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Note in advance: 
We want to stimulate equality, diversity and inclusion within all departments of the FMG. Of course, 
this does not mean that the same actions are needed within each department. Depending on the 
composition of the job groups and programme groups within a department, the objectives and actions 
will differ per group and department. For example, within one function group there may be a need for 
more women, while within another group there may be a need for more employees with a migration 
background. This is up to the departments to determine.  
The M/F policy as adopted in 2019 will remain in force, but will be complemented by a diversity 
policy to increase the proportion of employees with a migration background. Depending on the 
current composition of a programme group or function group, the departments will determine which 
under-represented groups will be given priority in order to strengthen equality, diversity and inclusion 
within a department. 
 
Reason 
In a discussion paper on diversity of the CvB at the UvA (dd. 19022019) the principles of the 
diversity policy at the UvA are outlined, as well as the contours for some measures to implement it. 
The memorandum notes that the percentage of female professors appointed in 2019 is 20%. Over the 
next three years, the Executive Board intends to raise this percentage to 50% for all professors 
(ordinary and special). This means that 50% of the appointments to be made from 2019 onwards must 
be women. 
In order to promote the transparency of appointments, the Board proposes that faculties indicate when 
nominating a male candidate how widely candidates were sought and why no female candidate could 
be nominated. In addition, each faculty is expected to draw up a plan of approach. 
 
The proportion of women in top positions within the FMG 
Just as at other universities and within other faculties, the number of women at the FMG decreases the higher 
up the university ladder (35% of professors are women, 43% of UHDs are women, 59% of UDs are women, 
and 65% of lecturers are women). Incidentally, this phenomenon does not apply equally to all departments 
within the FMG. The FMG wants to improve the balance between men and women in UHD and HGL 
positions in those departments where the percentage of women in higher positions is well below 50%. This 
means that - in some cases - the search for female candidates must be improved and that the criteria for 
selection must be well thought through. 
In addition to the professor and UHD positions, there are other management positions where it is important to 
increase the percentage of women, I am thinking mainly of the position of research directors and research 
centre of gravity pullers. 
 
Purpose: 
The goal of the FMG personnel policy in the next covenant period (2021-2026) is to increase or maintain the 
percentage of women in UHD and HGL positions at a minimum of 50%. In order to achieve this goal, I 
propose a number of measures which we will implement from 1 September 2019. 
 
Measures from 2019 onwards: 

- For new UHD and HGL nominations, the aim is to nominate female candidates in departments where 
the percentage of women in UHD and HGL positions is well below 50%. The principle applies here 
that when a man is nominated, it must be explained why no female candidate was found, or was 
deemed less suitable. 

- Appointment advisory committees for professors or application committees for UHDs should include 
at least 2 women. 



- When appointing new centre of gravity managers and a new research director, a woman must in 
principle be nominated, and in the case of a male nomination an explanation must be given as to why 
no suitable woman has been found who is willing to take up this position.  

- A board of a domain must have at least 1 woman. 
- We will monitor these measures over the next 5 years to see if they are effective. 


