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1 Vice-Chancellor’s Introduction 

Umeå University has come a long way in our efforts to realise the university’s vision Umeå University 

2020. The first year of implementation of the development work was 2014. One of the most central is-

sues for the development of the university is what opportunities Umeå University can offer its employ-

ees and students. By introducing a new employment procedure, we have developed framework condi-

tions at Umeå University so that we can offer young researchers attractive career paths and university 

teachers (and researchers) long-term, stable opportunities. Additionally, we have improved the oppor-

tunities for a dynamic system that can promote mobility by adding positions with a focus on research. 

An attractive academic career structure with favourable conditions is also of fundamental importance 

in relation to equality, diversity, cooperation with various parties in society nationally and internation-

ally, internationalisation and, as mentioned above, increased mobility in the broadest sense.  

All of this and more, including good opportunities for well developed leadership and professional sup-

port functions, is required for stable and competitive competence resourcing.  We have come a long 

way in our work with the important planning of efficient and successful competence resourcing. I am 

convinced that the work carried out by the faculties jointly at university level to develop attractive ca-

reer paths and stable positions, but also permissive dynamic and clear job descriptions will be fruitful 

and help us attract and offer opportunities for the continued development of excellent teachers and 

researchers at the University. We must also continue our work with development and competence re-

sourcing of the support functions. 

I am also convinced that strong and wise leadership is needed at all levels. Strong and wise leaders and 

collegiality must be collaborative and integrated functions with clear roles. The State Public Report on 

“Developed management of universities” is now also available to support the development of manage-

ment and governance. The inquiry offers some very interesting insights, which I believe can be a good 

starting point in relation to several issues as we continue our focused work with successful competence 

resourcing. 

The individual is at the centre of a strong university that can withstand global competition and is 

therefore able to contribute powerfully to a sustainable and desirable social development, hence our 

strong focus on competence resourcing for the development of Umeå University as a whole. 

The Competence Resourcing Plan before you is intended to be an overall plan for the competence re-

sourcing work of the entire university, but it is worth noting that it is intended to supplement the com-

petence resourcing plans prepared at various levels throughout Umeå University. The overall Compe-

tence Resourcing Plan is therefore an instrument intended to support the competence resourcing work 

of faculties, the teacher training college, departments and other potential operations with staffing re-

sponsibility. 

The Competence Resourcing Plan has a clear orientation and clear strategies for how we can work 

more to stabilise the entire system and to create optimal conditions for Umeå University to be an at-

tractive, competitive, and dynamic workplace that promotes diversity, equality, creativity, a long-term 

approach and mobility - where employees thrive and develop and can propel Umeå University toward 

new successes.  

Lena Gustafsson 
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2 Overall objective and goal  

Strategic work on competence resourcing in all parts of the university’s operations is a requirement for 

Umeå University’s success. The purpose of the Strategic Competence Resourcing Plan is to ensure that 

Umeå University has the right competence to achieve Vision 2020 and the long-term goals. This in-

volves a long-term, structured and determined efforts with initiatives intended to enable Umeå Uni-

versity as an employer  

 to attract and recruit new employees 

 to develop and retain existing employees  

 to transfer or terminate employees 

Competence resourcing must therefore be integrated with operations planning at all levels. The Com-

petence Resourcing Plan provides for a clear intention and is intended to support the competence re-

sourcing of the operations. The plan also includes a status report providing an image of the internal 

and external factors with special significance in relation to competence resourcing.  

 

An operations and competence analysis provides a good basis for integrated work on competence resourcing 

plans and operational plans.1 

The university-wide Strategic Competence Resourcing Plan is supplementary to and based on Vision 

2020 and the milestones approved by the University Board in June 2015 and the revised milestones 

document for 2016-20182. Several of the milestones have a clear connection with competence resourc-

ing. We have chosen to summarise some of these milestones as five prioritised competence resourcing 

areas.  

                                                             

1Guidance and method support for preparation of a Strategic Competence Resourcing Plan 

2Milestones, analyses, strategies and review criteria 2016-2018, University-wide. Approved by the University Board on 4 June 

2015. Milestone 2016-2018, revision of analyses, strategies and review criteria. Adopted by the Vice-Chancellor on 24 November 

2015.  

 

https://www.aurora.umu.se/globalassets/dokument/universitetsforvaltningen/personalenheten/chefer/metodstod-for-strategisk-kompetensforsorjningsplan-.pdf
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The plan is based on the operational and competence resourcing plans prepared by departments, enti-

ties and faculties in 2015. The work has been characterised by a long-term approach and significant 

participation at all levels.  

3 Milestones and strategies relating to competence resourcing 

The following milestones from the University-wide milestones document were adopted by the Vice-

Chancellor on 10 December 2013 and have a pronounced bearing on the University’s competence re-

sourcing with the purpose of attracting, recruiting, retaining, developing and terminating competence. 

On 4 June 2015, the University Board made a decision regarding the continued operational planning 

for the period 2016-2018. On 24 November 2015, the Vice-Chancellor finally determined the Univer-

sity-wide milestones for 2016-2018, based on the work carried out in the previous three-year period.  

The strategies are developed based partly on the overall milestones documents, the competence re-

sourcing plans of the faculties, the teacher training college and university library, and partly on dia-

logues with the University Management, deans, prefects, administrative directors and the trade un-

ions. 

Milestone 1.1.2  

The university has introduced clear and internationally competitive career paths, 

including resource stable “tenure tracks” (regulations and development of support 

activities) 

Milestone 1.1.3  

The university has developed a system for senior teacher positions (lecturers and 

professors) with economically stable and long-term favourable conditions (regula-

tions and supporting activities) 

3.1.1 Strategies 

These two milestones are intended to develop competitive career paths and also to develop stable and 

long-term opportunities for senior teachers (lecturers and professors).  

To achieve these milestones, all management levels in the University must cooperate to be able to pri-

oritise in the utilisation of resources and to focus the work efforts so that attractive employment can be 

offered. The aim is to achieve successful recruitment and to retain significant employees.  

 Faculties and departments create favourable conditions for career development by  

 identifying and recruiting promising teachers/researchers at an early stage of their career  

 offering young teachers/researchers good opportunities for developing into research group 

leaders  

 developing a cohesive tenure track with significant scope for research in training positions (as-

sistant lecturers) 

 developing career supporting activities for Ph D students, research associates, assistant lectur-

ers and lecturers 

 developing opportunities for career services  

 developing opportunities for teacher positions (lecturers and professors) with scope for a flexi-

ble job content consisting of both research and training based on needs and success 
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Funds have been granted for the implementation of a Talent Management Project for researchers with 

a focus on research leadership in 2015-2017.  The project, which is a training initiative, is divided into 

three steps with different target groups - junior researchers, senior research managers and excellent 

research managers. 

 

3.1.2 Responsibility and monitoring  

The responsibility for organisation, regulation, resource utilisation and other work to optimise the de-

velopment is distributed across the University’s three levels. Review is carried out by way of continu-

ous dialogue between the university, faculty and administrative management, and between faculty, de-

partmental and central management.  

Milestone 3.1  

The University has a well developed recruitment process 

Milestone 3.2  

The University has systems in place for strategic recruitment in several areas (em-

ployments and resource packages) 

3.1.3 Strategies: 

Through these two milestones, Umeå University intends to successfully implement successful national 

and international recruitments.  
 
Umeå University strengthens its brand as an attractive employer in Sweden and internationally by de-

veloping 

 qualitative and efficient recruitment processes 

 attractive career paths (including tenure track) and attractive employment offers 

 interactive environment promoting creativity 

 grant-based financing of key career positions (assistant lecturer) and senior teacher positions 

(lecturers and professors)  

The Office for Human Resources will, jointly with the University Management and Faculty Manage-

ment, prepare a strategic action plan, “HR Strategy for Researchers (HRS4R)”3 and apply for the “HR 

Excellence in Research” award with the EU Commission (Euraxess).  

3.1.4 Responsibility and review: 

The responsibility for organisation, regulation, resource utilisation and other work to optimise the de-

velopment is distributed across the University’s three levels. Review is carried out by way of continu-

ous dialogue between the university, faculty and administrative management, and between faculty, de-

partmental and central management.  

                                                             

3 http://ec.europa.eu/euraxess/index.cfm/rights/strategy4Researcher 

http://ec.europa.eu/euraxess/index.cfm/rights/strategy4Researcher
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Milestone 4.7  

The University prefects and managers have a clear assignment and prerequisites 

for exercising a strategic leadership  

3.1.5 Strategies 

The prefect and manager role will be strengthened and made more attractive by  

 offering a leader programme for prefects and managers 

 the University’s leader training must promote strategic leadership  

 clarifying expectations in relation to strategic leadership in the requirements profile for prefect 

and manager positions in both internal and external recruitment 

 facilitating, through responsibilities and authorisations, a strategic leadership 

 offering managers targeted support in urgent and difficult matters 

 offering mentors/guidance for new prefects and managers 

 preparing a University-wide model for early succession planning 

 management group development will be offered to strengthen the strategic role of the depart-

ment management  

 actively supporting continued career development within the University following termination 

of a prefect assignment 

 

The possibilities of increasing financing of the University-wide initiatives to strengthen the strategic 

leadership by re-prioritising will be investigated before 2017.  

3.1.6 Responsibility and monitoring 

The responsibility for organisation, regulation, resource utilisation and other work to optimise the de-

velopment is distributed across the University’s three levels. Review is carried out by way of continu-

ous dialogue between the university, faculty and administrative management, and between faculty, de-

partmental and central management.  

 

Milestone 4.6  

The support functions at the University provide good support for leaders at all lev-

els of the organisation and operate in a coherent system  

3.1.7 Strategies 

A well functioning university is supported by efficient administrative systems and professional admin-

istrative support at all levels. 

The University’s support processes are characterised by efficient and coordinated work processes with 

a clear division of responsibilities between the different organisational levels of the University.  

Technical and administrative staff are offered good opportunities for a needs-oriented and coordinated 

competence development in order to provide skilled support functions. 

 

The faculties coordinate administrative support in small departments within a faculty to maintain 

quality and appropriate competence and to reduce vulnerability. 
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The administrative entities can provide support in connection with drafting of a requirements profile 

for the recruitment of technical and administrative staff, for example the finance unit for financial ad-

ministrators. 

3.1.8 Responsibility and monitoring 

The responsibility for organisation, regulation, resource utilisation and other work to optimise the de-

velopment is distributed across the University’s three levels. Review is carried out by way of continu-

ous dialogue between the university, faculty and administrative management, and between faculty, de-

partmental and central management.  

 

Milestones 1.1.2, 3.1, 3.2, 4.4 and 3.9 – 3.11 in the operational plans of the facul-
ties4 

Summary of the above milestones: 

Umeå University works actively to attract, retain and develop competence at all levels and 

in all units  

3.1.9 Strategies 

Work on equal opportunities, the work environment and competence resourcing is well integrated 

with planning, decision-making and day-to-day work. Overview, review and development of the areas 

comprising attracting, retaining and developing competence is continuous. Comments on a number of 

these areas are set out in Chapter four. 

 Target group postgraduate students 

The University, faculties and departments work actively to stimulate interest in postgraduate study. 

Faculties and departments are responsible for ensuring that postgraduate students have a qualitative, 

transparent and appropriate recruitment process and introduction to postgraduate studies. 

The University and faculties cooperate to promote successful and supportive tutoring in postgraduate 

studies by  

 defining and communicating the need for content and design of the tutor training 

 developing networks and exchange of experience for tutors  

 offering new tutors experienced tutors as mentors 

                                                             

4From the operational plans for the faculties: 

Milestone 3.9. All PhD students are part of a network and have access to a reference group. 

Milestone 3.10. Increase of the number of postgraduate students cooperating with non-academic parties.  

Milestone 3.11. PhD students to be given international experience during their research training. 
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3.1.10 Responsibility and monitoring 

The responsibility for organisation, regulation, resource utilisation and other work to optimise the de-

velopment is distributed across the University’s three levels. Review is carried out by way of continu-

ous dialogue between the university, faculty and administrative management, and between faculty, de-

partmental and central management.  
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4 Current status – factors that affect competence resourcing 

Umeå University’s Strategic Competence Resourcing Plan is based on the University's milestones and 

operational plan.  To be able to realise these objectives and strategies we also need to consider the in-

ternal and external factors that are especially significant for the competence resourcing area. Below is 

a description of the current status for a number of areas that may be significant for future competence 

resourcing.  

In August 2015, Umeå University had 4,210 employees, of which 53 percent female and 47 percent 

male. In the last five-year period, the number of employees has increased by four percent. 70 percent 

of all employees have permanent employment contracts. 30 percent of all employees have a fixed-term 

employment contract, and half of these are PhD students. 

4.1 Merit system at Umeå University 
The employment procedure for teachers at Umeå University (Ref. No. 300-2349-12), introduced in 

2012, describes positions and career paths for teachers.  

There are fixed term employment in the Regulation on Universities and the central collective agree-

ment to cater for the need of mobility and dynamics, which contributes to creating development and 

new influences in research and education. According to the employment procedure for teachers at 

Umeå University, employment must normally be permanent. Exceptions are possible for teachers in 

artistic activities, adjunct professors, adjunct teachers, visiting professors, research associates and 

postdoctoral researchers, who may have fixed-term employment contracts. Other fixed-term employ-

ments are governed by the Employment Protection Act. 

In recent years, Umeå University has developed an attractive and clear tenure track in order to in-

crease the attractiveness and thus in the longer term improve the quality of research and education. It 

is particularly important to develop attractive career opportunities for young researchers. Two new ca-

reer positions at the University were introduced in the current employment procedure – assistant lec-

turer and research associate.  

4.1.1 Career path for teachers 

Assistant lecturer  

Assistant lecturer is an entry level position in the teaching tenure track, forming part of qualifying as a 

lecturer and subsequently a professor. The position is permanent with a right to being considered for 

promotion to lecturer. The creation or announcement of an assistant lecturer position must be based 

on a long-term strategy.  

Assistant lecturers are recruited internationally and subject to a high level of qualification require-

ments. When recruitment is initiated of a young researcher for an assistant lecturer position, opportu-

nities for promotion to university lecturer must already be planned in accordance with the long-term 

strategic work of the operations and necessary resources must have been allocated.  

Individuals with a PhD or a degree equivalent to a PhD may apply for a position as assistant lecturer. 

After four years, an assistant lecturer is entitled to apply for promotion to university lecturer. The cri-

teria for promotion must be determined prior to hiring. The assistant lecturer will be promoted to uni-

versity lecturer if the criteria are met. 
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Umeå University currently has 38 assistant lecturers, 10 of whom combine the position of assistant 

lecturer with clinical practice. All of these ten work in the Faculty of Medicine and have a form of em-

ployment unique to Umeå University. 

Research associate 

The position of research associate, which, according to the Regulation on Universities, is a fixed term 

position normally lasting four years, is an alternative career path for a young researcher. The position 

may be financed by external funding or grants and does not carry any right to apply for a more senior 

teaching position. The research associate positions are intended to contribute to dynamic efficiencies 

and domestic and international mobility in the academic career structure. Umeå University currently 

has 39 research associates. 

4.1.2 Lecturer and Professor 

In order to create opportunities for successful education and research at Umeå University, the long-

term approach is that lecturers and professors will be entirely financed by grants. Only grant-funded 

positions will receive new appointments of professors. To strengthen the education offered by the Uni-

versity, the job description of professorships must include both research and teaching. The right to a 

promotion from lecturer to professor was replaced in the new employment procedure by a possibility 

of receiving a promotion. Lecturers who apply for a potential promotion are considered based on com-

petence as well as the needs and conditions of the operations. A position can be created only provided 

it is strategically significant for the operations and has long-term grant-funding. 

4.1.3 Other teaching positions 

Teaching assistant 

Teaching assistants are mainly teachers. A teaching assistant with a PhD has a right to be considered 

for the position of university lecturer. As part of long-term initiative to increase the proportion of 

teachers with a PhD, the Vice-Chancellor decided in 2006 to introduce a special examination in con-

nection with hiring teaching assistants. The number of teaching assistants has declined steadily during 

the period while the number of lecturers has increased.  

Adjunct teacher 

The purpose of adjunct teachers is to boost exchange of knowledge with the surrounding community 

and to link significant competence to the University. Adjunct teachers at Umeå University include ad-

junct professors, adjunct university lecturers and adjunct teaching assistants.  

It is hard to find teachers with knowledge in the discipline within certain professions. Hiring more ad-

junct expert teachers may provide a solution to this problem.  

Researchers 

A researcher must be at least 50 percent externally financed and work mainly with research. Research-

ers may teach a maximum of 25 percent of working hours.  

Post doctoral researchers  

Post doctoral researchers are regulated under a central collective agreement. The number of post doc-

toral researchers at Umeå University needs to increase as a part of increased internationalisation and 

mobility. In recent years, the number of post doctoral researchers has varied between 140 (in the year 

2011) and 116 (in the year 2015).  

PhD students  
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Employment contracts of PhD students are governed by Chapter 5 of the Regulation on Universities. 

Education at the postgraduate level should lead to a doctoral or licentiate degree. Most PhD students 

are employed for a period of four years, which may be extended in case of special reasons. 

4.1.4 Development of teaching and research staff 

 

4.2 Staff in numbers 

(Source Fokus) 

Staff category 2010 2014 Change 

Propor-

tion of 

females 

(2014) 

Teaching and research staff 1951 2041  5 % 53 % 

Professors 363 361 -0.6 % 30 % 

Lecturers 720 804 12 % 46 % 

Assistant lecturers*  38   

Teaching assistants 416 340 -18 % 57 % 

Researchers 33 116  352 % 47 % 

Research associates** 80 39 -51 % 48 % 

Post doctoral researchers 148 116 -22 % 49 % 

Postgraduate students 687 712  4 % 53 % 

Technical/administrativie staff  1583 1647 4 % 62 % 

     

* The position of assistant lecturer according to the current employment procedure was created on 1 January 2012.  

**The position of research associate has a different content according to the current employment procedure of 1 January 

2012 than according to the previous employment procedure. The current position is focused mainly on scientific qualifi-

cation.  

4.2.1 Technical and administrative staff 

1647 employees have technical and administrative positions, which are governed by the Security of 

employment Act (1982:80) (LAS). Most administrative positions are within the fields of departmental, 
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financial and study administration. Out of a total of 767 administrative positions, 90 percent are per-

manent positions.  

The technical staff (613 employees) include, for example, systems developers, computer consultants, 

project assistants, building engineers and lab assistants. Of these, 87 percent have permanent employ-

ment contracts. There are 156 cleaners and librarians, 93 percent of these have a permanent employ-

ment contract. 

The technical staff also includes “other research and teaching staff”, including, among others, first re-

search engineers, first research associates, research associates and assistants (330 employees). Of 

these, 45 percent have permanent employment contracts. The fact that this category has significantly 

more fixed-term contracts than other technical and administrative job categories is due to the nature 

of the assignments, which run over shorter time periods.  

4.3 Age structure and generational shift 

4.3.1 Employees who will turn 65 

 

The table above shows the number of individuals per job category who will reach the retirement age, 

65 during the next ten years. On average, 90 individuals per year will turn 65, mostly teaching and re-

search staff.  

4.3.2 Professors – age structure 
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61 percent of our professors are in the 55-69 age group, which entails pressing requirements on strate-

gic competence resourcing to cope with the generational shift. In the Faculty of Medicine, 107 profes-

sors are in the 55-69 age interval, which represents 72 percent of the faculty’s professors.  

4.3.3 Lecturers – age structure 

 

Just over half of all 437 lecturers are 40-54, which means that it will be possible to replace aging pro-

fessors relatively well in the longer term. However, there is a risk of competence loss in the next five-

seven years, since a large part of our current professors are expected to retire, and competition for pro-

fessors in external recruitment is significant in some disciplines. It is unlikely that a sufficient number 

of lecturers will be able to qualify as professors to match the demand that will arise.  

4.3.4 Teaching assistants – age structure 

 

Just over half of all 340 teaching assistants are over 50. There are 131 teaching assistants in the 55-69 

age group. This means that nearly 40 percent of the teaching assistants will retire within the next ten 

years.  

4.4 Recruitment  
Umeå University recruits around 400 individuals annually, of which half for teaching positions and 

half for technical and administrative positions.  
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Since recruitment is carried out at three organisational levels, a large number of people are involved in 

the recruitment process. Some individuals work with recruitment regularly and others only on rare oc-

casions, and consequently the level of experience and competence varies considerably. The recruit-

ment process, especially for teaching positions, may involve significant lead time depending on factors 

that the employer is sometimes unable to influence. One of the objectives of recruitment is to have an 

efficient and quality assured recruitment process, but also to shorten avoidable lead times.  

A number of measures have been taken as a part of improving the quality and efficiency of the recruit-

ment process. A system support project for recruitment “e-Recruitment Project” has been imple-

mented and the e-recruitment tool was implemented throughout the authority at the beginning of 

2015. In the longer term, it will be possible to use the system support for promotions and scholarship 

applications.  

To improve the quality of recruitment at all levels within Umeå University, during 2015, recruitment 

management functions, hiring committees and HR-support were trained in “Competence-based re-

cruitment” and “Recruiting without discriminating”. Additional competence development will be pro-

vided continuously going forward. As a part of improving the quality of the recruitment processes, the 

faculties have also prepared recruitment process descriptions for different types of positions. 

Each faculty has hiring committees with high scientific, pedagogical and other competence that pre-

pare for and assess promotions and hiring of teaching staff. Decisions to hire or promote are made by 

the Dean, except in relation to professors, in which case the Vice-Chancellor decides. In addition to ac-

tivities to improve the quality in the recruitment process, it is very important to continue the work with 

identifying national and international recruitment channels to reach the best candidates who have the 

competence we need. 

4.4.1 Recruitment of certain career positions in 2014 

Position Number Of which 

female 

Of 

which 

male 

Professors 8 4 4 

Assistant university 

lecturers 

9 3 6 

University lecturers 36 19 17 

Research associates 15 6 9 

Total 68 32 36 

 

In 2014, 68 new employees were recruited for the various career positions. Six recruitments were in-

terrupted due to changed circumstances, or because of a lack of applicants or qualified applicants. Ad-

ditionally, 8 individuals were promoted to professors (4 women and 4 men), and 19 individuals to uni-

versity lecturers (8 women and 11 men) in 2014. 

4.4.2 Recruitment for technical and administrative positions 

Most of the recruitment in the administrative field is in study, financial and departmental administra-

tion. It is often relatively easy to find the require competence within the administrative field, however 

recruitment of specialists is sometimes a little more difficult. In the technical field, recruitment of IT 
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specialists with a focus on systems development is predominant, a category where there is considera-

ble local competition. When recruiting or technical and administrative positions, it is a good idea to 

consult with the administrative units when preparing requirement profiles. 

4.4.3 Support of international recruitment and employees from other countries 

Competition for competent researchers/teachers is increasing and coveted competence is searched for 

globally. Like universities all over the world, Swedish universities increasingly focus in various ways on 

supporting international recruitment and accepting employees from other countries. As of 2014, Umeå 

is a member of Euraxess, the EU Commission’s initiative to actively increase researcher mobility in Eu-

rope and to support researchers in their careers, and also participates actively in the national coopera-

tion. In Europe, 250 organisations are Euraxess certified and have received the award HR Excellence 

in Research. Umeå University plans to start the certification process in 2016. 

International Staff Support (ISS) at the Office for Human Resources provides support and guidance to 

institutions and entities wishing to recruit internationally. To make Umeå University more attractive 

as an employer, common information support is being developed, to be used by the departments/units 

in the recruitment and introduction of new employees with foreign background. A new common infor-

mation package comprising several steps will visualise what Umeå University and Sweden can offer 

applicant researchers, teachers, administrative staff. 

During 2015, ISS developed its operations to support departments in international recruitment, recep-

tion and introduction. Among others, ISS has prepared extensive guidelines on the Intranet for both 

recruiting units and employees from other countries. ISS is also managing an internal network for the 

administrative staff in the departments with competence development and exchange of experience.  

The increased mobility goal at Umeå University means that support is needed for both departing and 

arriving staff and the affected departments or units. Planned development initiatives: 

 “Introduction UmU” – an introductory package comprising several steps, visualising what 

Sweden and Umeå University, as an attractive employer, offer 

 Increased Swedish language training 

 Support for departing staff 

 Certification – HR Excellence in Research  

4.5 Developing and retaining employees 

4.5.1 Introduction  

A well planned introduction provides a new employee with the information and knowledge about the 

organisation that the employee needs to do a good job. The introduction must take place as early on as 

possible, and introduce the new employee to the job, the workplace and the university. The most im-

portant introduction takes place in the workplace and the manager in charge can find guidance and 

suggestions regarding structure in the prepared checklists. All new employees are also invited to a uni-

versity-wide introduction course offered twice a year. During the course, the new employee learns 

about the University from a general perspective, and receives information on, for example, the organi-

sation, finance, human resources and work environment at the University. 

Introductory courses for English speaking staff are also offered twice a year. In autumn 2014, a new 

introduction day concept, “Welcome Day” was introduced, where the contents and structure was ad-

justed to the needs of foreign employees. New course items have been added to increase participation 

and contact between the participants during the course, for example an interactive panel discussion, a 

try-it-out station, and a mini-exhibition with a possibility of personal guidance.  
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The Swedish-language introduction day will also soon be revised and adapted to cater better to the 

needs of both new employees and the operations.  

In 2014, 83 new employees participated, and in 2015, a total of 77 new employees participated. In au-

tumn 2014, the English-language introduction course “Welcome Day” was introduced. On the first oc-

casion, 42 new employees participated, and in 2015, 56 new employees participated.  

The University advertises around 400 vacancies annually, but only a third of all new employees partic-

ipate in the introduction. Mainly technical and administrative staff participate in the course, together 

with a small number of teaching staff and postgraduate students. In the next few years, the introduc-

tion needs to be developed to increase participation of newly employed academic staff. 

4.5.2 The appraisal – a leadership tool  

The appraisal is a part of the systematic work environment efforts and a part of the “Local collective 

agreement on collaboration for development at Umeå University”. The purpose of the appraisal is for 

the manager and the employee to jointly talk about the employee’s need to develop and to monitor and 

assess the past year’s work and development efforts. The meeting is a platform for mutual feedback 

between the manager and the employee, both from an operational and an individual perspective, and 

provides the employee with an opportunity to participate.  

For a business to develop, everyone must be prepared to lift their eyes and perceive how their own ef-

fort can contribute toward the desired development. Therefore, the appraisal is also an important stra-

tegic tool for operational development and is strongly connected to operational and competence re-

sourcing planning.  

The prefect/manager is responsible for ensuring that appraisals are carried out annually. The meeting 

must be structured and well prepared by both the manager and the employee. It should focus on the 

operations and result in a concrete development plan prepared jointly by the manager and the em-

ployee. 

In the employee survey made in November 2014, 57 percent responded that they had or had been of-

fered an appraisal over the last 18 months. Of these, 40 percent responded that they have individual 

targets for the next year, 20155. Continuous training and information on appraisals is offered to in-

crease the understanding of the purpose of the appraisal and to increase the number of completed ap-

praisals.  

4.5.3 Competence development for technical and administrative staff  

The milestones provide that the University must have professional and efficient operational support. 

The administrative support processes in, primarily, finance, personnel, and communications therefore 

need to be developed to create clear roles and assignments, a clear division of responsibilities, and in-

creased coordination among the various organisational levels. This means the University must also de-

velop training and development initiatives for the administrative personnel group. The technical staff 

also needs continuous competence development. 

                                                             

5 Employee survey November 2014, Quicksearch, https://www.aurora.umu.se/Anstallning/arbetsmiljo-halsa-och-lika villkor/ar-
betsmiljo/medarbetarundersokning1/ 
 

https://www.aurora.umu.se/Anstallning/arbetsmiljo-halsa-och-lika%20villkor/arbetsmiljo/medarbetarundersokning1/
https://www.aurora.umu.se/Anstallning/arbetsmiljo-halsa-och-lika%20villkor/arbetsmiljo/medarbetarundersokning1/
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In 2016, a competence development plan for the affected administrative groups will be prepared in co-

operation between the faculties and the administration, and activities will be carried out continuously 

thereafter. 

The sections of the University administration offer a wide range of internal courses. The project “Coor-

dinated competence development for internal target groups” was carried out in 2014, with the aim of 

coordinating and streamlining the work and presenting an overall picture of the range of training of-

fered by the administration.6 

Clearly, an overall coordinating function is needed, as well as efficient system support for course ad-

ministration. A common approach can be facilitated through offering advice and support to sections 

wishing to improve their courses or develop courses into online courses. In its report, the project man-

agement recommends that funds should be allocated to continued coordinated competence develop-

ment.  

4.5.4 Pedagogical qualification  

An important strategy in vision 2020 is to reward skilful teachers. In 2013, a pedagogical qualification 

model with two levels, qualified and excellent teachers, was tested. In the pilot scheme, nine teachers 

were designated qualified or excellent teachers. The evaluation of the pilot scheme was predominantly 

positive, and following some adjustments, the Vice-Chancellor decided to introduce the model.  

Teachers will be able to apply for pedagogical qualification in two calls for applications between 1 July 

2014 and 30 June 2016, after which the model will be evaluated. The first call for applications was 

completed in spring 2015, resulting in 23 qualified and 18 excellent teachers.  

Umeå University’s pedagogical qualification model must contribute to continuous improvement of the 

quality of education at the University by: 

 Stimulating teachers to develop a high teaching competence 

 Stimulating departments to create good pedagogical development opportunities 

 To draw attention to and reward high pedagogical competence among our teachers 

 To clarify the criteria of higher education pedagogical skill at university level  

 Based on these criteria, to assess and reward such skilfulness 

All categories of teachers can apply, and the same criteria apply to all the faculties. The levels are 

linked to salary increases and external assessors are hired for the review. A board for higher education 

pedagogical qualification ensures that the criteria are applied in the same manner across the Univer-

sity.  

4.5.5 New model for cooperation qualification is planned 

The University will cooperate with the surrounding community, spread information on its operations, 

and make its best efforts to ensure that research findings are used. Cooperation is an integral part of 

education and research. 

Today, there ere well developed qualification systems for scientific and pedagogical qualifications. As 

of 2014, assessment systems for cooperation qualification are under development. Decisions on the 

final structure and implementation are expected in 2016. 

                                                             

6 Coordinated competence development for internal target groups, Karin Lundström, 2014 
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Cooperation qualification can supplement scientific and pedagogical qualification, entail increased ca-

reer opportunities and reward knowledge and experience that cooperation may yield. For teaching and 

research staff to be able to prioritise cooperation with various parties to a greater extent than today, 

cooperation must be rewarded and integrated in existing qualification portfolios to raise the profile of 

cooperation as an important part of research and education. 

4.5.6 Salary policies and formation 

In order to recruit, develop and retain the staff we need at Umeå University, we must offer salaries that 

stimulate commitment, good results, responsibility and development at work. For the operations to 

run efficiently and maintain a high quality, it is also important to monitor the market salary situation 

and the surrounding community. 

The University has a collective and joint salary policy for all University employees – we are one em-

ployer. The salary policy is a part of the personnel policy and is designed to facilitate that the Univer-

sity achieve its goals and that its operations run efficiently. At Umeå University, salaries are set indi-

vidually, unless otherwise agreed. This means that salaries are set based on the difficulty and level of 

responsibility of the job, the individual’s skills, performance, and result in relation to the operational 

targets. The pay scales must promote equality and diversity.  

It will be a major challenge in the next few years to recruit and retain staff within the teaching staff cat-

egories. Accordingly, to secure future competence resourcing, the parties have agreed in recent years 

to promote wage development for this category. PhD students are well paid compared with other 

higher education institutions. The employer’s analysis of the surrounding world in recent years has not 

led to any special initiatives in relation to the technical and administrative staff. 

Every three years, a salary overview is prepared, which results in an action plan. Following a com-

pleted salary audit, new salaries are analysed based on the action plan and form the basis of decisions 

regarding the following year’s salary audit in order to deal with any lack of objectivity. By the begin-

ning of 2016, a bill will be proposed for salary overviews to be carried out annually instead of every 

three years.  

4.5.7 Equal opportunities  

Equality and equal treatment are central concepts in Vision 2020 requiring systematical and inte-

grated efforts in relation to equality and equal treatment. The starting point is that all employees and 

students must be given an opportunity to work and study on equal opportunities at Umeå University, 

regardless g gender, ethnic origin, religion or other belief, disability, sexual orientation, gender identity 

and/or sexual expression or age. A new plan for equal opportunities is under preparation for the pe-

riod 1 May 2016 – 31 December 2018. The plan relates to all operations at Umeå University and covers 

both students and employees. 

Most job categories have a relatively even gender distribution (within the range 60-40). However, tra-

ditional gender patterns are clear in certain categories at Umeå University as well. Men are over-repre-

sented among professors (70 percent) and technical staff (62 percent). Women are over-represented 

among administrative staff (77 percent), cleaners (93 percent) and library staff (67 percent). Source 

Fokus 08/2015.  

There is a certain over-representation of women among teaching assistants (57 percent).  

Among lecturers, the proportion of women was 46 percent in August 2015, which is unchanged com-

pared with 2014. In the long term, this could lead to a more even gender distribution among professors 

since a large number of male professors will retire in the next ten years.  
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The job category researcher has grown in recent years. In August 2015, 116 individuals were research-

ers, up from 33 in 2011. The number of female researchers has increased from 35 percent in 2011 to 47 

percent.  

Gender distribution among managers is shown in tables 4.7.1 and 4.7.2.  

The Vice-Chancellor bears ultimate responsibility and shall, together with other University Manage-

ment, ensure that the University actively and specifically stimulates and supports work towards equal 

opportunity at all levels, and prevents and combats discrimination, harassment and degrading behav-

iour.  

Deans/positions of similar rank have an overall responsibility for equal opportunity issues within their 

operational areas and Heads of Departments and other Managers are responsible for conducting equal 

opportunities work within their own operational areas.  

The Council for Equal Opportunities acts as a preparatory and advisory body, assisting the University 

Management in its strategic work in this area. 

 At a central level, an Equal Opportunities Coordinator in the Office for Human Resources provides 

support. At faculty level there are Equal Opportunities Administrators and at departmental level, 

Equal Opportunities Representatives. 

4.5.8 Work environment and employee satisfaction index, ESI 

A good work environment, with creative and learning workplaces promotes operational development 

and good research and work performance. Systematic efforts in the field of health and safety at work 

improves the possibilities of creating sustainable and healthy workplaces and of improving the possi-

bilities for employees to want to remain and develop at Umeå University.  

The work environment at Umeå University is generally good, with low sick leave (2.3 percent in 2014), 

few injuries at work, (76 work-related injuries and seven incidents in 2014), low staff turnover, and a 

good physical work environment.  

At the same time, both the employee survey carried out in November 20147 and the annual occupa-

tional health report8 indicate that there is more stress-related illness caused by high workloads. A not 

inconsiderable proportion of employees are in the “risk zone” of mental fatigue. We are also seeing 

signs of a deterioration of the psycho-social work climate with an increased number of conflicts and 

offensive discrimination. In particular, PhD students identify perceived stress and that cooperation 

with mentors is not always satisfactory. PhD students with foreign background also say that they have 

a difficult work situation.  

An action plan for the psychosocial work environment will be adopted in December 2015. In 2015, an 

initiative to develop systematic work environment efforts and the work in the Work Environment 

Committee was started. This work will continue during 2016.  

The Work Environment Authority has issued a new regulation on organisational and social work envi-

ronment that will come into force on 31 March 2016. The regulation includes rules on, among others, 

workload, working hours and offensive discrimination. The objective is to reduce work-related ill-

                                                             

7 Employee Survey November 2014, Quicksearch,  
https://www.aurora.umu.se/Anstallning/arbetsmiljo-halsa-och-lika villkor/arbetsmiljo/medarbetarundersokning1/ 
8 Feelgood; Annual Occupational Health Report 2014 
 

https://www.aurora.umu.se/Anstallning/arbetsmiljo-halsa-och-lika%20villkor/arbetsmiljo/medarbetarundersokning1/
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health. The University as an employer will need to prioritise the work environment efforts even more 

in the next few years to facilitate a reduction of work-related ill-health.  

4.6 Liquidation and transition  
The University’s overall objective is for transitions to be characterised by transparency, equal treat-

ment and legal certainty. As a result of trends in society and changes of laws and contracts, as an em-

ployer, we are required to operate in a targeted manner and proactively. Active efforts with early tran-

sitions make it possible to find solutions before a risk of redundancies is established in negotiations 

under the Co-determination at Work Act (called MBL in Swedish). 

The Office for Human Resources coordinates all transition and redundancy matters and ensures com-

pliance with applicable laws, contracts and policies. An accountable manager is responsible for initiat-

ing a transition/redunancy where needed. The consultants of the Office for Human Resources manage 

this process and contribute with expert support throughout the process.  

Transitions can be initiated in the following situations:  

 lack of funds or work, for example in case external financing ceases, the number of students 

drops or in connection with an organisational change in the operations 

 competence exchange 

 following sickness and rehabilitation that has limited the ability to work 

 as a consequence of a non-functioning work environment situation  

In the last five-year period (2010-2014), the University completed an average of twelve transition pro-

cesses per year. Just over half relate to technical and administrative positions while the other half re-

late to teaching and research positions. On average, ten full-time employees were terminated per year 

because of lack of work, seven of these held technical and administrative positions.  

In 2015, the number of transition processes increased in numbers, mainly the transition processes that 

are due to a lack of funding. There are various reasons for lack of funding, for example, it may be that 

external financing ceases, partly because research funding is increasingly difficult to obtain. This 

means that continuous proactive efforts with operational and competence analyses need to be carried 

out to create awareness early on of potential changes in the operations and financing that may influ-

ence the competence requirement. 

4.7 Management and Leadership  
A developed strategic leadership is an important success factor for the University. To attract compe-

tent and committed leaders at all levels in the organisation, the University must improve the condi-

tions for a strategic leadership and make the prefect-role more attractive.  

Umeå University has nearly 190 managers, two thirds of whom are leaders in academia. The positions 

for deans and prefects are fixed, three-year appointments with an option to extend. The high turnover 

of managers means that new leaders must continuously familiarise themselves with everything from 

laws, regulations and finance issues to how active work environment initiatives must be carried out. 

This requires a qualitative introduction to the manager’s role, as well as continuous leadership devel-

opment and competence transfer from departing managers in a structured way.  

Leaders in universities handle major challenges, and a large number of people are affected by how the 

academic world is organised and managed. While the expectations and requirements for professional 

management and leadership are increasing, it is a challenge to find suitable candidates who want to 
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take on academic management roles. Accepting a management assignment often has negative conse-

quences for qualification in the research career, and this makes it difficult to recruit for management 

assignments. 

One strategy for creating a broader base for recruitment may be continuous work on succession plan-

ning of new managers and catching those who are interested in and curious about management. Im-

proved incentives and terms for management assignments, development of career paths and improved 

conditions for those who end their management assignments are other important areas of develop-

ment. 

4.7.1 Number of academic managers at Umeå University in October 2015 

Position Total Fe-

males 

Male

s 

Proportion 

of women, 

% 

Propor-

tion of 

men, % 

Prefect 43 18 25 42  58 

Assistant Prefect 40 23 17 58  42 

Deputy Prefect 17 5 12 29  71 

Deans 4 2 2 50 50 

Pro Dean 4 2 2 50 50 

Director 33 10 23 30 70 

Assistant Director 8 4 4 50  50 

University Vice-Chancel-

lor 

1 1 0 
  

Prorector 1 0 1 
  

Deputy Vice-Chancellor 2 2 0 
  

Total managers 153 67 86 44  56  

 

4.7.2 Number of administrative managers at Umeå University in October 2015 

 

Position Total Fe-

males 

Male

s 

Proportion 

of women, 

% 

Propor-

tion of 

men, % 

Administrative Man-

agers 

     

Administrative Manager 4 4 0   

Section Director 14 7 7 50  50 

Assistant Section Direc-

tor 

2 1 1 50  50 

Administrative Director 5 3 2 60  40 

Assistant Administrative 

Director 

1 1 0   

Museum Director 1 1 0   

Director (Grindery, UPL) 2 0 2   

University Director 1 1 0 
  

Assistant Administrative 

Manager 

1 1 0 
  

Assistant University Di-

rector 

1 0 1 
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Chief Librarian 1 0 1 
  

Total managers 33 19 14 58  42  

4.7.3 Competence development for managers and leaders  

Competence development for managers provides support in the managerial role and promotes strate-

gic and development-oriented leadership. Umeå University caters to new managers’ competence devel-

opment requirements through mandatory leadership programmes and by offering various manage-

ment and leadership seminars. 

New academic and administrative managers are offered a mandatory three-day management introduc-

tion. The purpose is to provide all new managers with basic competence support for their leadership 

assignment in connection with taking up the position. The management introduction is carried out 

once per term. In 2015, 37 new managers participated in the management introduction.  

Umeå University's management and leadership programme (MLP) is part of the strategic competence 

support for managers in the organisation. The programme is aimed at both academic and administra-

tive managers and is mandatory for all managers. MLP runs over one year for a total of 15 days plus a 

study trip, and includes seven different themes concerning both management and leadership.  

As a complement to the MLP programme, seminars are arranged that are aimed at all managers in the 

organisation. The seminars concern topical and relevant themes relating to the manager’s role.  

When new deans and pro deans take up their positions, an introduction programme is provided aim-

ing to actively support those who are new to the role. Special attention is paid to being a manager and 

operating via subordinated managers.  

To develop strategic leadership, in 2014 a project was implemented in the Office for Human Resources 

to develop a model for management and leadership development for Umeå University.9 The project 

has identified the importance of seeing leadership development in a context, in a larger context of 

leadership supply activities.  

The project also proposed a more complete and developed leadership development programme, based 

on five stages; “Curious about management”, “Management introduction”, “MLP for new managers”, 

“MLP - advanced” for experienced managers and finally SUHF’s (the Association of Swedish Higher 

Education) higher management programme HeLP. Additionally, it was suggested that the “manage-

ment ladder” be completed with optional management seminars and role-adapted programmes and 

more. 

The project was presented to the University Management on 30 March 2015, but no decision was made 

on this matter. 

4.7.4 Research Management 

To support the research career and research manager’s role for career grant recipients, in 2012 – 2014 

the training programme “Tomorrow’s research managers at Umeå University” was implemented. Out 

of just over one hundred career grant recipients, around 60 researchers participated, divided into 

                                                             

9 “Strategy for management and leadership supply at Umeå University” - Leadership development in a context 2014, Office for 

Human Resources, POD 
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three groups. The programme has received a consistently positive response and has resulted in all par-

ticipants developing individual career plans.  

In 2015 – 2018, a three-year development programme entitled “ReaL - Research & Leadership” will be 

implemented, which aims to provide competence support to research careers with a focus on research 

management. The project can also be described as a Talent Management project which means con-

scious strategies of organisations and companies to develop and retain talent in a competitive mar-

ket.10 

”Talent management implies that companies are strategic and deliberate in how they source, attract, 

select, train, develop, retain, promote, and move employees through the organization” 11 

The ReaL project is adapted to the new employment procedure at Umeå University and provides tar-

geted career and competence support for researchers. This is in line with one of the milestones for 

Umeå University, adopted by the Vice-Chancellor, and which entails that the University must intro-

duce clear and internationally competitive career paths, including resource-stable “tenure tracks”. 

The programme includes training activities with a focus on research management, coaching, personal 

feedback and development of an individual career plan. All training activities are conducted in English. 

ReaL is conducted in the form of a three-step model: 

Step 1 targets young researchers at the beginning of their research career - junior researchers - and 

aimed specifically at assistant lecturers, research associates, researchers and new lecturers.  

Step 2 targets established research managers - senior research managers - and covers lecturers and in 

some cases professors who are about to develop their own research profiles.  

Step 3 is an advanced level and is aimed at researchers who have extensive experience of managing re-

search groups - excellent research managers. The target group is professors who manage strategic in-

vestments, excellent environments and other major research organisations.  

This is a cross-faculty programme, and applications to the programme are competitive based on scien-

tific qualifications and assessed development potential. To date, gender distribution has been even, 

with 48 % women and 52 % men. It is an ambition to involve lecturers from all faculties and to achieve 

equal gender distribution among lecturers.  

The ReaL project was followed up by an evaluation in order to provide a basis for introducing continuous com-

petence support for research careers at Umeå University. 

4.8 The Swedish Agency for Government Employers’ strategy for government 
employers 

The Swedish Agency for Government Employers has developed a new strategy for government em-

ployer policy 12which will come into force in 2016. In 2016, Umeå University will work on the strategy 

and integrate this with competence resourcing work. The strategy will support managers at all levels in 

the development and creation of efficient government operations. The strategy includes three targets - 

                                                             

10 Vice-Chancellor’s decision dated 19 September 2014. Ref. No.: FS 2.10- 964-14 
11 http://en.wikipedia.org/wiki/Talent management  
12 http://www.arbetsgivarverket.se/arbetsgivarguiden/arbetsgivarpolitiska-strategin/ 
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innovation, attractiveness and good leadership. Two sub-strategies for each target describe how the 

government employer must work to achieve the targets. 

1. Development and innovation – our organisations face future challenges and changing conditions 

▪ We cooperate to develop new and efficient solutions 

▪ Our contracts are drafted and applied to support an efficient operation 

2. An attractive employer – we attract the competence we need 

▪ Our civic service assignment attracts appropriate competence 

▪ We profile the state as an attractive employer 

3. Leadership – our leaders take responsibility for and power the development of our operations 

▪ Our leaders are clear employer representatives 
▪ We develop an active employeeship 
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5 Competence resourcing policy 

Regulation 2000:605 concerning Annual Reports and Budget, Chapter 3, Section 3  

Determines that the authority must report measures taken to ensure competence is available to 

achieve the goals of the operations.  

Employer Policy of the Swedish Agency for Government Employers13 

Umeå University meets the future with borderless knowledge. Umeå University 2020 –  

Vision and goals  

Adopted by the University Board on 8 June 2012. 

Milestones, analyses, strategies and monitoring criteria 2013-2015  

University-wide. Adopted by the Vice-Chancellor on 10 December 2013 (Ref. No.: UmU 200-1111-12). 

Milestones 2016-2018 revision of analyses, strategies, and monitoring criteria  

University-wide. Adopted by the Vice-Chancellor on 24 November 2015 (Ref. No.: FS 1786-15). 

Employment procedure for teaching staff at Umeå University  

(Ref. No.: 300-2349-12) 

Competence development policy at Umeå University  

Section for personnel and organisational development 2003. 

Equal Opportunities Plan  

(Ref. No.: FS 1.1.2–312-14)  

                                                             

13 http://www.arbetsgivarverket.se/arbetsgivarguiden/arbetsgivarpolitiska-strategin/ 
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