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1.

Introduction & approach

Delft University of Technology (TU Delft) is located in the west of the Netherlands. In addition to being
the largest university of technology in the Netherlands, TU Delft is the oldest. It was founded over 165
years ago, although it has borne its present name only since 1986. A fascination with science, design
and engineering is what drives the more than 13 000 Bachelor’s and Master’s students and the 5 000
staff members at TU Delft. Known for its high standards of research and education, TU Delft collaborates
with many other educational and research institutions, both at home and abroad.
Because of the importance that it attaches to a healthy research climate in Europe, the university joined
the third cohort of the Human Resources Strategy for Researchers (HRS4R) project in 2012. This project
aims to implement the 40 principles of the Charter and Code, which was signed by the Association of
Universities in the Netherlands (VSNU) in 2007, and to earn recognition through the award of the HR
Logo.
The internal analysis was conducted through desk research and interviews with 17 experts at TU Delft.
The TU Delft Strategy, as established in the strategic plan entitled ‘TU Delft Roadmap 2020’ 1, forms the
basis for the internal analysis and action plan. The Roadmap contains many action points that
correspond to the 40 principles of the Charter and Code. The strategy, which was adopted in 2012, sets
out the strategic objectives of TU Delft for the period until 2020. This strategy was developed through
university-wide discussion on the university’s strategic direction. The HR Strategy memorandum, titled
‘Freedom to Excel’, is also included in the Roadmap 2020.
The internal analysis was conducted by an interdisciplinary team comprising representatives of the
department of Legal Services, the International Office (department of Educational and Student Affairs)
and the HR department. This team is also responsible for monitoring the implementation of the action
plan.
University-wide discussion Roadmap sessions
To establish a university-wide discussion, around 50 large and smaller internal meetings were held, in
which representatives of the various groups within TU Delft discussed the university’s strategy. The
following meetings were held:
• nine Town Hall meetings, in which all staff members (both scientific and supporting) were invited to
discuss the strategy of TU Delft
• eleven Faculty meetings, in which the rector, professors, assistant professors and associate
professors from various faculties discussed the strategy
• two Management Team meetings at the University Corporate Office
• Various one-off meetings with:
o Business representatives
o Works council
o Student council
o Departmental directors
o TU Delft students who have started their own companies
o Operational Committee (consultation amongst members of the Executive Board and deans)
and the Directorate Commission of the University Corporate Office
o All Directors of Education
o HR Talent
o Staff Library
o Trainees
o The Delft Women in Science (DEWIS) network

1

http://issuu.com/tudelft-mediasolutions/docs/roadmap_uk-lr?e=7145896/1435228
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The TU Delft strategy through 2020 was discussed in all of these meetings. Discussions with this broad
representation of all stakeholders of the TU Delft ultimately led to the strategic choices that are
mentioned in Roadmap 2020.
Other relevant sessions
In addition to the objectives set out in the Roadmap, several other points have come to the attention of
TU Delft. For example, the topics involving ethical and professional aspects (e.g. academic integrity)
were discussed extensively during 25 faculty meetings, in which all stakeholders were involved. The
following groups were represented:
• Departmental directors
• Professors, assistant professors and associate professors
• HR staff
• Confidential advisors
• Management team of the Finance department
• Management team of the Marketing and Communication department
• Faculty secretaries
• EB with various key scientists
• Management teams of the University Corporate Office
Insofar as they are labeled as action points within the framework of the implementation of the Charter
and Code, these issues are also described in detail in this report.
The result of the aforementioned Roadmap sessions and other relevant meetings form the basis for this
internal analysis.
Local regulations and legislation
The internal analysis includes more than the local rules and objectives. The Collective Labour Agreement
for Dutch Universities (Collectieve Arbeidsovereenkomst van de Nederlandse Universiteiten, or CAO NU)
and national legislation were also considered.
Structure of the report
The internal analysis and action points arising from it are described in Part 2 of this report. The action
points arising from the internal analysis are shown in the appendix.
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2.

Internal analysis

In the internal analysis the 40 points of the Charter and Code are explained as these apply to TU Delft.
Not all 40 points are discussed separately. Where possible, points have been merged. The 40 points are
divided into four main themes:
I.
II.
III.
IV.

Ethical and professional aspects
Recruitment
Working conditions and social security
Training

The most important themes described above form the topics of the internal analysis. If an action point is
linked to a topic, it is shown in a table. An overview of all the improvement points and action points is
provided in the appendices.

I.

Ethical and professional aspects

1. Research freedom, ethical principles, professional responsibility & attitude
Academic freedom, ethics and integrity are of great importance to TU Delft. At both the national and
global levels, TU Delft aspires to contribute significantly to the development of solutions to major social
issues. Engineers have an impact on the world, and their work touches people’s lives. TU Delft
recognises this. The staff, students and guests of TU Delft therefore have an ethical duty to behave
accordingly.
The guidelines for the professional conduct of scientists are specified in the Dutch Code of Conduct for
Scientific Practice (Nederlandse Gedragscode Wetenschapsbeoefening) 2, which was established by the
VSNU on 17 December 2004. In addition to this Code of Conduct, which applies to TU Delft, the TU
Delft Regulations on Academic Integrity 3 have also been established. These regulations are currently
being revised. These regulations establish guidelines regarding what should be understood as the
principles of academic integrity and what is expected of staff members in this regard. In light of the
importance that TU Delft attaches to this topic, an academic integrity committee has been established to
monitor compliance with the TU Delft Regulations on Academic Integrity.
In addition to the Regulations on Academic Integrity, TU Delft also has its own Code of Ethics, which
includes the university’s core values: respect, integrity, expertise, commitment and transparency.
Academic integrity is an important issue, and the Code of Ethics has recently been revised. In order to
raise awareness amongst employees, considerable attention has been devoted to this code through such
activities as organising a university-wide conference in March 2013, during which the subject was
discussed extensively. All scientists and other interested parties were invited to this conference. The
following statement has been incorporated in the TU Delft Code of Ethics:
“Academic staff apply the core values in their role as researcher as well as in their interaction
with their students and colleagues. They strive to present excellent and innovative
contributions to their field and bring those to the attention of their peers and of a larger
audience. They are aware of dilemmas and the social dimensions of work in their field and
take care to execute their research meticulously. They strive to avoid potential conflicts of
interest, and bring such conflicts to the attention of the university if these come to their
attention.”

2
3

http://www.vsnu.nl/files/documenten/Domeinen/Onderzoek/Code_wetenschapsbeoefening_2004_%282012%29.pdf
https://intranet.tudelft.nl/en/targeted-info/research-support/administration/regulation-academic-integrity/
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In cases involving the apparent breach of the guidelines for the professional conduct of scientists (as
specified in the Code of Ethics, the TU Delft Regulations on Academic Integrity and in the Dutch Code of
Conduct for Scientific Practice) a complaint may be filed with the Academic Integrity Committee. This
committee formulates recommendations after holding hearings with the parties involved.
The following committees were also established in 2012:
• TU Delft Conflict-of-Interest Committee: This committee advises the Executive Board on possible
conflicts of interest for staff members who engage in market-oriented activities.
• TU Delft Human Trials Committee: Researchers at TU Delft are conducting an increasing number of
studies involving human subjects (human involved experiments). The Executive Board has approved
the establishment of a Human Trials Committee as a subcommittee of the Academic Integrity
Committee.
In addition, a page on integrity 4 was launched on the TU Delft website in late 2012. This page provides
staff members with information on this topic, along with the associated regulations. Attention is also
being paid to academic integrity in a number of other ways. For example, an entire day of the
introduction sessions for PhD students is devoted to academic integrity.
The core values of TU Delft (e.g. integrity and transparency) are mentioned in the strategic plan TU Delft
Roadmap 2020 5, in which the university’s strategy is set down. Through openness and transparency, TU
Delft strives to avoid any conflicts of interest (or the appearance thereof).
Integrity receives considerable attention within TU Delft. For example, the regulations for ancillary
activities and business travel have recently been revised. Table 1 provides an overview of the action
points aimed at promoting transparency.
Improvement
point

Promoting
transparency

Action point

Completed

Responsible

Online publication of ancillary activities.

Q3 2013

Establish a confidential advisor for
academic integrity and a contact for
whistle-blowers.

Q2 2013

Revise the TU Delft Regulations on
Academic Integrity The regulations should
be brought into line with the national model
regulations for complaints about academic
integrity.

Q2 2013

Executive
Board(EB)/HR
EB (Supported
by Legal
Services and
Strategic
Development)
EB (Supported
by Legal
Services and
Strategic
Development)

Table 1: Action points for Transparency

2. Accountability
The Standard Evaluation Protocol (SEP) 6 is the protocol for evaluating and assessing academic personnel
in the Netherlands. The SEP is intended to provide common guidelines for the evaluation and
improvement of research and research policy based on assessment by experts (peer review). The
protocol centres on external assessment once every six years, based on self-evaluation and site visits.
Midterm assessments will be conducted between two external assessments. The SEP has two objectives:
the evaluation of the research institute as a whole and the evaluation of its research programmes. Three

4

http://www.tudelft.nl/en/about-tu-delft/strategy/integrity-policy/code-of-ethics/
Roadmap TU Delft, p. 12
6
http://www.tudelft.nl/en/research/quality-assurance/protocols/
5
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components are tested: 1) results that are relevant for the scientific community, 2) results that are
relevant for society and 3) the training of PhD students.
The 3TU protocol 7 has also been developed within the framework of collaboration between the three
universities of technology in the Netherlands. This protocol is based on the SEP. At the local level, the
applicable values and norms within the university are reflected in the Code of Conduct for Academic
Integrity and the TU Delft Code of Ethics (see also the provisions under Point 1). As noted in the Code of
Ethics, TU Delft strives to achieve openness and transparency. The Code also states that education,
research (and the valorisation thereof) and administrative decision-making processes must be verifiable
at all levels. In addition, the Code specifies that staff members must be careful and efficient in their use
of university budgets.
TU Delft attaches considerable importance to high quality in its research and education.
The institutional plan TU Delft Roadmap 2020 8 reflects the ambition to be assessed at least as very good
or excellent according to the SEP. Programmes receiving significantly low scores are subject to
adjustment or elimination. Until 2020 the focus will be on the continued application of the national
frameworks and protocols for the external assessment of the quality of research. The SEP will be
decisive in this regard.
TU Delft aspires to further improve its ability to assess scientific research, and has established several
actions to this end, as presented in Table 2.
Improvement point

Improvements in ability
to assess scientific
research according to
indicators

Action point

Completed

Responsible

Establish guidelines (assessment indicators) to
allow international comparison of Master’s
thesis research. This is being accomplished in
collaboration with ETH Zurich and RWTH
Aachen (three partners in the IDEA league).
Share guidelines in the CESAER network.

Q2 2013

Legal Services

Q2 2014

Legal Services

Q2 2013

Graduate
School

Develop workshops for tenure-track staff to
help them provide proper supervision to their
PhD students during their doctoral
programmes.
First tenure-track staff members attend
workshops on supervising doctoral
programmes.

Q1 2014

Table 2: Action points for Accountability

3. Dissemination, exploitation of results & public engagement
TU Delft attaches considerable importance to knowledge valorisation and sees this as its third core task,
in addition to the provision of scientific research and education. Contacts with the business community
are highly valuable and ensure the transformation of knowledge into products, services and processes. It
corresponds to the social task of TU Delft and its ambition to contribute to a competitive economy.
Knowledge distribution has been included among the duties listed in the job profiles for academic staff.
The TU Delft Valorisation Centre offers the students and staff of TU Delft support in connection with the
valorisation of knowledge. Knowledge valorisation is also a component of the assessment of scientists.

7
8

http://www.tudelft.nl/en/research/quality-assurance/protocols/
TU Delft Roadmap 2020, p. 57
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Science Centre Delft 9 was established on 1 September 2010. This Centre aims to show the public the
focus of research at TU Delft and how the results can be observed in everyday activities. Various
research installations prepared by students and staff members are displayed in the Science Centre, and
visitors are able to interact with the experiments themselves.
In addition, the Delft TopTech Institute, a subsidiary of TU Delft, is working on the development of postMaster’s and in-company programmes. Delft TopTech provides programmes specifically aimed at
professionals and managers with several years of experience who would like to broaden and deepen
their knowledge.
TU Delft presents its research through four main channels, known as the Delft Research Initiatives:
Energy, Health, Environment and Infrastructures & Mobility. Each theme has its own communications
advisor, who assists scientists in communicating research projects and results to society.
Another goal included in Roadmap 2020 involves the further development of the valorisation profile. The
actions associated with this point are shown in Table 3.
Improvement
point

Develop the
valorisation
profile further

Action point

Completed

Responsible

Develop a form of annual reporting in
the area of knowledge valorisation.
Develop a 2013-2020 valorisation
agenda for the guidance of supporting
activities in the area of valorisation.

Q4 2013

Valorisation Centre

Q4 2013

Valorisation Centre

Select indicators in order to improve
the visibility of performance in terms of
valorisation and to use them for
national and international comparisons.
Further strengthen regional networks
in
the
area
of
public-private
partnerships. In concrete terms, the
objective is to establish a regional
development in the Zuid-Holland
region.
Formulate an innovation strategy by all
faculties, as an integral part of the
strategic planning of the faculty.
Investigate
the
possibility
of
establishing a multi-talent transitional
building on campus for start-ups.

Q3 2013

Valorisation Centre

Q1 2014

Valorisation
Centre
(in
collaboration with the cities
of Delft, The Hague, Leiden
and Rotterdam, as well as
with the universities in Delft,
Rotterdam and Leiden)
Deans

Q2 2014
Q4 2014

Table 3: Action points for valorisation

Facility Management & Real
Estate
with
Valorisation
Centre

4. Non-discrimination
As described in Roadmap 2020, the core values of TU Delft are respect, integrity, expertise, commitment
and transparency. 10 Within these core values, and thus within TU Delft, there is no room for any form of
discrimination whatsoever. Employees who have experienced inappropriate conduct are able to turn to a
confidential advisor. They may also file a complaint according to the Complaints Procedure for
Inappropriate Conduct.

9

http://www.sciencecentre.tudelft.nl/en/
TU Delft Roadmap 2020, p. 12

10
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Dutch legislation also stipulates that discrimination is not allowed. This is established in the following
laws, to which TU Delft and its staff members are naturally bound: the General Equal Treatment Act
(Algemene Wet Gelijke Behandeling), the Act for the Equal Treatment of Men and Women (Wet Gelijke
Behandeling Mannen en Vrouwen), the Working Time Discrimination Act (Wet Onderscheid Arbeidsduur),
the Equal Treatment Act (Wet Gelijke Behandeling) on grounds of disability or chronic illness and the
Equal Treatment Act on grounds of age in employment.
5. Evaluation/appraisal systems
TU Delft operates a Result and Development (R&D) cycle for all of its staff. The R&D cycle starts with
setting goals for the coming year, and it ends with the evaluation of the results at the end of the period.
Progress meetings are scheduled between interviews. The R&D cycle is applied for all temporary and
permanent employees. Staff members are evaluated by their immediate managers and a co-assessor.
The R&D cycle contributes to an independent and transparent form of assessment.
In addition to the R&D cycle, TU Delft has also adopted the Guidelines for Conscientious Compensation
(Gedragslijn Bewust Belonen), which define the policy regarding compensation at TU Delft. The manual
for the R&D cycle and the Guidelines for Conscientious Compensation are available on the TU Delft
website 11.
In order to further develop the R&D cycle, TU Delft aspires to introduce the 360 degree feedback
instrument to the R&D cycle for all positions at scale 10 or higher 12.
Improvement
point
Improve R&D
cycle

Action point

Completed

Responsible

Introduce the 360-degree feedback instrument in the
Result and Development (R&D) interview.

Q4 2014

HR

Table 4: Action point R&D

11
12

https://intranet.tudelft.nl/en/career-and-development/result-and-development-cycle-2013/
TU Delft Roadmap 2020, p. 89
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II. Recruitment
6. Recruitment
TU Delft follows the guidelines of the Recruitment Code of the Netherlands Association for Personnel
Management and Organisation 13 (NVP code). In accordance with this recruitment code, applicants
receive clear information in advance with regard to the recruitment procedure to be followed, the
content of the vacancy and its place within the organization. For example, in addition to the relevant
characteristics of the vacancy, the advertisement text lists the method of application, the information to
be provided by the applicant, any special selection procedures (e.g. psychological
examination/assessment), any pre-employment medical examination that may be required and the
application deadline. Vacancy advertisements include at least the following relevant characteristics: job
requirements, tasks, responsibilities, position within the organisation, nature of employment, working
hours, contract length and location. Job requirements involve skills, behaviours and personal qualities.
Requirements for personal characteristics are specified only if they are necessary for good job
performance, and must never be in conflict with statutory regulations.
In addition to the NVP code, TU Delft also applies its own guidelines for the recruitment and selection of
academic staff (R&S Guidelines for Academic Staff 14). In accordance with these guidelines, the
advertisement text must include the components required on the CV and the possible use of an
assessment.
TU Delft is also a member of Academic Transfer 15 (AT), a job site for scientists. Academic Transfer is a
cooperative in which all members have committed themselves to placing all their academic vacancies on
the website. The main objective is to offer the complete range of available positions for PhD students,
researchers, post-docs, assistant professors, associate professors and full professors. The website is
multilingual. All vacancies for which foreign candidates are explicitly recruited are also available in
English. By default, academic vacancies are posted to international job sites (e.g. EURAXESS).
As mentioned in the TU Delft HR Strategy memorandum entitled ‘Freedom to Excel’ (HR Strategy), TU
Delft strives to achieve diversity amongst its incoming staff. People with different characteristics and
backgrounds have different frames of reference and choose different angles, thus enriching research and
education. 16 The HR policy aims to encourage diversity in all areas (including age, nationality/culture and
gender). The first priority for TU Delft is gender diversity. 17 See also the provisions under Point 19.
In accordance with the TU Delft Roadmap 2020 18 and the HR Strategy, 19 recruitment procedures for
academic staff focus on attracting highly talented candidates with mono-disciplinary knowledge, but with
multidisciplinary interests and experience, an orientation towards application, didactic qualities and broad
competencies. Recruitment efforts also focus on candidates with high potential who are able and willing
to develop to this level.
The careers for academic staff at TU Delft are clearly described in the HR Strategy 20 and the TU Delft
Tenure Track Directive. 21 The Tenure-Track Policy is described in the latter memorandum. This policy is
aimed at offering assistant professors with high potential career paths that progress to the ranks of
associate professor and eventually full professors.
13

http://www.nvp-plaza.nl/documents/doc/sollicitatiecode/sollicitatiecode-english-2009.pdf
R&S Guidelines for Academic Staff, p. 14
15
http://www.academictransfer.com/
16
TU Delft HR Strategy, p. 20
17
TU Delft HR Strategy, p. 20
18
TU Delft Roadmap 2020, p. 78
19
TU Delft HR Strategy, p. 20
20
TU Delft HR Strategy, pp. 22-26
21
http://www.tudelft.nl/en/about-tu-delft/working-at-tu-delft/a-career-at-tu-delft/academic-staff/career-prospects/tenure-trackprogramme/
14
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Career development opportunities are clearly indicated in the wording of vacancy advertisements. The
R&S Guidelines for Academic Staff 22 further specify that the closing date for application should be
coordinated with the date on which the advertisement was last posted.
7. Selection & Transparency
In accordance with the HR Strategy, selection procedures for new academic staff should involve an
assessment of the qualities that TU Delft seeks. This requires that assessment methods and the
composition of selection committees should be carefully coordinated to the position and quality
requirements, as well as to the general competencies that the TU Delft organization considers important
(i.e. management, personal leadership and willingness to change). 23
Appointment Advisory Committees (AACs) are composed in such a way that the candidate can be
assessed with authority on all selection criteria. 24 For example, in order to assess the didactic qualities of
candidates, the director of education is always a part of the AAC. In addition, the AAC must include at
least one woman, an HR advisor and a professor or associate professor from another section. The HR
department also monitors the quality of the composition of the AAC.
In accordance with the TU Delft R&S Guidelines for Academic Staff and the checklist of the TU Delft
Council of Professors, 25 selection committees for the recruitment of professors are to be composed as
follows: one member from another faculty, one member from another university, one member from the
social environment and one internal or external female expert in the field.
The HR Strategy specifies that a wide range of resources should be used in order to assess the required
qualities in the selection of assistant professors, associate professors and full professors. Examples
include the following: giving a lecture, presenting a research vision, conducting interviews with various
stakeholders, peer review and an assessment of management and leadership skills. All of these
instruments are used in selection processes. 26
As described under Point 6, the career tracks for academic staff at TU Delft are clearly described in the
HR Strategy and in the memorandum on the TU Delft Tenure-Track Policy. Career prospects are clearly
specified during the recruitment process.
Finally, in accordance with the R&S Guidelines for Academic Staff, all candidates who have been rejected
will be informed by telephone by the chair of the selection committee. 27
8. Judging merit (Code)
As mentioned under Point 6, in the interest of strengthening the academic staff, TU Delft seeks highly
talented candidates with mono-disciplinary knowledge, but with multidisciplinary interests and
experience, an orientation towards application, didactic qualities and broad competencies in the area of
networking, entrepreneurship, leadership, organisation and communication. The TU Delft also seek
candidates with high potential who are able and willing to develop to this level. This is noted in several
documents, including the memorandum on the TU Delft Tenure-Track Policy. 28
In accordance with the HR Strategy, these qualities should also be tested during the selection of new
staff members. To this end, testing methods and the composition of selection committees (see also Point
22

R&S Guidelines for Academic Staff, p. 14
TU Delft HR Strategy, p. 19
24
TU Delft HR Strategy, p. 19
25
R&S Guidelines for Academic Staff, p. 63; Appendix to the checklist of the TU Delft Council of Professors
26
TU Delft HR Strategy, p. 19
27
R&S Guidelines for Academic Staff, p. 16
28
TU Delft Tenure-Track Policy, p. 3
23
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7) should be carefully coordinated to the position and quality requirements, as well as to the general
competencies that the TU Delft organisation considers important. 29
9. Variations in the chronological order of CVs (Code) & Recognition of qualifications
In accordance with the TU Delft R&S Guidelines for Academic Staff, candidates are selected on the basis
of the content of the CV and the cover letter, among other things. 30 If desired, the candidate may
explain any variations in chronological order.
The Competence Instrument for Universities in the Netherlands (Competentie-instrument Nederlandse
Universiteiten) 31, which was developed for the recruitment, selection and development of employees,
can be used for the valuation of alternative career patterns. This instrument, which is linked to the
University Job Classification (Universitair Functie Ordenen, or UFO) profiles, consists of competences in
all job profiles, in addition to several generic competence profiles. The competences are derived from
five clusters of competence areas: brainpower, personal effectiveness, influence, leadership and the
ability to achieve results.
Items testing each competence have been included in the competence instrument in order to support
processes of recruitment and selection. These test questions can be used to pose targeted questions to
potential candidates for a position.
10. Recognition of mobility experience
In its HR Strategy, TU Delft specifies that work experience in different environments is valued. 32
Scientists can thus enhance their academic careers by occasionally stepping outside of the institution in
order to develop new ideas. For this reason, PhD students who would like to remain at TU Delft are first
advised to pursue a post-doctoral position elsewhere. In general, post-docs are also advised to seek a
position elsewhere following their temporary appointments. These staff members are not lost to TU
Delft. The university’s international network is enriched through these practices. Some of these scientists
eventually do return, bringing with them intellectual baggage and experience.
At TU Delft, researchers with more experience are also regularly encouraged to refresh their knowledge
by taking sabbaticals, undertaking new activities, or engaging in an exchange with industry or other
scientific organizations, to name a few examples.
11. Seniority
According to the Collective Labour Agreement for Dutch Universities 33, the employer determines the job
profile and the job of the staff members in accordance with the rules of the University Job Classification
system. 34 The actually assigned duties form the basis for the classification (valuation) of a position. The
applicable job profile is based on the assigned duties. To determine the level of particular positions,
classification criteria are included in each job profile. The classification criteria are included in the job
profile as a matrix, ranging from the lightest level of the position to the heaviest level. Finally,
classification rules have been included. The criteria of the University Job Classification System form the
basis for recognition of the seniority requirement. The classification criteria indicate the level of the
position.

29

TU Delft HR Strategy, p. 19
R&S Guidelines for Academic Staff, p. 16
31
http://www.vsnu.nl/files/documenten/CAO/2010.12.01%20Competentie%20Instrument%20VSNU.pdf
32
TU Delft HR Strategy, p. 24
33
Art. 3.5, Section 1 of the Collective Labour Agreement for Dutch Universities
34
http://www.vsnu.nl/functie_ordeningsystem_ufo.html
30
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12. Post-doctoral appointments
The Collective Labour Agreement for Dutch Universities specifies the maximum number of appointments
and the maximum length of employment determined by an employer, 35 also for post-doctoral
researchers. Appointments with other employers are disregarded in the Collective Labour Agreement.
Post-doctoral researchers who are considered to have high potential are offered the possibility of a
permanent appointment at TU Delft within the tenure-track framework.
As is the case with other staff members, attention is paid to development opportunities during the
assessment of post-doctoral researchers.

35

Art. 2.3, Section 1 of the Collective Labour Agreement for Dutch Universities
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III. Working conditions and social security
13. Recognition of the profession
As previously indicated, the University Job Classification system is applied at TU Delft. The basis of the
system consists of approximately 100 job profiles: compact descriptions of the various positions available
in Dutch universities. These descriptions take into account differences in the weight of particular
positions by distinguishing multiple levels for each job profile. The following profiles have been
developed for academic staff:
• Professor
• Associate Professor
• Assistant Professor
• Lecturer
• Researcher
• PhD student
This system is applied by all universities in the Netherlands. Staff members are recognised as
professionals at all levels. Visiting scientists without appointments are also recognised as professionals by
TU Delft.
14. Research environment & Good practice in research
TU Delft aspires to be a good employer. Good working conditions are a necessary condition in this
regard. Ensuring good working conditions is the responsibility of the manager, who receives support in
this regard from the Health, Safety and Environment (HSE) division within the department of Human
Resources. This division combines services for health (e.g. occupational physicians, occupational social
work) and services for safety and the environment (Labour/Environmental advisors). The dynamic risk
inventory and evaluation (RI&E) is one important tool for monitoring and improving the quality of
working conditions. This assessment draws upon various tools, including state-of-the-art software such
as the Safety Report System developed at TU Delft. The national Occupational Health and Safety Act
(Arbowet) is applicable in this regard. This legislation consists of the following: the Working Conditions
Decree (Arbobesluit), the Occupational Health and Safety Regulations (Arboregeling) and the
Occupational Health and Safety Policy regulations and catalogue 36 of the Association of Universities in
the Netherlands, which formulates specific measures for universities.
The IT department is responsible for data protection at TU Delft. They have the necessary knowledge,
and they are able to provide advice in the area of information technology and data protection.
As specified in the TU Delft Roadmap, 37 participation in numerous collaborations is necessary within the
evolving new scientific world order, which is characterised by fierce competition for people and
resources. Such collaboration is therefore encouraged within TU Delft. It is becoming increasingly
necessary for the university to maintain a clear presence in international governance through the IDEA
League and other prominent networks, and to be represented in European university networks, including
the European Universities Association (EUA) and the Conference of European Schools for Advanced
Engineering Education and Research (CESAER).
The research facilities are necessary conditions for TU Delft to be able to conduct its research
programmes and thus to achieve its profiling choices. TU Delft has a research infrastructure of national
and European significance, with great social value. The ability of TU Delft to continue to fulfil its social
mission depends upon the timely modernisation of existing infrastructures and timely investment in new

36
37

http://www.vsnu.nl/arbocatalogus.html
TU Delft Roadmap 2020, p. 54
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infrastructures. This may involve new buildings, new equipment or a combination thereof. This process
receives continual attention 38.
15. Working conditions
TU Delft operates within the extensive Dutch legislation on working conditions.
The Working Hours Act (Arbeidstijdenwet) specifies rules with regard to working hours. This legislation
specifies how long employees are allowed to work, when they are entitled to breaks or rest periods and
the minimum number of vacation days they are entitled to. The Working Hours Adjustment Act (Wet
Aanpassing Arbeidsduur) grants employees the right to work more or fewer hours, thereby improving
their ability to combine work and care. This is also the purpose of the Work and Care act (Wet Arbeid en
Zorg) , which regulates the right to parental leave and the right to care leave.
In addition to legislation at the national level, various agreements have been made at the level of the
Collective Labour Agreement with regard to working hours per week. These agreements concern
sabbatical leave, the senior staff scheme, maternity leave, care leave and paid parental leave.
The latter is also facilitated by the fact that all scientists at TU Delft are able to perform activities at any
time and from anywhere in the world through teleworking. PhD candidates (both paid and unpaid) and
scientists with salaried positions of more than two years receive a free ADSL connection at their home
addresses.
The terms and benefits of employment thus consist of national regulations, as well as sector-level
(Collective Labour Agreement for Dutch Universities) and local regulations. Both local arrangements and
the Collective Labour Agreement for Dutch Universities are available to all staff members through the TU
Delft website. In addition, the terms and conditions of employment are explained in an employment
interview at the commencement of employment.
TU Delft also has its own schemes, including the Regulations for Working Hours per Week (Regeling
Werkduur en Werktijden) 39 and the Special Leave Scheme (Regeling Buitengewoon Verlof). 40 In order to
make it even easier for staff members to combine work and private life, the regulations for working
hours per week are currently being revised.
Improvement point
Evaluate current working
time regulations according
to the needs of staff
members

Action point
In consultation with broad representation
from TU Delft, develop a new vision in the
area of working time, adjusting the
working time regulations if necessary.

Completed
Q2 2013

Responsible
HR

Table 5: Action points for working conditions

16. Stability and permanence of employment
The Collective Labour Agreement for Dutch Universities establishes rules concerning the maximum
duration and number of extensions for temporary appointments. Temporary appointments of scientists
must not exceed six years, and the appointment can be extended no more than twice. In accordance
with Article 2.4 of the Collective Labour Agreement for Dutch Universities, a third extension implies the
automatic conversion of the temporary appointment into a permanent appointment.
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The TU Delft Tenure-Track Programme is a path towards a permanent appointment, offering clear and
attractive career prospects for young, talented scientists. For tenure track, see also the provisions under
Point 6.
17. Funding and salaries
The applicable salaries for the scientists are determined in the Collective Labour Agreement for Dutch
Universities, which includes all salary scales. The salary scale for a specific employee is determined by
the level of the position, in accordance with Article 3.5, Section 1 of the Collective Labour Agreement.
There are 24 levels for academic staff. A starting scale may be applied at the beginning of the
appointment for a staff member who is not yet capable of fulfilling the position in its entirety (Article 3.8
of the Collective Labour Agreement for Dutch Universities). An employee may be placed in a starting
scale for a maximum of two years. The salary of PhD students is specified separately (Article 3.10 of the
Collective Labour Agreement for Dutch Universities). TU Delft operates according to the Guidelines for
Conscientious Compensation (as elaborated in Art. 3:20, Section 2 of the Collective Labour Agreement).
In the interest of increasing quality and productivity, TU Delft aspires to provide its staff members with
additional rewards for exceptional performance. This is because dedication and commitment increase
when staff members receive attention and recognition from their environment for such performance.
Social security legislation obviously applies as well:
• The Unemployment Insurance Act (WW)
• The Work and Income (Capacity for Labour) Act (Wet werk en inkomen naar arbeidsvermogen,
or ‘WIA’);
• The Exceptional Medical Expenses Act (Algemene wet bijzondere ziektekosten, or AWBZ) and
• The General Old-Age Pensions Act (Algemene Ouderdomswet, or AOW)
The ABP pension scheme also applies. 41 Staff members at Dutch universities are enrolled in the ABP
Pension Fund. The ABP is the occupational pension fund for the government and education sector. The
ABP provides income at retirement and in cases of disability and death.
18. Gender balance
Diversity is of great importance to TU Delft. Gender diversity has also been high on the agenda for a
long time. 42 TU Delft was the first university in the Netherlands to sign the Talent to the Top charter.
This initiative is aimed at improving the gender balance in the highest levels of organisations by
appointing more women to positions as professors and top-level managers. One of the first actions that
the TU Delft has taken in the framework of the charter involves the implementation of a study of gender
diversity within the university. The recommendations from this study form the foundation for the
measures that are intended to promote diversity within the university. The current focus of the diversity
policy is on increasing gender diversity.
A variety of measures has already been implemented. For example, the management information
submitted by all faculties now includes an indicator for diversity. In addition, labour-market
communications have been assessed and adjusted on the basis of the diversity objectives in 2011. In
addition, DEWIS organises special training courses, networking events and similar activities for women
scientists.
The TU Delft Fellowship 43 was introduced in 2010. This fellowship reserves 10 tenure-track positions for
outstanding women scientists. This initiative has led to the appointment of 10 outstanding female
scientists.
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Roadmap 2020 specifies a concrete target for the percentage of women scientists in 2020 (i.e. 20%).
This target is to be achieved by following the action steps (see Table 6), which were formulated in
response to the previously mentioned study. 44
Improvement point

Action point

Completed

Responsible

Q4 2013

HR

Increase the percentage
of female scientists to
20% by 2020

Investigate the options for childcare
on or in the direct vicinity of the
campus.
Start 2nd round of the TU Delft
Fellowship: Create and fill 10 new
vacancies especially for female
scientists.
Establish a dual-career programme:
This programme helps the partners of
new employees to find suitable
employment in the Netherlands.

Q4 2014

HR

Q4 2013

HR in cooperation with
the Central
International Office
(CIO)

Table 6: Action points for gender

19. Career development
Article 6.5, Section 2 of the Collective Labour Agreement specifies that the employer must establish a
career policy. In the TU Delft Roadmap 2020, the university states that good career prospects and
development opportunities are important to attracting and retaining outstanding people. 45
In addition, the TU Delft HR Strategy states that it is essential for people to continue to develop and
progress to appropriate functions and for the promotion policy to consist of clear, attractive career
paths. 46 One of the strategic objectives mentioned by TU Delft involves maintaining or improving the
high quality of staff through such measures as good progression management and a customised training
programme. 47 Attractive career paths offering the possibility of both upward and lateral career moves
are available to the academic staff, as well as to the administrative and support staff.
TU Delft has chosen to appoint all incoming assistant professors to tenure-track posts and to le them
participate in the tenure-track personal development programme. 48 The tenure-track programme offers
staff members with high potential the opportunity to develop and progress into permanent positions as
assistant or associate professors, with structural support and guidance. Such progression occurs only if
mutual expectations are met. For candidates who fail to demonstrate potential for scientific growth, TU
Delft offers guidance in the selection of another career.
The core academic career track at TU Delft thus proceeds as follows: (tenure track) Assistant Professor –
(tenure track) Associate Professor – Professor
Although TU Delft has made a general choice to discontinue the practice of recruiting for academic
positions that are not part of the core academic career track, this does not completely eliminate the
possibility of specialisation, as the university attaches great importance to the integration of education
and research. Individual employees with good track records and outstanding performance in either
research or education are offered space to concentrate exclusively on research or education later in their
careers. 49
44
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Academic staff members who would like to broaden their careers have the opportunity of moving into
positions in education management (e.g. director of studies or chair of a Board of Examiners). Professors
can progress to top-level posts in their faculties (e.g. Director of Education, Department Chair or Dean).
Broader posts are also available at the inter-faculty level, for example in research schools and research
institutes. In many cases, recruitment for these posts is restricted to existing staff, with the goal of
offering progression opportunities to academic staff members.
Career opportunities are discussed during the annual review session (R&D cycle). Employees can also
obtain comprehensive information about career opportunities from the HR Talent division of the HR
department. Employees can also find extensive information about career opportunities on the TU Delft
website. 50
20. Access to career advice
As stated in Article 6.5, Section 3 of the Collective Labour Agreement, any staff member with a
temporary appointment of two years or more will be offered the opportunity to obtain career advice from
a professional organisation. The costs of this advice is to be borne by the employer. This article also
specifies that this possibility should be offered at a time when such information would be useful in the
framework of individual guidance trajectory focused on increasing opportunities in the internal and the
external labour markets.
In addition, as established in Article 6.5, Section 4 of the Collective Labour Agreement, every employee
with a permanent appointment is entitled to a session with an expert career consultant at least once
every five years. When possible, these sessions should culminate in a recommendation for career
development.
One of the strategic objectives of TU Delft is to maintain or improve the high quality of staff through
measures such as good progression management and customised training programmes. 51 Offering
career consultancy corresponds to this objective. At TU Delft, career consultancy programmes are
available to members of academic staff upon request. Upon completion of their studies, PhD students
receive advice concerning their further scientific careers. For all other permanent and temporary
members of the academic staff, including the post-docs, career advice is available upon request.
21. Intellectual Property Rights
In the Netherlands, intellectual property rights are subject to legislation including the Patent Act
(Rijksoctrooiwet) and the Copyright Act (Auteurswet). In addition, the Collective Labour Agreement
(Chapter 1, Section 3) stipulates that the employer can impose additional regulations with regard to
patents and copyrights. These regulations concern the duty to report (Collective Labour Agreement for
Dutch Universities, Article 1.21), transfer of the preservation of rights (Article 1.22) and compensation
(Article 1:23).
The Intellectual Property (IP) department of the TU Delft Valorisation Centre provides information about
intellectual property rights and assists scientists with registering patents. The house rules concerning
intellectual property and patents are also published on the TU Delft website. 52
As stated in the Roadmap, TU Delft aspires to increase the number of commercially applicable
technologies and make them easily accessible to market participants. 53 Patent protection makes it
interesting for companies or investors to exploit inventions. TU Delft aims to increase the quality of its
intellectual property. The starting assumption is that screening and scouting should take place close to
the academic workplace.
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A training programme is being developed in order to further promote knowledge among academic staff
of intellectual property rights. 54
TU Delft is currently working to develop regulations regarding IP (see Table 7). These regulations will
involve the further elaboration of the provisions contained in the previously mentioned articles of the
Collective Labour Agreement. They are expected to be completed by the third quarter of 2014. This will
prevent problems such as those involving the current ambiguities within the university concerning
intellectual property rights for software. For example, one of the principles of these regulations will be
that copyrights (including software and databases) and patents should always be reported to the head of
the research group. In the case of patents, TU Delft must decide whether it will register a patent after it
has been reported. If TU Delft does not register the patent, the staff member may do this independently.
When the employer does register and exploit the patent, the one-third rule applies: after deducting the
application fee, the revenue will be divided, with the inventors receiving one third of the income.
Although software is technically subject to copyright, it is treated in the same way as patents at TU Delft.
Improvement point

Improve the quality of intellectual
property
Table 7: Action points for intellectual property

Action point

Completed

Responsible

Establish regulations for intellectual
property.
Develop a training programme
relating to
intellectual property for academic
staff.

Q4 2013

Legal
Services
Legal
Services

Q3 2014

22. Co-authorship & teaching
The publication of research in peer-reviewed and other outlets is of great importance to TU Delft. Both
the author and the co-author are always acknowledged. In many cases, the researcher’s supervisor is
included as the co-author of the publication, or vice versa.
All publications are included in the R&D cycle on a yearly basis. All PhD candidates must author four
independent publications during the four-year programme. These publications will ultimately result in the
doctoral thesis.
The University Job Classification System is applicable at TU Delft (see also the provisions under Point 9).
The University Job Classification System profiles specify teaching and research duties for each job
category. Annually, within the framework of the R&D cycle, scientists can make agreements regarding
the distribution of teaching and research duties. PhD candidates are expected to devote no more than
15% of their working hours to teaching activities.
To prevent young scientists with tenure-track posts from becoming overly focused on research – and
thus possibly becoming ineligible for tenure (and/or promotion to associate professor in due course) –
agreements about teaching duties are made with the researcher in advance. 55
23. Complaints/appeals
TU Delft has a procedure for complaints and appeals. Staff members who disagree with decisions that
affect them can file a complaint. This complaint will be submitted to the Central Objections Committee
by the Executive Board. This independent committee is composed of external members. Subsequently,
the researcher may also appeal to the courts and to the Central Appeals Council.
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The Higher Education and Research Act (Wet op het Hoger onderwijs en Wetenschappelijk onderzoek)
and the Collective Labour Agreement for Dutch Universities (Articles 1.12, 1.13, 10.10) establish rules
regarding inappropriate conduct and regarding complaints and appeals.
Employees who, in the course of their work, undergo social, psychological and/or physical harm that can
also be considered inappropriate, annoying, harassing or threatening objectively and socially may appeal
to the TU Delft Complaints Procedure for Inappropriate Conduct (Klachtenregeling Ongewenst Gedrag).
In addition, TU Delft has 12 confidential advisors to whom employees can turn.The confidential advisors
are independent and open to confidential complaints.
TU Delft has an ombudsman for students. This ombudsman can also be approached by PhD candidates
who encounter problems during their PhD programmes. 56
The National Committee for Academic Integrity (Landelijk Orgaan voor Wetenschappelijke Integriteit, or
LOWI) 57 processes complaints after they have been handled by the institution where the alleged
infringement occurred. It only accepts cases filed by an interested party, i.e. a plaintiff, defendant or the
board of the institution or research organisation. An institution’s board may also request a
recommendation from this committee with regard to a case pending within the organisation before the
board issues its own ruling on the case.
24. Participation in decision-making bodies
TU Delft offers various forms of consultation in which the interests of the staff (including the academic
staff) are represented. Each university is responsible for the further elaboration of the agreements set
down in the national Collective Labour Agreements at the local level. At TU Delft, this happens in the
Local Consultation Body (Lokaal Overleg, or LO), 58 in which the four unions reach agreements with the
Executive Board regarding the terms and conditions of employment and the legal status of all staff
members.
The works council (Ondernemingsraad, or OR) 59 is a body that represents the staff. The works council is
a consulting partner of the Executive Board, and it exercises structured influence and control over the
policies of the Executive Board. It consists of members elected by and from the staff. The works council
also has subcommittees within the various faculties and offices. TU Delft has established regulations
regarding compensation and facilities for the works council. Each year, the Executive Board makes a
specific amount available to the TU Delft works council for the training and education that the council
deems necessary in order for its members to perform their duties, as specified in Article 18, Section 2 of
the Works Councils Act (Wet op de ondernemingsraden, or WOR).
The interests of PhD candidates are promoted by Promood, as well as by the other aforementioned
bodies. Promood is an independent organ. Promood was initiated by PhD candidates at TU Delft. The
board consists of about 10 members who perform various tasks (from legal affairs to social activities).
Relevant legislation for participation in decision-making bodies at Dutch universities include the Higher
Education and Research Act and the Works Councils Act. When a shared-council system is chosen (a
student council and a works council), the student council has advisory powers, as specified in the Higher
Education and Research Act. The advisory powers of the works council are in accordance with the Works
Council Act. That is the way representation is organised at TU Delft.
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IV. Training
25. Relationship to supervisors; Supervisory and managerial duties
As noted in the TU Delft Roadmap 60 and HR Strategy 61, coaching leadership is one of the factors in the
success of the university. This is a style of leadership in which managers inspire their staff to realise their
maximum potential. This leadership style is needed for academic staff, as well as for a large part of the
support staff, which is made up of professionals and highly trained specialists. Scientists, whose
motivation is to a large degree intrinsic, do not require ‘leadership’ in the traditional sense of the word.
Coaching leadership implies management focusing on results. Managers thus allow their staff employees
the freedom to decide where, when and how they will achieve the desired result. Coaching managers
provide their staff members with tools, knowledge and opportunities with which they use to develop and
improve their performance. They talk to them about their hopes, ambitions, power, potential,
development needs and constraints. That is why TU Delft also attaches great importance to providing its
managers with the training they need to bring their coaching skills up to the desired level. For the period
until 2020, TU Delft will strive to offer training programmes in coaching leadership to all existing and
new staff members in management positions. 62 TU Delft has recently introduced a special training course
in coaching leadership for PhD supervisors.
In addition to this training course, other targeted training courses are provided to PhD supervisors within
the framework of the Graduate School (e.g. ‘Code of good practice on doctoral supervision’). These
special training courses for PhD supervisors focus on the particular form of guidance and attention that
PhD candidates need in order to complete their programmes properly and effectively.
The training course entitled ‘PhD start-up’ has been available to PhD students since 2009. In this training
course, which has been mandatory since 2012 for all appointed PhD candidates and is open to visiting
PhD candidates, new candidates focus issues such as developing the personal competences that they will
need to ensure that the relationship with their supervisors proceeds smoothly.
In addition to the training courses provided to PhD supervisors, each PhD candidate is offered an
education and supervision plan within three months of their appointment, in accordance with Article 6.8
of the Collective Labour Agreement for Dutch Universities. This plan, which is developed in consultation
with the daily supervisor or PhD supervisor, is updated annually, where necessary. This plan specifies the
minimum number of hours of personal supervision that the PhD student will be entitled to each month. If
the daily supervisor is not the PhD supervisor, the PhD candidate will meet with the PhD supervisor at
the beginning of the doctoral programme and at other points that are decisive for the progress of the
research (but at least once each year).
Other scientists also regularly engage in consultation with their managers about progress and
development. In addition to the work meetings in which managers and employee exchange information
on all matters affecting work and the workplace, an annual R&D interview is also conducted. This R&D
interview is a formal occasion during which to consider progress, development and supervision.
At TU Delft, experienced researchers are assigned to provide guidance to researchers with less
experience. For example, experienced researchers are assigned as mentors for researchers who are
following a tenure track.
TU Delft also has a management development programme, the components of which include an
academic leadership course, a training course in coaching leadership and basic-skills training for
managers. The latter training is a cooperative project involving the universities of Eindhoven, Leiden,
Utrecht and Rotterdam. It has been offered to all new managers since the spring of 2012.
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A special training programme for professors, deans, directors and others in similar positions has also
been offered since 2012.
26. Continuing professional development & access to research training
TU Delft aspires to be a flexible, learning organisation that is constantly adapting to changing
environmental factors. The HR Strategy, 63 also mentions this as one of the university’s four success
factors. The university staff and managers must therefore engage in continuous self-development. In
addition to a university-wide tenure-track programme and a coaching leadership programme, the TU
Delft Roadmap 64 also mentions a need to improve insight into career, development and training
opportunities. This should be pursued as part of the HR policy. TU Delft invests in its staff by offering
proven quality education and training for personal and professional development. These educational
programmes and training courses consist of educational programmes organised by the HR Talent division
within or outside TU Delft. They are carried out in partnership with professional providers. For many
popular training courses, special customised versions have been developed for TU Delft (these include
personal leadership, English language skills, media training and academic leadership). Scientists can
obtain additional information about academic careers on the TU Delft website (employee portal, Careers
at TU Delft). Here a list of training providers can be found. 65
In September, a partnership with the universities of Leiden and Rotterdam was established in order to
enlarge the range of educational programmes/training courses available to the staff and guests of TU
Delft. This partnership (LDE) offers the staff and guest of TU Delft access to several educational
programmes offered by the universities of Leiden and Rotterdam. Career and personal development,
along with the associated education and training, is also an important part of the annual R&D interview
that all employees must have with their managers. In accordance with Article 6.6 of the Collective
Labour Agreement for Dutch Universities, multi-year career objectives and agreements are specified in a
personal development plan. TU Delft aims to give optimal consideration to the goals and needs of its
staff. Development through training is therefore a topic of discussion during the R&D interview, as is
development through other means including coaching, attending conferences, study tours, internships
with companies and part-time appointments at foreign universities. All costs for training that the
employer deems necessary for the proper performance of an employee's current or future position and
which is followed by order of or with the permission of the employer will be fully reimbursed.
DEWIS provides additional courses and guidance for women scientists. New researchers with teaching
duties and less than five years of teaching experience are required to follow the Basic Teaching
Qualification (Basis Kwalificatie Onderwijstraject, or BKO) programme. This training programme imparts
the competences needed in order to perform teaching duties successfully.
All the training courses/educational programmes offered by TU Delft are also open to visiting
researchers. In most cases, the costs of educational programmes and training courses followed by
visiting researchers are borne by the faculty where the guest is employed.
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