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Introduction

In order to understand the situation of the occupational group of IT researchers in between academia and the market, we need to outline the specifics of the research organisation we investigated. ITresearch Labs (pseudonym) is part of a large Austrian research organisation that pursues research in a range of high-tech areas ranging from nanotechnology to autonomous transport systems and molecular medicine. ITresearch Labs have been established as a separate unit in 2003 and fully integrated into the mother organisation in 2005. Hence, the chief process of restructuring IT R&D here consists in the establishment of a new intermediary between academia and industrial R&D which has a distinct profile of rapid technology transfer. 

ITresearch Labs still is a fairly new and specific unit within the larger organisation. It is a decentral group of small research labs (in between 4 and 17 researchers) in various areas of computer science. Their mission is to bridge the gap between academic research and industrial innovation and to speed up technology transfer through software development technologies such as rapid prototyping and iterated development cycles. Each lab has a specific technological focus such as intelligent agent systems, digital archives, human-computer interfaces, etc.
 These labs are (mostly) located at or close to university chairs specialising in that area and headed by the respective university professor who has a freelance contract for ca. one working day per week with ITresearch Labs. The labs share a central administrative unit which handles personnel and HRM tasks and general co-ordination and representation. The entire ITresearch Labs structure is quite obviously the brainchild of its founder and current head who will be refferred to as “the Professor” in the interviews. He convinced the mother organisation’s management of the value of a new and highly innovative facility of technology transfer. This person is a high-powered, quite charismatic science manager who shapes the organisation’s culture to a considerable extent. He subscribes to a vision of increasingly rapid technology transfer in a dynamic field, of high reagibility to market opportunities and changes, up to the point of being able to quickly open or close new units. He also takes all recruitment decisions and conducts wage negotiations himself, on consultation with the lab directors. On the other hand, the respective lab units are quite autonomous in the work they do and their everyday work organisation, although a common project management tool has recently been implemented, and the units’ success is monitored closely by the central unit. Each Lab has its own history and has emerged from a specific network configuration, so that Labs have either been newly established or transformed into ITresearch Lab units from existing parts of institutes, university departments or even company R&D departments.

For this case study and the corresponding organisational case study, we have conducted interviews in two exemplary Labs which were selected by the criterion of having private sector customers and collaborations, which is not the case everywhere. Perhaps for that reason both the standing of the two selected Labs in the organisation and the working situation in these units appears to be somewhat more satisfactory than in other Labs who have had a higher turnover and higher working pressure.

Through a lucky coincidence, we gained access to the case by being asked to conduct an employee survey for ITresearch Labs. The results of this survey are still being analysed but will provide some background for the interpretation of this study where appropriate. The author also participated in the ITresearch Lab’s three-day annual retreat in January to present the project and gather further information. Ethnographic notes of observations and informal conversations with researchers also come into the findings presented here. For the occupational case study, we conducted 10 interviews with researchers, three with the heads of the labs investigated, one with the liaison of one lab’s customer and one group interview with three works council members of the larger research organisation.

1. Description of the sample of interviews

1.1
Short profile of the interviewees (professional, personal and familial) and their working situations and organisational contexts.

Researchers in the ITresearch Labs are mostly young university graduates and also students, for several of whom it is their first job. There is a fairly typical career path: Researchers start as freelancers and/or do a student placement in one of the labs first, may write their thesis on a lab research subject (partly) within their working time, get their first fixed-term contract sometime after graduation and then move onto a permanent contract. Possibly, working hours are extended to full-time during that time but this depends on the lab’s funding and project situation and may be loosely coupled with the move towards permanent employment. However, researchers are not a coherent group of, say, computer scientists. While computer science graduates and/or graduates of related disciplines do the actual software development and most of the technical part of the research, especially the larger labs also employ a considerable minority of university graduates with more general skills. This group has backgrounds in, for example, economics, business studies or political science and take over more general project assistance, project management, marketing or liaison tasks. However, they are also involved in the research areas that are not computer programming. Women represent a higher proportion of workers in this group than in the labs in general, as might be expected considering that in Austria, in 2002 only 19%
 of computer science graduates were women. Interestingly, the focus of the Labs on technology transfer seems to require more mixed teams and more general skills than an r&d specialisation. 

Christian, 30, is the office manager in Lab1 with a permanent full-time contract. He is a student of political science and international business who is still planning to finish his degrees in the next years in spite of working full-time. He used to work in a range of freelance IT administration and project management jobs before being hired by ITresearch Labs. He lives in a relationship with no children. Johannes, 26, is a software developer in Lab1 who builds demonstrators and prototypes for the key product of the Lab. He is a student of computer science and works on his thesis. He has had previous freelance and part-time jobs in IT, joined the Lab on a fixed-term contract for one year and now has a permanent contract working 30 hours per week. Johannes is married and planning to start a family. For that reason he expects he will look for a better-paying job in the IT industry once he graduates. Daniel, 22 is a developer who builds prototypes and also does some maintenance and customer support for a knowledge management product of Lab1. He is a student of computer science and business and has a second job as a basketball trainer which he is about to give up. Currently he works 25 hours on a permanent contract but is about to increase his working time to 30 hours. Daniel is single and aiming for a career in sports management. Rolf, 42, is one of two directors of Lab1 with half of his working time. For the other half, he is employed in R&D by the Lab’s private-sector customer which recently has been bought up by a US-based IT multinational. He has degrees in physics and computer science and has worked as a developer and software architect in large projects in telecommunications and financial services, joined a startup building multi-platform games and simulations in 2000, which merged with two others to form the company that is employing him for half the time. Part of the  R&D unit of this company became ITresearch Lab1, and the company thus became Lab1’s largest customer. Rolf is married and has two children aged 6 and 4 and a third one on the way. Anita, 41, has joined Lab1 as a marketing manager in November 2006. Currently she has a freelance contract over 25 hours and is negotiating over the conditions of employment. She is Indian and moved to Austria 11 years ago after marrying an Austrian. She has degrees in economics, marketing and technology management and used to work in marketing and IT first in Bombay, then in Austria joined an old-economy industry company first, then moved to Vienna to work in telecommunications. One day per week, she works as a yoga teacher. Anita is divorced and lives on her own. Angelika, 26, is a junior researcher in Lab2. She started doing general project administration and documentation and is currently moving into research in the infrastructure group of Lab2. She has a degree in business studies and ecological systems studies and completed a one-year academic training course in geoinformatics. This is her first job after university, and like her colleagues, she had a fixed-term contract first. She works full-time. Angelika is in a long-distance relationship with her partner living in her hometown to where she commutes most weekends. She has no children. Sabine, 25, is also a junior researcher doing project work specialising ingeographical analysis and mapping in two of the three groups in Lab2. She has her degree in geography, joined the Lab as a full-time freelancer to do her diploma thesis after a range of generic student jobs, then was hired (first, for a fixed term) for 20 hours which have been extended to 30. She is cohabiting with her partner and has no children. Fabian, 23, is a full-time researcher in the planning unit of Lab2 which has developed a continuous sequence of projects connecting geodata and statistical information for the city. He started as a student freelancer, got hired with a fixed-term, 20hour contract which then became permanent and full-time. Fabian is single and sharing a flat with four other young people some of whom work (one is a colleague) and some are students. Wolfgang, 32, is the principal researcher of the infrastructure group in Lab2. He is German, has a PhD in physics and was hired for his specialisation in power supplies to build up the group. He spent one year in Spain on an EU project before. He has a full-time contract in which overtime is included, with ca. 20% of his income performance-related. He is single and has no children. Markus, 28, is a researcher in Lab2 who specialises in geographic analysis and modelling across the groups. He has a degree in geoinformatics and has reduced his working time to 30 hours in order to have time to work on his PhD. After graduation, he worked for the federal country in statistics first, then joined the Lab in order to do research. He also spends ca. one weekend per month working on his parents’ farm but is planning to lease that to someone else. He is single with no children. 

2. Work biographies, career construction, trajectories

2.1
Career profile(s) in the occupational group (OG) – Characterisation of trajectories –Changes and driving forces.

.Most IT researchers in the investigated units are at the beginning of their careers. They have been hired from the university, often through student placements and diploma theses. However, they are not necessarily inexperienced. In general, 70% of Austrian students work during term time, and for most of them their employment is somewhat non-standard (Schlögl/Neubauer 2006). Students of computer science often have previous working experience in the IT industry through freelance programming and development jobs. Here, as freelancers they are likely to experience the ups and downs of start-ups and small businesses and of the industry in general. This is mirrored in our sample. A typical IT-student career is described by Johannes:

“and really worked from the third year onwards, ... two years in a small business with ca. 20 people in the field of language processing and artificial intelligence research and they basically had two big products and not really a large customer, and the problem was, they had money problems and couldn’t pay the wages, and then soon enough 5 – 8 people left, and me too. Simply because they had no money, that wasn’t possible, although it was very interesting, nice people and everything, it was quite all right. ... And then, a couple of projects on a contractual basis, small things, a website here, a database there, and then I came here. Yes, really, one big project I did before, with a colleague, that took nearly a year ... as an independent contractor, that was the largest card-playing casino and we built a complete system with a cash register client and administration of each table, which game, which limit.” 

Lab2, with its focus on geoinformatics, has hired people with degrees in geography and geoinformatics but also in business studies with a specialisation close to the field. Younger researchers with non-IT backgrounds, especially the women, have gathered their previous work experience in generic, flexible students’ jobs. For both groups (and Austrian students in general), the amount and demands of paid work may get in the way of finishing degrees, although the Labs themselves offer opportunities for diploma and PhD theses and allow work on them during working time if they can be fitted into projects. Still, part of the work needs to be done outside of the job. Markus for example has reduced his working hours to gain time to really advance his PhD thesis: 

“I have a job, I’m not working on the thesis there, and to say, right, I work full-time here, I have been running my parents’ farm back home since a couple of years ago, I work weekends, and I don’t need any sleep, so I can work on my PhD, that just wouldn’t be feasible” (Markus). 

Senior researchers have mostly been hired for their specialised qualifications. Here, Wolfgang so far has had a more academic career doing his PhD at his home university and spending a year in Spain on an EU project. Rolf, who shares the directorship of Lab1 with Martina
, is an experienced software developer and designer who has spent his career in IT industry research-intensive fields. Rolf has moved from positions leading large IT projects in the banking and telecommunications sectors to a leading AI research position in a start-up company. This company ‘outsourced’ part of its r&d unit to become Lab1 so that from the start, the unit brought its main customer with it. Rolf is in a boundary-spanning role by definition, working 50% of his time as co-director of lab1 and the other 50% in the company which recently has been bought up by a large US-based IT company. However, to have clearer roles and negotiations, the customer company’s liaison with Lab1 has been taken over by a full-time employee of the company, but collaboration is generally close on an everyday basis.

“I’ve been lucky enough to end up in research quite early and really in every company where I worked, right from the start. And I’ve always done things I liked professionally, I never did anything I didn’t like, I’ve been so lucky. So far, and things always turned out quite wonderfully.” (Rolf)

IT researchers in the Labs describe their perspectives as quite open. Most of them do not necessarily have academic careers in mind, but would like to work in the respective industries. One important aspect is income. Young software developers, who take home ca. € 1,500 per month say they would probably easily earn a gross 1,000 € more in the IT industry where wages are paid well above current collective agreements. In their current jobs, for the time being, the interest of the job, the autonomy and moderate work pressure and the good relations with colleagues make up for the lower income, but in the long run, especially young men expecting to be breadwinners anticipate a shift in their preferences:

“Pay, well, that‘s not as good as in the industry, that‘s a disadvantage, but you put accept that if you get to do interesting things in turn and can organise your own time. Because, before I started here, I did projects in the industry, as an independent contractor, and that‘s simply boring. It‘s more interesting here, but there‘s the pay of course. I‘ll see, I‘ve been married for a year and a half now, and family planning, well, then we‘ll see if there‘s enough money“ (Johannes)

For researchers with non-IT backgrounds this is less of a motive, although Angelika, who is a business graduate with a specialisation in power supply, would prefer a job with a power supplier that is closer to the core of her specialisation. However, the labour market in that field does not appear very good to her at the moment.

As a first job, working in ITtresearch Labs keeps all career options open and, in the view of senior researchers and managers, qualifies a researcher for both academic and industrial research :

“you’ve shown you [can work] in a knowledge- or an intellectually demanding field, I think that simply fattens up any CV and distinguishes you from someone who’s just been programming databases or done Microsoft consulting or whatever. I think it’s a chance for anyone to have a go at a core area of computer science, and not just to develop a business administration project that shuffles data back and forth”(Rolf).

2.2
Characterisation of the organisational contexts – Relations between restructuring and changes in career profile(s) and trajectories.

The typical career pattern is not very different from the one in other research institutions or universities that hire recent graduates and offer them “up or out” careers (Moldaschl/Holtgrewe 2003). Here, the Labs’ close connection to universities comes into play as well as their belonging to a large research organisation. The generic hiring pattern, offering researchers freelance contracts first, moving to fixed-term and part-time contracts and then to permanent employment, is also in line with the practice of the mother organisation, which the works council seeks to limit with moderate success.

On the other hand, the Labs’ position closer to the market and their process of discovering relevant markets and application fields apparently creates some different career paths and options. Liaising with customers, market research and project administration require some skills that are different from a technical or academic specialisation. Hence, Lab1 has hired political science student Christian as an office manager and Anita as a marketing manager. They also have hired a graphics designer who specialises in interaction design. Lab2’s Angelika with her business degree also brings a different specialisation.

Especially these generally-skilled people are expected to be just that, generally skilled and focused on the wider picture rather than the specific angle of their home discipline: 

“someone who’s really into marketing won’t be happy because they can’t develop that 100%. The achievement is to translate [what we’re doing] and less ‘I’ve got this wonderful product and I’m selling it to everyone’. You can try, but it doesn’t work this way, we need marketing people who understand the and come from the field but who see themselves as more moderate and take an interest in the content.” (Martina, co-director of Lab1).

Christian confirms that a general interest and proactivity is much appreciated:

“Commitment, yes, an understanding of the matter at hand, consistently looking beyond your own nose. This is generally a place where you constantly go beyond your competence, everybody does a bit of everything. Except for the developers who just can’t, they are busy enough with their programming. But as soon as there’s some space, everybody pitches in, everybody gets involved in conception and that’s a way of working that suits me very well” (Christian).

The ‘new generalist’ group of employees in the Labs thus are not separated from the research activities. They take over projects in market or technology research and collaborate on projects and publications and are able to develop their research skills. Angelika for example has taken a one year course in geoinformatics to complement her different qualification. However, they are the most likely to have or develop ‘boundaryless’ careers with a range of experiences in different contexts. 

2.3
Influence of institutional arrangements and policies on the nature and evolution of career profile(s) and trajectories.

Apart from labour market regulation and industrial relations, the institutional arrangements that matter for the careers of this group of IT researchers are the design of tertiary education and the policies and the funding of science and innovation. 

Austrian labour market regulation has a specific category of quasi-freelancers (“Freie Dienstnehmer”). These are supposed to work more independently than employees but are not entirely independent contractors. Their contract covers their working time rather than delivery of a product or service, tax law treats them like independent professionals, and they are exempt from unemployment insurance, holiday entitlement, sickness pay, supplementary grants and employment protection. This is the status in which most junior Lab employees start work, often in combination with part-time arrangements. 

The availability of students for both knowledge-intensive and menial jobs is obviously also shaped by the funding of tertiary education and the design of university courses as well as the regulation of atypical and precarious work. In Austria, it is quite common for students to work during term-time, and courses are generally flexible enough to permit some irregular attendance, although universities do not offer ‘official’ part-time courses for first degrees (Pechar/Wroblewski 2001). Although since 2001, the introduction of tuition fees has somewhat discouraged overly long enrollment in university courses, paid work still increases the length of study (Schlögl/Neubauer 2006). Since students work non-negligible hours (20 hours per week on average, ibid.), their transition into the labour market often takes place through longish overlapping periods of work and study, in which the demands of work may get into the way of graduation. 

This configuration offers specific opportunities for employers. Students represent a skilled labour force, bring skills and knowledge to the job that are not certified yet, and are likely to accept more flexible contracts (cf. also “Citylife”). They are also interested in acquiring practical skills and competencies the university education does not provide – and being young and often without care responsibilities, they can afford some trade-offs between the quality of work, pay and career prospects and an open, short-term orientation that fits well with the proclaimed flexibility of the Labs. 

However, the recruitment of general-skills people for some boundary-spanning jobs close to the market is different from other research organisations. The Labs’ position in technology transfer thus generates some particular transdisciplinary career patterns. These emerge from the implementation of the aims of science and technology policy in Austria to improve technology transfer and companies’ R&D investment in complementarity with the public sector. 

2.4
Gender dimensions of the career profile(s) and trajectories.

The gender dimension of career profiles hinges on the gender distribution of qualifications. Actual software development is overwhelmingly male-dominated in line with the gender composition of computer science courses. Women tend to enter jobs with ITresearch Labs through other paths: Geoinformatics and geography have more women graduates, and consequently Lab2’s specialisation in that field leads to more women researchers. Women also are a little likelier to hold the jobs with transdisciplinary skills and competencies. It seems that in addition, the needs to contextualise research, to liaise with customers and observe the market have led the Labs to create some positions outside the disciplinary field. Currently, one director of a Lab (Martina) out of seven is a woman who is a computer linguist by training.

Otherwise, due to the young age of the Labs’ employees, careers are not particularly gendered. Entry paths are the same for both women and men, and gendered patterns of job changes and interruptions are rarely observable. In Lab1, one woman researcher, a psychologist, was currently on parental leave and expected back, but other leaves due to sabbaticals abroad occur as well. It is possible that the wage gap between IT development work in the science sector and the IT industry is more of an incentive to leave at some point for men expecting to be breadwinners, while for women, the intrinsic interest of the work, the flexible working times and possibilities to reduce working hours may be more of an incentive to stay on. 

2.5
Diversity dimensions of the career profile(s) and trajectories (ethnicity dimensions).

ITresearch Labs is quite a native-Austrian-dominated field of employment. Most young researchers are recruited from the university of the Lab’s location, and they often have grown up in the region as well, although some have moved across the country to study the subject of their choice like Angelika. In the senior researcher positions where people are hired for their specialisations, there are some immigrants from the US, the Netherlands and Germany. In our sample, Anita who is Indian and came to Austria through marriage to an Austrian, and senior researcher Wolfgang from (south) Germany are the only non-Austrians. Anita, from her experience in a range of Austrian companies, has some interesting comments on the Austrian working culture and what she perceives as a lack of managerial professionalism: 

“In continental Europe, they have the master- and pupil principle, ant it works this way. It means the poor master has to constantly prove himself with his skill and his capabilities, many people think this way, but it’s humanly impossible, especially nowadays, where there are so many specialists. And the pupil is dependent on the master in his development, his advancement on the job. Also problem-solving, that’s all on the social level, and it’s like this on the management level too, that they don’t implement management tools. The tools are there, appraisal interviews and everything, but the actual use is within the master-pupil [relationship]” (Anita). 

3. Changes in occupational identity

3.1
Characterisation of the occupational identity for this OG: from its position in a social and economic organisation; from the individual subjectivity point of view (meaning of work, collective feeling, identification); from the collective point of view (collective dimensions and capacities).

As we have seen, researchers are young and see themselves in a highly dynamic industry. Hence, they anticipate quite open career paths in between research and industrial software development. They are not determined to pursue an academic or research career but enjoy interesting work, good collaborative working relations for the time being. However, intrinsic motivation, a communal feeling and sense of belonging on the Lab level coincide with a certain short-term orientation. Most of them see themselves as generalists who apply the technologies and methodologies of the field to diverse problems:

“I see myself certainly much as a basic researcher who tries not to focus selectively on one of those areas. This is one of my aims, generally to provide geoinformation for the different areas in ways they can work well with it.” (Markus)

Thus, they mostly enjoy a variety of projects and subjects to work on and keep their options open. The intrinsic interest of their work is generally agreed upon as a motivator, but as we have seen, the computer scientists especially wonder if this motivation will hold up over time when the need to become a family breadwinner comes up. In general, researchers’ career outlook across disciplines is characterised by a certain short-termism which has also been observed in other analyses of younger cohorts of knowledge workers (Bühler 2005; Holtgrewe 2006). Some of them like Angelika, basketball trainer Daniel and Johannes the potential breadwinner are explicitly on their way to a different job. 

This short-termism is somewhat ironically in line with the ‘officially’ proclaimed company culture although employees detach themselves from the norms of flexibility proclaimed from above. Markus says:

“I don’t think the Professor [the head of ITresearch Labs] wants us to get old in this job.”

The directors of individual Labs take a slightly different view:

“Well, nowadays, nobody can tell what he’s going to do in 2018, but well, really, I don’t see this as so much of an ejector seat, but as I said, the Labs have been established tentatively in 2002 and the first two employees, they’re still there, that’s five years now, and I don’t see the need. Of course there’s a certain turnover, although with us, that’s limited, ah, but I don’t think there’s a certain point in one’s career and then you leave” (Peter, director of Lab2). 

At the Labs’ annual retreat, where the author was able to take part as a participant observer, a somewhat emotional debate arose between the head of ITresearch Labs and a US-American senior researcher who raised the question of turnover and human capital. In the previous year some 11 researchers had left the Labs more or less voluntarily, and especially one Lab had suffered from turnover and a lack of projects and funding. The researcher addressed this as a problem and asked management for their views on the maintenance of human capital, since in his view the capital of the Labs were its researchers. The Professor countered that researchers only were human capital as long as they demonstrably produced assets for the Labs. Others also feel there is a management policy of fear that contrasts with the working atmosphere on the Lab level:

“On principle, I get this impression from the Professor that he consciously wants to give all employees the feeling they are dispensable. That he intentionally produces that, with the fear of having to leave anytime because he decides, so I think he consciously projects this, this fear of being dispensable” (Johannes).  

The works council confirm that the management-enforced short-term perspective has some downsides and has also caused some turnover:

“I know these two special cases who left, but not because they wouldn’t have liked to stay on, basically, but because they haven’t been treated fairly in that case. They didn’t get any longer-term contracts, they’ve been a bit older, you know, and the contracts were very much geared towards their performance and didn’t give any security, saying here I can build something and there is a future for me. For a young person, that often doesn’t matter so much, he says, I want to get to know something for the start, the years of travel, but once someone’s 40, has a family and so on, then he needs some stability to plan his future” (Works council). 

However, employees vary in their evaluation. Some feel strongly about the upper management policy while others look more towards the situation in their Lab, its successes in generating projects and funding for their feelings of job security. In this view, the head’s policy is seen as largely symbolic:

“internally we don’t live this way, especially in Lab 2, everybody feels quite safe, and the Lab director also shows that we do important work that takes us where we want to go. Towards an application-oriented and dynamic kind of research and well, it is accepted that this takes a little while, that we need to build up this expertise because the Labs are quite new [...] So in the Lab I don’t have this fear, the Lab works.” (Angelika)

The general way of dealing with insecurity thus is somewhat individualised, and the short-termism of employees’ orientation enhances this individualisation:

“I think every employee has to sort this out with himself, how he can cope with this, where he sees his chances and challenges” (Wolfgang).

3. Changes in occupational identity (nature of changes, concerned workers, explicative factors)

Since the Labs only have existed since 2003, experiences of changes are limited. However, there has been some experimentation with the centralisation of sales and marketing functions, but these turned out to require more hands-on product knowledge than centralised specialists could develop so that the function was devolved back to the project leaders. In addition, in some Labs marketing staff such as Anita were hired. 

This presented a shift in the habitus that researchers could assume: 

“In the beginning, when I started in the Lab, I would have liked to sit here in my cubicle and do research and hand the results outside, hand them to the colleague, like I’m not the sales person, he does that and everybody has it nice and cosy, only, it doesn’t work this way.” (Markus) 

Now, project leaders have taken over sales and customer liaison functions and are supported by sales and marketing specialists in some of the Labs. In addition, some specialisations in customer liaison emerge among researchers who discover a talent for it. Markus himself feels that his learning and gaining experience on the job has kept up with these changes and that he has come to fill the role of a sales-oriented expert comfortably. 

“Yes, exactly, now we’ve achieved something and that was certainly the hardest in the beginning years, you had to go out and say ‘I’ve done the work, I’ve written my diploma thesis in this and that area, we are thinking of this, we’ve started newly on this subject’, so here it’s certainly better compared to the beginning years. Because, well, I say, I come across better if I go outside and offer something I can do, I bring in more experience  and that simply makes an enormous difference.” (Markus) 

3.3
Relations between restructuring and changes in occupational identity for this OG (support new identity, threaten identity, affect solidarity, transform social dialogue – how?)

The establishment of the Labs and their ongoing restructuring process thus coincides with many employees’ transition into the job. In this transition, they generally assume  somewhat fluid occupational and transdisciplinary identities that are open to changes and opportunities while still committed to interesting work and collaborative collegial relations. Scientific expertise is defined in fairly generalist terms by both computer scientists and geoinformatics people, and senior researchers define their careers in project terms rather than academic stations as well. Among the younger set, some like Angelika or Daniel aim for different non-research jobs in management, but they still feel that their current job is a good entry position for that and is inherently interesting. 

Hence, if there is “an” occupational identity for this group, its defining feature is its fluidity. This can imply a far-reaching plasticity and short-termism that corrodes people’s long-term perspectives and capacities for planning and developing (Sennett 1998; Holtgrewe 2006), but also an openness that is rooted in a strong sense of values and experience. Anita, marketing manager and yoga teacher with wide international experience opens up a broad view when asked how her stated convictions about the technocratic madness of the modern world relate to her job in IT marketing:

“That’s interesting, for me it’s a temporal axis, what I was, what I’ve become on the surface, and on the other hand it’s an axis of my inner values and my actions in this society, as a yoga teacher and for example in industry, when I’m working, I stand in for – I think – at least I choose values that are comprehensible., for the common good as well [...] that it’s not guided by mischief, not shortsighted [...] so naturally, let’s say it’s a feminine aspect,  as much as I believe in the interrelatedness of creatures, nature, energy, systems I think about an interrelatedness of humans and I think you mustn’t hide, you mustn’t repress yourself, [...] when I’m teaching, my pupils often ask me, it’s such a problem, their life is so hard, and there’s this Jewish proverb, from the Thora, if you save one human, then you save the whole world, that you save yourself by acting in tune with your values, that contributes to diversity, you don’t have to leave the world to the robots all the time, you can assert yourself and show that – it’s a kind of a declaration of love to the world, where I say, okay, I’m not turning my back on you, I think all this is a madness but I’m there and doing my little bit, what I can” (Anita)

4. Quality of work

4.1
Relations between restructuring organisations and working conditions for this OG – Changes occurred and their evaluation.

The ITresearch Labs have been established as a new intermediary between academia and industry. In this capacity, they are still maneuvering for their place, which is contingent upon the actual specialisation of each Lab, the customers and their respective market. Hence, the working conditions and career prospects of IT researchers in this specific context combine features of both worlds, and the particular group of mostly young graduates at the beginning of their careers fits well with the working conditions. Work is driven by projects, but in the units investigated, deadlines are quite relaxed and resources sufficient in most cases. In other units, this appears to be different, and in the survey, one third of respondents from all Labs say they generally do not have sufficient time for their tasks. Projects are closer to the market than in purely academic research, and project cycles are deliberately kept shorter through techniques of rapid prototyping. Sales and customer contact has become a part of researchers’ work after initial experiments with specialists in the central unit. 

But even the pressure by customers appears limited in the units surveyed. The reason for that is that customers generally obtain products and services from the Labs that are a couple of technological generations remote from customers’ immediate market and can be developed more continuously, such as prototypes, market observation reports, consultancy services. In addition, companies benefit from the independent research for which the Labs have some 30% funding of their total budget and which is often done in close connection to external contracts. Nevertheless, the six months previous to this case study have been somewhat tense since the first phase of funding for the Labs came to an end and their continuation was still under negotiation. Necessary expenditures such as moving offices or hiring on a short-term basis have been delayed and required some improvisation. 

In sum, 

„Well, things get rushed, of course some time something goes wrong, of course then a deadline hasn‘t been planned all that well, that happens, but it hurts us less. Simply because we have more breathing space, we make fewer mistakes in planning, we can concentrate on the projects, that has an effect. It‘s interesting, it‘s lively but to some extent the rush is limited. Things don‘t work like in a comparable software company“ (Christian).

Markus points to the general dilemma of planning research projects: 

“It’s similar with research work, if I know beforehand what’s coming out of it and how much time I need it’s not research. So generally [...] if I move into new fields, you try to estimate as well as possible, that’s still one of the hardest tasks I have to do, for myself, and during the first two or three years I didn’t manage that really well for myself.”

Thus, there are some needs for flexibility: Working times can be extended ad-hoc and there is a generalised norm for employees to be flexible and open to working longer hours, which nobody in the sample seems to mind much. Part-timers’ hours can be increased if necessary, but in general, this is evened out over a limited period of time. However, the organisation stores up some extra flexibility: The works council reports that ca. 30% of researchers have so-called ‘all-inclusive’ contracts in which any overtime is paid for with a lump sum above the collective agreement’s level of pay. By the collective agreement that applies to the Labs, such a contract has to be notably advantageous to the employee in order to be viable. For this, there is some room for improvement in the works council’s view, since 100 € extra pay above the level the collective agreement sets for a 38.5 hour week is not deemed sufficient compensation, and overtime compensation on that basis has successfully been claimed by one person who left the Labs. 

Otherwise, the works council agree that the intermediate position of the Labs is advantageous compared especially with academic workplaces:

“well, it’s a bit of a missing link, the closeness to the market, at a university that often hinges on particular persons. And if you don’t have a professor there who promotes that, if you do that with graduate students or students who are just graduating or whatever, then they just leave, and as I said, the [ITresearch Labs] are an instrument where you can implement it from the idea to the market because there you have some continuity”.

Indeed, all interviewees enjoy the working atmosphere and some explicitly distinguish it from working cultures in business:

„What I like, too, it‘s a bit – looking out for the other, that‘s very nice. I know that from consulting companies where people become a bit like sharks really [...] even in your own company, [...] that they compete, just out of habit, that they try to compete with colleagues, and here it‘s very positive, colleagues look after each other. For me, I didn‘t really need anyone to look after me, but I appreciate it“ (Anita). 

4.2
Management of working time for this OG – Current situation, trends, expectations.

Working times in general are quite flexible and researchers have considerable autonomy over their working time. In the collective agreement that covers non-university research in Austria and also the Labs, the 38.5 hour week is the norm, but organisation-level agreements allow for considerable flexibility: The 38.5 hours may be established as an annual average, up to 48 hours per week are allowed (in line with the Austrian Working Time Law), and the working week may be compressed into four days with 10 hours each. Flexitime and saving up time for sabbaticals are also possible, and timesheets are to be balanced every three months. 

In the Labs investigated, hardly any interviewees report the pressurised working conditions commonly associated with project- and customer driven work in software development (Perlow 1999; Trautwein-Kalms/Ahlers 2003). Working time is planned and assigned in terms of projects, but there is a wide consensus that the planning generally works out. 

„Um, mostly it’s really about co-ordinating with the co-workers you have in your diverse projects. There are core working times, like, really, [...] from 11am to 4 pm nearly everybody is there, some come in earlier, a few come in later and then it evens out in the evening, depending on whether you are an early or late riser [...] of course things concentrate with large projects, then there’s more presence, but by and large, there are some fluctuations, but not – I can’t remember anything that was really critical, except for exceptions. That happens when many people are away sick, but time management is hardly a problem” (Christian). 

In Lab1, where protoypes are developed continuously for one customer, there is about  one large deadline per year when the customer has a major new release and things may get hectic. 

“Otherwise you just organise your time, there would be no point. If I come in extra on a Sunday to work five hours or I do it on the Monday, it doesn’t make a difference if you haven’t really got a deadline. Because, when the concept’s finished and we think it’s ready, then we pass it on.” (Johannes)

However, some flexibility is necessary due to the general logic of rapid prototyping: 

„With prototype development at any rate, there it‘s often necessary that you have a ready prototype two weeks from the original idea. Then you have to be dynamic and flexible and say, right, this week I‘m not coming in for 25 hours but for 40 hours. Just so we get this finished, and then can do support afterwards and change the things that don‘t fit. But you can‘t get stuck with the 40 hours but have to turn it down again, and see that you even things out“ (Daniel).

Conventional regulation of working times through law or collective agreement, in turn, may get in the way of people’s own working habits. Martina, co-director of Lab1 explores the dilemma:

“in research, this latent exploitation is much stronger. When you‘re on an assembly line, there the shift is over and that‘s the end, but you have to do another publication, and then my reputation improves etc. there, the framework is very important but you need some flexibility. For me, it would be a huge disaster, if I had to work from nine to six in the evening [...] because I occasionally work through the night, but I don‘t think that‘s terrible, I‘d rather be annoyed if I couldn‘t do that. But you have to give people the security, that they are hired for so-and-so many hours, and that some things that are in a contract are against the law, that you can‘t get away with lower pay, and part-time and then an all-inclusive contract, you can just forget about that, the point is that it has to stay fair“ (Martina).

4.3
Gender dimensions of the approach of working conditions in this OG.

There are no visible equal opportunity policies in ITresearch Labs,. The mother organisation subscribes to a philosophy of gender mainstreaming on its website and has been involved in a range of activities aiming at recruiting women into science and research positions (bmvit 2006) This has been the case in Austria in general – however, the country is still at the comparative lower end of women’s presence in R&D, especially in engineering and computer fields (European Commission 2006). There are workshops for management, recruitment is supposed to follow equal opportunities criteria, regular “intellectual capital reports” include gender information, and networks of women researchers are supported. However, according to the works council these initatives have ‘fallen asleep’ and not lead to formal agreements on equal opportunities or work-life balance. In the Labs, the proportion of women with 21.5% is slightly above the mother organisation and roughly in line with the proportion of women computer science graduates in Austria, although the women in the Labs are more likely to hold non-computing degrees. 

The working times and working conditions do not appear to be specifically gendered. Working times, working conditions and career patterns look similar for women and men. It is possible that women’s larger presence in liaison and generalist positions where they closely collaborate with others leads to more “normal” working times for them. Programmers who do more work on their own occasionally talk about night sessions working at home that mostly appear to be voluntary or result from juggling the demands of work, coursework and hobbies.

5. Learning and skills development

5.1
Changes in skills requirement for this OG (upskilling / deskilling processes, nature of skills and competences) – Place, role and uses of ICT in the skill processes – Explicative factors and evaluation.

Since the ITresearch Labs do IT research and development, obviously IT skills on all levels and their development are central to the work. There is a permeable division of labour between employees specialising in programming and others with IT backgrounds who may or may not do some programming as well. In Lab1, one 19 year old programmer has been hired from a secondary technical school while all the others are students or computer science graduates – but he is just as well recognised for his skills. 

Skills that most researchers have acquired recently pertain to project management and marketing, since this function after a period of centralisation has been devolved to the Labs again. There is both a general interest and a general expectation to enhance skills and look beyond one’s immediate job. Not surprising for a research organisation, learning is an integral part of the work, and training, participation in academic conferences, trade fairs or technical workshops, organising such events and so on all overlap.   

5.2
Management of learning and skills changes for this OG (learning opportunities, formal training…).

Training is quite generously available in ITresearch Labs. We have seen that learning opportunities extend well over employees’ specialisations, with researchers with less technical backgrounds moving into more technical fields and technical people gaining skills in marketing and project management. Training in programming languages, certifications by Microsoft or Sun, a wide range of applications, general and management skills are all available and encouraged. There is a wide range of courses on offer, but also researchers take their own initiative. 

Especially, researchers are encouraged to take one particular course in project management which is supposed to give project leaders and potential project leaders a shared working style and outlook on project management. This course offered by a private sector academy has an interesting business model:

“So, I‘m one step away from certification, I could take an exam, then I‘m a certified project manager, I mean, they charge you, not me, but the Labs, and you have to regularly take further courses and pretend to be active at least and write papers on the subject and attend further courses that cost money again. [...] this certification business, it reminds me of these pyramid schemes, it‘s no problem to enter and you get this first certificate very quickly, but to be able to show it, in job interviews, on your homepage, you have to continue doing things that don‘t really suit you“ (Christian). 

Otherwise, people are granted paid working time to pursue university studies and degrees as well. Christian the office manager is allowed to take up to four hours for his coursework unless more urgent project needs intervene. Angelika’s one-year course in geoinformatics has been paid for by the Labs and she has been given paid working tíme for it as well. Daniel the developer and basketball player takes courses in project and sports management that are likely to lead him into a different field, but the project management side of it is deemed useful for his current job. 

On the other hand, work occasionally gets in the way of people finishing their degrees, especially when they’ve started a new job. Then the phase of being a student working part-time with limited aspirations prolongs itself:

“I study computer science at the Technical University and have taken all the exams for my degree two years ago, I only need the thesis. I’ve been working in the Lab for one and a half year now, and a month ago I started on the thesis, and this has been the deal that’s been negotiated with the Professor” (Johannes). 

For conferences and training that is deemed more optional and not clearly funded through a project, the available budget sets some limitations, and there is some negotiation:

“Then we sometimes agree that this [conference or training] may take place during working time and we may also pay the conference fee, but that there has to be some investment of one’s own as well, not to count the time you spend on the train. I don’t know if I should say that, if that is legal, but otherwise I’d feel I have a problem” (Lab director).

This is slightly at odds with the provisions of the collective agreement for non-university research organisations where travel times beyond regular working hours are counted as working time according to detailed rules. However, especially these regulations are occasionally infringed as both works council and employees confirm. For instance, travel times back home from the annual retreat (which the author was able to attend), were not paid for although the retreat included the Saturday morning – which caused some annoyance among employees. 

5.3
Gender dimensions in the changes in skills requirement for this OG (trends in the recognition of formal / informal skills)

The changes in skill requirements with the need for people with more general and business skills have created some marketing and liaison positions that have brought non-technical people into the Labs. A larger proportion of these are women than in software development proper and they occasionally move into the technical parts of research as well although programming remains a male domain. However, programming and implementation are not the highest-rated tasks in IT research, but tend to be student and beginners’ jobs. On the other hand, both the increasing importance of general skills in sales and marketing and the location of IT research in the contextualised areas of computer science such as geoinformatics, human-computer interaction etc. opens the field up to people holding degrees in geography, psychology, linguistics etc. who are more likely to be women. Angelika, who has a business degree and recently completed a university course in geoinformatics, confesses some insecurity over her newly acquired skills and contributions which may be read as a ‘typically’ feminine diffidence and under-estimation of one’s own performance in the sense that it is more likely to be mentioned by (some) women than by men:

 “on and off I wonder if I can really contribute enough, it’s mostly the reverse, I get quite a lot of recognition from my colleagues and superiors but I’m not quite sure if I really deserve it” (Angelika).

However, we cannot know if Angelika, who is a relative beginner in a new field, will gain the necessary confidence or to what extent such an insecurity actually hampers women’s ability to appropriate the new opportunities.

6. Work-life balance

6.1
Work-life balance friendly policies for this OG – Existence, access and interest.

There are no explicit work-life balance policies visible in the Labs, although the mother organisation refers to work-life balance as an integral part of the human resource strategy that focuses on presenting the organisation as an attractive workplace, managing and recognising performance and encouraging learning and career development. Part-time work is available in leadership positions as well, flexible working time arrangements and telework are an option. In general, working time arrangements in the Labs seem to be more informal.

6.2
Relations between work and other duties (like e.g. family, household, education) for this OG – Difficulties, opportunities, changing boundaries. 

However, due to the flexible working times and the limited pressure at work on the one hand, their young age on the other, employees generally face few work-life balance problems. Few of our interviewees have children or elderly parents to look after, and running errands during the day is no problem since due to meetings, conferences, travel etc. rarely everybody is present at the office at the same time. Rolf, part-time director of Lab1 and part-time researcher with the customer company, was observed during the interview co-ordinating the care for his two children with his mother-in-law, and then went to pick up the children, to return to work later.

For people living in partnerships, regardless of gender the flexible working times and part-time arrangements often give IT researchers in our sample more flexibility than their partners who hold down more regimented or pressurised full-time jobs. Johannes’s wife works for a public authority:

“Well, yes, at the moment, since I work 10 hours less than my wife I’m mostly in charge of the household and mostly see that I do it before work. Because she gets up earlier, I’m more of a late riser and when I get up, I do a bit of cleaning and the washing and the dishwasher and then I drive to work. So I’m here later, do my six to seven to eight hours, it depends, on average I should do six hours with 30 hours per week, and then I’m usually home the same time as she is, about six or seven at night” (Johannes).

Christian has a similar situation with his partner working as a customer advisor in a bank and doing regular, unpaid overtime. Sabine’s partner works full-time plus overtime in a multinational IT company and travels a lot: 

“Generally it works well, since he works full-time and relatively, a lot of overtime I do a bit more, but we share it, like, I do the shopping and cooking and then he washes the dishes, like, each of us does their bit, according to time resources” (Sabine).

One aspect of some researchers’ work-life-balance is weekend commuting and long-distance relationships. In the sample, this is the case for Wolfgang, the senior researcher and Angelika, the business graduate in Lab2. In fairly specialist labour markets, jobs often are not available everywhere, requiring workers to either move completely or partly, during the week. This has particular consequences for work-life balance and the question is how sustainable such working and living arrangements are: 

“I say, jokingly but with an undertone of truth to it, during the week my social life is switched off and then I have that at the week-end, really, during the week my social life is in the office, and then relationship and family are restricted to the week-end” (Angelika). 

However, in the long run most researchers do not pursue very mobile careers. Unless they would like to move back closer to home like Angelika, they prefer staying in the place where they live or at least in Austria to aiming for research jobs in global IT companies. Since few IT company research departments are found in Austria, this is an additional factor likely to either make them stay in the labs or push them out of research over time. 

Commutes also matter for Markus. His parents have a small farm and forestry some 150 km from his workplace and up until now he has worked on the farm in addition to his job, spending one weekend per month working there. In the previous year, he had a bad accident and was off sick for several months. This, thinking about his life and plans during his recuperation, has led him to the decision to lease off the forestry in order to have more time for himself with his job, his thesis and a desire for a more even work-life balance. Daniel also has given up his second job as a basketball trainer because along with playing basketball himself, going out with friends, his main job and his coursework he found he had too little time. 

For Anita, her second job is a central element of her work-life balance. She works one day per week as a yoga teacher and clearly sees the tension between this and the high-tech world she is working in otherwise. 

“You can’t really say a second income because I don’t earn so much money with it. It is what I do well and like doing and do passionately but I don’t earn so much with it because I never built it up. I’m quite satisfied with it [...] It has developed, yes, but it’s interesting, too and it’s fun. My students, mostly women, they are exactly like me, they are in the same situation, in so far, I teach myself. It’s my thing, it’s perfect” (Anita). 

Anita also points to the dangers to work-life balance for people without the more legitimate care and family obligations:

“that’s important [...] if you’re single you tend to let work spill over (I: Same with me.) And that you don’t have an excuse ready [...] With people who have partners, children, they get excused, they don’t have time and so on” (Anita)

6.3
Gender dimensions of the relation of work and other obligations (like e.g. family, household, education) for this OG.

The young age of this group of IT researchers and their flexible working times limit the gendered divisions of care and housework we would expect otherwise. The distribution of other obligations and interests such as commutes, further education, a family farm, or semi-professional sports is not systematically gendered. More men than women mention sports, and with men concentrating in programming and computer science , they tend to pursue further education in that field. But generally, many interviewees are single, few have children, and those who live in relationships tend to have more flexible jobs and working hours than their partners. 

7. Conclusions

7.1
Basic characteristic of the case study

The case study presents quite a specific segment of IT research and development with researchers working in a new technology-transfer  intermediary between academia and industry-funded research, in small units that belong to a large non-university research organisation. Researchers are mostly young, in their first jobs, and have fairly open career outlooks that are as likely to lead them to industry positions as to academic careers. Hence, they represent a constitutively flexible workforce with high skills and intrinsic motivation, modest claims, an interest in learning and a short-term, open outlook on their careers.

Since the organisation is located in the public sector and wages are paid according to the collective agreement for non-university research institutes, they are considerably lower than earnings in the IT industry. This is compensated in the view of researchers by interesting projects, less pressurised work, and the employer’s generous support for further training. The organisation generally hires students and/or recent graduates who start with student placements or diploma theses, get freelance contracts and then move into fixed-term and then permanent employment. On a more senior level, researchers are hired externally for their specialisation which occasionally, but not differently from other research contexts, requires some mobility.

Since ITresearch Labs specialise in rapid technology transfer from academic research to industry there has been some experimentation with their respective positioning in their area of specialisation, and with the location of sales and marketing functions. After a period of centralisation, these have been devolved back to the respective Labs. Consequently, some positions have been created for sales and marketing, project management and customer liaison. These positions are filled with people with less of a technical background and with even more “boundaryless careers”. Here, we find a subgroup of “generalists” in the occupational group. They also get involved in research projects and move closer to the technical core with the exception of programming work. Hence, research is becoming more open to career changers through its increasing connections with application fields. The generalists are more likely to be women than researchers with technical backgrounds. Among the technical people, women especially, but also some men, tend to have other degrees than computer science and more transdisciplinary specialisations such as human-computer-interaction, computer linguistics od geoinformatics. 

7.2
Global evaluation of the relation between restructuring, work organisation and quality of life for this OG.

This occupational group in the field of IT technology transfer, specific as it probably is, still represents changes in r&d employment that may be more generally applicable. As in other areas where value chains are reorganised, especially in between public and private sectors, boundary-spanning and intermediary functions multiply (Grugulis/Vincent 2005) and require “new” skills and experiences that were formerly alien to the field of research. With the organisation’s high investment in training and the high autonomy employees have for their selection of further education, these skills are both developed internally and recruited externally. With the small sizes of the unit, divisions of labour are flexible as well. Compared to the students hired in “Citylife” even when the entry positions are somewhat precarious, young researchers’ working conditions in the Labs are quite appropriate to their skills, conducive to skill enhancement and generally favourable. 

However, we cannot be sure how the long-term perspectives of this occupational group relate to the general short-term orientation we observe. Young researchers, and young knowledge workers generally, develop this outlook “for the time being” while still bringing high motivation to the job, and to some extent anticipate the uncertainty they face in dynamic fields of employment by keeping their options open. On the other hand, the culture of the organisation, and the vision of upper management especially, emphasises a short-term and success-oriented outlook in ways that researchers experience as alienating. On the level of individual units, however, the project and funding situation are quite transparent, and directors emphasise more long-term perspective, and thus successfully compensate the uncertainties that come up on the organisation level. 

7.3
National / regional institutional characteristics that shape the changes observed for this OG and their evaluation.

Interestingly, but not uniquely, the occupational group of young, recently graduated researchers is on the one hand generically flexible. On the other, this flexibility is embedded with the characteristics of university courses and the funding of tertiary education, which makes students a part of the labour force in between high academic skills and and general education. In our case, it is also embedded with Austrian science and technology policy that considerably invests in technology transfer and explores different ways of achieving this. A collective agreement for non-university research in Austria institutionally recognises scientific research as “work” and regulates working times, pay and performance evaluation in a field that often enough leaves these to individual negotatiation and the idiosyncracies of research groups. However, the small size and high dynamism of ITresearch Labs also points to the tensions and dilemmas of regulating a field that is structured by adhocracy rather than “big science”. 

7.4
Importance of the case study results for the WORKS research questions.

To some extent, the case study is at odds with most of the WORKS analyses. Here, a new intermediary has been established in R&D, and the logic of that change has been less of a direct move towards contractual relationships but a research-political aim of moving research closer to application and the market in public-private partnerships. This makes for tentative and very context-specific moves of the respective units towards particular markets and application fields, and for incremental learning processes of research units positioning themselves. However, the case presents some interesting features: In terms of the research careers of young(ish) scientists, employment relations are not much different from those in other early career positions in science or the professions, with fixed-term contracts of increasing duration and careers contingent upon project work. On the other hand, research through its contextualisation with specific application fields becomes more open to career changers and people with transdisciplinary and general skills. If this process amounts to a professionalisation of “mode 2” or “mode 3” project work and management (Nowotny et al. 2001), is not quite clear., and such a perspective is somewhat at odds with the generalists’ short-term outlook and the fact that a considerable minority of researchers sees their future outside of a research context. 
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9. Appendix: Key data questionnaires

Personal information

Name/Code
itr1-offmgr-m30

Gender
M

Age
30

Ethnic origin (native, migrant …)
Austrian

Family status
partnership

Responsibilities in the family/support (short description)
Partner works in bank as a customer advisor, more fixed working times and overtime, housework shared with some specialisation (him cooking, her washing). 

Children (number, age)
no

Skill profile and trajectory

Skills profile (degrees, set of skills…)
student of political science 

Job history (changes, perspectives, experience of unemployment)
Freelance work during university studies in IT and project administration

Current job

Type of organisation (name and short description)
ITresearch lab1, intelligent agent technology

Present job (job title, position, perspectives)
Office manager

Short description of tasks (changes due to restructuring)
Office management, systems admin, liaison with administrative unit, some (market) research for customer – not really

Working hours
Fulltime (38.5 hrs), partly from home in the mornings. 

Access to training (formal and informal)
still working on his degree in political science (4 hourd/week during working time), courses in project management 

Experience of restructuring (main changes in personal job situation)


Personal information

Name/Code
itr1-devm26

Gender
M

Age
26

Ethnic origin (native, migrant …)
Austrian

Family status
Married, planning to start a family

Responsibilities in the family/support (short description)
Wife works full-time in public sector, he’s mostly in charge of household due to his shorter working hrs and greater flexibility, does cleaning, washing, dishes in the morning. Wife does cooking in evening

Children (number, age)
no

Skill profile and trajectory

Skills profile (degrees, set of skills…)
Student of computer science, working on his thesis. Has taken all exams, 

Job history (changes, perspectives, experience of unemployment)
Freelance programming during studies, 2 years part-time at small start-up firm in artificial intelligence, left when company was unable to pay wages. 1 large freelance project for a casino. In lab since 18 months, work has gotten in the way of finishing his studies, 1 yr fixed-term contract, since then open-ended contract, aims for better-paying job in the region to build a house and start a family 

Current job

Type of organisation (name and short description)


Present job (job title, position, perspectives)
Software developer

Short description of tasks (changes due to restructuring)
Software development for key product (= demonstrators, prototypes) for main customer 

Working hours
30 hrs, flexible and quite autonomous

Access to training (formal and informal)


Experience of restructuring (main changes in personal job situation)


Personal information

Name/Code
itr1-dev-m22

Gender
M

Age
22

Ethnic origin (native, migrant …)
Austrian

Family status
Single (girlfriend just moved out, relationship has been put on hold) 

Responsibilities in the family/support (short description)
None, but two jobs, playing basketball and a busy social life – reason for separation.

Children (number, age)
no

Skill profile and trajectory

Skills profile (degrees, set of skills…)
Student of computer science and business – business with less involvement writing his BA thesis in computer science

Job history (changes, perspectives, experience of unemployment)
Aimed at a professional career in basketball which didn’t work out, worked 4 years (until the present)  parallel as a basketball trainer, First year in labs fixed-term contract. Planning a career in sports marketing or management, currently working on getting a provision-based appointment as manager of a women’s vbasketballl club. 

Current job

Type of organisation (name and short description)


Present job (job title, position, perspectives)
Software developer

Short description of tasks (changes due to restructuring)
Porgramming prototypes, maintenance, customer support for prototypes

Working hours
25., flexible and quite autonomous, will be increased to 30 the following month

Access to training (formal and informal)
Yes, project management and sports management during working time

Experience of restructuring (main changes in personal job situation)


Personal information

Name/Code
itr1-man-m42

Gender


Age


Ethnic origin (native, migrant …)
Austrian

Family status
married

Responsibilities in the family/support (short description)
Shared, quite involved with childcare: during interview busy co-ordinating picking up of children with mother-in-law, leaving work for this is no problem

Children (number, age)
2 (6 and 4), wife pregnant  

Skill profile and trajectory

Skills profile (degrees, set of skills…)
Degree in computer science and physics, 

Job history (changes, perspectives, experience of unemployment)
developer and software architect in large projects in telecommunications and financial services, since 2000 with a startup building multiplatform simulations and games, that merged with two other companies, recently sold to large US-based software company; since 2003 half with studios.

Current job

Type of organisation (name and short description)


Present job (job title, position, perspectives)
50% head of lab1, 50% r&d job with their main customer.

Short description of tasks (changes due to restructuring)
Managing lab, chief technician, software design

Working hours
20 

Access to training (formal and informal)
Yes. 

Experience of restructuring (main changes in personal job situation)
Shift of job from company to lab (50% of his time), hence became an official boundary-spanner 

Personal information

Name/Code
itr1-mrkt-f41

Gender
F

Age
41

Ethnic origin (native, migrant …)
Indian – came to Austria through marriage to an Austrian who wasn’t able to work in India. 

Family status
divorced

Responsibilities in the family/support (short description)
Single – texts her cleaner during interview, which leads to talk about how her Austrian women friends tend to not use domestic help 

Children (number, age)
no

Skill profile and trajectory

Skills profile (degrees, set of skills…)
Degrees in economics and marketing, in Austria open university degree in technology management, 

Job history (changes, perspectives, experience of unemployment)
Used to work in marketing and IT  in Bombay 20 years ago, then in Austria first marketing for an old-economy industry company in the country, then change to technology job in telecommunications in Vienna (interface design) Parallel works one day/wk as a yoga teacher

Current job

Type of organisation (name and short description)


Present job (job title, position, perspectives)
Marketing – currently part-time freelancer, 

Short description of tasks (changes due to restructuring)
Customer liaison, Marketing, market research for customer

Working hours
4 days a week, ca. 30 hours but under negotiation

Access to training (formal and informal)
Currently no definite plans, but yes.

Experience of restructuring (main changes in personal job situation)
The most boundaryless-career person in the sample, but only in lab since november – creation of a marketing position 

Personal information

Name/Code
itr2-res-f26

Gender
F

Age
26

Ethnic origin (native, migrant …)
Austrian

Family status
Stable long-distance relationship 

Responsibilities in the family/support (short description)
Weekend commuter to her hometown, relationship and family there

Children (number, age)
no

Skill profile and trajectory

Skills profile (degrees, set of skills…)
Degree in business studies and ecological systems studies, specialisation in energy markets, 1yr part-time academic training course in geoinformatics

Job history (changes, perspectives, experience of unemployment)
1st job after university, 1st year fixed-term, since open-ended

Current job

Type of organisation (name and short description)
ITLabs unit 2: research lab specialising in geoinformatics

Present job (job title, position, perspectives)
Junior researcher in the power supply group, moving into research

Short description of tasks (changes due to restructuring)
mostly project assistance, support of acquisition, documentation, administration, increasingly research tasks, would like to change to a utility company 

Working hours
Fulltime, uses flexible hours to leave earlier on Friday to go home for the weekend

Access to training (formal and informal)
Yes, part-time course last year in geoinformatics paid for by labs, interest in project management training

Experience of restructuring (main changes in personal job situation)
Hired to develop the power supply specialisation in group together with senres-m

Personal information

Name/Code
itr2-res-f25

Gender
F

Age
25

Ethnic origin (native, migrant …)
Austrian

Family status
Relationship

Responsibilities in the family/support (short description)
Partner works IT-industry, fulltime with extensive overtime, housework divided, according to time available, she ends up doing more

Children (number, age)
no

Skill profile and trajectory

Skills profile (degrees, set of skills…)
Degree in geography

Job history (changes, perspectives, experience of unemployment)
All sorts of student jobs as a freelancer, then diploma thesis in lab started as a freelancer full-time, then contract for 20 hrs, now 30

Current job

Type of organisation (name and short description)
ITLabs unit 2: research lab specialising in geoinformatics

Present job (job title, position, perspectives)
Junior researcher, Project work in three projects in two groups

Short description of tasks (changes due to restructuring)
General research, focus on geographic aspects and mapping, also responsible for website

Working hours
30 hrs/wk, 6 hrs/day started with fulltime freelance, then 20 hrs, now 30

Access to training (formal and informal)
Course in marketing and internet marketing

Experience of restructuring (main changes in personal job situation)
Entered with opening of lab, shifts in working time with demand and development of projects

Personal information

Name/Code
irt2-dev-m23

Gender
F

Age
23

Ethnic origin (native, migrant …)
Austrian

Family status
Single, lives in shared flat with other young people, some work, one of whom is a colleague, , some students, 

Responsibilities in the family/support (short description)
Equitable division of household tasks in shared flat

Children (number, age)
no

Skill profile and trajectory

Skills profile (degrees, set of skills…)
Degree in geoinformatics

Job history (changes, perspectives, experience of unemployment)
Freelance student job in lab, part-time 20 hrs fixed-term, permanent contract

Current job

Type of organisation (name and short description)
ITLabs unit 2: research lab specialising in geoinformatics

Present job (job title, position, perspectives)
Researcher in planning unit

Short description of tasks (changes due to restructuring)
Research project work: connecting statistics and geodata, continuous sequence of projects, planning to stay on for a while

Working hours
full-time

Access to training (formal and informal)
yes

Experience of restructuring (main changes in personal job situation)
Generic ‘career’ in labs

Personal information

Name/Code
itr2-senres-m32

Gender
M

Age
32

Ethnic origin (native, migrant …)
German

Family status
single

Responsibilities in the family/support (short description)
Often goes home to Germany over weekends, most social contacts there

Children (number, age)
no

Skill profile and trajectory

Skills profile (degrees, set of skills…)
Phd in physics, specialisation in power supplies, 

Job history (changes, perspectives, experience of unemployment)
PhD at German university, hired as senior researcher by lab, 1 year in Spain on EU project

Current job

Type of organisation (name and short description)
ITLabs unit 2: research lab specialising in geoinformatics

Present job (job title, position, perspectives)
Senior researcher, head of power supply group

Short description of tasks (changes due to restructuring)
Project acquisition, research, responsible for 1 of 3 teams 

Working hours
Fulltime, all-inclusive (no paid overtime)

Access to training (formal and informal)


Experience of restructuring (main changes in personal job situation)


Personal information

Name/Code
itr2-res-m28

Gender
M

Age
28

Ethnic origin (native, migrant …)
Austrian

Family status
Single

Responsibilities in the family/support (short description)
works ca: one weekend per month on parents’ farm 150 km away, which he is planning to lease to someone else. Delegates housework to a cleaner.

Children (number, age)
no

Skill profile and trajectory

Skills profile (degrees, set of skills…)
Degree in geoinformatics, 

Job history (changes, perspectives, experience of unemployment)
Used to work for the federal country, then moved to lab, accident last year interrupted work for several months

Current job

Type of organisation (name and short description)
ITLabs unit 2: research lab specialising in geoinformatics

Present job (job title, position, perspectives)
Researcher

Short description of tasks (changes due to restructuring)
geographic analysis and modelling, aslo standard development

Working hours
30hrs/week – to have time to do a PhD thesis

Access to training (formal and informal)
Yes, project management and complex sales – complementary to university courses and very useful

Experience of restructuring (main changes in personal job situation)
Increasing specialisation and finding of markets 
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�	For reasons of the anonymity of the organisation, unfortunately the report has to be somewhat vague in terms of the actual subjects of research and the technologies that are developed, and also in terms of the sources cited in this paper. 


�	http://www.oecd.org/document/31/0,2340,en_2649_201185_33710751_1_1_1_1,00.html


�	For reasons of interview time, in the interview with Martina her own career has not been sufficiently covered to include her in the sample of the occupational group. She is quoted occasionally from the management point of view.





