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Foreword
Amsterdam, December 2017

Dear colleague,

The quality of education and research at the University of 
Amsterdam is dependent on our academic and support 
staff. Attracting, retaining and developing our employees
is therefore crucial to enhance education and research. To 
achieve this, the personnel policy must be reformed. That
is why we have presented the HR-Agenda, in which the 
UvA strives for a strong and social personnel policy.

This HR-Agenda contains a general description of the 
priorities we will be working on in the period ahead: 
leadership development, improvement of the annual 
consultations, career development policy for academic
and support staff and strategic staff planning. The common 
theme of these efforts is the focus on talent development, 
mobility, teaching in career policy and long-term 
employability. Work pressure is not mentioned as a separate 
topic because it is related to many other aspects. The UvA 
has therefore established a Task force, which will deliver an 
action plan for reducing work pressure.

In close collaboration with faculties and service departments, a 
policy note has been drawn up for each priority, indicating 
how we aim to address these issues within the UvA. With 
the principle of good employership as a guideline, we have 
explicitly taken into account the concerns and wishes that 
exist within the organisation. This was a careful process in 
which many of the recommendations made were incorporated 
and which resulted in us adopting four policy notes.

The policy note ‘Temporary and permanent staff - towards
an appropriate balance’ has not been adopted and has been 
withdrawn. With respect to maintaining an appropriate 
balance between permanent and temporary staff, the UvA has 
opted to reduce unwanted forms of flexibilisation and to invest 
in the career prospects of staff members with temporary 
contracts. The UvA has also expressly committed itself to the 
22% norm for temporary contracts for the job categories of 
professor, associate professor, assistant professor and lecturer, 
as laid down in the collective labour agreement. This norm has 
now been met at the UvA.

I am pleased that with the delivery and adoption of the 
policy notes, we can now truly begin implementing the 
HR-Agenda. Are you curious about what that entails? This 
employee version contains an overview of what we aim to 
achieve with our plans, along with a summary of the key 
points of each memorandum.  

Lastly, I would like to sincerely thank everyone who has 
contributed to preparing the policy notes. It is because of 
the collaboration with the faculties and service departments, 
along with the input of the organisation and employee 
participation in decision-making, that I am convinced that 
– with the HR-Agenda and the plans in the policy notes – we 
can realise the necessary modernisation of our HR policy.

Lucas van Wees,
HR Director, UvA
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Staff in management positions have an important role 
within the UvA. They motivate employees and create the 
conditions which enable employees to reach their full 
potential. Good supervisors work with employees to 
provide an inspiring environment and an appealing vision 
for the discipline, and promote and monitor the proper 
implementation of the UvA’s personnel policy. The 
development of academic leadership is therefore a priority 
for the UvA.

The importance of leadership

Leadership development is and will remain important; each 
year new people within the UvA are appointed to positions 
with supervisory tasks and responsibilities. Current 
supervisors are not always adequately trained or supported 
in carrying out supervisory tasks and taking on the associated 
responsibilities. The content and context of modern 
leadership in our academic environment is also changing, 
for example due to the increase in interdisciplinary work 
activities both within and outside the university. Other 
aspects that are becoming increasingly important include 
the growing attention to transparency, the monitoring and 
promotion of integrity and good research practice, the 
far-reaching internationalisation of the work field and the 
approach to dealing with work pressure. These issues 

Developing academic leadership

Leadership development at the UvA as one of the 
pillars of effective and inspiring personnel policy 

require additional attention for leadership development. 
The UvA’s goal is to ensure supervisors are better equipped, 
adequately facilitated, properly informed and effectively 
supported, based on a shared vision of leadership that is to 
be developed.

Leadership: what does it involve?

The UvA’s ambition in the area of leadership is defined as 
follows in the 2015-2020 HR-Agenda: ‘Inspiring and 
effective leadership at all levels of the UvA, contributing to 
the objectives of planning, recruitment, internal mobility, 
and external mobility of staff. The UvA offers simple and 
coherent facilities to test, develop, maintain and improve 
leadership skills.’

As an initial step, an investigation and an action plan have 
been launched for academic staff (WP) who supervise 
others. A similar leadership development track for support 
and management staff (OBP) will start at a later stage.
Various academic staff positions within the UvA involve 
administrative or supervisory components. In addition to 
the Executive Board members, deans, department chairs, 
College/Graduate School directors and research directors, 
those serving as programme leaders, full professors, 
assistant and associate professors and researchers are also 

hr-agenda policy notes  |  leadership development for academic staff 
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responsible for performing supervisory and coordinating 
tasks as well. 

The UvA employs highly educated, self-managing academic 
professionals. They generally benefit from coaching and 
connecting leadership. For supervisors, this means that they 
enable their employees to get the best out of themselves by 
optimally facilitating, encouraging and challenging them, 
thus elevating their performance to a higher level. To enable 
supervisors to fulfil their role as best as possible, it is 
essential for the university to provide good support in the 
area of academic leadership.

What will leadership at the 
UvA look like?

Coaching and connecting 
leadership in the academic 
community makes the 
organisation stronger. To 
implement this in concrete 
terms, a training programme entitled ‘Leadership in 
academia’ is being developed for (current and prospective) 
department chairs and programme and research directors. 
Among other things, this training programme will include 
modules on (personal) leadership, vision development and 
motivating leadership, supervising highly educated 
professionals, and management. Coaching/peer review is an 
integral part of the programme. The first new ‘Leadership 
in academia’ training programme is expected to be offered 
to department chairs and programme and research directors 
twice per year starting in the spring of 2018. Participants 
will be nominated by the deans of the faculties. 

In addition to the training programme, a faculty onboarding 
programme is being developed for all new supervisors, 
including those stepping up to a supervisory position 
within the UvA as well as those joining the organisation as 
new supervisors. These programmes will devote attention to:

• an intake interview in which the expectations of both 
 the organisation and the supervisor are expressed; 
• creating clarity about the division of tasks, powers and 
 responsibilities;
• the support which will be provided to the supervisor by 
 the faculty (P&O adviser, controller, etc.);
• information on policy, procedures, instruments and 

 practical matters which 
 the supervisor will deal 
 with in his/her role; 
• any (additional) learning/
 development needs 
 associated with the 
 supervisory role.

To strengthen and embed 
academic leadership at the UvA, a shared and supported 
vision is desirable. In a strategic dialogue on academic 
leadership, the Executive Board and deans will discuss the 
importance given to leadership, what is meant by academic 
leadership within the UvA and how academic leadership 
will be conveyed by supervisors at the faculties as well as by 
the Executive Board and deans themselves.
 

‘ A greater focus on inspiring 
 and effective leadership
 within the university makes the 
 organisation stronger’

hr-agenda policy notes  |  leadership development for academic staff 
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Contact

To find out more about academic leadership development, 
or if you have any questions or comments, please contact the 
P&O adviser at your faculty or Anne Ruijter, HR Policy & 
Strategy Adviser (06 55466200 / a.c.ruijter@uva.nl). 

Overview of the key points

• The UvA is developing a training programme entitled 

 ‘Leadership in academia’. This training programme 

 will include modules on (personal) leadership, supervision 

 and management. 

• All new supervisors must have a clear understanding 

 of what is expected of them and who they can contact 

 for support. Faculties will therefore offer an introduction 

 programme for each new supervisor, so that all 

 supervisors can be well informed and equipped to 

 fulfil a supervisory role within the university. 

• At the same time, the organisation and its management 

 must determine what is important when it comes to 

 leadership, what it considers necessary and how far it 

 is willing to go in order to strengthen, ensure and embed 

 academic leadership in the organisation. A strategic 

 dialogue will be organised for this purpose.

hr-agenda policy notes  |  leadership development for academic staff 

Ph
ot

og
ra

ph
y 

 L
ie

sb
et

h 
D

in
ge

m
an

s 
/ 

H
an

ne
 N

ijh
ui

s

mailto:a.c.ruijter%40uva.nl?subject=


university of amsterdam 8

HR-Agenda policy notes

Annual consultations
uva.nl

http://uva.nl


university of amsterdam 9

The UvA seeks to offer its employees ample opportunity to 
develop their talents as part of their work activities at the 
university. An annual consultation – in combination with 
other contact moments between the supervisor and the 
employee – is the ideal moment to discuss this. Topics covered 
during this consultation include employee satisfaction and 
mutual expectations. The aim is to look ahead. Where are 
we now? How can the employee further contribute to the 
UvA’s ambitions? How can the UvA contribute to the 
employee’s continued personal and professional development? 
It is in the interest of both the employer and the employee 
that staff feel heard and appreciated, that they feel free to 
express their development needs and feel involved in the 
ambitions of the organisation. Conducting annual 
consultations and improving their quality is therefore a key 
point in the HR-Agenda. 

The importance of annual consultations

The annual consultation between the supervisor and employee 
is generally seen as the ‘linchpin’ of personnel policy. The 
UvA believes that the way in which annual consultations are 
currently being conducted can be improved. An annual 
consultation as a summary of a series of constructive 

Improvement of the annual consultations at the UvA

Constructive annual consultations between 
employees and supervisors as a basis for 
performance and career development    

discussions held throughout the year can enhance an 
employee’s experience of their work. After all, it gives the 
employee insight into what is going well and which areas 
need improvement and development. It is also important 
that mutual expectations are expressed and concrete 
agreements are made about work and development. 

Improving annual consultations: what does it involve?

The principle held by the UvA is that everyone (employees 
with both permanent and temporary appointments) should 
have an annual consultation at least once per year. The purpose 
of the annual consultation is to give and receive feedback 
and to express development wishes and possibilities. In 
contrast to an assessment interview, an annual consultation 
is a two-way conversation. The annual consultation is 
approached from a positive angle: it’s about looking ahead 
and having space for (mutual) feedback. In this way, the 
annual consultation is in line with the discussions held 
throughout the year. A good annual consultation is 
characterised by thorough preparation on the part of both 
the supervisor and the employee. There is an open and safe 
setting with mutual respect in which both parties are 
guaranteed the opportunity to give their input. In conclusion: 

hr-agenda policy notes  |  annual consultations



university of amsterdam 10

the annual consultation is more important than the 
administrative processes surrounding it or the reporting on 
the consultation itself; these preconditions should be organised 
as easily and efficiently as possible. 

The annual consultation focuses on four core questions: 
1. What do you think of your work and working 
 situation?
2. What went well in the past year and what are areas
 for improvement? 
3. What do you need in order to develop yourself further?
4. What are your wishes and 
 possibilities for the future?  

What will annual 
consultations at the UvA 
look like?

In order to support 
supervisors and employees 
and encourage them to 
conduct annual consultations 
at least once per year, the 
UvA will be launching or intensifying various initiatives in 
the years ahead. A number of different efforts will be made 
to improve the quality of the annual consultations. This will 
be achieved by providing clear and effective information 
about the meaning and purpose of the annual consultations, 
as well as training and coaching for employees and 
supervisors. 360-degree feedback can be used in preparation 
for the annual consultations. A digital tool will also be 
made available for the registration and archiving of annual 
consultations.  

‘ An annual consultation is the    
 ideal moment to take a step back 
 from day-to-day issues and 
 reflect on how things are going, 
 express mutual expectations and 
 look ahead.’ 

hr-agenda policy notes  |  annual consultations
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Contact

To find out more about annual consultations, or if you have 
any questions or comments, please speak to the P&O adviser 
at your faculty or service department, or contact Petra 
Brok, Senior HR Policy & Strategy Adviser (06 55487306 / 
p.m.brok@uva.nl).  

Overview of the key points

• Everyone at the UvA (employees with both fixed and 

 temporary appointments) will take part in an annual 

 consultation at least once per year.

• The annual consultation is approached from a positive 

 angle: it’s about looking ahead and focusing on 

 development. There is also room for (mutual) feedback

• The main priority is the quality of the annual 

 consultation, not the administrative processes 

 surrounding it.

hr-agenda policy notes  |  annual consultations
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The UvA’s success is partly determined by the commitment 
and quality of its staff. In order to attract and retain talented, 
highly educated employees, it is essential to offer attractive 
career prospects. Career development policy is therefore 
one of the five priorities of the HR-Agenda. This ensures the 
UvA gives its employees the opportunity to continuously 
develop themselves.

The importance of career development policy

Career development policy is primarily about the 
opportunities offered in the area of career development and 
the way in which these are provided. The transparency, 
uniformity and meticulousness of communication is crucial 
in this regard. Employees themselves must be empowered 
to take control of their career. The aim is to enable employees 
to reach their full potential in the position that is right for 
them. This is beneficial for both the UvA and the individual 
employee. Career development is a process that begins in 
the workplace, in a discussion between the employee and 
supervisor. The UvA facilitates further career development 
by providing effective information and offering opportunities 
for professional development within and outside the UvA. 
Tailor-made solutions can also be found to facilitate 
individual wishes.  

Career development policy

Enabling employees to take control of their
own career 

Career development policy: what does it involve?

Although the career development policy for academic staff 
(WP) and support and management staff (OBP) is similar in 
some respects, there are differences in these groups’ work 
and working environments and thus in their respective career 
development policies. 

The labour market for academic staff is internationally 
oriented and highly competitive. The focus therefore lies 
mainly on career opportunities within the discipline at the 
faculty or outside the university, and sometimes even outside 
of the Netherlands. For this reason, an open and external 
labour market is important. There are also differences 
between disciplines, making it desirable to incorporate 
customised options for each faculty when implementing 
career development policy. This career development policy 
for academic staff features the following key objectives:

•  achieving a better balance between education and 
 research valuation;
• ensuring that appointment and promotion criteria are 
 available and accessible at all faculties;
• developing a Tenure Track (TT) toolbox for faculties 
 wishing to apply TT, for example as a pilot;
• exploring the possibility of developing a set of indicators 
 for teaching performance;

hr-agenda policy notes  |  career development policy
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• preparing academic staff with a temporary appointment 
 – namely doctoral candidates, postdocs and lecturers –  
 for their next career move within or outside the university 
 through education and training. 

Support and management staff primarily operate in a national 
labour market. Striving for continuous career development 
and long-term employability strengthens internal mobility 
within the university. As a result, employees’ available 
qualities can be utilised more effectively. The development 
of career development policy for support and management 
staff at the UvA focuses on the following objectives:

• improving (annual) consultations between employees 
 and supervisors – useful career prospects must be 
 presented in a clear and 
 organised manner;
• setting up a transparent 
 and well-functioning 
 internal labour market for 
 support and management 
 staff;
• making career agreements 
 (with promotion 
 pathways) with employees with growth potential.

What will career development policy at the UvA
look like?

We are working on creating a digital HR portal. Within this 
online environment, employees will have access to extensive 
and clearly organised information on career development 
opportunities at the UvA. This will include training and 

development opportunities, (internal) vacancies, and guidelines 
for conducting constructive annual consultations. 
Information will also be provided on opportunities relating 
to career advice and support, as well as the available study 
facilities. In addition, recurring career events will be 
organised which are primarily aimed at UvA employees 
with a temporary employment contract. This will enable 
employees to take control of their own career development 
and start making progress. 

hr-agenda policy notes  |  career development policy
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 and supervisor.’
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Contact

To find out more about career development, or if you have 
any questions or comments, please speak to the P&O adviser 
at your faculty or service department, or contact Petra 
Brok, Senior HR Policy & Strategy Adviser (06 55487306 / 
p.m.brok@uva.nl).

Overview of the key points

•  Modernising the UvA’s ‘Framework for Requirements 

 for Appointments and Promotions’ so that achievements 

 in teaching can be better taken into account.

• UvA employees should take control of their own career.

• The UvA facilitates career development in various ways, 

 for example by providing effective information and 

 offering opportunities for professional development.

• Due to differences in terms of work and working 

 environment, the career development policies for 

 academic staff and support and management staff 

 each have their own focus and key objectives.

hr-agenda policy notes  |  career development policy
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The environment in which the UvA operates is becoming 
increasingly dynamic and complex as a result of factors such 
as fluctuating student numbers, the growing importance of 
indirect government funding and private funding and 
internationalisation. The need to anticipate rather than react 
is becoming greater compared to a few years ago: how can 
the UvA continue to attract and develop the right people in 
order to realise its ambitions related to education, research 
and valorisation? Strategic staff planning (SSP) is an instrument 
for supervisors. The goal is to put the right people in the 
right places, both now and in the (near) future. This is done 
through a five-step process. Briefly stated, SSP offers insight 
into actions which are necessary to achieve a desired 
staffing scenario (both qualitatively and quantitatively), 
based on the qualities and talents of current staff and in line 
with the organisational objectives in the area of education 
and research. In this way, employees can be given timely 
information regarding opportunities to develop their talents. 
For this reason SSP has been included as one of the key points 
on the HR-Agenda. 

The importance of strategic staff planning

Dealing with and anticipating societal changes requires a 
different way of thinking at the university. The growing 
importance of matters such as financing scientific research 

Strategic staff planning

The right person in the right place: now and in
the future  

from external flows of funds, educational innovation, 
digitisation and internationalisation being good examples. 
The changes also place increasing pressure on the adaptive 
capacity of universities and their staff. The timely anticipation 
and management of changes in a complex and dynamic 
environment is an essential part of a modern university. By 
being aware of necessary capacities and utilising available 
qualities, the likelihood of adverse consequences (such as 
reorganisations and high workloads) can be reduced. 

Strategic examination of business operations and personnel 
processes is not new, and is already being used in various 
ways. Several units within the UvA are already working 
with or developing SSP. This is reflected in efforts such as 
linking the financial scope for the following year to a staff 
overview. Some units are also working with a review or 
personnel scan, in which employees’ qualities and 
development potential are identified. In the current situation, 
this does not always result in the development of a medium 
to long-term staffing plan which is linked to the strategy. 
An analysis within the UvA has revealed that there is a need 
for (project-based) support in the organisation in order
to facilitate anticipation in the longer term. The use of a 
management tool such as SSP can fill this need.  

hr-agenda policy notes  |  strategic staff planning
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Strategic staff planning: what does it involve?

Strategic staff planning (SSP) as a management tool is aimed 
at translating an organisational unit’s research, educational 
and valorisation objectives into the desired staffing scenario. 
This instrument offers supervisors support in developing a 
staffing plan for the medium to long term, based on the 
ambitions, external developments and financial parameters. 
Within the separate management teams, a general strategic 
analysis will be carried out and, as a result, policy choices 
will be made regarding the optimal deployment of staff in 
the future. The aim here is to achieve the best possible 
balance between the needs of 
the organisation given the 
external opportunities and 
threats on the one hand, and 
the desired positions, 
competences and qualities of 
the employees on the other. 
SSP thus provides clarity for 
teams and employees 
regarding the opportunities to develop their talents. By 
using SSP as an instrument, active steps can be taken 
towards promoting talent and career development. 

SSP involves five general process steps, which are part of a 
cycle. The method allows for variation in its implementation 
and planning per faculty, service or department:

• Translating the strategy into the desired multi-year 
 staffing plan (qualitative and quantitative): Which qualities 
 and capabilities do we need, both in the current situation 
 and in the future?
• Analysing the current workforce (qualitative and 

 quantitative). Which qualities and capabilities are 
 currently available, and what is the expectation for the 
 (near) future? 
• Gap analysis. Identifying the difference between the 
 current and desired workforce: Which qualities and 
 capabilities are lacking, and what is there a ‘surplus’ of 
 in the workforce, both now and in the (near) future? 
• Action plan or staffing plan. What is needed to overcome 
 these shortages and surpluses? This might include training 
 and developing new knowledge and skills, but also 
 recruiting or even saying goodbye to colleagues (in phases). 
 The underlying idea is that everyone benefits when 

 employees are in the
 right place. 
• Evaluation. What results 
 has or hasn’t the SSP 
 process delivered for us? 
 What can be improved in 
 the next cycle? 

What will strategic staff planning at the UvA look like?

To implement SSP as a management tool at the UvA, three 
pilots will be launched within the faculties and service 
departments. This will provide the opportunity to gain 
experience with the different steps of SSP and to establish 
effective support for SSP. Where these pilots will be conducted 
will be determined at a later time. SSP is a generic instrument 
which can be applied within both an academic and an 
operational management context. Depending on the context 
of the pilot, the department chair or director of operational 
management will play a key role.      

‘Dealing with and anticipating 
 societal changes requires a 
 different way of thinking at
 the university.’

hr-agenda policy notes  |  strategic staff planning
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Contact

To find out more about SPP, or if you have any questions 
or comments, please contact the P&O adviser at your 
faculty or service department, or contact Corinne Sol, HR 
Policy & Strategy Adviser (06 12208726 / c.m.sol@uva.nl).

Overview of the key points

• By translating research, educational and valorisation 

 objectives into a desired staffing scenario, SSP as a 

 management tool expands the possibilities to anticipate 

 changes in the environment in which the UvA operates.

• In doing so, the aim is to achieve an optimal balance 

 between the needs of the organisation, the financial 

 parameters and the functions, competences and 

 qualities of the employees. 

• SSP thus provides clarity to teams and employees 

 regarding the opportunities to develop their talents. 

 Based on this information, concrete steps can be taken 

 towards promoting talent and career development.

hr-agenda policy notes  |  strategic staff planning
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