

Organization I, had a concern about what their physical work site should 
ƘƛŵǏňėğƯłğğŨƘşŵǖğğƣňŪƯłğĹƷƯƷƛğ͒UȋğǕƘƛğƣƣğėƯłğŪğğėĹŵƛñĐĐŵŨ-
ŨŵėñƯňŪĺƘłǖƣňĐñşŨğğƯňŪĺƣñŪėňŪĹŵƛŨñşėňñşŵĺƷğĎğĐñƷƣğƯłğňƛŵĹȌ-
ce space has become too small for every employee to have their own 
ėğƣś͒»łňƣňƣėƷğƯŵƯłğŨƛğŪŵǏñƯňŪĺƯłğňƛŵĹȌĐğƣƘñĐğñŪėñƯƯłğƣñŨğ
time having hired more employees within the recent year, than their of-
ȌĐğĐñƘñĐňƯǖñşşŵǐƣ͒ łñŪĺňŪĺƯłğşŵĐñƯňŵŪŵĹǐłňĐłƯłğƘƛñĐƯňĐğŵĹƯłğ
employees is performed, can affect the elements of which the practice 
ĐŵŪƣňƣƯñƣ ƯłğƘƛñĐƯňĐğŵĹ ʹǐŵƛśňŪĺ͵łñƣėňĹĹğƛğŪƯŨğñŪňŪĺƣ͓ŨñƯğƛňñşƣ
and competence depending on the site of which the work is performed, 
thus these  elements are mutually shaping (Shove et al., 2012).

HƷƛƯłğƛŨŵƛğ͓UȋğǕƘƛğƣƣğėƯłñƯƛğėğȌŪňŪĺƯłğŵĹȌĐğƣƘñĐğŵĹŵƛĺñŪň-
zation I is not only due to lack of space and the big renovation currently 
ƯñśňŪĺƘşñĐğ͓ĎƷƯñşƣŵėƷğƯŵŵŪğŵĹƯłğňƛğŪǏňƛŵŪŨğŪƯñşĺŵñşƣ͓ñƣUȋ
ƣƯñƯğė ƯłñƯ Ưłğǖñƛğ  Ͳ͒͒͒ƯñśňŪĺ ƯłğŵƘƘŵƛƯƷŪňƯǖ ƯŵƣñǏğƣŵŨğ �̒Ďǖ
ŪŵƯėƛňǏňŪĺƣŵŨƷĐłňŪĐñƛƣ͓ĎğĐñƷƣğǐğǐňşşǐŵƛśŨŵƛğñƯłŵŨğͳ͢Uȋ͓
ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓sñǖ͓̒̒̐̒̑ͣ͒̕iňśğǐňƣğ͓ŵƛĺñŪňǡñƯňŵŪ¦Ͳ͒͒͒ĹŵĐƷƣğƣ
ŵŪñŪğŪǏňƛŵŪŨğŪƯñşñƣƘğĐƯ͓ñƣ̐̕λŵĹƯłŵƣğǐłŵǐŵƛś ňŪƯłğŵĹȌĐğ
ĐŵŨğĹƛŵŨĹñƛñǐñǖͦ͒͒͒ͧ®ŵƯƛñŪƣƘŵƛƯňŪñŪėŵƷƯƣƯňşşƯñśğƣƷƘñşŵƯͳ͢¦͓̑
ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̗͓̑̒̐̒̑ͣ͒PğŪĐğňƯƣğğŨƣƯłñƯñŪňŪňƯňñƯňǏğŵĹ
reducing the amount of transportation carried out by the employees of 
ŵƛĺñŪňǡñƯňŵŪUñŪė¦ňƣñĐŵŪĐğƛŪƯŵƯłğŨ͒�şƯłŵƷĺłƣğƯƯňŪĺƯłğƣğƯǖƘğƣ
of environmental goals in the organizations seems like a great idea, it 
ƣğğŨƣ ƯłñƯ ĹƛñŨňŪĺ Ưłğƣğĺŵñşƣ ňƣñƯ ƯłğğǕƘğŪƣğŵĹ ƯłğğŨƘşŵǖğğƣ͵
individual work practice. It seems that they do not consider the needs 
ŵĹƯłğğŨƘşŵǖğğƣǐłŵƘƛğĹğƛǐŵƛśňŪĺñƯƯłğŵĹȌĐğ͓ŵƛƯłŵƣğǐłğƛğƯłğ
ĐŵŪĐğƘƯ ŵĹ ʹĐŵŨŨƷƯňŪĺ͵ Ƙşñǖƣ ñŪ ňŨƘŵƛƯñŪƯ ƘñƛƯ ňŪ ƯłğŨğñŪňŪĺ 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 
ƯŵŵşƣĹŵƛƯłňƣŪğĺŵƯňñƯňŵŪ͒sŵƛğŵǏğƛ͓ȍğǕňĎşğǐŵƛśňŪĺňƣŪŵƯñƘñƛƯŵĹƯłğ
ǐŵƛśŨŵėğş ňŪ�ƛĺñŪňǡñƯňŵŪu͓ñƣ ňƯŨñśğƣ ňƯŨŵƛğėňĹȌĐƷşƯƯŵĐŵŪƯƛŵş
ǐłñƯƯłğğŨƘşŵǖğğƣñƛğėŵňŪĺėƷƛňŪĺƯłğňƛǐŵƛśėñǖ͒PŵǐğǏğƛ͓ñşşƯłƛğğ
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.

̔͒̓UėğŪƯňȌĐñƯňŵŪŵĹ®łñƛğė£ƛñĐƯňĐğƣ

The vision of an organizational agenda is achieved through practices 
performed by the employees, who each contribute in different ways 
ƯłƛŵƷĺłėňĹĹğƛğŪƯƘƛñĐƯňĐğƣ͒PğŪĐğ͓ǐğƣƷĺĺğƣƯƯłñƯǐŵƛśŨŵėğşƣŨƷƣƯ
ĎğƘƛŵǏňėğėƯŵñĐĐŵŨŨŵėñƯğğŨƘşŵǖğğƣ͵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 
ğǕğƛĐňƣğƣ͕̑ͣ»łğ®ğƚƷğŪĐğsñƘƘňŪĺ͓̒ͣ»łğsñƯƛňǕ͓̓ ͣ£ƛŵƣπ ŵŪƣñŪė
̔ͣ�ñƛŵŨğƯğƛ͒»łğȌƛƣƯĐñşşğė®ğƚƷğŪĐğsñƘƘňŪĺňƣėğƣĐƛňĎğėňŪBox X 
ñŪėñŪñşǖǡğėňŪƯłğĹŵşşŵǐňŪĺ͒®ƷĎƣğƚƷğŪƯşǖ͓ňƣƯłğsñƯƛňǕñŪė£ƛŵƣπ
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 ̔͒̔͒̑HşğǕňĎşğÚŵƛśsŵėğşƣ. The information gained through 
online workshops with the seven employees provides the foundation 
of our analysis of employees working within advising engineering or-
ĺñŪňǡñƯňŵŪƣ͒PŵǐğǏğƛ͓ƯłğƘğƛĐğƘƯňŵŪƣƣłñƛğėňŪƯłňƣñŪñşǖƣňƣňƣŵŪşǖñ
selection of the total data gathered (Appendix X Quote mappingͣ͒Hŵş-
şŵǐňŪĺƯłğ£»ǏŵĐñĎƷşñƛǖ͓ğñĐłƘñƛƯňĐňƘñŪƯñƯƯłğǐŵƛśƣłŵƘňƣňėğŪƯňȌğė
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-
ğƛňŪĺŵƛĺñŪňǡñƯňŵŪƣ͓ñƯŵƯñşŵĹȌǏğŵŪşňŪğǐŵƛśƣłŵƘƣǐğƛğłğşė͒ÂƣňŪĺ
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-
ñĐłŵĹƯłğƘƛŵŘğĐƯ(Box XCoP)͒PğŪĐğ͓ƯłğƘƷƛƘŵƣğǐñƣƯŵňėğŪƯňĹǖłŵǐ
tacit knowledge exists among members engaging in shared commu-
nities on a regular basis. As a means to bring voice to tacit knowledge 
ñŪėƣƷƘƘŵƛƯŨğėňñƯňŵŪŵĹśŪŵǐşğėĺğĎğƯǐğğŪŵƷƛñŪėƯłğƘñƛƯňĐňƘñŪƯƣ͵
śŪŵǐşğėĺğǐŵƛşėƣ͓ƯłğŨğƯłŵėŵĹñĎŵƷŪėñƛǖŵĎŘğĐƯǐñƣƷƣğė͢ Section 
2.2.2ͣ͒»łğĎŵƷŪėñƛǖŵĎŘğĐƯƣǐğƛğƘƛğƣğŪƯğėňŪƯłğĹŵƛŨŵĹĹŵƷƛğǕğƛ-
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 
ǐŵƛśƣłŵƘƣǐğƛğĹñĐňşňƯñƯğė͓ƯłğƣƘñĐğƣŪğğėğėƯŵĎğƛğͨĹƛñŨğėƯŵȌƯ
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͵ ŘŵĎƯňƯşğƣ͓ŵƷƛėğƣňƛğĹŵƛƯłğȌƛƣƯğǕğƛĐňƣğ͢ĐñşşğėƯłğ®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 (HňĺƷƛğßͣ͒

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 
ǐňƯłƯłğñňŨŵĹŨñśňŪĺňƯƯłğŨŵƣƯğĹĹğĐƯňǏğĎŵƷŪėñƛǖŵĎŘğĐƯĹŵƛŨğ-
diating knowledge. The initial template invited the participant to map 
work-related tasks of a typical workday in a sequence from morning 
ƯŵğǏğŪňŪĺ͒PŵǐğǏğƛ͓ǐğƚƷňĐśşǖğǕƘğƛňğŪĐğėƯłñƯƯłğƘñƛƯňĐňƘñŪƯƣĹğşƯ
şňŨňƯğėĎǖƯłğƯğŨƘşñƯğǐňƯłƣƯñƯğŨğŪƯƣƣƷĐłñƣ͔Ͳ»łğƛğñƛğŪŵėñǖƣ
ƯłñƯñƛğ ƯłğƣñŨğͳ ͢¦͓̑ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̗͓̑̒̐̒̑ͣñŪė ͲUƯ ňƣ
very different which tasks you perform in relation to the working day.” 
͢¦͓̓ŵŪşňŪğǐŵƛśƣłŵƘ͓�Ƙƛňş̖ ͓̒ ̐̒̑ͣ͒»łğƛğĹŵƛğ͓ǐğŨñėğƯłğȌƛƣƯğǕğƛ-
ĐňƣğŨŵƛğşŵǐͨȌėğşňƯǖĺňǏňŪĺƯłğƘñƛƯňĐňƘñŪƯŨŵƛğĹƛğğėŵŨƯŵňŪƯğƛƘƛğƯ
ñĐĐŵƛėňŪĺƯŵǐłñƯƯłğǖĹğşƯƛğşğǏñŪƯ͒PŵǐğǏğƛ͓ňŪğǏğƛǖňŪƯƛŵėƷĐƯňŵŪĹŵƛ
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.

HňƛƣƯǐğñňŨğėƯŵƣƯñƛƯƯłğňŪǏğƣƯňĺñƯňŵŪĎǖĐşñƛňĹǖňŪĺǐŵƛśƘƛñĐƯňĐğƣŵĹ
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 ĐŵƷşė͓ǐłňĐł Ưłğǖ ƘğƛĹŵƛŨğė ŵŪ ñǐğğśşǖ Ďñƣňƣ͒ Hŵƛ ƣŵŨğ͓ Ưłğ
exercise was supported by clarifying questions. The participants sha-
ƛğėƯłŵƷĺłƯƣƣƷĐłñƣͲÚğƷƣƷñşşǖƣƯñƛƯǐňƯłñĐłğĐśͨňŪǐňƯłƯłğƯğñŨňŪ
ƯłğŨŵƛŪňŪĺͳ͢¦͓̑ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̗͓̑̒̐̒̑ͣñŪėͲUƣƘğŪėñşŵƯ
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. 
»łğŵƷƯƘƷƯŵĹ ƯłğğǕğƛĐňƣğǐñƣñ şňƣƯŵĹėňĹĹğƛğŪƯƘƛñĐƯňĐğƣ ͢ňėğŪƯňȌğė
by the participants themselves) and included: Attending check-in me-
ğƯňŪĺƣ͓ ƣğŪėñŪėñŪƣǐğƛğŨñňşƣ͓ŨñŪñĺğŨğŪƯŵĹ ȌŪñŪĐğƣñŪėŨñŪǖ
more (ƣğğȌĺƷƛğß).

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 
ƘƛŵĐğƣƣňŪĺŵĹėñƯñĺñƯłğƛğė͓ƛğƣƷşƯğėňŪƯłğňėğŪƯňȌĐñƯňŵŪŵĹƣğǏğŪĐŵş-
lectively shared practices, illustrated in ȌĺƷƛğß̔͒̐͒

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. 
PğŪĐğ͓ƯłğƣłñƛğėƘƛñĐƯňĐğňƣñƛğėƷĐƯňŵŪŵĹƘƛñĐƯňĐğƣňėğŪƯňȌğėĎǖğñĐł
participant and provides an insight into more general shared practices 
across the three organizations (Shove et al., 2012).
UėğŪƯňȌĐñƯňŵŪ ŵĹ ğñĐłƘƛñĐƯňƯňŵŪğƛƣ͵ ƘƛñĐƯňĐğƣ ñƣǐğşş ñƣ ƣłñƛğėƘƛñĐ-
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
͢®ğƚƷğŪĐğsñƘƘňŪĺ͓ͣƘƛŵǏňėğėŵŪşǖňŪĹŵƛŨñƯňŵŪñĎŵƷƯƯłğƘƛñĐƯňƯňŵŪğƛƣ͵
ŵĎƣğƛǏñĎşğĎğłñǏňŵƛ͓ǐłňĐłñĐĐŵƛėňŪĺƯŵ®ƘƷƛşňŪĺğƯñş̒̐̑̓ͣ͢Ͳ͖ňƣŘƷƣƯ
ƯłğƯňƘŵĹƯłğňĐğĎğƛĺͳ͢Ƙ͒̒̑ͣ͒PğŪĐğñŨŵƛğňŪͨėğƘƯłňŪǏğƣƯňĺñƯňŵŪñŪė
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 
ƯñƣśňŪėňǏňėƷñşşǖŵƛñƣƘñƛƯŵĹñƯğñŨ͒PğŪĐğ͓ƯłƛŵƷĺłƯłğşğŪƣğƣŵĹ 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-
ŪňǡñƯňŵŪñşėğȌŪğėĐŵŨŨƷŪňƯǖƯłƛŵƷĺłƘłǖƣňĐñşƘƛğƣğŪĐğ͒HƷƛƯłğƛŨŵƛğ͓
ƯłğğǕğƛĐňƣğǐñƣňŪƯğŪƯňŵŪñşşǖŨñėğƯŵƣƘñƛśėňñşŵĺƷğŵŪƯłğƣƷĎŘğĐƯ
ŵĹʹƘłǖƣňĐñşñƯƯğŪėñŪĐğǏƣ͒ƛğŨŵƯğǐŵƛś͵͓ ƷƣňŪĺƯłğƘñƛƯňĐňƘñŪƯƣ͵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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»łğsñƯƛňǕǐñƣėğƣňĺŪğėñƣñĎŵƷŪėñƛǖŵĎŘğĐƯƯŵƣƷƘƘŵƛƯŨğėňñƯňŵŪ
ŵĹ śŪŵǐşğėĺğ ĎğƯǐğğŪ ŵƷƛ ñŪė Ưłğ ƘñƛƯňĐňƘñŪƯƣ͵ śŪŵǐşğėĺğǐŵƛşėƣ
(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 
Ưłğǐŵƛś͒»łğsñƯƛňǕĐŵŪƣňƣƯğėŵĹĹŵƷƛƘƛğėğȌŪğėĐñƯğĺŵƛňğƣñƣƣğğŪ
ňŪȌĺƷƛğß͕̑ͣ»ğñŨǐŵƛśǐňƯłƘłǖƣňĐñşñƯƯğŪėñŪĐğĎǖƯłğƘñƛƯňĐňƘñŪƯƣ͓
2) remote teamwork through virtual platforms, 3) individual work tasks 
performed with physical attendance at work and 4) remote individual 
ǐŵƛśƯñƣśƣƘğƛĹŵƛŨğėŵŪǏňƛƯƷñşƘşñƯĹŵƛŨƣ͒PŵǐğǏğƛ͓ƯłğƘñƛƯňĐňƘñŪƯƣ
were encouraged to place their work tasks more to the corner or even 
between the four categories, according to their priorities.

»łğƘƷƛƘŵƣğǐñƣƯŵĺğƯƯłğƘñƛƯňĐňƘñŪƯƣƯŵŵƘğŪşǖƛğȍğĐƯƷƘŵŪƯłğňƛ
perspective on the two work sites, in order to better understand what 
a potential good work practice could be for each individual. Thus, 
ƷƣňŪĺƯłğƘşñƯĹŵƛŨsňƛŵ͓Ưłğ£ƛŵƣπ ŵŪƣǐñƣėğƣňĺŪğėñƣƣňŨƘşğñƣ
possible in order to get the participant to associate this exercise with 
commonly known pros and cons-lists (ñƣƣğğŪňŪȌĺƷƛğß).

'ƷƛňŪĺ ƯłğƘğƛĹŵƛŨñŪĐğŵĹ ƯłğǐŵƛśƣłŵƘƣ͓ Ưłğ£ƛŵƣπ ŵŪƣğǕğƛĐňƣğ
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�ƣñŪğǕñŨƘşğ͓ňĹƯłğƘñƛƯňĐňƘñŪƯŨğŪƯňŵŪğėñŪğĺñƯňǏğñƣƘğĐƯƯŵ
physical attendance, it sparked a conversation on why it was seen as 
ŪğĺñƯňǏğ͓ǐłğƛğñƣ ƯłğŵƘƘŵƣňƯğǐŵƷşė ŘƷƣƯĎğƣƯñƯğėñƣ ͲňƯ͵ƣ ŘƷƣƯ Ưłğ
ŵƘƘŵƣňƯğͳ͢ U͓̒ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̑ ̘͓̒ ̐̒̑ͣñŪėŪŵƯƣƘñƛśňŪĺŨƷĐł
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 
ƯłŵƷĺłƯǐñƣĹŵƛƘłǖƣňĐñşñƯƯğŪėñŪĐğƯŵĎğƷŪėğƛƣƯŵŵėñƣñƯƯłğŵĹȌĐğ͓
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 
ƷƣğėƯŵĎğŵĎşňĺñƯğėƘƛňŵƛƯŵƯłğƘñŪėğŨňĐ͒HƷƛƯłğƛŨŵƛğ͓ƯłğƘłƛñƣğ͕
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-
ŵŪƣ͒PğŪĐğ͓ƯłğĎŵƷŪėñƛǖŵĎŘğĐƯşñĐśğėƯłğğşğŨğŪƯŵĹĐƛğñƯňŪĺƣłñƛğė
syntax at the boundary between us and them. In retrospect, the online 
ǐŵƛśƣłŵƘƣŪğğėğėñŨŵƛğƣƯƛňĐƯėğȌŪňƯňŵŪŵĹƯłğƯǐŵşŵĐñƯňŵŪƣ͓ğňƯłğƛ
ňŪƯłğƣğŪƣğŵĹƯğƛŨňŪŵşŵĺǖŵƛĎǖñėėƛğƣƣňŪĺƯłğƘñƛƯňĐňƘñŪƯƣėğȌŪňƯňŵŪ
prior to the exercise. 

Figure X: Pros and Cons

0ǕğƛĐňƣğƯłƛğğŵĹƯłğŵŪşňŪğǐŵƛśƣłŵƘ͓Đñşşğė£ƛŵƣπ ŵŪƣ͓ǐñƣƣňŨňş-
ñƛşǖĐƛğñƯğėñƣñĎŵƷŪėñƛǖŵĎŘğĐƯǐňƯłƯłğƘƷƛƘŵƣğŵĹƷŪėğƛƣƯñŪėňŪĺ
positive as well as negative aspects of physical attendance and remo-
te work. 
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Although exercise two and three initially were created to achieve 
śŪŵǐşğėĺğñĎŵƷƯŨğŨĎğƛƣ͵ƘƛñĐƯňĐğƣñƣƘñƛƯŵĹĐŵŨŨƷŪňƯňğƣ͓ŨƷĐłňŪ-
formation was likewise provided when analyzing the output through 
the theoretical lenses of Practice Theory.

4.4 Work Practices of Practitioners

�ƣ ƣłñƛğė ƘƛñĐƯňĐğƣǐğƛğ ňėğŪƯňȌğė͓ ñ Ūğğė ŵĐĐƷƛƛğė Ưŵ ƷŪĹŵşė ğñĐł
ƘƛñĐƯňƯňŵŪğƛƣ͵ ƘƛñĐƯňĐğƣ͓ ƣňŪĐğ Ͳ͖ĐłñŪĺňŪĺ Ưłğƣğ ƣğğŨňŪĺşǖ ʹňŪėňǏňėƷñş
ñĐƯňŵŪƣ͵͢ƘğƛĹŵƛŨñŪĐğƣͣƛğƚƷňƛğƣƷŪėğƛƣƯñŪėňŪĺñŪėňŪƯğƛǏğŪňŪĺňŪƯłğ
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-
ŪňŪĺƣ͓ñŪėĐŵŨƘğƯğŪĐğƣ͒ÚłğŪͲ͖ƷŪėğƛƣƯñŪėňŪĺƘƛñĐƯňĐğƣñƣʹğŪƯňƯňğƣ͵
reveals that rather than being the result of individual choice, such acti-
ons are social” (Spurling et al., 2013, p. 21). 

PŵǐğǏğƛ͓ƘñƛƯňĐňƘñŪƯƣŵĹŵƷƛŵŪşňŪğǐŵƛśƣłŵƘƣñƛğňŨƘŵƛƯñŪƯĎğĐñƷƣğ
they are carriers of practices (as practitioners), combining elements of 
ǐłňĐłƘƛñĐƯňĐğƣñƛğŨñėğ͒�ĐĐŵƛėňŪĺƯŵ®łŵǏğğƯñş̒̐̑̒ͣ͢ňƯňƣͲ͖ňŪƯłğ
ŨŵŨğŪƯŵĹėŵňŪĺ͓ ͦƯłñƯͧƘƛñĐƯňƯňŵŪğƛƣ ͢Ưłŵƣğǐłŵėŵͣ ƣňŨƷşƯñŪğŵƷƣşǖ
reproduce the practices in which they are engaged and the elements of 
ǐłňĐłƯłğƣğƘƛñĐƯňĐğƣñƛğŨñėğͳ͢Ƙ͒̒̒ͣ͒PğŪĐğ͓ƯŵŨŵǏğĎğŪğñƯłƯłğ
surface and explore practice-as-entities, we analyzed data gathered 
ƯłƛŵƷĺłğǕğƛĐňƣğƯǐŵ͢ƯłğsñƯƛňǕͣñŪėƯłƛğğ͢£ƛŵƣπ ŵŪƣͣňŪƯłğŵŪşňŪğ
workshops (Box X). Insights gathered through these exercises, made 
ƷƣñĎşğƯŵŨñƘŵƷƯğñĐłƘƛñĐƯňƯňŵŪğƛ͵ƣƘƛñĐƯňĐğƣǐňƯłňŪƯłğƣğǏğŪƣłñƛğė
ones (Section 4.3). HňĺƷƛğß 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-
ƣğŵĹƯłňƣğǕğƛĐňƣğǐñƣƯŵŨñśğğñĐłƘƛñĐƯňƯňŵŪğƛƛğȍğĐƯŵŪƯłğňƛƘƛğ-
ferences regarding physical and remote work practices, related to 
ƯłğƘƛğǏňŵƷƣşǖ ňėğŪƯňȌğėƘƛñĐƯňĐğƣ ͢®ğĐƯňŵŪ̔͒̓ͣ͒ÚłğŪĐŵŨƘñƛňŪĺñşş
ƯłğƘƛñĐƯňƯňŵŪğƛƣ͵ƘƛğĹğƛğŪĐğƣƛğĺñƛėňŪĺƘłǖƣňĐñşñŪėƛğŨŵƯğǐŵƛśƣň-
tes (Appendix X Work site preferences͓ͣǐğ ňėğŪƯňȌğėƯłñƯ ƯłğŨñŘŵ-
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 ȌĺƷƛğß̔͒̑). 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

�ƯƯğŪėňŪĺ0ǕƯğƛŪñşsğğƯňŪĺƣĐñŪ͓ñĐĐŵƛėňŪĺƯŵƘƛñĐƯňƯňŵŪğƛ¦͓̓ŪŵƯğǏğŪ
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-
ėňǏňėƷñşŨñƘƘňŪĺƣͣ͒®łğȌŪėƣƯłğŨğğƯňŪĺƣǐňƯłƛğƣňėğŪƯƣğƣƘğĐňñşşǖ
ėňĹȌĐƷşƯĎğĐñƷƣğƯłğǖėŵŪŵƯłñǏğƯłğĐŵŨƘğƯğŪĐňğƣƯŵƯñśğƘñƛƯňŪƯłğ
ŵŪşňŪğŨğğƯňŪĺƣ͒®łğğǕƘƛğƣƣğėƯłñƯͲ͒͒͒ŵƷƛƯñƛĺğƯñƷėňğŪĐğĐñŪŪŵƯȌ-
gure it out. They do not thrive in it. Especially in resident meetings” 
͢¦͓̓ŵŪşňŪğǐŵƛśƣłŵƘ͓�Ƙƛňş̖͓̒̐̒̑ͣ͒»łƷƣƘƛñĐƯňƯňŵŪğƛ¦̓͵ƣƘƛñĐƯňĐğŵĹ
attending resident meetings is dependent on competences by others 
(HňĺƷƛğß). 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., 

̒̐̑̒ͣ͒͒»łƷƣŨñśňŪĺňƯñłňĺłƘƛňŵƛňƯǖĹŵƛ¦̓ƯŵƘğƛĹŵƛŨƯłğƘƛñĐƯňĐğŵĹ
ʹñƯƯğŪėňŪĺƛğƣňėğŪƯŨğğƯňŪĺƣ͵ňŪñƘłǖƣňĐñşƣğƯƯňŪĺ͒

Figure X: Attending resident meetings performed in remote work sites

In regard to the shared practice of Taking Part in Teamwork, practitioner 
¦̒ňƣĎƛñňŪƣƯŵƛŨňŪĺñƣŵŪğŵĹłğƛƘƛñĐƯňĐğƣĐŵŪƣƯňƯƷƯňŪĺƯłğƣłñƛğė͢Ap-
pendix Individual mappings). In relation to this practice, she expressed 
ƯłñƯͲUƯňƣŪňĐğƯŵƣňƯǐňƯłŵŪğ͵ƣĐŵşşğñĺƷğƣñŪėėğĐňėğƯłğĹƛñŨğƣŵĹƯłğ
task. Then you can use whiteboards to draw or bring some papers to 
şŵŵśñƯƯŵĺğƯłğƛͳ͢¦͓̒ŵŪşňŪğǐŵƛśƣłŵƘ͓�Ƙƛňş̖͓̒̐̒̑ͣ͒»łňƣŨğñŪƣƯłñƯ
ƯłğğşğŨğŪƯŵĹŨñƯğƛňñşƣňŪƯłňƣƘƛñĐƯňĐğŵĹʹĎƛñňŪƣƯŵƛŨňŪĺ͵ĐŵŪƣňƣƯƣŵĹ
ƘłǖƣňĐñş Ưŵŵşƣ ƣƷĐł ñƣǐłňƯğĎŵñƛėƣ͓ ėƛñǐňŪĺ Ưŵŵşƣ ñŪėƘñƘğƛƣ ͢ȌĺƷ-
re X). In this practice, materials play an important role, thus affecting 
ƯłğğşğŨğŪƯŵĹŨğñŪňŪĺñŪėĐŵŨƘğƯğŪĐğ͒¦ğͨşŵĐñƯňŪĺ ƯłğƣňƯğŵĹ 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 (ƣğğȌĺƷƛğß). She expressed that ”Part 
ŵĹŨǖŘŵĎ͖ͦͧňƣñşƣŵƯŵśŪŵǐñŪėłñǏğñƣğŪƣğŵĹǐłğƛğñŪėǐłŵƯŵ
ñƣśñĎŵƷƯėňĹĹğƛğŪƯ ƯñƣśƣñŪė ƯłğƛğĹŵƛğ Ưłğ ňŪĹŵƛŨñş Ưñşśƣ ňŪ ƯłğŵĹȌ-
ce are important” (N1, online workshop, March 25, 2021). Thus, when 
ǐŵƛśňŪĺƛğŨŵƯğşǖ͓ƣłğğǕƘğƛňğŪĐğėƯłñƯͲ͖ǖŵƷėŵŪŵƯĺğƯñƣŨñŪǖňŪ-
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

£ƛñĐƯňƯňŵŪğƛȗ͵ƣƘƛñĐƯňĐğŵĹ ʹ ŵŨŨƷŪňĐñƯňŪĺ UŪĹŵƛŨñşşǖ͵ ňƣ ňŪƯğƛşňŪśğė
ǐňƯłłğƛĐŵşşğñĺƷğƣ͵ƘƛñĐƯňĐğƣŵĹƯłğƣñŨğŨñƯƯğƛ͒»łğƣğƘƛñĐƯňĐğƣñƛğ
ĐŵͨėğƘğŪėğŪƯ͓ñƣłğƛƘƛñĐƯňĐğŵĹʹĐŵŨŨƷŪňĐñƯňŪĺňŪĹŵƛŨñşşǖ͵ǐŵƷşėŪŵƯ
exist if her employees did not share similar practices. This further hig-

łşňĺłƯƣƯłñƯͲ͒͒͒ĐƛŵƣƣͨƘƛñĐƯňĐğĐŵŪŪğĐƯňŵŪͦƣͧñƛğňŪğǕƯƛňĐñĎşǖňŪƯğƛǐŵǏğŪͳ
͢®łŵǏğ ğƯ ñş͓͒ ͓̒̐̑̒ Ƙ͒ ̘̗ͣ͒͒ÚłğŪ ĐłñŪĺňŪĺ Ưłğ ƣňƯğ ŵĹǐłňĐł Ưłğƣğ
ƘƛñĐƯňĐğƣŵĹʹ ŵŨŨƷŪňĐñƯňŪĺUŪĹŵƛŨñşşǖ͵ƯñśğƣƘşñĐğ͓ƣŵŨğğşğŨğŪƯƣňŪ
ǐłňĐłȗ͵ƣƘƛñĐƯňĐğƣĐŵŪƣňƣƯñƛğĎƛŵśğŪ͓ñƣƣłğƣƯñƯğƣ͔ͳ»łğƛğñƛğƣŵŨğ
ŵƯłğƛŪñƯƷƛñşƯłňŪĺƣǖŵƷŘƷƣƯĺƛñƣƘňŪͦƯłğƘłǖƣňĐñşͧƣňƯƷñƯňŵŪƣͳ͢ȗ͓ŵŪ-
line workshop, March 25, 2021) as her competence of reading body 
language is detached when performing the practice remote.

ÚłğŪňƯĐŵŨğƣƯŵƯłğƘƛñĐƯňĐğŵĹ£ğƛĹŵƛŨňŪĺHňğşėǐŵƛś͓ƘłǖƣňĐñşǐŵƛś
ƣňƯğƣŨƷƣƯĎğƷŪėğƛƣƯŵŵėñƣƘłǖƣňĐñşƘƛğƣğŪĐğ ňŪ ƯłğȌğşėƷŪėğƛ ňŪ-
ǏğƣƯňĺñƯňŵŪ͓ ñŪė ŪŵƯ ňŪ Ưłğ ŵƛĺñŪňǡñƯňŵŪñş ĎƷňşėňŪĺ͒ £ƛñĐƯňƯňŵŪğƛ¦̑ ňƣ
ƘğƛĹŵƛŨňŪĺȌğşėƯƛňƘƣñƣñƛğĺƷşñƛƘñƛƯŵĹłňƣǐŵƛś͢�ƘƘğŪėňǕUŪėňǏňėƷ-
ñşŨñƘƘňŪĺƣͣñŪėłğğǕƘƛğƣƣğėƯłñƯ ͲàŵƷĺğƯñėňĹĹğƛğŪƯ ƛğşñƯňŵŪƣłňƘ
with the customer when you are out in their environment and see each 
ŵƯłğƛͳ͢¦͓̑ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̗͓̑̒̐̒̑ͣ͒�ĐĐŵƛėňŪĺƯŵłňŨňƯͲ͒͒͒
ƣłŵǐͦƣͧƯłñƯǖŵƷǐñŪƯƯłňƣƛğşñƯňŵŪƣłňƘ͒ͦ͒͒͒ͧ»łğĹñĐƯƯłñƯǖŵƷƣłŵǐƷƘ
ñƯ Ưłğňƛ ŵĹȌĐğ ñŪė Ưñśğ ǖŵƷƛ ƯňŨğ͒ »łğƛğ ňƣ ñ şŵƯ ŵĹ ǏñşƷğ ňŪ ƯłñƯ͒ ®ŵ
ňƯ ƣłŵƷşėĎğƘƛňŵƛňƯňǡğėñƣñƘłǖƣňĐñşŨğğƯňŪĺͳ ͢¦͓̑ŵŪşňŪğǐŵƛśƣłŵƘ͓
March 17, 2021). Thus, the meaning (showing interest in collaboration) 
ŵĹƘğƛĹŵƛŨňŪĺȌğşėƯƛňƘƣňƣñƯłňĺłėŵŨňŪñŪĐğŵĹłňƣƘƛñĐƯňĐğ͒

sŵǏňŪĺŵŪƯŵƘƛğĹğƛğŪĐğƣŵŪƛğŨŵƯğǐŵƛśƣňƯğƣ͓ƯłğŨñŘŵƛňƯǖŵĹƯłğƘƛñ-
ctitioners preferred to perform independent work in a remote setting. 
One of the practitioners argued that ”The advantage of a home-based 
ǐŵƛśƘşñĐğňƣƯłñƯ͓ĹŵƛŨğñƯşğñƣƯ͓ňƯ͵ƣğñƣňğƛƯŵňŨŨğƛƣğŨǖƣğşĹňŪƣŵŨğ
things and concentrate on some things” (N2, online workshop, March 
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̙͓̒̒̐̒̑ͣ͒HŵƛƯłňƣƘƛñĐƯňƯňŵŪğƛňŪėğƘğŪėğŪƯǐŵƛśǐñƣĐŵŪƣƯňƯƷƯğėĎǖ
the following practices: write notes, write summaries, management of 
ƯňŨğ͓ŨñŪñĺğŨğŪƯ ŵĹ ȌŪñŪĐğƣ ñŪė şŵŵśňŪĺ ƯłƛŵƷĺłėŵĐƷŨğŪƯƣ (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 
ŨñŪñĺğƯňŨğ͒ͦ͒͒͒ͧ»łñƯǖŵƷñƛğĹŵĐƷƣğėŵŪͦǐŵƛśͧñŪėŪŵƯŘƷƣƯƣşňƘƘňŪĺ
into everything else” (N2, online workshop, March 29, 2021). Thus, 
work practices performed remotely might interfere with other practices 
performed at home.
PŵǐğǏğƛ͓ňŪƛğĺñƛėƣƯŵƯłğƘƛñĐƯňĐğŵĹ£ğƛĹŵƛŨňŪĺUŪėğƘğŪėğŪƯÚŵƛś͓
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 (ƣğğȌĺƷƛğß̔͒̒). 
UŪñ£»ƘğƛƣƘğĐƯňǏğƯłňƣňşşƷƣƯƛñƯğƣƯłğͲ͖ėňƣƯňŪĐƯňŵŪĎğƯǐğğŪğşğŨğŪƯƣ
ͪǐłňĐłĐñŪñŪėėŵƯƛñǏğşͪñŪėƘƛñĐƯňĐğƣ͓ǏňğǐğėñƣŪğĐğƣƣñƛňşǖşŵĐñşň-
zed, necessarily situated instances of integration (which do not travel)” 
(Shove et al., 2012, p. 39).

HŵƛƯłğşñƣƯƯǐŵƣłñƛğėƘƛñĐƯňĐğƣ͢ň͒ğ͓͒�ƯƯğŪėňŪĺUŪƯğƛŪñşsğğƯňŪĺƣñŪė
 ŵŨŨƷŪňĐñƯňŪĺHŵƛŨñşşǖͣƯłğƘñƛƯňĐňƘñŪƯƣ͵ƘƛğĹğƛğŪĐğƣǐğƛğėňƣƯƛňĎƷ-
ted equally on the physical and remote work sites (HňĺƷƛğß̔͒̑). 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 
ėňĹĹğƛğŪƯƘşñĐğƣñŪėǖŵƷłñǏğƯŵĹñĐňşňƯñƯğñėğƣňĺŪŨğğƯňŪĺͦ͒͒͒ͧƯłğŪňƯ
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 
UŪƯğƛŪñşsğğƯňŪĺƣƘłǖƣňĐñşşǖĎğĐñƷƣğͲ�ĹƯğŪ ƯłğƘłǖƣňĐñş ňƣ ƯłğŨŵƣƯ
ĎğŪğȌĐňñş͖ͦͧ͒UƯłňŪśƯłğƛğǐŵƷşėĎğŨŵƛğėňñşŵĺƷğñƯŵƷƛŨğğƯňŪĺƣňĹ
everyone were present physically than now where we sit on Teams” 
͢¦͓̓ŵŪşňŪğǐŵƛśƣłŵƘ͓�Ƙƛňş̖ ͓̒ ̐̒̑ͣ͒�ŪėĹƷƛƯłğƛĐşñňŨƣƯłñƯ͔ͲuŵǐǖŵƷ
ŵƘƯňŨňǡğňŪƣƯğñėǐłğƛğǖŵƷƣňƯñŪėĐłğĐśğŨñňşƣňŪƯłğŨğñŪƯňŨğͳ͢¦͓̓
ŵŪşňŪğǐŵƛśƣłŵƘ͓�Ƙƛňş̖͓̒̐̒̑ͣ͒HŵşşŵǐňŪĺƯłňƣƘğƛĐğƘƯňŵŪ͓ƯłğƘƛñĐƯňĐğ
of Attending Internal Meetings forms formations through inter-practice 
ƛğşñƯňŵŪƣƯŵƯłğƘƛñĐƯňĐğŵĹ ŵŨŨƷŪňĐñƯňŪĺHŵƛŨñşşǖ͒�ƣƯłňƣğǕñŨƘşğ
ƣłŵǐƣ͓ƘƛñĐƯňĐğƣĎƷŪėşğƯŵĺğƯłğƛ͓ͲeƷƣƯñƣğşğŨğŪƯƣñƛğşňŪśğėƯŵĺğƯłğƛ
Ưŵ ĹŵƛŨ ƛğĐŵĺŪňǡñĎşğƘƛñĐƯňĐğƣ͓ ƣŵ ͦėŵͧƘƛñĐƯňĐğƣ şňŪś͓ŵŪğ ƯŵñŪŵƯłğƛ͓
Ưŵ ĹŵƛŨĎƷŪėşğƣñŪėĐŵŨƘşğǕğƣͳ ͢®łŵǏğğƯñş͓͒̒̐̑̒Ƙ̘͒̑ͣ͒»łğƯǐŵ
different perceptions on Attending Internal Meetings, does furthermore 
ƣłŵǐłŵǐėňĹĹğƛğŪƯŨğñŪňŪĺƣñƛğĐŵŪƣƯňƯƷƯňŪĺƯłğƘƛñĐƯňƯňŵŪğƛƣ͵ėňĹĹğ-
rent practices (HňĺƷƛğß).

Figure X: 
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»ŵƣƷŨŨñƛňǡğ͓ñƣŵŪğŵĹƯłğƘñƛƯňĐňƘñŪƯƣƛğĐŵĺŪňǡğėĹŵƛłğƛƣğşĹ͔ͲUƯėğ-
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 ͢£ƛŵƣπ ŵŪƣͣŵĹ ƯłğǐŵƛśƣłŵƘƣƷƘƘŵƛƯğė  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 
ŨğŪƯňŵŪğėͳ»łğňŪĹŵƛŨñşƯñşśǐňƯłĐŵşşğñĺƷğƣͦ ñƣͧėğȌŪňƯğşǖŵŪğŵĹƯłŵ-
ƣğǐłňĐłñƛğͦñƘƛŵͧŵŪƘłǖƣňĐñşƘƛğƣğŪĐğͳ͢u͓̒ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł
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 (�ƘƘğŪėňǕ̘UŪėňǏňėƷñş
mappingsͣ͒�ŪğñƛĺƷğėƯłñƯͳ͖ǐłğŪǖŵƷĺŵŵƷƯƯŵƯłğĐŵĹĹğğŨñĐłňŪğ
͖ͦͧ ǖŵƷ ŘƷƣƯ ĐŵŨğƘñƣƯ ƣŵŨğŵŪğ ñŪė Ưñşś Ưŵ ƯłğŨñĎŵƷƯ ƣŵŨğƯłňŪĺ͓
ǐłğƛğňƯėŵğƣŪ͵ƯĺğƯƣŵĹŵƛŨñşͳ͢u͓̒ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̙͓̒̒̐̒̑ͣ͒
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 (ƣğğȌĺƷƛğß̔͒̓).

Figure X: 4.3

Thus working remote practitioners are more likely to detach from the 
ƘƛñĐƯňĐğŵĹ ŵŨŨƷŪňĐñƯňŪĺUŪĹŵƛŨñşşǖ͒�ƣ¦̑ėğƣĐƛňĎğƣ͓ͳ»łğƛğşñƯňŵŪƣ-
łňƘǐňƯłǖŵƷƛĐŵşşğñĺƷğƣ ňƣ ƯłğŨŵƣƯ ňŨƘŵƛƯñŪƯ ƯłňŪĺ͒ ͖ͦͧàŵƷĐñŪŪŵƯ
have a cup of coffee together and talk about something other than 
ǐŵƛśͳ͢¦͓̑ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̗͓̑̒̐̒̑ͣ͒
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 ʹĎğňŪĺƣŵĐňñş͵ŨğñŪƣ Ͳ͒͒͒ñƛğ ňŨƘŵƛƯñŪƯ ĹŵƛǐłñƯłñƘƘğŪƣǐłğƛğ͓
and hence for the range of practices likely to be reproduced in any one 
ƣƘñĐğͳ͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ̘͒̔ͣ͒®łŵǏğğƯñş͓̒̐̑̒ͣ͢ėğƣĐƛňĎğƣłŵǐ
ĐşñƣƣňȌĐñƯňŵŪñŪėñƣƣŵĐňñƯňŵŪñƛğňŨƘŵƛƯñŪƯĹñĐƯŵƛƣĹŵƛƯłğğşğŨğŪƯŵĹ
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 
ñƣƣŵĐňñƯğėǐňƯłƘłǖƣňĐñşşǖĎğňŪĺñƯƯłğŵĹȌĐğ͓ñĹƷşşǖƛğŨŵƯğǐŵƛśňŪĺ
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 
ŪğĺñƯňǏğğĹĹğĐƯƣŵŪğŨƘşŵǖğğƣ͵ǐğşşͨĎğňŪĺñƣ¦̑ƣƯñƯğƣͲUƯňƣňŨƘŵƛƯñŪƯ
ƯŵłñǏğͦƯłğňŪĹŵƛŨñşĐŵŨŨƷŪňĐñƯňŵŪͧñƣƘñƛƯŵĹǖŵƷƛǐŵƛśşňĹğ͒UŨƘŵƛ-
ƯñŪƯĹŵƛĎŵƯłǐğşşͨĎğňŪĺñŪėśŪŵǐşğėĺğƣłñƛňŪĺͳ͢ ¦͓̑ŵŪşňŪğǐŵƛśƣłŵƘ͓
sñƛĐł̗͓̑̒̐̒̑ͣ͒¦̒ñşƣŵğşñĎŵƛñƯğƣŵŪłŵǐ£ğƛĹŵƛŨňŪĺUŪėğƘğŪėğŪƯ
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 
ñƯƯłğǐŵƛśƣłŵƘ͢ǐłŵňƣñşƣŵǐŵƛśňŪĺňŪƯłğP¦ėğƘñƛƯŨğŪƯͣƣłñƛğė
a discovery she once made. Within one and a half hour, she tracked 
łŵǐŨñŪǖƯňŨğƣƣłğǐñƣėňƣƛƷƘƯğėñŪėĐŵŪĐşƷėğėƯłñƯͳ͖ňŪƯłñƯ̑͒̕
hour, I had managed to sit with what I was supposed to sit with for 
ƷŪėğƛ̑̐ŨňŪƷƯğƣͳ͢Ȗ͓ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̘͓̑̒̐̒̑ͣ͒»łňƣğǕƘğ-
ƛňŨğŪƯ ƣłŵǐƣ łŵǐ ňŪƯğƛƛƷƘƯňŵŪƣ ĐñƷƣğ ňŪğĹȌĐňğŪĐǖǐłğŪ ƘğƛĹŵƛŨňŪĺ
independent work. Such perception is shared by many of the other par-
ticipants, and one argues that it furthermore results in delays because 
Ͳ͖ǐłğŪǖŵƷñƛğƘłǖƣňĐñşşǖƘƛğƣğŪƯňŪñşñƛĺğŵĹȌĐğǐłğƛğƯłğƛğñƛğ̑̐
others present, then there is a high probability that you will be distur-
ĎğėėƷƛňŪĺǖŵƷƛėñǖ͖ͦͧňƯƘƷƣłğƣƯłğğŪƯňƛğǐŵƛśşŵñėŵǏğƛƯłğĐŵƷƛƣğ
ŵĹñǐğğśͳ͢¦͓̑ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̗͓̑̒̐̒̑ͣ͒PğĹƷƛƯłğƛñƛĺƷğƣ
ƯłñƯƯłňƣňƣƣƷğͲ͖łñƣĺŵƯƯğŪĎğƯƯğƛǐňƯłƛğŨŵƯğǐŵƛś͓ĎğĐñƷƣğƯłğŪǖŵƷ
ĐñŪĐŵŪƯƛŵşǖŵƷƛŵǐŪėñǖͳ͢¦͓̑ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̗͓̑̒̐̒̑ͣ͒»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-
ƯñƯňŵŪƣ͓ͦñŪėͧňƯňƣĐŵŪĐğŪƯƛñƯňŵŪǐŵƛśͳ͢Ȗ͓ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̘͓̑
2021). 

Attending Internal Meetings through remote sites has similarly resul-
Ưğė ňŪĺƛğñƯğƛ ğĹȌĐňğŪĐǖĎğĐñƷƣğƘğŵƘşğ ͢ñĐĐŵƛėňŪĺ ƯŵƘñƛƯňĐňƘñŪƯ Ȗͣ
are not showing up late or interrupting by talking about something else 
ňŪƯłğĐŵƛŪğƛŵĹƯłğŨğğƯňŪĺƛŵŵŨ͒�ƣƣłğƣñǖƣ͔Ͳ͖ňƯėŵğƣŪŵƯłñƘƘğŪ
on teams because then there is no one who can hear anything” (I1, 
ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̘͓̑̒̐̒̑ͣ͒PŵǐğǏğƛ͓ƣŵŨğ ƯłňŪś ňƯĎğĐŵŨğƣ
ƯŵŵğĹȌĐňğŪƯşğñǏňŪĺŪŵƣƘñĐğĹŵƛňŨƘŵƛƯñŪƯśŪŵǐşğėĺğƣłñƛňŪĺƯłƛŵƷĺł

ňŪĹŵƛŨñşĐŵŨŨƷŪňĐñƯňŵŪ͒ gŪŵǐşğėĺğƣłñƛňŪĺ ňƣŵŪğŵĹ ƯłğŨŵƣƯėŵ-
ŨňŪñŪƯėňƣñėǏñŪƯñĺğƣŵĹƛğŨŵƯğǐŵƛśƣňƯğƣĎğĐñƷƣğͲUƯňƣňŨƘŵƛƯñŪƯƯŵ
be able to look people in the eye so that you have a sense of whether 
͖ͦͧǐğ ñĺƛğğ ŵŪ Ưłňƣ͒ UƯ͵ƣ łñƛė Ưŵ ėŵėňĺňƯñşşǖͳ ͢¦͓̓ ŵŪşňŪğǐŵƛśƣłŵƘ͓
�Ƙƛňş̖͓̒̐̒̑ͣ͒UƯĐñŪĹƷƛƯłğƛŨŵƛğĎğͲ͖ėƛñňŪňŪĺƣňƯƯňŪĺñŪėƯñşśňŪĺňŪƯŵ
ƯłğĐŵŨƘƷƯğƛñşşƯłğƯňŨğͳ͢¦͓̒ŵŪşňŪğǐŵƛśƣłŵƘ͓�Ƙƛňş̖͓͓̒̐̒̑ͣƣňŪĐğ
the current technological possibilities of working remotely are oriented 
around digital devices such as computers (Section 3.3). These devices 
ñƛğŨñƯğƛňñşğşğŨğŪƯƣĐňƛĐƷşñƯňŪĺñŪėşňŪśňŪĺƯłğŨñŘŵƛňƯǖŵĹƛğŨŵƯğşǖ
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 
Ͳ͖ĎƷňşėňŪĺƣƛğƘƛğƣğŪƯƣňƯğƣňŪǐłňĐłƘƛñĐƯňĐğƣñƛğĐŵŪƯñňŪğė͓ƣğƘñͨƛñ-
ƯğėñŪėĐŵŨĎňŪğėͳ͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ̘͒̔ͣ͒
Information from both exercise two and three shows how practices 
from the individual mappings constitute complexities of practices de-
ƘğŪėğŪƯŵŪğñĐłŵƯłğƛ͒�şƯłŵƷĺłƣłñƛğėƘƛñĐƯňĐğƣñƛğňėğŪƯňȌğėñŨŵŪĺ
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.

̔͒̔͒̑HşğǕňĎşğÚŵƛśsŵėğşƣ

As mentioned in section 4.2, the three organizations (in which the par-
ƯňĐňƘñŪƯƣǐŵƛśͣñşƛğñėǖŵĹĹğƛƣŵŨğğǕƯğŪƯŵĹȍğǕňĎşğǐŵƛśŨŵėğşƣ͒uŵŪğ
of the employees participating in our workshops was working remotely 
ŵŪñƛğĺƷşñƛĎñƣňƣƘƛňŵƛƯŵ �ÙU'̙ͨ̑͒PŵǐğǏğƛ͓ƣŵŨğŵĹƯłğŨĎğŪğȌƯ-
ƯğėĹƛŵŨȍğǕňĎşğƯňŨğƣĐłğėƷşğƣ͒£ñƛƯňĐňƘñŪƯȖňƣǐŵƛśňŪĺȍğǕƯňŨğñŪė
explains: ”I am employed where I register my time and then I can come 
ñŪėĺŵƣŵŵŪğƛŵƛşñƯğƛ͖ͦͧñŪėňƯǐŵƛśƣƚƷňƯğǐğşşͳ͢Ȗ͓ŵŪşňŪğǐŵƛśƣłŵƘ͓
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sñƛĐł̘͓̑̒̐̒̑ͣ͒HŵƛłğƛƘğƛƣŵŪñşşǖƣłğƘƛğĹğƛƛğėƯŵƘğƛĹŵƛŨňŪėğƘğŪ-
ėğŪƯǐŵƛśėƷƛňŪĺƯłğğǏğŪňŪĺĎğĐñƷƣğͲ͖ƯłñƯ͵ƣǐłğƛğͦ ƣłğͧƯłňŪśƣĎğƣƯͳ
͢Ȗ͓ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̘͓͓̑̒̐̒̑ͣñŪėƯłñƯňƣñşƣŵǐłǖƣłğşňśğƣ
ƯłğĐŵŨƘñŪǖ͵ƣĐŵŪĐğƘƯŵĹ͵ĹƛğğŵĹƯňŨğñŪėƘşñĐğ͵͢ƣğğƣğĐƯňŵŪ̔͒̒ͣ͒Pğƛ
ƘğƛĐğƘƯňŵŪ ňƣ ĹƷƛƯłğƛŨŵƛğ͓ ƯłñƯ ƯłğƣğȍğǕňĎşğǐŵƛśŨŵėğşƣƣƷƘƘŵƛƯñ
ĺƛğñƯ ĹŵƷŪėñƯňŵŪ Ĺŵƛ ƛğŨŵƯğǐŵƛśĎǖ ƣƯñƯňŪĺ ƯłñƯ ͲÚğłñǏğłñė Ưłňƣ
ƘƛňŪĐňƘşğŵĹ͵ĹƛğğŵĹƯňŨğñŪėƘşñĐğ͵ñŪėňƯłñƣłğşƘğėƷƣėƷƛňŪĺĐŵƛŵŪñ
because we could switch immediately where we went digital overnight. 
®ŵǐğŘƷƣƯĐŵŪƯňŪƷğėǐłñƯǐğǐğƛğėŵňŪĺŵŪsñƛĐł̑ ͓̒̒ ̐̒̐ͦ ƛğĹğƛƛňŪĺ
ƯŵƯłğȌƛƣƯėñǖŵĹƯłğėñŪňƣł �ÙU'̙ͨ̑şŵĐśėŵǐŪ͢®ğĐƯňŵŪ̓͒̓͒̑»łğ
 �ÙU'̙ͨ̑£ñŪėğŨňĐñƣñÚňŪėŵǐͨŵĹͨŵƘƘŵƛƯƷŪňƯǖͣͧͳ͢Ȗ͓ŵŪşňŪğǐŵƛśƣ-
łŵƘ͓sñƛĐł̘͓̑̒̐̒̑ͣ͒�ŪŵƯłğƛƘñƛƯňĐňƘñŪƯǐŵƛśňŪĺňŪŵƛĺñŪňǡñƯňŵŪ¦͓
shares how they during the lockdown have not been restricted to being 
ñǏñňşñĎşğňŪƯłğƣñŨğłŵƷƛƣñƣƯłğŵşė̘ͨłŵƷƛǐŵƛśėňǏňƣňŵŪğŪƯñňşƣ͢ƣğğ
ƣğĐƯňŵŪ̓͒̓ͣ͒PğƣñǖƣƯłñƯͲ»łğƛğñƛğƣŵŨğĐŵşşğñĺƷğƣǐłŵǐŵƛśƷŪƯňş
ėňŪŪğƛñŪėƯłğŪǐŵƛśñĺñňŪşñƯğňŪƯłğğǏğŪňŪĺñŪėȌŪňƣłƯłğƛğƣƯ͒�Ūė
ƯłñƯ͵ƣ ŘƷƣƯȌŪğ͒®ŵǖŵƷñƛğŪŵƯĐŵŪƯƛŵşşğėĎǖƯłğ̘̖ͨ̑ǐŵƛśňŪĺǐğğśͳ
͢¦͓̑ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̗͓̑̒̐̒̑ͣ͒�ƣğñƛşňğƛŨğŪƯňŵŪğėňŪƣğĐƯňŵŪ
3.3 Society of Today, the time division of the collective work model has 
ĎğğŪ ƣƯñĎňşňǡğė ĹŵƛŨŵƛğ ƯłñŪñ ĐğŪƯƷƛǖ͒PğŪĐğ͓ǐŵƛśƘƛñĐƯňĐğƣłñǏğ
become dependent on each other through synchronization of practices, 
ñŪėƣŵñƛğĐñƛƛňğƛƣŵĹƯłŵƣğƘƛñĐƯňĐğƣ͒PŵǐğǏğƛ͓łňƣğǕƘğƛňğŪĐğňƣƯłñƯ
Ͳ ƷƣƯŵŨğƛƣėŵŪŵƯğǕƘğĐƯŵŪğƯŵǐŵƛśňŪƯłğƣñŨğǐñǖñƣĎğĹŵƛğͳ͢¦͓̑
online workshop, March 17, 2021). 

»łğƣğğǕƘğƛňğŪĐğƣǐňƯłŨŵƛğȍğǕňĎşğǐŵƛśŨŵėğşƣƣłŵǐƯłğñėǏñŪƯñ-
ĺğƣŵĹėňǏğƛƣğŨğğƯňŪĺƯňŨğƣ͓łŵǐğǏğƛŪŵŪğŵĹƯłğŨñƛğǐŵƛśňŪĺȍğǕň-
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 
ƛğƣƯƛňĐƯňŵŪƣƯłñƯĹŵƛĐğƯłğŨƯŵǐŵƛśƛğŨŵƯğşǖ͒¦ğĺñƛėşğƣƣŵĹƯłğƘƛňŵƛ
mentioned preferences in regard to work performed on physical and 
remote work sites and the related pros and cons, all participants prefer-
ƛğėñȍğǕňĎşğŨŵėğşǐŵƛśňŪĺ̒ ͨ̓ėñǖƣňŪƯłğŵĹȌĐğñŪė̒ ͨ̓ėñǖƣƛğŨŵƯğ
(ƣğğȌĺƷƛğß).

Figure X: Barometer

�ŪğƘƛğĹğƛƛğėƯŵƘłǖƣňĐñşşǖñƯƯğŪėŨğğƯňŪĺƣ͓łŵǐğǏğƛƣñňėƯłñƯͲ»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 
ėñǖƣǐłğƛğǖŵƷĐñŪƣňƯñŪǖǐłğƛğňŪƯłğǐŵƛşėͳ͢¦͓̑ŵŪşňŪğǐŵƛśƣłŵƘ͓
March 17, 2021). Another participant who even leaned much towards 
ƘłǖƣňĐñşǐŵƛśƣňƯğƣ͓ğǕƘƛğƣƣğėƯłñƯƣłğňƣͳ͖ŪŵƯƣŵƛƛǖƯłñƯňƯňƣŵŪşňŪğ͓
ĎƷƯͦƣłğňƣͧƣŵƛƛǖłŵǐŨƷĐłňƯłñƣĎğĐŵŨğͳ͢U͓̒ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł
̘͓̑̒̐̒̑ͣñŪėƯłƷƣƘƛğĹğƛƣñȍğǕňĎşğƣŵşƷƯňŵŪ͒�ŪŵƯłğƛŵŪğƘŵňŪƯƣƯŵ
ƯłğėňǏğƛƣňƯǖňŪǐŵƛśƯñƣśƣñŪėłğŪĐğƯłğŪğğėĹŵƛñėñƘƯňŪĺ͒PğƣñǖƣͲUƯ
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 
ƯłğƯňŨğ͒�ŪėƯłğŪŨñǖĎğƣŵŨğŵƯłğƛƘğƛňŵėƣ͓ňƯŘƷƣƯȌƯƣĎğƯƯğƛƯłñƯǖŵƷ
ƣňƯŨŵƛğňŪƯłğŵĹȌĐğͳ͢u͓̒ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̙͓̒̒̐̒̑ͣ͒»łƷƣ͓ñ
ŨŵėğşŨƷƣƯĎğȍğǕňĎşğğŪŵƷĺłƯŵñėñƘƯĹƛŵŨǐğğśƯŵǐğğś͒®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. 
PğŪĐğñƣƷƣƯñňŪñĎşğǐŵƛśŨŵėğşŨƷƣƯñĐĐŵŨŨŵėñƯğňŪėňǏňėƷñşƘƛñĐ-
tices in order to be both economic, social and environmentally sustai-
nable.
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4.5 Identifying Breakdowns

UŪŵƛėğƛƯŵĐƛğñƯğñȍğǕňĎşğǐŵƛśŨŵėğşĹŵƛňŪėňǏňėƷñşƘƛñĐƯňĐğƣĐñƛƛňğė
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 (�ƘƘğŪėňǕ̘ UŪėňǏňėƷñşŨñƘƘňŪĺƣ). 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 
ňėğŪƯňȌğėƛğĺñƛėňŪĺƘłǖƣňĐñşǐŵƛśƣňƯğƣñŪė̖̑ƛğĺñƛėňŪĺƛğŨŵƯğǐŵƛś
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 ƣñśğŵĹ ĐşñƛňƯǖ͓ǐğƷƣğė ƯłğŨğƯłŵėŵşŵĺǖŵĹ ñ ȌƣłĎŵŪğėňñ-
ĺƛñŨ͢ƣğĐƯňŵŪ̒͒̒͒̔HňƣłĎŵŪğ'ňñĺƛñŨͣ͒»ǐŵėňñĺƛñŨƣǐğƛğŨñėğƯŵ
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»łğƣğñƛğňėğŪƯňȌğėñƣƣƷĎͨĐñƷƣğƣñŪėƛğƘƛğƣğŪƯƣğǏğƛñşĎƛğ-
akdowns related to individual practices. Thus, it must not be seen as 
a checklist for solving unsustainable work practices for everyone. The 
ñňŨňƣňŪƣƯğñėƯŵƷƣğƯłğĐŵŪƯğǕƯƣƘğĐňȌĐśŪŵǐşğėĺğŵĹğñĐłňŪėňǏňėƷñş
practice to bring light to a diverse spectrum of potential breakdowns in 
ŵƛėğƛƯŵėğƣňĺŪñĹƛñŨğǐŵƛśĹŵƛñǐŵƛśŨŵėğşƯłñƯňƣȍğǕňĎşğğŪŵƷĺłƯŵ
accommodate individual needs.
In regards to remote work sites breakdowns were found in all of the 
ƣğǏğŪƣłñƛğėƘƛñĐƯňĐğƣñŪėƛğƘƛğƣğŪƯğėƯłğŨñňŪĐñƷƣğƣňŪƯłğȌƣłĎŵ-
ne diagram shown on ȌĺƷƛğß. 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 
ŨŵƛğƯłñŪñƯłňƛėŵĹƯłğƯŵƯñşŪƷŨĎğƛŵĹňėğŪƯňȌğėĎƛğñśėŵǐŪƣƛğŨŵƯğ͓

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-
ƛñĎşğĹƛŵŨƯłğƘłǖƣňĐñşǐŵƛśƣňƯğ͒PğŪĐğ͓ƯłğƘƛñĐƯňĐğĎğĐŵŨğƣŵŪğŵĹ
the root causes affecting an unsustainable work practice within remote 
work sites (ȌĺƷƛğßͣ͒

Figure X: Fishbone, Remote

¦ğĺñƛėňŪĺ ǐŵƛś ƘƛñĐƯňĐğƣ ƘğƛĹŵƛŨğė ňŪ ƘłǖƣňĐñş ƣňƯğƣ͓ ĎƛğñśėŵǐŪƣ
ǐğƛğŵŪşǖňėğŪƯňȌğėǐňƯłňŪĹŵƷƛŵĹƯłğƣłñƛğėƘƛñĐƯňĐğƣñƣňşşƷƣƯƛñƯğėňŪ
ƯłğȌƣłĎŵŪğėňñĺƛñŨ͢HňĺƷƛğßͣ͒»łğŨñƘƘňŪĺŵĹĎƛğñśėŵǐŪƣƣłŵǐƣ
ƯłñƯŨŵƛğƯłñŪłñşĹŵĹƯłğňėğŪƯňȌğėĎƛğñśėŵǐŪƣñƛğƛğşñƯğėƯŵ£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, 
ĎƛğñśėŵǐŪƣŵŪƯłğƘłǖƣňĐñşƣňƯğǐğƛğňėğŪƯňȌğėĎǖƯłğƘñƛƯňĐňƘñŪƯñĹƯğƛ
they experienced how practices could be performed in new sites, which 
ñĐĐğşğƛñƯğėƯłğŵŪĺŵňŪĺĐŵŪȌĺƷƛñƯňŵŪƣ͓ƯłñƯͲ͖ƘƛñĐƯňĐğƣñƛğñşǐñǖƣňŪ
the process of formation, re-formation and de-formation” (Shove et al., 
2012, p. 44).

Figure X: Fishbone, physical

»łğŨğƯłŵėŵĹñȌƣłĎŵŪğėňñĺƛñŨƘƛŵǏňėğėñŪŵǏğƛǏňğǐŵĹƯłğĎƛğ-
akdowns causing unsustainable work practices within the two sites. 
Accordingly, it is a method used to break down problems into causes 
ňŪŵƛėğƛƯŵŨñśğñĐƯňŵŪñĎşğƯñƛĺğƯƣ͢�͵'ŵŪŵłƷğπsñƛñĺñśňƣ͓̖͓̒̐̑ͣ
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 
ğŨƘşŵǖğƛƣñŪėğŨƘşŵǖğğƣƛğȍğĐƯŵŪƯłğňƛĐƷƛƛğŪƯǐŵƛśŨŵėğş͒
�ñƣğėŵŪ̔ňŪƯğƛǏňğǐƣǐňƯłğŨƘşŵǖğƛƣŵĹŵƛĺñŪňǡñƯňŵŪƣu͓UñŪė¦͓ŵƷƛ
analysis shows that organizations are willing to support new practices 
ŵĹǐŵƛśňŪĺƛğŨŵƯğşǖ͒PŵǐğǏğƛ͓ƘŵşňĐňğƣğŪƣƷƛňŪĺƯłğƛňĺłƯĐňƛĐƷŨƣƯñŪ-
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
ǐŵƛśƣłŵƘƣƣłŵǐƣƯłñƯğŨƘşŵǖğğƣėğƣňƛğŨŵƛğȍğǕňĎşğǐŵƛśƣĐłğėƷşğƣ
ǐŵƛśňŪĺƘñƛƯƯňŨğňŪƯłğŵĹȌĐğñŪėƘñƛƯƯňŨğƛğŨŵƯğ͒HƷƛƯłğƛŨŵƛğ͓ǐğ
łñǏğňėğŪƯňȌğėƯłñƯğŨƘşŵǖğğƣłñǏğĐŵŨƘşğǕğƣŵĹƣğğŨňŪĺşǖňŪėňǏňėƷñş
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. 
ÚŵƛśƘƛñĐƯňĐğƣñƛğƯłƷƣĐŵŨƘşğǕĐŵŪȌĺƷƛñƯňŵŪƣŵĹƘƛñĐƯňĐğƣ͒PŵǐğǏğƛ͓
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. 
HƷƛƯłğƛŨŵƛğ͓ŵƷƛñŪñşǖƣňƣƣłŵǐƣƯłñƯƛğͨşŵĐñƯňŪĺƘƛñĐƯňĐğƣĹƛŵŨƘłǖƣň-
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 
ŵĹñƘƛñĐƯňĐğƯŵĺğƯłğƛ͒PŵǐğǏğƛ͓ňƯłñƣñşƣŵĎğğŪňėğŪƯňȌğėƯłñƯƣŵŨğ
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 
ĹŵƛȍğǕňĎşğǐŵƛśŨŵėğşƣƣƷƘƘŵƛƯňŪĺƯłğŪğğėƣŵĹňŪėňǏňėƷñşƣ͓ǐğłñǏğ
ƯłƛŵƷĺłƯłňƣñŪñşǖƣňƣňėğŪƯňȌğėƯłğĹŵşşŵǐňŪĺĐƛňƯğƛňñ͒
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»łƷƣ͓ñŨŵėğşŨƷƣƯĎğȍğǕňĎşğğŪŵƷĺłƯŵñėñƘƯĹƛŵŨǐğğśƯŵǐğğś͒
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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 
ňėğŪƯňȌğė̘̑ėňĹĹğƛğŪƯĎƛğñśėŵǐŪƣ͓ñşşňŪƛğşñƯňŵŪƯŵƯłğƣğǏğŪƣłñƛğėƘƛñĐƯňĐğƣǐłňĐłǐğğşñĎŵƛñƯğėŵŪňŪƣğĐƯňŵŪ̔͒̓UėğŪƯňȌĐñƯňŵŪŵĹƣłñƛğė
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 
ŪŵƯƘŵƣƣňĎşğǐňƯłňŪƯłğĹƛñŨğƣŵĹğñĐłŵƛĺñŪňǡñƯňŵŪ͢ƣğĐƯňŵŪ͒̑͒̑̕»łğ�ƛĺñŪňǡñƯňŵŪƣ͵�ĐƯňŵŪƣƯŵ�ĐĐŵŨŨŵėñƯğ�ƛğñśėŵǐŪƣͣ͒ÚğǐñŪƯğėƯŵėŵ
ƣŵ͓ňŪŵƛėğƛƯŵĎğĎğƯƯğƛğƚƷňƘƘğėĹŵƛĐŵŨƘñƛňŪĺƯłğƘłǖƣňĐñşǐŵƛśƣňƯğǐňƯłƯłğƛğŨŵƯğǐŵƛśƣňƯğňŪƛğşñƯňŵŪƯŵĐƛğñƯňŪĺñĹƛñŨğǐŵƛśĹŵƛȍğǕňĎşğ
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 
ƯǐŵĐñƯğĺŵƛňğƣ͔¦ñėňĐñşşǖ'ňĹĹğƛğŪƯŵƛUŪĐƛğŨğŪƯñş łñŪĺğ͢ȌĺƷƛğßͣ͒
¦ñėňĐñşşǖėňĹĹğƛğŪƯ͓ƛğĹğƛƣƯŵėğƣňĺŪƣŵşƷƯňŵŪƣǐłňĐłƛğƚƷňƛğŨŵƛğ͢ƯłñŪ
the second category), either when it comes to money, technological 
improvements or resources from the organizations. These are so-called 
ͲŵƷƯŵĹƯłğĎŵǕͳͨƣŵşƷƯňŵŪƣ͒»łğėğƣňĺŪƣŵşƷƯňŵŪƣĐñƯğĺŵƛňǡğėñƣňŪĐƛğ-
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.

�ƣǐğǐñŪƯğėƯłğėğƣňĺŪƣŵşƷƯňŵŪƣƯŵǐŵƛśñƣŨğėňñƯňŪĺŵĎŘğĐƯƣ͓ñŪė
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-
ĎňŪĺƯłğňƛƛğşñƯňŵŪƣ͒�ŪėĎğĐñƷƣğͲ͒͒͒ƘƛñĐƯňĐğƣñƛğƘƛŵǏňƣňŵŪñşşǖşňŪśğėĎǖ
ƯňğƣŵĹĐŵͨğǕňƣƯğŪĐğŵƛĐŵͨėğƘğŪėğŪĐğͳ͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ̘͓͒̓ͣǐğ
can identify if the seven shared practices are linked to each other. These 
ĐŵŪŪğĐƯňŵŪƣĐñŪĎğǏğƛǖŵĎǏňŵƷƣƯŵƯłğƘƛñĐƯňƯňŵŪğƛƣ͓ĎƷƯƯłğǖñƛğŪ͵ƯŪğ-
cessarily. They can therefore be hard to recognize and thereby change 
(Shove et al., 2012). Assessing the three shared practices: Attending In-
ƯğƛŪñşsğğƯňŪĺƣ͓ ŵŨŨƷŪňĐñƯňŪĺHŵƛŨñşşǖñŪė»ñśňŪĺ£ñƛƯňŪ»ğñŨǐŵƛś͓
the following statements (from employees in the three organizations we 
have talked to), show how the practices interlink through the material 
ğşğŨğŪƯŵĹƯłğĐŵŨƘƷƯğƛ͢ȌĺƷƛğßͣ͒0ŨƘşŵǖğğƣňŪŵƛĺñŪňǡñƯňŵŪ¦ƣƯñƯğƣ
łŵǐͲ�ğĹŵƛğͦƛğė͒ �ÙU'̙ͨ̑ͧňŪƯğƛŪñşŨğğƯňŪĺƣǐğƛğƘłǖƣňĐñş͓ĎƷƯŪŵǐ
ͦƯłğǖͧėŵňƯƯłƛŵƷĺłƯğñŨƣͳ͢¦͓̑ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̗͓̑̒̐̒̑ͣñŪė
Ͳ͖ŪŵǐǐğƷƣğƯğñŨƣͦĹŵƛĹŵƛŨñşĐŵŨŨƷŪňĐñƯňŵŪͧͳ͢¦͓̓ŵŪşňŪğǐŵƛśƣłŵƘ͓
�Ƙƛňş ̖͓̐̒̐̒̑ͣ͒ »łňƣ ňƣ ƣƷƘƘşğŨğŪƯğėǐňƯł Ưłğ ƣƯñƯğŨğŪƯ͔ ͲÚğłñǏğ
ŵŪşňŪğŨğğƯňŪĺƣ ňŪƯğƛŪñşşǖ ňŪƯłğƘƛŵĐğƣƣĺƛŵƷƘ͓ŵŪƯğñŨƣͳ͢¦͓̒ŵŪşňŪğ
ǐŵƛśƣłŵƘ͓�Ƙƛňş̖͓̐̒̐̒̑ͣ͒HƛŵŨğŨƘşŵǖğğƣňŪŵƛĺñŪňǡñƯňŵŪUňƯňƣƣƯñƯğė
łŵǐ ͲƘğŵƘşğ ñƛğŨƷĐłŨŵƛğ ñǏñňşñĎşğ ͖ͦͧ ñĹƯğƛ ͦƯłğǖͧ łñǏğ ƣłňĹƯğė Ưŵ
łñǏňŪĺŨğğƯňŪĺƣŵŪşňŪğͳ͢Ȗ͓ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̘͓̑̒̐̒̑ͣñŪėU̒
ƣñǖƣƣłğͲ͒͒͒ƘñƛƯňĐňƘñƯğͦƣͧňŪėñňşǖĐłğĐśňŪŨğğƯňŪĺƣŵŪƯğñŨƣͳ͢U͓̒ŵŪşňŪğ
ǐŵƛśƣłŵƘ͓sñƛĐł ̘͓̑ ̒̐̒̑ͣ͒ UŪ ŵƛĺñŪňǡñƯňŵŪu͓ Ưłğǖ ƛğĹğƛ Ưŵ łŵǐ Ưłğ
ƘƛñĐƯňĐğŵĹƯñśňŪĺƘñƛƯňŪƯğñŨǐŵƛśłñǏğĎğĐŵŨğėňĹȌĐƷşƯͲ͖ğƣƘğĐňñşşǖňŪ
ƯłğƘƛŵŘğĐƯƣǐłğƛğǐğñƛğŨñŪǖƘğŵƘşğͦ͒͒͒ͧňƯňƣėňĹȌĐƷşƯƯŵĎğ̑̐ƘğŵƘşğ
on teams” (N1, online workshop, March 25, 2021) and how it is now 
ƘŵƣƣňĎşğͲ͖ƯŵĎğłñǏňŪĺƯłğŨğğƯňŪĺŵŪñƣĐƛğğŪͳ͢u͓̒ŵŪşňŪğǐŵƛśƣłŵƘ͓
March 29, 2021). The computer thereby serves as a means for accessing 
platforms such as Teams, which in many contexts are used for commu-
ŪňĐñƯňŵŪñŪėĐŵşşñĎŵƛñƯňŵŪñŪėňƯƯłƷƣȌĺƷƛñƯğƣňŪŨŵƛğƯłñŪŵŪğƘƛñĐƯňĐğ
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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 
ƯłğňƛĐŵͨğǕňƣƯğŪĐğƣñŪėƘƛŵǏňėňŪĺƯłğƘŵƣƣňĎňşňƯǖƯŵͲ͒͒͒ƣğŪͦėͧƛňƘƘşğƣ
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'ňĹĹğƛğŪƯñŪėUŪĐƛğŨğŪƯñş łñŪĺğ͢ȌĺƷƛğßñŪė
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-
ǏňėğƣñͲ͒͒͒ĐŵŪŪğĐƯňǏğƯňƣƣƷğƯłñƯłŵşėƣĐŵŨƘşğǕƣŵĐňñşñƛƛñŪĺğŨğŪƯƣ
ňŪƘşñĐğ͖ͳ͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ̖͒̓ͣ͒»łňƣŨğñŪƣƯłñƯǐňƯłŵƷƯƯłğ
computer the linkage between the practices could potentially break. 
PŵǐğǏğƛ͓ǐğñĐśŪŵǐşğėĺğłŵǐƯłğƣğƘƛñĐƯňĐğƣñƛğƘñƛƯŵĹňŪƯğƛͨƘƛñ-
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.
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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»ğñŨǐŵƛśñŪė ŵŨŨƷŪňĐñƯňŪĺHŵƛŨñşşǖ͒»łƷƣ͓ĐŵŪƣƯň-
ƯƷƯňŪĺŵƷƛȌƛƣƯƯǐŵĐŵŪĐğƘƯƘƛŵƘŵƣñşƣ͒

Taking a look at two of the other shared practices, namely Attending 
0ǕƯğƛŪñşsğğƯňŪĺƣñŪė£ğƛĹŵƛŨňŪĺHňğşėǐŵƛś͓ǐğƣğğłŵǐğñĐłƘƛñ-
ctice is performed to abstract knowledge from things such as places, 
ƘğŵƘşğŵƛğŪǏňƛŵŪŨğŪƯƣ͒¦̑ėğƣĐƛňĎğƣłŵǐƯłğǖňŪŵƛĺñŪňǡñƯňŵŪ¦ñƛğ
ƘğƛĹŵƛŨňŪĺ Ȍğşėǐŵƛś Ưŵ Ͳ͒͒͒ñĎƣƯƛñĐƯ śŪŵǐşğėĺğ ñĎŵƷƯ Ưłğ ĐƷƣƯŵŨğƛƣ
ñŪėƯłğňƛğŪǏňƛŵŪŨğŪƯ͖ͳ ͢¦͓̑ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̗͓̑̒̐̒̑ͣñŪė
łğñşƣŵƣƯñƯğƣłŵǐͲ͖ňƯňƣğñƣňğƛƯŵƷƣğŵĎŘğĐƯƣĹŵƛƯłğğǕƯƛñĐƯňŵŪŵĹƯłňƣ
śŪŵǐşğėĺğͳ͢¦͓̑ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̗͓̑̒̐̒̑ͣ͒HƷƛƯłğƛŨŵƛğ͓¦̓
ğşñĎŵƛñƯğƣŵŪ Ưłňƣ śŪŵǐşğėĺğĎǖ ƛğĹğƛƛňŪĺ Ưŵ ňƯ ñƣ ĹğğėĎñĐś͔ Ͳ͖ǐłğŪ
meeting with residents we want feedback on our suggestions for the 
ĎňĺĺğƛƛğŪŵǏñƯňŪĺƘƛŵŘğĐƯƣ͖ͳ͢¦͓̓ŵŪşňŪğǐŵƛśƣłŵƘ͓�Ƙƛňş̖͓̐̒̐̒̑ͣ͒u̒

ğŨƘñƯłňǡğƣłŵǐƯłğǖ ňŪŵƛĺñŪňǡñƯňŵŪuŪŵƛŨñşşǖͲ͒͒͒łñǏğƯŵĺŵėŵǐŪ
ñŪėƣğğłŵǐ ňƯ ňƣėŵǐŪñƯ ƯłğĎƷňşėňŪĺƣňƯğƣ ͖ͦͧłğƛğǐğĺŵŵƷƯñŪė
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®ŵŨğƯłňŪĺƣňŨňşñƛłñƘƘğŪƣǐłğŪĹŵƛŨƣŵĹĐŵŨƘğƯğŪĐğĐňƛĐƷşñƯğ ͢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-
ŨňŪĺHňğşėǐŵƛśͣñƛğňŪƯğƛşňŪśğėƯłƛŵƷĺłƯłğĐŵŨƘğƯğŪĐğŵĹʹñĎƣƯƛñĐƯňŪĺ
śŪŵǐşğėĺğ͵͢ȌĺƷƛğßͣ͒®ňŪĐğƯłňƣĐŵŨƘğƯğŪĐǖňƣƛğƚƷňƛğėĹŵƛƯłğĐŵŪƣƯň-
tution of each practice. 
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ȌĺƷƛğß͔®ƯŵƛǖĎŵñƛė͔̓¦ğƘƛğƣğŪƯňŪĺñĹƷƯƷƛğƣĐğŪñƛňŵŵĹñƛñėňĐñşşǖėňĹĹğƛğŪƯĐŵŪĐğƘƯ
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, 
ǐğėğĐňėğė Ưŵ ĺƛŵƷƘ Ưłğ Ưǐŵ ñŪė ŘƷƣƯ ñƣ ĎğĹŵƛğǐğ ĐŵŨĎňŪğė Ưłğňƛ
ĐŵŪŪğĐƯğėėğƣňĺŪƣŵşƷƯňŵŪƣňŪƯŵƯǐŵƣğƘñƛñƯğƣƯŵƛǖĎŵñƛėƣ͢ ȌĺƷƛğßñŪė
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 
ƯŵĺğƯłğƛ͓ĎƷƯƯłğǖėŵñĹĹğĐƯğñĐłŵƯłğƛ͢ȌĺƷƛğßͣ͒

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
şñĐśňŪĺͦǐłğŪƘğƛĹŵƛŨňŪĺňŪėğƘğŪėğŪƯǐŵƛśƛğŨŵƯğşǖͧͳñŪėłŵǐͳ͒͒͒ñşş
ƯłŵƣğŨňĐƛŵͨňŪǏŵşǏğŨğŪƯƣñƛğĺŵŪğĎğĐñƷƣğňƯ͵ƣ̒ ͨėňŨğŪƣňŵŪñşňŪƣƯğñė͒
�ŪėƯłğƣğñƛğƣŵŨğŵĹƯłğƯłňŪĺƣƯłñƯUėğƘğŪėŵŪ͒U͵ŨñƘğƛƣŵŪǐłŵ
ƛğñėƣƯłğƛŵŵŨñŪėͦ ͒͒͒ͧñėñƘƯƣñĐĐŵƛėňŪĺşǖñŪėñşƣŵĺğƯƣňėğñƣñŪėƣƯƷĹĹ
şňśğƯłñƯĹƛŵŨňƯͳ͢U͓̒ŵŪşňŪğǐŵƛśƣłŵƘ͓sñƛĐł̘͓̑̒̐̒̑ͣ͒

®łŵǏğğƯñş͓͒͢ ̒̐̑̒ͣğǕƘşñňŪƣłŵǐʹ ňŪǏňƣňĎşğŨğėňñƯŵƛƣŵĹñĐƯňŵŪ͵ñƛğĐŵŪ-
ƣƯňƯƷƯğėĎǖñƣǖƣƯğŨŵĹĐşñƣƣňȌĐñƯňŵŪ͒»łğƣğñƛğğƣƯñĎşňƣłňŪĺƯłğĎñƣňƣ
ĹŵƛłŵǐėňĹĹğƛğŪƯƘğƛĹŵƛŨñŪĐğƣñƛğĐŵŨƘñƛğėͲ͒͒͒ĎǖėğȌŪňŪĺǐłñƯñŪǖ
ŵŪğğŪñĐƯŨğŪƯňƣñƘğƛĹŵƛŨñŪĐğŵĹͦ ͒͒͒ͧñŪėĎǖƛğĐŵŪȌĺƷƛňŪĺğşğŨğŪƯƣŵĹ
the practice and the manner in which they are integrated” (Shove et al., 
͓̒̐̑̒Ƙ͒̑̐ͣ͒̕»łğĐşñƣƣňȌĐñƯňŵŪŵĹƯłğĐŵŪĐğƘƯŵĹĎğňŪĺƣŵĐňñşňƣĹƷƛƯłğƛ
ğşñĎŵƛñƯğėĎǖğŨƘşŵǖğğƣňŪŵƛĺñŪňǡñƯňŵŪu͔ͲsñňŪƯñňŪňŪĺƣŵĐňñşƛğşñƯň-
ŵŪƣłňƘƣǐňşşėğȌŪňƯğşǖĎğŵŪƯłğƘşƷƣƣňėğŵĹƯłğƘłǖƣňĐñş͒UƯňƣėğȌŪňƯğşǖ
ėňĹȌĐƷşƯǐłğŪǖŵƷƣňƯňŪǖŵƷƛşňƯƯşğĐƷĎğñƯłŵŨğͳ͢ȗ͓ŵŪşňŪğǐŵƛśƣłŵƘ͓
March 25, 2021) and ”The hardest thing about being home, is that the 
ƘňŪĺͨƘŵŪĺñŪėƯłŵƣğşňƯƯşğƯłňŪĺƣñŪėƯłğƣŵĐňñş͢ƯłñƯǖŵƷśňŪėŵĹŘƷƣƯ
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
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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-
ñƛėƣ͢ȌĺƷƛğßñŪėßͣ͒

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 
ňėğŪƯňȌğėňŪƣğĐƯňŵŪ̔͒̕UėğŪƯňĹǖňŪĺ�ƛğñśėŵǐŪƣ͒UŪŵƛėğƛƯŵŨñśğňƯ
less comprehensive we created storyboards representing six concept 
ƘƛŵƘŵƣñşƣ͢ƣğĐƯňŵŪ͒̑̕IğŪğƛñƯňŪĺ ŵŪĐğƘƯ£ƛŵƘŵƣñşƣͣ͒Úğƣłŵǐğė
these to four actors of leading roles in organization N and I (see box x), 
ǐğĐñşşƯłğƣğƛğƣƘğĐƯňǏğşǖuȋ͓ui̒ñŪėUȋ͓Ui̒͢ƣğĐƯňŵŪ̒͒̒ 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 
ǐłňĐłǐğǐňşşƛğĹğƛƯŵñƣñŪʹŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͵͢ƣğĐƯňŵŪ̒͒̒͒̑uğĺŵ-
tiation Spaces). We had a total of two online interventions, one with 
ĎŵƯłuȋñŪėui̒ñŪėŵŪğǐňƯłUȋ͒Ui̒ǐñƣñƣśğėƯłğƣñŨğƚƷğƣ-
ƯňŵŪƣ͢ñƣuȋñŪėui̒ͣƯłƛŵƷĺłñŪğŨñňşĐŵƛƛğƣƘŵŪėğŪĐğ͒Úğñƛğ
ñǐñƛğŵĹƯłğĹñĐƯƯłñƯƯłğşñĐśŵĹĹñĐňşňƯñƯňŵŪĐŵƷşėłñǏğňŪȍƷğŪĐğėłňƣ
answers. Unfortunately, we were not able to get any actors in a lea-
ėňŪĺƛŵşğĹƛŵŨŵƛĺñŪňǡñƯňŵŪ¦ƯŵƘñƛƯňĐňƘñƯğ͒

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 
ƣƯñĺğñƣğñƣňşǖñƣƘŵƣƣňĎşğ͒HŵƛňƯƯŵĎğñŨƷƯƷñşėňñşŵĺƷğñňŨňŪĺƯŵ
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 
ƯłğĎƛğñśėŵǐŪƣñŪėǐğłğŪĐğƘŵƛƯƛñǖğėƯłƛğğƘñƛƯƣŵĹŵƷƛȌĐƯňŵŪñş
ğŨƘşŵǖğğƣ͵ėñǖ͢ƣğğȌĺƷƛğß͓ßñŪėßͣ͒ÚğėğĐňėğėƯŵĐñşşłğƛIğƛƯƛƷė
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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HňĺƷƛğß͔£ñƛƯ͔̑£ƛŵĎşğŨĹƛñŨňŪĺŵĹƯłğȌƛƣƯƘñƛƯŵĹIğƛƯƛƷė͵ƣėñǖ

HňĺƷƛğß͔£ñƛƯ͔̒£ƛŵĎşğŨĹƛñŨňŪĺŵĹƯłğƣğĐŵŪėƘñƛƯŵĹIğƛƯƛƷėƣėñǖ

HňĺƷƛğß͔£ñƛƯ͔̓£ƛŵĎşğŨĹƛñŨňŪĺŵĹƯłğƯłňƛėƘñƛƯŵĹIğƛƯƛƷėƣėñǖ

0ñĐłƘñƛƯŵĹIğƛƯƛƷė͵ƣėñǖǐñƣƷƣğėñƣñŨğñŪƣƯŵŨğėňñƯğėňñşŵĺƷğ
ĐŵŪĐğƛŪňŪĺƯłğŵƛĺñŪňǡñƯňŵŪƣ͵ŵǐŪňŪňƯňñƯňǏğƣƷƣňŪĺñŪňŪƯğƛǏňğǐĺƷňėğ
ñƣñƣĐƛňƘƯ͒'ňėƯłğǖśŪŵǐñĎŵƷƯƯłğƣğƘƛŵĎşğŨƣ͙PŵǐėŵƯłğǖƣğĐƷƛğ
ƯłğŪğğėƣŵĹƯłğňƛğŨƘşŵǖğğƣ͓ŪŵƛŨñşşǖǏƣ͒Ūŵǐ͙PŵǐłñǏğƯłğǖėğñşƯ
ǐňƯłňƯėƷƛňŪĺƯłğƘñŪėğŨňĐ͙PŵǐñƛğƯłğǖƘşñŪŪňŪĺƯŵėğñşǐňƯłňƯ͙

After the presentation of each of the problem framing stories, a pair 
of storyboards were presented. As described in section 2.2.3 Sto-
ƛǖĎŵñƛėƣ͓ňƯǐñƣňŪƯğŪėğėĹŵƛƯłğƣğƯŵĹƷŪĐƯňŵŪñƣĎŵƷŪėñƛǖŵĎŘğĐƯƣ
͢ƣğğƣğĐƯňŵŪ̒͒̒͒̒�ŵƷŪėñƛǖ�ĎŘğĐƯƣͣ͒ÚğĎğşňğǏğǐğƣƷĐĐğğėğėñƣ
UȋƣƯñƯğėłŵǐͳUƯŨñśğƣǏğƛǖĺŵŵėƣğŪƣğĹŵƛǖŵƷƯŵėŵƣƷĐłñƯłňŪĺ͒͒
ǖŵƷśŪŵǐ͒͒ŨñśňŪĺƣƷĐłͦƣƯŵƛǖĎŵñƛėƣͧ͒͒ǐłğƛğǐğşŵŵśñƯƣŵŨğƯłňŪĺ
ǐňƯłƯłğğŨƘşŵǖğğƣ͵ĺşñƣƣğƣŵŪͳ͢Uȋ͓ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓sñǖ̖͓̒
̒̐̒̑ͣñŪėuȋğǕƘƛğƣƣğėłŵǐͲ͒͒͒ňƯňƣŪňĐğşǖƘƛğƣğŪƯğėñŪėňƯŨñśğƣ
really good sense to show these future scenarios, it can really start a 
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ĐŵŪǏğƛƣñƯňŵŪͦ͒͒͒ͧĺŵŵėŘŵĎͳ͢uȋ͓ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓sñǖ͓̒̐̒̐̒̑ͣ
ǐłğƛğƯŵui̒ñĺƛğğė͒

'ƷƛňŪĺƯłğȌƛƣƯŵŪşňŪğňŪƯğƛǏğŪƯňŵŪǐňƯłuȋñŪėui͓̒ǐğĎğĐñŨğ
aware that the intention of the meeting was not completely clear. We 
wished to get feedback from organization N, but they thought we 
ǐğƛğƣłŵǐňŪĺƯłğŨŵƷƛȌŪñşƣƷĎŨňƣƣňŵŪ͓ǐłňĐłŨñėğƯłğŨĐŵŨŨğŪƯ
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-
ƯğşşňŪĺ͓şğñėňŪĺƯłğĐŵŪǏğƛƣñƯňŵŪĎñĐśŵŪƯłğƛňĺłƯƯƛñĐś͒HƷƛƯłğƛŨŵƛğ͓
time pressure became an important factor during the meeting, due to 
ƯłğĹñĐƯƯłñƯui̒łñėƯŵşğñǏğŨƷĐłğñƛşňğƛƯłñŪğǕƘğĐƯğė͒»łňƣŨñėğ
the conversation around the third part of the story a little rushed and 
we therefore decided to change the length of the PowerPoint before 
ŵƷƛƣğĐŵŪėŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓ĺŵňŪĺĹƛŵŨ̑̑Ưŵ̘ƣşňėğƣ͢Ūğǐƣşňėğ
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 
ƯłğŵŪşňŪğňŪƯğƛǏğŪƯňŵŪǐňƯłuȋñŪėui̒͒HƷƛƯłğƛŨŵƛğ͓ǐğñėėğė
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 ĐŵŪĐğƛŪƣŵƛǐŵƛƛňğƣ ͢ĎñƣğėŵŪ ƯłğĎƛğñśėŵǐŪƣͣǐğƛğƘƛğ-
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 
ǐğñśğŪƣƯłğĐŵŪĐğŪƯƛñƯňŵŪ͵͓ UȋğǕƘşñňŪğėłŵǐ͔

Ͳ͒͒͒Ưłğƛğ ňƣ ñǐŵƛśňŪĺ ĺƛŵƷƘ ĐŵŪƣňƣƯňŪĺ ŵĹ ƣŵŨğŨñŪñĺğƛƣ ñŪė ƣŵŨğ
employee representatives who are looking at ... if we have to change 
ƯłğňŪƯğƛňŵƛǐłğŪǐğƛğƯƷƛŪ͖ͦͧƯłğƛğňƣñŪğğėĹŵƛŨŵƛğƚƷňğƯĐŵŨƘñƛƯ-
ŨğŪƯƣ͖ͦͧƯłñƯǖŵƷŨŵǏğňŪƯŵǐłğŪǖŵƷŪğğėƯŵĎğƷŪėňƣƯƷƛĎğėñŪė
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 
ǖŵƷƛƣğşĹƯłğƛğňĹǖŵƷňŪƯğŪėƯŵėŵƣŵŨğƯłňŪĺƘşñŪŪğėͳ͢Uȋ͓ŵŪşňŪğňŪƯğƛ-
vention, May 26, 2021)

She further elaborated on the working group as someone who sets 
Ͳ͒͒͒ƷƘƣŵŨğğǕƘğƛňŨğŪƯƣ͓ǐłňĐł ͦƯłğǖͧǐňşş ƯłğŪğǏñşƷñƯğ͒uŵǐ ͦƯłğǖͧ
Ưƛǖ Ưŵėŵ ňƯ͓ Ưŵƣğğłŵǐ ňƯǐŵƛśƣñŪė ƯłğŪǐłğŪ ͦƯłğǖͧŨŵǏğĎñĐś ňŪ
uŵǏğŨĎğƛ͓ͦƯłğǖͧłñǏğƯƛňğėŵƷƯƣŵŨğğǕƘğƛňŨğŪƯƣǐłğƛğͦƯłğǖͧƯłğŪ
decide what kind of things to go with and what kind of thing to not go 
ǐňƯłͳ ͢Uȋ͓ŵŪşňŪğ ňŪƯğƛǏğŪƯňŵŪ͓sñǖ̖͓̒̒̐̒̑ͣ͒ Ui̒ñşƣŵƣƯñƯğƣłŵǐ ňƯ
is necessary to experiment with different actions in order to see what 
ǐŵƛśƣñŪėłğ ĹƷƛƯłğƛŨŵƛğğşñĎŵƛñƯğƣŵŪłŵǐͲsŵƣƯŵĹƷƣǐłŵłñǏğ
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 
ňėğñĹŵƛŨŵƛğğĹȌĐňğŪƯŵƛƘşğñƣñŪƯŨğğƯňŪĺƣͦ ͒͒͒ͧƯłğǖñƛğñşşŵǐğėƯŵĺňǏğ
ňƯñĺŵͳ͢Ui͓̒ğŨñňşĐŵƛƛğƣƘŵŪėğŪĐğ͓sñǖ̗͓̒̒̐̒̑ͣ͒

Ui̒ğǕƘƛğƣƣğėłŵǐ Ͳ͒͒͒UƯ͵ƣ ñĎŵƷƯĎƛğñśňŪĺ ƯłğŨŵŪŵƯŵŪǖ͖ͳ ͢Ui͓̒ ğŨñňş
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ĐŵƛƛğƣƘŵŪėğŪĐğ͓sñǖ̗͓͓̒̒̐̒̑ͣňŪƛğşñƯňŵŪƯŵƯłğĹñĐƯƯłñƯňƯ͵ƣʹPñƛėƯŵ
ėňƣĐƷƣƣñŪėĎğňŪƣƘňƛğėĎǖğñĐłŵƯłğƛ͵ƯłğƛğňƣñʹiñĐśŵĹƘňŪĺͨƘŵŪĺñŪė
ƣğŪƣğŵĹĐŵŨŨƷŪňƯǖĹğğşňŪĺ͵ñŪėƯłñƯʹ®ƘñƛƛňŪĺňƣėňĹȌĐƷşƯ͵͒ �ŪğǕñŨƘşğ
of how they are trying to break the monotony is in relation to virtual 
ŨğğƯňŪĺƣ͓ǐłňĐł Ui̒ƣƯñƯğƣ Ͳ͒͒͒ĐŵŪƣƷŨğĐŵĺŪňƯňǏğ ƛğƣŵƷƛĐğƣ ňŪñĐŵŨ-
ƘşğƯğşǖėňĹĹğƛğŪƯǐñǖ ƯłñŪƘłǖƣňĐñşŨğğƯňŪĺƣ͒àŵƷƣňŨƘşǖĺğƯ Ưňƛğė ňŪ
ñŪŵƯłğƛǐñǖͳ͢Ui͓̒ğŨñňşĐŵƛƛğƣƘŵŪėğŪĐğ͓sñǖ̗͓͓̒̒̐̒̑ͣƯłğǖƣğğśƯŵ
accommodate this by 

Ͳ͒͒͒ͦĎƛğñśňŪĺşŵŪĺğƛŨğğƯňŪĺƣͧƷƘňŪƯŵƣŨñşşğƛĐłƷŪśƣ͟ƣğĺŨğŪƯƣ͓ñŪė
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 
ŵƛƯğñŨƣňŪƣŨñşşĺƛŵƷƘƣͳ͢Ui͓̒ğŨñňşĐŵƛƛğƣƘŵŪėğŪĐğ͓sñǖ̗͓̒̒̐̒̑ͣ͒

UȋğşñĎŵƛñƯğƣŵŪƯłğǏňėğŵŨğğƯňŪĺƣĎǖƣñǖňŪĺ͔

ͲUĹǐğłñǏğƯŵłñǏğƣŵŨğŨŵƛğĐƛğñƯňǏğƘƛŵĐğƣƣğƣñŪėǐğłñǏğƯŵėğ-
ǏğşŵƘƯłňŪĺƣñŪėƣƯñƛƯŵǏğƛǐňƯłƣŵŨğƯłňŪĺƯłğŪ͖ͦͧǐğǐŵƷşėƘƛğĹğƛ
ͦƯŵƘłǖƣňĐñşşǖŨğğƯͧğǏğŪňĹǖŵƷłñǏğñƯŵŵşĐñşşğėsňƛŵ͓ǐłňĐłĐñŪñş-
ŨŵƣƯŨñśğñŪğşğĐƯƛŵŪňĐǐłňƯğĎŵñƛėǐňƯłƘŵƣƯͨňƯƣñŪėğǏğƛǖƯłňŪĺ͖ͦͧ
we think there is more effect of doing it together where you can also 
ĐŵŨĎňŪğƣŵŨğƯłňŪĺşňśğ͵ǐñşśñŪėƯñşś͵ñŪėǖŵƷĐñŪğƣƣğŪƯňñşşǖŘƷƣƯĎğ
ƘłǖƣňĐñşşǖƯŵĺğƯłğƛͳ͢Uȋ͓ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓sñǖ̖͓̒̒̐̒̑ͣ͒

It is thus very much dependent on the purpose of the meeting, whether 
ŵƛŪŵƯňƯĐñŪĎğĹƷŪĐƯňŵŪñşňŪñǏňƛƯƷñşƣğƯƯňŪĺ͔ͲUŪĺğŪğƛñş͓ňƯňƣŵƷƛñƘ-
ƘƛŵñĐłƯłñƯ͵ĐƛňƣğƣñŪėĐƛğñƯňǏňƯǖ͵ñƛğƘŵŵƛşǖłñŪėşğėňŪǏňėğŵŨğğƯňŪĺƣ͓
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 ñŪėŨñňŪƯñňŪ ƛğşñƯňŵŪƣłňƘƣ͵ Ui̒
ğǕƘƛğƣƣğėłŵǐłğͲ͒͒͒ȌŪėͦƣͧňƯłñƛėğƛƯŵĎƷňşėŪğǐƛğşñƯňŵŪƣłňƘƣͦƯłñŪ
ŨñňŪƯñňŪňŪĺŵşėŵŪğƣͧ͒�Ư ƯłňƣƘŵňŪƯ͓ǐğłñǏğŪŵƯėŵŪğŨƷĐł ͦƯŵñĐ-
ĐŵŨŨŵėñƯğňƯͧŵƯłğƛƯłñŪşŵŵśĹŵƛǐñƛėƯŵƯłğǐŵƛşėĎğĐŵŨňŪĺñşňƯƯşğ
ŨŵƛğŪŵƛŨñşͳ͢Ui͓̒ğŨñňşĐŵƛƛğƣƘŵŪėğŪĐğ͓sñǖ̗͓̒̒̐̒̑ͣ͒ÚğƯłğƛğĎǖ

see how organization I, are under the belief that accommodating bre-
ñśėŵǐŪƣǐłňĐłñƛğƛğşñƯğėƯŵƯłğĐŵŪĐğƘƯŵĹĎğňŪĺƣŵĐňñşňƣŪ͵ƯĹğñƣňĎşğ
ǐňƯłŵƷƯƯłğƘłǖƣňĐñşĐŵŪŪğĐƯňŵŪ͕ͳ͖ƯłğƛğňƣƯłğĐŵŨƘşğƯğşǖĐşñƣƣňĐŪğğė
for oxytocin, it simply does not occur in a screen context, it only occurs 
ǐłğŪƘğŵƘşğñƛğƘłǖƣňĐñşşǖƯŵĺğƯłğƛͳ͢Uȋ͓ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓sñǖ̖͓̒
2021) and ”We have primarily addressed this by allowing colleagues 
ƯŵĐŵŨğƯŵƯłğŵĹȌĐğǐłğŪƣŵĐňñşĐŵŪƣňėğƛñƯňŵŪƣłñǏğƛğƚƷňƛğėňƯͳ͢Ui͓̒
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 
ĐñŪǐŵƛśŵŪşňŪğͳ͢ ui͓̒ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓sñǖ̒ ͓̐̒ ͓̐̒̑ͣǐłňĐłƣłŵǐƣ
ňŪƣŵŨğŵĹƯłğňƛƣƯñƯğŨğŪƯƣƣƷĐłñƣui̒ƣñǖňŪĺ͔

ͲUėŵŪŵƯƯłňŪśǐğǐňşşłñǏğğŨƘşŵǖğğƣǐłŵñƛğŪğǏğƛňŪƯłğŵĹȌĐğͦ͒͒͒ͧ
UƯ͵ƣŪŵƯĺŵňŪĺƯŵłñƘƘğŪłğƛğͦ͒͒͒ͧÚğłñǏğƣŵŨğŵŪğǐłŵňƣǏğƛǖŨƷĐł
ŵƷƯǐňƯłĐƷƣƯŵŨğƛƣ͓ĎƷƯƯłğǖñşǐñǖƣĐŵŨğňŪƯŵƯłğŵĹȌĐğͦ͒͒͒ͧƯłğǖłñǏğ
ñłñƛėƯňŨğĎğňŪĺñǐñǖĹƛŵŨƯłğňƛėğƘñƛƯŨğŪƯͳ͢ui͓̒ŵŪşňŪğňŪƯğƛǏğŪ-
tion, May 20, 2021).

She points to it having to do with the average age of the employees in 
ŵƛĺñŪňǡñƯňŵŪuñŪėƣƯñƯğƣͲÚğłñǏğñłňĺłñǏğƛñĺğñĺğ͓ǐğñƛğñėňĹĹğ-
ƛğŪƯĺğŪğƛñƯňŵŪͦ͒͒͒ͧͦǐŵƛśňŪĺğŪƯňƛğşǖƛğŨŵƯğͧĐŵƷşėĎğƣŵŨğƯłňŪĺƯłñƯ
ĐŵŨğƣ ňŪ ǖŵƷƛĺğŪğƛñƯňŵŪͳ ͢ui͓̒ ŵŪşňŪğ ňŪƯğƛǏğŪƯňŵŪ͓sñǖ͓̒̐̒̐̒̑ͣ͒
We believe that this is yet another argument for implementing poli-
ĐňğƣñŪėğƣƯñĎşňƣłňŪĺĹƛñŨğǐŵƛśƣƯłñƯñƛğȍğǕňĎşğğŪŵƷĺłƯŵƣƷňƯƯłğ
individual needs and practices of employees in advisoring engineering 
organizations. 
Because organization N has this belief they have not focussed very 
ŨƷĐłŵŪłŵǐƯŵñĐĐŵŨŨŵėñƯğƘğŵƘşğ͵ƣŪğğėƣǐłğŪǐŵƛśňŪĺƛğŨŵƯğşǖ͓
but more on how to make a good comeback for when the pandemic 
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ňƣŵǏğƛ͒»łğǖñƛğƯłğƛğĹŵƛğƣƯňşşͳ͒͒͒ĐłñşşğŪĺğėǐňƯłłŵǐͦƯłğǖͧŨñśğñ
ǐŵƛśƘşñĐğ ĹƷŪĐƯňŵŪǐłğŪ ͦƯłğǖͧ ñƛğŪŵƯ ñşş ňŪ Ưłğ ƣñŨğƘşñĐğͳ ͢uȋ͓
ŵŪşňŪğ ňŪƯğƛǏğŪƯňŵŪ͓sñǖ͓̒̐̒̐̒̑ͣ͒PŵǐğǏğƛ͓ƯłğǖėŵƛğĐŵĺŪňǡğłŵǐ
ͳUƯłñƣĎğĐŵŨğŨŵƛğŵśñǖƯŵǐŵƛśĹƛŵŨłŵŨğŪŵǐ͓ƯłñŪĎğĹŵƛğͦƛğė͒
ƯłğƘñŪėğŨňĐͧͳñŪėłŵǐƯłğǖĎğĹŵƛğƯłğƘñŪėğŨňĐͲ͒͒͒łñėėğĐňėğėƯłñƯ
ͦƯłğǖͧǐñŪƯğė Ưŵ Ʒƣğ»ğñŨƣ͓ ĎƷƯ ƯłñƯ Ưłğƛğǐğƛğ şŵŪĺƘƛŵƣƘğĐƯƣ͓ ñƣ
ĐŵŪȌėğŪĐğňŪƘğŵƘşğƯŵȌĺƷƛğňƯŵƷƯǐñƣşŵǐ͒�ƷƯƯłğŪĐñŨğĐŵƛŵŪññŪė
ğǏğƛǖŵŪğłñėƯŵşğñƛŪňƯͳ͢uȋ͓ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓sñǖ͓̒̐̒̐̒̑ͣ͒

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 
ňėğŪƯňȌğėĎƛğñśėŵǐŪƣ͒»łňƣƛğƣƷşƯğėňŪƯłğĹŵşşŵǐňŪĺ̘ėğƣňĺŪĐƛňƯğƛňñƣ͔

1) It must be possible to read body language and mimic clearly 
̒ͣ0ñƣǖñĐĐğƣƣƯŵƯłğƷƣğŵĹĐŵŨŨƷŪňĐñƯňŵŪŵĎŘğĐƯƣŨƷƣƯĎğğŪƣƷƛğė
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 
̗ͣ¦ŵŵŨĹŵƛňŪĹŵƛŨñşñŪėƣƘŵŪƯñŪğŵƷƣėňñşŵĺƷğŨƷƣƯĎğğŪƣƷƛğė
̘ͣUƯŨƷƣƯĎğŨñėğğñƣǖƯŵėňƣƯňŪĺƷňƣłĎğƯǐğğŪǐŵƛśňŪĺƯňŨğñŪėşğ-
isure time 

It is these criterias mirrored with the six storyboards that constitutes the 
ĹğğėĎñĐśĺğŪğƛñƯğėĹŵƛŵƷƛĐŵŪĐğƘƯƘƛŵƘŵƣñşƣ͒¦ğŨğŨĎğƛňŪĺƯłñƯƯłğ
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 
ƣğǏğŪƣłñƛğėƘƛñĐƯňĐğƣ͢ƣğĐƯňŵŪ̔͒̓UėğŪƯňȌĐñƯňŵŪŵĹ®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 
ñƣʹUƯŨƷƣƯĎğƘŵƣƣňĎşğƯŵƛğñėĎŵėǖşñŪĺƷñĺğñŪėŨňŨňĐĐşğñƛşǖ͵͓ ñƛğ
technologies that in some way can scan, see or measure things like 
ƘğŵƘşğĹñĐňñşğǕƘƛğƣƣňŵŪƣ͓ĎŵėǖşñŪĺƷñĺğŵƛƘƛğƣğŪĐğ͒PğŪĐğĐƛğñƯňŪĺ
ñĐŵŪĐğƛŪĹŵƛğŨƘşŵǖğğƣ͵ƘƛňǏñĐǖ͒ui̒ƣñǖƣ͔

ͲHŵƛŨğ ňƯ ňƣłñƛė Ưŵ ňŨñĺňŪğ ͦƛğŨŵƯğǐŵƛśͧĎğňŪĺ Ưłğ ĹƷƯƷƛğ͓ĎğĐñƷ-
ƣğňƯşğñŪƣƯŵǐñƛėƣñĐŵŨŨƷŪňƯǖŵĹƣƷƛǏğňşşñŪĐğͦ͒͒͒ͧ»łñƯĐŵƷşėĎğƣŵ-
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” 
͢ui͓̒ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓sñǖ͓̒̐̒̐̒̑ͣ

�ŪėUi̒ƣłñƛğƣƯłňƣĹğğşňŪĺͲ»łğƷƣğŵĹğŨŵŘňƣƣğğŨƣñĎňƯƯƛñŪƣĺƛğƣ-
ƣňǏğͦ͒͒͒ͧƯŵƛğñėǖŵƷƛĹñĐňñşğǕƘƛğƣƣňŵŪñŪėƯƛñŪƣşñƯğňƯ ňŪƯŵĐñƛƯŵŵŪƣ͓U
ƯłňŪśUǐŵƷşėłñǏğƛğĹƷƣğėͳ͢Ui͓̒ğŨñňşĐŵƛƛğƣƘŵŪėğŪĐğ͓sñǖ̗͓̒̒̐̒̑ͣ͒
PŵǐğǏğƛ͓łğƣƯñƯğƣłŵǐłğȌŪėƣƯłğłŵşŵĺƛñŨňėğñƷƣğĹƷş͔Ͳ»łğňėğñ
of the hologram is fun, because one of the keys to better meetings is to 
ĎğñĎşğƯŵƣğŪƣğƯłğŵƯłğƛƘğŵƘşğňŪƯłğŨğğƯňŪĺ͒UƯ͵ƣƛğñşşǖłñƛėƯŵƛğñė
ƘğŵƘşğŵŪñƣĐƛğğŪͳ͢Ui͓̒ğŨñňşĐŵƛƛğƣƘŵŪėğŪĐğ͓sñǖ̗͓̒̒̐̒̑ͣ͒

In the attempt to accommodate breakdowns about lack of informal 
communication, and thus account for design criterias such as ‘Spaces 
ĹŵƛƘňŪĺͨƘŵŪĺñŪėñƣğŪƣğŵĹĐŵŨŨƷŪňƯǖŨƷƣƯĎğĐƛğñƯğė͵ñŪėʹ¦ŵŵŨ
ĹŵƛňŪĹŵƛŨñşñŪėƣƘŵŪƯñŪğŵƷƣėňñşŵĺƷğŨƷƣƯĎğğŪƣƷƛğė͵͓ ĐŵŪĐğƘƯğşğ-
ŨğŪƯƣĐŵŪƣňƣƯğėŵĹ Ưłğ ĹŵƛŨñƯňŵŪŵĹƣŵĐňñşğǏğŪƯƣ͒Pğƛğ ƯłğñĐƯŵƛƣ ňŪ
the leading roles had, once again, a hard time associating social events 
ǐňƯłƯłğƛğŨŵƯğǐŵƛśƣňƯğ͒®ƯñƯğŨğŪƯƣşňśğͳàŵƷĐñŪñşƣŵłñǏğĹƷŪƯŵ-
ĺğƯłğƛǏňƛƯƷñşşǖ͓ĎƷƯƯłğƛğñƛğŘƷƣƯƣŵŨğƯłňŪĺƣƯłñƯñşƣŵłñƘƘğŪǐłğŪ
ǖŵƷñƛğƘłǖƣňĐñşşǖ ƯŵĺğƯłğƛͳ ͢Uȋ͓ŵŪşňŪğ ňŪƯğƛǏğŪƯňŵŪ͓sñǖ̖͓̒̒̐̒̑ͣ
ñŪėͳͦ»łğƘłǖƣňĐñşñǐñƛğŪğƣƣñŪėĎğňŪĺñĎşğ ƯŵƣğğğñĐłŵƯłğƛͧñƛğ
the ones who create that psychological security ... that you have some 
ğŨŵƯňŵŪñşĐŵŪŪğĐƯňŵŪƯŵͳ͢ui͓̒ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓sñǖ͓̒̐̒̐̒̑ͣƷŪ-
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:

Ͳ͒͒͒ƯłğğŨƘşŵǖğğƣėŵŪŵƯĎŵƯłğƛǐňƯłŨŵƛğǏňƛƯƷñşHƛňėñǖĎñƛƣŵƛñŪǖƯłňŪĺ
şňśğƯłñƯ͓ĎƷƯ͖ͦͧǐłñƯƯłğǖƣñǖƯłğǖǐñŪƯňƣƯŵśğğƘƯłğŨŵƛŪňŪĺĐłğĐśͨ
ňŪŨğğƯňŪĺƣǐłğƛğǖŵƷĺğƯñƛƛñŪĺğėƣŵŨğƯłňŪĺǖŵƷŪğğėłğşƘƯŵͦ͒͒͒ͧ
we have a coffee meeting on Thursdays, then we have a coordination 
ŨğğƯňŪĺŵŪHƛňėñǖƣ͒®ŵƯłğƛğňƣƣňŨƘşǖñƯŵƷĐłƘŵňŪƯğǏğƛǖėñǖƯŵśŪŵǐ
ƯłñƯ Ưłğƛğ ǖŵƷ ĐñŪĺğƯłŵşėŵĹ ñ ĐŵşşğñĺƷğͳ ͢Uȋ͓ ŵŪşňŪğ ňŪƯğƛǏğŪƯňŵŪ͓
May 26, 2021).

UȋĐŵŪƯňŪƷğƣƯŵĐŵŪĐşƷėğ͢ñƣǐğłñėƘƛğėňĐƯğė͓ͣłŵǐƘƛñĐƯňĐğƣƯłñƯňƣ
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 
ĎğğŪŘƷƣƯğǕñĐƯşǖŨñňŪƯñňŪğėǐňƯłñşşƯłñƯǐğłñǏğĎğğŪñĎşğƯŵƣƷƘ-
ƘŵƛƯ͒�ƷƯƯŵĎƷňşėŵŪňƯ͖ͦͧǐğŨƷƣƯėŵňƯƘłǖƣňĐñşşǖƯŵĺğƯłğƛͳ͢Uȋ͓ŵŪ-
şňŪğňŪƯğƛǏğŪƯňŵŪ͓sñǖ̖͓̒̒̐̒̑ͣ͒ͳͦÚłğŪǐğĐŵŨğĎñĐśͧǐğǐňşşłñǏğ
ñǏğƛǖĺƛğñƯ ĹŵĐƷƣŵŪƛğĐƛğñƯňŪĺƯłğƛğşñƯňŵŪƣłňƘ͓ͦ͒͒͒ͧƣŵƯłğƛğǐňşşĎğ
many, many more physical meetings where that is in focus. So we are 
ŪŵƯĺŵňŪĺƯŵƣƘğŪėğŪğƛĺǖŵŪȌĺƷƛňŪĺŵƷƯłŵǐƯŵėŵƯłğĎğƣƯǐğĐñŪ
at home, because we think that what you were missing when you were 
sitting at home, is primarily the physical meeting, the informal dialogue 
ñŪėƯłňŪĺƣşňśğƯłñƯͳ͢Uȋ͓ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓sñǖ̖͓̒̒̐̒̑ͣ͒

PŵǐğǏğƛ͓ƯłğƛğŨŵƯğǐŵƛśƣňƯğňƣŨƷĐłŨŵƛğƣƷňƯñĎşğĹŵƛƘƛñĐƯňĐğƣƯłñƯ
are not as dependent on connections to other people. The concept 
proposals accounting for design criterias such as ‘It should make con-
ĐğŪƯƛñƯňŵŪĹğñƣňĎşğ͵ñŪėʹUƯŨƷƣƯĎğŨñėğğñƣǖƯŵėňƣƯňŪĺƷňƣłĎğƯǐğğŪ
ǐŵƛśňŪĺƯňŨğñŪėşğňƣƷƛğƯňŨğ͵ƣğğŨğėƯŵĎğǐğňĺłƯğėñƣŵƘƯňŨñşƣŵ-
lutions. Especially when it comes to structuring employees work time 
the concept proposals seemed to spark interest with statements like: 

Ͳ»łğŵŪğǐňƯłƯňŨňŪĺƯłğŨğğƯňŪĺňƣñĺŵŵėňėğññŪėñƣňŨƘşğǐñǖƣŵ
ǖŵƷĐñŪƣğğǐłğŪñĎƛğñśłñƣĎğğŪñėėğėͳ͢ui͓̒ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓
sñǖ͓̒̐̒̐̒̑ͣñĐĐŵŨƘñŪňğėĎǖͲUƯňƣňŨƘŵƛƯñŪƯƯŵƯñśğĎƛğñśƣ͒àŵƷĐñŪ
ğñƣňşǖĹŵƛĺğƯƯŵƯñśğĎƛğñśƣͳ͢uȋ͓ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓sñǖ͓̒̐̒̐̒̑ͣ͒
Ui̒ğǕƘƛğƣƣğėłŵǐ͔

Ͳ͒͒͒ƯłğǏğƛǖƘƛňŪĐňƘşğŵĹĎğňŪĺǏğƛǖĐƛňƯňĐñşŵĹǐłňĐłŨğğƯňŪĺƣñƛğŪğĐğƣ-
sary - how long they must / should be - and who should participate. 
»łğƛğňƣñŨŵŪĺŨñŪǖ͓ñŪğǕƘğƛňğŪĐğŵĹƣňƯƯňŪĺñŪėǐñƣƯňŪĺŵŪğ͵ƣƯňŨğ
with pseudo-work in ritual meetings, and there is not much energy in 
ňƯ͓ƣŵĎğňŪĺĐƛňƯňĐñşŵĹŵŪğ͵ƣŨğğƯňŪĺƣƯƛƷĐƯƷƛğňƣƘğƛłñƘƣŵŪğŵĹƯłğĎğƣƯ
ƯłňŪĺƣǖŵƷĐñŪėŵͳñŪėͲ»łğƯğĐłŪňĐñşƣŵşƷƯňŵŪƣñƛğĺŵŵė͒®ğƯƯňŪĺĎŵƷŪ-
ėñƛňğƣĹŵƛǐŵƛśňƣƚƷňƯğėňĹȌĐƷşƯ͓ğƣƘğĐňñşşǖňĹǖŵƷñƛğğŪĺñĺğėňŪǖŵƷƛ
ŘŵĎŵƛƣƷĎŘğĐƯñƛğñͳ͢Uȋ͓ŵŪşňŪğňŪƯğƛǏğŪƯňŵŪ͓sñǖ̖͓̒̒̐̒̑ͣ͒

»łňƣĐƛğñƯğėƯłğƣğŪƣğƯłñƯ͓ňĹƯłğñĎňşňƯǖƯŵłğşƘƣƯƛƷĐƯƷƛğğŨƘşŵǖğğƣ͵
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 
ėğƣňĺŪñĹƛñŨğǐŵƛśĹŵƛȍğǕňĎşğǐŵƛśŨŵėğşƣƯłñƯĐŵŨĎňŪğƯłğƘłǖƣňĐñş
ñŪėƛğŨŵƯğǐŵƛśňŪĺƣňƯğ͒ UŪƣğĐƯňŵŪ̔͒̓ UėğŪƯňȌĐñƯňŵŪŵĹ®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 
ŵƛĺñŪňǡñƯňŵŪñşƣğŪƣğ͢ƣğğȌĺƷƛğßͣ͒
The weight on the physical side has been lifted and the two practices, 
Attending External Meetings and Taking Part in Teamwork has moved 
ƯŵƯłğŨňėėşğ͒PğƛğňƯňƣňŨƘŵƛƯñŪƯƯŵĐŵŪƣňėğƛğñĐłŨğğƯňŪĺŵƛƯğñŨ-
work based tasks individually, since some will be more suitable for the 
ƛğŨŵƯğƣňƯğ͓ǐłňşğŵƯłğƛƣȌƯĎğƯƯğƛňŪñƘłǖƣňĐñşƣňƯğ͒
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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�ƣƣƯñƯğėňŪƣğĐƯňŵŪ̔͒̒»łğ�ƛĺñŪňǡñƯňŵŪƣ¦ğşñƯňŵŪƣƯŵ¦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 
ĎğėňĹĹğƛğŪƯ͓ǐłňĐłǐŵŪ͵ƯłğşƘƯłğŵƛĺñŪňǡñƯňŵŪñƣñǐłŵşğ͒»łňƣňƣñŪŵ-
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 
ƣƯŵƛňğƣ͒HŵƷƛñĐƯŵƛƣňŪşğñėňŪĺƛŵşğƣĹƛŵŨŵƛĺñŪňǡñƯňŵŪuñŪėU͓ƘƛŵǏňėğė
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 ñŪėȍğǕňĎşğǐŵƛśŨŵėğşƣ͒ »łğƣğ ñƛğ ƣƷŨŨñƛňǡğė ňŪƯŵ
the followed design criteria where... 

If we connect those to the design criteria discovered in chapter 3 and 
͓̔ǐğĺğƯñƯŵƯñşŵĹ̗̑ĐƛňƯğƛňñƣǐłňĐłƯłğĹƷƯƷƛğĹƛñŨğǐŵƛśĹŵƛȍğǕňĎşğ
work models must account for. These criteria put together constitute 
the frames for the framework we wish to design and should provide 
ƯłğȍğǕňĎşğǐŵƛśŨŵėğşƣǐňƯłƯłğğƣƣğŪƯňñşƣĹŵƛƣƷƘƘŵƛƯňŪĺƯłğŪğğėƣ
of individuals, working within advising engineering organizations. The 
ȌŪñşėğƣňĺŪĐƛňƯğƛňñƯłƷƣƣƯñƯğƣłŵǐ͖
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5.3 Further Work 

Considering the work of which we have described in this thesis, we will 
ŪŵǐƘƛğƣğŪƯƯłğǐŵƛśƯŵĎğƘğƛĹŵƛŨğėƷŪƯňşƯłğƘƛŵŘğĐƯ͵ƣğŪėėñƯğŵŪ
eƷŪğ̒̔Ưł̒̐̒̑͒ÚğǐňşşƘƛğƣğŪƯƯłğƣƯğƘƣŪğğėğėƯŵƯñśğňŪŵƛėğƛƯŵ
ƘƛğƣğŪƯñȌŪñşĹƛñŨğǐŵƛśñŪėĹƷƛƯłğƛŨŵƛğƘƛğƣğŪƯłŵǐǐğğǕƘğĐƯƯŵ
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 
ǐñƣşŵĐñƯğėňŪ͒»ŵėğȌŪğłŵǐƯłğĹƛñŨğǐŵƛśñĐĐŵƷŪƯƣĹŵƛƯłğėğƣňĺŪ
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 
ğŨƘşŵǖğƛƣñŪėƯłğğŨƘşŵǖğƛƣƯłğƛğĎǖƘŵƛƯƛñǖñƣƷƣğƛƣ͒PğŪĐğ͓ƯłğŨñ-
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 
ŪğĺŵƯňñƯğėñŪėƛğͨėğȌŪğėňŪŪğĺŵƯňñƯňŵŪĎğƯǐğğŪƷƣñŪėƯłğğŨƘşŵ-
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-
ǏňėňŪĺğŨƘşŵǖğğƣňŪƣƷĐłŵƛĺñŪňǡñƯňŵŪƣƯłğƘŵƣƣňĎňşňƯǖŵĹėğȌŪňŪĺƯłğňƛ
sustainable work practice. We stress that there is a need to investigate 
ĹƷƛƯłğƛłŵǐƣƷĐłŨŵėğşƣĹŵƛƣƷƣƯñňŪñĎşğȍğǕňĎşğǐŵƛśĐñŪĎğñƘƘşňğė
in other types of organizations. 

'ƷğƯŵƯłğĹñĐƯƯłñƯňƯǐñƣŪ͵ƯƘŵƣƣňĎşğĹŵƛƷƣƯŵğŪĺñĺğŨŵƛğƯłñŪƣğ-
ǏğŪƘƛñĐƯňƯňŵŪğƛƣňŪƯłğƘƛŵŘğĐƯ͓ ňƯǐŵƷşėĎğƛğşğǏñŪƯƯŵĹƷƛƯłğƛñňŨƯŵ
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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UŪƯłňƣ łñƘƯğƛǐğǐňşşşŵŵśňŪƯŵłŵǐʹƯłğǐŵƛśƘƛñĐƯňĐğ͵ňŪǐğƣƯğƛŪƣŵĐňğƯňğƣłñǏğğǏŵşǏğėñŪėėğǏğşŵƘğėƯłƛŵƷĺłƯňŨğ͓ƘƛŵǏňėğėňŪƣŪñƘƣłŵƯƣ͒
ÚğǐñŪƯƯŵşŵŵśňŪƯŵƯłğƯƛñŘğĐƯŵƛňğƣƯłñƯĐŵŪƣƯňƯƷƯğė͢ñŪėƣƯňşşĐŵŪƣƯňƯƷƯğƣͣƯłğƘƛñĐƯňĐğͨñƣͨğŪƯňƯňğƣƯłñƯƣłñƘğƣĐƷƛƛğŪƯĐŵŪȌĺƷƛñƯňŵŪƣŵĹǐŵƛś͒
ÚğǐňƣłƯŵͲ͒͒͒ĺňǏğñƣğŪƣğŵĹƯłğʹğşğŨğŪƯñş͵łňƣƯŵƛňğƣňŪǏŵşǏğėñŪėŵĹƯłğƣƷĐĐğƣƣňŵŪŵĹĐŵŨƘŵƣňƯğğŪƯňƯňğƣ͒͒ͳ͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ̙͒̒ͣǐłňĐł
ñƛğñƘñƛƯŵĹĹŵƛŨňŪĺƯłğłňƣƯŵƛǖŵĹŨŵėğƛŪǐŵƛśňŪĺşňĹğ͒�ǏğƛƯłğşñƣƯ̑̐̕ǖğñƛƣʹǐŵƛśňŪĺ͵łñƣĎğĐŵŨğñƛğĐŵĺŪňǡğėñŪėğŪñĐƯğėğŪƯňƯǖƯłñƯłñƣ
ñƛňƣğėƯłƛŵƷĺłƯłğĹƷƣňŵŪŵĹŨñŪǖėňĹĹğƛğŪƯƘƛñĐƯňĐğƣ͒ÚğǐňşşñƛĺƷğłŵǐʹǐŵƛśňŪĺ͵łñƣĎğğŪĎşñĐśͨĎŵǕğėƯŵƯłğğǕƯğŪƯǐłğƛğňƯͲ͒͒͒ĐŵŪƣƯňƯƷƯğƣñ
ƣňŪĺşğƘƛñĐƯňĐğͳ͢®łŵǏğğƯñş͓͓͒̒̐̑̒Ƙ̘͓͒̒ͣŨƷĐłşňśğłŵǐ®łŵǏğğƯñş͒̒̐̑̒ͣ͢ėğƣĐƛňĎğƯłğƘƛñĐƯňĐğŵĹėƛňǏňŪĺ͔

ͲÚłğŪƯğñĐłňŪĺŪŵǏňĐğƣłŵǐƯŵėƛňǏğ͓ňŪƣƯƛƷĐƯŵƛƣŨñǖĎƛğñśƯłğƯŵƯñşƘğƛĹŵƛŨñŪĐğėŵǐŪňŪƯŵėňĹĹğƛğŪƯŨŵǏğƣ͓ğñĐłƯƛğñƯğėñŪėğǕƘğƛňͨğŪĐğė
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 
ňŪƯğĺƛñƯğƯłğƣğƘƛŵĐğėƷƛğƣƣŵñƣƯŵƛğƘƛŵėƷĐğǐłñƯňƣŪŵǐśŪŵǐŪñƣʹėƛňǏňŪĺ͵ͳ͢Ƙ̘̘͒̒ͨ̓ͣ͒

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 
®ƯŵŪğñĺğ͒ÚğśŪŵǐĹƛŵŨ®łŵǏğğƯñş͒̒̐̑̒ͣ͢ƯłñƯͲ͒͒͒ƘƛñĐƯňĐğƣͨñƣͨğŪƯňƯňğƣğǕƘñŪė͓ĐŵŪƯƛñĐƯñŪėĐłñŪĺğñƣƯłğǖñĐƚƷňƛğñŪėşŵƣğǏñƛňŵƷƣşǖĹñ-
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 
ƯłğĐňƛĐƷŨƣƯñŪĐğƣĐñƷƣğėĎǖƯłğĺşŵĎñş �ÙU'̙ͨ̑ƘñŪėğŨňĐşŵĐśėŵǐŪ͒ÚğşŵŵśňŪƯŵłŵǐͲ͒͒͒ƘƛñĐƯňĐğƣͨñƣͨğŪƯňƯňğƣñƛğƣłñƘğėĎǖƯłğƣƷŨƯŵƯñş
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 ƯƛñŘğĐƯŵƛǖŵĹ ƯłğǐŵƛśƘƛñĐƯňĐğ͓ ĹƛŵŨñ ƣƯñĎňşňǡğėñŪėĎşñĐśͨĎŵǕğė
ğŪƯňƯǖƯŵñŨŵƛğñŪėŨŵƛğňŪėňǏňėƷñşňǡğėƘƛñĐƯňĐğ͒HƷƛƯłğƛŨŵƛğ͓ǐğğşñ-
ĎŵƛñƯğėŵŪłŵǐėňĹĹğƛğŪƯėŵŨňŪñŪƯėğƣňĺŪƣƯłƛŵƷĺłƯňŨğłñǏğňŪȍƷğŪ-
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 
ñŪėŵƘƘŵƛƯƷŪňƯňğƣŵĹǐŵƛśňŪĺƛğŨŵƯğşǖ͒PğƛğǐğňėğŪƯňȌğėƣğǏğŪƘƛñĐ-
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 
ƯłğŵƛĺñŪňǡñƯňŵŪ͵͒ ÚłğŪğŪñĐƯňŪĺǐŵƛśŨŵėğşƣƯłƛŵƷĺłƘŵşňĐňğƣ͓ 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 ȍğǕňĎşğǐŵƛś
models that supports the needs of individuals, working within advising 
engineering organizations. We have through the report established 17 
ėğƣňĺŪĐƛňƯğƛňñĹŵƛƣƷĐłñĹƛñŨğǐŵƛś͒PŵǐƯłğȌŪñşĹƛñŨğǐŵƛśǐňşşĎğ͓
will be decided after the hand-in of this report, making it the focal point 
ĹŵƛƯłğĹƷƛƯłğƛǐŵƛśƘğƛĹŵƛŨğėĹƛŵŨƯłğ̔ƯłŵĹeƷŪğƯňşƯłğ̒̔ƯłŵĹeƷŪğ͒
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¦Ʒňǡͨ ñƣƯƛŵ͓s͓͒πiƷƘƷ͓U͓͒̒̐̒̑͢eñŪƷñƛǖ̙̒ͣ͒ÚŵƛśͨiňĹğ�ñşñŪĐğUƣñ ǖĐşğ͓uŵƯñŪ�ĐłňğǏğ-

ŨğŪƯ͒PñƛǏñƛė�ƷƣňŪğƣƣ¦ğǏňğǐ͒łƯƯƘƣ͔͟͟ łĎƛ͒ŵƛĺ̒̐̒̑̐̑͟͟͟ǐŵƛśͨşňĹğͨĎñşñŪĐğͨňƣͨñͨĐǖĐşğͨŪŵƯͨñŪͨ

achievement?ab=hero-main-image

®ğşñŨğƯ͓e͒͢ ̒̐̒̐ͣ͒PƷŨñŪͨĐğŪƯğƛğė'ğƣňĺŪ�ƘƘƛŵñĐłƯŵǐñƛėƯłğ£łǖƣňĐñş�ĐƯňǏňƯǖUŪňƯňñƯňǏğĹŵƛ

ÚŵƛśͨĹƛŵŨͨPŵŨğÚŵƛśğƛƣėƷƛňŪĺƯłğ �ÙU'̙ͨ̑�ƷƯĎƛğñś͒»łğUŪƯğƛŪñƯňŵŪñşeŵƷƛŪñşŵĹ'ğƣňĺ-

Ūğė�ĎŘğĐƯƣ͓͓̗̑̔̒ͣ̑ͪ̑͒͢łƯƯƘƣ͔͟͟ ėŵň͒ŵƛĺ̘̘̘̗̙̑̐͒̑̔̒̓̒ͨ̑̓̕͟͟͟ĐĺƘ͟Ǐ̑̔ň̗̐̒̑ͨ̑͟

®ĐłñƯǡśň»͒¦͒̒̐̑̒ͣ͢�£ƛňŨğƛŵŪ£ƛñĐƯňĐğƣ͒UŪ͔£ƛñĐƯňĐğͨ�ñƣğė0ėƷĐñƯňŵŪ͒£ƛñĐƯňĐğ͓0ėƷĐñƯňŵŪ͓

ÚŵƛśñŪė®ŵĐňğƯǖ͓Ǐŵş̖͒®ğŪƣğ£ƷĎşňƣłğƛƣ͓¦ŵƯƯğƛėñŨ͒łƯƯƘƣ͔͟͟ ėŵň͒ŵƛĺ̗̙̗̘̙̖̙̑̐͒̑̐̐ͨ̔ͨ̒̐ͨ͟͟

̘̑̒ͨ̓ͯ̒

®ĐłǐñƛƯǡ͓e͒s̙̙͒̑̐ͣ͒͢»ƛñĐśňŪĺͨėŵǐŪƯłğuŵƛėňĐƣƘňƛňƯňŪ»łŵƛƣƯğňŪÙğĎşğŪ͵ƣƣŵĐňŵşŵĺǖ͒�ĐƯñ

Sociologica, 33(2), 115-124.

®łñƯƛğǏňĐł͓Ù͓͒π®ƯƛñƷƯŨñŪğ͓Ù͒̒̐̑ͣ͒̕͢UŪėƷƣƯƛňñşňƣñƯňŵŪĹñĐƯŵƛƣňŪƘŵƣƯͨňŪėƷƣƯƛňñşƣŵĐňğƯǖ͒0Ū-

trepreneurship and Sustainability Issues, 3(2), 157.

®łŵǏğ͓0͓͒£ñŪƯǡñƛ͓s͓͒πÚñƯƣŵŪ͓s͒̒̐̑̒ͣ͒͢»łğėǖŪñŨňĐƣŵĹƣŵĐňñşƘƛñĐƯňĐğ͔0ǏğƛǖėñǖşňĹğñŪė

łŵǐňƯĐłñŪĺğƣ͒®�I0£ƷĎşňĐñƯňŵŪƣiƯė͓łƯƯƘƣ͔͟͟ ǐǐǐ͒ėŵň͒ŵƛĺ̙̗̘̖̖̑̐͒̔̑̓̑̔̔̒̐̕̕̕̕͟͟

®ŨňƯł͓s͒g͒̒̐̐̓ͣ͢͵ ŵŨŨƷŪňƯňğƣŵĹƘƛñĐƯňĐğ͵͓ ƯłğğŪĐǖĐşŵƘğėňñŵĹňŪĹŵƛŨñşğėƷĐñƯňŵŪ͓ǐǐǐ͒

ňŪĹğė͒ŵƛĺ͟ĎňĎşňŵ͟ĐŵŨŨƷŪňƯňğƣͯŵĹͯƘƛñĐƯňĐğ͒łƯŨ͒

Spurling et al, 2013. Interventions in Practice: re-framing policy approaches to consumer be-

haviour.

 

®ƘƷƛşňŪĺ͓u͓͒sĐsğğśňŪ͓�͓͒®łŵǏğ͓0͓͒®ŵƷƯłğƛƯŵŪ͓'͓͒πÚğşĐł͓'͒̒̐̑̓ͣ͒͢UŪƯğƛǏğŪƯňŵŪƣňŪƘƛñ-

ctice: re-framing policy approaches to consumer behaviour. University of Manchester, Sustai-

ŪñĎşğ£ƛñĐƯňĐğƣ¦ğƣğñƛĐłIƛŵƷƘ͒
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®ƷŪėłğėƣƣƯǖƛğşƣğŪ͒ ͓̒̐̒̐͢ eñŪƷñƛǖ̒ͣ͒PǏñėĹƛğŨŨğƛŨğŪƯñşƣƷŪėłğė͙ƣƣƯ͒ėś͒łƯƯƘƣ͔͟͟ ǐǐǐ͒

sst.dk/da/viden/mental-sundhed/fremme-af-mental-sundhed/hvad-fremmer-mental-sund-

łğėͯ

 

®ƷƯłğƛşñŪė͓e͒̒̐̑̔ͣ͒͢®ĐƛƷŨ͔»łğñƛƯŵĹėŵňŪĺƯǐňĐğƯłğǐŵƛśňŪłñşĹƯłğƯňŨğ͒

®łŵǏğ͓0͓͒£ñŪƯǡñƛ͓s͓͒πÚñƯƣŵŪ͓s͒̒̐̑̒ͣ͒͢»łğėǖŪñŨňĐƣŵĹƣŵĐňñşƘƛñĐƯňĐğ͔0ǏğƛǖėñǖşňĹğñŪė

how it changes. Sage.

»0'Ǖ»ñşśƣ͒͢ ͓̒̐̒̐eƷŪğ̑ ͣ͒»łğ®ğĐƛğƯƣŵĹ»łğHŵƷƛ'ñǖÚŵƛśÚğğśω£ğƛŪňşşğIñƛėğ�Ďňşėĺññƛė

ω»0'Ǖ ŵƘğŪłñĺğŪ®ñşŵŪͦÙňėğŵͧ͒àŵƷ»ƷĎğ͒łƯƯƘƣ͔͟͟ ǐǐǐ͒ǖŵƷƯƷĎğ͒ĐŵŨ͟ǐñƯĐł͙ǏΦÙI̘ĹǐǕ̘̙śŘ¥

 

»łŵƛƣğŪ͓�͒͢ ͓̒̐̒̑sñƛĐł̕ ͣ͒»ǏňŪĺğƛėňŪĐłğĹėňĺƯňşñƯƯČŪėğśñŨğƛñğƯ͓ŪĉƛUłŵşėğƛǏňėğŵŨƑėğ͙

®ĉǏňƣłñŨ͟łğŪėğėğŪłğƛñƛƯňśğş͒ëğƯşñŪė͒łƯƯƘƣ͔͟͟ ǐǐǐ͒ǡğƯşñŪė͒ėś͟łňƣƯŵƛňğ͟ƣ̘ƚ'şñǕ̔ͨŨğ̖0u-

eàş̘ͨ̑̐̒̕

 

»ƑŪŪğƣƣğŪ͓�͓͒'łňƛ͓�͓͒πHşĉƯğŪ͓�͒ ̒̐̒̑ͣ͒͢'ňĺňƯñş śŪŵǐşğėĺğƣłñƛňŪĺñŪėĐƛğñƯňǏğƘğƛĹŵƛ-

ŨñŪĐğ͔ÚŵƛśĹƛŵŨłŵŨğėƷƛňŪĺƯłğ �ÙU'̙ͨ̑ƘñŪėğŨňĐ͒»ğĐłŪŵşŵĺňĐñşHŵƛğĐñƣƯňŪĺπ®ŵĐňñş

 łñŪĺğ͓̗͓̘̖̖̑̐̑̒̐ ͒ͪłƯƯƘƣ͔͟͟ ėŵň͒ŵƛĺ̖̑̐͒̑̐̑͟͟Ř͒ƯğĐłĹŵƛğ̘̖̖͒̒̐̒̑͒̑̒̐

ÙñŪ'ğƛiňƘƘğ͓»͓͒πiňƘƘĠŪǖň͓ë̘͒̒̐̑ͣ͒͢�ğǖŵŪėHŵƛŨñş�ĐĐğƣƣ͔�ƛĺñŪňǡñƯňŵŪñş ŵŪƯğǕƯ͓Úŵƛ-

śňŪĺHƛŵŨPŵŨğ͓ñŪėÚŵƛśͪHñŨňşǖ ŵŪȍňĐƯŵĹsğŪñŪėÚŵŨğŪňŪ0ƷƛŵƘğñŪÚŵƛśƘşñĐğƣ͒®ŵ-

ĐňñşUŪėňĐñƯŵƛƣ¦ğƣğñƛĐł͓͓̘̑̑̒ͣ̓̓ͪ̔̐̒͒̕͢łƯƯƘƣ͔͟͟ ėŵň͒ŵƛĺ̗̑̐͒̑̐̐͟͟ƣ̘̙̙̑̑̒̐ͨ̐̑ͨ̑̓ͨ̑̕

ÙňşňğŪ͓g͒͢ Ū͒ė͒ͣ͒ ŵƛŵŪñśƛňƣğŪƣƘČėñĺŵĺňƣśğğśƣƘğƛňŨğŪƯ͒ǏňėğŪŵŨşñğƣŪňŪĺ͒ėś͒¦ğƯƛňğǏğėsñƛĐł

31, 2021, from https://www.videnomlaesning.dk/aktuelt/nyheder/2020/coronakrisens-paeda-

gogiske-eksperiment/

ÚñŘĐŨñŪ͓ e͒ ̘̒̐̑ͣ͢ ʹ'ňĺňƯñş ƯğĐłŪŵşŵĺǖ͓ ǐŵƛś ğǕƯğŪƣňŵŪ ñŪė Ưłğ ñĐĐğşğƛñƯňŵŪ ƣŵĐňğ-

Ưǖ͵͓  IğƛŨñŪ eŵƷƛŪñş ŵĹ PƷŨñŪ ¦ğƣŵƷƛĐğ sñŪñĺğŨğŪƯ͓ ͓̓̒̓ͪ̔ͣ͢ ƘƘ͒ ̖̘̗̖̑ͪ̑͒ ėŵň͔

̗̗̙̗̘̗̗̙̑̐͒̑̑̒̓̐̐̒̒̑̓̐͒̕͟

ÚğŪĺğƛ͓0̙̙̘͒̑ͣ͒͢ ŵŨŨƷŪňƯňğƣŵĹƘƛñĐƯňĐğ͔iğñƛŪňŪĺñƣñƣŵĐňñşƣǖƣƯğŨ͒®ǖƣƯğŨ»łňŪśğƛ͓̙͓ͣ̕͢

̑ͪ͒̕łƯƯƘƣ͔͟͟ ƯłğƣǖƣƯğŨƣƯłňŪśğƛ͒ĐŵŨ͟ĐŵŨŨƷŪňƯňğƣͨŵĹͨƘƛñĐƯňĐğͨşğñƛŪňŪĺͨñƣͨñͨƣŵĐňñşͨƣǖƣƯğŨ͟

ÚŵƛşėPğñşƯł�ƛĺñŪňǡñƯňŵŪ͓͒̒̐̒̐͢eƷŪğ̙̒ͣ͒iňƣƯňŪĺƣŵĹÚP�͵ƣƛğƣƘŵŪƣğƯŵ �ÙU'̙ͨ̑͒Úłŵ͒

Int. https://www.who.int/news/item/29-06-2020-covidtimeline

ëƽƛĐłğƛ͓�͒ ̗̒̐̑ͣ͒͢ »łğ0Ūė ŵĹÚŵƛś͒ UŪ 0ĐŵŪŵŨňĐ UėğñƣàŵƷ®łŵƷşė HŵƛĺğƯ ͢ƘƘ͒ ̖̖̑̓ͨ̑̔ͣ͒

Springer, Cham.
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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 ͓͒̒̐̒̐͢®ğƘƯğŨĎğƛ̑ͣ͒̕�ƛĎğŘėłŘğŨŨğĹƛñŵĺƣƯǖƛśĎƷŪėşňŪŘğŪ͒0ĹȌłƷĎ͒łƯƯƘƣ͔͟͟ğĹȌłƷĎ͒ĐŵŨ͟łŘğŨŨğñƛĎğŘėƣƘşñėƣğƛͨƣƯǖƛśğƛͨĎƷŪėşňŪŘğŪ͟
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 
ėŵǐŪƯŵñĐŵŨĎňŪñƯňŵŪŵĹƛğȍğǕňǏňƯǖͫŵƛƚƷğƣƯňŵŪňŪĺñƣƣƷŨƘƯňŵŪƣƯŵňŪĐƛğñƣğ
ƣğşĹͨñǐñƛğŪğƣƣͫñŪė ňŪƯğŪƯňŵŪñş ƛŵşğ ƛğėğȌŪňƯňŵŪ͒ UŨƘŵƛƯñŪƯşǖ͓ ŵƷƛ ƛğƣğñƛĐł
ƣƷĺĺğƣƯƣƯłñƯƯłňƣňƣŪŵƯñŵŪğͨƯňŨğȌǕ͓ĎƷƯƛñƯłğƛ͓ñĐǖĐşğƯłñƯǐğŨƷƣƯğŪĺñĺğ
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 
ňŪ̙͓̒̐̑ǐłğƛğ̗̓̐̐ƘğŵƘşğǐğƛğñƣśğėñĎŵƷƯŘŵĎȍğǕňĎňşňƯǖñŪėǐŵƛśňŪĺĹƛŵŨ
łŵŨğ͒»łňƣĺƛñƘłƣłŵǐƣƯłğƛğñƣŵŪƣǐłǖƯłğƣğƘğŵƘşğǐňƣłƯŵłñǏğñȍğǕňĎşğ
ŘŵĎ͓ǐłňĐłñşşňŪėňĐñƯğƣƯłñƯñȍğǕňĎşğŘŵĎŨñśğƣňƯğñƣňğƛĹŵƛƘğŵƘşğƯŵñƯƯğŪėƯŵ
‘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%
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Work-life Balance Family Time savings Commute stress
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42% 41%

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

¦ğñƣŵŪƣƯŵłñǏğñȍğǕňĎşğŘŵĎ͒
Numbers by Herskind-Carlsen, 2020, September 15) 

Illustration by the author
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Source(s):
ÙñŪėğƛiňƘƘğ͓»͓͒πiňƘƘĠŪǖň͓ë̘͒̒̐̑ͣ͒͢�ğǖŵŪėHŵƛŨñş�ĐĐğƣƣ͔�ƛĺñŪňǡñƯňŵŪñş ŵŪƯğǕƯ͓ÚŵƛśňŪĺHƛŵŨPŵŨğ͓ñŪėÚŵƛśͪHñŨňşǖ ŵŪȍňĐƯŵĹsğŪñŪėÚŵŨğŪňŪ0ƷƛŵƘğñŪÚŵƛśƘşñĐğƣ͒®ŵĐňñşUŪėňĐñƯŵƛƣ¦ğƣğñƛĐł͓͓̑̑̒ͣ̕͢
383–402. https://doi.org/10.1007/s11205-018-1993-1

Van Der Lippe & Lippényi (2018) is investigating whether or not work-from-
łŵŨğşğñėƣƯŵŨŵƛğŵƛşğƣƣǐŵƛśͨĹñŨňşǖĐŵŪȍňĐƯƣ͒UŪƯłğ̙̘̑̐ñŪė̙̙̑̐ňƯǐñƣ
seen as cost-effective to work from home because of the options to eliminate 
ǐŵƛśͨĹñŨňşǖĐŵŪȍňĐƯƣ͢ÙñŪ'ğƛiňƘƘğπiňƘƘĠŪǖň͓̘̒̐̑ͣ͒
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 
ĐŵŪƣňėğƛğėǐŵƛśͪĹñŨňşǖ ĎğŪğȌƯƣ ƷƣğĹƷşǐłğŪ Ưłğǖ ĎğşňğǏğė ňƯ ĎğŪğȌƯƯğė ŘŵĎ
performance, while women tended to judge their effectiveness based on expe-
ĐƯğėƛğėƷĐƯňŵŪŵĹǐŵƛśͪĹñŨňşǖĐŵŪȍňĐƯͳ͢ÙñŪ'ğƛiňƘƘğπiňƘƘĠŪǖň͓̘͓̒̐̑Ƙ̘͒̓̔ͣ

A supportive organizational culture is one that acknowledges and supports the 
ğŨƘşŵǖğğƣ͵ ĹñŨňşǖñŪėƘğƛƣŵŪñşƣňƯƷñƯňŵŪƣ͓ñŪėƘƛŵŨŵƯğƣȍğǕňĎňşňƯǖ͓ 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 
ƷƣğŵĹǐŵƛśͪĹñŨňşǖĎğŪğȌƯƣ͓ƣƷĐłñƣǐŵƛśňŪĺĹƛŵŨłŵŨğ͒»łňƣĐñŪşğñėñƯŵñ
ėğĐƛğñƣğňŪǐŵƛśͨĹñŨňşǖĐŵŪȍňĐƯƣ͢ÙñŪ'ğƛiňƘƘğπiňƘƘĠŪǖň͓̘̒̐̑ͣ

Ͳ»łğȌƛƣƯĐŵŪĐşƷƣňŵŪňƣƯłñƯğşğŨğŪƯƣŵĹƯłğ
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–
ĹñŨͨňşǖĐŵŪȍňĐƯňƣĐşğñƛşǖĺğŪėğƛğė͒͢ 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�ŪƯłğŵŪğłñŪė͓ǐŵƛśňŪĺĹƛŵŨłŵŨğƛğėƷĐğƣǐŵƛśͪĹñŨňşǖĐŵŪȍňĐƯĎğĐñƷƣğňƯprovides 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 
ñƣƯñśňŪĺĐñƛğŵĹėŵŨğƣƯňĐėƷƯňğƣñŪėşğñėƣƯŵĐŵŪȍňĐƯͳ͢ÙñŪ'ğƛiňƘƘğπiňƘƘĠŪǖň͓̘͓̒̐̑Ƙ̘̖͒̓ͣ

“...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



Author: Helena Kronby 21/02/2021Date:

Effectivity and Productivity
Appendix

7

Page 1 of 2Source(s):   Navrbjerg, S. E., & Minbaeva, D. (2020a, June). Virtuel ledelse under corona-krisen Rapport I: De kvalitative studier. FAOS & CBS.
                    Navrbjerg, S. E., & Minbaeva, D. (2020c, November 18). Virtuel ledelse under coronakrisen - hvad har vil lært? [Slides]. Cbs. 
łƯƯƘƣ͔͟͟ǐǐǐ͒ĐĎƣ͒ėś͟Ȍşğƣ͟ĐĎƣ͒ėś͟ǐğĎňŪñƛͯ̒ͯȌŪñşͯƣşňėğƣͯĹŵƛͯėňƣƯƛňĎƷƯňŵŪ͒ƘėĹ

                     

Moving Towards Individualized Work Models

UƣŨŵƛğƯňŨğğĹȌĐňğŪƯ

͜£ñƛƯňĐňƘñŪƯƣŨğğƯŵŪƯňŨğ

͜£ñƛƯňĐňƘñŪƯƣñƛğĎğƯƯğƛƘƛğƘñƛğėĐŵŨ-
ƘñƛğėƯŵƘłǖƣňĐñşŨğğƯňŪĺƣ͢ñĎŵƷƯ̘̔λͣ

͜»łğñĺğŪėñňƣŨŵƛğƣƯƛňĐƯĐŵŨƘñƛğėƯŵ
ƘłǖƣňĐñşŨğğƯňŪĺƣ

͜UƯͻƣğñƣňğƛƯŵśğğƘƯłğşňŪğŵĹƣƘğğĐł
ĐŵŨƘñƛğėƯŵƘłǖƣňĐñşŨğğƯňŪĺƣ͢ñĎŵƷƯ
̗̔λͣ

͜»łğƛğňƣşğƣƣňŪĹŵƛŨñşƯñşśňŪǏňƛƯƷñş
ŨğğƯňŪĺƣƯłñŪñƯƘłǖƣňĐñşŨğğƯňŪĺƣ
͢ñĎŵƷƯ̙̒λͣ

UƣŨŵƛğėğŨŵĐƛñƯňĐ

͜»łğƛğňƣŪŵłğñėŵĹƯłğƯñĎşğ͒0ǏğƛǖŵŪğ
ƘñƛƯňĐňƘñƯğŵŪğƚƷñşƯğƛŨƣ͒͢UŨƘŵƛƯñŪƯ
ƯłñƯğǏğƛǖŵŪğňƣŵŪşňŪğƯŵñǏŵňėŨğğƯňŪĺƣ
ǐňƯłňŪŨğğƯňŪĺƣͣ

͜»łğƣňşğŪƯŵŪğƣĺğƯƣƯŵƣłñƛğśŪŵǐş-
ğėĺğǐňƯłŵƷƯňŪƯğƛƷƘƯňŵŪƣ

͜UƯĐƛğñƯğƣĐşŵƣğƛĐŵşşñĎŵƛñƯňŵŪňŪƯğƛŪñşşǖ
ĎğƯǐğğŪşğñėğƛƣ̖̐͢λͣ

Pros... 

...of virtual m
eetings

...of individual work

...of virtual m
eetings

Cons...
iñĐśŵĹƣŵĐňñşňŪƯğƛñĐƯňŵŪƣ

͜UƯňƣŨŵƛğėňĹȌĐƷşƯƯŵĐƛğñƯğĐŵŪȌėğŪƯňñşň-
ƯǖĐŵŨƘñƛğėƯŵƘłǖƣňĐñşŨğğƯňŪĺƣ͢ñĎŵƷƯ
̗̑λͣ

͜UƯňƣŨŵƛğėňĹȌĐƷşƯƯŵƛğñėƯłğŵƯłğƛƘñƛ-
ƯňĐňƘñŪƯƣ͵ƛğñĐƯňŵŪƣ͢ñĎŵƷƯ̙̐λͣ

͜UƯňƣėňĹȌĐƷşƯĹŵƛşğñėğƛƣƯŵşğñėĹƛŵŨ
ƯłğėňƣƯñŪĐğ̗̓͢λͣ

͜iğñėğƛƣşŵŵƣğƯłğĹğğşňŪĺŵĹƯłğğŨ-
Ƙşŵǖğğƣ͵ǐğşşĎğňŪĺ

iğƣƣğǕĐłñŪĺğŵĹśŪŵǐşğėĺğ

͜ÚňƯłŵƷƯƯłğňŪĹŵƛŨñşƯñşśƣ͓ğƛƛŵƛƣñŪė
ŨňƣƷŪėğƛƣƯñŪėňŪĺƣñĎŵƷƯƯłğŵƛĺñŪňǡñƯňŵŪ
ŵĐĐƷƛƣ̔̑͢λͣ

͜ÙñşƷñĎşğňŪƘƷƯƣĹƛŵŨŵƷƯƣňėğňƣğşňŨň-
ŪñƯğė

͜UƯňƣŪŵƯƣƷňƯñĎşğĹŵƛňŪňƯňñƯňŪĺƯłňŪĺƣ͓
ǐłğƛğğǕƘğĐƯñƯňŵŪƣŵĺĺŵñşƣŪğğėƣƯŵĎğ
ğƣƯñĎşňƣłğė

»łğğĹĹğĐƯňǏňƯǖñŪėƘƛŵėƷĐƯňǏňƯǖňƣñĹĹğĐƯğėĎǖŨñŪǖñƣƘğĐƯƣƯłñƯĐŵŪƣƯňƯƷƯğƯłğĐňƛĐƷŨƣƯñŪĐğƣňŪǐłňĐłƯłğğŨƘşŵǖğğƣ
ĐñŪŵƘğƛñƯğǐňƯłňŪ͒�ğşŵǐňƣşňƣƯğėėňĹĹğƛğŪƯğǕƘğƛňğŪĐğƣƯłñƯñĹĹğĐƯƣƯłğƘƛŵėƷĐƯňǏňƯǖĹŵƛƯłğñėǏñŪƯñĺğŵƛėňƣñėƯñĺğ͒»łğ
ƣƯñƯğŨğŪƯƣŵŪƯłňƣƘñĺğňƣĎñƣğėŵŪėñƯñĹƛŵŨñşñƛĺğƛğƣğñƛĐłƘƛŵŘğĐƯñĎŵƷƯʹÙňƛƯƷñşŨñŪñĺğŨğŪƯėƷƛňŪĺƯłğ ŵƛŵŪñ
Đƛňƣňƣ͵͒ »łğňŪĹŵƛŨñƯňŵŪňƣĎñƣğėŵŪňŪƯğƛǏňğǐƣǐňƯł̗̑ǐŵƛśƘşñĐğƣñŪėñŪƣǐğƛƣƯłƛŵƷĺłƚƷğƣƯňŵŪŪñňƛğƣĹƛŵŨ̙̔̕ǐŵƛś-
ƘşñĐğƣ͢uñǏƛĎŘğƛĺπsňŪĎñğǏñ͓̒̐̒̐ͣ͒»łğĐñƯğĺŵƛňǡñƯňŵŪŵĹƯłğňŪĹŵƛŨñƯňŵŪ͓łŵǐğǏğƛ͓ňƣŵƷƛňŪƯğƛƘƛğƯñƯňŵŪñŪėėňǏňƣňŵŪ͒

͜ »łğ ƣňşŵ ĐŵŪƣƯƛƷĐƯňŵŪ ňƣ ĎğňŪĺ ėğŨŵş-
ňƣłğėñŪėĎğƯƯğƛĐŵşşñĎŵƛñƯňŵŪňƣğŨğƛĺňŪĺ
ñĐƛŵƣƣƯłğėğƘñƛƯŨğŪƯƣ̔̒͢λͣ

͜»ňŨğƣƘğŪƯŵŪƯƛñŪƣƘŵƛƯňƣñǏŵňėğė

͜®ňĐśŪğƣƣñĎƣğŪĐğłñƣėğĐƛğñƣğė̖̑͢λͣ

͜ 0ŨƘşŵǖğğƣ ñƛğ Ũŵƛğ ĐƛğñƯňǏğ ñŪė ȌŪė
ƣŵşƷƯňŵŪƣƯŵƘƛŵĎşğŨƣ̖̖͢λͣ

͜£ğŵƘşğĐñŪĐŵŪĐğŪƯƛñƯğǐňƯłŵƷƯƛğĺƷşñƛ-
şǖňŪƯğƛƛƷƘƯňŵŪƣ

͜UƯňƣƣƷňƯñĎşğĹŵƛƯñƣśƣňŪƘƛŵĺƛğƣƣ
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                    Dam, J. M. (2020, May). Virksomhederne venter mere hjemmearbejde fremover. Dansk Industri.

͢u
ñǏƛĎŘğƛĺπ

s
ňŪĎñğǏñ͓̒̐̒̐Đͣ

(Dam, 2020)
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ėğĐňėğŵŪƯłňƣĹƷƯƷƛğ͒PŵǐğǏğƛėñƯñƣłŵǐƣƯłñƯƯłğ
ƘñŪėğŨňĐłñƣĐƛğñƯğėŪğǐǐŵƛśͨĹƛŵŨͨłŵŨğğǕƘğ-
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43% are 
ŵƘğŪĹŵƛ
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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)

®ňŪĐğ̙̘̑̔ƯłğėğȌŪňƯňŵŪŵĹłğñşƯłłñƣĎğğŪñƣĹŵşşŵǐƣ͔ͲPğñşƯłňƣñƣƯñƯğ
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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®ƷŪėłğėƣƣƯǖƛğşƣğŪ̙͓͒̒̐̑͢sñǖ̑̓ͣ͒ÙŵśƣŪğƷŪėğƛ̖̕ĉƛ͒®ƣƯ͒'ś͒łƯƯƘƣ͔͟͟ǐǐǐ͒ƣƣƯ͒ėś͟ėñ͟ÙňėğŪ͟HǖƣňƣśͨñśƯňǏňƯğƯ͟�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

�ĐĐŵƛėňŪĺƯŵƯłğŪñƯňŵŪñşĎŵñƛėŵĹłğñşƯł ͢ň͒ğ͓͒®ƷŪėłğėƣƣƯǖͨ
ƛğşƣğŪ͓ͣ̒̐̒̐͢eñŪƷñƛǖ͓̒ͣŨğŪƯñşłğñşƯłĐñŪĎğƘƛŵƯğĐƯğėƯłͨ
ƛŵƷĺłėňĹĹğƛğŪƯ ĹñĐƯŵƛƣ͓ĐñƯğĺŵƛňǡğė ňŪ ʹňŪėňǏňėƷñş͵͓  ʹƣŵĐňñş͵ñŪė
ʹƣƯƛƷĐƯƷƛñş͵ĹñĐƯŵƛƣ͒
4Indicidual Factors: 
�ƘŵƣňƯňǏğƣğşĹͨƘğƛĐğƘƯňŵŪ
�ğşňğĹňŪƣğşĹͨğĹȌĐñĐǖ
IŵŵėƘłǖƣňĐñşłğñşƯł
IŵŵėƣşğğƘƘñƯƯğƛŪ
�ĎňşňƯňğƣƯŵłñŪėşğƣƯƛğƣƣñŪėĐłñşşğŪĺğƣ
�ƣğŪƣğŵĹŨğñŪňŪĺñŪėĐŵłğƛğŪĐğňŪğǏğƛǖėñǖşňĹğ
�ƣğŪƣğŵĹƣŵĐňñşĎğşŵŪĺňŪĺñŪėñĎňşňƯǖƯŵğƣƯñĎşňƣłƛğşñƯňŵŪƣͨ
łňƘƣ

1Sleep: 
�ĐĐŵƛėňŪĺƯŵHñşĐś'ñŪŨñƛś͓̒̐̒̑͢HğĎƛƷñƛǖ͓̑̑ͣňƯňƣğƣƯňŨñͨ
ƯğėƯłñƯñŪñėƷşƯŪğğėƣ̖̙ͨłŵƷƛƣŵĹƣşğğƘėƷƛňŪĺƯłğŪňĺłƯ͒
»łğƣğñƛğƯňƘƣƯŵłğşƘƯłñƯłñƘƘğŪ͔
�ǏŵňėĐñĹĹğňŪğĎğĹŵƛğĎğėƯňŨğ͒
�ǏŵňėñşĐŵłŵşĎğĹŵƛğĎğėƯňŨğ͒
®ƯñǖñǐñǖĹƛŵŨğŪğƛĺǖͨƛňĐłñŪėĹñƯƯǖĹŵŵėƣĎğĹŵƛğĎğėƯňŨğ͒
�ğƣƷƛğ ƯŵĎğƘłǖƣňĐñşşǖ ñĐƯňǏğėƷƛňŪĺ Ưłğėñǖ͓ĎƷƯŪŵƯ ƛňĺłƯ
ĎğĹŵƛğĎğėƯňŨğ͒
sñśğƣƷƛğƯłğĎğėƛŵŵŨňƣǐğşşͨƯğŨƘğƛğė̘̑ͨ̒̑͢ėğĺƛğğƣͣ͒
�ǏŵňėŪŵňƣğñĎŵǏğ̓̐ėğĐňĎğşƣňŪƯłğĎğėƛŵŵŨ͒
�ǏŵňėşňĺłƯĹƛŵŨƣĐƛğğŪƣ̑łŵƷƛĎğĹŵƛğĎğėƯňŨğ͒
sñśğƣƷƛğƯłğĎğėƛŵŵŨňƣėñƛś͒

3Diet: 
0ñƯşŵƯƣŵĹƘşñŪƯƣ͓ǏñƛňğėñŪėŪŵƯƯŵŵŨƷĐł
0ñƯŨŵƛğǏğĺğƯñĎşğƣñŪėĹƛƷňƯƣ
0ñƯşğƣƣŨğñƯͨĐłŵŵƣğşğĺƷŨğƣñŪėȌƣł
0ñƯǐłŵşğĺƛñňŪƣ
 łŵŵƣğǏğĺğƯñĎşğŵňşƣñŪėşŵǐͨĹñƯėñňƛǖƘƛŵėƷĐƯƣ
0ñƯşğƣƣŵĹƯłğƣǐğğƯ͓ƣñşƯǖñŪėĹñƯƯǖ
¥ƷğŪĐłǖŵƷƛƯłňƛƣƯňŪǐñƯğƛ

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 
ƯŵŨñňŪƯñňŪŵƛňŪĐƛğñƣğȌƯŪğƣƣñŪėŨƷƣĐşğƣƯƛğŪĺƯł͒�ĐƯňǏňƯňğƣ
must be included that increase bone strength and mobility.

4Social Factors: 
 ñƛňŪĺƘñƛğŪƯƣñŪėĺŵŵėĹñŨňşǖƯňğƣ
�ğşŵŪĺňŪĺƯŵƯłğƣƷƛƛŵƷŪėňŪĺƣ
®ƷƘƘŵƛƯňǏğƣŵĐňñşƛğşñƯňŵŪƣłňƘƣ
£ñƛƯňĐňƘñƯňŵŪňŪƘŵƣňƯňǏğĐŵŨŨƷŪňƯňğƣ
®ŵĐňñşƛğƘƷƯñƯňŵŪ͢ğ͒ĺ͓͒ñŨŵŪĺĹƛňğŪėƣͣ
£ŵƣňƯňǏğğǕƘğƛňğŪĐğƣǐňƯłğėƷĐñƯňŵŪñŪėǐŵƛśňŪĺşňĹğ
4Structural Factors: 
®ñĹğğŪǏňƛŵŪŨğŪƯ
IŵŵėłŵƷƣňŪĺĐŵŪėňƯňŵŪƣ
HňŪñŪĐňñşƣğĐƷƛňƯǖ
�ƘƘŵƛƯƷŪňƯǖĹŵƛğŨƘşŵǖŨğŪƯ
�ĐĐğƣƣƯŵƣŵĐňñşƣƷƘƘŵƛƯĹƷŪĐƯňŵŪƣ
�ĐĐğƣƣƯŵğėƷĐñƯňŵŪ
�ƣƷƘƘŵƛƯňǏğñŪėƣñĹğğėƷĐñƯňŵŪñşñŪėǐŵƛśňŪĺğŪǏňƛŵŪŨğŪƯ

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/

�ƛĎğŘėƣƯňşƣǖŪğƯ͒͢Ū͒ė͒ͣ͒PǏŵƛėñŪśñŪŨñŪƯňşƛğƯƯğşČĺĺğłŘğŨŨğñƛĎğŘėğƯ͓ƣĉėğƯĹƷŪĺğƛğƛĺŵėƯ͙ͨ�ƛĎğŘėƣƯňşƣǖŪğƯ͒�Ư͒'ś͒¦ğƯƛňğǏğėHğĎƛƷñƛǖ͓͓̒̔̒̐̒̑ĹƛŵŨłƯƯƘƣ͔͟͟ñƯ͒ėś͟ñƛĎğŘėƣŨňşŘŵğƘƛŵĎşğŨğƛ͟ĐŵǏňė̙ͨ̑͟Ĺŵƛğ-

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:
ÚŵƛśňŪƯłğğŨƘşŵǖğƛ͵ƣƘƛňǏñƯğłŵƷƣğłŵşė͒
ÚŵƛśƘğƛĹŵƛŨğėğǕĐşƷƣňǏğşǖĎǖŨğŨĎğƛƣŵĹƯłğğŨƘşŵǖğƛ͵ƣĹñŨňşǖ
ĎğşŵŪĺňŪĺƯŵłňƣłŵƷƣğłŵşė
ÚŵƛśƘğƛĹŵƛŨğėĎǖƯłğŨňşňƯñƛǖǐłňĐłĐñŪĎğñƯƯƛňĎƷƯğėƯŵñĐƯƷñş
ŨňşňƯñƛǖƣğƛǏňĐğ͒
ÚŵƛśƯłñƯňƣŪŵƯƘğƛĹŵƛŨğėĹŵƛñŪğŨƘşŵǖğƛ͒

ÚŵƛśşŵñėñŪėƯňŨğñşşŵĐñƯğėŨƷƣƯĎğňŪĎñşñŪĐğ͓ŨğñŪňŪĺƯłğǐŵƛśňƣŪŵƯ
̑͒ňŪƯğŪƣňǏğ͓ňŪĐşƷėňŪĺñƯñłňĺłƘñĐğŵƛǐňƯłŵƷƯĎƛğñśƣĹŵƛƛğĐŵǏğƛǖ͓ŵƛ̒͒
ŨñŪǖłŵƷƛƣ͓ǐłňĐłŨñǖñĹĹğĐƯƯłğƘŵƣƣňĎňşňƯǖŵĹƛğĐŵǏğƛǖ͒

»łğǐŵƛśŨƷƣƯĎğƘşñŪŪğėƣŵƯłñƯƯłğƛğñƛğŪŵñŨĎňĺƷŵƷƣƛğƚƷňƛğŨğŪƯƣ
ñŪė͟ŵƛĐŵŪȍňĐƯňŪĺƛğƚƷňƛğŨğŪƯƣňŪƯłğǐŵƛś͒¦ğƚƷňƛğŨğŪƯƣǐłňĐłñƛğŪŵƯ
ĐşğñƛŵƛǐłňĐłñƛğňŪĐŵŨƘñƯňĎşğ͓ňŪĐşƷėňŪĺƛğƚƷňƛğŨğŪƯƣĹŵƛǐŵƛśƯñƣśƣ͓ƚƷͨ
ñşňƯǖşğǏğş͓ǐŵƛśĹƷŪĐƯňŵŪ͓ñƛğñƣŵĹƛğƣƘŵŪƣňĎňşňƯǖ͓ǐŵƛśňŪĺŨğƯłŵėƣ͓ǐŵƛśͨ
ȍŵǐƣ͓ƛŵşğėňƣƯƛňĎƷƯňŵŪ͓ƯňŨğĐŵŪƣƷŨƘƯňŵŪ͓ǐŵƛśƘñĐğŵƛǐŵƛśňŪĺłŵƷƛƣ͒

The law ensures security in connection with:
PňĺłğŨŵƯňŵŪñşėğŨñŪėƣňŪǐŵƛśňŪĺǐňƯłƘğŵƘşğ͒
�ĹĹğŪƣňǏğñĐƯƣ͓ƣƷĐłñƣĎƷşşǖňŪĺñŪė͟ ŵƛƣğǕƷñşłñƛñƣƣŨğŪƯ͒
ÚŵƛśͨƛğşñƯğėǏňŵşğŪĐğ͒
ÚŵƛśͨƛğşñƯğėǏňŵşğŪĐğñƯǐŵƛś͒
ÚŵƛśͨƛğşñƯğėǏňŵşğŪĐğŵƷƯƣňėğǐŵƛśňŪĺłŵƷƛƣ͒

ς͒̕»łğǐŵƛśŨƷƣƯĎğƘşñŪŪğė͓ŵƛĺñŪňǡğėñŪėĐñƛƛňğėŵƷƯñƯñşşƣƯñĺğƣňŪƣƷĐłñǐñǖƯłñƯ
ƯłğňŨƘñĐƯƣňŪƯłğŨğŪƯñşǐŵƛśğŪǏňƛŵŪŨğŪƯ͓ĎŵƯłĹƛŵŨñŪňŪėňǏňėƷñşñŪėŵǏğƛñşşñƣƣğƣƣͨ
ŨğŪƯ͓ñƛğĹƷşşǖŘƷƣƯňȌñĎşğňŪƯğƛŨƣŵĹƣñĹğƯǖñŪėłğñşƯłňŪƯłğƣłŵƛƯñŪėşŵŪĺƯğƛŨ͒

ς̗͒UŪȍƷğŪĐğƣňŪƯłğŨğŪƯñşǐŵƛśğŪǏňƛŵŪŨğŪƯñƛğƷŪėğƛƣƯŵŵėñƣƯłğĹŵşşŵǐňŪĺ͔
»łğǐñǖƯłğǐŵƛśňƣƘşñŪŪğėñŪėŵƛĺñŪňǡğė͒
»łğŵƛĺñŪňǡñƯňŵŪñşĐŵŪėňƯňŵŪƣŵĹňŨƘŵƛƯñŪĐğƯŵƯłğǐŵƛśŵĹƯłğğŨƘşŵǖğğƣ͒
»łğĐŵŪƯğŪƯŵĹƯłğǐŵƛś͓ňŪĐşƷėňŪĺƯłğƛğƚƷňƛğŨğŪƯƣŵĹƯłğǐŵƛś͒
»łğǐñǖƯłğǐŵƛśňƣėŵŪğ͒
»łğƣŵĐňñşƛğşñƯňŵŪƣñƯǐŵƛś͒

It is the employer’s task 

to ensure the work in 

relation to age, insight, 

ability to work and 

other prerequisites.



sƑşşğƛ͓̒̐̒̑͢HğĎƛƷñƛǖ̔ͣƣƯñƯğƣ
ƯłñƯƘñňŪñŪėėňƣĐŵŨĹŵƛƯ

ƯǖƘňĐñşşǖŵĐĐƷƛňŪ

The employer is responsible for (Arbejdstilsynet, n.d.):
IƷňėňŪĺƯłğňƛğŨƘşŵǖğğƯŵñŪğƛĺŵŪŵŨňĐłŵŨğŵĹȌĐğ͒
®ğƛǏňŪĺǐŵƛśňŪĺğƚƷňƘŨğŪƯĹŵƛğǕñŨƘşğñĐŵŨƘƷƯğƛ͒
 şğñƛĐŵŨŨƷŪňĐñƯňŵŪŵĹñƣƣňĺŪŨğŪƯƣñŪėƛğƚƷňƛğŨğŪƯƣ͒
®ƷƘƘŵƛƯňŪĺƣŵĐňñşŪğğėƣ͓ĎğƯǐğğŪğŨƘşŵǖğğƣ͒
 şğñƛĐŵŨŨƷŪňĐñƯňŵŪŵĹǐŵƛśłŵƷƛƣ͒

Work-From-Home Environment

�ñĐś
uğĐś
�ƛŨƣ
0şĎŵǐ

®łŵƷşėğƛƣ
iŵǐğƛĎñĐś

 ƛğñƯğĺŵŵėƛŵƷƯňŪğƣ
ÙñƛǖǖŵƷƛǐŵƛśňŪĺƘŵƣňƯňŵŪ
IğƯƷƘǐłğŪǖŵƷĐñŪ͒
£ƛňŵƛňƯňǡğñėñňşǖǐñşś͒
»ñśğñĐƯňǏğĎƛğñśƣ

Manage 
Work-From-Home

Moving Towards Individualized Work ModelsAuthor: »ñŪŘñsñƛśƷƣƣğŪ ̒̒̐̒̒̐̒̑͟͟Date:

Health
Appendix

X

Page 3 of 3

Source(s):
�ƛĎğŘėƣƯňşƣǖŪğƯ͒͢Ū͒ė͒ͣ͒PǏŵƛėñŪśñŪŨñŪƯňşƛğƯƯğşČĺĺğłŘğŨŨğñƛĎğŘėğƯ͓ƣĉėğƯĹƷŪĺğƛğƛĺŵėƯ͙ͨ�ƛĎğŘėƣƯňşƣǖŪğƯ͒�Ư͒'ś͒¦ğƯƛňğǏğėHğĎƛƷñƛǖ͓͓̒̔̒̐̒̑ĹƛŵŨłƯƯƘƣ͔͟͟ñƯ͒ėś͟ñƛĎğŘėƣŨňşŘŵğƘƛŵĎşğŨğƛ͟ĐŵǏňė̙ͨ̑͟Ĺŵƛğ-
byg-coronasmitte-i-din-branche/hjemmearbejde/
sƑşşğƛ͓0͓͒̒̐̒̑͢HğĎƛƷñƛǖ̔ͣ͒PŘğŨŨğñƛĎğŘėƣƘşñėƣU®şňƘñĹŨğėƣŨğƛƯğƛŪğUHĉ̔ƑǏğşƣğƛłğƛ͒gşňŪňś͒łƯƯƘƣ͔͟͟ǐǐǐ͒śşňŪňś͒ėś͟łŘğŨŨğñƛĎğŘėƣƘşñėƣ͟
¦ňĐĐň͓H͓͒UǡǡňĐƷƘŵ͓£͓͒sŵƣĐƷĐĐň͓H͓͒®ĐňŵŨğƛ͓®͓͒sñĹĹğň͓®͓͒'ň�ñşėñƣƣñƛƛğ͓�͓͒sñƯƯňŵşň͓�͒Ù͓͒πIñşşňŪñ͓®͒̒̐̒̐ͣ͒͢¦ğĐŵŨŨğŪėñƯňŵŪƣĹŵƛ£łǖƣňĐñşUŪñĐƯňǏňƯǖñŪė®ğėğŪƯñƛǖ�ğłñǏňŵƛ'ƷƛňŪĺƯłğ 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

�ĐĐŵƛėňŪĺƯŵ¦ňĐĐň͓H͓͒ğƯñş͒̒̐̒̐ͣ͢»łğÚŵƛşėPğñşƯł�ƛĺñŪňͨ
ǡñƯňŵŪ ĐşñƣƣňȌğėƘłǖƣňĐñş ňŪñĐƯňǏňƯǖñƣ Ưłğ ĹŵƷƛƯł şğñėňŪĺ ƛňƣś

ĹñĐƯŵƛñĐĐŵƷŪƯňŪĺĹŵƛ̖λŵĹĺşŵĎñşŨŵƛƯñşňƯǖ͒

ͳUŨƘŵƛƯñŪƯşǖ͓ňŪñėŵƣğͨƛğƣƘŵŪƣğŨğƯñͨñŪñşǖƣňƣŵĹ̓̔ƣƯƷėňğƣ͓
ňŪĐşƷėňŪĺ ͓͓̖̘̑̓̓̑̔ ĐŵŨŨƷŪňƯǖͨėǐğşşňŪĺ ƘñƛƯňĐňƘñŪƯƣ͓ ƯŵƯñş
ƣňƯƯňŪĺ ƯňŨğ ǏŵşƷŨğƣΨ̘łñŪė̖ł͟ėñǖǐğƛğ ñƣƣŵĐňñƯğėǐňƯł
ňŪĐƛğñƣğėƛňƣśŵĹñşşͨĐñƷƣğėğñƯłñŪė ÙėğñƯł͓ƛğƣƘğĐƯňǏğşǖ͓ňŪ
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şğƯñşŨƷƣĐşğƣ͓ƛğƣƷşƯňŪĺňŪğŪğƛĺǖğǕƘğŪėňƯƷƛğ͒ͳ͢®ğşñŨğƯ͓͓̒̐̒̐£͒̒ͣ

Ͳ͖ñƘƘƛŵǕňŨñƯğşǖ ̓͒̒ŨňşşňŵŪ ėğñƯłƣǐŵƛşėǐňėğ ñŪŪƷñşşǖ ĐñŪ
ĎğñƯƯƛňĎƷƯğėƯŵƘłǖƣňĐñşňŪñĐƯňǏňƯǖ͒ͳ͢®ğşñŨğƯ͓͓̒̐̒̐£͒̒ͣ
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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
ÙğŘėňƛğśƯŵƛñƯğƯ͓̒̔̐̒̒̐̒̑ͣ͒͢͟͟»ƛñȌśśğŪƣƷėǏňśşňŪĺƷŪėğƛĐŵƛŵŪñśƛňƣğŪ͓łƯƯƘƣ͔͟͟ǐǐǐ͒ǏğŘėňƛğśƯŵƛñƯğƯ͒ėś͟ƣňėğ͟ƯƛñȌśśğŪƣͨƷėǏňśşňŪĺͨňͨƯñş

”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 
ƯłğñǏğƛñĺğƯƛñĹȌĐňŪ̙̒̐̑͒
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): 
�şňǏğ͓ß͓͒̒̐̒̑ͣ͒͢�u0¦�͔UŨƘñĐƯŵĹ �ÙU'̙ͨ̑ŵŪǐŵƛşėǐňėğñǏňñƯňŵŪ͓łƯƯƘƣ͔͟͟ƯƛñĹȌĐͨǏňǡ͒ĺňƯłƷĎ͒ňŵ͟ƣĐğŪñƛňŵƣ͟ĐŵǏňė̙̑͒łƯŨş
'ñŪŨñƛśƣ®ƯñƯňƣƯňƣś͓'ñĺşňĺƯñŪƯñşȍǖñĹĺñŪĺğĹƛñgƑĎğŪłñǏŪƣiƷĹƯłñǏŪ͔HşǖñĹĺñŪĺğŵĺͨñŪśŵŨƣƯğƛňgƑĎğŪłñǏŪƣşƷĹƯłñǏŪ͢ğśƣƘğƛňŨğŪƯňğşƣƯñƯňƣƯňś͓ͣ
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 ŵŨŨňƣƣňŵŪ̒̐̒̐ͣ͒͢'ňƛğĐƯňŵŪñƯğͨIğŪğƛñşĹŵƛsŵĎňşňƯǖñŪė»ƛñŪƣƘŵƛƯ͔0ÂƯƛñŪƣƘŵƛƯňŪȌĺƷƛğƣ͓łƯƯƘƣ͔͟͟ŵƘ͒ğƷƛŵƘñ͒ğƷ͟ğŪ͟ƘƷĎşňĐñƯňŵŪͨėğƯñňşͨ͟ ͟ƘƷĎ-
lication/da0cd68e-1fdd-11eb-b57e-01aa75ed71a1#

Because of COVID-19 and the 
travel restrictions that follow-
ğėƯłğȍňĺłƯƣñƛŵƷŪėƯłğǐŵƛşė
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 UƯƣłŵǐƣƯłğėğĐƛğñƣğ ňŪȍňĺłƯñƛƛňǏñşƣñŪėėğƘñƛƯƷƛğƣ ňŪ
Copenhagen Airport. Both statistics are made from datasets from 
The OpenSky Network. 

Page 2 of 3

Emissions form transport
UŪƯłğłñŪėĎŵŵśŵĹ0ÂƯƛñŪƣƘŵƛƯňŪȌĺƷƛğƣĹƛŵŨƯłğ0ƷƛŵƘğñŪ ŵŨŨňƣƣňŵŪƣğǏğƛñş
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 
ŵǕňėğƣñŪėñƣňĺŪňȌĐñŪƯ
proportion of the total 
emissions of other key 

pollutants.

GHG emissions from road transportGHG emissions from transport

MOVING TOWARDS INDIVIDUALIZED WORK MODELS
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Transportation time is often recognized as a wa-
ƣƯğŵĹƯňŨğ͒ÚłňĐł ňƣǐłǖƯłğğĹȌĐňğŪĐǖŵĹƯƛñŪƣ-
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

UŪƯłğƘğƛňŵėŵĹ̙̒̐̑Ưŵ̒̐̒̐ǖŵƷĐñŪƣğğñƣňĺŪňȌĐñŪƯĐłñŪĺğ
ňŪƯłğłŵƷƣğłŵşėğŪğƛĺǖĐŵŪƣƷŨƘƯňŵŪ͒UƯňƣňėğŪƯňȌğėĎǖNielsen, 
P. Y & Jacobsen J. P., (2020) that it is because a lot of activities 
ňƣŪŵǐñşşŵĐñƯğėƯŵƯłğłŵŨğƣ͒UƯ ňƣňėğŪƯňȌğėƯłñƯƯłğňŪĐƛğñ-
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. 

HƛŵŨƯłğğǕƘğƛňŨğŪƯñşƣƯñƯňƣƯňĐƣłŵǐŪŵŪȌĺƷƛğ͓̒ǖŵƷĐñŪƣğğƯłñƯƯłğ
use of electricity after the closedown of the society is increased mostly 
in mid-day in the weekdays. Energy consumption has increased, but 
ƯłğƣňĺŪňȌĐñŪƯĐłñŪĺğňƣŵŪƯłňƣƘñƯƯğƛŪ͓ǐłğƛğǐğğśėñǖĐŵŪƣƷŨƘƯňŵŪ
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

ÚłñƯłñƘƘğŪğėǐłğŪ ŵǏňė̙ͨ̑ƣƯñƯğėñŪŵǐǐŵƛśͨĹŵƛŨłŵŨğƘƛñĐƯňĐğ͙IňşşňŪĺłñŨ͓ğƯñş͒̒̐̒̐ͣ͢UėğŪƯňȌğėƯłñƯ ŵǏňė̙ͨ̑łñƣ
ňŪƯłğƣłŵƛƯƛƷŪğŨƘƯňğėĐŵŨŨğƛĐňñşŵĹȌĐğĎƷňşėňŪĺƣƯłñƯłñƣşğėƯŵƛğėƷĐƯňŵŪŵĹğŨňƣƣňŵŪƣñŪėƯłƷƣĐşğñŪňŪĺŵĹƯłğñňƛ͕ͳUse 
of natural gas in residential and commercial buildings has declined by almost 20%, while overall electricity demand (and 
ėğŨñŪėĹŵƛĐŵñşͨȌƛğėğşğĐƯƛňĐňƯǖͣłñƣėğĐşňŪğėĎǖşğƣƣƯłñŪ̑ ̐λ͒ͳ͢ IňşşňŪĺłñŨ͓ğƯñş͓͒̒ ͓̐̒̐Ƙ͒̑ ̘̓̓ͣ͒�şƯłŵƷĺłƯłğǖƛğĐŵĺŪňǡğ
ƯłňƣėğĐşňŪğŨğŪƯ͓ƯłğǖñşƣŵƛğĐŵĺŪňǡğñŪňŪĐğñƣğňŪğşğĐƯƛňĐňƯǖƷƣğĹƛŵŨƛğƣňėğŪƯñşłŵŨğƣ͕ͳ͒͒͒ƣŵŨğŵĹƯłğėğĐşňŪğǐñƣŵĹĹƣğƯ
ĎǖňŪĐƛğñƣğėƛğƣňėğŪƯňñşğşğĐƯƛňĐňƯǖėğŨñŪėĹƛŵŨƘğŵƘşğƣƯñǖňŪĺñƯłŵŨğ͒͒͒ͳ͢IňşşňŪĺłñŨ͓ğƯñş͓͓͒̒̐̒̐Ƙ̘͒̑̓̓ͣ͒»łğǖñşƣŵ
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 ŵǏňė̙ͨ̑ƯłğŪŵƛŨñşğşğĐƯƛňĐňƯǖƷƣğňŪŵĹȌĐğĎƷňşėňŪĺƣşñǖƣŵŨğǐłğƛğĎğƯǐğğŪ̐̕Ưŵ̑̐̐śÚł͟Ũ2 (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 
ñŪėėňƣƯƛňĐƯłğñƯňŪĺƯłñƯƯŵĺğƯłğƛĐŵŪƣƯňƯƷğƯŵƯłğğŪğƛĺǖƷƣğĎǖ̘̐λ͢'ñŪƣś0Ūğƛĺň�Ūñşǖƣğ͓̒̐̐̐ͣ͒ÚłňşƣƯƯłğğŪğƛĺǖƷƣğĹŵƛ
ƛğƣňėğŪƯňñşłŵƷƣňŪĺǐñƣėğƣĐƛňĎğėñƣͳ͒͒͒ƛğƣƘŵŪƣňĎşğĹŵƛ̔̔ƘğƛĐğŪƯŵĹƯŵƯñşğŪğƛĺǖƷƣğñŪėñƘƘƛŵǕňŨñƯğşǖŵŪğƚƷñƛƯğƛŵĹ
łŵƷƣğłŵşėͨĺğŪğƛñƯğėIPIğŨňƣƣňŵŪƣ͢Âu0£̒̐̑̐ͣ͒ͳ͢ ŵłğŪ͓̘̒̐̑ͣ
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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-19UŪƯłğƘƛŵĐğƣƣŵĹȌŪėňŪĺñƣƷňƯ-
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 
ñŪėƘñƛƯşǖĹƛŵŨƯłğŵĹȌĐğ͒

Share of time spent on remote 
work prior to Covid19

Expected share of time spent 
on remote work after Covid19
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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 
ƯłğŵĹȌĐğ

Partially remote, 
2-3 days/week in 
ƯłğŵĹȌĐğ

47% hybrid 
remote models

Partially remote, 
up to day/week 
ňŪƯłğŵĹȌĐğ

“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 »łğÚŵƛśňŪĺ
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 
ȌƛƣƯşğĺňƣşñƯňŵŪŵŪƯłňƣñƛğñǐñƣƘñƣƣğėňŪƯłğ
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). 

“

UėğŪƯňȌĐñƯňŵŪñŪėŨñƘƘňŪĺŵĹƯłğ
ĐŵŨƘñŪǖͻƣŵǏğƛñşşǐŵƛśňŪĺ

ğŪǏňƛŵŪŨğŪƯ

'ğƣĐƛňƘƯňŵŪñŪėñƣƣğƣƣŨğŪƯ
ŵĹƯłğĐŵŨƘñŪǖͻƣǐŵƛś
ğŪǏňƛŵŪŨğŪƯƘƛŵĎşğŨƣ

UŪĐşƷƣňŵŪŵĹƯłğ
ĐŵŨƘñŪǖͻƣƣňĐśşğñǏğ

£ƛňŵƛňƯňǡñƯňŵŪŵĹƣŵşƷƯňŵŪƣ
ƯŵƯłğĐŵŨƘñŪǖͻƣǐŵƛś
ğŪǏňƛŵŪŨğŪƯƘƛŵĎşğŨƣ
ñŪėƘƛğƘñƛñƯňŵŪŵĹñŪ

ñĐƯňŵŪƘşñŪ

IƷňėğşňŪğƣĹŵƛĹŵşşŵǐͨƷƘ
ŵŪƯłğñĐƯňŵŪƘşñŪ

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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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 ňŪƯğƛŪñşşǖÚŵƛś 0ŪǏňƛŵŪŨğŪƯ
�ƛĺñŪňǡñƯňŵŪƯŵƯñśğĐñƛğŵĹƯłğñƣƘğĐƯƣĐŵŪĐğƛŪğėǐňƯł
ǐŵƛśğŪǏňƛŵŪŨğŪƯ͒»łğƛğƚƷňƛğŨğŪƯƣƯŵƯłňƣŵƛĺñŪňǡñͨ
ƯňŵŪňƣĹƷƛƯłğƛƛğƣƯƛňĐƯğėňĹƯłğĐŵŨƘñŪǖłñƣŨŵƛğƯłñŪ
̓̕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)

®ƷƘğƛǏňƣğƣƯłñƯĐŵŨƘñŪňğƣĐñƛƛňğƣŵƷƯ
Úŵƛś0ŪǏňƛŵŪŨğŪƯ�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:
͝ñėğƘñƛƯŨğŪƯǐłŵƣğƛǏğƣƯłğŨňŪňƣƯğƛñŪėƘƛŵǏňėğƣ
ƣŵşňėĹŵƷŪėñƯňŵŪƣĹŵƛƘŵşňƯňĐñşėğĐňƣňŵŪƣ͒
͝ƯǐŵñĺğŪĐňğƣǐłŵňŪĐŵşşñĎŵƛñƯňŵŪǐňƯłƯłğėğƘñƛƯͨ
ŨğŪƯƯƛñŪƣşñƯğƣƯłğĺŵǏğƛŪŨğŪƯͻƣƘŵşňĐǖňŪƯŵƛğñşňƯǖ͒
͝ ñ ƛğƣğñƛĐł ĐğŪƯğƛǐłŵ ƛğƣğñƛĐł͓ ĐŵŨŨƷŪňĐñƯğ ñŪė
ğėƷĐñƯğñĎŵƷƯ Ưłğ ƯŵƘňĐ ňŪŵƛėğƛ Ưŵ ĐŵŪƯƛňĎƷƯğ Ưŵ Ưłğ
ėğǏğşŵƘŨğŪƯŵĹǐŵƛśğŪǏňƛŵŪŨğŪƯƣ͒

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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®ƘğĐňȌĐñƯňŵŪŵŪƣƘğĐňñşƛğƚƷňƛğŨğŪƯƣňŪƯłğƣĐƛğğŪğǕğĐƷƯňǏğŵƛėğƛ

The Screen

Control Equipment

Work Table

Lighting Conditions

Work Chair

͜»łğĐłñƛñĐƯğƛƣŵŪƯłğƣĐƛğğŪŨƷƣƯĎğĐşğñƛñŪėşñƛĺğğŪŵƷĺł͒
͜�ƛňĺłƯŪğƣƣñŪėĐŵŪƯƛñƣƯŨƷƣƯĎğğñƣǖƯŵñėŘƷƣƯñŪėñėŘƷƣƯƯŵğǕƯğƛŪñşĐŵŪėňƯňŵŪƣ͒
͜»łğğŨƘşŵǖğğŨƷƣƯĎğñĎşğƯŵƛŵƯñƯğñŪėƯňşƯƯłğƣĐƛğğŪñĐĐŵƛėňŪĺƯŵłňƣŪğğėƣ͒UƯĐñŪƘŵƣƣňĎşǖĎğƷƣğė
separate base for the screen or adjustable table so that the height can be adjusted to the individual employee.
͜�ŪŪŵǖňŪĺƛğȍğĐƯňŵŪƣňŪƯłğƣĐƛğğŪñŪėĺşñƛğŨƷƣƯĎğñǏŵňėğė͒

͜ ŵŪƯƛŵşğƚƷňƘŨğŪƯ͓ƣƷĐłñƣñŨŵƷƣğñŪėśğǖĎŵñƛė͓ŨƷƣƯĎğėğƣňĺŪğėƣŵƯłñƯƯłğğŨƘşŵǖğğĐñŪƷƣğňƯ
it with appropriate working postures and movements.
͜»łğśğǖĎŵñƛėŨƷƣƯĎğƣğƘñƛñƯğėĹƛŵŨƯłğƣĐƛğğŪƣŵƯłñƯƯłğğŨƘşŵǖğğĐñŪƷƣğñƘƘƛŵƘƛňñƯğǐŵƛśňŪĺƘŵƣňƯňŵŪƣ
and movements that do not cause fatigue in the arms and hands.

͜»łğǐŵƛśƯñĎşğŨƷƣƯłñǏğñşŵǐͨƛğȍğĐƯňŪĺƣƷƛĹñĐğ͒
͜»łğƛğŨƷƣƯĎğƣƷĹȌĐňğŪƯƣƘñĐğŵŪñŪėƷŪėğƛƯłğǐŵƛśƯñĎşğĹŵƛƯłğğŨƘşŵǖğğƯŵƷƣğñƘƘƛŵƘƛňñƯğşǖƘŵƣƯƷƛğƣñŪė
movements. Appropriate working postures and movements require sitting and
working height that suits the employee.
͜»łğǐŵƛśƯñĎşğŨƷƣƯĎğǐňėğñŪėėğğƘğŪŵƷĺłƯŵñĐłňğǏğñȍğǕňĎşğėňƣƘşñǖŵĹƣĐƛğğŪ͓śğǖĎŵñƛė͓
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.

͜»łğǐŵƛśĐłñňƛŨƷƣƯĎğƣƯñĎşğñŪėŨƷƣƯğŪƣƷƛğƯłğ
employee's freedom of movement and an appropriate 
working position.
͜UƯŨƷƣƯĎğƘŵƣƣňĎşğƯŵñėŘƷƣƯƯłğłğňĺłƯŵĹƯłğĐłñňƛƣğñƯ͒
The chair back must be adjustable in height and must be 
adjustable obliquely.
͜�ĺŵŵėĐłñňƛñşşŵǐƣǖŵƷƯŵǏñƛǖƯłğƣğñƯňŪĐşňŪñƯňŵŪñŪė
seat depth as well as adjust the seat and backrest
independent of each other.

͜iňĺłƯƣŵƷƛĐğƣŨƷƣƯğŪƣƷƛğñėğƚƷñƯğşňĺłƯňŪĺñŪėñƘƘƛŵƘƛňñƯğĐŵŪƯƛñƣƯĎğƯǐğğŪƣĐƛğğŪñŪėğŪǏňƛŵŪŨğŪƯ͒
͜�ŪŪŵǖňŪĺĺşñƛğñŪėƛğȍğĐƯňŵŪƣŵŪƯłğƣĐƛğğŪŨƷƣƯĎğñǏŵňėğėĎǖĐŵŵƛėňŪñƯňŪĺƯłğşŵĐñƯňŵŪŵĹƯłğşňĺłƯƣŵƷƛĐğƣ
in relation to the premises.
͜ÚňŪėŵǐƣŨƷƣƯĎğȌƯƯğėǐňƯłñŪñƘƘƛŵƘƛňñƯğ͓ñėŘƷƣƯñĎşğƣĐƛğğŪƯłñƯĐñŪėňŨƯłğėñǖşňĺłƯƯłñƯĹñşşƣňŪƯŵƯłğ
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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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 
ȌğşėƯƛňƘƣ

Preliminary 
brainstorm 
meetings

Delegation of 
posts

Follow-up 
process

Controlling 
process

Making mile-
stone plans

'ğȌŪňŪĺǖŵƷƛ
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

�ƯƯğŪėňŪĺğǕƯğƛŪñş
meetings

Communicating
formally

�ƯƯğŪėňŪĺňŪƯğƛŪñş
meetings

»ñśňŪĺƘñƛƯňŪ
ƯğñŨǐŵƛś

Performing 
ňŪėğƘğŪėğŪƯǐŵƛś

Moving Towards Individualized Work Models

Page 1 of 7
Source(s): (R

1, online w
orkshop, M

arch 17, 2021)
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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

»ñśňŪĺƘñƛƯňŪ
ƯğñŨǐŵƛś

�ƯƯğŪėňŪĺňŪƯğƛŪñş
meetings

Performing 
ňŪėğƘğŪėğŪƯǐŵƛś

�ƯƯğŪėňŪĺğǕƯğƛŪñş
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

�ƯƯğŪėňŪĺȌğşė
trips

Maintaining 
social 

hierarchies

Shared practices Individual practicesWork practices of advising engineers

Performing 
ňŪėğƘğŪėğŪƯǐŵƛś

»ñśňŪĺƘñƛƯňŪ
ƯğñŨǐŵƛś

Communicating
informally

�ƯƯğŪėňŪĺňŪƯğƛŪñş
meetings

Performing 
Ȍğşėǐŵƛś

�ƯƯğŪėňŪĺğǕƯğƛŪñş
meetings

Communicating
formally

Moving Towards Individualized Work Models

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

3, online w
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pril 6, 2021)



Communicating
informally

Communicating
formally

�ƯƯğŪėňŪĺňŪƯğƛŪñş
meetings

Performing 
ňŪėğƘğŪėğŪƯǐŵƛś

�ƯƯğŪėňŪĺğǕƯğƛŪñş
meetings
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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)



»ñśňŪĺƘñƛƯňŪ
ƯğñŨǐŵƛś
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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
�ĹȌşňñƯňŵŪǐňƯł
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

�ƯƯğŪėňŪĺňŪƯğƛŪñş
meetings

Performing 
ňŪėğƘğŪėğŪƯǐŵƛś

�ƯƯğŪėňŪĺğǕƯğƛŪñş
meetings

Shared practices Individual practicesWork practices of advising engineers

Moving Towards Individualized Work Models

Page 5 of 7
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arch 18, 2021)



Author: Helena Kronby 03/06/2021Date:

Individual practice mapping
Appendix

9

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

�ƯƯğŪėňŪĺňŪƯğƛŪñş
meetings

Performing 
ňŪėğƘğŪėğŪƯǐŵƛś

»ñśňŪĺƘñƛƯňŪ
ƯğñŨǐŵƛś

Shared practices Individual practicesWork practices of advising engineers

Moving Towards Individualized Work Models

Page 6 of 7
Source(s): (N

1, online w
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arch 25, 2021)
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Attending 
construction 

meetings

N2

Printing 
copies

Drink coffee

Take part in 
social 

interactions

Write
summaries

Management 
ŵĹȌŪñŪĐğƣ

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

�ƯƯğŪėňŪĺňŪƯğƛŪñş
meetings

Performing 
ňŪėğƘğŪėğŪƯǐŵƛś

�ƯƯğŪėňŪĺğǕƯğƛŪñş
meetings

Performing
Ȍğşėǐŵƛś

Shared practices Individual practicesWork practices of advising engineers
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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

£ğƛĹŵƛŨňŪĺȌğşė-
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-
ĹŵƛŨňŪĺȌğşėǐŵƛśñƛğ͢ĎñƣğėŵŪ
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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