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1. PREFACE 
 
By means of this policy, the faculty aims to communicate the requirements relating to 
appointments and promotions among academic staff members in a transparent manner. These 
supplementary criteria for promotion do not replace the UFO job profiles, but provide further 
details regarding the requirements that must be met, as outlined in the UFO job profiles. The nature 
of academic career progression has changed. It is no longer contingent on the human resources 
available, as it was in the past, but rather on the individual results and performance achieved.  
 
The previous version of this policy was adopted in November 2013. The changes introduced at that 
time concerned a new methodology for evaluating research performance. That methodology 
remains unchanged in this version. What is new is that the criteria for the assessment of teaching 
have been made more specific.  
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2. BASIC PRINCIPLES 
 
When evaluating a promotion or appointment, the performance of an academic staff member will 
be assessed in its entirety. The assumption underlying this is that teaching is one of the core 
activities of all academic staff, alongside the conducting of research activities. The same quality 
requirements apply to primary output at all levels: the definition of a good lecture or a good 
publication remains essentially the same whether this is provided by a junior lecturer or a 
professor. What is expected is that over the course of an individual’s academic career, an 
increasingly clear pattern of consistently good or even excellent performance in these core areas 
can be discerned. In addition, over the course of an academic career, aspects such as international 
visibility, administrative tasks, the acquisition of external financing, the organization of teaching, 
supervising colleagues, maintaining contacts with the field of professional practice and knowledge 
transfer are given increasing weight within the evaluation. This is not a matter of simply ‘ticking 
boxes’, but rather a guideline to be followed by the faculty and its committees when evaluating 
whether the academic staff member meets the minimum requirements. Decisions that are not 
entirely consistent with the stated criteria remain possible, provided that a convincing argument 
can be made that a promotion or appointment is desirable because it is in the interests of the 
faculty (‘comply or explain’). 
 
The policy focuses on the academic career path of assistant professors, associate professors and 
professors. The policy does not apply to (part-time) staff members in post-graduate education, who 
hold another position alongside their faculty position which is essential to the faculty because of its 
position within society. Neither does the policy apply to professors with a societal profile, 
researchers and lecturers.  
 
The UFO job profiles take precedence for all positions. The criteria described below supplement the 
existing UFO job profiles. 
 
Staff members with a part-time position should, in principle, meet the same criteria, although in 
practice the requirements associated with very limited part-time positions (≤ 0,2fte) will often 
emphasize teaching and research. Management tasks may involve activities outside the university, 
and valorization is particularly important to the department or faculty for positions outside the 
university. In all cases, the dossier will be reviewed in its entirety, and the relevance of any 
position(s) that the staff member holds outside the university will be taken into account, as well as 
for example whether any time can be devoted to research in that position. 
 
For the post of professor, the procedure for the appointment of professors remains the procedure 
established in the university’s Professorship Policy 2011-2015 and the Faculty of Economics and 
Business Administration (FEWEB) Professorship Policy 2009. For the recruitment of candidates for 
the position of professor, an evaluation is made of whether a candidate meets the requirements 
associated with Professor 2 or Professor 1. 
 
The Faculty Board appoints the committees referred to in this document (the Tenure Track 
Committee and the Faculty Appointments Committee) and reserves the right to take a different 
decision than the recommendation made by the committee. Any decision taken that is contrary to 
the recommendation will be substantiated in writing and made available to the committee and the 
staff member concerned.  
 
 

2.1. RESEARCH EVALUATION – GENERAL 
 
When evaluating research performance for the purposes of a promotion or appointment, the same 
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system will be used within FEWEB as for the annual allocation of research time to staff members 
(‘Rules for Assessment’ and ‘Allocation Policy’). This system involves weighting publications on the 
basis of Article Influence percentiles (AIp), which are derived from Eigenfactor.org, or the 
equivalent credits on the basis of established policy. There are two ways of using this system: 

1. by formulating requirements based on the minimum number of publications with a 
specified AIp or higher; 

2. by formulating requirements based on the amount of research time (FTE) that a staff 
member would be allocated under the annual allocation of research time. This is calculated 
using the AIps of the five best publications in the past five years.   

 
Additional factors are also involved in the evaluation of research, such as the acquisition of external 
revenue, the supervision of PhD students, the supervision of a research group and the 
dissemination and valorization of research. 
 

 
2.2. TEACHING EVALUATION – GENERAL 
 
The evaluation of teaching performance involves a standardized teaching dossier which is to be 
submitted by the head of department in relation to any request for an appointment or promotion. 
This dossier is described in more detail in appendix A. The teaching dossier consists of a description 
and evaluation of the teaching activities carried out over the last two years. The dossier provides 
evidence of the nature of the activities carried out and the associated work (in hours), and each task 
is documented and evaluated in terms of quality from the perspective of both the students and the 
organization. The evaluation is substantiated with the aid of supporting evidence. Appendix A 
provides a summary of the supporting sources that may be used. Student evaluations, the 
evaluation of the Director of Studies, and the staff member’s own teaching CV must be included as 
attachments. Evaluations are given in terms of the following overall categories: Very Good; Good; 
Satisfactory; Almost satisfactory; Unsatisfactory. Appendix A provides further guidance on the 
application of these categories.  
 
For promotions and appointments to more senior posts, the assessment will emphasize life-time 
achievements in the field of teaching, which will involve considerable additional information. The 
fact that the thorough documentation and evaluation of recent teaching activities is involved in all 
appointments demonstrates that all staff members are expected to remain involved in teaching and 
research.  
 
Compiling the dossier is primarily the responsibility of the staff member. The head of department 
remains responsible for submitting the file to the faculty promotion and tenure track committee. 
The permanent Faculty Appointments Committee (or the appointments advisory committee in the 
case of an appointment as Professor 1) assesses the dossiers and the overall evaluation provided by 
the head of department, and may ask for additional information from, among others, the head of 
department, the staff member concerned, directors of studies, course coordinators and programme 
committees. The staff member will be informed by the head of department of any information that 
is added to the dossier as a result of this, as well as any changes made to the evaluation by the 
appointments committee. 
 
 

2.3. EVALUATION OF ADMINISTRATIVE AND MANAGEMENT ACTIVITIES 
 
Under the system described in this memorandum, ‘administrative and management activities’ do 
not form a separate category alongside teaching and research. Many administrative and 
management activities are associated with managing teaching and research activities, and are 



CARRIERELIJN WETENSCHAPPELIJKE FUNCTIES 6/17 

 

therefore evaluated as part of the criteria relating to those areas. Administrative activities are only 
considered separately at the Professor 1 level. 
 

 
2.4. EVALUATION OF THE COMBINATION OF TEACHING AND RESEARCH IN 

RELATION TO DECISIONS ON PROMOTION 
 
The assumption of the faculty that all staff members are responsible for both research and teaching 
activities means that, ideally, the experience and capabilities of the staff member in both areas will 
be sufficiently developed in proportion to one another. For this reason, as a consequence of this 
memorandum, criteria for teaching and research have been formulated that, for all levels, assume 
that those of the subjacent level have been surpassed.  
 
In practice, however, there will be occasions when staff members develop more rapidly in one area 
than in another. In order to accommodate this, but at the same time ensure that staff members 
develop in a manner that is balanced, the following general exception will apply as a consequence 
of this document:  
 
Where the performance of a staff member in the area of teaching and research does not meet the 
criteria for promotion to a given position, promotion is still permissible provided that: 

- performance in the area that meets the criteria also meets the criteria that relate to the 
level immediately above, and 

- performance in the area that does not meet the criteria meets the criteria that relate to the 
subjacent level. 

- the proposal for promotion must describe in specific and realistic terms how the staff 
member concerned will continue to develop in the areas where the criteria have not been 
met. 

 
This system will apply from the level of Associate Professor 2 upwards. One consequence of this 
system is that the criteria for appointment as Professor 1 are formulated in terms of research or 
teaching (in conjunction with administrative tasks at the level of head of department). 
 
To summarize:  
Appointment to Assistant Professor 1 is possible if: 

 Criteria for research and teaching are met for Assistant Professor 1 (tenure criteria) 
 
Appointment to Associate Professor 2 is possible if: 

 Criteria for research and teaching are met for Associate Professor 2, or  

 Criteria for teaching are met for Assistant Professor 1 and criteria for research are met for 
Associate Professor 1, or  

 Criteria for teaching are met for Associate Professor 1 and criteria for research are met for 
Assistant Professor 1  

 
Appointment to Associate Professor 1 is possible if: 

 Criteria for research and teaching are met for Associate Professor 1, or  

 Criteria for teaching are met for Associate Professor 2 and criteria for research are met for 
Professor 2, or  

 Criteria for teaching are met for Professor 2 and criteria for research are met for Associate 
Professor 2  

 
Appointment to Professor 2 is possible if: 
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 Criteria for research and teaching are met for Professor 2, or  

 Criteria for teaching are met for Associate Professor 1 and criteria for research are met for 
Professor 1, or  

 Criteria for teaching/administration are met for Professor 1 and criteria for research are 
met for Associate Professor 1  

 
Appointment to Professor 1 is possible if: 

 Criteria for research and teaching are met for Professor 2, and criteria for research or for 
teaching/administration are met for Professor 1 

 

3. TENURE TRACK 
 
For young academics, a period of five years is agreed within which they will have the opportunity to 
develop both their research and teaching skills and prepare for the next step in their career. The 
next step is a permanent position as Assistant Professor 1. 
During the tenure track, these staff members are given the opportunity to devote 40% of their 
working hours to research. The remaining 60% of their working hours are basically spent on 
teaching.  
 
Assistant Professors are only appointed through the tenure track within the faculty. The admission 
requirements are: 

• the candidate holds a PhD (or has sent an approved thesis to the thesis committee); 
• the candidate should preferably have presented two papers to international journals of 

good repute; 
• the candidate must have relevant teaching skills, as evidenced by good evaluations and by 

giving lectures or seminars during the PhD programme; 
• the candidate must have a relevant international network, as evidenced by his/her 

attendance at conferences and seminars and presenting his/her own research. 
 
A new assistant professor is appointed for a period of six years. Upon commencement of 
employment, the staff member will devote 0.4 FTE to research. If the staff member already qualifies 
for more research time at that moment, the ceiling of 0.4 FTE will nevertheless be maintained.  
 

 
3.1. PROCEDURE 
 
In addition to the annual evaluation that takes place as part of the system of annual interviews, 
staff members will be evaluated at two further points in time: 

• at the end of the second year (advice on progress)  
• at the end of the fifth year (in relation to the conversion of his/her employment contract 

into a permanent contract) 
 
The Faculty Board has established a permanent tenure track committee which is responsible for 
overseeing the development of those who hold tenure tracks during their employment and for 
advising the Faculty Board regarding their progress after two years and regarding permanent tenure 
after five years. The committee (via the personnel consultant) also updates the head of department 
regarding its recommendation to the Faculty Board. The Faculty Board has the final authority to 
decide whether a staff member will be granted permanent tenure. 
 
Membership of tenure track committee 

• three professors, of which at least one professor is a head of department; 
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• Personnel consultant. 
 
The role of the head of department 
The head of department is responsible for submitting the portfolio of his/her staff member to the 
Tenure Track Committee for both assessments (in practice this will be done via the personnel 
consultant). The following documents are required: 

• an accompanying letter from the head of department detailing the results achieved by the 
staff member, 

• including a recommendation on his/her appointment; 
• curriculum vitae; 
• list of publications; 
• a teaching dossier 
• the report from the last annual interview. 

 
 

3.2. EVALUATION CRITERIA FOR THE SECOND YEAR 
 
During the evaluation at the end of the staff member’s second year, the staff member is expected 
to be well on schedule in terms of publications, which means that a number of papers will have 
been submitted to international journals. Additionally, within 18 months of the commencement of 
his/her employment, the staff member (if he/she shows some degree of promise) is expected to 
have submitted a Veni proposal to the Dutch Organisation for Scientific Research (NWO) for a 
substantial grant or to have acquired external funding (EU, business, government). If the NWO 
rejects a Veni proposal that has been submitted, a second attempt must be submitted as soon as 
possible. 
If the Veni grant is awarded, the research time allocated to the staff member will be extended to 
0.75 FTE. The remaining 0.25 FTE will be devoted to teaching and administrative duties. 
 
The teaching dossier must demonstrate that the staff member has devoted the agreed number of 
hours to teaching, and is deemed likely to acquire the basic teaching qualification within three years 
of his/her appointment. The evaluations in the dossier must predominantly be ‘satisfactory’ or 
better. In the case of negative evaluations, concrete agreements are to be made regarding a 
realistic improvement plan.  
 
 

3.3. EVALUATION CRITERIA FOR THE FIFTH YEAR 
 
The criteria for research, teaching and organization in the UFO job profile Assistant Professor 1 
serve as the basis for the evaluation of the staff member, in addition to the following faculty-
specific criteria. 
 
Teaching 
The staff member must have acquired the Basic Teaching Qualification (BKO) for university teaching 
staff.  
 
The teaching dossier demonstrates that the staff member has spent approximately 60% of his/her 
working hours on teaching over the last two years. If there is a substantial deviation from this 
number of hours, the Tenure Track Committee must decide how this information will be taken into 
account when applying the research criteria.  
 
The teaching dossier demonstrates that: 

• at least half of the time actually spent on teaching has been used for (preparation for) 
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lectures, seminars and thesis supervision 
• there have been at least 50 contact hours in the form of lectures for at least two different 

subjects 
• at least three Master's theses have been supervised.  

 
The teaching dossier includes no aspects that have been evaluated as almost satisfactory or 
unsatisfactory, either from the student perspective or from the organizational perspective. The 
dossier as a whole provides a good basis for the expectation that the staff member will develop into 
a versatile member of teaching staff who will be able to carry out teaching duties at various levels 
to the satisfaction of both the students and the organization. 
 
Research 
 
Publications 
The publication criterion is defined as the minimum number of publishing points that must be 
scored over a five-year period. The term publishing points refers to the FEWEB journal weightings 
(AlF percentile squared), which are adjusted for the number of authors (multiplied by 0.75 for 
publications with multiple authors). The criterion is set at 1.85 publishing points. Furthermore, 
there must be a prospect of continued development as a researcher, generally evidenced by several 
publications ‘in the pipeline’.  
 
Indirect and contract funding 
Veni, Vidi, ERC StartingGrant submitted to NWO or EC (or equivalent for contract funding). 
 
Research supervision 
Active involvement in the supervision of at least one candidate currently participating in a PhD 
programme. 
 
  

3.4. RESULT OF EVALUATION IN THE FIFTH YEAR 
 
Based on the recommendation of the tenure track committee, the Faculty Board will take the 
following decisions. 
 
Situation A 
The staff member meets the requirements of the UFO job profile for Assistant Professor 1 and the 
additional faculty-specific criteria set out above. The staff member receives an employment 
contract of indefinite duration and is promoted to the position of Assistant Professor 1. 
 
Situation B 
The staff member does not meet all the requirements specified. The staff member has scored less 
than 1.85 points but is performing well in terms of teaching and organization. This means that the 
teaching dossier needs to be supplemented with additional information where necessary in order 
to illustrate that the staff member has spent 60% of his/her working hours on teaching over the 
duration of the entire tenure track, that this time has been devoted to a wide range of tasks 
including final responsibility for course components on a regular basis. Furthermore, student 
evaluations and organizational evaluations must be predominantly 'good' or 'very good'. The tenure 
track committee may advise the Faculty Board to postpone the decision on tenure on the basis of 
dossier as a whole (for up to 6 months before the end of the contract) in order to give the staff 
member more time to meet the research criteria. The final decision on tenure will then be taken.  
 
Situation C 
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The staff member does not meet all the requirements specified. The staff member has met the 
criteria relating to publication, but the teaching dossier does not provide grounds to suppose that 
the staff member will develop into a versatile member of teaching staff who will be able to carry 
out teaching duties at various levels to the satisfaction of both the students and the organization. 
The tenure track committee may advise the Faculty Board to postpone the tenure decision on the 
basis of dossier as a whole (for up to 6 months before the end of the contract) in order to give the 
staff member more time to demonstrate an improvement in his/her versatility as a teaching staff 
member and his/her performance in teaching. The final decision on tenure will then be taken.  
 
Situation D 
The staff member does not meet the requirements set. The employment contract of the employee 
is not extended. 
 
 

3.5. SPECIFIC PROVISIONS 
 
Although the duration of the contract is six years, the evaluation takes place after five years. In the 
event of a positive evaluation after five years, the staff member is given a permanent employment 
contract (tenure). 
If a permanent employment contract is not awarded after five years, the staff member has one year 
remaining of the current contract in order to look for alternative employment. In consultation with 
HR, staff members may be offered coaching or other forms of support. 
 
If the staff member performs particularly well, the evaluation may be carried out early and tenure 
may be offered. 
 
If a permanent employment contract is offered, the staff member will write a research proposal to 
be submitted to the NWO’s Innovative Research Incentives Scheme (Vidi or Vici) and the ERC 
program (starting grant or advanced grant) during the first year of his/her permanent employment. 
If this proposal is rejected by both programmes, the staff member must then submit a revised 
proposal to one of the programmes the following year. 
 
The dissertation is not included in the evaluation of the staff member’s research in relation to 
tenure. 
 
To participate in the tenure track system, a minimum of 0.8 FTE will be applied in relation to 
working hours. Employees who work 0.8 FTE will be allocated 0.4 FTE for research. In cases where 
research cannot be carried out for an extended period of time (for example, in the event of parental 
or maternity leave, long-term sick leave, etc.), it is possible to postpone the evaluation until the end 
of the sixth year. 
 
This system applies to newly appointed Assistant Professors. An incumbent staff member who is 
seeking promotion to the function of Assistant Professor 1, must meet the criteria set out above. 
 
For the appointment of a participant in the tenure track system, the existing appointment 
procedure may be extended with an extra check on the candidate, which involves evaluating the 
likelihood of the candidate successfully concluding the tenure track. This check will be carried out 
by the Faculty Board. 
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4. APPOINTMENT TO THE POSITION OF ASSOCIATE PROFESSOR 2 AND 
ASSOCIATE PROFESSOR 1 

 
Since 2015, FEWEB has had a permanent Faculty Appointments Committee which is responsible for 
advising the Faculty Board on promotions to Associate Professor 2, Associate Professor 1 and 
Professor 1 within the faculty. The appointments committee meets four times a year. The dates of 
its meetings are listed on the website as well as the deadlines for the submission of dossiers.  
 
 

4.1. PROCEDURE 
 
Composition of Faculty Appointments Committee 
The Faculty Appointments Committee consists of the following members:  

• 6 professors, including at least one man, one woman and one Director of Studies; 
• Personnel consultant; 
• A maximum of two ad hoc members who are familiar with the scientific discipline of the 

employee. 
If the head of department is a permanent member of the appointments committee, he/she will 
adopt a cautious position if the portfolio of his/her own staff member is being discussed by the 
committee. 
 
The role of the head of department 
The head of department must submit a request for the promotion of the staff member to the 
Faculty Appointments Committee, including the following documents: 

• A reasoned letter from the head of department that addresses the UFO and the faculty-
specific criteria; 

• curriculum vitae; 
• list of publications; 
• a teaching dossier 
• annual interview report. 

 
Role of the Faculty Board 
On the basis of the recommendation of the committee and the dossier in its entirety, the Faculty 
Board will decide whether the staff member is to be promoted and informs the committee of its 
decision. 
 
 

4.2. EVALUATION CRITERIA FOR ASSOCIATE PROFESSOR 2 
 
A promotion or appointment to the post of Associate Professor 2 is possible provided there is 
compliance with the criteria relating to teaching, research and organization, as defined in the UFO 
job profile for Associate Professor 2, and provided the additional faculty-specific criteria set out 
below have been met. 
 
Teaching 
The staff member has acquired the Basic Teaching Qualification.  
 
The teaching dossier demonstrates that during the past two years, the staff member has: 
 

• Devoted the allocated proportion of his/her working hours to teaching in reality, and that 
teaching has accounted for at least 40% of his/her working hours.  
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• Provided teaching for Bachelor's and Master's levels, each accounting for approximately 
20% or more of the available teaching time. 

• Acted as course coordinator for at least one course involving 50 or more students, or held a 
similar responsibility in relation to his/her teaching activities. 

• Devoted approximately 100 hours or more to cross-curricular/administrative teaching 
activities (planning, coordination, programme committee membership, etc.). 

• Contributed demonstrably to effective educational innovation (in terms of teaching 
methods and/or content) 

• The teaching dossier includes no elements that have been evaluated as ‘almost 
satisfactory’ or ‘unsatisfactory’, either from the student perspective or from the 
organizational perspective. The evaluations associated with both perspectives are 
predominantly ‘good’.  

 
 
Research 
 
Publications 
The lifetime production of the staff member will be considered. This must meet one of the 
following criteria (expressed in AI percentages (AIp) without correction for the number of authors): 

• six publications (lifetime production) of which two have an AIp of at least 90; or two with 
an AIp of at least 70 and two with an AIp of at least 80; 

or: 
• three publications with an AIp of at least 90. 

 
Indirect and contract funding 
Veni, Vidi or ERC applications submitted to NWO or EC (or equivalent for contract funding). 
 
Research supervision 
Supervisor to at least one PhD student; co-supervisor of doctoral students is highly recommended. 
 
Membership of editorial board(s) 
Active reviewer/editor for several journals. 
 
Research coordination 
Establishment and coordination of research which has an important place in faculty research 
programmes.  
 
Valorization 
A demonstrably active and successful role in enhancing the visibility of research and expertise for a 
wider audience including the media, government and the business community.  
  
 
 

4.3. EVALUATION CRITERIA FOR ASSOCIATE PROFESSOR 1 
 
The assessment criteria supplement the UFO job profile for Associate Professor 1.  
 
Teaching 
The staff member has acquired the Basic Teaching Qualification. Acquiring the ‘SKO’ teaching 
qualification (or Educational Leadership) is highly recommended 
 
The teaching dossier demonstrates that during the past two years, the staff member has: 
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• Devoted the allocated proportion of his/her working hours to teaching in reality, and that 

teaching has accounted for at least 40% of his/her working hours.  
• Provided teaching at Bachelor's and Master's levels, and has provided teaching for a 

research school, a university college, a programme of executive education, or an Honour’s 
programme. 

• Acted as course coordinator for at least one course involving 100 or more students and has 
also acted as coordinator for teams of multiple (>2) teaching staff members, or has held a 
similar responsibility in relation to teaching.  

• Served in a managerial role for cross-curricular educational activities (e.g. chair of 
Programme Committee, programme coordinator). 

• Undertaken substantial and effective initiatives in the field of educational renewal, aimed 
particularly at improving or maintaining the connection between education and the 
learning outcomes of the programme and relevant social and academic developments. 

 
The teaching dossier includes no elements that have been evaluated as ‘almost satisfactory’ or 
‘unsatisfactory’, either from the student perspective or from the organizational perspective. The 
evaluations from both perspectives are predominantly ‘good’. 
 
Research 
For a promotion to Associate Professor 1, the lifetime production of the staff member will be 
considered. This must meet one of the following criteria (expressed in AI percentages without 
correction for the number of authors): 

• eight publications (lifetime production) of which four have an AIp of at least 70 and four 
have an AIp of at least 80; 

or: 
• four publications with an AIp of at least 90. 

 
Indirect and contract funding 
Significant funding secured (NWO/ERC) (or equivalent for contract funding). 
 
Research supervision 
Co-supervisor of several PhD students. 
 
Research coordination 
Coordination of and responsibility for the realization of a research programme or responsibility for 
the planning and realization of a long-term specialist research project that is relevant and visible to 
science, society and, where possible, government and industry. 
 
Valorization 
Active role in disseminating research-related knowledge and innovation through educational 
innovation and interventions in practice. 
 
Citations 
50 ISI. 
 
Membership of editorial board(s) 
Membership of the editorial board of one or more ISI journals. 
 
Fellowship 
TI/ABRI fellow. 
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5. APPOINTMENT TO THE POSITION OF PROFESSOR 
 
For the appointment procedure relating to the post of professor, the procedure remains as set out 
in the university’s Professorship Policy 2011-2015 and in the FEWEB Professorship Policy, 2009. This 
means that a chair must be established, an Appointment Advisory Committee must be formed and 
an open recruitment procedure must take place, unless specific arrangements have been made for 
a closed recruitment procedure. The university Professorship Policy makes extensive provisions for 
this. 
 
In terms of recruitment, an evaluation is made of whether candidates meet the profile for the 
position of professor. Simply consulting the UFO requirements for a professor and the fulfilment of 
the additional faculty requirements is not sufficient. The entire profile must provide convincing 
‘evidence of esteem’: candidates must demonstrate that they have an international reputation and 
are considered to be authorities in their field. For Professor 2, this can mean that there is 
international recognition of the potential of the staff member concerned, while for Professor 1 an 
established record of intellectual leadership in the field is required. 
The candidate must be a scientist who is viewed as an authority within the faculty, the university 
and beyond. Candidates must carry out pioneering research and are held in national and 
international high esteem in academic circles. They are inspired scientists who transfer their 
knowledge to students, junior researchers and society in an enthusiastic and natural way. 
 
The requirements do not apply to professors with a societal profile, who are often appointed for 
the faculty’s post-graduate programmes. 
 
The criteria formulated offer a head of department the opportunity to determine quantitative or 
qualitative requirements with his/her employees. In addition to the number of publications 
(quantitative requirement), departments can also make agreements with a particular individual 
regarding the quality of publications. The ‘steps’ (the publication criterion for that professor) allow 
scope for this. 
 
 

5.1. FACULTY REQUIREMENTS FOR PROFESSOR 2 
 
The lifetime production of the staff member in the fields of both research and teaching will be 
considered. 
 
Teaching 
The teaching dossier provides an overview of the entire teaching career of the staff member, 
demonstrating convincingly that he/she is able to teach at different levels and is capable of 
providing educational leadership and overseeing educational innovation.  
The standard teaching dossier will, in this case, form only a part of the information provided on 
teaching, which is intended to demonstrate and evidence the staff member’s continued 
contribution to high-quality teaching.  
 
In practical terms, this means that the nature of the teaching criteria remains broadly the same as 
for appointment to the position of Associate Professor 1, but it is also expected that the staff 
member has demonstrated the relevant qualities to a greater degree, across a wider range of 
activities and over a longer period. This means that:  
 

 The staff member has acquired the SKO Teaching Qualification (or has successfully 
completed the Educational Leadership course). 
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 The teaching dossier (including teaching activities from the previous two years) 
demonstrates that: 
- The staff member has devoted the allocated proportion of his/her working hours to 

teaching in reality, and that teaching has accounted for at least 40% of his/her working 
hours.  

- The evaluations for all aspects are ‘Good’ or ‘Very good’. If one component is evaluated 
as lower than this, it is clear that this is a temporary aberration. 

- At least one aspect has been evaluated as ‘very good’. 
 

• The teaching dossier, possibly in conjunction with additional information about the staff 
member’s entire career, demonstrates that the staff member:  
- has made a valued contribution to a wide variety of programmes (Bachelor’s and 

Master’s level, graduate school, university college, executive education, Honour’s 
programme). This requirement does not pertain to occasional teaching for different 
programmes, but requires evidence of the staff member’s long-term capacity to provide 
teaching for a variety of academic levels and educational programmes. 

- Has a range of experience in teaching coordination at the subject level (in particular 
coordinating courses with large numbers of students and involving multiple colleagues). 

- Where courses have been repeated, has served in an administrative role for cross-
curricular educational activities (e.g. chair of Programme Committee, chair of 
Examination Board, programme coordinator). 

- Has undertaken substantial and effective initiatives in the field of educational renewal, 
aimed particularly at improving or maintaining the connection between education and 
the learning outcomes of the programme and relevant social and academic 
developments. 

 
 
Research 
 
Publications 
Lifetime production must meet one of the following criteria (expressed in AI percentages without 
correction for the number of authors): 

• There are x publications, whereby x is no greater than 20, and the researcher has at least x 
publications with an AIp of at least (100 - 1.5*x). (Therefore: at least one with an AIp of 
98.5, or two with an AIp of 97, and so on, down to at least 20 with an AIp of 70); 

 
For professorial chair candidates within the departments of Economics, Regional, Urban and 
Environmental Economics and Econometrics, the following additional requirements apply: 

• At least ten publications with an AIp of at least 80. 
• At least four publications with an AIp of at least 90. 

  
Indirect and contract funding 
Significant funding secured (NWO/ERC) (or equivalent for contract funding). 
 
Research supervision 
Co-supervisor of several full-time PhD students. 
 
Membership of editorial board(s) 
Member of the editorial board of one or more ISI journals with AIp >0.8. 
 
Fellowship 
TI/ABRI fellow. 
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Research coordination 
Translation of developments in the research field into national research programmes. 
 
Valorization 
Active role in disseminating research-related knowledge through educational innovation and 
interventions in practice. 
 
Citations 
100 ISI. 
 
 

5.2. FACULTY REQUIREMENTS FOR PROFESSOR 1 
 
Requests for promotion to Professor 1 are reviewed by the Faculty Appointments Committee. The 
task of the committee is to provide a recommendation on the promotion for the Faculty Board. 
 
5.2.1. PROCEDURE 
 
Composition of Faculty Appointments Committee 
The Faculty Appointments Committee consists of the following members:  

• six professors, including at least one man, one woman and one Director of Studies; 
• Personnel consultant; 
• A maximum of two ad hoc members who are familiar with the scientific discipline of the 

staff member. 
If the head of department is a permanent member of the appointments committee, he/she will 
adopt a cautious position if the portfolio of his/her own staff member is being discussed by the 
committee. 
 
The role of the head of department 
The head of department must submit a request, through the personnel consultant, for the 
promotion of the staff member to the Faculty Appointments Committee, including the following 
documents: 

• A reasoned letter from the head of department that addresses the UFO and the faculty-
specific criteria; 

• curriculum vitae; 
• list of publications; 
• a teaching dossier 
• annual interview report. 

 
Role of the Faculty Board 
On the basis of the recommendation of the committee and the dossier in its entirety, the Faculty 
Board decides whether the staff member is to be promoted and informs the committee of its 
decision.   
 
 
5.2.2. FACULTY-SPECIFIC CRITERIA:  
 
Appointment as Professor 1 is possible if the requirements for Professor 2 in relation to both 
education and research are met, and if the requirements listed below in relation to either teaching 
and administration, or research, are also met. 
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Teaching and administration 
 

1. While the criteria outlined under Professor 2 primarily involve an internal focus, at this level a 
nationally and preferably internationally established reputation in terms of teaching expertise 
is expected, as evidenced by indicators such as:  
- recurring membership or chair(wo)manship of accreditation committees 
- author of internationally acclaimed textbooks 
- regular functioning as advisor or expert in the field of educational issues 
- widely recognized contributions to educational innovation 
- giving lectures or presentations, receiving invitations to speak as keynote speaker at 

(national or international) educational conferences or study days.  
 

And: 
 

2. valuable managerial qualities, as demonstrated by successful functioning as head of 
department, director of a programme of a significant size, or similar roles.  

 
Research 
 
Publications 
For a promotion to Professor 1, the lifetime production of the staff member will be considered. This 
must comply with the publication requirements for Professor 2, with the additional requirement 
that five articles must have been published in a journal with an AIp of 0.93 or higher. For Professor 
2, the requirement of four articles in journals with an AIp of at least 0.9 will therefore automatically 
have been met. The requirement of at least 10 publications with an AIp of at least 80 is also 
applicable. 
 
Indirect and contract funding 
Significant funding secured (NWO/ERC) (or equivalent for contract funding). 
 
Research supervision 
Substantive supervision of academic staff members who are engaged in research activities 
Supervising professor of several full-time PhD students (at least 3). 
 
Membership of editorial board(s) 
Member of the editorial board of one or more ISI journals with an AIp >0.9. 
 
Fellowship 
TI/ABRI fellow. 
 
Research coordination 
Translation of developments in the research field into international research programmes. 
 
Valorization 
Very active role in disseminating research-related knowledge through educational innovation and 
interventions in practice (to a clearly greater extent than for Professor 2). 
 
Citations 
150 ISI. 


