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0.1.
Foreword October 2004
The Faculty Board is proud to present the definitive version of Career Paths in the Sciences, the accompanying SUPPLEMENT and the Teaching and Teacher Competences document. There have been some technical changes made to this revised version of Career Paths in the Sciences. The titles have also been brought into line with recent decisions. For example, the positions of Associate Professor and Professor by Special Appointment via the Leonardo da Vinci Foundation have been added to the rungs of FMNS’s academic ladder. Over the past few years it has become evident that the permanent staff is very interested in the annual promotion rounds. The result is that dozens of people have gained the ius promovendi or have been promoted to UHD. The Board views this as an important breakthrough. Within the framework of increasing the number of female academic staff, the Faculty’s ‘Rosalind Franklin’ programme has been very successful. Within the framework of Career Paths in the Sciences, in 2003 the Board of the University appointed three outstanding individuals to so-called named professorships. This Faculty initiative was considered to be extremely valuable by both the individuals concerned and by the Faculty community.
The Board is convinced that the current careers policy, with the tenure track appointment policy as its cornerstone, offers the Faculty of Mathematics and Natural Sciences an excellent chance to become one of the top teaching and research institutes in Europe.
On behalf of the Faculty Board
Douwe A. Wiersma, Dean
Foreword April 2009
More than four years later, we are still proud. The tenure track system has been introduced and become part of the established order and some fifty tenure track assistant professors have meanwhile been appointed. About forty assistant professors and UHDs have been promoted to associate professor and ten of them have become full professors. The fears of many that the professorship would devalue have evaporated; the career perspectives that attract new quality are now taken for granted. Many committees have been busy issuing promotion advice. We have learned a lot. It is now time to streamline the procedures and eradicate the flaws in the system. It is time for a clearer version, where the system is made more transparent and the transitional arrangements are removed. Two permanent committees have been installed to advise the Board about the two promotion steps, that to associate professor and that to professor 2. These are the two most important decisions in the FMNS personnel policy: who is going to join the permanent academic staff and who will eventually perform the managing and guiding roles as a professor? The criteria remain more or less what they always were. 

The tenure track system at FMNS has been instituted also in other faculties in the university. Universities elsewhere in the country are watching us with interest, and tentative steps in the same direction are being taken. Together with other innovations from the time of Dean Douwe Wiersma – including the Rosalind Franklin Fellowships and the named professorships – they significantly contribute to the Faculty’s future prospects, and the realization of our ambitions.  

On behalf of the Faculty Board
Serge Daan, Dean
0.2. Most important changes in Career Paths in Science 3
· There is no longer any differentiation between the procedures for promotion of permanent academic staff and tenure track personnel. The performance criteria are still slightly different due to different durations of prior appointments.
· Promotion from assistant professor (UD) to UHD
 has been removed from the tenure track promotion system. This promotion is now based on job appraisal (UFO) and not on performance.
· Assistant professors and UHDs with a permanent position can, after 5 years in their job, apply for promotion to associate professor on their own initiative.

· Associate professors are appointed for 7 years *). At a time they can choose themselves, between 4 and 7 years, they can apply for promotion to full professor (level 2). This possibility is open only once. In the event of rejection, they will be demoted to UHD but will retain the ius promovendi for current PhD students.
·  Two permanent promotion committees (BCs) are installed: BC1 for promotion to associate professor, BC2 for promotion to professor 2. Their composition is in accordance with the University of Groningen regulations.
· The two committees will issue advice to the Faculty Board 3 times a year, each time concerning serveral promotion candidates.
· The positions of academic personnel outside the tenure track system are explicitly included in the document.
· There is no age criterion any more to differentiate between an associate professor (adjunct hoogleraar) and a professor by special appointment (bijzonder hoogleraar).
 

· The committees will take competences into account more than before, in addition to quantitative performance criteria.
· The criterion concerning fluency in Dutch and English has been adapted and describes in more detail the conditions for an associate professor and a full professor. 
· With regard to the required 2 years of experience abroad, this may be divided over no more than 2 episodes. 

· To clarify the criterion ‘Acquisition of 2nd and 3rd-stream funding’, this now states that it concerns research grants acquired  in open competition.
· The Basic Teaching Qualification (BKO) will be  compulsory for academic personnel from 1 January 2012 onwards and will be a condition for all promotions.
*) For staff appointed as tenure track assistant professor before January 1, 2010 an interim policy concerning their term of appointment as associate professor holds. (see : University of Groningen Tenure Track Professor (adjunct hoogleraar) Regulations 2010)

1. 
Introduction
1.1. 
Mission and ambition
The FMNS motto is ‘Internationally oriented education and research of the highest quality.’ In order to realise this goal, it is essential that academic staff members take on the responsibility of providing excellent and modern education in their discipline and obtain strong international reputations in their research field. FMNS personnel policy takes its cue from this view. 

The Faculty’s ambition is to match the best universities in Europe in teaching as well as research. Offering individual career perspectives has given FMNS a head start in the competition for excellent scientists who will help to realise this ambition.
1.2.
Prior history
Until 2000, the academic personnel policy of the Faculty was based on a staffing principle of fixed numbers. There was a strict limit on the number of staff in the various ranks, and this governed individual chances. Assistant professor and UHD positions in a research unit were usually filled at the behest of the professor. They were regarded as his or her ‘property’. Full professors were recruited internationally in open competition. Within the University of Groningen, there was little prospect for individual staff to be promoted on the basis of performance. 

At the initiative of the dean, Prof. D.A. Wiersma, in 2001 all of this changed. A tenure track system was introduced, where (a) open recruitment in international competition for academic personnel at assistant professor level forms the cornerstone and (b) candidates are offered the prospect of promotion to associate and later full professor. Individual performance and not the staffing numbers determines their careers.
The original Career Paths in the Sciences (1) memorandum, setting out the new academic personnel policy, was published in September 2001. The memorandum was written by the FMNS Personnel Policy Committee, whose members were Prof. D.A. Wiersma, dean (chair); Prof. S. Daan, vice dean; Prof. D.B. Janssen; Prof. J. Knoester; Prof. W.J. Quax; Prof. P.C. van der Kruit; Prof. H.W. Broer; Ms B.H. Miedema, head of P&O (advisor); Ms A.A. Kuiper (secretary). The criteria for promotion were worked out in February 2002 by a committee consisting of Prof. S. Daan (chair), Prof. K. Duppen, Prof. P.C. van der Kruit, Prof. N. Petkov and Ms B.H. Miedema. That was the moment when the new personnel policy was implemented with the introduction of a clearly defined tenure track policy.
In September 2004, the memorandum was updated by the current Faculty Board (Career Paths in the Sciences (2). One important change with regard to the first version from September 2001 was that granting the ius promovendi (right to supervise PhD students) to the associate professor rank (scale 13/14) had become possible. The Board of the University introduced the Regulations for Junior Professors of the University on 7 January, 2003. These regulations, which initially only applied to the Faculty of Mathematics and Natural Sciences (FMNS), enabled the Faculty to submit proposals for promotion to associate professor to the Board of the University. Professorships by special appointment via the Leonardo da Vinci Foundation were reserved for staff aged 55 or older. The updated version further stated that the assessment of a tenure track assistant professor can also lead to an outplacement procedure after 3 years. The report Teaching and Teacher Competences within FMNS, approved by the Board, was included as an appendix to the memorandum. This report focuses on the professionalization and career development of teachers and aims to guarantee a high quality level of education. The Faculty Board has approved the updated version in mid-September 2004. 
The new personnel policy has been consistently and determinedly implemented by FMNS starting 2001. Most academic staff since then have been recruited at the level of tenure track assistant professor. All existing staff were also offered the opportunity to register for promotion in line with criteria specially formulated for them. This has resulted in about 75% of the academic staff being employed as tenure track staff or professors, or promoted during the annual internal rounds. This virtually completes the period of transition to the new system. For this reason, the Faculty Board has now decided to terminate the general transition regulations for existing staff and also to professionalize the promotion procedures. Promotion of both tenure track staff and staff with tenure will be integrated. In addition, the installation of two permanent promotion committees (BC1 and BC2) will create more transparency, efficiency and consistency. 

A second change is that associate professors with tenure will be given more leeway in the evaluation period. They themselves decide when the assessment will take place within a period of 4 – 7 years after appointment to associate professor. The second chance five years after the first evaluation will no longer be given. In the event of rejection, associate professors will be demoted to the level of UHD, but will retain the ius promovendi for PhD students who started their project before the evaluation.
Other important changes concern keeping promotion from assistant professor to UHD outside the tenure track system. 
The Board considers this to be the right moment to publish a new version of the regulations. The very successful tenure track system at FMNS will remain largely unchanged. The procedural development has been simplified and speeded up. The most important content-related changes are summarized in section 0.2. With Career Paths in Science 3, the academic personnel policy of the Faculty has come of age. 

1.3.
Personnel management of academic personnel
Principles
· Providing career opportunities for new and existing personnel
The academic staff, assistant professor, UHD, associate professor and professor by special appointment and full professor 2/1, are responsible for the Faculty’s main tasks – research, teaching and management – to ensure the link between teaching and research. In order to perform these tasks optimally, it is crucial to attract top international talent and to stimulate this talent to deploy itself at the FMNS. 
· Flexible pace 
The policy aims at flexible personnel management with a focus on the individual. Academic achievement is seen as being of central importance to the academic career, and every attempt will be made to remove any organizational impediment to advancement. 

In exceptional circumstances, staff may be given tenure before they have been employed for 5 years. This may be considered if the person in question possesses unique and essential expertise (often at a technical-scientific level) in an area associated with teaching or research. Such a member of staff will follow an accelerated career path.
An assistant professor without tenure will be assessed after three years, and in exceptional cases a 1-year outplacement procedure may be started up based on a negative assessment (see 2.2). 
· A focus on achievement, together with measures for career development
The job profiles described in the UFO (University Job Ranking) and in the Faculty competence profiles will be taken as the starting point for assessing personal achievements. Immediate superiors and the directors of the teaching and research institutes will be expected to provide significant contributions as coaches, supervisors and assessors.
· Enhanced career opportunities for talented women
Our policy aims to increase the number of women in academic staff positions. Career advancement policies for women are being improved, and women will be actively encouraged to develop their careers (see 4.2).
· Supporting competences in teaching
Faculty policy is based on the report ‘Policy proposal for the professionalization of FMNS teachers (December 2000) and the report ‘Teaching and Teacher Competences within FMNS’ (February 2004). Acquiring the ability to teach and compliance with established teaching criteria at the various job levels will take on greater importance as an individual’s academic career progresses. The recent introduction of the Basic Teaching Qualification (BKO) for teachers is an important step in the careers policy and personnel policy (see 4.3). 

In principle, academic staff with tenure have both teaching and research duties. However, a function with nearly only teaching later in the career is an accepted alternative.

Offering attractive research facilities for young scientists.
All tenure track assistant professors will be allocated an immediate superior and will work in this person’s group for the first five years and use his/her laboratory facilities. They will also receive a start up budget from the Faculty to start up their own research line. 
1.4.
The academic career
An academic career may follow different paths, depending on one’s abilities and achievements. Table 1 describes the usual pattern for an exclusively academic career (based on a minimum appointment of 80%. For completeness, the position of postdoc has been included. The postdoc appointment is not part of the tenure track career and is intended to lead to research experience that will prove useful elsewhere later outside the University of Groningen. 

The position of PhD student has not been included. It is not anticipated that Ph.D. students and postdocs at the University of Groningen will stay at the University of Groningen. On the contrary, recruitment of academic staff is mainly directed towards people who received a substantial amount of training elsewhere.
Table 1

Academic career
	 Job
	Duration
	Based on
	Income scale 
	Tenure track

	1. Researcher (postdoc)
	3 to 4 years
	
	Scale 10/11
	-

	2. Assistant professor  
	5 years 
	External recruitment
	Scale 11/12
	+

	3. Associate professor/ professor by special appointment
     
	4 - 7 years 
	Promotion  
	Scale 13/14 


	+

	4. Full professor 2 

   
	
	External recruitment or
promotion
	Scale prof.2
	+

	5. Full professor 1
    
	
	Performance +
available nr. of positions
	Scale prof.1
	-

	6. Faculty professor
    (named chair)
	
	International top reputation in science +
education
	Scale prof.1 +
extra allowance
	-


NB. Ranks 1 and 2 do not have the ius promovendi, i.e., the right to act as responsible Ph.D. promotor, ranks 3-6 do. 
2. 
Career paths under the tenure track system
2.1. 
General
This chapter lays out the procedures followed in the assessment and promotion of staff in the framework of the tenure track career system. It also explains how the relevant committees that advise the Faculty Board are appointed. We distinguish between Appointment Advisory Committees (BAC), set up for external open recruitment followed by selection and recommendation, and promotion committees (BC) that advise the Board concerning promotion of academic personnel to professor or associate professor.
We refer to Appendices 1, 2 and 3 for the assessment criteria. Appendices 2 and 3 describe the expected performance in academic positions (‘result areas’) and the criteria that will be used in the assessment of this performance. 
When using the criteria, the following is of primary importance:
The criteria concern aspects of academics performance that are partially quantifiable. Where quantitative requirements can be set (e.g. publications per year, external research funding), these concern minimum requirements! A BAC/BC is free to impose higher requirements, for example in subdisciplines where it is usual to produce more publications than average. One condition is that the member of staff being considered for promotion is aware of the higher requirements at the beginning of the assessment period. A BAC/BC is also free to nominate candidates who do not satisfy a certain criterion for appointment or promotion, on condition that the candidate more than satisfies the other criteria and that the BAC/BC has detailed and convincing arguments as to why the failure to meet the particular criterion is acceptable. The dean will decide whether the arguments for not meeting a certain criterion are acceptable.
In the case of part-time appointments and extraordinary leave (maternity leave, parental leave, etc.), the criteria shall be adjusted accordingly.
Competences
In their advice, the BAC/BC shall evaluate the core competences listed under the results areas and in the overview (Appendix 5). The Faculty Board can request candidates to undergo a psychological assessment if there are doubts concerning the competences required. When applying for promotion or for a job, the candidate implicitly agrees with this request, should it be necessary.
The BC will also bear in mind the development of the candidate over the past period and will have access to the reports of any career development interviews.
2.2. 
Appointment as an assistant professor, without tenure
Assistant professors are appointed on a temporary basis (CAO article 2.3 section 1) for a maximum period of six years. An assistant professor is expected to carry out innovative research of a type that is appropriate for his or her particular research unit. It is essential for his/her research profile that agreements be made about it on commencement of the appointment. A crucial condition is that the member of staff has two or more years (if necessary divided over a maximum of two episodes) of postdoc experience abroad. Experience in the business world can partially compensate shortcomings on this requirement.  

Procedure
1.
At the scientific director’s behest, the Faculty Board will appoint an Appointment Advisory Committee (BAC). The BAC will have 7 members, including one student member and at least one woman, and in general also: 

· the director of the research institute (chair)
· the director of the teaching institute 
· the head of the research unit
· an external expert in the same discipline
A personnel officer will assist the BAC.
2. 
The BAC shall submit a brief profile (1-2 A4 pages) to the Faculty Board. The report shall list the teaching responsibilities of the assistant professor, and describe the desired general research discipline in broad strokes. The research direction will be framed in general terms  as to guarantee the best chance of high quality candidates. The BAC shall also provide a draft advertisement similar to the example in this document (see Appendix 6).
3. 
After approval by the Faculty Board, the recruitment procedure may begin. Candidates shall be recruited by means of an open procedure.
4. 
The BAC will draw up a shortlist of the most suitable candidates – bearing in mind the Faculty criteria for appointment (Appendix 1) – and invite these to an interview and to each give a public lecture.
5.
The BAC shall submit a list of one or more nominations to the Faculty Board based on the candidates’ CV, research plan, references, a public lecture and an interview with the BAC. 

6. 
The dean will interview the proposed candidate(s).
7.
The Faculty Board will then decide whether or not to appoint the candidate and the dean will negotiate the conditions with the candidate.
8.
After approval by the Faculty Board, the candidate will be appointed. Written agreements will be drawn up specifying research, teaching responsibilities, periodic evaluations, etc. 

Coach
Preceding the appointment, a decision will be made as to who will function as the coach and immediate superior for the assistant professor (see section 5.3). This is usually the head of the research unit. The coach will advise the assistant professor about everything concerning the development of a research line and a teaching dossier, about the role of an assistant professor in his/her unit  (loyalty, involvement), and about anything necessary for a successful transition and academic development in Groningen.
Assessment 
Every year a career development interview will be held with the assistant professor with the personal development of the staff member as its primary goal. Three years after the appointment, there will be an assessment of the assistant professor’s progress to ascertain whether extra measures are necessary. A good assessment will then result in promotion from scale 11 (UD2) to scale 12 (UD1). With a poor assessment, that is indicative of a failure to meet the criteria for promotion, the Faculty Board may decide to start up a 1-year outplacement procedure. 
2.3.
Promotion to associate professor (adjunct hoogleraar)  or professor by special appointment (PSA; bijzonder hoogleraar),  with tenure
General
Jobs at the level of associate professor are in principle filled by promoting assistant professors or UHDs. An associate professor has tenure and he or she usually continues to function within the same unit. 

An associate professor is appointed by the University Board on the basis of a nomination by the dean. In special cases, promotion to professor by special appointment (PSA) can occur via the Leonardo da Vinci Foundation of FMNS, after approval by the University Board. Unlike an assistant professor, both the associate professor and a PSA hold the ius promovendi, the right to act as promotor for a PhD.
Promotion Committee 1 
When deciding whether or not to promote someone to associate professor, the Faculty Board is advised by a permanent Promotion Committee (BC1). The BC1 comprises no more than 6 permanent members, all FMNS professors, at least one of whom must be a woman. A 7th member (student member) is appointed each year. In addition, the relevant teaching director and an external expert in the field of the candidate will also join the BC1. The permanent members, as well as the chair, are appointed by the Faculty Board for a 3-year term, with 2 members rotating out each year. 

A personnel officer and a minutes secretary will assist the BC1. The candidate’s immediate superior (head of research unit or scientific director) shall under no circumstances be part of the BC1. If one of the BC members is the immediate superior of a candidate, he or she will withdraw from the BC for the meeting concerning that candidate. However, he/she shall be asked to provide information. 
The BC1 will meet 3 times a year, on the first Tuesday of December, March and June.  
Applying for promotion
Assistant professors without tenure must be assessed five years after their appointment for promotion to associate professor and a permanent contract (tenure). Assistant professors and UHDs with a permanent position can apply for this assessment and possible promotion no less than 5 years after appointment to their current position. The criteria for the promotion of permanent staff differ slightly in a few points from those for temporary staff due to the differences in the initial phase. This is clearly set out in Appendix 2. 
Assistant professors without tenure will be sent a message in good time by the FMNS personnel section informing them that they must submit their dossier. Assistant professors and UHDs with a permanent position who want to be considered for promotion can submit a dossier at any time on condition that the 5-year term is satisfied. As soon as the dossier is complete it will be considered by the BC1. A dossier includes:
1. an up-to-date curriculum vitae
2. a brief self-evaluation of performance in the areas of teaching, research and management since starting the current job. The candidate must make clear here to what degree he or she has satisfied the criteria and has the required competences for promotion to associate professor, in accordance with Appendix 2 
3. the allocation letters for external grants acquired in open competition as Principle Investigator (PI) 

4. names and addresses of at least 6 possible independent referees who have not worked with the candidate but are in a position to give an opinion of his/her scientific work. This will be supplied by the research director. The comments of the referees approached will be added to the dossier
5. an overview of professionalization activities
6. a citation analysis based on Web of Science, ADS or other literature databases.
Procedure
The BC1 shall obtain at least three  external references from international experts who have been selected independently of the member of staff. 

The resulting file will be assessed by the BC1 chair and the personnel officer for completeness. Once it is ready, the BC1 will deal with it at its next meeting. During the meeting the candidate, his or her immediate superior and his or her research director will be given the opportunity to present their case. The dossier will be assessed within the framework of the criteria (Appendix 2). 

The BC1 will advise the Faculty Board on 5 alternatives:
(1) The assistant professor without tenure is recommended to the Board of the University for tenure and promotion to the position of associate professor for a period of 7 years. 

(2) The assistant professor's temporary contract will not be extended. The candidate shall be provided with support in seeking a career outside FMNS.
(3) The assistant professor or UHD with a permanent position will be recommended to the University Board for promotion to associate professor for a period of 7 years. 

(4) The assistant professor or UHD with a permanent position will in certain circumstances be recommended to the University Board for promotion to PSA via the Leonardo da Vinci Foundation for a period of 5 years.
(5) The assistant professor or UHD with a permanent position will not be promoted. After promotion is rejected, it is possible to again apply no less than 5 years after receipt of the formal rejection letter from the University Board. The time for a new application for promotion will be left to the candidate.
Per candidate, the BC1 will report on all relevant criteria and competences to the dean as the person responsible for academic personnel policy. The Faculty Board will decide whether or not to recommend a candidate to the University Board, inform the candidates and set the promotion procedure in motion.
2.4.
Promotion to full professor (hoogleraar 2)
General
Jobs at the level of full professor will be filled both by internal promotion and via external recruitment. The criteria set out in this memorandum for promotion to professor 1 and professor 2 can also be used for external recruitment.
This memorandum will only deal with internal promotion. UHDs, associate professors and professors by special appointment with tenure will be considered for internal promotion. The professor will be appointed by the University Board.
Promotion Committee 2 

When deciding whether or not to promote someone to full professor 2, the Faculty Board is advised by a permanent Promotion Committee (BC2). The BC2 comprises 6 permanent members, all FMNS professors, at least one of whom must be a woman. A 7th member (student member) is appointed each year. In addition, the relevant teaching director and an external expert in the field of the candidate will join the BC2. The permanent members, as well as the chair, are appointed by the Faculty Board for a 3-year term, with 2 members rotating out each year. 

A personnel officer and a minutes secretary will assist the BC2. The candidate’s immediate superior (head of research unit or scientific director) shall under no circumstances be part of the BC2. If one of the BC members is the immediate superior of a candidate, he or she will withdraw from the BC for the meeting concerning that candidate. However, he/she shall be asked to provide information. The BC2 meets 3 times a year, on the third Wednesday of November, February and May. 
Applying for promotion
UHDs and PSA’s with a permanent position can apply on their own initiative for promotion to professor 2 no less than 5 years after appointment to their current position and no less than 5 years after an earlier negative assessment for promotion to full professor. Associate professors must be assessed no later than 7 years after their appointment. After 4 – 7 years, at a time they can choose themselves, they can apply for promotion to professor 2. Applications for promotion must be received before the applicant has held the current position for 7 years
. 
Staff with a permanent position who have not been appointed in the tenure track system need to have at least one year of international experience instead of 2. This is clearly set out in Appendix 3. 
The dossier includes:
1. an up-to-date curriculum vitae
2. a brief self-evaluation of performance in the areas of teaching, research and management since starting the current job. The candidate must make clear here to what degree he or she has satisfied the criteria and has the required competences for promotion to full professor, in line with Appendix 3 

3. the confirmation letters for external grants obtained in open competition as Principle Investigator (PI)
4. names and addresses of at least 6 possible independent referees who have not worked with the candidate but are in a position to give an opnion of the scientific work. This will be supplied by the research director. The comments of the approached referees will be added to the dossier
5. an overview of professionalization activities
6. a citation analysis based on Web of Science, ADS and other literature databases.
Procedure
The BC2 shall obtain at least three external references from international experts who have been selected independently of the member of staff. 

The resulting file will be assessed by the BC2 chair and the personnel officer for completeness. Once it is ready, the BC2 will deal with it at the next meeting. During the meeting the candidate, his/her immediate superior and his/her research director will be interviewed. The dossier will be assessed within the framework of the criteria (Appendix 3). 
The BC2 will advise the Faculty Board on 3 alternatives:
(1) recommendation to the University Board for promotion to full professor 2 

(2) continuation of the rank of UHD  or professor by special appointment (PSA)
(3) recommendation for promotion to PSA via the Leonardo da Vinci Foundation.
If the promotion to full professor 2 is turned down the candidate will be demoted to the rank of UHD and keep the ius promovendi for 5 years only for students who have already started their work. 
3.
 Career opportunities outside the tenure track system 
3.1.
PhD student 

PhD students have been included here for the sake of completeness because in some instances they are employed by the Faculty. In all cases, PhD students follow a research training programme at the Graduate School of Science. Some of them are financed by a scholarship, others are  employed by the Faculty. PhD students are selected by project leaders who are responsible for the implementation of externally or internally financed research projects, and sometimes by the admissions board of the Graduate School of Science. It is important that recruitment also takes place internationally. 
The duration of a Ph.D. position or scholarship is in principle 4 years.  After 4 years, an extension of up to 6 months is possible, as long as funding is available, and if it can be demonstrated that this extension is necessary and sufficient to round off the thesis. 

The progress of the PhD will be monitored in career development interviews, with a Training and Support Plan agreed in advance as the guiding principle. 

After the PhD student graduates, the promotor is expected to support him or her in finding a job outside the University of Groningen, often as a postdoc abroad. 

3.2.
Postdoc (researcher with a PhD) 
The postdoctoral phase consists of one or more temporary positions. Before a postdoc can be promoted to a job at FMNS, he or she must have acquired at least two years of experience abroad, either during the postdoc phase or earlier. 

Postdocs are usually recruited to FMNS/University of Groningen from other universities in the Netherlands and abroad. Group leaders are expected to assist postdocs in their unit in the development of their further careers. 

Typically, postdocs spend 1-4 years working at FMNS before continuing their careers elsewhere. 

Postdoc appointments are usually in scales 10 and 11.
3.3. Teacher (Docent)
Although the vast majority of the academic personnel have combined teaching and research duties, it is possible in exceptional cases to appoint a teacher with 90% teaching duties. This arises, for example, in degree programmes and variants that do not involve research (e.g. Pharmacists training, Education and Communication Master’s programme, Business and Policy variant), but does not fall under the tenure track policy. However, it is possible after a successful tenure track assistant professorship to be appointed as a teacher with tenure.
The teacher ranks 4, 3, 2 and 1 in the UFO (University Job Ranking System) correspond to salary scales 10, 11, 12 and 13. 

3.4. UHD (associate professor without the ius promovendi)

Assistant professor and UHD have clear definitions in the University Job Ranking system (UFO). At FMNS, UHD is not automatically regarded as part of the tenure track career path. In the tenure track path, promotion is done on the basis of research and teaching performance. In the UFO system, promotion occurs on the basis of the job description. These are completely different principles. 

The UFO provides a toolbox for assessing the level of each function. This level is determined on the basis of the job profile: the aim of the job, the results areas and the classification criteria. The related salary scale is determined on the basis of the job level.
Within the Faculty, every three years a UFO assessment round is organized whereby proposals for promotion, after approval by the research director in the case of academic personnel, can be submitted to the Faculty Board. Career development interviews must always support the promotion proposals. Testing of the proposals is done by the FMNS Personnel Section and an independent FMNS professor,  who send the proposals on to the Faculty Board with their advice. The Faculty Board will make the final decision about promotion. 

3.5. Professor 1
The top layer of the Faculty academic personnel is formed by the full professors. They have partly been recruited through promotion of associate professors, PSA’s and UHDs, and partly through recruiting in open international competition for the chairs. They are each responsible for a significant teaching and research programme, and in many cases will also be the head of their own research unit.
Within this framework, FMNS distinguishes professors of levels 1 and 2. A professor 1 is a professor who is known to be outstanding at teaching and research with a strong international reputation. They have often also been of significant service in the management of teaching and research.
Promotion to professor 1 is not only dependent on individual qualities, but occurs in competition with the other professors. FMNS aims to keep the proportions of professors 1 and 2 at a level of 1:2. This ratio drops regularly due to the increase in professors 2 via tenure track promotion and the retirement of professors 1, until it reaches a level when it is necessary to promote a number of new professors 1. The Faculty Board will then install an ad hoc Promotion Committee (BC-HL1), whose job is to recommend a number of professors 2 for promotion to professor 1. 

In the procedure followed, all professors 2 who have been in that position for at least 5 years are asked whether they wish to apply for promotion to professor 1. Candidates submit an extensive CV. On the basis of this information , the BC-HL1 will draw up a prioritized list of between 5 - 10 candidates. The BC will be guided by the criteria set out in Appendix 4. The Faculty Board will use this list to recommend a number of professors to the University Board for promotion to professor 1.
3.6.
Faculty Professor: a ‘named chair’ 

A few outstanding professors may be appointed to a Named Chair; the Faculty has made extra financial resources available for these chairs. A salary supplement as well as an extra material budget for research is attached to a named professorship. Once every 5 years or so, a selection of professors who may qualify is made by a committee convened by the dean. There is no quota per discipline. The name of the chair will be decided in consultation with the holder. 

4.
Career guidance 
In order to offer staff support within the framework of career development, the procedures and facilities listed below will be used. On the basis of binding agreements or on a voluntary basis, this is how the development of content-related (task-oriented) and personal (skills) expertise is encouraged.
4.1. 
Career development and appraisal interviews
A career development interview is an annual meeting between a member of staff and his/her supervisor(s) with the personal development of the staff member as its primary goal. Attention should be paid to the mutual work relationship, to job performance and to aspects of education, training and career development. In view of the crucial importance of these matters, providing direction and coaching to members of staff is of major importance. 

Appraisal interviews take place once every 5 years. Exceptions are the appraisal interviews within the framework of promotion from UD2 to UD1 and UHD2 to UHD1 (see tables 1 and 2). During an appraisal interview, the assessors give their opinion about the member of staff’s performance in a given period in the past. Decisions of a legally binding nature may be based on such an appraisal. 

Tables 1 and 2 show when the career development interviews and the appraisal interviews will take place at the Faculty, and who the discussion partners are. In addition to the supervisors, the directors of the teaching and research institutes have an important voice. With the help of job profiles, criteria and competence profiles, individual achievements and skills are assessed in as objective a manner as possible. In the smaller research units, it is possible that the official participants in the interview may be one and the same single person. In such cases, decisions about the participants in the interview will be made case-by-case.
Table 1 Annual career development interviews with academic personnel  
	Job/salary scale
	Interview participants

	PhD student
	Promotor/ immediate superior

	Postdoc
Scales 10 and 11
	Head of research unit/ immediate superior

	Assistant professor
Scales 11 and 12
	Head of research unit/ director research inst./director teaching inst./ personnel officer

	UHD and associate professor, Scales 13 and 14
	Head of research unit/ director research inst./ director teaching inst./ personnel officer

	Professor 2 (full professor)
Scale prof. 2
	Director research inst./director teaching inst./dean#

	Professor 1 (full professor)
Scale prof. 1
	Director research inst./director teaching inst./dean#


#Should the professor be the director of a teaching or research institute, the career development interview will be with the dean.
Table 2 Appraisal interviews with academic personnel (in addition to the tenure track assessments by BC1 and BC2)
	Job
	Time
	Interview participants
	Aim

	PhD student
	1 year after appointment
	Promotor/ immediate superior/ director research inst.
	Continuation of appointment for remainder of the set period (4 years)

	Postdoc
	As arranged on appointment
	Immediate superior/ director research inst.


	Career guidance

	Assistant professor
	3 years after appointment
	Immediate superior/ director research inst./ director teaching inst./ personnel officer
	Promotion to scale 12. Possibly outplacement

	Associate professor
	2 years after appointment
	Immediate superior/ director research inst./  director teaching inst./ personnel officer
	Promotion to scale 14


This system will be adhered to in standard conditions. Additional career development or appraisal interviews may be scheduled should job performance (positive or otherwise) require it.
For the career development interview, the head of the research unit will request the subject to make a report on his/her activities and send a copy to the directors. The interview outcomes will also be discussed with the directors. The directors of the teaching and research institutes have considerable input in assessing an assistant professor’s performance.
Members of the academic staff who are not in the tenure track system will be appraised once every 5 years in accordance with a decision by the University Board, or earlier if there is reason to do so.  

4.2.
Recruitment and promotion policy for female academic personnel
Improving recruitment 
The Faculty of Mathematics and Natural Sciences, like many universities in Europe, is faced with a severe dearth of women among its academic staff (WP). Since 2001, an active policy has been followed to increase the percentage of female staff members within the academic staff. This policy has led to an increase in female WP from 10% in 2003 to 15% in 2008.
In particular, the Faculty has reserved special positions to attract female WP with great potential as researchers/teachers. In 2002, for the first time, the Faculty Board created eight tenure track positions within the “Rosalind Franklin programme”, exclusively for female WP. These Rosalind Franklin Fellowships offered the prospect of a permanent position and a career as a professor, in full accordance with the tenure track system. After selection, each RF fellow received a startup budget to promote a rapid start. Candidates from all over the world and from all FMNS disciplines could apply for these jobs. Out of the 114 reactions, 6 very promising female researchers were selected and appointed. Building on this success, RF Fellowships were provided university-wide in 2005 and in 2008. As a result, 5 more women were appointed at FMNS in 2005 and 5 in 2008. 

In addition to the RF Fellowships, other appointments also paid more attention to female candidates, and the general rule of affirmative action has been introduced: if a male and a female candidate are equally qualified for an academic position, the female candidate will be preferred. Appointment advisory committees are instructed by the Faculty Board to actively look for female candidates. External bureaus may also be enlisted to look for top talent. 

Improve promotion prospects   

In every career phase, specific attention will be paid to the development of a balanced cv, that will allow promotion to the next step. The coach and the staff member will together draw up long-term plans for the subsequent career step on the basis of the appointment criteria. 

The Veni-Vidi-Vici programme of NWO and European individual grants are elements in the career that are becoming increasingly important, and are important instruments in the career development of women. All applicants for the Innovation Research Incentives scheme and ERC applications are entitled to financial support from the University for preparing the applications. 

When assessing the academic performance of male and female scientific staff, the Promotion Committees (BC1, BC2) will relate the number of publications, teaching performance and administrative experience to the size of the candidate’s appointment, and take care for dependents into account.
During the initial career phase, explicit attention will be paid to filling any gaps there may be in the staff members career profile.
4.3. 
Teaching competences and the Basic Teaching Qualification (BKO)




The Faculty Board attaches great value to excellence of teaching. Such teaching can only be provided by teachers who excel both in research and teaching. This is why there is an active policy to raise the level of the teaching skills of teachers and keep it at a high level. If a staff member satisfies the required level, he or she will receive a basic teaching qualification (BKO: basiskwalificatie onderwijs). 

The BKO is a certificate issued to university teachers (assistant and associate professors, UHDs and professors) when they have acquired sufficient teaching competences. The conditions for a BKO were set in 2008 and are supported by all Dutch universities. The BKO also qualifies as proof of sufficient teaching competence in job interviews at foreign institutions. A BKO has significant added value for university personnel.
All staff who join FMNS with tenure after 1 January 2009 as a teacher or tenure track employee, assistant professor, UHD or professor, and who do not have a BKO, must acquire one. Other staff, for example those on a temporary contract or staff with tenure since before 1 January 2009, can follow a BKO programme after discussing the matter with their immediate superior and their teaching director. After 1 January 2012, having a BKO will be compulsory for all promotions.
The directors of the teaching institutes will establish the trajectory towards the BKO. During an intake interview, teaching competences will be outlined and the individual BKO programme agreed upon. The BKO programme consists of a supervision part and a training part. To acquire the BKO the staff member must take part in the supervision element. The most important element of the supervision part is the requirement that the staff member designs or renovates a module. This will reveal whether the teacher can design and give a module in a didactically responsible way. A portfolio will be kept during the supervision part, listing the results which will qualify as proof of the teaching competences. The results are recorded in this personal dossier. The necessity of participating in  the training part of the BKO depends on the teaching experience of the staff member.
Within the framework of quality assurance, courses taught by individual staff are evaluated during the regular meetings of the educational committees. These evaluations are discussed during career development and appraisal interviews and may lead to a teacher being requested to acquire additional didactic skills.
4.4.  
Management training activities
The following points summarize several activities to enhance management skills in faculty staff: 
· participation in training programmes for managers concentrating on coaching leadership
· participation in training courses to enhance skills and expertise 

· participation in individual coaching programmes
· at an early stage of their career, encouraging PhD students and postdocs to follow courses in management skills, such as project management, presentation skills, staff supervision, writing project proposals, and so on. 

Courses within this framework that can be provided by the University Career Development and Training Department (Mobiliteit & Opleiding) include:
· Introductory course for new professors
· Academic leadership
· Time management
· Communication skills (particularly holding ‘bad news’ meetings)
· Managing multicultural teams
· Presentation training to prepare for grant applications for the Innovational Research Incentives scheme
· Coaching PhD students.
4.5 
Outplacement
The aim of the outplacement policy is to provide active assistance in finding alternative employment for staff who have not been able to meet the requirements for an academic career in our Faculty. To fulfil this aim, a career advice bureau may be engaged. An assistant professor who has not been positively assessed after three or five years may keep his or her job for a maximum of 1 futher year and can use this time for outplacement activities. See section 2.2.
5.
Organization and management of science teaching and research
5.1.
Tasks and position of directors of teaching institutes
The teaching institutes organize the Bachelor’s and Master’s degree programmes of FMNS and monitor the quality of these programmes. With respect to the Master’s degree programmes, this is done in consultation with the Graduate School of Science. The teaching institutes are headed by a full-time director, assisted by several deputy directors who hold these positions for periods of 3-5 years and are responsible for the degree programmes in different disciplines.
The teaching institutes divide the teaching duties over the research units and staff members, in consultation with the heads of research units. The directors make recommendations to the directors of the research institutes and to the Faculty Board about desired staff changes in the light of their teaching duties. 

The institutes calculate annually the teaching input per research unit acoording to the norms established by the Faculty board. If the teaching load is too high, it must be examined whether scientific staff from other, less heavily loaded research units and research institutes can help alleviate the load. 
5.2.
Tasks and position of directors of research institutes
The research institutes are each headed by a scientific director. The directors are usually appointed for a period of 3 years by the Faculty Board upon recommendation by the tenured professors (including associate professors and PSA’s) of the institute.
In order to guarantee balanced development and to ensure that teaching and research remain connected to each other, the scientific directors of the research institutes, working in close collaboration with the teaching directors, draw up a plan for the institutes which sets out the following:
· The results and recommendations from internal and external quality evaluations (peer reviews) and their implications for the research programmes in terms of development and phasing out
· A general plan for achieving a balanced staff structure and for effecting changes to that structure so as to provide high quality teaching and innovative research. This plan will need to  specify measures for allotting teaching tasks. 

· A statement of what is desired in relation to recruitment powers, productivity, and teaching and research standards.
The scientific directors are responsible for the implementation of the institute plan. This responsibility encompasses quality control of the research activities and the allocation of support staff to the research units. 

The Faculty Board is ultimately responsible for allocating permanent staff positions to the institutes.
5.3. 
The role of the head of a research unit and his/her relationship with staff members 

The head of a research unit is a professor or an associate professor. If several professors are in the same research unit, they will decide among themselves who will be the head of the research unit for a certain period. The head of a research unit is formally responsible for the development of the field (teaching, research and services for the community) he or she is in charge of. He/she will make suggestions to the teaching director(s) about the teaching load allocated to staff members. 

Every tenure track assistant professor within a particular research unit shall be given the opportunity to develop his/her own line of research. When an assistant professor is appointed, a written agreement aimed at a particular teaching and research profile will be made with the head of the unit. The directors of the relevant teaching and research institutes will be involved in the drawing up of such agreements. 

The head of the unit is responsible for supervising the assistant professor on his/her path towards a professorship. This has advantages for both parties. On the commencement of his/her career, the assistant professor can take advantage of the personnel and material infrastructure available within the research unit. In return, the assistant professor will take over part of the unit’s PhD student supervision load. 

The situation will change over time, particularly if the assistant professor/UHD is successful in arranging external funding. There will then be less sharing of responsibility with the professor. It is possible that there is permanent added value from the synergistic effect of intensive contacts among colleagues. The growing independence of the research line may eventually lead to a new research unit, but it will often be efficient for several professors to form a  unit together.
The research unit’s academic staff is expected to contribute to management tasks such as reviewing activities, drawing up internal and external reports, participating in committees, performing general laboratory tasks, etcetera. 

In the tenure track system developed by the faculty, management quality is an increasingly essential factor. A leading staff member has to be able to coach his junior staff and to stimulate them in performance and career. He also needs to point out aspects of their performance that need improvement. 
Appendix 1.
Criteria for appointment as an assistant professor (UD)
N.B. In the application of the criteria, the following is extremely important:
The criteria apply to partially quantifiable aspects of an academic’s performance. In cases where quantitative requirements are made (e.g., publications per year, research grants obtained), they shall concern minimum requirements. A BAC (appointment advisory committee) is free to impose higher requirements, for example in subdisciplines where it is usual to produce more publications than average. A BAC is also free to nominate candidates/staff who do not satisfy a certain criterion for appointment, on the condition that the candidate/member of staff more than satisfies the other criteria and that the BAC has detailed and convincing arguments as to why the failure to meet the particular criterion is acceptable. The dean decides whether the arguments for not meeting a certain criterion are acceptable.
Criteria
· The candidate must hold a PhD degree.
· The candidate must be the author of at least 5 publications in international peer-reviewed journals.
· The candidate must have international experience in a postdoctoral position, i.e. two or more successful years at a foreign research institution (supported by publications), possibly divided over no more than two episodes. Experience in the business world can partially compensate for this requirement. 
· Teaching experience is necessary. A teaching qualification is to be recommended.
· The candidate must have demonstrable organizational qualities and excellent communication skills.
· In cases of equal suitability, preference shall be given to female applicants.
Appendix 2.
Criteria for promotion to associate professor (adjunct hoogleraar) or professor by special appointment (PSA; bijzonder hoogleraar)
N.B. In the application of the criteria, the following is extremely important:
The criteria apply to partially quantifiable aspects of an academic’s performance. In cases where quantitative requirements can be made (e.g. publications per year, research funding), they shall concern minimum requirements. The BC1 (promotion committee) is free to impose higher requirements, for example in subdisciplines where it is usual to produce more publications than average. One condition is that the member of staff being considered for promotion is aware of the higher requirements at the beginning of the assessment period. The BC1 is also free to nominate candidates/staff who do not satisfy a certain criterion for appointment or promotion, on condition that the candidate/member of staff more than satisfies the other criteria and that the BC1 has detailed and convincing arguments as to why the failure to meet the particular criterion is acceptable. The dean decides whether the arguments for not meeting a certain criterion are acceptable.
In the case of part-time appointments and extraordinary leave (maternity leave, parental leave, etc.), the criteria shall be adjusted accordingly.




-----------------------------------------------
General: This stage of the assessment – by the Promotion Committee BC1 – determines whether the candidate has the potential to develop into a leader who guides and inspires. 

Result areas for Research
Conducting research
The collection, analysis and interpretation of research data, as well as the supervision of support staff and academic staff, in order to solve the problem that is the subject of the research. Guarding the progress of his/her own research, and its relationship with that of others.
Core activities: Formulating a research plan: formulating the question addressed and working hypothesis, and defining the research data, methods and target groups needed; exchanging knowledge with research colleagues and other experts. Supervising and coordinating the activities of support staff and academic staff (temporary and permanent).
Criteria: 

· The member of staff must have developed a clear and original line of research within the research programme of the research unit, with potential for an outstanding quality assessment.
· The member of staff is loyal to the research unit and the institutes (teaching, research) where he/she is active and contributes significantly to the implementation and coherence of the research programme and the organizational duties of the research unit.
· The member of staff has international experience, as proven by a minimum of 2 successful years (publications) spent at a foreign research institute (divided over no more than two episodes). (The BC1 may apply a minimum condition of 1 year for staff not originally appointed in the tenure track system).
Competences
· Creativity: The member of staff is able to devise original solutions for scientific questions and to combine several lines of approach/insights into something new. 
· Communication skills: The member of staff gives and receives feedback to and from colleagues, support and technical staff and students; critically evaluates his/her own behaviour and standpoints and is open to others.
· Guiding and inspiring leadership: The member of staff directs individual members of staff, among other things by setting goals. The member of staff stimulates and instructs others to complete these tasks and fulfill these responsibilities to the best of their ability.
· Strategic activities: The member of staff translates the long-term vision into concrete goals and realizes these by guiding and managing the organization.
Supervising PhD students
Supervision of PhD students in their research, with the aim to producing high-quality research and completing the thesis on time.
Core activities: Informing PhD students about possible topics, discussing the progress of the research with the students, joint assessment of the PhD candidate’s thesis, supervision of PhD students in preparing and organizing a teaching elements and providing feedback.
Criterion: 

· An assistant professor without tenure must be the independent supervisor of at least two PhD students in his/her line of research, or have supervised them during the last 5 years to the completion of their degrees. A permanent staff member must have supervised at least 3 PhD students in the last 5 years.
Acquisition of “second and third-stream” funding
Investing significant effort in the acquisition of external funding of the research program of the unit.
Core activities: Writing research proposals and developing and maintaining contacts with funding institutions.
Criterion: 

· A member of staff without tenure (assistant professor) must in that period have obtained at least one substantial research grant from the 2nd or 3rd stream (e.g., for a PhD stipend or postdoc position, or an equivalent investment grant) in open competition. This concerns an independent application with the member of staff acting as ‘principal investigator’ (PI). This is thus NOT money distributed by the institute. A permanent staff member must have been granted at least two such substantial research grants in the previous 5 years. 
Publications 

Publication of research results, in consultation with co-authors, to disseminate among colleagues the new insights acquired and to receive feedback, thereby strengthening the research area. Disseminating the research through several media to make scientific knowledge accessible and understandable to the public. 

Core activities: Preparing conference papers and publications for international scientific journals. Presenting papers at conferences, congresses, external organizations, etc. Making scientific results more accessible to a wider public. Giving lectures and interviews in various media. Participating in seminars and congresses. Receiving and giving feedback from and to colleagues. Maintaining an international network of contacts in the research field.
Criteria: 

· Every academic is expected to publish an average of at least 2 papers per year in international peer-reviewed journals, each with a substantial and original own contribution (as evident for instance from first or last authorship). The total number of publications should be more than 3 per year on average. 
· The importance of the member of staff’s research must be recognized by his or her colleagues, as demonstrated for example by prizes, distinctions, membership of the editorial board of scientific journals, invitations to speak at conferences or seminars, participation in international committees. 
Result areas for Teaching
Teaching implementation
The preparation and implementation of the curriculum elements, with the aim that students reach the required learning goals in knowledge, insighgt, competences and skills.
Core activities: Acquiring the professional, didactic and organizational competences necessary for the teaching activities. Supervision and assessment of students during curricular activities (projects, lectures, self-study), final projects, and oral and written reports. Examining whether students have achieved the learning goals.
Criteria: 

· An assistant professor without tenure must spend an average of 30% of the working hours on teaching, to be calculated according to the FMNS norms. The percentage for tenured staff is 40 %.
· Teaching must be of a high standard, as demonstrated by evaluations by students and assessments by the educational institute.
· The member of staff is an enthusiastic and efficient teacher, has didactic knowledge relevant to the subject, an overall insight in work and examination forms, and their possibilities.
· The member of staff has sufficient mastery of Dutch to be able to communicate with his/her environment and of English to be able to teach in that language.
Curriculum development
Maintaining and improving the curricular elements allocated by the teaching institute, taking changes in the level of the students, developments in the field, societal needs and the relationship to other courses.into account. 

Core activities: Keeping abreast of relevant developments in the field, in higher education and the labour market. Introducing recent developments in the research field into the curriculum. Development and implementation of effective, efficient and motivating working methods and suitable learning materials. 

Criterion: 

· The member of staff has introduced demonstrable improvements in, for example, learning materials or working methods. Alternatively, he/she - on the basis of a careful analysis that can be tested by others (degree programme advisory committee, teaching institute) - has reached the conclusion that this was not appropriate in the period under consideration.
Curriculum organization 
Contributing to the smooth running of the curricula in the Faculty, in terms both of the relationships between different elements and of administrative/personnel aspects. 

Core activities: Discussing and cooperating with colleagues in teams such as degree programme advisory committees. Supervision of student assistants and/or PhD students in their teaching tasks. Planning the logistics of teaching materials, exams, and the administration of teaching activities. Gaining insight in Faculty regulations relevant to the curriculum, such as the roles of the Board of Examiners, the degree programme advisory committee, the programme board, and the Teaching and Examination Regulations. 

Criteria: 

· The member of staff must have a clear understanding of the curriculum organization and regulations of the Faculty.
· The member of staff must contribute efficiently and effectively to the smooth running of the teaching processes in which he/she is involved.
Professionalization 

Development into a flexible, competent academic teacher, who fits in with the teaching policy of the educational institute and the Faculty.
Core activities: Keeping abreast of scientific developments in the own and related disciplines so that the content of the curriculum is maintained up to date. Keeping abreast of developments in the didactics of higher education so that the methods used match the required learning objectives. Sharing knowledge with colleagues. Including social developments (labour market, legislation, ethics) concerning the discipline into the context of education. 

Criteria: 

· The member of staff uses state-of-the-art and varied teaching materials, which firmly place the discipline in its scientific and social context.
· After due consideration (in consultation with the teaching director), the member of staff has participated in professionalization activities such as workshops, seminars, Faculty education days, etc. for an average of 4 half-days per year.
· The member of staff has a Basic Teaching Qualification (BKO; see 4.3). This criterion will apply to all promotions from 1 January 2012 onwards.
· The member of staff is receptive to criticism from students and colleagues about his/her functioning.
Appendix 3.
Criteria for promotion to professor 2
When using the criteria, the following is extremely important:
The criteria apply to partially quantifiable aspects of an academic’s performance. In cases where quantitative requirements can be made (e.g. publications per year, research funding), they shall concern minimum requirements. The BC2 (promotion committee) is free to impose higher requirements, for example in subdisciplines where it is usual to produce more publications than average. One condition is that the member of staff being considered for promotion is aware of the higher requirements at the beginning of the assessment period. The BC2 is also free to nominate candidates/staff who do not satisfy a certain criterion for appointment or promotion, on condition that the candidate/member of staff more than satisfies the other criteria and that the BC2 has detailed and convincing arguments as to why the failure to meet the particular criterion is acceptable. The dean decides whether the arguments for not meeting a certain criterion are acceptable.
In the case of part-time appointments and extraordinary leave (maternity leave, parental leave, etc.), the criteria shall be reduced proportionally.




--------------------------------------------------
General: In order to be considered for promotion to professor 2, the member of staff must have a national and international reputation in his or her field. High academic quality will be the decisive factor. Considerable emphasis will be placed on competences, in particular the competence ‘guiding and inspiring leadership’. Loyalty and involvement in the environment, as demonstrated by administrative activities, will be an important aspect in the assessment.
Result areas for Research 
Conducting and coordinating research
Responsibility for the performance and quality of the research conducted within the scope of the chair. Collection, analysis and interpretation of research data, as well as the supervision of support staff and academic staff. Guarding the progress of his/her own research, and its relationship with that of others. Keeping abreast of internal and external developments, as well as making strategic suggestions for the research programme.
Core activities: Formulating a research plan: defining the question addressed and working hypothesis, and defining the research data, methods and target groups needed; exchanging knowledge with research colleagues and other experts. Keeping abreast of specialist literature, attending conferences and maintaining contacts with research colleagues. Managing and guiding academic staff and research assistants. Discussions with the head of the research unit concerning the progress of the research under the auspices of the chair. Consulting with the director of the research institute concerning staff.
Criteria: 

· The member of staff must have a clear and productive original line of research, as demonstrated for instance by an outstanding quality assessment.
· The member of staff is loyal to the research unit and the institutes (teaching, research) where he/she is active and contributes significantly to the implementation and coherence of the research programme and the organizational duties of the teaching or research institute.
· The member of staff maintains international contacts and participates in joint ventures, demonstrated among other things by joint publications and working visits.
· The member of staff has international experience, as proven by a minimum of 2 successful years (publications) spent at a foreign research institute (divided over no more than two episodes). (The BC2 may apply a minimum condition of 1 year for staff not originally appointed in the tenure track system). 
Competences
· Creativity: The member of staff is able to devise original solutions for scientific and other questions and to combine several lines of approach/insights into something new.
· Communication skills: The member of staff is able to give and receive feedback to and from colleagues, support and technical staff and students. Is able to evaluate his/her own behaviour and standpoints critically and is receptive to those of others.
· Guiding and inspiring leadership: The member of staff directs individual members of staff, among other things by setting goals. The member of staff stimulates and instructs others to complete these tasks and fulfill these responsibilities to the best of their ability.
· Strategic activities: The member of staff translates the long-term vision into concrete goals and realizes these by guiding and managing the organization.
Supervising PhD students
Appointment, supervision and assessment of PhD students as they conduct and progress in their research, with the aim to producing high-quality research and completing the thesis on time. 

Core activities: Informing PhD students about possible topics, discussing the progress of the research with the students. Joint assessment of the PhD candidate’s thesis. Supervision of PhD candidates or postdocs in preparing and organizing a (joint) module and providing feedback.
Criterion: 

· During the 5 years preceding the assessment, the member of staff has independently supervised at least four PhD students to the completion of their degrees.
Acquisition of “second and third-stream” funding
Investing significant effort in the acquisition of external funding of the research program.
Core activities: Writing research proposals and developing and maintaining contacts with funding institutions. Exploring the external market for financing and examining the demands of external potential partners or funders of research. Negotiating with external parties about the requirements of 2nd and 3rd-stream research. Reporting to the client on performance and results. Discussing progress and progress reports with those carrying out contract teaching and 2nd and 3rd-stream research. Developing and maintaining contacts with cutting-edge researchers and institutions. Encouraging members of staff to apply for external funding.
Criterion: 

· In the past ten years, the member of staff has gained at least four substantial research awards in open competition from the 2nd or 3rd stream (for example, for a PhD or postdoc place, or an equivalent investment grant). This concerns an independent application with the member of staff acting as ‘principal investigator’ (PI). This is thus NOT money distributed by the institute.
Publications 

Publication of research results, in consultation with co-authors, to disseminate among colleagues the new insights acquired and to receive feedback, thereby strengthening the research area. Disseminating the research through several media to make scientific knowledge accessible and understandable to the public. 
Core activities: Preparing publications for recognized scientific journals. Writing papers for conferences and giving lectures at conferences, congresses, external organizations, etc. Making scientific results more accessible to a wider public. Giving lectures and interviews in various media. Participating in seminars and congresses. Receiving and giving feedback from and to colleagues. Maintaining an international network of contacts in the own research field.
Criteria: 

· Every academic is expected to publish an average of at least 2 papers per year in international peer-reviewed journals, each with a substantial and original own contribution (as evident for instance from first or last authorship). The total number of publications should be more than 3 per year on average. 
· The importance of the member of staff’s research must be recognized by his or her colleagues, as demonstrated for example by prizes, distinctions, membership of the editorial board of scientific journals, invitations to speak at conferences or seminars, participation in international committees. 
Result areas for Teaching
Teaching implementation
The preparation and implementation of the curriculum elements, with the aim that students reach the required learning goals in knowledge, insighgt, competences and skills.
Core activities: Being completely familiar with the professional, didactic and organizational competences necessary for preparing and implementing the teaching activities. Supervision and assessment of students during curricular activities (projects, lectures, self-study), final-year projects, and oral and written reports. Ability to judge whether students have achieved the learning goals to the required standard.
Criteria: 
· The member of staff must devote at least 40% of his/her working hours to teaching, to be calculated according to the FMNS norms.
· Teaching must be of a high standard, as demonstrated by evaluations by students and assessments by the educational institute.
· The member of staff is an enthusiastic and efficient teacher, has didactic knowledge relevant to the subject, an overall insight in work and examination forms, and their possibilities.
· The member of staff must have sufficient knowledge of Dutch and English to teach properly in both languages.
Curriculum development
Updating and improving the curricular elements allocated by the teaching institute, taking changes in the level of the students, developments in the field, societal needs into account. Contributing to strengthening the cohesion of the curriculum. Initiating curriculum renewal over and above the course level.
Core activities: Keeping abreast of relevant developments in the field, in higher education and the labour market. Introducing recent developments in the research field into the curriculum. Development and implementation of effective, efficient and motivating working methods and suitable learning materials. 

Criteria: 

· The member of staff has introduced demonstrable improvements in, for example, learning materials or working methods. Alternatively, he/she - on the basis of a careful analysis that can be tested by others (degree programme advisory committee, teaching institute) - has reached the conclusion that this was not appropriate in the period under consideration.
· The member of staff has made demonstrable contributions to activities at programme level (learning method or variant), over and above the course level, for example in curriculum renewal projects.
Curriculum organization
Contributing to the smooth running of the curricula in the Faculty, in terms both of the relationships between different elements and of administrative/personnel aspects.

Core activities: Supervision of student assistants and/or PhD students in their teaching duties. Planning the logistics of teaching materials, examinations, and the administrative structure and refinement of teaching activities. Guiding and stimulating the teaching and professionalization activities of other staff. Participation in Faculty bodies relevant to the curriculum, such as the Board of Examiners, degree programme advisory committee and programme board. 

Criteria: 

· The member of staff must contribute efficiently and effectively to the smooth running of the educational processes in which he/she is involved.
· The member of staff has actively stimulated the teaching activities of his/her colleagues.
· The member of staff has demonstrably contributed to curriculum management, for example through membership of a degree programme advisory committee, curriculum committee, or by successfully setting up and implementing a curriculum renewal project.
Professionalization 
Development into a flexible, competent university professor, who fits into the teaching policy of the educational institute and the faculty.
Core activities: Keeping abreast of scientific developments in the own and related disciplines so that the content of the curriculum is maintained up to date. Keeping abreast of developments in the didactics of higher education so that the methods used match the required learning objectives. Sharing knowledge with colleagues. Including social developments (labour market, legislation, ethics) concerning the discipline into the context of education. 

Criteria: 

· The member of staff uses state-of-the-art and varied teaching materials, which firmly place the discipline in its scientific and social context.
· Each year (in consultation with the teaching director), the member of staff has participated in professionalization activities such as workshops, seminars, Faculty education days, etc. for an average of 4 half-days per year.
· The member of staff has a Basic Teaching Qualification (BKO; see 4.3). This criterion will apply to all promotions from 1 January 2012 onwards.
· The member of staff is receptive to criticism from students and colleagues about his/her functioning.
Personnel policy (P&O)
Providing functional management for the members of the unit, giving work instructions, discussing progress and participating in recruitment, selection and assessment. Implementing the P&O policy determined by the Faculty Board within the unit, in cooperation with the head of research unit and in accordance with the Collective Labour Agreement (CAO) and central guidelines of the institution, with the aim of optimizing staff supprt for the implementation of teaching and research programmes. Participating in or chairing meetings of committees and working groups. Informing staff under the supervision of the chair about matters discussed during working group/committee meetings.
Core activities: Discussing professional and academic development with staff. Coaching and guiding staff. Conducting career development and appraisal interviews with staff, in consultation with the head of the research unit. Responsibility for the recruitment and appointment of staff. Keeping staff informed of matters discussed by the various consultative bodies.
Criteria:
· The member of staff has conducted annual career development interviews with the staff for whom he/she is responsible and has contributed to their career prospects.
· The member of staff has participated in appointment advisory committees or other committees relating to the organization of the teaching and research in the Faculty or institute.
· The member of staff has participated in a leadership course.
· The member of staff has helped to maintain a good working atmosphere and team spirit, and has contributed to the discussion and distribution of duties within the research unit for which he/she is (partly) responsible.
Competences
· Guiding and inspiring leadership: directs and guides both groups and individual members of staff, e.g., by setting targets, by creating and maintaining effective cooperations and by allocating/transferring responsibilities and powers in the appropriate way. Stimulates and instructs others to complete these tasks and fulfill these responsibilities to the best of their ability. Explores the development needs of staff and makes every effort to lift their professional skills onto a higher level.
· Strategic activities: translates the long-term vision into concrete goals and realizes these by guiding and managing within the organization.
Appendix 4. Criteria for appointment to professor 1

Promotion from professor 2 to professor 1 is only possible if there is room for it in the opinion of the Faculty Board. No legal rights may be derived from the guidelines listed here, based on the UFO job description. Promotion to professor 1 is based on policy decisions by the Faculty Board and the University Board. 
The UFO ranking rule for professor 1 applies if the criterion ‘Research’ is satisfied or if the criteria ‘Teaching’ and ‘Organization’ for professor 1 are satisfied. In addition, to be ranked as a professor 1 at FMNS, candidates must also satisfy the ‘FMNS criteria’ listed in section 3 below..
The promotion committee may advise that a candidate who does not satisfy a certain criterion be nevertheless considered for a higher ranking if he or she more than satisfies the other criteria. In such cases, the committee must present convincing and extensive arguments in favour of overlooking this shortcoming.
1. Organization:
UFO ranking criterion (UFO = University Job Ranking)
Managing a research unit or institute with more than 10 FTE in terms of academic personnel.
Chairing national or international committees or work groups with which the institute profiles itself.
2. Teaching:
UFO ranking criterion
Conveying a clear and appealing vision of teaching and the development thereof, aimed at innovation of the Faculty curriculum and optimization of the success rate.
3. Research
UFO ranking criterion
Converting developments in the specific area of research into international research programmes.
International authority in the field with which the Faculty profiles itself, demonstrated by:
· Academic articles in leading academic journals which are regularly cited by pre-eminent academics.
 FMNS criterion: Citation index: The academic impact of the research is among the top 10% at the Faculty.
· Editorial membership of one of the ten most influential academic journals.
· Pioneering research results in renowned research groups.
 FMNS criteria: As shown by an outstanding assessment in the most recent research visitation where the professor acted as programme leader. The assessment of ‘quality of the research’ during the research visitation must have been excellent and assessed in the highest category
and
demonstrated by prizes, honorary doctorates, national and international awards or other distinctions. Participates in renowned national and international research cooperations; publishes in top journals such as Science, Nature
and
demonstrated by involvement in the organization of renowned conferences.
· Appearances as keynote speaker at cutting-edge conferences in the field.
 FMNS criterion: The professor is frequently an invited speaker at national and international gatherings.
Appendix 5.
Competence overview for the criteria for appointing and promoting academic personnel 
Core competences for academic staff at the Faculty of Mathematics and Natural Sciences
Academic quality (research and teaching)

Vision: is able to concentrate on a main overarching perspective and on long-term policy.

Strategic activities: is able to translate a long-term vision into concrete goals and realise them by guiding and managing the organization.

Didactic qualities: has didactic knowledge relevant to the subject, has an overall view of work and test types and an understanding of their possibilities, is able to develop learning situations, has an understanding of didactic problems relating to the material, develops teaching material, is able to evaluate own teaching performance.

Creativity: is able to devise original solutions to problems, combine several lines of insight into a new approach, is able to relinquish existing methods and distance him/herself from daily practice, is able to recognize new opportunities and respond to them. Is proactive rather than reactive.
Leadership qualities

Guiding and inspiring leadership: is able to direct and guide groups as well as individual staff, by setting targets, creating and maintaining effective cooperation and allocating/transferring responsibilities and powers in the right way, thereby stimulating and instructing other staff in performing those tasks and responsibilities. Is able to explore staff needs in terms of development and makes every effort to increase their professional skills.

Communication skills: is able to give and receive feedback to and from colleagues and contribute to intellectual discussions in the broadest sense. Is able to critically evaluate his/her own behaviour and standpoints and is receptive to those of others.
Cooperation (internal/external)
Loyalty: The University and the Faculty expects a loyal attitude from its staff towards the aims of the University and the Faculty, as well as towards the research unit and the institutes (teaching, research) where the staff member is active.
Collegiality: contributes to a collective result, even when the cooperation involves a subject that is not directly related to his/her own task.
Integrity: is able consistently to adhere in word and deed to generally accepted social and ethical norms in respect of staff and colleagues. Is approachable in this regard and able to raise the subject with others.
Operational effectiveness
Planning and organization skills: has an overall view of his/her activities, plans them well, allocates the time to be spent on the various activities and keeps to the schedule. Sets priorities and lists the required tasks, time and resources. Is able to evaluate planning and progress. Is able to incorporate decision-making stages into the planning of a project or task and clearly strives to achieve a balance between quality and quantity.
Commitment: accepts and implements decisions made within the organization.
Appendix 6.
Example of an advertisement for an assistant professor
Example of an advertisement for a tenure track position
Faculty of Mathematics and Natural Sciences
Excellent career prospects!
The Faculty of Mathematics and Natural Sciences is offering young, talented researchers, tenure track assistant professor positions. These staff members are expected to develop their own line of research within a particular field. The Faculty’s career policy is characterized by flexible personnel management with a focus on the individual. Academic achievements are seen as being central to the academic career, and ample opportunities for professional development and supplementary training and education are offered. Arrangements for training in the area of teaching will be made with all new employees.
The policy is directed at increasing the number of women in academic staff positions. Career advancement policies for women will also be improved, and women will be actively encouraged to develop their careers.
The appointment will be on a temporary basis for a maximum of  6 years. On completion of 5 years of employment there will be an assessment of performance based on established criteria including research and teaching qualifications. If the outcome of the assessment is positive, the assistant professor will be promoted to the rank of associate professor with tenure. At the end of a further 4 -7 year period there will be another assessment aimed at promotion to full professor. 

Tenure track position for assistant professor

The position: a short description!
Personal profile:
You will need to have the following qualifications:
▪
A PhD degree and two years postdoctoral experience abroad (industrial experience can partially compensate for this requirement).
▪
Excellent research, teaching and organizational qualities, and a good list of publications.
▪
The ability to arrange external financing for your research.
The University of Groningen can offer you:
A salary dependent on qualifications and work experience from €----.- gross per month up to a maximum of € ----.- gross per month (scale 11/12) for a full-time position.
For information, please contact ........................... 




� The job title UHD (universitair hoofddocent) in the University Job Ranking System (UFO) refers to an associate professor without the ius promovendi, the right to carry final responsibility for the supervision of of PhD students.


� Associate professor = adjunct hoogleraar


� Professor by special appointment = bijzonder hoogleraar


� (see : University of Groningen Tenure Track Professor (adjunct hoogleraar) Regulations 2010)
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