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Table 3. Analytical categories emerging from the analysis of interview data. 
	Changes 
	Continuities

	Policies on academic work and management
· Academic management as a career is separate from careers in teaching, research, and administration.
· Increasing emphasis on academic management when the university careers require greater planning and management.
· Increased power of university deans.
· New human resources policies by universities.
	Power and authority of academic professionals 
· Professors have great authority. 
· Professors and deans have significant power at the faculty level.

	Control and evaluation 
· Performance evaluation and criteria in academic work.
· Monitoring academic work.
· Teaching evaluation and feedback from students.
· Personal salary/merit reviews.
· Career structures that emphasise quality and productiveness. 
· Career progression is dependent on individual performance in generating research outputs.
· Emphasis on how well the goals of the career-path model are serving the central tasks of the university.

	Trust, competence, identity and work culture
· The future potential of the researcher is significant in career progression and recruitments.
· Researchers’ commitment to a university career is significant.
· Motives that are not related to money emphasised in academic work.
· Some university work tasks need great amount of continuity in addition to change. 
· It is important that young researchers integrate into the work unit.
· Differences between disciplines (e.g. power and salaries). 
· Pervasive tasks of professors. 
· Some researchers are satisfied with their current positions; they do not want to progress in their careers. 
· Disciplines need professors who will take care of their students. 
· Academics recruited outside of the official career models. 
· The position of women in academia compared to men.

	Standardisation and competition 
· Regulations related to researcher mobility.
· Standardisation of recruitment processes.
· Standardised career steps.
· Unified tenure-track criteria across faculties.
· Ending a tenure-track career path after poor evaluation. 
· Strict ‘academic age limits’ regarding recruitment to tenure-track positions.
· Unified titles for each career stage. 
· Emphasis on a systematic and orderly career progression.
· Clearer salary progression.
· ‘One-size-fits-all’ model for career progression. 
· Universities compete in international labour markets.
· Researchers compete for limited research funding and posts.
· Rewards for good work.
· [bookmark: _GoBack]Competition between good researchers.
· Intense competition in career progression; only a few researchers will end up in top positions.
· Career progression is related to an individual’s performance.
	Diversity and collegial relations
· Support for researchers who are not included in the four-stage or tenure-track career models. 
· Negotiating performance and salaries with faculty researchers. 
· Ignoring career models that place too much emphasis on research, instead prioritising teaching.
· Placing more emphasis on all three pillars of university work: research, teaching and societal impact. 
· Ignoring the university’s official recruitment strategies; recruiting more people from one’s own faculty (open recruitment vs closed recruitment).
· The increased power of faculties and deans in making recruitment decisions.
· The increased power of a faculties in one’s career progression.
· Encouraging good researchers to be more committed to their faculties.
· Taking advantage of collegial relations to progress in one’s career.



