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Preface 

This study represents the Master of Science Thesis, in the end of my 
Civil engineering education at Luleå University of Technology, where I 
analyse priorities among inhabitants in international camps of Skanska 
International. The camps at Skanska international projects are at this 
point to complicated and time demanding in the beginning of a project. 
Still Skanska International wants its employees to stay for at least three 
years. To be able to make the camps more efficient but still keep the high 
living standard it’s essential to pinpoint which factors the inhabitants 
prioritizes. This analyse is based on interviews with former employees 
and accompanying family members. 

After a few summers of working within Skanska and a very generous 
program with Skanska 21 the leap to a Thesis study in collaboration with 
Skanska was not too far off. And in the five years of my education I have 
encountered many of Luleå University divisions but the idea to make my 
degree thesis within the division of Construction Management have 
always been there.  

With this project I’ve travelled through 2/3 of Sweden and visited two of 
the most amazing projects, the tunnel project at Hallandsås and the 
railway construction Botniabanan. I felt welcome everywhere I went 
even though there was a tight schedule. I want to give special thanks to 
Robert Berggren and Leila Kraatari at Botniabanan and Carina Larsson at 
Hallandsås for your amazing commitment and help with everything from 
lunchboxes to interview schedules. I’d also like to give special thanks to 
Anette Gibson, Berndt Nilsson and Nils Ousbäck at Skanska 
Internationals main office in Solna who have stood by me and helped me 
by digging out facts about and around the projects. I also want to say 
huge big thank you to all of you interviewees who took time off work 
and told me your stories. Without you there wouldn’t be a study to begin 
with. 

I am also happy that my boyfriend still wants to share apartment with me 
after a time crises lasting for a month.  
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At last I’d like to thank my supervisors Bengt Ivner at Skanska 
International and Rolf Hörnfeldt at Luleå University of Technology for 
their help and support throughout the whole making of the report.   
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Abstract 

This study gives a picture of which priorities inhabitants have in a camp, 
housing area, linked to international projects around the world. The 
survey is based on interviews with 21 expatriate employees within 
Skanska International and 7 accompanying spouses. The aim for this 
project was to find out what people want within the camp if staying for at 
least three years. By doing this it also showed that some common factors 
are extensive to the inhabitants of the camp. Thus the general camp can 
be more efficient and cost effective by customizing the facilities. 

Cars for private use are important to the expatriate employees. This could 
be a reality by allowing the expatriate employees to use the company car 
privately at their own expense. In return the cars would probably be 
better taken care of, you don’t want to go around in a neglected car 
during weekends with your family, and the car would need less repairs. 
The ability to go away over the weekends are also essential to the 
families and by providing the means this is possible and less spare time 
will be spent on the camp, less spare time means less need for leisure 
pursuits. There are a couple of sport activities which are essential for the 
inhabitants. These are: the pool, the tennis court, the pool table, gym and 
squash. Today the camp area often offers a lot more. By making a 
priority among the leisure pursuits time and money can be saved in the 
caretaking and construction. A few good things are better than a lot of 
semi good ones. 

Another important factor is the camp administration. The camp spirit is 
very fragile and easily disturbed. By having a camp administration who 
listens to the inhabitants, are flexible and inventive there is a lot to gain 
in both camp spirit and in the long run better production on sight as the 
expatriate employees have a good home environment. 

There is also a lot to be done in matter of cultural understanding and 
culture shock works both when going abroad and when returning to 
Sweden. You are welcome to read about this and more in the rest of this 
report. 
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Sammanfattning 

Den här studien handlar om campinnevånares prioriteringar i 
bostadsområdet vid ett internationellt byggprojekt. Undersökningen är 
baserad på intervjuer med 21 f.d. utlandsanställda inom Skanska 
International och 7 medföljande fruar.  

Syftet med studien är att ta reda på vad folk prioriterar i en camp som 
skall vara deras hem i minst tre år framåt. Som en bieffekt till syftet får 
man också reda på vad som idag är överflödigt. Genom denna kunskap 
kan man effektivisera camperna och göra dem mer kostnadseffektiva vid 
uppbyggnad och skötsel. 

Bilar som även kan användas privat är en eftertraktad förändring. Detta 
skulle kunna bli verklighet genom att låta kontraktsarbetarna använda 
tjänstebilarna privat till självkostnadspris. I gengäld skulle bilarna 
förmodligen bli bättre omhändertagna eftersom merparten inte vill åka 
runt i en skrotbil med familjen på helgerna, vilket skulle resultera i färre 
reparationer och längre livstid bland bilarna. Möjligheten att komma iväg 
över helgen, bort från campen, blir härmed också verklighet. Detta är 
också en stark prioritering hos de tillfrågade och genom att realisera detta 
så kommer mindre tid spenderas på campområdet vilket gör att man kan 
dra ner på utbudet av fritidsaktiviteter. Några fritidsaktiviteter är mycket 
prioriterade hos de intervjuade, dessa är poolen, tennisbana, biljardbord, 
gym och squashhall. Dagens camper erbjuder oftast mycket mer än så 
och genom att prioritera och skala ner utbudet av fritidsaktiviteter kan 
både tid och pengar sparas genom kortare byggtid och mindre skötsel. 
Några fina anläggningar är bättre än flera nergångna. 
Campadministrationen är en annan mycket viktig faktor. Stämningen på 
campen är lättrubbad och känslig. Genom att vara noga med att tillsätta 
en campadministration som lyssnar till campens innevånare och som är 
flexibel och initiativrik har man mycket att vinna både på en bättre 
stämning i campen och i slutänden även bättre produktion eftersom 
medarbetarna trivs. Mycket kan även förbättras vad gäller den språkliga 
och kulturella utbildningen på camperna och omhändertagandet av de 
anställda när de återvänder till Sverige. Du är välkommen att läsa mer om 
detta bland mycket annat i rapporten. 
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1 Introduction 
This chapter explains the background to why this report was done and 
the problem concerned. The delimitation, aim and the way in which the 
survey was done are brought up here as well. At last there is a 
presentation of Skanska International, the company. 

1.1 Background 
The duration of long-term employment contracts at Skanska International 
is at most two years. This means that Skanska has to either prolong 
existing contracts or find substitutes to finish projects which last longer 
than two years. Both quality and economics benefits from prolonging an 
existing. Therefore it is important to know what will make the employee 
stay for a longer period of time, say at least three years. 

If Skanska could find out what their employees value in a camp and in 
what aspects Skanska can upgrade these factors, maybe the families and 
employees will consider staying for three years or more. Today there is a 
minimum of six months for long-term employment abroad with Skanska 
International due to taxregulations in Sweden. This is stated in the 
employment agreement which all expatriates signs. However the family 
contracts usually have duration of two years. The employment agreement 
can be found in the appendix. By pinpointing the important factors 
Skanska would also find out which factors are not needed, and therefore 
overrated in today’s camps. This knowledge would save Skanska a lot of 
both construction time and money as extensive facilities can be excluded 
within the camp area.  

The idea for this thesis appeared after a project done by a group of five 
students from the Skanska 21 program. The original report, The 
International Camp of the Future (2002), was achieved in collaboration 
with Skanska International Projects, nowadays Skanska International, 
and the mission was to come up with new ideas of the minimum criteria 
of a camp, in a remote area of the world, that would serve as a home for a 
period of three to four years. No interviews or other sampling of 
information were allowed, Skanska wanted fresh ideas, not yet clouded 
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with the reality today, to see what could be done about the construction 
time and economics linked to a camp.  

After a successful accomplishment between Skanska International 
Projects and Skanska 21 the question was brought up concerning a 
survey among Skanska International employee with experience of 
working abroad and living in these camps of interest. The President at 
Skanska International, Lars-Erik Alm was positive to the idea and also 
agreed that it could be a possible thesis for a university student. So here 
we are. 

1.1.1 Problem description 

To entice people to go abroad for a longer period of time, with or without 
families, there are more aspects to consider than only the work at the 
specific project. According to Bengt Ivner at Skanska International, the 
work is often very demanding and the challenge increases with the 
responsibilities. This can for sure motivate the employee to sign a long-
term contract but also the housing and leisure pursuits aspects should be 
critical to the decision to go for the challenge or not, especially if the 
family will accompany the employee to the country of service. The 
company, Skanska International, and the project should also benefit from 
having an even better environment and more satisfied personnel achieved 
by customizing the camps (Freely interpreted, Sarlén, 1995).  

The approach of this thesis is to find out some of the “softer” factors, 
housing conditions, spare time activities and services, which play an 
important role in the decision making to go for a work opportunity 
abroad and by doing so, pinpoint what should be prioritized and what can 
be excluded in the camp. The goal is to make people sign for at least 
three years and still cut down on the construction of the camp. 
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1.2 Aim 
The aim for this study is to se what aspects of a camp that are critical for 
the comfort and could play an important role in whether a family or a 
single employee will stay for three years or not. The specific question 
pervading this study is: 

What do people need, if staying for three years? 

The hope is that this report will serve as a handbook for future 
development of camps, regarding the facility factors, in general.  

1.3 Delimitation 
This study considers factors linked to the housing areas of an 
international project, so called camp. These factors are mostly physical 
things needed to acclimate and live in a new environment. 

28 Interviews underlie the results and discussions. 21 employees and 7 
family members with experience of long-term contracts abroad and so 
living at these camps have been included in the interviews. No future 
employees’ expectations have been considered. Six camps were selected 
to constitute the base for the study. The spread between age, civil status 
and working position were considered and as wide as possible. 

Results from the study are not to be seen as general but can serve as a 
model for further research and exemplify certain aspects of camp life.  

The base of the study is built on reviewing interviewing techniques and a 
variety of information about living conditions in international camps. 
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1.4 Method 
Literatures that elucidate the concrete life, meaning the physical needs, in 
international camps are hard to find. Most reports illustrate the specific 
project and experiences from more technical aspects and some literature 
give advice what to think about within the psychological sector and 
practical details that has to be taken care of before leaving Sweden 
(Ström & Gustavsson, 1995). Therefore this report is mainly done by 
personal interviews of employees. Although to get a picture of what 
camp life is all about, the small amount of literature found was read, 
photographs and project files from previous projects were reviewed. Also 
discussions with camp related personnel at Skanska International as Nils 
Ousbäck, contributed to the background information needed. 

To enable a certain spread and reliability of the study the approach was to 
interview employee with varying civil status and working position from a 
number of Skanska international projects. Also some accompanying 
family members were contacted.  

1.4.1 Literature study 

Information and understanding of the needs associated with camp life 
were gathered from the library of Luleå Technological University and the 
archives at Skanska International. A study of interview techniques has 
been done to ensure the validity throughout the report. (Börjesson & 
Frenzel 1975; Ledin, 2004) 

1.4.2 Interview method 

In this case a combination of two types of interviewing techniques has 
been used, the two types are explained hereunder. In this way the results 
becomes both detailed and extensive. As a complement to the personal 
interviews there were interviews over the telephone with some of the 
accompanying spouses. To ensure the reliability of the interviews a trial 
interview was staged and evaluated. 

Two certain principles can be identified when an interview is set up. 
There are the free interviews which only are guided by its purpose, no 
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specific prepared questions are guiding the interview. This will have a 
positive effect to the gathering of unforeseen facts and reflections that the 
interviewee has, on the other hand this technique could lead to loss of 
detailed information due to the fact that the interviewer does not have a 
structured questionnaire. The span of information collected with this 
interview technique could also be difficult to compare and analyse 
together with the interviews from other individuals. (Freely interpreted 
Patel et al, 1991) 

The other type of technique is called structured interviews. In this case all 
questions are prepared in advance. The interviewer gets all the 
information that he or she expects to relative to the purpose of the 
interview. Although spontaneous information can be left out as the 
interviewee has no or little chance to express freely. (Ibid) 

As Patel and Davidsson states in their book, Forskningsmetodikens 
grunder (1991), “the reality which we want to study does not come ready 
for analyse. We have to in some way translate the reality either in 
numerical or verbal symbolic”( Freely translated). In this study this has 
been done partly by a list of factors which are graded by the interviewee 
in numbers and partly by a quantitative interview translated by the author 
into writing. 

When a combination of the two techniques, free and structured 
interviews, is implemented as in this report it’s recommended that the 
interview starts in the free end and moves toward the more structured 
parts as the interview advances (Ledin, 2004).  Therefore is the 
questionnaire for this current study designed as such, for starters there are 
wide and open questions about camp life in general, followed by more 
specific questions concerning different aspects of camp life, the spare 
time activities, housing and services. At the end of the interview there is 
a list of factors that may or may not play a decisive role in whether the 
individual is or is not prepared to work and live at a camp for three years 
in the future. These factors were valued and graded by the interviewee 
along a predetermined scale. With an interview based on a composition 
like this the results should be analytical as well as reliable. A copy of the 
questionnaire can be found in the appendix. 
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When the personnel are not involved in projects in another country they 
often get assigned a job at one of the major projects within Sweden. 
Current projects of this magnitude are the tunnel project at Hallandsås 
and the railway construction, Botniabanan. According to Berndt Nilsson, 
Skanska International, these are sites involving a lot of personnel with 
experience from international projects and therefore suitable to visit and 
implement the interviews.  

The strategy was to choose a number of available interviewees with 
varying employment positions and after reviewing these prospects six 
camps of interest would be chosen. These camps should be connected to 
projects of varying size and basic conditions. The interviews were carried 
out during visits to the worksites of Hallandsås and Botniabanan. To 
increase the spread and validity of the study some of the accompanying 
family members contributed with their version by interviews over the 
telephone. 

1.5 Skanska, the company 
Skånska Cementgjuteriet was founded in 1887 by Rudolf Fredrik Berg 
and listed on the stock-market in 1965 at the Stockholm Stock Exchange. 
It was from the start a concrete product manufacturer but quickly moved 
over and became a construction company which in 1984 changed its 
name from Skånska Cementgjuteriet to Skanska. (www.skanska.com, 
040315) 

Today Skanska is one of the world’s leading construction and project 
development companies and has a turnover of approximately SEK 132,9 
billion (2003) . Primary markets are Sweden, the US, UK, Denmark, 
Finland, Norway, Poland, the Czech Republic, Argentina, Hong Kong 
and India. President and CEO is Stuart Graham and other than him there 
are approximately 75000 employees at Skanska worldwide. Skanska’s 
operations are aiming at satisfying people’s need for housing, work 
environments and communications opportunities. 

Skanska International is a business unit within Skanska AB and one of 
the world’s three largest construction companies with annual revenues of 
more than USD 20 million. Skanska International is based in Solna, 
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Stockholm, its president is Lars- Erik Alm and there are approximately 
4000 employees. An organisation chart can be found hereunder, figure 1. 

Skanska International has participated in a wide range of civil 
construction projects -from roads and bridges, to complex hydroelectric 
power plants through more than 70 years of worldwide operations. Part 
of Skanska’s code of conduct are accomplishing good quality, minimum 
impact on the environment and good working environment in all project-
related activities. This is done partly by careful selection of projects, 
employees, suppliers, methods and materials as well as identification of 
critical works. Thus Skanska has a substantial interest in its employees 
and how well they can adapt to a life abroad during an international 
project. (www.civil.skanska.com/ ,040315) 
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Figure 1. Organisation chart over Skanska International. 
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1.6 Report Outline 
This report consists of seven chapters. Hereafter follows a short 
description of every chapter.  

1 Introduction: This chapter explains the background to why this report 
was done and the problem concerned. The delimitation, aim and the way 
in which the survey was done are brought up here as well. At last there is 
a presentation of Skanska International, the company. 

2 Camps and Contracts: This chapter introduces the selected camps that 
this study concerns, and why just these were chosen to be in the study. 
The contracts underlying the employments at international projects are 
also reviewed here. 

3 Interviewing conduct: In this section of the report the interviewing 
method and its questions are reviewed and discussed. 

4 Trail Interview: To ensure the validity of the interviews a trial 
interview was staged and are here evaluated. 

5 Interviewing results: The results from the interviews are analysed and 
presented in this section. 

6 Discussion and Reflections: The results from the study are discussed 
and solutions are presented as well as recommendations for further study 
in the area. 

7 Conclusions: Here follows a short summery of what this study resulted 
in. 

8 References: The reference literature, WebPages and people are listed in 
alphabetical order. 
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2 Camps and Contracts 
This chapter introduces the selected camps that this study concerns, and 
why these were chosen to be in the study. The contracts underlying the 
employments at  international projects are also reviewed here. 

This report is based on personal interviews with Skanska International 
employee with several years of experience from living in camps and 
working at large international construction sites. 

To be able to interview the employees efficiently, two big projects in 
Sweden was proposed as ideal places to implement the interviews. These 
two projects were Hallandsås and Botniabanan. Many of the employees 
who are not working abroad at the moment, but have the experience, are 
assigned at projects like these while in Sweden. 21 of prospects were 
presented by Berndt Nilsson, Skanska International, and these were 
reviewed. By compiling these prospects considering in which camps they 
had been living a selection of six Skanska international camps of interest 
was done. 

2.1 Selected projects 
The projects where these selected camps existed were: Yuncan in Peru 
(2E + 1S), Esti in Panama (2E + 0S), Kukule Ganga in Sri Lanka (7E + 
3S), Uri in Kashmir, India (8E + 3S), Mrica in Indonesia (4E + 2S) and 
Kotmale in Sri Lanka (7E + 2S) (the numbers after each project 
represents the number of employees (E) and spouses (S) who have 
experience from the specific camp). More information about these 
projects and their camps are presented in the next chapter. In the end 21 
employees were personally interviewed and a complement of 7 spouses 
was interviewed over the telephone. Many of the interviewees had 
experience form more than one project and a few of the employees had 
earlier lived at a camp as children accompanying parent (-s) to their 
country of service and so were able to give comments concerning the 
camp from a child’s point of view.  
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2.2 Camps of Interest 
To get a closer look at the interviewees experiences a short summery of 
the different camps and projects concerned will be presented. The 
information is gathered through research in Skanska Internationals 
archives and homepage on the internet (www.civil.skanska.com, 040315) 
as well as from the interviewees. 

2.2.1 Common camp services 

The service level is usually extensive in many camps today. The 
Bachelors have housemaids hired by the company but the families have 
to hire their own or choose no to. At most camps there are a clubhouse 
including a restaurant and common areas. A Doctor is usually kept by the 
company and in some cases this is a Swedish one, if not the nurse is. 
Schools are constructed and in most cases run by Swedish teachers. A 
food store like a supermarket often exists at the camp and sometimes 
there are even Swedish foods available. Sport facilities like squash, 
tennis, pool table and pool are also common at the camp as well as weave 
premises. 
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2.2.2 Yuncan – Peru 

 Figure 2. Map of Peru. 

Completion date:  Jan 1999-Dec 2003 
Contract Value  in USD:         117,5 Million 

The Yuncan Hydroelectric Power Project consists of a plant for 
producing run-of-the-river type hydropower and is situated on the 
Huachon and Paucartambo Rivers about 200 km north-east of Lima, see 
map in figure 2. Structurally, the project comprises two small concrete 
dams and intakes, two TBM-driven headrace tunnels, a 574 m inclined 
penstock creating a gross head of 452 m, a subsurface powerhouse 
cavern and a switchyard. The power plant will generate 130 MW and 
produce an estimated 901 GWh/year. This represents a major addition to 
the existing capacity to meet the increasing demand in Peru. 
(www.civil.skanska.com, 040315) 

The camp populated by 89 inhabitants, including its 53 expatriate 
employees and 20 children, was built by a Peruisian company and did not 
attain Swedish standard. The camp store however could offer some 
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Swedish groceries and the school had Swedish teachers. Local doctors 
were available and there was a clubhouse including a restaurant. The 
camp had no pool due to the temperate to frigid climate, a tennis court 
was constructed and pool tables were available. There was a gym, a 
sauna and a small unorganized library and weaving premises. All 
accommodations had internet, telephone and TV. 

2.2.3 Esti – Panama 

 

Figure 3. Map of Panama. 

Completion date:              Nov 2000-Nov 2003 
Contract Value  in USD:         213 Million 

Demand for electrical power in Panama has increased significantly and 
the country's ability to generate power has had to be upgraded as a result. 
In western Panama there is considerable potential for hydropower, which 
is why the private developer AES Panama S.A. successfully applied for a 
concession to build and operate a new hydropower project spanning the 
Chiriqui and Barrigon rivers. This effectively consists of two dams - a 
small, concrete dam on the Chiriqui River and a larger earth-fill dam on 
the Barrigon River. A canal of approximately 6 km diverts water from 
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the Chiriqui dam into the Barrigon reservoir, and the water is then 
channelled through a 5 km tunnel to an above ground power station on 
the Esti River. The power plant will generate 120 MW with an estimated 
production of 635 GWH per year. This represents a significant increase 
to the existing Panamanian power capacity. (www.civil.skanska.com, 
040315) 

The Esti project was situated not far from the city David in Panama, see 
map in figure 3, so the expatriate employees lived in the city with their 
families. There was a well functioning panamenian standard of living 
among the 140 individuals including the 50 expatriate employees and 70 
children. Most families rented houses from the local inhabitants. As this 
was not a camp the facilities were a bit different, there was no pool 
though there was an agreement to use a hotel pool near by. There was a 
Swedish school but most other services and sports were provided by the 
city of David. Though there was a club house with a restaurant and a 
tennis court and a Swedish nurse acted as a link between the camp 
inhabitants and the hospital and this seemed to work well. TV, telephone 
and internet were available in the homes for good prices according to 
some of the interviewees. The climate is tropical maritime; hot, humid, 
cloudy; prolonged rainy season (May to January), short dry season 
(January to May). 
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2.2.4 Kukule Ganga – Sri Lanka 

 Figur 4. Map of Sri Lanka. 

Completion date:  Jul 1999-Mars 2003 
Contract Value  in USD:         50 Million 

The Kukule Ganga Hydropower Project is situated 70 km south east of 
the capital Colombo, at the Kukule Ganga River, see map in figure 4. 
The main components of the contract consists of a horseshoe-shaped 
headrace tunnel, a 140 m high penstock, two steel lined high pressure 
tunnels and an underground powerhouse. 

Hydroelectric power is an important energy source in Sri Lanka 
and today's total installed capacity is not enough to meet demand.  The 
new power plant will generate 70 MW and give 317 GWh/year, an 
important addition to the increasing demand for electricity. 
(www.civil.skanska.com, 040315) 

The Kukule Ganga camp held a high standard. 101 individuals lived here 
including the 51 expatriate employees and 26 children. The camp store 
could offer Swedish groceries, there was a clubhouse including a nice 
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restaurant, the School had Swedish teachers, though the doctors were not 
Swedish. The camp also included a pool, tennis court, pool table and a 
gymnasium were squash, gym and driving range could be found indoors. 
The camp had a library, weaving premises and all the houses at the camp 
had their own telephone, TV and internet connection. The climate is 
tropical monsoon. 

2.2.5 Uri – Kashmir, India 

  

Figure 5. Map of India. The city Srinagar is situated in Jammu and Kashmir. 

Completion date:               1997-1997  
Contract Value  in USD:         560 million  

In 1987, the 480 MW hydroelectric power station in Uri, India was the 
largest hydropower construction in the world and one of India’s most 
important infrastructure projects, supplying electricity to over 3 million 
people living in Jammu and Kashmir. 
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One of the greatest challenges faced by the engineers concerned logistics. 
The project required a large workforce, huge quantities of materials, and 
heavy equipment to be in place at precise stages of the construction. 
Every aspect of the project had to be evaluated and meticulously planned. 
The imported goods were shipped to Mumbai (formerly Bombay) and 
then transported 2500 kilometres by truck to the project site in the 
Kashmiri highlands (see figure 5). At peak production, there were over 
200 vehicles on site at any one time. On average, a new truck arrived at 
the site every 20 minutes. (www.civil.skanska.com, 040315) 

The Uri- Camp was very extensive and luxurious. It had approximately 
450 inhabitants including 220 expatriate employees and 110 children. 
The camp area was enclosed due to the safety risk because of the war 
going on at the time. The food store offered selected Swedish groceries 
and there was a well visited clubhouse including a restaurant. The camp 
school had Swedish teachers and there were also Swedish doctors 
available at times. There was a pool, tennis court, squash hall, pool table, 
weaving premises, driving range and a small golf course. There was an 
indoor gymnasium where you could play badminton, volleyball and use 
the gym. The camp also had a soccer field and an enclosed pasture where 
families could keep horses. The camp also provided the inhabitants with 
a library. Cable TV was installed in all the houses at the camp and 
movies were broadcasted through the intern-TV by night. There was one 
satellite telephone available for the whole camp so the lines to use it 
could build up at times. Phone calls to Sweden, 10min/month, were 
included in the contract for the expatriate employees and exceeding 
phone time was at the expense of the contract holder at a cost of 80 
SEK/min. The climate is temperate. 
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2.2.6 Mrica – Indonesia 

 

Figure 6. Map of Indonesia. 

Completion date:               Dec 1982-Apr 1989  
Contract value in USD:          303 million 

The Mrica hydroelectric project is situated in the central part of Java, 
Indonesia, close to the Port of Cilacap (see figure 6), in a densely 
populated agricultural area.  

Project construction included a 110 meter high earth/rock-fill dam with a 
large spillway, two large, concrete-lined, diversion tunnels, with one 
converted into a permanent pressure tunnel and a power station to 
generate 184.5 MW of electricity. (www.civil.skanska.com, 040315) 

The camp had an Indonesian house standard which is not as good as the 
Swedish one but still acceptable due to the Swedish standard of 
refrigerators and such, this according to the inhabitants of the camp. 
Approximately 225 people lived here, including the 100 expatriate 
employees and 70 children. The food store offered Swedish groceries to 
some extend and there was a clubhouse including a restaurant. The camp 
school had Swedish teachers and there were also Swedish doctors 
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available. There was a pool, tennis court, squash hall, pool table, 
badminton court, driving range, weaving premises and a soccer field. The 
camp also provided the inhabitants with a library. The communication to 
and forth Sweden however was very pore, international telephone calls 
were possible only at the office where the connection was unreliable. All 
accommodations were prepared for TV. The climate is tropical; hot, 
humid to more moderate in the highlands. 

2.2.7 Kotmale – Sri Lanka 

Completion date: Aug 1979-Aug 1985 
Contract Value  in USD:         313 Million 

Kotmale Hydroelectric Power Project is situated in Sri Lanka 80 km east 
of Colombo and 25 km south of Kandy (see figure 4) and has a capacity 
of 200 MW. Main features for the project was a very large rockfill dam 
(fill 5,300,000 m3) with an upstream concrete membrane, a 7,000 m long 
headrace tunnel, and an underground power station. 
(www.civil.skanska.com, 040315) 

The camp had a Swedish standard of living and was populated by 
approximately 460 inhabitants, including the 240 expatriate employees 
and 100 children. There were Swedish groceries in the camp food store 
and even drinkable water through the tap in every house. The camp had a 
clubhouse including a restaurant, a Swedish school for the children and 
Swedish doctors available at all times. The spare time activities were 
very extensive with a pool, tennis court, pool table, gym, weaving 
premises, motorcycle track, illuminated running track and clay-dove 
shooting. The camp provided its inhabitants with a library and all houses 
had TV. 15min/month of talking time to Sweden over the satellite 
telephone was included in every contract and the rate of exceeding phone 
time was 70-80SEK/min. The climate is tropical monsoon. 

2.3 Today’s Contracts 
When signing for a long term employment abroad with Skanska 
International there are a couple of documents the employee has to go 
through and agree with. One of these is the General Conditions for Long 
Term Employment Abroad. These conditions are active from 1st of April 
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2003. The future employee also has to sign the agreement on long-term 
employment abroad of limited duration. These two documents will be 
reviewed hereunder. 

2.3.1 General Conditions for Long Term Employment 
Abroad 

The General Conditions are a set of rules that regulates the 
responsibilities that Skanska International has towards the employee and 
his or her family and vice versa. The headlines of this agreement will 
follow but if interested the whole document can be found at Skanska 
International, Stockholm- Solna. This report will only bring to surface 
the conditions of interest for this particular study. 

 

The headlines of the agreement are: 

SCOPE AND VALIDITY OF THE AGREEMENT 

GENERAL RULES OF CONDUCT 

WORKING HOURS 

LEAVE 

TRAVELLING, MOVING, ETC 

HEALTH AND SICK CARE 

BENEFITS 

RIGHT TO EMPLOYEE’S INVENTION 

TERMINATION OF AGREEMENT ON SERVICE ABROAD 

RETENTION 
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Under TRAVELLING, MOVING, ETC there is a sub headline, Moving 
expenses, which say that the Employee will be given a relocation 
allowance with the first salary payment to cover costs in connection with 
moving to and from the country of service. The amount of the relocation 
allowance will be stated in the agreement written between the company 
and the employee. This means that the employee and his or her family 
will get some extra money to deal with the moving expenses. Further 
down under the subtitle Travelling Accompanying Family Members it’s 
stated that the company will arrange the journeys and pay for the direct 
travelling costs between the country of residence and the country of 
service at the start and at the end of the stay abroad for the employee and 
his or her accompanying family members. 

Under the headline HEALTH AND SICK CARE there is a sub headline 
which say that the company will provide examinations and vaccinations 
required by medical documents. Also during the period of the 
employment the family members are entitled to medical attendance, free 
of charge, by doctors chosen by the company in the country of service. 
This is stated under the Medical and Hospital Treatment subtitle in the 
General Conditions document. 

Another subtitle, Compassionate Leave/Travel, mentions that extra 
leave/travel may be granted to the employee and his or her family 
members if a life threatening state or death of spouse, cohabitant, child, 
parent, brother or sister occurs. 

Under the headline BENEFITS there is a sub headline, Company 
Vehicle, which states that if the employee is provided with such the 
employee undertakes to exercise reasonable care in safeguarding and use 
of the vehicle. The Employee may be required to share the vehicle with 
other employees, also the site management has the right to make 
alternative use of the vehicle provided when it is not in use by the 
employee. Any private use of the company vehicle is at the discretion of 
the site management and at the expense of the employee.  

Schooling is another subtitle to BENEFITS. Here the agreement says that 
the company will provide schooling arrangements, equivalent to what is 
compulsory schooling in Sweden for accompanying children from above 
the age of 6 and until the day when turning 16. Schooling for children 
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between ages 16 and 18 is at the discretion of site management and will 
depend on availability. The company will pay for tuition fees if any, 
school transportation and costs of necessary books. 

2.3.2 Agreement on Long-Term Employment Abroad of 
Limited Duration 

A document that has to be signed prior to employment at one of Skanska 
International’s projects abroad is the agreement on long-term 
employment abroad of limited duration. This is the contract which states 
when, between whom, in what country and at what project the 
employment is valid. It also states what salary, housing conditions, 
working hours and annual leave the employment will bring the employee 
and his or her family.  

The salary that here will be agreed includes payment for overtime, shift 
work, underground work etc. Further the contract states that the company 
shall provide the employee and, where applicable, his or her 
accompanying family members with basically furnished accommodation 
and within reasonable limits with electricity, gas and water free of charge 
in the country of service. The company reserves the right to 
accommodate employees and accompanying family members in 
temporary housing of a lower standard until the appropriate level of 
accommodation is available. Damage to the housing, or damage and loss 
of its equipment, which cannot be considered as normal wear and tear, 
shall be compensated by the employee. A list of furniture and equipment 
provided by the company can be found in the appendix of this report. 
This list was developed some five years ago in collaboration with IKEA 
and provides the basic equipment for housing. There is one list for 
bachelors and one for families. 

The transportation of personal belongings is brought up here as well. The 
cost of sending personal belongings is at the expense of the employee at a 
company-subsidized price. The company will assist the employee in 
arranging sea freight to and from the country of service. Any other mode 
of transport must be approved by the home office and/or project. The 
employee can ship up to one cubic meter at a cost to the employee of 
1000 SEK/m3 in each direction. Personal belongings exceeding the above 
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volumes can be shipped at a subsidized cost to the employee of 2000 
SEK/m3 to a maximum of five cubic meters in each direction. 

According to the agreement the employee and his or her accompanying 
family members are permitted to travel to and from the country of 
residence after each service period of twelve months at the expense of the 
company. The employee with no accompanying family is permitted to 
travel to and from the country of residence after each service period of 
six months at the expense of the company.  

In the end of this document it’s stated that the General Conditions for 
Long-Term Employment dated 03-04-01 shall apply, and that its contents 
should be studied carefully by both parties. 
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3 Interviewing conduct 
In this section of the report the interviewing method and its questions are 
reviewed and discussed. 

To ensure the reliability of the study the interviews were carefully 
prepared and during the interviews the questioning and the notation of 
the responds were kept as neutral as possible not to inflict the answers.  

At the end of the interview there was a list of factors that may or may not 
play a decisive role in whether the individual is or is not prepared to 
work and live at a camp for three years in the future. According to Patel 
and Davidsson (1991, page 60 and 77, freely interpreted) there are a 
certain tendency with us humans to avoid extremes and an attraction 
towards the centre, this is one of the reasons why the grading scale in the 
list of factors are an even numbered scale. Agreeing with Patel and 
Davidsson again the integrity of the interviewees must be kept 
confidential through out this study. 

As most of the interviewees have an extensive experience of international 
employment and so have lived at many various camps, they were able to 
give an overview of camps in general as well as certain aspects at certain 
camps of interest.  

3.1 Question review 
The different questions in the questionnaire try to project certain areas 
and factors in a camp which are important to its inhabitants. Here follows 
reflections to why the questions were chosen in the questionnaire. Every 
section is labelled with its corresponding question number in the 
Questionnaire, for details se the appendix. 

B. 1-2, The reason to go. The reason why people choose to apply for 
work abroad may vary. It’s important to know what expectations the 
employee brings into the agreement between him- or herself and the 
company. If the employee are there for the adventure chances are that he 
or she will spend most of the spare time outside the camp and not use the 
extensive service range offered at the camp. If the family comes along 
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however the camp facilities may play a much more decisive role in their 
wellbeing. Maybe the employee took the job in need of money or 
occupation as the Swedish work market hit a recession. This employee 
may not have as high expectations as the family mentioned. 

B. 3-6, The camp in general. Employee with experience from this kind 
of work and living conditions often have good ideas on how to make 
changes and what to focus on. Therefore it’s crucial to let these ideas 
come forward in a non structured fashion early on in the interview. 

C. 1-3, The leisure pursuits. Leisure pursuits become more and more 
into focus when trying to deal with old habits of to much alcohol on 
camps, in this area the development have been extensive throughout the 
last couple of years up till today when the range of activities at the camp 
reaches very high standards. The question is if all this is needed or if the 
range of activities offered exceeds the usage by the inhabitants of the 
camp. (Nils Ousbäck, Skanska International) 

C. 4-9, The accommodation. Living conditions are of course an 
important part of the camp life. This may have a great impact on whether 
the employee and his or her family enjoy their stay. 

C. 10-12, The service. The service at the camp is usually excessive and 
in certain camps this is required due to the geographic location or safety 
reasons. Though this should be a flexible factor as not all camps are 
located the same. When making a change in the range of service it’s 
important to know which priorities the inhabitants of the camp have. 

C. 13, The communications. Communications have gone through a 
revolution over the last decennium, also in camps there have been a lot of 
changes in this area. To be able to communicate with relatives and 
friends back home while abroad working is crucial to make the 
acclimatize period easier when returning to Sweden. People today are 
depending on internet and other easily accessible communications. Also 
the ability to move freely is important and therefore is the car issue 
brought up. 

C. 14-15, The changeover. When coming back from the country of 
service it’s important that the company takes care of its employees. This 
is something that is often overlooked. (Ström et al, 1995) 
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The salary (list of factors). The general understanding concerning the 
salary when working at  large international construction sites are that it is 
severely higher than in Sweden. This was maybe true some 20 years ago, 
nowadays the difference are probably the taxes which are not as high as 
here in Sweden (Europa bokförlag, 1988, page 17, freely interpreted). 
This misunderstanding may be difficult to overcome when returning to 
Sweden after a couple of years working abroad. People see the family in 
different way and are not interested in hearing that it might be hard to 
come back both financially and psychologically. Few things are similar 
to what you are used to and maybe there also have been a lot of changes 
in Sweden while living abroad. New equipment for the family has to be 
bought, the kids need skis again and so on. (Ström et al 1995)  

The included home trips (list of factors). A common request when 
signing the contracts are extra vacation trips. The ability to move fairly 
easy across the globe has increased severely during the last two decades. 
The question is if the contracts have followed or stagnated in this area. 

The work opportunity for spouses (list of factors). Work opportunities 
for accompanying family members are usually limited at the camp and, 
as Bjarnås et al (1994, freely translated) points out, if they intend to find 
work outside the camp they have to have their own work permit. This can 
be hard to get in some countries and in some cases it’s not possible to 
work outside the camp as some of the projects are very isolated 
geographically or because of safety reasons or even cultural limitations 
but there are other things to do as studies, social engagements or start an 
own business. Some of the Swedish universities have several long-
distance classes which can be followed over the internet or by 
correspondence. (Bjarnås et al 1994 page 170, freely interpreted) 

The schooling and medical care (list of factors). For families the 
schooling is a critical factor. The contract states that the Company will 
provide schooling arrangements, equivalent to what is compulsory 
schooling in Sweden. This does not however mean that they always will 
provide with Swedish teachers. How  important is this fact to the 
employees? The same question comes up when talking about the Doctor.  
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4 Trial Interview 
To ensure the validity of the interviews a trial interview was staged and 
is here evaluated. 

The trial interview was held with Berndt Nilsson, Skanska International, 
who has several years of experience from working abroad with Skanska 
International. Also Kjell Ledin a legitimated psychologist working for 
the department of Technological Psychology at the Luleå University of 
Technology  in Sweden was consulted concerning the outcast of the 
interviewing questionnaire. 

4.1 Evaluating questions 
After conducting the trial interview over the telephone with Berndt 
Nilsson, Skanska International, the questions were analysed to see if they 
gave the information that they were intended to give. The conclusion of 
this was that most questions were well conducted and only a few changes 
had to be done. These changes were not extensive so no new trial 
interview was staged.  

The questions are laid out so that they will cover both some background 
information about the person interviewed and his or her specific camp(-s) 
as well as information about the factors of interest. This turned out to be 
very helpful in understanding and evaluating the answers form different 
interviewees. 

A plan for how to evaluate the list of factors graded in importance by the 
interviewee was established. The scale of 0-3, se the questionnaire in the 
appendix, was taken as it was and for each factor added between the 
interviewees and then divided into a mean value also between 0-3. The 
results from the interviewees at Botnia and Hallandsås are shown in 
figure 7 through 10 in chapter 5. 
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5 Interviewing results 
The results from the interviews are analysed and presented in this 
section. 

B. 1-2, The reason to go. Why the interviewees decided to look for 
international work varied as predicted. Adventure and exciting projects 
were the common answers. Many of them had a colleague who 
recommended them to go or the opportunity just appeared. A few were 
specially asked for by the project administration in need of their 
expertise. No one had chosen the international market because of a dip in 
the Swedish one. 

C. 1-3, The leisure pursuits. The most used leisure activities were the 
pool, se figure number 7 and the squash hall, these existed in all the 
camps except Esti, which were not a camp in that sense, and Yuncan 
which didn’t have a pool because of the climate. Some interviewees 
mentioned there were at times too much to do and that some activities 
were not used so much still it was made clear it’s important with things 
to do in a camp. It’s considered to be very positive that all activities are 
free, especially for the families. Other than those mentioned, tennis court, 
pool table and gym the leisure activities varied a lot between the camps, 
interviewees spoke about that the variation depended on who was in the 
camp administration and what interests they had. In one case, the 
Kotmale camp in Sri Lanka, there was a motorcycle track which was 
much appreciated among the inhabitants of the camp. Something that is 
asked for by many interviewees is cultural education about the country of 
service. 

C. 4-9, The accommodation. The living conditions were experienced as 
very good in most cases. The housing conditions are also very important 
to the inhabitants in general, se figure number 8, most important were the 
private kitchen and the air condition, also the importance with single 
apartments among the bachelors were brought up. However the house 
space was considered good and sometimes larger than needed and the 
equipment indoor were satisfying, the only utensil missing in general 
were the cheese slicer so the equipment list must be very good (for more 
details on camp equipment see appendix). One camp in particular which 
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did not get these good grades was the Yuncan camp. Here the bachelor 
rooms were too small and the sound isolation in the metal sheet walls 
was very poor. Quoting one of the interviewees: “Yuncan had everything 
but everything was in poor condition”.   

B. 3-6, The camp in general and C. 10-12, The service. The general 
impression is that the camps are very satisfying in most cases. The 
interviewees states that the camps are very well organised in general. It is 
a safe, stress less environment for both adults and children. Within these 
camps the children are always where the adults are, there is no 
segregation between the ages and the children benefit from this 
environment by becoming more outgoing and independent. There is a 
rich social life which is at times too dense and therefore it’s important to 
be able to keep some privacy by being able to lock the door from time to 
time. More than needed are available within the camp area. The services 
provided are at times even too extensive. The camp food store, doctors’ 
office and schools are highly appreciated though, see figure 10, while 
other services are appreciated by some and not so much by others, see 
figure 8 and 10. Worth mentioning are though that the completion of 
camps often are delayed. The employees have to stay in hotels sometimes 
up to a year before the camp is finished, or at least the accommodations. 
This is not appreciated. One interviewee mentioned that the nightshift did 
not get the same service and living conditions as the dayshift. Their lunch 
had been left in the canteens all day and service personnel like home 
maids were not informed that they should not disturb during the day as 
the nightshift got their sleep at that time. Although the interviewee also 
mentioned that this was dealt with by the camp administration as soon as 
brought to attention. 

The clubhouse is usually very well used, although in one camp, the 
Kukule Ganga camp in Sri Lanka, the clubhouse stood empty for the 
most part. As an explanation to this, a couple of the interviewees 
mentioned that the camp director was not a popular person and also that 
the extensive communications within the homes due to internet and cable 
TV kept people at home and inside. A camp restaurant is very important 
to the bachelors in general, see figure number 10.One interviewee, a 
bachelor, mentioned that the restaurant at the Kukule Ganga camp kept a 
higher standard than in other camps and that this made people 
uncomfortable to go there wearing work clothes. As a result the 
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expatriate employees went home before going to dinner and never went 
back to the restaurant, they had dinner in their house or not at all.  

C. 13, The communications. The communications seem to follow the 
rest of the world. Nowadays there often are internet and telephones in 
every house, TV is a standard, when just a couple of years ago there was 
only one international telephone per project and the connection was 
hardly worth mentioning. The importance of the communication within 
the house is fairly high as are shown in figure 8. The need for a private 
car was extensive in all camps apart from Uri in Kashmir-India where the 
camp was secluded from the area around it  because of the war. The 
importance of a private vehicle is shown in figure 9. 

C. 14-15, The changeover. Most employees kept their original 
employment within the company back home while working a couple of 
years abroad although there were a few interviewees who did not have a 
job when they returned to Sweden. This was frustrating as Skanska in 
some cases did not or could not reintroduce them to the labour market in 
Sweden or help them in other ways. Whether it was difficult or not to 
acclimatize to daily life in Sweden after living in international camps for 
a couple of years were not unanimous. Some had no problem what so 
ever while others had a very hard time. The problem with neighbours 
thinking the standard of living had changed for the homecoming family 
were not mentioned other than by a few interviewees but one thing that 
most interviewees did agree on was that few people are interested in their 
stories from the life in other countries. This was considered as frustrating 
in some cases. 

The included home trips (list of factors). Concerning the question 
about extra vacation trips a proposal to make deals for the employees 
with the local airlines was brought to attention. Deals are often made 
concerning flights that the company provides the employees with but it 
should be possible to make better deals for them when they pay 
individually also. One point of view is that more home trips than those 
stated in today’s general conditions are essential at least to the bachelor, 
see figure 9. One opinion is that the agreements are old fashioned in this 
area and must be upgraded to one home trip each four months in the 
bachelor contract. Other thinks that no more home trips are needed 
although when new employments are signed it’s important to point out 
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that the out flight and final home flight are included in the one per year 
travel deal within the contract for families. 

The work opportunity for spouses (list of factors). The working 
opportunities for accompanying family members were fairly important to 
the majority of the interviewees, see figure 9, and of course highly 
appreciated by the spouses. This is however a problem linked to a lot of 
factors, se 3.1 Question Review. Some of the interviewed spouses had 
been working full or half time at the camp as teachers, nurses, in the food 
store and one had her own bakery, these value the work opportunity. But 
there were also spouses satisfied with not working.  

The schooling and medical care (list of factors). Whether there was a 
Swedish school or not was important even to the bachelors. All in all the 
most important factor within a camp is the school, if the school is not of 
high standard there are many families who would not go for a working 
opportunity abroad. The doctor however was not as essential whether it 
was a Swedish one or not, see figure 10, but in those cases a Swedish 
nurse was preferred, these are also the usual arrangements at most of the 
camps. 
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5.1 Evaluating the lists of factors 
The evaluating process was done by giving each factor a mean value 
between 0-3. As the employees are representing different groups of camp 
inhabitants the evaluating has been done accordingly. This means that the 
more points a certain factor got the more important it is to the employee 
group evaluated. This gives a picture of what factors a certain type of 
employee value in a camp. Remember that there are only 7 interviews 
with wives, this is probably why the mean values are so extreme in that 
case. 
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Figure 7. This graph shows that the most important sport facility in a camp in general is 
the pool both for bachelor, wives and families. 
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Housing
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Figure 8. This graph reveals the importance with air-condition and a private kitchen in 
the accommodation. These are the two most important details both to bachelors, wives 
and families. 
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Figure 9. This graph shows the  importance with the circumstances within the contract. 
Most important in general is the car. 
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Figure 10. The facilities in a camp play a decisive role in the evaluation. Here the most 
important factors are the school, doctors’ office and the food store for families, wives 
and bachelors. 
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6 Discussion and reflections 
The results from the study are discussed and solutions are presented as 
well as recommendations for further study in the area. 

An annotation has to be made whether the list of factors graded by the 
interviewees are reliable or not. It is possible that a number of 
interviewees graded the factors randomly, not following the instructions 
correctly or by other means not gave a reliable answer. This however 
may be levelled out by the rest of the interviewees answers or corrected 
in the rest of the interview which brings up similar issues. Also 
remember that there are only 7 interviews with wives, this is probably 
why the mean values are so extreme in that case. Also the fact that the 
wives are the ones spending more time at the camp during the day can 
have a substantial effect to the high wife mean values, though by 
concentrating on the general mean value this gives a reliable result. 

By looking at the results concerning the different camps one thing comes 
to mind, if all the camps were put on a scale the Uri camp in Kashmir, 
India would be in the top and in the other end Yuncan in Peru. However 
these two have very special circumstances in their own way, Uri was 
built by Skanska and the camp area was secluded from its surroundings 
due to the war. Within the camp there were therefore a lot of activities 
and services so that the inhabitants could function normally in spite of 
the immobility. Yuncan was built by Skanskas peruvian partner 
to satisfy the peruvian staff and did not achieve Skanskas standard of 
living, as one of the interviewees said “Yuncan had everything but 
everything was in poor condition”. The houses were built by sheet metal 
and did not have any sound insulation and the tennis court and other 
leisure areas were not in a good condition. This is obviously not how 
Skanska International have built their camps in the past and there is no 
indication that this is how they will proceed but it should be taken in 
consideration that the camp is important for the individual project as well 
as for the reputation of working for Skanska International. A good 
quality camp will inspire employees to do a better work and will also 
contribute to future projects by a reputation of its fine standard. If a 
foreign company are in charge of the construction and or the caring of the 
camp there should be a Swedish inspector who knows the Swedish 
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standard and can decide the minimum level in which the Swedish crew 
can live and work. This will for sure be repaid by satisfied personnel 
which work more effective and by the reputation going on to the next 
project. Rumours spread like fire among former employees, so lets 
spread a welcoming one.  

The fact that the camps are finished so late is a huge matter among the 
employee. Taking in consideration that the projects are not predictable 
and often has to start as soon as Skanska international have a signed 
contract, this may still be a fact that Skanska can do something about. In 
the report the international camp of the future?, (Grimbe et al, 2002), a 
suggestion is made to start building camp accommodations by modules 
in two floors. In this way there will be essentially less foundation work 
and the plumbing will also be reduced. The idea with modules may not 
be realistic as the transportations are substantial and there is a problem 
with mould due to the climate according to Berndt Nilsson, Skanska 
International. These problems might be helped by taking apart the 
module into sections, letting them dry out and then rebuilt them again at 
the next camp location. This will make the moving of the modules more 
space effective too.  

It is important to get new individuals to every project. Partly so that there 
can be a new generation of international expatriate employees and also 
make it possible to work internationally for a period of time and then go 
back to Sweden for a couple of years, this is important so the 
acclimatization going back to Sweden will be as smooth as possible. New 
individuals are also important so that the persons not suited for working 
in these conditions or living in camps can be exchanged in the rolls of 
expatriate employees. To find these individuals can be crucial for a camp. 
The atmosphere in a camp is very important and easily disturbed. A camp 
where this happened was the Kukule Ganga camp in Sri Lanka. A lot of 
factors may have contributed to the lack of good spirit in the camp, se 
interviewing results, but one thing in particular was the camp 
administration. According to some of the interviewees the camp 
administration was lead by a man, not to the liking of the inhabitants of 
the camp. There was too many rules on what could be done and what 
could not. In a conversation with Nils Ousbäck, Skanska International, 
this was a test done by Skanska International where the head of the camp 
administration was picked from the military in an attempt to learn 
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something about their experience in camps. A lot of good things came 
out of this experiment but there was a problem with the difference in 
which civil expatriate employees and their families could be treated apart 
from the soldiers in the military. Therefore it’s important to pick out a 
camp administration willing to work with the inhabitants of the camp and 
be flexible, ingenious and social as the inhabitants often have their own 
ideas concerning activities and excursions. It is also important to 
enlighten the camp administration to the fact that there is a night shift so 
that services can be distributed also to those who sleep during the day.  

Information is a critical factor which need upgrading. Today the camps 
are equipped with internet which is perfect to develop a quicker and more 
detailed information link between the employees, their families and the 
camp administration as well as the project administration. There is a lack 
of information in general today and this has to change. To be able to feel 
secure and satisfied it’s essential to know what is going on around you. 
Internet is not only a great information link but also provides education 
possibilities both for accompanying family members who wants to study 
long distance classes at a Swedish university, and for employee who will 
learn how to handle a computer which they will benefit from at the 
international project as well as in Sweden. 

The car issue was brought up by several interviewees and after evaluating 
the list of factors it also showed that the car was highly prioritized among 
the employee. In some cases the employee gets to share the car with 
other employees and so do not have the ability to use the car privately 
when not working. Another annotation is that most employee do not stay 
within the camp area during the weekends, this is not the case in Uri 
where it was forbidden to go outside the camp area due to safety reasons. 
This behaviour may contribute to the fact that some camps have been to 
extensive in their range of leisure pursuits. Maybe it can be possible to 
arrange cars to each and every employee, or at least the families, so that 
they also can have use for the vehicle during spare time off work, to their 
own expense of course. The idea is to cut down on the leisure activities 
and only provide those which have proven to be the most sought after. In 
this way a lot of time and some money could be spared in preparation 
and care of the leisure areas and provide the families with a car instead. 
The cars would probably be better cared for as well. When having a car 
only for work the care of it is often postponed but when the family can 
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use it during weekends and so on, the car will probably be kept clean and 
so need less repairs.  

Extra vacation is a heated question. It is included in the Agreement one 
home trip every six months for a bachelor and one home trip every 
twelve months for a family, this is considered as an old way of thinking 
according to some interviewees. Today it is a lot easier to move across 
the globe and for less money too. One idea is that Skanska could make an 
agreement with the local airlines so that the employees could buy cheaper 
tickets back and forth to Sweden. This should be possible considering 
there will be a high number of people interested in going to the same 
destination several times a year. By doing this Skanska will not have to 
increase their expenses by offering more free home trips within the 
contract but can meet the employees demand to be able to visit Sweden 
more often at their own expense but at a reduced price. Although, to 
prevent dissatisfied employees, take the time when new employments are 
signed to point out that the out flight and final home flight are included in 
the one per year travel deal within the contract for families as this are not 
stated that clear in the contract. 

To learn the language is important for the employee as well as for his or 
her family. Many employees know the language where they are working 
but it is far from all of them. To keep language classes is essential to 
develop a deeper understanding of the country and also facilitate the 
work. It can also be crucial to learn how to apply the social codes of the 
specific country. This will make the changeover much easier and increase 
the fundamental understanding for the new country.  There is an 
appropriate simile when talking about culture, the iceberg. 
Approximately 10% of the culture is the so called visible part such as 
greetings, term of address, body language, clothing, timeframes and the 
personal space area. These are things that can make a meeting collapse or 
be a success. But to understand why this visible culture is the way it is a 
deeper knowledge about the culture is needed, the rest of the iceberg. The 
concealed part of the culture will make unforeseen incidents a lot easier 
to handle and many misunderstandings can be avoided (Annerstedt et al 
2001; Helle et al 1999; Ström et al 1995). An idea is to keep evening 
courses or even have obligatory lessons at the camp and educate the 
employees about the importance of the communication and 
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understanding between the cultures. This will probably be hard to 
implement but will surely pay off with good interest in future projects. 

The way in which the homecoming is handled can be crucial in time for 
the next recruitment. Possible employment and location when returning 
to Sweden should be discussed between the employee and his or her 
future director at least half a year in advance. Some companies appoint a 
sponsor division during the international employment period, this is often 
the same division as the employee worked for before going abroad, who 
supplies the information on what’s going on at the division and at the 
company in Sweden during the international stay this sponsor division 
also handles the preparations for the employee to come back (Bjarnås et 
al 1994 page 181 freely interpreted). Also the project employments 
should be looked after and dealt with when returning to Sweden. It can 
be very frustrating knowing there is no job waiting for them. Something 
to look into can be the possibility to include in the contract a month or 
two with pay when returned to Sweden after a project employment.  

That the homecoming is not as easy as it may seem have proven right. In 
some cases there is no problem in coming home which maybe make 
sense as this is the country where you lived before going to the country 
of servise. In other cases this has proven to be very difficult. The job 
situation and the social net may have shifted while being gone and the 
few social connections that are still there are not particularly interested in 
your stories of the life over there. Maybe this could be helped in some 
way by Skanska without to much effort or financial requirements. To 
inform former employees about casual reunion meetings around Sweden 
is one suggestion. The only thing Skanska needs to do is to set a date and 
a place once a year in each of the larger cities like Stockholm, 
Gothenburg, Lund and Luleå perhaps and contact all employees 
concerned, recommended through E-mail. These meetings could be at the 
interested' expense but at least the coordination of it all got to be done. 
Reunions like these have been arranged by a few employees before but 
way too rarely. This would bring joy to the experiences the employees 
have had with their families and it would also have a positive effect on 
the feedback from all the knowledge gathered around and during the 
international project to be implemented in the work environment in 
Sweden.    
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6.1 Recommendations for further investigation 

• Is it possible to build camp accommodations by modules in two 
floors? How can we overcome the mould problem due to the climate 
and still achieve cost effective transportation of the modules between 
the camp locations? How and where can the modules be stored if not 
in use at the moment? 

• Are the airlines interested in an agreement so that the employees 
could by discounted tickets back and forth to Sweden on their own? 

• Is it economically possibility to include, in the contract, a month or 
two with pay when returned to Sweden after a project employment 
abroad? 

• How much would the effective cost be to arrange cars to each 
employee, or at least one per family, when at the same time cut down 
on the leisure pursuits and gain in repair costs? 
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7 Conclusions 
Here follows a short summery of what this study resulted in. 

Here is a list of the most important factors, the ones which got a 
minimum of 1,5 in the evaluation, by all employees according to the list 
of factors: 

• Pool 

• Common green area 

• Private green area 

• Laundry in the house 

• Private kitchen 

• Air condition 

• Car 

• Better salary 

• Extra vacation trips 

• Working opportunity for spouses 

• School  

• Swedish school 

• Doctors office 

• Food store 
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Here is a list of proposed changes: 

• If a foreign company is in charge of the construction and or the caring 
of the camp there should be a Swedish camp inspector. 

• Start building camp accommodations by modules in two floors. 

• Try to attract some new employees to every project. 

• Pick out a camp administration willing to work with the inhabitants 
of the camp and that is flexible, ingenious and social.  

• Upgrade the flow of information.  

• Arrange cars to each employee, or at least one per family. 

• Cut down on the leisure pursuits. 

• Make an agreement with the local airlines so that the employees 
could buy discounted tickets back and forth to Sweden on their own. 

• Take the time, when new employments are being signed, to point out 
that the out flight and final home flight is included in the one per year 
travel deal within the contract for families. 

• Keep evening courses or even obligatory lessons at the camp and 
educate the employees and their family about the importance of the 
communication and understanding between the cultures. 

• Appoint a sponsor division during the international employment 
period which supplies the information on what’s going on at the 
division and at the company in Sweden during the international stay. 
This sponsor division should also handle the preparation for the 
employee to come back 

• Include, in the contract, a month or two with pay when returned to 
Sweden after a project employment abroad.  

• Help the employee to have casual reunion meetings around Sweden.
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PROJECT, COUNTRY 

AGREEMENT ON LONG-TERM EMPLOYMENT 
ABROAD OF LIMITED DURATION 

 

The Expression long-term employment here stands for employment 
abroad of a minimum of six months duration. 

 

An agreement has been made this day between 

 

 

......................................................................................................................

............................... 

Date of Birth & Last Name First Name 

ID Number 

 

 

hereinafter called the Employee 

 

and 

 

International Construction Services (ICS) B.V. 

Amsterdam, the Netherlands 



 

 

 

hereinafter called the Company. 

 

The Employee will be working in …………..…………. (Country of 
Service) 

 

on the ……………………………………. 

 

as ………………………………………... 

 

Period of Validity and Type of Agreement 

 

The Agreement will be valid for a period of ….….. months from 
………….. up to and including …………... 

 

The Employee's family will/will not accompany the Employee to the 
Country of Service at the Company's expense. The accompanying family 
members will be covered by this Agreement from the date of departure to 
the Country of Service until the date of return to the Country of 
Residence. 

 

Accompanying Family Members 

 

The family members included in the Agreement are named as follows: 



 

 

 

Name     
 Date of Birth & ID Number 

 

First Travel Out; End-of-Contract Travel to the Country of Residence 

 

Travel to the place of service and travel to the Country of Residence by 
air is at the expense of the Company. For the said travel, tickets issued 
through the Company, economy/tourist class fare shall be used. All 
deviations, from the routes decided by the Company, will be at the 
Employee's expense. 

 

Country of Residence: ……………………….. 

 

Place of departure from and arrival to in the Country of Residence: 
………………………….. 

 

Salary 

 

During the period of service the Employee shall be paid the following 
salary monthly, after deduction of taxes and social fees in the Country of 
Service: SEK …………  The salary agreed includes payment for 
overtime, shift work, underground work etc. 

 

The above monthly salary is payable to the Employee at the end of each 
month, 12 months salary/year. 



 

 

 

This salary shall be paid monthly to a bank account in the Country of 
Residence indicated by the Employee.  

 

If applicable, the stipulated salary will be adjusted on the 1st of January 
annually. 

 

Housing Benefits 

 

The Company shall provide the Employee and, where applicable, his/her 
accompanying family members with basically furnished accommodation 
and within reasonable limits with electricity, gas and water free of charge 
in the Country of Service. The Company reserves the right to 
accommodate Employees and accompanying family members in 
temporary housing of a lower standard until the appropriate level of 
accommodation is available. Damage to the housing, or damage and loss 
of its equipment, which cannot be considered as normal wear and tear, 
shall be compensated by the Employee. 

 

PROJECT CONDITIONS 

 

Working Hours and Annual Leave 

 

The regular working hours are ……….. hours per week based on …. 
working days per week. 

 



 

 

Basic annual leave entitlement including traveling days is ….… working 
days per year.   

 

The Employee shall be compensated only for continuous periods of 
overtime ordered by the Site Management. 

 

Compensation for overtime is included in the salary and leave 
entitlement. 

 

Transport of Personal Belongings 

 

The cost of sending personal belongings is at the expense of the 
Employee at a Company-subsidized price. The company will assist the 
Employee in arranging sea freight to and from the Country of Service. 
Any other mode of transport must be approved by the Home Office 
and/or Project. The Employee can ship up to one (1) m3 at a cost to the 
Employee of SEK 1,000:-/m3 in each direction. Each accompanying 
family member, as per contract, can ship the equivalent of 0.5 m3 at a 
cost of the Employee of SEK 1,000:-/m3 in each direction.  Personal 
belongings exceeding the above volumes can be shipped at a subsidized 
cost to the Employee of SEK 2,000:-/m3 to a maximum of five (5) m3 in 
each direction. 

 

If the Employee chooses not to utilize the full volume in one direction, 
the Employee may not use it in the other direction. 

 

Relocation Allowance 

 



 

 

The Employee will receive a Relocation Allowance of SEK ………, to 
cover all costs in connection with moving to and from the Country of 
Service as well as to cover any additional equipment needed in the home 
abroad.  

 

Transport in the Country of Service between Place of Residence and 
Working Site 

 

The Company will arrange transportation between the place of residence 
and the working site, unless otherwise agreed with the Site Management. 
Traveling time will be considered to be included in the salary. 

 

Vacation Travel to and from the Country of Residence during the Period 
of Service 

 

The Employee and, where applicable, his/her accompanying family 
members are permitted to travel to and from the Country of Residence 
after each service period of twelve months at the expense of the 
Company.  

 

The Employee not having an accompanying family is permitted to travel 
to and from the Country of Residence after each service period of six 
months at the expense of the Company. 

 

For the said travels, tickets issued through the Company, economy/tourist 
class fare shall be used if not otherwise agreed with the Site 
Management. 

 



 

 

The dates for the above mentioned travels to and from the Country of 
Residence shall be agreed with the Site Management. 

 

OTHER CONDITIONS 

 

The Employee will be included in the Expatriate Benefit Plan with 
Pension, level 1.   

 

 

In all other respects the attached General Conditions for Long-Term 
Employment dated 03-04-01 shall apply, the contents of which have been 
studied carefully by both parties. 

 

This Agreement has been drawn up in two identical copies, one for the 
Company and one for the Employee. 

 

Place: Amsterdam 2003-04-01 

 

............................................................................................................ 

The Employee For the Company – Niklas Jakobsson 



 

 



 

 

Frågeformulär (Questionary) 

Datum (Date): 

Start tid (Time): 

Namn (Name):  

A. Campdata 

1. Projekt beteckning (ar) (Name of Project): 

2. Vad hade du för typ av anställning (Type of Employment)?  

3. Tid för utlandsvistelsen (-er) (Duration of employment): 

4. Hur många bodde i campen (Number of inhabitants in the camp)? 

5. Åkte du som singel eller med familj (Bachelor or family contract)? 

6. Om du är singel har du familj hemma (If bachelor, was there a family 
back home)?  

7. Får jag göra en telefon intervju med din sambo/fru/man (Can I 
interview your spouse)? 

B. Campen: 

1. Varför åkte du (Reason to go)? 

2. Hur var arbetsmarknaden hemma då du for (how was the work market 
in Sweden when you left)? 

3. Hur var vistelsen i stort (How was the stay in general)? 

4. Vad uppskattade du med den camp som du bodde på (What did you 
appreciate with the camp)? 



 

 

5. Vad var mindre bra med den camp du bodde på (What was not 
appreciated)? 

6. Vilka förändringar, om några alls, skulle du rekommendera (Any 
recommendations of changes)? 

C. Fritid, Bostad och service: 

1. Vilka fritidsaktiviteter fanns tillgängliga där du var (Which leisure 
pursuits existed)? 

2. Vilken/vilka fritidsaktiviteter utnyttjade du (Which leisure pursuits did 
you use)? 

 3. Vilken/vilka saknade du (Did you miss anything)? 

4. Vilken bostadsyta hade du att tillgå (How big was the living space)? 

5. Var bostadsytan lagom, för stor eller för liten (Was it too large or to 
small)? 

6. Tyckte du att det baspaket med möbler etc. som ingår i kontrakten idag 
innehåller allt man behöver (The camp equipment, was it enough/ too 
extensive)?  

7. Vad fattas (Did you miss anything)?  

8. Var boendestandarden något du tittade på innan du for (Was the living 
condition something that you noticed before leaving)? 

9. Var den en avgörande faktor i ställningstagandet att fara (Did you 
consider it as a big deal in the decision to go)? 

10. Vilken typ av service fanns i anknytning till campen (What kind of 
service was available at the camp)? 

11. Var servicen tillräcklig/överflödig (Was it enough/too extensive)? 

12. Saknades något (Did you miss anything)? 



 

 

13. Hur var kommunikationerna på campen, Tv, Internet, Telefon, 
Transporter (How was the communications)? 

14. Hur var det att komma hem (How was it to come back home)? 

15. Vad hade gjort omställningen lättare (What could have made it 
easier)? 

  

Slut tid (Time):



 

 



 

 

Skattningslista (List of factors) 

Personuppgifter (personal data) 

Namn (Name): 

Födelseår (Date of birth): 

Tiden för utlandsvistelsen, årtal (Duration of employment): 

Projektbeteckning för ifylld ja/nej rad (Project concerned in the no/ yes 
boxes): 

Åkte du som singel eller med familj (bachelor or family contract)? 

Om du var singel hade du familj hemma i Sverige under utlandsvistelsen 
(If bachelor was there a family back home)?  

 

Läs noga igenom instruktionerna och svara sedan på frågorna (Carefully 
go thru the following instructions). 

/Tack för din med verkan! (Thanks for your cooperation) 

Nedanför kommer flera faktorer som kan tänkas finns eller kanske 
önskas på en camp. Din uppgift är att så sanningsenligt som möjligt 
avgöra vilka faktorer som är avgörande idag då du ställs inför beslutet att 
stanna på en camp i tre år. (Hereunder there is a list of factors that may or 
may not be essential in a camp. You will as truthfully as possible grade 
how important these factors are if you today would make the decision to 
stay in a camp for three years.) 

I de två spalterna till höger, ja och nej, fyller du i om faktorn som nämns 
på den aktuella raden fanns (ja) eller inte fanns (nej) på den camp som du 
bodde på då du var projektanställd utomlands. (On the left there are some 
yes and no boxes where you will state whether the specific factor existed 
in your camp where you were employed before.) 



 

 

Rutorna till höger om den aktuella faktorn kan ses som en skattningsskala 
där du kryssar i vilken betydelse faktorn skulle ha idag om du ställdes 
inför avgörandet om att stanna i tre år på en camp.  (On the right there is 
a scale between 0-3 where you will grade today’s importance of the 
specific factor if making a decision to live in a camp for three years) 

0 ger ingen betydelse alls vare sig faktorn finns eller inte. (Ingen 
betydelse alls) (0 It is not important what so ever) 

1 säger att det är positivt att faktorn finns men den är inte avgörande för 
ställningstagandet att skriva på det treåriga kontraktet. (Inte avgörande) 
(1 It gives a positive effect but are not essential) 

2 säger att faktorn inte själv är avgörande men tillsammans med andra 
specifika faktorer skulle detta innebära att du inte skriver på kontraktet. 
(Droppen som får bägaren att rinna över) (2 It is important but not 
essential) 

3 säger att faktorn är absolut avgörande, dvs. fanns inte denna faktor på 
campen skulle du inte skriva på kontraktet. (Absolut avgörande) (3 It is 
absolutely essential) 

Om det är något väsentligt du tycker jag glömt att ta upp så skriv gärna 
ner de faktorerna och skatta dem på samma sätt på de tomma raderna på 
slutet. (If there is an important factor you believe I left out please grade 
that factor in the same way in the end of the list) 

Ja Nej   0 1 2 3 

    Pool         

    Tennisbana (Tennis court)         

    Biljard (Pool table)         

    
Gemensam uteplats, grönyta (Common green 
area)         

    Fotbollsplan (Soccer field)         



 

 

    Massage         

    Styrketräning (Gym)         

              

    Fristående hus (Independent house)         

    Privat uteplats (Private green area)         

    
Hushållshjälp (städning, matlagning) 
(Housekeeping)         

    Tvättmaskin i hemmet (Laundry in the house)         

    Tvättservice (Laundry service)         

    Eget kök (Private kitchen)         

    Tv i hemmet (TV in the house)         

    Internet i hemmet (Internet in the house)         

    
Telefon i hemmet (International phone in the 
house)         

    Klimatanläggning (Air condition)         

              

     Bil (företagets) (Car for private use)         

    Hög lön (relativt hemma) (Better salary)         

    

Extra semester/hemresor (i kontrakten idag 
ingår för singlar 1 hemresa per 6mån och för 
familjer 1 resa per 1 år.) (Extra vacations/ 
home trips)         

    Arbetsmöjlighet för medföljande (Work         



 

 

opportunity for accompanying family 
members) 

             

    Skola för barnen (School)         

    Svensk skola för barnen (Swedish school)         

    Dagis (Daycare)         

    Läkarmottagning (Doctors office)         

    Svensk läkare (Swedish doctor)         

    Apotek (Pharmacia)         

    Post (Post Office)         

    Restaurang (Restaurant)         

    Bibliotek (Library)         

    Matvaruaffär (Food store)         

    
Tillgång till svenska matvaror (Swedish 
groceries)         

    Tillgång på alkohol (bar eller affär) (Alcohol)         

    Biograf (Movie theater)         

              

              

             



 

 

CAMP EQUIPMENT (IKEA standard) 

 

This is a start-up set and will not be replaced during the assignment 
period. 

 

Family house Bachelor house  

Living-room Living-room 

Couch 3+2+1 Couch 2+1 

Coffee table  Coffee table  

Small table  Small table 

Ceiling lamp Ceiling lamp 

Bookshelf  

Floor-lamp Floor-lamp or table-lamp  

Table-lamp  

Dining-table 6 persons Dining-table 4 persons 

6 chairs 4 chairs  

Side-board   

Lamp above dining-table  Lamp above dining-table  

Curtain-rods and Curtains  Curtain-rods and Curtains 

  

Bedroom  Bedroom 



 

 

Double bed Bed 

2 Bedside tables  Bedside table  

2 chairs   

Bureau  

2 Bedside lamps  Bedside lamp  

Ceiling lamp  Ceiling lamp  

Curtain-rods and Curtains  Curtain-rods and Curtains 

Quilts and pillows  Quilt and pillow  

Mirror  Mirror  

Closet and hangers  Closet and hangers 

  

Bedroom for Children   

Bed   

Bedside table   

Desk  

Family house Bachelor house  

Bedroom for Children  (cont.)  

Desk chair  

Bookshelf   

Bedside lamp   

Desk lamp  



 

 

Ceiling lamp   

Curtain-rods and Curtains   

Quilt and pillow   

Mirror   

Closet and hangers   

  

Others  Others  

Bathroom cabinet  Bathroom cabinet 

Automatic fire alarm  Automatic fire alarm 

Shower curtain  Shower curtain 

Freezer   

Towels (two sets) Towels (two sets) 

IKEA Start Box No 1 

       (Kitchen equip. 40 pieces) 

IKEA Start Box No 1 

       (Kitchen equip. 40 pieces) 

IKEA Start Box No 2   

       (Plates/glasses/set of knife, 

       fork and spoons, 60 pieces) 

IKEA Start Box No 2 

       (Plates/glasses/set of knife,  

       fork and spoons, 60 pieces) 

Refrigerator  Refrigerator with freezer  

Bed-linen (two sets) Bed-linen (two sets) 

Wastebasket (inside) Wastebasket (inside) 

Trash can with lid Trash can with lid 



 

 

Stove Stove 

Stove fan Stove fan 

Iron and ironing-board Iron and ironing-board 

Toilet brush  Toilet brush  

Drying cupboard or tumbler  

Washing machine    

Outdoor furniture  

Water heater Water heater 

 

 

 




