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1 Introduction 
 
SECURE Work Package (WP) 1 - State of the Art on Research Careers - focused on working conditions for 
researchers in Europe through two literature reviews. The first reviewed Research Career Frameworks (Task 
1.1), while a second complementary review analysed tenure track-like models (Task 2.1). 
 
This WP kicked off the SECURE project, with a view not only to landscaping content, but also to providing 
direct input to: 
 

• WP2 – Development of Research Career Framework 
• WP3 – Development of Tenure Track-Like Models (TTL) 

• WP4 – Implementation of the Research Career Framework 
 
Within WP1, Task 1.2 ran a State of the Art on existing literature and best and good practices on tenure track-
like models focusing on funding schemes, recruitment and employment conditions and career development 
and assessment. It identified a range of good practice examples, taking into account institutional, regional and 
national initiatives by research-performing and research-funding organisations. It also considered the legal, 
financial and administrative implementation of tenure track-like models.   
 
Deliverable 1.2 - Initial State of the Art on Tenure Track-Like Models - will present the results of this 
landscaping to provide an initial structured input to the project’s overall objective to “develop a range of 
tenure track-like models integrating best and good practices from existing use cases”. 
 
The subsequent chapters are structured as below with Chapter 3 providing an overview and basis for WP3 and 
the following more focussed chapters as originally defined. 
 

Chapter 2: Overall Methodology for Literature Review 
Chapter 3: Overview of Tenure Track-like Models 
Chapter 4: Review of Funding Schemes for Tenure Track-like Models 
Chapter 5: Review of Recruitment and Employment Conditions for Tenure Track-like Models 
Chapter 6: Review of Career Development and Assessment for Tenure Track-like Models 
Chapter 7: Conclusions and Input to WPs 2, 3 and 4 
Chapter 8: Annexes and Bibliography 

 

2 Methodology for Literature Review 
 

2.1 Vocabulary and Scope 
 
The vocabulary around the topic is variable with different terms being preferred in different countries. The 
SECURE project chose to draw on the definition used by LERU - a ‘fixed term contract advertised with the 
perspective of a tenured, i.e. permanent position at a higher level, subject to positive evaluation and without 
renewed advertising of and application for the next position’.1 However, as the aim of the SECURE project is to 
develop a range of models that may be applicable in institutions, we deliberately used the term ‘tenure track-

 
1 Tenure and Tenure Track at LERU Universities – Models for Attractive Research Careers in Europe 
Tenure and tenure track at LERU universities: Models for attractive research careers in Europe - LNVH 

https://www.lnvh.nl/a-971/tenure-and-tenure-track-at-leru-universities-models-for-attractive-research-careers-in-europe
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like' to collect literature, examples and practice that are of relevance.  Academic tenure may be seen as a 
specific mechanism, safeguarding academic freedom, and this differs from permanent or open ended 
contracts.  There is also a risk that this may be perceived as a term applicable mainly in the United States. 
 
Two main approaches were utilised to identify relevant literature:  consortium expertise, combined with desk-
based research, and bibliographic analysis. 
 
 
 
2.2 Consortium Expertise and Desk Based Research  
 
The nature of the topic meant that it was important to draw on the depth and breadth of expertise in the 
consortium alongside the literature identified at proposal stage. This allowed us to identify key sources that 
may not appear through an academic search, such as websites, policy documents and other types of ‘grey’ 
literature. 
 
2.3 Background to Bibliographic Analysis 
 
Partners of the SECURE consortium performed a bibliographic analysis to identify key literature related to the 
concept of ‘tenure track-like models’ and other areas of interest to the SECURE project.  
 
Based on experience from the sister project OPUS, SECURE partners agreed on using Scopus to conduct the 
bibliographic analysis.2 Scopus is an abstract and citation database for research publications that contains over 
1.8 billion cited references. The decision to use Scopus was made after a comparative test search with 
OpenAIRE EXPLORE,3 an open research search portal covering a comprehensive dataset of interlinked scholarly 
works (publications, data, software). OpenAIRE EXPLORE was considered as an openly accessible, meaning free 
at the point of use, alternative to conduct the literature review.  
 
Separate searches were conducted for search terms in the ‘title’, ‘abstract’ and ‘subject’ fields (instead of the 
‘keywords’ field). These were compiled into one list and duplicates were removed. A comparison of search 
results is provided in Error! Reference source not found.Error! Reference source not found.. The results of the te
st search revealed that there was little overlap between the search results, and Scopus delivered more 
relevant hits and was slightly more convenient to use. The number of identified sources was interestingly 
comparable, but the documents identified by Scopus were more relevant. To avoid using two different 
databases and to keep the work within the scope and available resources allocated to WP1, the task leaders 
decided to use Scopus as the sole database and to complement it with literature already known to the 
consortium. The latter is important since ‘grey’ literature, including policy reports or position papers, often 
reflects on concrete actions and implementation plans but are usually not discovered by scholarly databases 
such as Scopus. 
 

 
2 https://www.scopus.com/ 

3 https://explore.openaire.eu 
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Search words AND 

SCOPUS search 
(Title-ABS-key) 
total number of hits 
[open access] 

OpenAIRE|Explore 
search 
(Title-ABS-subject)  
total number of hits 
[open access] 

research* “career framework*” 56 [20] 55 [24] 

Table 2.1 – Comparison of SCOPUS and OpenAIRE for research career framework 

For consistency, partners leading tasks 1 and 2 in WP1 agreed on the same methodological approach for the 
State of the Art on Research Career Frameworks presented in this deliverable (D1.2) and D1.2 Research Career 
Frameworks developed in parallel for WP1. 
 
 

2.4 Tenure Track-Like Models Bibliographic Analysis 
 
The same approach was used for each of the three sub-tasks (review of funding schemes for tenure track-like 
models; review of recruitment and employment conditions for tenure track-like models; review of career 
development and assessment for tenure track-like models). Alongside sub-task specific searches, the team also 
ran an additional overarching search on tenure track-like models. This complemented the core analysis 
outlined in Chapter 3. 
 
The approach consisted of eight steps: 
 
1. Define purposeful search terms and relevant variations, noting the difference between word 

combinations vs terms. 
2. Create one set of common search terms applicable to all sub-tasks and a second set of specific search 

terms for each of the individual sub-tasks. 
3. Search Scopus combining search terms from the two sets and selecting a publication cut-off date of 2000. 
4. Export search results into Excel. 
5. Combine search results into a single Excel sheet and identify duplicates. Keep note of how often the 

article appears and delete affected rows to cut down the list. 
6. Assess relevance of the article using titles (yes/maybe/no) – and further check relevance by scanning 

abstracts. 
7. Compile final list of articles to be reviewed. 
8. Complement Scopus search results with additional key literature previously identified and collected 

across the consortium (see section 2.2). 
 
Steps 1 to 5 were completed by the task leader of Task 1.1 as they had access to the relevant database and 
applied the same methodology to both tasks. This was then shared with sub-task leaders for steps 6 to 8. Sub-
tasks were assigned to sub-task leaders based on their topic expertise and their allocated person months in 
WP1. 
 
The set of common search terms defined for all sub-tasks is listed below. The basis of the terms were chosen 
to include relevant variations of the term. For example, the search term ‘research’ produces results that 
include ‘researcher’ and ‘researchers’.  
 
Figure 1 – Tenure Track-Like Models Search Terms 
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Task-specific search terms – overarching search  Number of hits  

tenure track  1592  
1581 (- dupl)  
  

  
  

Activity specific search terms 
(Activity 1.2.2) 

AND  
Common search words/combinations (for 
T1.2)  

Number of hits  

Fund* OR grant*   
  

“research* assess*” OR “research* eval*” OR 
“scien* assess*” OR “scien* eval*” OR 
“academ* assess*” OR “academ* eval*”  
  

1777  
  

“research* career*” OR “scien* career*” OR 
“academ* career*”  
  

1368  
  

“tenure track*”  
257  
  

Total  3398  
3071 (- dupl)  

  

Activity specific search terms 
(Activity 1.2.3) 

AND  
Common search words/combinations (for 
T2.1)  

Number of hits  

Recruit* OR  Employ* OR 
Condition*  
  

“research* assess*” OR “research* eval*” OR 
“scien* assess*” OR “scien* eval*” OR 
“academ* assess*” OR “academ* eval*”  

4413  
  

“research* career*” OR “scien* career*” OR 
“academ* career*”  

1624  
  
  

“tenure track*”  
371  
  

Total  6308  
5944 (- dupl)  

  

Activity specific search terms 
(Activity 1.2.4) 

AND  
Common search words/combinations (for 
T2.1)  

Number of hits  

“career develop*” OR “career 
assess*” OR “career eval*”  

“research* assess*” OR “research* eval*” OR 
“scien* assess*” OR “scien* eval*” OR 
“academ* assess*” OR “academ* eval*”  

30  

“research* career*” OR “scien* career*” OR 
“academ* career*”  

547  

“tenure track*”  
36  
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Total  613  
553 (- dupl)  

 
This set of common key search terms was combined with specific search terms for each of the individual sub-
tasks as described for Step 3. Details of the specific approaches used for the sub-tasks are described in the 
methodology sections of the individual chapters. After compiling all Scopus search results for one sub-task and 
excluding any duplicates (step 5), the lists were provided to the respective sub-task leader. Each sub-task was 
managed by a specific partner who was selected based on their area of expertise and their allocated person 
months for WP1. To identify relevant publications of interest for SECURE, partners filtered the initial list to 
articles covering the aspects of their sub-tasks following steps 6 and 7 and started their literature reviews. 
Moreover, each sub-task leader was invited to complement their lists with additional sources they deemed 
relevant, including recommendations from the consortium (step 8). This list of core literature mentioned in 
step 8 had been identified by the consortium partners as relevant for SECURE but was less likely to appear in 
Scopus searches. Articles from this list were mostly ‘grey’ literature, such as policy papers, reports and position 
statements from the European Commission or stakeholder organisations. 
 
More details on the process and outcome of the analysis for each sub-task can be found in Chapters 4 to 6. A 
full overview of all articles selected to be reviewed can be found in the Annexes (Chapter 8). 
 
Reviewers were provided with a common template in which they were asked to document the following:  
 

• Title / Author / Year / DOI / Publisher / Publication 

• Open Access (Yes/No) and Link 

• Reviewer 

• Article Abstract 

• Summary of relevance for SECURE on tenure track-like models 

• Relevant information for A1.2.2 Funding schemes for tenure track-like models 

• Relevant information for A1.2.3 Recruitment and employment conditions for tenure track-like models 
• Relevant information for A1.2.4 Career development and assessment for tenure track-like models 

• Any other relevant information on research career frameworks 

• Relevant examples of best or good practice 

• Any other references that should be reviewed. 
 
Completed review documents were uploaded onto the shared repository. Regular meetings were held with 
sub-task leaders to discuss the approach, emerging findings and provide support. 
 
SECURE partners acknowledge certain limitations to the literature review based on the decisions made with 
regards to the search, including the choice of the search tool and search terms, and the selection process of 
the documents. In this context, relevant documents might be missing from the study. However, along with the 
overall approach of choosing a widely used and renowned database and of complementing the results with 
sources identified by the consortium, significant effort was made to gather the most relevant literature. 
 

3 Overview of Tenure Track-Like Models  
 

3.1 Methodology 
 
From the 52 identified pieces of core literature, 26 were selected for review. 14 of those not selected were not 
in English and therefore it was not possible to analyse them at this stage (they will be considered in WP3, 
however). 12 were briefly considered, though were found by the task leader not to contain enough 
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information to warrant a full review at this point.  The intention of this chapter was to provide a basis 
overview to inform WP3 and the subsequent chapters, with the following chapters providing further analysis. 
 
All those reviewed followed the defined template and individual reviews were uploaded into the shared 
repository. Where relevance for a specific task area was identified this then informed the relevant literature 
review chapter. 
 
A full list of the sources analysed can be found in Annex 1. 
 

3.2 Main findings on literature relating to tenure track-like models 
 
From the review process it was possible to identify three core sources which will be critical in compiling T2.1 
Tenure Track-Like Models and allow the project to identify a range of best and good practice examples which 
are comprehensive and allow for country and institutional differences. These core sources are described 
below: 
 

 
1. Tenure and Tenure Track at LERU Universities – Models for Attractive Research Careers in Europe4 
This important advice paper is central to the work of SECURE. First, it provides the clearest definition of tenure 
track that is applicable to the project. Tenure track is defined as a ‘fixed term contract advertised with the 
perspective of a tenured, ie. Permanent position at a higher level, subject to positive evaluation and without 
renewed advertising of and application for the next position’. The paper then defines four academic career 
models in Europe and North America, followed by analysis of recent developments of career paths towards 
tenure track in LERU universities, European countries and North America, highlighting a number of examples. 
These include probation on the job and tenure at an early career stage in the UK, tenure tracks to higher 
career stages in Netherlands, Belgium (Flanders), Sweden and Italy, tenure tracks to higher career stages in 
Germany, Switzerland and Finland, the absence of tenure track models in France and Spain, developments in 
North America, and a summary of recent European developments which can inform the development of 
models and good practice examples. Finally, it makes recommendations which are in accordance with the 
project goals, including that ‘Universities and other research institutions should provide guidance and support 
for beginning tenure track appointees, continue with appropriate support and mentoring along the way, and 
pay special and timely attention to those researchers to whom tenure may not be granted’. 
 
2. Precarious Careers in Research5  
This study maps employment contracts and career models with a view to understanding where and which 
groups of researchers suffer from the most precarious careers and remuneration packages, to develop 
indicators and suggest policies to reduce the precariousness of researcher careers. This is an important report 
for the SECURE project as it is extremely recent and relevant and makes policy recommendations on supply 
and demand for researchers from several perspectives, including at EU and local levels. It will be essential for 
the development of the Research Career Framework in WP2. 
 
3. Federal Ministry of Education and Research – The Tenure Track Programme6 
This website provides a starting point and overview of the Joint Federal Government-Länder Tenure-Track 

Programme. The programme began in 2017 and aims to fund 1.000 tenure track professorships by 2032, 

 
4 Tenure and Tenure Track at LERU Universities – Models for Attractive Research Careers in Europe 
Tenure and tenure track at LERU universities: Models for attractive research careers in Europe - LNVH 

5 Jurgen Janger, Alexandros Charos, Peter Reschenhofer, Anna Strauss-Kollin, Fabian Unterlass, Stefan Weingartner – Precarious 
Careers in Research https://ideas.repec.org/b/wfo/wstudy/70473.html 
6 Federal Ministry of Education and Research – The Tenure Track Programme – website 
The Tenure-Track Programme — English (tenuretrack.de) 

https://www.lnvh.nl/a-971/tenure-and-tenure-track-at-leru-universities-models-for-attractive-research-careers-in-europe
https://ideas.repec.org/b/wfo/wstudy/70473.html
https://www.tenuretrack.de/en/the-tenure-track-programme
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supported by over one billion euros of funding. The intention is that this will strengthen Germany’s academic 

system and will be supported by initiatives that drive cultural change in institutions, such as enhanced 

academic structures and long-term improvements in equal opportunities and work-life balance. The website 

contains policies and information relevant to all aspects of the SECURE project, including funding, recruitment, 

and career progression, although some documents may require translation from German. The website also 

clearly details where these systems are in operation, something that will aid the identification of best and 

good practice. An additional 14 documents in German were identified by our consortium as being of interest, 

however it was not possible in the scope of this review to look at them in detail and we wanted to ensure time 

was given to a balance of countries represented, but they should be considered as the models and project 

develops. VDI/VDE Innovation are a SECURE consortium member and provide expertise on this and 

translations should be fairly straightforward through Deepl as required. 

 

The information from this website is complemented by the 2021 National Report on Junior Scholars.7 

This report from the Consortium for the National Report on Early Career Researchers refers to various 

regulations to improve work-life balance, whilst the funding programmes of the German Research Foundation 

also have a package of measures designed to boost the compatibility of family life and an academic career. The 

monitoring of and career tracking of those following this process in Germany through almenta.de, as 

described in a press release,8 provides robust analysis on the extent to which a tenure-track professorship 

improves the academic landscape, as well as data on career paths. This has been ongoing since 2017. 

 
Overview of additional sources 

 
Academic Career Structures in Europe: Perspectives from Norway, Denmark, Sweden, Finland, the 
Netherlands, Austria and the UK9 offers a useful overview of the systems in the countries featured, including a 
table showing the status of tenure track. Additionally, The Rocky Road to Tenure – Career Paths in 
Academia10 highlights notable differences between countries, as well as comparisons with the American 
system. This should be considered when identifying best and good practice but may be a little out of date. 
 
What and how long does it take to get tenure11 includes examples from Germany, Austria and Switzerland, 
with good descriptions of factors to consider in the recruitment and assessment process for tenure track. Time 
to Tenure in Spanish Universities,12 meanwhile, considers factors, sub-factors and variables which all influence 
the time to achieve tenure. Guidance for career development can be found on institutional websites. For 
example, the University of Antwerp career options website13￼ provides an overview of how researchers 
could be better supported. The European University Institute website14￼ moreover, contains information on 
academic careers by country, including recruitment and career advancement, positions, salaries, access to 
non-nationals and gender information. 
 

 
7 The Consortium of the National Report on Early Career Researchers - https://buwin.de/dateien/2021/buwin-2021-keyresults.pdf  
8 https://www.diejungeakademie.de/en/press/dem-tenure-track-programm-auf-der-spur   
9 Academic Career Structures in Europe - https://nifu.brage.unit.no/nifu-xmlui/bitstream/handle/11250/2487666/NIFUreport2018-
4.pdf?sequence=1&isAllowed=y  
10 Brechelmacher A., Park E., Ates G., Campbell D.F.J – The Rocky Road to Tenure – Career Paths in Academia 
11 What and How Long Does It Take to Get Tenure? The Case of Economics and Business Administration in Austria, Germany and 
Switzerland - https://doi.org/10.1111/j.1468-0475.2008.00449.x 
12 Luiz Sanz Menendez, Laura Cruz-Castro, Kennedy Alva – Time to Tenure in Spanish Universities: An Event History Analysis - 
https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0077028 
13 SECURE_WP1_Core Documents Initial list.xlsx 
14 European University Institute – Careers by Country  
Careers by country • European University Institute (eui.eu) 

https://buwin.de/dateien/2021/buwin-2021-keyresults.pdf
https://www.diejungeakademie.de/en/press/dem-tenure-track-programm-auf-der-spur
https://nifu.brage.unit.no/nifu-xmlui/bitstream/handle/11250/2487666/NIFUreport2018-4.pdf?sequence=1&isAllowed=y
https://nifu.brage.unit.no/nifu-xmlui/bitstream/handle/11250/2487666/NIFUreport2018-4.pdf?sequence=1&isAllowed=y
https://doi.org/10.1111/j.1468-0475.2008.00449.x
https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0077028
https://oceanicanarias.sharepoint.com/:x:/r/sites/SECURE-Project/Documentos%20compartidos/WP1/SECURE_WP1_Core%20Documents%20Initial%20list.xlsx?d=w08e8c1ae01bc498386cbdf2ecdcfd149&csf=1&web=1&e=fmpijY
https://www.eui.eu/ProgrammesAndFellowships/AcademicCareersObservatory/AcademicCareersbyCountry
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Translating tenure track into Swedish: tensions when implementing an academic career system15 compares 
tenure-track programmes at three Swedish institutions highlighting design and development, ways of handling 
emerging tensions, and a discussion of key considerations when creating a tenure track. This has considerable 
potential to inform best and good practice models. 
 
Three additional papers drew on examples from Finland. Reaching for different ends through tenure track – 
institutional logics in university career systems16 contains useful information on recruitment and 
performance management processes. Widening the scope to four Nordic countries, View of the Recruitment 
of Full Professors According to Pre-Determined Criteria in Four Nordic Countries17 highlights some 
employment and legal points to consider, including probation, promotion rights, the regulation of professor 
qualification criteria, employment regulations, equal opportunities and the right to appeal. The same author’s 
paper Tenure Track Career System as a Strategic Instrument for Academic Leaders18 contains some useful 
general observations about tenure track and leadership. It identifies two main benefits - to attract high 
performing junior researchers globally and to allocate resources. 
 
Four papers highlighted some of the more negative aspects of tenure track that should be acknowledged and 

considered. Incentivizing academics: experiences and expectations of the tenure track in Finland19 

complements existing research from northern America that identifies how academics associate tenure track 

success with publications and research funding success (i.e. more traditional modes of research assessment). 

There is a risk that this creates a particular kind of academic and may restrict academic freedom and 

independence. There is also some evidence that this impacts negatively on some groups more than others, 

such as women. Structural properties and epistemic effects of scientific careers in transition to tenured 

professorships20 observes that individuals on tenure tracks show higher satisfaction levels but also longer 

working hours. Pakistan Rewarding Academics: Experiences of the Tenure Track System in Pakistan,21 

moreover, provides interesting insights into how the environment – teaching, research standards and internal 

administrative processes – were not able to support the introduction of tenure track.  While this might not 

translate directly to the European context, it serves as a reminder of the importance of institutional context. 

 
Gender emerges as an important theme in the literature. The Tenure Track Model: Its acceptance and 
perceived gendered character,22 a small study in Dublin, highlights the gendered dimensions of the tenure 
track recruitment process, with women identifying a lack of clarity around parental leave and differences in 
salary negotiation. It emphasises the need for a cautionary approach. Can Mentoring Help Female Assistant 

 
15 Henningson Maliln, Jornesten Aners, Geschwind Lars – Translating tenure track into Swedish: tensions when implementing an 
academic career system 
16 Maria Pietilä1 & Romulo Pinheiro  -Reaching for different ends through tenure track – institutional logics in university career 
systems  https://link.springer.com/article/10.1007/s10734-020-00606-2#citeas 
17 Petri Mantysaari – View of the Recruitment of Full Professors According to Pre-Determined Criteria in Four Nordic Countries - 
https://journals.ub.umu.se/index.php/njolas/article/view/242/230 
18 Maria Pietila - Tenure track career system as a strategic instrument for academic leaders: European Journal of Higher Education: 
Vol 5, No 4 (tandfonline.com) 
19 Maria Pietila - Incentivising academics: experiences and expectations of the tenure track in Finland - Pietil_SHE_2017.pdf 
(helsinki.fi) 
20Phillippe Dittman – Structural properties and epistemic effects of scientific careers in transition to tenured professorships 
https://doi.org/10.5281/zenodo.6975389 
21 Tayyeb Ali Khan, Naisre Jabeen and Tom Christensen – Rewarding academics – Experiences of the tenure track system in Pakistan 
- https://onlinelibrary.wiley.com/doi/full/10.1111/hequ.12410 

22 Pat O’Connoer and Eileen Drew – The Tenure Track Model: Its Acceptance and Perceived Gendered Character - 
https://www.mdpi.com/2813-4346/2/1/5 

https://link.springer.com/article/10.1007/s10734-020-00606-2#citeas
https://www.tandfonline.com/doi/abs/10.1080/21568235.2015.1046466?journalCode=rehe20
https://www.tandfonline.com/doi/abs/10.1080/21568235.2015.1046466?journalCode=rehe20
https://helda.helsinki.fi/bitstream/handle/10138/303215/Pietil_SHE_2017.pdf?sequence=1
https://helda.helsinki.fi/bitstream/handle/10138/303215/Pietil_SHE_2017.pdf?sequence=1
https://doi.org/10.5281/zenodo.6975389
https://onlinelibrary.wiley.com/doi/full/10.1111/hequ.12410
https://www.mdpi.com/2813-4346/2/1/5
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Professors in Economics?23 and Peer Mentoring for Tenure Track Faculty,24 both northern American studies, 
explore the role of mentoring. In the latter study, new faculty members mentor each other to build a strong 
supportive cohort and create new collaborative opportunities. Additionally Do researchers’ early careers have 
to be precarious an article from the UK notes the amount of talent leaving academia particularly female and 
black and ethnic minority researchers due to the highly competitive and precarious post-doctoral phase.25 The 
Leibniz Programme for Women Professors26 aims to support the recruitment of top women and promote 
initiatives that pave the way for such appointments at an early stage. It is aimed at women in all disciplines 
with an outstanding international track record and will be a useful case study. It would be interesting to 
further interrogate eligibility criteria and how someone is judged to be outstanding. Additionally, the Lise Meir 
Excellence Programme27 offered by the Max Planck society is aimed at women scientists at the beginning of 
their scientific career and already ranking as exceptional in their research area. After a period of five years, 
they will be offered the opportunity to join the internal Max Planck tenure track procedure. 
 

3.3 Main points for further analysis and suggested input for WP2, 3 and 4  
 
WP3 should consider the different interpretations of ‘tenure track’ and create an overarching definition that 
has currency for all. This definition should also work in parallel with the research career framework developed 
in WP2.   
 
The analysis of key sources identified by the SECURE consortium demonstrates variance between countries in 
the interpretation and implementation of tenure track-like models. Good practice examples identified in WP3 
will need to draw from a variety of countries and reflect variance in legality, culture and administrative 
systems. The bibliographic review has identified many sources for this, but there are still gaps in terms of 
national coverage that will need to be addressed.  This must be mapped in more detail to show coverage and 
guide effort in seeking good and best practice examples. 
 
There are many examples from Germany that require further interrogation. However, we should ensure this is 
balanced and that we are not suggesting that one national system is preferable. Instead, emerging themes 
from these examples could be seen as offering key considerations when implementing tenure track and could 
be developed into recommendations.  WP3 must consider equality, diversity and inclusion, particularly gender.  
 
Tenure track models are usually based on a five-year period. Given the relatively short amount of time to pilot 
initiatives in WP4 (less than a year), we should identify smaller manageable options that are possible to test 
fully and that will be of benefit to the institution. This should be a collaborative process with pilot partners. 
 

 

4 Review of funding schemes for tenure track-like models 
 

4.1 Methodology  
 
Starting with an initial 3071 papers to screen, we decided to narrow the scope by using additional keywords from 
the paper titles, keywords and abstracts. The pre-defined keywords were: ‘position’, ‘tenur*’, ‘permanent’ and 

 
23 Donna K Ginther, Janet Currie, Francine D Blau and Rachel Croson - Can mentoring help female assistant professors in economics? 
An evaluation by randomized trial  
24 Jacelon C, Zucker, D, Staccarine, J-M, Henneman E – Peer Mentoring for Tenure Track Faculty 
25 Mellors-Bourne R - Do research careers have to be precarious? https://www.vitae.ac.uk/impact-and-evaluation/what-do-
researchers-do/do-researchers-careers-have-to-be-precarious-research-article.pdf/view  
26 Leibniz Programme for Women Professors - https://www.leibniz-gemeinschaft.de/en/research/leibniz-competition/leibniz-
programme-for-women-professors  
27 https://www.mpg.de/18399586/lise-meitner-gruppenleiterinnen-2021.pdf 

https://www.vitae.ac.uk/impact-and-evaluation/what-do-researchers-do/do-researchers-careers-have-to-be-precarious-research-article.pdf/view
https://www.vitae.ac.uk/impact-and-evaluation/what-do-researchers-do/do-researchers-careers-have-to-be-precarious-research-article.pdf/view
https://www.leibniz-gemeinschaft.de/en/research/leibniz-competition/leibniz-programme-for-women-professors
https://www.leibniz-gemeinschaft.de/en/research/leibniz-competition/leibniz-programme-for-women-professors
https://www.mpg.de/18399586/lise-meitner-gruppenleiterinnen-2021.pdf
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‘contract’. Using these additional keywords, we were able to identify 500 key articles. We then analysed these 
papers manually, using the titles and abstracts to cut down the selection to 18 sources. These papers were 
distributed among team members, and the summary is below.  
 
The decisions made during the search and selection process of the documents may have resulted in limitations, 
with the inclusion/exclusion criteria leading to the non-consideration of relevant documents. During the review, it 
was found that not all the 18 documents were closely related to the topic and the findings were limited. It was 
therefore decided to complement the findings with a couple of key documents from the grey literature, to 
provide a more detailed overview (e.g. The Federal Ministry of Education and Research, Germany; Swiss National 
Science Foundation).  
 
The main aim of this chapter was to examine funding schemes for tenure track-like models but the analysis by 
country has also allowed observations to be made on general differences in context and framework conditions for 
tenure track-like models.   
 
 
 

4.2 Main findings on funding schemes for tenure track-like models 
 
Declining core governmental funding for higher education institutions (HEIs) and increased external project 
funding, may lead to an increase in externally funded research positions. Projectification, a term used to describe 
this notion, may result in an increase in the number of PhD students and postdocs working on project-based 
research whereas the overall numbers of academic staff may not have increased proportionally , depending of 
course on the country and academic discipline.28  The balance between core and project should be considered 
when looking at tenure track and the varying models that relate to it. 
 
Organisational level (institutional) funding is defined as ‘the total of national budgets in a given country, 
attributed to a research performing organisation (university or Public Research Organisation), with no direct 
selection of R&D projects or programmes and for which money the organisation has more or less freedom to 
define the research activities to be performed’. Institutional funding can be allocated in the form of non-
competitive block funding. To a considerable extent this block funding may be earmarked for particular 
expenditures such as infrastructure or researchers’ salaries, especially in research systems where permanent 
researchers are civil servants. The university may have some discretion in allocating a non-earmarked part of this 
block funding to further support research activities. Institutional funding can also be allocated in a 
variable/competitive manner. This can for example be tied to performance contracts. Another approach consists 
of ‘centre of excellence’ schemes in which research organisations or research units are allocated institutional 
funding on the basis of an ex-ante assessment of research potential. Alternatively, institutional funding can be 
tied to ex post assessments of the output and performance of universities.  The relevance for tenure track is 
unclear but further analysis of assessment in tenure track and the relationship to funding might be of interest.  
 
The different national funding allocation systems can be further classified according to the type of performance-
based research funding (PBRF), as shown in Scheme 1. 
 
Figure 2 Research performance funding system  

 

 
28 Channah Herschberg, Yvonne Benschop, Marieke van den Brink, Precarious postdocs: A comparative study on recruitment and 

selection of early-career researchers, Scandinavian Journal of Management, Volume 34, Issue 4, 2018, Pages 303-310, ISSN 0956-

5221, https://doi.org/10.1016/j.scaman.2018.10.001.(https://www.sciencedirect.com/science/article/pii/S095652211830040X) 

 

https://doi.org/10.1016/j.scaman.2018.10.001.(https:/www.sciencedirect.com/science/article/pii/S095652211830040X)
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Source: (Zacharewitz et. al, 2019) 
 
 
Many European countries have implemented some form of performance-based research funding, with variables 
such as education/training-based metrics, research outputs and publications, citation-based impact metrics, 
international excellence, patents, revenues from industry cooperation, external R&D funding, scientific awards, 
patents, financial commercialisation of research results, faculty characteristics, student enrolment and PhD 
defences.29 
 
It should be noted that there are many differences in the research and education systems, cultures, and 
regulations across countries in Europe, with tenure track-life models also taking different forms. This means that a 
more flexible system, rather than a one-size-fits-all approach, will be needed. Summaries of examples and 
practices can be found below.  They have tended to focus on specific circumstances for postdoc positions. 
 
Belgium 
 
The Flanders system uses the ‘three-legged stool’ funding mechanism for research and is unique in Europe, being 
divided into national funding, a Special Research Fund (BOF) for blue-sky research and an Industrial Research 
Fund (IOF) for strategic applied research, innovation, and outreach activities. The salaries of all tenured faculty 
are paid out of the lump sum, and at each university there are only a small number of other indefinite academic 
appointments that can be terminated only for a specific cause or under extraordinary circumstances. The final 
responsibility for providing education, managing research activities, and supervising PhD students rests on the 
tenured faculty. Due to governmental regulations, IOF- and BOF-funding can only be used for financing short-term 
research grants, PhD scholarships and postdoctoral fellowships. Flanders, like many other regions and nations, 
has adopted PBRFs to improve and provide public accountability for its science and innovation system. It is set up 
by national or regional authorities and determined by a peer review process evaluating the output and impact of 
research. The results of the assessment are translated into a funding formula to allocate part of the institutional 

 
29 Thomas Zacharewicz, Benedetto Lepori, Emanuela Reale, Koen Jonkers, Performance-based research funding in EU Member 
States—a comparative assessment, Science and Public Policy, Volume 46, Issue 1, February 2019, Pages 105–115, 
https://doi.org/10.1093/scipol/scy041 

 

https://doi.org/10.1093/scipol/scy041
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funding to the universities. Some of the weighted parameters used in the partition formula are publications, 
citations, EU framework programs, interdisciplinary research, diversity parameters, revenues from industrial 
contracts and patents. From 2006, the Belgian government earmarked some of the additional BOF-funding to 
provide long-term support to world-leading researchers. The idea is similar to that of the Max Planck institutions 
in Germany. Each university’s research council must make the selection and these researchers receive a 
substantial amount of funding until their retirement.30 
 
Switzerland 
 
In Switzerland, most of the research-funding budgets (up to 61%) come from the private sector and 
approximately 80% are core funded. The Swiss National Science Foundation (SNSF), a private foundation which 
receives its mandate from the federal government, focuses on two main funding schemes: scientific projects and 
scientists’ careers, and supports all disciplines, following a bottom-up principle. Its main goal is to promote a high 
level of science and research in Switzerland. 
 
SNF allocated in 2015 a budget of approximately 877 million Swiss francs mostly spent on research projects and 
supporting scientists’ careers. Research project topics can be chosen freely, and researchers should have a strong 
scientific record, mirrored in achievements that go beyond publications in journals with high impact factors. 
Ideally, the candidates have contributed remarkable accomplishments in their respective research fields. SNF 
Project Funding has been increased to four years, to give PhD students the opportunity to finish within the time 
limit of their project. Most of the career development grants cover not only the salary of the grantee but also a 
small research group, including project costs. 
 
The former SNF Professorship program, replaced by SNSF Eccellenza scheme in 2018, is intended for highly 
qualified young researchers who aspire to a permanent professorship. Eccellenza supports them in achieving their 
goal as leaders of a generously funded research project with their own team at a Swiss higher education 
institution. Eccellenza covers the grantee’s salary at local rates applicable to assistant professorships and project 
funds up to 1,000,000 Swiss francs for a maximum duration of five years, the minimum duration being three 
years. Applicants for this program must have a proven record of at least two years´ research activity at a Swiss 
higher education research centre, or they must be Swiss nationals or have a Swiss higher education degree. They 
have never held a professorship position (including assistant professor or professor in Switzerland or abroad). 
They must have a doctorate (PhD) or at least three years of research activity after obtaining their higher 
education degree. The application must be submitted up to eight years after their PhD defense or after the date 
of the equivalent qualification. These grants are aimed at researchers who wish to conduct a research project 
while holding a post that offers research independence at assistant professor level at a Swiss higher 
professorship. The objective of this funding scheme is the obtainment of a permanent professorship (Regulations 
on SNSF Eccellenza Professorial Fellowships, 2020).    
 
Germany 
 
As mentioned in the previous chapter, in 2016, Germany’s federal states (Länder) and the Federal Ministry of 
Education and Research joined forces to launch the Joint Federal Government-Länder Funding Programme for 
Junior Academics (2017 – 2032). The goal of the programme is to provide long-term funding for junior academics 
at Germany’s universities and equivalent higher education institutions as they work towards obtaining a lifelong 
professorship. This will make Germany’s academic system stronger and more attractive on the global stage.  
 

 
30 Luwel, M., 2021. Performance-based Institutional Research Funding in Flanders, Belgium. Scholarly Assessment Reports, 3(1), 

p.3.DOI: https://doi.org/10.29024/sar.29 
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The Joint Federal Government-Länder Tenure-Track Programme will result in the first ever widespread 
introduction of tenure-track professorships at German universities and higher education institutions and will 
make a lifelong professorship more transparent and predictable for many academics. These academics are initially 
employed by the university on a temporary basis for a period of up to six years. The difference is that they 
immediately transition to a permanent professorship once they have successfully completed the probationary 
period (known as the tenure track). The only condition associated for the transition to a professorship is the 
successful completion of a tenure evaluation. The Federal Government-Länder Programme guarantees that those 
holding positions will receive appropriate initial funding for equipment and will be able to conduct independent 
research and teaching, even in the early stages of their academic careers. The clearly defined period for the 
tenure phase also means that junior academics will gain certainty about their permanent position in the academic 
system much earlier than has previously been the case. 
 
The programme also has a broader focus - it aims to encourage the enhancement of human resources (HR) 
structures for the entire academic workforce at German universities, including career paths not associated with 
professorships. The programme´s resources can be used to fund both personnel costs and material expenses for a 
period of up to six years. The university must have made a binding decision to introduce the tenure-track 
professorship career path. Furthermore, it must demonstrate that one of its executive board’s strategic objectives 
is to further the personal development of junior academics and of all academic staff. Finally, the university must 
present an HR development concept containing information about standards, the level of institutional 
commitment and it implementation status. Universities can receive funding for up to a maximum of thirteen 
years with the overall duration of the programme (2017 – 2032). 
 
The requirements to apply for tenure include that the applicants for a tenure-track professorship shall have 
moved to a different university once they have obtained their doctorate or must have been employed for at least 
two years in the academic field outside the higher education institution to which they are being appointed 
professor. 
 
The transition to a permanent professorship requires a successful, quality-assured evaluation according to clearly 
defined and transparent criteria at the time of appointment.31  . It would be useful to explore further what 
metrics and data are being collected. 
 
This is just one example of a funding scheme and others would also be of relevance and provide useful good and 
best practice examples for example Wissenschaftszeitgesetz.32 
 
Netherlands 
 
In a Dutch university, postdocs receive a university employment contract and therefore fall under the collective 
labour agreement for Dutch universities. In the Netherlands, a new law implemented in 2015 prescribes that 
academic staff cannot get more than three consecutive temporary contracts. The total period of temporary 
employment cannot exceed four years (this used to be six years). As a result, academics on temporary positions 
are not able to renew their contract with their employer once they reach four years of employment. Given the 
current financial structure of universities, this law will in all likelihood increase precarity, as universities are often 

 
31 Dirk-Olivier Laurent (2016), Bekanntmachung der Verwaltungsvereinbarung zwischen Bund und Ländern gemäß Artikel 91b Absatz 

1 des Grundgesetzes über ein Programm zur Förderung des wissenschaftlichen Nachwuchses, Gemeinsame Wissenschaftskonferenz 

Buro, Available at: https://www.tenuretrack.de/de/dateien/tenure-track/verwaltungsvereinbarung-wissenschaftlicher-nachwuchs-

2016.pdf (Accessed on: 13.04.2023)  

32 https://www.bmbf.de/bmbf/de/forschung/wissenschaftlicher-
nachwuchs/wissenschaftszeitvertragsgesetz/wissenschaftszeitvertragsgesetz_node.html 

https://www.tenuretrack.de/de/dateien/tenure-track/verwaltungsvereinbarung-wissenschaftlicher-nachwuchs-2016.pdf
https://www.tenuretrack.de/de/dateien/tenure-track/verwaltungsvereinbarung-wissenschaftlicher-nachwuchs-2016.pdf
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not willing to turn fixed-term positions into permanent ones. In the Netherlands, only 20% of all postdocs secure 
an appointment as assistant professor.33  
 
Sweden 
 
In Sweden, early career researchers can be employed in a post-doctoral research position for a maximum of only 
2 years, after which their temporary employment status can only be extended for an additional 2 years. This 
extension is dependent on whether there are monetary resources for this, either obtained by the early career 
researchers themselves or from another (often more senior) person in the department. After this time, the 
researcher must be either permanently hired (as decided by the organisation) or must leave the university.34 To 
be permanently hired, funding must be provided for the position, either by the early career researchers 
themselves or by another researcher at the department. 35 
 
France 
 
The main source of funding for French PhD students is the Ministry of Research (MENRT). PhD and postdoctoral 
training is more explicitly understood as state responsibility and is much more centralised. Doctoral education can 
be seen as a very specific form of on-the-job training. If a French scientist fails to enter the academic sector, 
where tenure does exist from the early career onwards, they will have trouble finding a job in the private sector. 
Consequently, a majority of doctoral researchers occupy temporary positions mostly in foreign countries waiting 
for better academic opportunities. The tenure track in France is known as the Open-Ended Labor Contract 
(OEC).36 
 
USA 
 
In the USA, most students obtain funding through their universities, payable via an extensive system of grants and 
contracts to their professors, such as research or teaching assistantships. However, they still cover some costs 
through their own resources and loans. Scientific careers depend heavily on the grant-making of federal science 
agencies to principal investigators. Early career development (doctoral and postdoctoral training) occurs within 
individual investigator-initiated, university-based public funding, so does not follow intentional or labour-market 
policies. 37  
 

4.3 Main points for further analysis and suggested input for WP2, 3 and 4 
 
The review identified several themes that should be pursued in further detail in WP2, 3 and 4: 
 

• Industry involvement. Several research papers suggest that scientists trained in France at least in part 
with industry funding are more likely to obtain permanent employment, while having a university grant 

 
33 Channah Herschberg, Yvonne Benschop, Marieke van den Brink, Precarious postdocs: A comparative study on recruitment and 

selection of early-career researchers, Scandinavian Journal of Management, Volume 34, Issue 4, 2018, Pages 303-310, ISSN 0956-

5221, https://doi.org/10.1016/j.scaman.2018.10.001.(https://www.sciencedirect.com/science/article/pii/S095652211830040X) 
34 Haglund, A. (2018). Tidsbegränsade Anställningar Bland Högskolans Forskande Och Undervisande Personal Rapport 2018. 

Stockholm, Sweden: Universitetskanslerämbetet, 11 
35 Berggren Å, Almlöv C, D’Urso A and Grubbström A (2022) “Screwed from the start”: How women perceive opportunities and 

barriers for building a successful research career. Front. Educ. 7:809661. doi: 10.3389/feduc.2022.809661  
36 Monica Gaughan, Stephane Robin, National science training policy and early scientific careers in France and the United States, 

Research Policy, Volume 33, Issue 4, 2004, Pages 569-581, ISSN 0048-7333, https://doi.org/10.1016/j.respol.2004.01.005. 
37 Monica Gaughan, Stephane Robin, National science training policy and early scientific careers in France and the United States, 

Research Policy, Volume 33, Issue 4, 2004, Pages 569-581, ISSN 0048-7333, https://doi.org/10.1016/j.respol.2004.01.005. 

https://doi.org/10.1016/j.scaman.2018.10.001.(https:/www.sciencedirect.com/science/article/pii/S095652211830040X)
https://doi.org/10.1016/j.respol.2004.01.005
https://doi.org/10.1016/j.respol.2004.01.005
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increases the chance of temporary employment38 Gaughan and Bozeman (2000)´s study of established 
scientists in northern American universities indicates that industry involvement improves academic 
ability to write grants and ultimately be successful in achieving funding.39 The SECURE project should 
consider the role of industry and its relationship with tenure track and seek examples of practice. 

 

• Mobility. Part of the tenure track-like model in Switzerland (Eccellenza Professorial Fellowship) also 
includes mobility as an assessment criterion. If the applicant did not conduct a research stay of 24 
months after the doctorate at one or more institutions, they must achieve equivalent mobility in 
qualitative terms under the Eccellenza Professorial Fellowship. It may be achieved as a stay at a non-
commercial research institution (host institution) or institution in the practical realm (industry, 
administration, intersectoral mobility). The tension between mobility and tenure track is clear and best 
and good practice examples of how to mitigate this should be sought. 

 

• Evaluation There appears to be limited evaluation of these funding schemes and it would be useful to 
know if any work has been done to evaluate specific models in detail.  It is also helpful to compare scale 
and scope.  Labour Market Information would also be useful to interrogate further. We should also 
consider the difference between core/funding and funding that is project or challenge led, looking in 
more detail at the various aspects and avoiding the view that core funding leads to a permanent contract 
with project funding leading to a temporary contract.  For example if a tenure researcher has their salary 
funded by projects, it therefore frees up institutional funding for other positions eg. PhDs or Postdocs. 

 

• Gender. There is some emerging evidence of gender bias in research funding with men tending to receive 
a greater proportion of grants and considerably higher funding on average than women. Literature was 
identified that sought to explain this. Finnborg40 argued that it may be due to women tending to occupy 
fewer senior positions than men, whilst Berggren41 considered female access to supervisor networks and 
the impact that had on career advancement. This requires further consideration and interrogation when 
looking at principles and practice in tenure track models and the impact of gender. 

 

 
5 Recruitment and employment conditions for tenure track-like models 
 

 5.1 Methodology 
 
This review was focused on obtaining data on recruitment and employment conditions, and what barriers and 
gaps have been identified. We conducted desk research on relevant literature, using keyword searches of 
‘recruitment conditions’ and ‘employment conditions’, supplementing this with core documents identified by 
SECURE.  This process was guided by the overarching research question: What are the recruitment and 
employment conditions in TTL models and what are the similarities and differences across Europe? 
 
Using methodology outlined in Chapter 2, the review team examining recruitment and employment conditions 
for tenure track-life models received an initial list of 130 documents. We trimmed this by analysing abstracts and 

 
38 Mangematin, V., 2000. Ph.D. job market: professional trajectories and incentives during the Ph.D. Research Policy 29 (6), 741–756 
39 Gaughan, M., Bozeman, B., 2002. Impacts of research grants and institutional change on scientists’ careers: comparing Center 

funding with “small science” grants. Research Evaluation 
40 Finnborg S. Steinþórsdóttir, Þorgerður Einarsdóttir, Gyða M. Pétursdóttir & Susan Himmelweit (2020) Gendered inequalities in 

competitive grant funding: an overlooked dimension of gendered power relations in academia, Higher Education Research & 

Development, 39:2, 362-375, DOI: 10.1080/07294360.2019.1666257 
41 Berggren Å, Almlöv C, D’Urso A and Grubbström A (2022) “Screwed from the start”: How women perceive opportunities and 

barriers for building a successful research career. Front. Educ. 7:809661. doi: 10.3389/feduc.2022.809661  
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selecting those with most relevance. This resulted in a final list of 16 documents, which we reviewed in detail. This 
was supplemented by additional documents from the SECURE consortium. As a core document we examined The 
Work Situation of the Academic Profession in Europe: Findings of a Survey in Twelve Countries (Teichler and Höhle, 
2013). 
 
 
 

5.2 Main findings on recruitment and employment conditions for researchers 
 
Since the early 1990s, there have been several national level reforms across Europe that have facilitated changes 
in the legal basis of organisational human resources management and modifications to higher education systems 
that have affected employment conditions and remuneration systems. As a result of these reforms, most 
universities have increased the number of staff on temporary contracts at a rate disproportionate to the creation 
of new permanent positions. This has resulted in a decrease in the attractiveness of academic employment more 
generally. The greatest challenges identified are a non-correlated long training period and uncertain career paths 
combined with low income.42 
 
Different countries have approached the issue in diverse ways. Finland has developed harmonised research-
oriented academic careers at graduate schools, but debate remains over whether these schools represent an 
efficient way to involve academics outside home institutions43. One of the main issues relates to the fact that it is 
necessary to facilitate research-oriented doctorates.44 45 
 
One general academic pathway that is common in all academic systems across Europe is that it starts with a 
doctorate followed by an extended period of postdoctoral training. For example, in the UK, postdoctoral research 
fellowships are a common post-PhD step for researchers. In Austria and Germany, meanwhile, long training 
periods can be reduced by the Habilitation process, which acts as an entry qualification to the professoriate46. 
Recent developments in Austria enable doctoral degree holders to become full professors, even though 
Habilitation remains the most common ‘qualification step’ for career advancement. This compared to an average 
of 5 years in Austria, Poland, Germany and Portugal.47 
 
Across the EU, the period between graduation and full-time employment in academia is on average 7-8 years, 
with the longest periods recorded in Ireland (11 years), Croatia, Finland (13 years), and Switzerland (15 years). On 
average, university professors are 32 years old at the point of their first full-time appointment academia, with 
individual country averages of Ireland (40 years), Croatia (36 years), Portugal (27 years),  Poland (25 years), and 

 
 
43 Aarrevaara, T., & Hölttä, S. (2007). Finland – Massi fi cation, steering-by-results and new divisions of labour. In W. Locke & U. Teichler 
(Eds.), The changing conditions for academic work and careers in select countries (Werkstattberichte, 66, pp. 195–209). Kassel: 
University of Kassel, INCHER. 
44 Laudel, G., & Gläser, J. (2008). From apprentice to colleague: The metamorphosis of early career researchers. Higher Education, 55 
(3), 387–406. 
45 Kim, M. M., & Cummings, W. K. (2011). Faculty time allocation for teaching and research in Korea and the United States: A 
comparative perspective. Korean Social Science Journal, 38 (1), 1–40. 
46 Teichler, U. (2008). Academic staff in Germany: Per aspera ad astra? In Research Institute for Higher Education Hiroshima University 
(RIHE) (Ed.), The changing academic profession in international comparative and quantitative perspectives (RIHE International Seminar 
Reports, Vol. 12, pp. 131–152). Hiroshima: Hiroshima University. 
47 U. Teichler and E.A. Höhle (eds.), The Work Situation of the Academic Profession in Europe: Findings of a Survey in Twelve 
Countries, The Changing Academy –The Changing Academic Profession in International Comparative Perspective 8, DOI 10.1007/978-
94-007-5977-0_1, © Springer Science+Business Media Dordrecht 2013 
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Austria (24 years). The medium age of full-time employment for senior academics is similar: Ireland (41 years) and 
the Netherlands (39 years).48 
 
Regarding working conditions, there are differences between senior and junior academics across different 
countries. These are influenced by the ratio of senior and junior positions available in institutions as they limit the 
number of people who can be promoted to senior positions. A survey by EUROAC - The Academic Profession in 
Europe: Responses to Societal Challenges Project,49 indicated that 20% or less academics are professors in 
Finland, Germany, Portugal, and Switzerland. The figure is around 30% in Austria, Croatia and the United 
Kingdom, 50% in Poland and the Netherlands, and 62% in Italy. Across the universities, most academics in junior 
positions are 35 years old on average but the variation is between 36-45 years and in most EU countries, around 
80% of researchers are at junior stage. Austria, Ireland, Italy, the Netherlands, and Norway junior researchers 
comprise 60% of researchers, with junior researchers being on average 45 years or over. Generally, senior 
researchers are a minority in academia. The exception is Germany, where there is a ratio of 70% senior to 30% 
junior staff.  
 
In the Belgian university system, postdoctoral positions are conceived as bursaries or scholarships and therefore 
lack social security and pension scheme contributions. In Belgian and Dutch universities, the recruitment and 
selection processes for state funded postdocs are not formalised.  In Belgium, external research funding finances 
postdoc positions and it is the grant holder(s) who make(s) the selection decision.50 
 

5.3 Main points for further analysis and suggested input for WP2, 3, and 4 
 
It is important to consider the population of institution staff across the EU in the later work packages. In 
particular, the ratio of junior to senior researchers, with approximately 80% being junior with the remaining 20% 
classed as senior.  This ratio varies, however, as seen in Germany, where there is a high percentage of senior 
positions among tenured positions, compared to the relatively low share of Senior positions overall. The examples 
of best and good practice that we identify, as well as the Research Career Framework, should reflect this variety. 
 
WP leaders will also need to consider the attractiveness of career paths. In some instances, tenure track or tenure 
track-like models are becoming less attractive career paths for researchers simply due to their low availability and 
therefore likeliness of success in achieving a tenure rather than their structural characteristics. Low salaries also 
affect the attractiveness of these kinds of career paths and will need to be considered in the context of 
institutional and national funding mechanisms. 
 
The status of employment of a researcher must also be considered and addressed particularly in instances when 
an individual is not able to access social security or pension schemes, as this should surely be a principle for all 
good employers.  The project should consider further information around mobility patterns and career paths of 
researchers for example the More4 Higher Education Survey and final report.51 
 

6 Review of career development and assessment for tenure track-like models 
 

6.1 Methodology 

 
48 The Work Situation of the Academic Profession in Europe: Findings of a Survey in Twelve Countries, The Changing Academy –The 
Changing Academic Profession in International Comparative Perspective 8 
DOI 10.1007/978-94-007-5977-0_1 
49 https://www.uni-kassel.de/forschung/incher/international-center-for-higher-education-research 
50 Channah Herschberg, Yvonne Benschop, Marieke van den Brink, Precarious postdocs: A comparative study on recruitment and 
selection of early-career researchers, Scandinavian Journal of Management, Volume 34, Issue 4, 2018, Pages 303-310, ISSN 0956-
5221, https://doi.org/10.1016/j.scaman.2018.10.001.(https://www.sciencedirect.com/science/article/pii/S095652211830040X) 
51 https://ideas.repec.org/b/wfo/wstudy/67166.html 

https://doi.org/10.1016/j.scaman.2018.10.001.(https:/www.sciencedirect.com/science/article/pii/S095652211830040X)
https://ideas.repec.org/b/wfo/wstudy/67166.html
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The methodology involved three main steps. First, the initial selection from the Scopus search, which returned 
553 hits, was reduced to 26 academic articles via further keyword searches. After further examination of the 26 
selected academic articles, 19 were considered relevant enough to be fully reviewed, in light of the scope of the 
enquiry. Secondly, because the academic papers selected failed to cover all the issues linked to assessment and 
career development for tenure track-like models, the authors consulted policy papers (the so-called core 
documents). In total, 23 academic and non-academic sources were analysed in depth. As a last step, findings were 
cross-checked with official online sources to make sure that the information provided by the papers was up to 
date. As such, both primary and secondary sources were included in the analysis.  
 

6.2 Main findings on career development and assessment for tenure track-like models 
 
This chapter explore the parameters by which an early career researcher (ECR) hired on a tenure track-like model 
secures a permanent position in academia, looking both at the criteria and processes used to confirm (or not) 
ECRs into permanent positions and at the career development initiatives put forward to support them. 
 
We found a relatively small number of relevant papers suggesting that more research is needed on the topic, 
especially regarding career development. In some cases, it is possible to use more general sources on career 
development in academia as these are also relevant for tenure track-like models. For instance, certain career 
development initiatives such as formal mentoring schemes and trainings are considered as a useful for academic 
careers in general.52 Papers focusing on the gendered dimensions53 of assessment and career development also 
show that initiatives looking to fostering inclusiveness may fail to address intersectional challenges.54 It is 
expected that these and other issues of a wider general interest to research careers are covered in other 
chapters. 
 
It is important to note that context (e.g. legislative, cultural, institutional, disciplinary) varies and determines to a 
large extent the issues raised regarding assessment and career development for tenure track-like models. Yet 
‘little work has been done on the crossover generalisability of academic career development practices across 
fields.55 Indeed, ’career development interventions that are designed for the arts and humanities may not readily 
generalize to fields of basic science or medicine.’56 
 
Different academic cultures and funding models provide for different systems governing academic careers.57 In 
some cases, the introduction of tenure track-like models has been considered as a way of addressing some of the 

 
52 Zacher, H., Rudolph, C. W., Todorovic, T., & Ammann, D. (2019). Academic career development: A review and research 
agenda. Journal of Vocational Behavior, 110, 357-373. See also: Petter, S., Richardson, S., & Randolph, A. B. (2018). Stuck in the 
middle: Reflections from the AMCIS mid-career workshop. Communications of the Association for Information Systems, 42(1), 3 and 
Rossouw, J. (2022). Sustainable development of a researcher's career trajectory. Perspectives in Education, 40(3), 78-94. 
53 See, for example, Barnard, S., Rose, A., Dainty, A., & Hassan, T. (2021). Understanding social constructions of becoming an 
academic through women’s collective career narratives. Journal of Further and Higher Education, 45(10), 1342-1355. 
54 Zacher, H., Rudolph, C. W., Todorovic, T., & Ammann, D. (2019). Academic career development: A review and research 
agenda. Journal of Vocational Behavior, 110, 357-373. 
55 Zacher, H., Rudolph, C. W., Todorovic, T., & Ammann, D. (2019). Academic career development: A review and research 
agenda. Journal of Vocational Behavior, 110, 357-373. 
56 Zacher, H., Rudolph, C. W., Todorovic, T., & Ammann, D. (2019). Academic career development: A review and research 
agenda. Journal of Vocational Behavior, 110, 357-373. 

57 Michael M Kochen & Wolfgang Himmel (2000). Academic careers in general practice: scientific requirements in Europe, European 
Journal of General Practice, 6:2, 62-65. See also: European Commission (2018). Survey on researchers in European Higher Education 
institutions. Annex to MORE3 study: support data collection and analysis concerning mobility patterns and career paths of researchers. 
Link available here 
https://www.euraxess.lt/sites/default/files/policy_library/survey_on_researchers_in_european_higher_education_institutions.pdf  

https://www.euraxess.lt/sites/default/files/policy_library/survey_on_researchers_in_european_higher_education_institutions.pdf
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pitfalls of the existing systems. This is clearest in Germany, where a habilitation system provides a formalised 
gatekeeping process to professorships. 58 Over time, alternative routes to permanent academic positions have 
been developed alongside the habilitation system in Germany, including tenure track.59 With that option ’the 
quality of the tenure-track professor’s performance is the only aspect considered when deciding whether to make 
the position permanent’,60 and the criteria for assessment must be ’well defined and transparent’ at the time of 
appointment61. During the process, candidates can schedule an interim evaluation for guidance on their career 
path.62￼.  
 
The assessment criteria laid out at the time of appointment is a key aspect of tenure track-like models. Although 
assessment or performance criteria may include grant acquisition, educational activities, service activities (e.g. 
committee participation, community service, journal and grant reviewing),63 mobility, and language 
requirements, the focus on publications is shared across many countries64The relationship between these and 
funding may well be worthy of more consideration.. A study on tenure track assessment in Finland shows that 
’performance criteria in tenure track positions primarily represent[ed] management’s ideas of the expected 
contributions during the career path’, emphasising “peer-reviewed publications in high-quality arenas and 
academically oriented research funding”, and rendering professionals dependent on performance management.65 
By contrast, at the University of Antwerp in Flanders, Belgium, competencies and leadership potential are also 
assessed.66 This is relevant in light of the roles and tasks the researcher will have to perform when tenured (for 
instance, as principal investigator). The University of Bremen in Germany has similarly adopted a policy that 
avoids focusing only on quantitative indicators, and also includes the consideration of ’potential’ in relation to 
performance criteria67. The setting up of an Interdisciplinary Committee has supported more qualitative 
evaluation and encourages evaluators to develop ‘more sensibility to the different cultures that are characteristic 

 
58 Huisman, J., De Weert, E., & Bartelse, J. (2002). Academic careers from a European perspective: The declining desirability of the 

faculty position. The journal of higher education, 73(1), 141-160. 

59 Federal Ministry of Education and Research (Germany) (2023). The way to a professorship. Available at https://www.research-in-
germany.org/en/your-goal/postdoc/career-options-and-dual-careers/professorship.html (last visited on 18 April 2023) 
60 Federal Ministry of Education and Research (Germany) (2023). The Tenure-Track Professorship. Available at 
https://www.tenuretrack.de/en/the-tenure-track-programme/the-tenure-track-professorship (last visited on 18 April 2023). 
61 Federal Ministry of Education and Research (Germany) (2023). The Tenure-Track Professorship. Available at 
https://www.tenuretrack.de/en/the-tenure-track-programme/the-tenure-track-professorship (last visited on 18 April 2023). 
62 Federal Ministry of Education and Research (Germany) (2023). The Tenure-Track Professorship. Available at 
https://www.tenuretrack.de/en/the-tenure-track-programme/the-tenure-track-professorship (last visited on 18 April 2023) 
63 Hamilton, J. G., Birmingham, W. C., Tehranifar, P., Irwin, M. L., Klein, W. M., Nebeling, L., & Chubak, J. (2013). Transitioning to 
independence and maintaining research careers in a new funding climate: american society of preventive oncology junior members 
interest group report. 

64 OECD. (2021). Reducing the precarity of academic research careers. OECD Science, Technology and Industry Policy Papers, (113). 

65 Pietilä, M., & Pinheiro, R. (2021). Reaching for different ends through tenure track—institutional logics in university career systems. 
Higher Education, 81, 1197-1213. See also Pietilä, M. (2015). Tenure track career system as a strategic instrument for academic leaders. 
European Journal of Higher Education, 5(4), 371-387. 

66 Flemish government (2023). Decree of the Flemish Government to codify the decree provisions concerning higher education 
(translated by the authors). Available at https://data-onderwijs.vlaanderen.be/edulex/document.aspx?docid=14650 (last visited on 
18 April 2023). See also Rahal, RM., Fiedler, S., Adetula, A. et al. (Comment) Quality research needs good working conditions. Nature 
Human Behaviour 7, 164–167 (2023) for the inclusion of Open Science practices as part of the assessment criteria for a permanent 
position. 
67 YERUN (2022) Rethinking academic careers. https://yerun.eu/wp-content/uploads/2022/06/YERUN-
RethinkingAcademicVFinalSpreads.pdf (last visited on 18 April 2023). See also Barnes, N., du Plessis, M., & Frantz, J. (2021). 
Perceived career management challenges of academics at a South African university. Journal of Human Resource Management/SA 
Tydskrif vir Menslikehulpbronbestuur, 19(0), a1515, for accounts of researcher’s perceived disparity between their career trajectory 
and performance expectations when related to individual competences and strengths. 

https://www.research-in-germany.org/en/your-goal/postdoc/career-options-and-dual-careers/professorship.html
https://www.research-in-germany.org/en/your-goal/postdoc/career-options-and-dual-careers/professorship.html
https://www.tenuretrack.de/en/the-tenure-track-programme/the-tenure-track-professorship
https://www.tenuretrack.de/en/the-tenure-track-programme/the-tenure-track-professorship
https://www.tenuretrack.de/en/the-tenure-track-programme/the-tenure-track-professorship
https://data-onderwijs.vlaanderen.be/edulex/document.aspx?docid=14650
https://yerun.eu/wp-content/uploads/2022/06/YERUN-RethinkingAcademicVFinalSpreads.pdf
https://yerun.eu/wp-content/uploads/2022/06/YERUN-RethinkingAcademicVFinalSpreads.pdf
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of each discipline’.68 Beyond individual performance, it should be noted that mobility to another institution or 
sector can be an advantage in some systems, while in others, as sense of ‘loyalty’ to the home institution may 
mean that limiting extending periods away may be a more successful strategy.69 
 
In some cases, external criteria – i.e., criteria not linked to the academic performance of the researcher – are 
used. In Flanders, for example, a B2 level in Dutch needs to be attained within a fixed time period as a condition 
to being offered a professorship.70 Other external criteria include the availability of sufficient funding for a 
permanent position at the time in which the tenure track position expires. In this regard, an important 
recommendation found in the reviewed literature is to only offer tenure track positions after careful financial 
projections and only when there is a clear funding envisaged at the end of the assessment period.71, however this 
is unlikely to be realistic so perhaps it is important instead to consider where the future funding will be sourced 
from. 
 
The reviewed literature shows that national governments can influence the choices made by universities in 
relation to assessment or career development for tenure track-like models via budgetary means rather than 
direct legislation. For instance, ‘Finnish legislation includes few provisions for promotion and tenure processes. 
However, the state may have an indirect influence through the performance indicators in the universities’ budget 
funding models’. 72 Thus, indicators set by the national authority may drive policy in universities so they can 
maximize budgets. National employment laws could also impede the termination of an academic’s contract if 
they failed to meet the criteria for tenure.73 In that vein, it has been noted that although institutions are often 
autonomous actors with respect to human resource management practices, the legal framework and the funding 
schemes in which they operate are a decisive factor.74 In Germany, universities are required to provide career 
development strategies for all academic personnel (including those enrolled on tenure tracks models and those 
on other paths) in order to be eligible to apply for financial support under the tenure track programme.75 
 
Another relevant factor is the institutional make-up at national level regarding the career progression of 
researchers in the run up to a permanent position. Central bodies can play a key role in the assessment of quality 
of research and have an important effect on careers: for instance, HéCERES in France (Haut Conseil de 
l’évaluation de la recherche et de l’enseignement supérieur) or ANECA in Spain (Agencia Nacional de Evaluación 

 
68 YERUN (2022) Rethinking academic careers. https://yerun.eu/wp-content/uploads/2022/06/YERUN-
RethinkingAcademicVFinalSpreads.pdf (last visited on 18 April 2023).  
69 See Sanz-Menéndez, L., Cruz-Castro, L., & Alva, K. (2013). Time to tenure in Spanish universities: An event history analysis. PloS 
one, 8(10), e77028. See more generally Seeber, M., Debacker, N., Meoli, M., & Vandevelde, K. (2022). Exploring the effects of 
mobility and foreign nationality on internal career progression in universities. Higher Education, 1-41. 
70 Flemish government (2023). Decree of the Flemish Government to codify the decree provisions concerning higher education 
(translated by the authors). Available at https://data-onderwijs.vlaanderen.be/edulex/document.aspx?docid=14650 (last visited on 
18 April 2023). 

71 Boulton, G. (2011). Harvesting talent: Strengthening research careers in Europe. Procedia-Social and Behavioral Sciences, 13, 3-34. 

72 Pietilä, M., & Pinheiro, R. (2021). Reaching for different ends through tenure track—institutional logics in university career systems. 
Higher Education, 81, 1197-1213. See also Saenen, B., Hatch, A., Curry, S., Proudman, V., & Lakoduk, A. (2021). Reimagining Academic 
Career Assessment: Stories of Innovation and Change. Case Study Report. European University Association: “the evaluation of research 
“quality” in Finland has been based on a publication classification system initiated by the Ministry of Education and Culture that links 
funding to publication venues.” 

73 Pietilä, M., & Pinheiro, R. (2021). Reaching for different ends through tenure track—institutional logics in university career systems. 
Higher Education, 81, 1197-1213. 

74 OECD. (2021). Reducing the precarity of academic research careers. OECD Science, Technology and Industry Policy Papers, (113). 

75 OECD. (2021). Reducing the precarity of academic research careers. OECD Science, Technology and Industry Policy Papers, (113). 

https://yerun.eu/wp-content/uploads/2022/06/YERUN-RethinkingAcademicVFinalSpreads.pdf
https://yerun.eu/wp-content/uploads/2022/06/YERUN-RethinkingAcademicVFinalSpreads.pdf
https://data-onderwijs.vlaanderen.be/edulex/document.aspx?docid=14650
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de la Calidad y Acreditación).76 Other, new types of bodies have been set up at an institutional level. In certain 
Finnish universities, where tenure decisions are centralised at rector level, ’faculty-and university-level tenure 
track committees (…) control the fairness and transparency of the selection and evaluation processes, but they 
have also intervened in cases where the proposed candidate has not fulfilled the university’s recruitment 
criteria’.77 
 
Specific research or disciplinary approaches can result in additional challenges for tenure assessment. For 
instance, participating in team science as assessment criteria are usually designed for the evaluation of individual 
work.78 Evaluation of participation in team science often comes with the risk of rewarding principal investigators 
rather than appropriately recognising the input of the different team members. It has been suggested in such 
cases that roles should be clearly identified so that the input of each participant can be properly assessed, as far 
as possible.79 Secondly, in team science, projects may take longer to be completed because of the time it takes to 
organise the team, learn to work together effectively, or design new methodologies linked in some cases to the 
interdisciplinary nature of the team’s work. Such features of team science need to be integrated into the way 
contributions are assessed, otherwise researchers in tenure track-like models will be disincentivised from 
participating in team science. In other words, it is better to reward ’multifaceted research contributions ‘in 
assessments,80 and assessments for tenure should pay due regard to differences between academic fields.81 
 
Another key consideration is maternity or paternity leave or family care more broadly, which disproportionately 
affects women’s careers. A study completed in the UK shows that in certain systems, arrangements for the 
adjustment of work after maternity/parental leave remain largely informal, with the adjustment of expectations 
in terms of research or teaching output often depending on ad hoc, individual negotiations.82 For instance, some 
female researchers have been found to feel an expectation to use maternity leave to continue producing research 
outputs, which in turn allow them to secure tenure. With the rising importance of parental leave, similar issues 
may be raised for the other parent, as well as any researcher with caring responsibilities.83 This was taken into 
consideration in the UK when the Office of Intramural Research (OIR) implemented an “Extend the Clock” 
provision, allowing for a delay in the tenure decision for National Institutes of Health (NIH) tenure-track 
researchers due to time allocated for family care.84 
 

 

76 Marini, G. (2021). Coercive and mimetic isomorphism as outcomes of authority reconfigurations in French and Spanish academic 
career systems. Policy Reviews in Higher Education, 5(1), 89-108. 

77 Pietilä, M. (2015). Tenure track career system as a strategic instrument for academic leaders. European Journal of Higher Education, 
5(4), 371-387. 

78 Zucker D. (2012). Developing Your Career in an Age of Team Science. Journal of Investigative Medicine, 60(5):779-784. 
79 Zucker D. (2012). Developing Your Career in an Age of Team Science. Journal of Investigative Medicine, 60(5):779-784. 

80 Rahal, R. M., Fiedler, S., Adetula, A., Berntsson, R. P. A., Dirnagl, U., Feld, G. B., ... & Azevedo, F. (2023). Quality research needs good 
working conditions. Nature Human Behaviour, 1-4. 

81 On this, see also Khan, T. A., Jabeen, N., & Christensen, T. (2022). Rewarding academics: Experiences of the Tenure Track System in 
Pakistan. Higher Education Quarterly. 

82 Akram, S., & Pflaeger Young, Z. (2021). Early career researchers’ experiences of post-maternity and parental leave provision in UK 
politics and international studies departments: a heads of department and early career researcher survey. Political Studies Review, 
19(1), 58-74. 

83 Akram, S., & Pflaeger Young, Z. (2021). Early career researchers’ experiences of post-maternity and parental leave provision in UK 
politics and international studies departments: a heads of department and early career researcher survey. Political Studies Review, 
19(1), 58-74. 

84 Plank-Bazinet, J. L., Whittington, K. B., Cassidy, S. K., Filart, R., Cornelison, T. L., Begg, L., & Clayton, J. A. (2016). Programmatic 
efforts at the National Institutes of Health to promote and support the careers of women in biomedical science. Academic Medicine, 
91(8), 1057. 
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6.3 Main points for further analysis and suggested input for WP2, 3 and 4 
 
The Researcher Career Framework (WP2 - Development of the Research Career Framework) will consider the 
challenges to academic development and strive for inclusiveness. In this respect, an intersectional perspective 
should be kept in mind when designing the framework. The framework should look at the potential of academics 
and not just published articles. Furthermore, the recommendations laid out in the previous section on team 
science (even more so in the current context of project-based funding) and family care (initiatives such as the one 
mentioned in the UK could serve as inspiration) have potential to diversify and boost academic careers. 
 
The tenure track-like models (WP3 - Development of Tenure Track-Like Models) could benefit from an analysis of a 
selection of countries showing good practices (the literature in the present chapter includes examples from 
Germany, Belgium, Finland and the UK -further research could also include examples in The Netherlands). This 
may be considered for the interview phase as it would allow us to delve deeper into the particularities of their 
models, mentoring and training schemes, while shedding more light on the link between academic development 
and the tenure track. 
In WP2, different models may be designed that consider the potential of the candidate, contributing to more all-
encompassing approaches to assessment. Moreover, the funding landscape and legal frameworks governing 
research careers play a key role in determining the amount of funding available for permanent positions, so they 
must not be disregarded when developing the tenure track-like models.  Availability of sufficient funding should 
be considered when advertising a permanent position with clear indication as to whether an individual is required 
to bring in third party funding at a later stage.  It is limiting for all permanent positions to be covered by core 
funding. Many options exist for this and there can be strong expectations of tenured researchers to bring in grant 
money.  It will be useful to highlight different models and expectations and consider best and good practice in 
how individuals are supported to do this. 
The recommendation on parental leave and caregiving should also be considered when designing the suite of 
options for the models. We anticipate that these considerations will also be important during the implementation 
period of the project (WP4 - Implementation of the Research Career Framework). 
 
 

7 Conclusions and Input to WP2 (Research Career Framework), WP3 (Tenure Track-Like Models) 
and WP4 (Implementation of the Career Framework) 
 
This state of the art has highlighted the huge variance internationally around understandings of tenure track-like 
models and what is feasible, desirable and culturally acceptable at institutional and national levels given 
variations in funding and legislation. In the development of tenure track-like models, WP3 must look to reflect 
this by offering a range of options institutions might consider and demonstrating how they can operate on 
practical and administrative basis. This must be truly inclusive and fully consider the national contexts in which 
researchers operate as well as all other equality, diversity and inclusion implications.  Good and best practice 
identified should be mapped by country to highlight where examples are numerous and where gaps are 
identifiable. In order to start to access and compare systems it may be a useful tool to compare the various 
models with graphics that demonstrate the transition phases, highlighting difference, for example who can apply, 
time to tenure, assessment, position in case of positive evaluation etc. 
 
The tenure track-like models should highlight best practice but avoid any suggestion that one system is superior 
or that there is only one way of implementing a programme. Examples collected should be clear and practical and 
operate as a helpful tool for any institution or individual with an interest in this topic. 
 
The work package should seek to find a clear SECURE project definition on tenure track and a set of principles as 
to what might be important when establishing a good tenure track model. For example, a fair and competitive 
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selection process, appropriate salary level and a transparent evaluation system. This will complement the best 
and good practice examples. 
 
Limited information has been found from the perspective of research funding organisations and it is important to 
include examples of practice from this perspective. This will need to acknowledge the national funding contexts 
and the difference in funding models and finance available. Equally, it is important to consider the role of industry 
and how this relates to tenure track.  Funding of tenure track-like models is also of real interest particularly the 
balance between core and project funding and examples of how both and blended options work in practice.  Core 
funding whilst sometimes desirable if limited and therefore examples of how this may work for specific projects 
are of interest. 
 
Whilst universities are autonomous in terms of their Human Resource and Management practices they are 
restricted by the legal framework of the country.  However, we should seek to establish clear guidelines with full 
social security benefits being a clear component of our models. 
 
It is important to acknowledge some of the more challenging aspects of the tenure track system and consider 
how these may be mitigated; for example, in limiting mobility or recruiting a particular type of researcher. 
 
The development of the Research Career Framework in WP2 should incorporate tenure track-like models and 
reflect their place in a research career framework. Language and messages particularly around researcher support 
and the principles of tenure track should be complementary and the two parallel work packages should be 
developed in partnership to address precarity and create outputs that are of most benefit to the partner 
organisations. 
 
Given the limited time for the WP4 trial phase, particularly in comparison to the time it usually takes to achieve 
tenure, effort should be made to develop small practical options so that meaningful initiatives are tested. These 
should be developed in collaboration with the consortium partners responsible for the trial. There is a need to 
fully understand what is possible at the trial institutions and offer as much support as possible to ensure the trial 
has the most likelihood of success. 
 
Creating a comprehensive suite of tenure track-like models alongside a set of essential principles for tenure track 
will provide a practical tool for European institutions when considering tenure track as a way of retaining talent 
and reducing precarity for researchers. 
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1. Introduction 

 
SECURE Work Package (WP) 1 - State-of-the-Art on existing  literature  and  recommendations  related to research 
career frameworks (RCFs) is focusing  on  recruitment  and  working  conditions for  researchers,  career  
development  and  progression  for  researchers,  and  interinstitutional (between academic institutions),  
intersectoral (across sectors), and international (across countries) mobility. 
 
The SECURE project aims at developing a RCF as a common researchers’ career structure, recognising the 
diversification of careers, interinstitutional, intersectoral, and international mobility, and competences gained 
and needed by PhD candidates and postdocs within and outside academia. The RCF will build on existing best 
practices and link, as planned in the proposal, to the implementation and revision of the European Charter for 
Researchers and the Code of Conduct for the Recruitment of Researchers (Charter and Code)1, the revision of the 
European Skills/Competences, Qualifications and Occupations (ESCO)2, the new European Competence 
Framework for Researchers, and the upcoming Council Recommendations on a European Framework to Attract 
and Retain Research, Innovation, and Entrepreneurial Talents. 
 
Relevant existing literature and recommendations have been reviewed which focus on recruitment and working 
conditions for researchers, career development and progression for researchers, and interinstitutional, 
intersectoral, and international mobility. The reviews include key topics of research(er) assessment, research and 
transversal skills/competencies and training, research career precarity, gender equality, and Open Science. Finally, 
the reviews reflect on research careers in both the public and private sectors. The state-of-the-art will mainly feed 
into the work in: 
 

• WP2 on the development of the RCF; 

• WP3 on the development of tenure track-like (TTL) models; 

• WP4 on the implementation and monitoring of the RCF at pilot organisations.  

 

Deliverable 1.1 - State of the Art on Research Career Frameworks has the overall objective to present the results 
of the literature review and provide input to the project’s overall objective to “develop coordination and support 
measures to create, trial, implement, and mainstream a common [RCF] that offers a suite of options to support 
organisations in the recruitment, employment, training, development, progression, and mobility of researchers 
with the aim of improving research careers and reducing career precarity.” The presented work will further evolve 
in subsequent WPs, through consultation and testing.  
 
The subsequent chapters of this deliverable are structured as follows:  
 

• Chapter 2: Overall Methodology for Literature Review 

• Chapter 3: Overall Overview on Research Career Frameworks 

• Chapter 4: Recruitment and Working Conditions for Researchers 

• Chapter 5: Career Development and Progression for Researchers 

• Chapter 6: Interinstitutional, Intersectoral, and International mobility 

• Chapter 7: Conclusions and Input to WP2/WP3/WP4 

• Chapter 8: Annexes - Full Bibliography 

 
1 European Commission. European Charter for Researchers and Code of Conduct for the Recruitment of Researchers (2005) - 
https://euraxess.ec.europa.eu/sites/default/files/am509774cee_en_e4.pdf 

2 European Commission. ESCO European Skills/Competences, Qualifications and Occupations (2020) - 

https://ec.europa.eu/social/main.jsp?catId=1326&langId=en  

https://euraxess.ec.europa.eu/sites/default/files/am509774cee_en_e4.pdf
https://ec.europa.eu/social/main.jsp?catId=1326&langId=en
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2. Overall Methodology for Literature Review 
 

2.1 Vocabulary and Scope of the Literature Review 
 
Researchers, according to Frascati, “are professionals engaged in the conception or creation of new knowledge”. 
Consequently, the following two terms "researcher career" and "research career" refer both to a professional 
career related to research performance. Slight differences in the meaning might depend on the context. 
"Researcher career" typically stands for professional paths with a primary focus on preforming research, which 
includes scientists, research assistants, and members of research staff (e.g., analysts). "Research career" is a 
somewhat broader term and includes jobs with research-related activities, such as research and development 
manager or data analyst. Hence, the term "research career" is not restricted to the specific role of an individual as 
a scientific researcher but rather refers to careers in which research skills and experience is important. 
 
Due to the lack of a clear definition of a “Research Career Framework” (RCF), several concepts apply and may 
depend on the context. The European Commission (EC) defines an RCF as a concept which “describe[s] the 
generality of the research career in commonly understood terms [and] could help to establish ‘comparable 
research career structures’ […] supporting measures to remove obstacles to mobility and cross-border 
cooperation”3. In addition, a “research career framework should describe the knowledge, behaviour and attributes 
of successful researchers”4 (VITAE). Finally, the Commission believes that the proposal for a pan-European 
framework for research careers “should also highlight and strengthen the link between research careers, 
entrepreneurship and innovation”5. 
 
The SECURE project aims at developing a RCF built on a structured and comprehensive set of guidelines, 
principles, and practices that aim to support the professional development of researchers at various stages of 
their careers. The landscaping of key literature on RCFs carried out in the context of the SECURE WP1 literature 
review provides an overview of the topic. The outcomes of this literature review will directly feed into the WP2, 
WP3, and WP4 and provide relevant information for the next steps towards a first draft of an RCF. Overall, the 
RCF should support researchers to develop their skills, knowledge, and expertise and provide guidance on the 
expectations and requirements for career progression. 
 

2.2 Background to SECURE Bibliographical Analysis 
 
Partners of the SECURE consortium performed a systematic bibliographic analysis to identify the main literature 
available related to the concept of “research career frameworks” and other areas of interest to the SECURE 
project. SECURE partners agreed on using the Scopus6 database as the tool for the bibliographical analysis. Scopus 
is an abstract and citation database for research publications that contains over 1.8 billion cited references. This 
decision was made after a comparative test search with OpenAire|Explore7, an open discovery portal covering a 
comprehensive and open dataset of research information. OpenAire|Explore was considered as an openly 
accessible, meaning free at the point of use, alternative to conduct the literature review.  
 
Separate searches were conducted for search terms in “title”, and “abstract”, and “keywords” (“subject” for the 

search in OpenAire|Explore8). A comparison of the search results is provided in Table 2.1 Comparison of Search 

 
3 European Commission. Towards a European Framework for Research Careers (2011) 
4 Vitae. Researcher Development Framework (2010) - https://www.vitae.ac.uk/vitae-publications/rdf-related/researcher-
development-framework-rdf-vitae.pdf/view  
5 European Commission. Technical Document on a European Framework for Research Careers. Unpublished document for ERAC 
Plenary Meeting in February 2023 (2023) 
6 https://www.scopus.com/  
7 https://explore.openaire.eu  
8
Additional search filter options for article, book, and part of book were selected 

https://www.vitae.ac.uk/vitae-publications/rdf-related/researcher-development-framework-rdf-vitae.pdf/view
https://www.vitae.ac.uk/vitae-publications/rdf-related/researcher-development-framework-rdf-vitae.pdf/view
https://www.scopus.com/
https://explore.openaire.eu/
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Results from Scopus and OpenAire|Explore Table 2.1. The number of identified sources was interestingly 
comparable, however there was little overlap. The documents identified by Scopus were more relevant to the 
project and the user interface was more user-friendly than OpenAire|Explore. To avoid using two different 
databases and to keep the work within the scope and available resources allocated to WP1, the task leaders 
decided to use Scopus as the sole database and to complement it with literature already known to the 
consortium. The latter is important since grey literature, including relevant policy reports or position papers, 
often reflect more on concrete actions and implementation plans but are usually not discovered by databases, 
such as Scopus, that are predominantly targeting academic publications. 

 
Table 2.1 Comparison of Search Results from Scopus and OpenAire|Explore on Research(er) Career Framework 

Search Terms AND Scopus Search 
 
 total hits [open access] 

OpenAire|Explore Search  
 
total hits [open access] 

research* career framework* 56 [20] 55 [24] 

 
For consistency reasons, partners leading Tasks 1 and 2 in WP1 agreed on the same methodological approach for 
the state of the art of RCFs presented in this deliverable (D1.1) and D1.2 State-of-the-Art on Tenure Track-Like 
Models developed in parallel for WP1. 

 

2.3 SECURE Bibliographical Analysis 
 
The methodological approach for the bibliographical analysis was undertaken for each of the three sub-tasks. To 
keep the searches in the scope of this deliverable, the search was restricted to a set of common and specific 
search terms across the chapters and focused on relatively recent published after 2000. A slightly different 
approach was followed for the overarching search on RCFs presented in Chapter 3 (details are explained in the 
respective section).  
 
The general approach consisted of 8 steps:  

1) Define purposeful search terms and relevant variations of the terms (note the difference between single 
search words vs. search word combinations); 

2) Create one set of common search terms applicable to all subtasks and a second set of specific search 
terms for each of the individual subtasks;  

3) Search the publication database combining search terms from the two sets and export the search results 
into a spreadsheet;  

4) Choose the cut-off date for searching relevant publication as year 2000 ;  
5) Combine the extracts of the Scopus results for the selected search word combinations in one single 

spreadsheet and identify duplicates. Keep note of how often the article appears and delete the affected 
rows to cut down the list;  

6) Assess the relevance of found articles by analysing the abstracts and categorising them according to the 
titles (yes/maybe/no); 

7) Compile a final list of articles to be reviewed; 
8) Complement the Scopus search results with additional key literature previously identified and collected 

from the consortium partners (list of core literature). 
 
Steps 1 to 5 were completed by the task leader, who then shared the full Scopus list with the sub-task leaders for 
steps 6 to 8. Sub-tasks were assigned to sub-task leaders based on their topic expertise and their allocated effort 
in WP1.  
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The set of common search terms defined for all sub-tasks is listed below. The bases of the terms were chosen to 
include relevant variations of the term. For example, the search term ‘research*’ produces results that include 
‘researcher’ and ‘researchers’: 
 

• research* assess* 

• research* eval* 
• scien* assess* 

• scien* eval* 

• academ* assess* 
• academ* eval* 

• research* career* 

• scien* career* 

• academ* career* 
• career framework* 

 
This set of common key search terms was combined with specific search terms for each of the individual sub-tasks 
as described for step 3. Details of the specific combinations used for the sub-tasks are described in the 
methodology part of the individual chapters. After compiling all Scopus search results for one sub-task and 
excluding any duplicates (step 5), the lists were provided to the respective sub-task leader. To identify relevant 
publications of interest for SECURE, partners filtered down from the initial list to articles covering the aspects of 
their sub-tasks following step 6 and 7 and started the literature review. Moreover, each sub-task leader was 
asked to complement their literature list with additional literature relevant for their task, including literature 
recommended by the consortium (step 8). The list of core literature (titles will be written in bold) mentioned in 
step 8 had been identified by the consortium partners as relevant literature for SECURE but as unlikely to come 
up in the Scopus search. Articles from this list include mostly ‘grey literature’, i.e., non-academic publications, 
such as policy papers, reports, position statements from the European Commission (EC) or relevant stakeholder 
organisations. 
 
More details on the process and outcome of the analysis for each sub-task are included in the individual sections 
of Chapters 3-6. A full overview of all articles selected to be reviewed for each sub-chapter can be found in the 
Annexes of this document (Chapter 8). 
 
For the review, task members were provided with a common template in which they were asked to document 
according to the following extracted data:  
 

• Title / Author / Year / DOI / Publisher / Publication 

• Open Access (Yes/No) and Link 

• Reviewer 

• Article Abstract 

• Summary of relevance for SECURE on RCFs 

• Relevant information for A1.1.2 Recruitment and employment conditions for researchers 

• Relevant information for A1.1.3 Career development and progression for researchers 

• Relevant information for A1.1.4 Interinstitutional, intersectoral, and international mobility 

• Any other relevant information on TTL models 

• Relevant examples of best practices 

• Any other references that should be reviewed. 

 

Completed review documents were uploaded onto the shared repository. Upon completion of the reviews, an on-
line meeting was held with the core partners involved in the review to discuss the findings.   
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SECURE partners acknowledge certain limitations to the literature review based on the decisions made with 
regards to the search, including the choice of the search tool (e.g., Scopus and its more academic focus) and 
search terms, and the selection process of the documents. In this context, relevant documents might be missing 
from the study. However, along with the overall approach of choosing a widely used and renowned databases for 
bibliometric analyses and of complementing the search results with core literature, a significant effort was made 
to cross-check search criteria to ensure that most relevant literature was covered.  
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3. Overall Overview on Research Career Frameworks (RCFs) 
 
This section presents the results of the literature review on RCFs. First, the methodology used for the search and 
the results of the searches are presented. Then an overview is given of initial observations and key input from the 
literature review for RCFs. The results of this literature review provide input mainly into WP2 as well as into WP3. 
The full list of articles reviewed is available in Annex 1 – Articles Reviewed for Research Career Frameworks. 

 

3.1 Methodology and Overview of Search Results 
 
A bibliographical search was conducted to identify key literature on RCFs. Consistent with the overall approach, 
the methodology for searching and selecting key publications consisted of 8 consecutive steps (in line with the 
approach described in Chapter 2 Overall Methodology for Literature Review).  

 
Step 1 - Identify relevant key terms specific for the literature search on “research career framework” in Scopus. 
 
In order to keep the types of search terms consistent between the searches for the individual chapters of this 
deliverable, the following two search terms were selected for the search related to “research career framework”: 
 

• research* 

• career framework* 
 
Steps 2 - 4 - Combine search terms for the search in the Scopus database and choose the publication year of 2000 
as cut-off date.  
 
The Scopus search on “research career framework” differs slightly from the other searches in terms of the search 
term combination. Only the two common search terms identified in step 1 were used and produced 56 hits, see 
Table 3.1. 
 
Table 3.1 Results of Search Term Combinations in Scopus 

Common Search Term AND 
Common Search Terms Combination 

Number of Hits 

research* career framework* 56 

 
Steps 5 - 8 – Combine Scopus extracts, eliminated duplicates and assess the relevance of the article according to 
the titles and further confirm relevance by scanning the abstracts. Compile a final list of articles from the Scopus 
search and complement with additional key literature previously identified.  
 
This list of 56 articles was reduced following steps 5 and 6 leading to 4 relevant articles emerging from the Scopus 
search. 2 of the 4 articles were not openly accessible, hence only the 2 open publications were selected. 
Considering the low number of academic articles relevant to SECURE, this chapter almost exclusively focuses on a 
selection of 33 extra articles that were identified by the consortium as being potentially relevant for the SECURE 
project. Based on their expertise in the field related to the ERA actions and their geographical background, 
partners were asked to suggest essential literature that should be considered in the project. These articles were 
predominantly not peer-reviewed academic publications but rather ‘grey literature’ and included policy papers 
from the European Commission, policy papers from stakeholder organisations, and reports from expert groups at 
the European Commission (EC).  
 
The 2 articles from the Scopus search were added to this extra list of literature resulting in the final number of 35 
critical articles to be reviewed (in Table 3.2). During the review 29 publications from this final list were further 
classified as core literature for SECURE (the titles of these publications are in bold). For the full list of critical 
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articles reviewed in this chapter, i.e., the final list, see Annex 1 – Articles Reviewed for Research Career 
Frameworks (note, the table separates the final list into core documents and additional literature). The following 
chapters will also in part refer to these core documents.  
 
Table 3.2 Number of Key Articles Remaining after Screening and Final List 

Scopus  
Search 
Results 

Duplicate 
Articles 
Removed 

Articles 
Remaining After 
Screening 

Extra 
Articles 
Added 

Critical Articles 
Reviewed 
(Final List) 

56 0 4 (only 2 
accessible) 

33 35 (29 core 
literature) 

 
The SECURE consortium recognises that the selection of critical key articles related to RCFs and associated aspects 
may not be comprehensive. To address this, the consortium plans to broaden insights from the state-of-the-art 
through engagement with project partners, incorporation of additional literature, and gathering feedback from 
the community, including the pilot questionnaires from WP2 and WP3. This feedback will help the development 
of the RCF in WP2. 

 

3.2 Overview on Research Career Frameworks 
 
Observations on the current situation of researchers and research career frameworks 
The current research career system in Europe is characterised by a number of challenges, including limited career 
prospects, lack of job security and poor working conditions, and a lack of opportunities for professional 
development and mobility. While the overall demand for research and the importance of science and technology 
in society has been growing, it has become urgent to address the challenges researchers face in order to create a 
sustainable research environment. ERA action 4 under the current European Research Area (ERA), also known as 
"New standards and guidelines for quality research careers", aims to improve the quality and attractiveness of 
research careers in Europe. The specific objectives of action 4 include the establishment of a set of quality 
standards for research careers, the development of guidelines for the assessment and evaluation of research 
careers, and the promotion of best practices for the support of research careers across Europe.  
 
This need for a change in the current research career system in Europe is also reflected in our literature review. In 
particular, the lack of a clear and more transparent RCF at the European level negatively impacts the 
attractiveness, retention, and mobility of researchers within the European research landscape. Thus, the 
literature demands the implementation of new guidance for research career development in order to improve 
recruitment and working conditions as well as career development and professional growth through for instance 
better opportunities for interinstitutional, intersectoral, and international mobility. Several recommendations 
have been proposed to address these challenges. These include the development of clear and transparent career 
progression pathways, the promotion of diversity and gender equality, the promotion of professional 
development opportunities and training, and the creation of a supportive research culture. The following 
paragraphs will summarise the literature assessed as relevant for the SECURE project. 
 
Key policy developments and Research Career Frameworks  
The following paragraphs are predominantly referring to documents published by the EC and the Council of 
Europe. Recent developments and implementations of RCFs in Europe have aimed to address the growing need of 
better support and career opportunities for researchers at different stages of their careers. The main policy 
development for improving the working conditions of researchers is described in the European Charter for 
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Researchers and Code of Conduct for the Recruitment of Researchers9. The document primarily focuses on the 
improvement of working conditions and career development of researchers, providing principles and guidelines 
detailing the responsibilities and requirements for researchers and employers during recruitment, and career 
development and progression. The EC incentives the implementation of the Charter and Code principles by 
awarding institutions with the HR Excellence in Research (HRS4R) award. To this date, 1428 organisations have 
endorsed the Charter and Code, and 696 organisations have received the HRS4R award10. Current work on 
updating and revising the Charter and Code will include new principles and requirements considering more recent 
developments such as Open Science and gender equality as well as broadening the focus to careers outside 
academia and strengthening the links between research and innovation11. 
 

Political guidance for the Charter and Code initiative has been provided through council conclusions and 
recommendations. The Council Conclusions on the Future Governance of the European Research Area12 
highlights the importance of research and innovation for a thriving economy and environmental sustainability 
that should define the priorities and actions of the European Union (EU). The document lists insufficient funding, 
lack of coordination and collaboration between the various stakeholders, and the need for a more gender-
balanced and diverse work force as main challenges that need to be overcome. Moreover, the Council 
conclusions on "Deepening the European Research Area: Providing researchers with attractive and sustainable 
careers and working conditions and making brain circulation a reality"13 recognises the needs for the 
improvement of research career opportunities and suggests a transparent and merit-based recruitment and 
career progression process, the promotion of science, and the need to better foster collaboration between 
academia and industry expanding research career opportunities.  Additional focus to harmonise efforts and 
actions across the EU related to the improvement of research careers and to implement policy coordination and 
monitoring mechanisms is given by the Council Recommendation on a Pact for Research and Innovation in 
Europe14. 

The above-mentioned topics fall under the overall strategy for the new ERA for research and innovation described 

in the Commission Communication on a European Skills Agenda for Sustainable Competitiveness, Social 
Fairness, and Resilience15. The greater objective is to build a more sustainable and resilient future for Europe and 
addressing the societal challenges and global issues through the enhancement of Europe’s scientific and 
technological excellence. On a more specific level, the Commission Communication on a European Strategy for 
Universities16 encourages universities to support researchers in their professional development through training, 
mentoring, and networking opportunities, and to provide a clear and transparent career path for researchers 
allowing “flexible and attractive academic careers, valuing teaching, research, entrepreneurship, management 
and leadership activities”. 

Already in 2011, the EC presented several key challenges and recommendations in their document Towards a 
European Framework for Research Careers17, especially reflecting on insufficient investment in research and its 
negative impact on funding available to researchers as well as the lack of career development opportunities for 

 
9 European Commission. European Charter for Researchers and Code of Conduct for the Recruitment of Researchers (2005) -  
https://euraxess.ec.europa.eu/sites/default/files/am509774cee_en_e4.pdf  
10 https://euraxess.ec.europa.eu/jobs/hrs4r   
11 European Commission. Technical Document on a European Framework for Research Careers. Unpublished document for ERAC 
Plenary Meeting in February 2023 (2023) 
12 Council of the European Union. Council conclusions on the Future Governance of the European Research Area (2021) 
13 Council of the European Union. Council conclusions on "Deepening the European Research Area: Providing researchers with 
attractive and sustainable careers and working conditions and making brain circulation a reality” (2021) 
14 Council of the European Union. Council Recommendation on a Pact for Research and Innovation in Europe (2021) 
15 European Commission. Commission Communication on a European Skills Agenda for Sustainable Competitiveness, Social Fairness, 
and Resilience (2020) 
16 European Commission. Commission Communication on a European Strategy for Universities (2022) 
17

 European Commission. Towards a European Framework for Research Careers (2011) 

https://euraxess.ec.europa.eu/sites/default/files/am509774cee_en_e4.pdf
https://euraxess.ec.europa.eu/jobs/hrs4r
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(early-career) researchers. Limited mobility opportunities to different countries and sectors as well as inadequate 
recognition of non-academic career paths are further aspects mentioned. As a consequence, the European 
Framework for Research Careers (EFRC) was issued as a tool to promote the harmonization of research careers in 
Europe and improve mobility. The framework defines 4 levels of research career stages (R1-R4) and the required 
skills expected to be attained, it addresses all researchers and is independent of the sector they work in18. The 
most recent policy development from the beginning of 2023 and still in progress is reflected in the technical 
document on a European framework for research careers19 by the EU's strategic policy advisory committee on 
topics related to research and innovation within the ERA. This note builds on the advice given in the previously 
mentioned publications and is developed in parallel to the revision of the Charter and Code.  One focus of the 
EFRC is the connection between research career and innovation and entrepreneurship. The framework consists of 
8 pillars to which later sections in the document will directly or indirectly refer. The pillars are set up to define the 
role of researchers in the ERA, and other professions (Pillar 1), to recognise the research profession, including 
their interoperability and comparability (Pillar 2), to address the recruitment and working conditions (Pillar 3), to 
enhance the skillset and training of researchers for inter-sectoral and inter-disciplinary careers and for 
entrepreneurship and innovation (Pillar 4), to improve programmes and concepts related to career development 
and progression (Pillar 5), to contribute to a balanced circulation of talents and to attract more researcher to 
Europe (Pillar 6), to support actions for research careers (Pillar 7), and to implement a monitoring system of 
research careers among others to provide researchers a clearer vision of the challenges and opportunities in the 
ERA (Pillar 8). To best align with the current political vision and policy developments related to ERA 4, this 
document will play a crucial role for the SECURE project. 
 
Another important policy development is the detailed analysis of researchers’ mobility which has been outlined in 
the Knowledge ecosystems in the new ERA: Talent circulation and intersectoral mobility: analytical report with 
a mapping of talent mobility and causes of brain drain20. One main recommendation, apart from improving the 
mobility across countries and sectors, stressed the need for more systematic data in order to better inform 
evidence-based policy. This request is largely met by the MORE2 and MORE421 studies that “provide 
internationally comparable data, indicators and analysis in order to support further evidence-based policy 
development on the research profession at European and national level” and outline some policy implications22.  
Another important policy development linked to researcher assessment, and therefore recruitment and career 
development, is the Evaluation of research careers fully acknowledging Open Science practices (OS-CAM)23. The 
OS-CAM is a multi-dimensional assessment framework guiding research-performing and research-funding 
organisations to evaluate researchers equally and independently of their background and especially according to 
their use of and contributions to Open Science24. 
 
The comprehensive OECD report on Reducing the precarity of academic research careers25 offers a clear 
overview of the precarious situation of postdoctoral researchers in temporary positions and no prospects of 
permanent or continuous employment. This report explores challenges and how they are being perceived and 
addressed in different countries. The study reveals much commonality but also diversity across countries and 
among different stakeholders. It proposes a policy toolkit based on nine recommendations: 
 

 
18 

https://euraxess.ec.europa.eu/europe/career-development/training-researchers/research-profiles-descriptors 
19 European Commission. Technical Document on a European Framework for Research Careers. Unpublished document for ERAC 
Plenary Meeting in February 2023 (2023) 
20 European Commission. Knowledge ecosystems in the new ERA: Talent circulation and intersectoral mobility : analytical report with 
a mapping of talent mobility and causes of brain drain (2022) 
21 https://www.more-4.eu 
22 Consult IDEA. Support for continued data collection and analysis concerning mobility patterns and career paths of researchers 
(2013) 
23 European Commission. Evaluation of research careers fully acknowledging Open Science practices (2013) 
24 SECURE’s sister project OPUS is focusing on indicators, metrics, and interventions to promote Open Science.  
25

 OECD. Reducing the precarity of academic research careers (2021) - https://doi.org/10.1787/0f8bd468-en  

https://euraxess.ec.europa.eu/europe/career-development/training-researchers/research-profiles-descriptors
https://www.more-4.eu/
https://doi.org/10.1787/0f8bd468-en
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1. Improve the working conditions and offer more transparent, predictable, and flexible career prospects 

for postdoctoral researchers. 

2. Offer broad professional development during postdoctoral training.  

3. Promote equal opportunities, diversity, and inclusion in research careers by identifying and addressing 

existing biases and challenges. 

4. Establish better links between research assessment, funding, and human resource management policy 

objectives. 

5. Improve institutional practices regarding human resource management in research. 

6. Promote the intersectoral mobility of researchers. 

7. Support the international mobility of researchers (e.g., 26). 

8. Develop the evidence base on research careers. 

9. Include all relevant stakeholders in the governance and coordination of research careers and ensure 

concerted, systemic action. 

 
The UNESCO Recommendation on Science and Scientific Researchers27 aims at setting a universal standard and 
supports countries to create conditions that improve the working conditions of all scientific researchers, support 
staff (including technicians and students that support and contribute to research and development), as well as 
individuals involved in other aspects of science (such as science education, science communication, regulation 
and policy, funding, recruitment, etc.). And provides together with a set of international guidelines a means to 
measure progress. The document provides recommendations on main aspects related to research and 
development addressing. Most relevant for SECURE are the recommendations on the conditions for success on 
the part of scientific researchers, which include: 

• Adequate career development prospects and facilities and Lifelong learning; 

• Mobility, Participation in the international scientific and technological community; 

• Protection of health and social security; 

• Performance appraisal, expression by publication; 

• Recognition; 

• Reasonable flexibility in the interpretation and application of texts setting out the terms and conditions 

of employment of scientific researchers; 

• The advancement of their various interests by scientific researchers in association 

 
Several other stakeholders have also developed RCFs. One of them is the Vitae Researcher Development 
Framework (RDF)28, which provides guidance for the personal, professional, and career development of 
researchers at all career stages. The framework is built around 4 domains covering knowledge and intellectual 
abilities, personal effectiveness, research governance and organisation, and engagement, influence, and impact. 
On the one hand, it recommends institutions to recognise the value of diverse career paths, and also stresses the 
importance of creating a supportive environment. On the other hand, it also stresses the significance of 
interdisciplinarity and the broader dissemination of research outputs for maximum impact. the RDF has been 
recognised as a comprehensive (online) tool, despite some concerns (also acknowledged by Vitae themselves) 

 
26 The Academic Careers Observatory (ACO) provides info on academic careers by country, discipline and theme aiming at facilitating 
researcher mobility - https://www.eui.eu/en/academic-units/max-weber-programme-for-postdoctoral-studies/aco-academic-
careers-observatory  
27 UNESCO. Recommendation on Science and Scientific Researchers. Annex II Recommendation on Science and Scientific Researchers 
(2017) - https://unesdoc.unesco.org/ark:/48223/pf0000260889  
28

 Vitae. Researcher Development Framework (2011) 

https://www.eui.eu/en/academic-units/max-weber-programme-for-postdoctoral-studies/aco-academic-careers-observatory
https://www.eui.eu/en/academic-units/max-weber-programme-for-postdoctoral-studies/aco-academic-careers-observatory
https://unesdoc.unesco.org/ark:/48223/pf0000260889
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about the utility, accessibility, and usage of the RDF. In this context, modifications could it more applicable for the 
requirements at different career stages29.    
 
Another framework which has been developed by the Irish University Association (IUA) is the Researcher Career 
Framework30. This framework covers the commonly known four main career stages from early-career to leading 
researcher (R1-R4) and includes relevant competencies associated with each stage. In this context, mentoring, 
training, and career development programmes are mentioned as best practices for institutions to support 
researchers in their careers. 
 
A common remark towards both of the preceding initiatives is the lack of institutional support and the need to 
ensure proper implementation, e.g., through incorporation into institutional policies and strategies. A possible 
guidance is provided in the Concordat to Support the Career Development of Researchers/the Researcher 
Development Concordat31 with already over a hundred organisational signatories. The concordat acknowledges 
the need for a standardised research development strategy across the UK. Overall, the concordat aims at 
supporting the creation of a supportive work environment for researchers and proposes best practices to support 
institutions in realising this. 
 

Insights on research careers from stakeholder position statements and reports 
Another important source of information about the requirements related to research careers are position 
statements published by researcher and university associations. 
 
In their statement The EU’s emerging Pact for Research and Innovation should meet the expectations of the 
research sector32, the Guild of European Research-intensive Universities provides some critical recommendations 
in order to strengthen Europe’s research in the context of the renewed ERA. They see the need “to re-articulate 
what a renewed, more ambitious and forward-looking ERA could achieve and to engage in a genuine co-creation 
with research stakeholder”. There are three main elements that the new ERA Pact for Research and Innovation 
should consider. First, the adoption of “effective measures to boost Europe’s position as a scientific powerhouse 
and its capacities for research excellence in all Member States […] through sufficient base-funding”, especially for 
bottom-up fundamental research. Second, “the needs and concerns of the academic community as a starting 
point for designing more attractive research careers”, more concretely on the one hand ERA solutions should be 
coupled with programmes such as ERC and MSCA that can provide attractive working conditions and on the other 
a thorough discussion and consultation with the academic community to achieve a consensus regarding the 
definition of excellence in research. Third, a “genuine dialogue” between representatives of key research actors 
and the EU institutions particularly to increase awareness of the ERA strategies among research communities in 
Europe since this is a pre-requisite to ensure effective implementation.  
 
In 2018, the League of European Research Universities (LERU) published their vision on the need and 
requirements of multiple career pathways for researchers in Delivering talent: Careers of researchers inside and 
outside academia33. The document presents good practice examples from member organisations of how support 
for the careers of researchers could look like and concludes with the following 7 recommendations: “1) 
Researchers should be trained for a multitude of roles in society [..] 2) A shift of perspective is required: from a 
straight career track to multiple career pathways, [..]  3) The mechanisms by which early-stage researchers find 
their way from academia into society need to be strengthened, [..]  4) More cross-sector mobility at senior levels 
should be achieved, [..]  5) More effort is needed to accelerate progress of women in senior and leadership 

 
29  Bray and Boon. Towards a framework for research career development: An evaluation of the UK's Vitae Researcher Development 
Framework (2013) 
30 Irish University Association (IUA). Researcher Career Framework (2020) - https://www.iua.ie/for-researchers/researcher-career-
framework/  
31 Vitae. Concordat to Support the Career Development of Researchers/the Researcher Development Concordat (2019) 
32 The Guild. The EU’s emerging Pact for Research and Innovation should meet the expectations of the research sector (2021) 

33
 LERU. Delivering talent: Careers of researchers inside and outside academia (2018) 

https://www.iua.ie/for-researchers/researcher-career-framework/
https://www.iua.ie/for-researchers/researcher-career-framework/
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positions, and to enlarge diversity ambitions, [..]  6) Universities and supervisors have to strengthen career 
support, [..] 7) Research stakeholders must engage together in supporting careers of researchers”. In another 
statement titled A Pathway towards Multidimensional Academic Careers - A LERU Framework for the 
Assessment of Researchers34, LERU addresses the over-reliance on bibliometrics in the assessment of researchers 
and proposes a set of different dimensions to better reflect various aspects of the researcher’s work, including 
research output, impact, leadership, and professional development. The paper also suggests measuring methods 
to ensure fair and transparent assessment considering the diversity of researchers and their different career 
stages. 
 
Such a Rethinking [of] Academic Careers35, has also been elaborated in the Young European Research 
Universities Network’s (YERUN) position statement, and in Science Europe’s Research Culture - Empowering 
Researchers with a Thriving Research System36. Both organisations call for a cultural change by committing to 
revise the research career assessment and to create a more stability and sustainability in European research. 
YERUN further provides a set of case studies from member universities for university-level reforms to improve 
academic careers. In this context it should be noted that creating an assessment framework is complex and 
difficult, as it needs to balance between the standardisation and distinguishing different levels and acknowledging 
disciplinary diversity and requires involvement from and alignment between all stakeholders37. 
 
In line with the above, the European University Association (EUA) presents in their position paper European 
Research Area: How to mobilise research-based knowledge for a better and more sustainable future38 a set of 
recommendations in order to support the new ERA. The document points out the key role of universities in 
Europe’s research and innovation ecosystem. EUA is determined to be part of the collaborative approach that is 
required to create the conditions for strong and successful ERA that benefits society. In order to build the 
necessary conditions, EUA asks to: 

1. Provide ambitious support to research and innovation.  

2. Invest in both curiosity-driven and mission-oriented research and innovation for the benefit of society. 

3. Place values at the core.  

4. Promote multi-level governance for a more efficient ERA.  

5. Shape an ERA that is open to the world.  

6. Promote open science.  

7. Encourage diversity.  

8. Facilitate partnership and collaboration.  

9. Encourage public engagement.  

10. Value all disciplines. 

11. Foster talent with attractive career structures.     

 
Researcher organisations such as the International Consortium of Research Staff Associations (ICoRSA),  Eurodoc, 
and the Marie Curie Alumni Association (MCAA) also focus on ensuring more sustainable research careers. ICoRSA 
states in their Position Statement on sustainability of research careers and precarity39 that the high level of 
precarity is caused by uncertainty due to short-term contracts and the lack of career progression opportunities, 
which have devastating effects on researcher’s wellbeing and the diversity among researchers. ICoRSA proposes 
core governmental funding as a solution to overcome precarity and ensure sustainable careers in academia, 

 
34 LERU. A Pathway towards Multidimensional Academic Careers - A LERU Framework for the Assessment of Researchers (2022) 
35 YERUN. Rethinking academic careers (2022) 
36 Science Europe. Research Culture - Empowering Researchers with a Thriving Research System (2021) 
37 Vorobieva and Teleshova. Research activities in the European qualifications system: Experience and problems (2018) 
38 European University Association (EUA). European Research Area: How to mobilise research-based knowledge for a better and 
more sustainable future (2020) 
39

 ICoRSA. Position Statement on sustainability of research careers and precarity (2022) 
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instead of limited funding linked to the timeline of a project, and in general more funding options that enhance 
intersectoral mobility. 
 
Eurodoc and MCAA identify four Challenges and Recommendations that all stakeholders of European research 
should consider, especially universities and research funders. In their joint Declaration on Sustainable Research40, 
they stress the urgency to change the European system in order to prevent losing even more scientists. The 
challenges and respective recommendations are the following:  

•  “Challenge 1 - Career Prospects and Research Funding: [...] researchers whose performance is evaluated 

as excellent early in their career, are not necessarily offered long-term employment in science”. The 

Recommendation to overcome this, is to provide more stability and predictability through the creation of 

more permanent academic research positions, this needs to be supported by adequate research funding 

mechanisms.  

•  “Challenge 2 - Career Management Support: […] the current highly competitive research funding 

landscape and the dire job prospects in academia are key factors for early career researchers to develop 

mental health problems”. A proposed Recommendation is to deploy career management services at 

organisations employing researchers that provide suitable support and mentoring programmes. 

•  “Challenge 3 - Transferable Skills Training and Recognition: […] the majority of researchers leave 

academia and find employment in other sectors. There, they often encounter as mismatch between their 

skill sets and non-academic job requirements, because universities typically train researchers mainly for 

an academic type of career”. According to the Recommendation from Eurodoc and MCAA organisations 

should put more effort in the training of transferable skills. They also acknowledge that developing 

transferable skills requires investment from both the individual and the organization. 

•  “Challenge 4 - Networking: […] researchers are highly focussed [often working for several years] on a very 

specific topic [...] and mostly within a single institution. [While] academic settings typically provide 

frequent inside-academia networking opportunities […] building meaningful networks outside academia 

still all too often depends on individual proactivity”. The Recommendation is to better prepare 

researchers for inter- and intra-sectoral mobility through adequate initiatives and programmes which 

further contribute to long-term, strategic partnerships between the academia and the non-academic 

sector. 

 
Reports and studies for the EC provided by third parties 
Various reports from third parties also provide relevant information, data, and further guidance for the 
development of an RCF. For instance, in the project MORE41, the European Commission has collected data on the 
mobility patterns and career paths of EU researchers. The MORE2 project provided support for continued data 
collection and analysis concerning mobility patterns and career paths of researchers. Similarly, the MORE4 
study42 has updated, improved and further developed the set of indicators defined in previous MORE studies. 
Through the MORE projects, the European Commission has investigated which aspects researchers find important 
in their careers and evaluated the extent to which policy measures have affected these aspects. Building on the 
evidence presented in the MORE2 and MORE4 studies, the report on Precarious careers in Research. Analysis 
and Policy Options43 identified the most vulnerable researcher groups and analysed in detail the factors most 
likely contributing to precarity by mapping employment contracts and career models. The report proposes a two-
step process for a policy framework aimed at reducing the precariousness of research careers: 1) establishing a 

 
40 Eurodoc & MCAA. Declaration on Sustainable Researcher Careers (2019) 
41 Publications accessible in the policy library of Euraxess - https://www.euraxess.be/useful-information/policy-library 
42 European Commission. MORE4 study: Support data collection and analysis concerning mobility patterns and career paths of 
researchers (2021) 
43 WIFO Studies. Precarious careers in Research. Analysis and Policy Options (2022) 
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balance between the supply of qualified researchers seeking a career in research and the demand side providing 
stable career paths and 2) improving the working conditions through full-time employment contracts, appropriate 
salary, and compliance with ethical standards. Finally, the report suggests indicators to monitor progress. 
 
Research careers in Europe44 a study prepared for the EC by the Public Policy and Management Institute (PPMI), 
INOVA+ and CARSA evaluated three topics associated with research careers to improve the implementation of the 
Horizon 2020 Marie Skłodowska-Curie actions (MSCA). Their analysis of 1) research career promotion, 2) dual 
careers options in research, and 3) possibilities of restarting a research career in Europe after a break were based 
on survey data from 3,904 individual researchers, 1,572 representatives of research organisations, and several 
national stakeholders. Their recommendations range from specific topics related to MSCA to more general 
aspects, such as improvement of financial conditions, possibilities of managing a healthy work-life balance, 
awareness and further analysis of dual career issues, the need for greater acceptance of career breaks on the one 
hand and more research positions and long-term contracts to prevent career breaks on the other, as well as more 
flexible working arrangements. 
 
The DANUBIUS-RI strategy on Human Resources for Researchers45 followed up on the MORE2 project, which 
studied how researcher opportunities vary across the 4 R levels (i.e., graduate student, postdoc of different 
seniority, and research senior) and across member countries. The report has been prepared under the 
DANUBIUS-PP, a Flagship Project of the EU Strategy for the Danube Region, to support the DANUBIUS-RI in terms 
of legal, financial, and technical needs to become a successful pan-European distributed Research Infrastructure 
(RI). The project investigated in the report challenges and gaps of HR strategies that impact career structure, 
renumeration and mobility. This included data on salaries, mobility, and overall benefits, including the 
transferability of grants and pension rights affecting the mobility of researchers. The study is closely linked to the 
HRS4R tool mentioned earlier and recommends sharing of best practices among European Research 
Infrastructure Consortia (ERICs).  
 
Lastly, several recent publications on the topic of research careers have reflected critically on the position of 
individual researchers and the system as such. Despite national differences, most ECRs share the same fate: many 
researchers are simply forced out into more stable non-research positions (e.g., 46) and those who stay are 
challenged by the increasing pressure and demands focusing more on securing funding than doing actual 
research47. The author of a critical article concludes that the current research system is inoperable because it tries 
to combine the incompatible structures of a basic science institution with those of a corporate business48. 
Changes to the existing systems, however, need to be carefully thought through, as the recent debate around a 
controversial Berlin law showed. The law was initially intended to improve the situation of Postdocs in Berlin 
requiring universities to offer newly hired postdocs a pathway to permanent positions. Some have warned, 
however, of unintended effects of a ‘poorly executed’  law that may lead to potential hiring freezes and overall 
negative consequences on research49. 
 

3.3 Main Points for further Analysis and suggested Input for WP2/3/4 
 

Chapter 3 summarises the current state-of-the-art of RCFs in Europe. Some of the cited literature will be further 
discussed in the following chapters with regard to specific aspects of research careers, such as recruitment and 
working conditions, career development and progression, and the mobility of researchers. The main outcome of 

 
44 European Commission. Research careers in Europe (2016) 
45 DANUBIUS-PP. DANUBIUS-RI strategy on Human Resources for Researchers (2016) 
46 Kendall Powel. The future of the postdoc (2015) 
47 Nature. The plight of young scientists (2016) 
48 Lazebnik. Are scientists a workforce? - Or, how Dr. Frankenstein made biomedical research sick (2015) 
49 Vogel. Controversial Berlin law gives postdocs pathway to permanent jobs (2021) - 
https://www.science.org/content/article/controversial-berlin-law-gives-postdocs-pathway-permanent-jobs  

https://www.science.org/content/article/controversial-berlin-law-gives-postdocs-pathway-permanent-jobs
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the review shows that despite many potentially useful concepts, a successful implementation is lacking. The 
following main conclusions and recommendations have been identified which should be considered when 
developing the RCF in WP2: 
 

• The SECURE RCF should build on the work that has been provided in many studies and reports and follow 

the guiding principles of key policy developments, including transparency, merit-based research career 

systems across Europe, gender equality, and Open Science. The RCF should build on existing frameworks 

and needs to be flexible enough to be applicable within and across institutions. 

• The SECURE RCF should include a multi-level approach with a clear description of expected skills and 

competencies, as well as responsibility and leadership roles (referring to R1-R4). The RCF should further 

include the different career stages, e.g., recruitment and tenure, and mobility and should be flexible 

enough to address country-specific systems. The issue of appropriate funding strategies is of particular 

importance and should also be addressed. 

• The SECURE RCF should build on existing frameworks while developing a new and unique framework that 

allows alignment with institutional practices and policies. The RCF should be aligned with the proposal of 

TTL models developed in parallel in WP3 offering options of structural measures to institutions that can 

support the implementation of the RCF. 

• To ensure effectiveness, the RCF needs to align with the new EFRC currently developed by the EC and 

connect to its eight relevant pillars. In turn, the EFRC should provide strategic input and structural 

guidance for the development of the RCF. 

 

Based on the literature review, extensive input has been collected to develop a first draft of an RCF. The EFRC will 
play a pivotal role in the development of the RCF and the RCF will aim at implementing components of the EFRC. 
The draft framework will then be further developed based on feedback from the pilots of selected aspects of the 
framework and a public consultation with key stakeholders and the wider research community. Finally, all of the 
feedback will be synthesised and incorporated into a final proposal for the RCF. 
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4. Recruitment and Employment Conditions for Researchers 
 
This section presents the results of the conducted literature review to establish the state-of-the-art in recruitment 
and employment conditions for researchers. The objective of the review performed on the employment 
conditions for researchers was focused on obtaining data on how countries are performing and what types of 
barriers and gaps have been identified. As a core document we examined the Charter and Code50 supplemented 
this with documents focusing on individual countries and institutions. The presented review seeks answers to the 
overall research question: “How well are recruitment and employment conditions aligned to the Charter and 
Code and what are the barriers in aligning Institutional performance to the Charter and Code”. The full list of 
articles reviewed is available in Annex 2 – Articles Reviewed for Recruitment and Employment Conditions for 
Researchers. 
 

4.1 Methodology and Overview of Search Results 
 
The literature review on the sub-topic “recruitment and employment conditions in academia” was conducted as 
desk research of relevant literature of interest to SECURE. The aim was to identify main barriers and best 
practices related to employment and retainment of researchers in academia, which led us to base our search on 
key words such as “recruitment conditions” and “employment conditions”. The methodology applied for the 
search and selection of key publications followed the Overall Methodology for Literature Review described in 
Chapter 2. 
 
Step 1 - Identify relevant key terms specific for the literature search on “recruitment and employment conditions 
for researchers” in Scopus. 
 
The following specific search terms were identified for the search related to “recruitment and employment 
conditions for researchers”: 
 

• Recruit* 

• Employ* 
• Condition* 

 

Steps 2 - 4 – Combine the specific and common sets of search terms for the search in the Scopus database and 
choose the publication year of 2000 as cut-off date. 
 
The search included a combination of the sub-task specific search terms mentioned under step 1 and the 
common set of search term combinations (as detailed in Chapter 2) to produce 6050 hits as in  
Table 4.1. 

 
Table 4.1 Results of Search Term Combinations in Scopus 

Specific Search Terms for 
Recruitment and 
Employment Conditions 
for Researchers 

AND 
Common Search Terms and Combinations 

Number of Hits 

Recruit* OR Employ* OR 
Condition* 

“research* assess*” OR “research* eval*” OR “scien* 
assess*” OR “scien* eval*” OR “academ* assess*” OR 
“academ* eval*” 

4413 

 
50 European Commission. European Charter for Researchers and Code of Conduct for the Recruitment of Researchers (2005) - 
https://euraxess.ec.europa.eu/sites/default/files/am509774cee_en_e4.pdf 

https://euraxess.ec.europa.eu/sites/default/files/am509774cee_en_e4.pdf
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“research* career*” OR “scien* career*” OR “academ* 
career*” 

1624 

“career framework*” 27 

Total 6050 

 
Steps 5 - 8 – Combine Scopus extracts, eliminated duplicates and assess the relevance of the article according to 
the titles and further confirm relevance by scanning the abstracts. Compile a final list of articles from the Scopus 
search and complement with additional key literature previously identified.  
 
After merging all results into a single spreadsheet and removing any duplicates, the list was reduced to 6004. The 
titles were checked, and 130 documents were then selected as potentially relevant literature for SECURE. 
Abstracts of these publications were screened in a next step, leading to a selection of 15 most relevant 
publications. The three publications most relevant for the recruitment and employment conditions for 
researchers were selected from the core list and included in the final list giving 18 articles to be reviewed in detail 
as shown in Table 4.2. The final list of the 18 articles reviewed is available in Annex 2 – Articles Reviewed for 
Recruitment and Employment Conditions for Researchers. 

 
Table 4.2 Number of Key Articles remaining after Screening and Final List 

Scopus  
Search 
Results 

Duplicate 
Articles 
Removed 

Articles 
Remaining After 
Screening 

Extra 
Articles 
Added 

Critical Articles 
Reviewed 
(Final List) 

6050 6004 15 3 18 

 
This list of key articles on the topic may not be fully complete. Building on this initial literature review, SECURE will 
ensure complementarity and community feedback through further engagement with the literature, interactions 
with project partners, and interactions with members of the project advisory board.  

 

4.2 Overview on Recruitment and employment Conditions for researchers 
 
The EU is basing their requirements, recruitment processes, and employment conditions on the Charter and Code 
and is aiming to harmonise diverging working conditions and career development opportunities for researchers 
across member states due to differences in national policies and regulations. The Charter and Code consists of a 
set of general guiding principles and requirements that every employer or funder should apply when recruiting 
researchers, ensuring transparency of the process and equal treatment of the applicants: 

• Transparency 

• Judging merit 
• Acknowledgment of variations in the chronological order of CVs 

• Recognition of mobility experience 

• Recognition of qualifications 
 

In particular, on the basis of these general principles and requirements, recruitment procedures should be open, 
effective, transparent, encouraging, internationally comparable and suitable for the jobs proposed. Selection 
committees should include members with different backgrounds and skills, represent an appropriate balance 
between men and women and, where necessary and possible, include members from various sectors (public and 
private), disciplines, and countries and with the experience needed to evaluate applicants. The evaluation of 
merit should take into account all the experiences matured by the applicants, their creativity and their degree of 
independence. Merit should be assessed on a qualitative and quantitative level, with the emphasis on any 
exceptional results obtained in a diversified personal career path and not exclusively on the number of 
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publications. Any experience of mobility, study visits in different countries or in other research institutes, or a 
change of discipline or sector, should be considered valuable contributions to the professional development of 
the researcher51. 
 
The EC has recognised that mobility of researchers (geographical, intersectoral, and interdisciplinary) is a core 
dimension of the new ERA encouraged member states to strive for brain circulation. Researcher mobility is 
generally seen as a key element of career development for ECRs and eventually better remuneration and 
employment conditions. There is a discrepancy among member states and associated countries with regard to the 
mobility of researchers and brain circulation, and the EC has proposed that schemes for the promotion of mobility 
and career development at European level should be supported, especially measures that will support 
researchers to return to their country of origin52. According to the Position statement [by ICoRSA] on 
sustainability of research careers and precarity53, precarity is mainly correlated to short-term contracts, resulting 
in (i) low engagement by researchers (on all levels) in research career policy creation and with policymakers (ii) 
low researcher productivity due to researcher disillusionment and (iii) low project productivity. To overcome such 
deteriorating employment conditions, ICoRSA has proposed as a solution an increase in core governmental 
funding for researchers, a reorganisation of research funding to supporting long-term employment, core funding 
to universities for permanent positions, increase of funding for mobility.  
 
The literature review will focus on examples from three European countries due to the limited data available for 
other European countries and based on the relevance of the European context for SECURE. 
 
Italy 
The literature review identified many barriers as well as good examples of researcher employment. Several 
examples are available from Italy to remove biases during the recruitment of researchers. 

• The recruitment and advancement of professors is regulated by laws, which are overseen by the Italian 

Ministry of Education and Merit. There is a double evaluation procedure for the selection of associate 

and full professors in place. The first stage involves national prequalification for the candidates, which is 

managed directly by the ministry. The second stage of evaluations is managed by the individual 

universities, who then choose the prequalified individuals best suited to the specific needs of each 

institution. All candidates are assessed based on the examination of their documented qualifications, and 

a selection of winning candidates is between the two top ranked ones. The university announcing the 

competition is then allowed to hire one of the two top candidates. An analysis of bias during this process 

has shown that “among candidates affected by negative bias, the incidence of female candidates is lower 

than that of male candidates. No gender differences occur among candidates who benefitted from 

positive bias” but for the male candidates, “the number of the applicant’s career years in the same 

university as the committee members and the agreement between the gender of the applicant and that of 

the committee president assume greater weights in the judgment of competition outcomes than they do 

for the female applicants”54. 

• To evaluate possible nepotism and favoritism during the recruitment process, Abramo et al., introduced a 

methodological approach  to measure the effectiveness of recruitment and turnover of professors via a 

merit-based process. The basic idea is that university excellence will increase with recruitment of high 

 
51 European Commission. European Charter for Researchers and Code of Conduct for the Recruitment of Researchers (2005) - 
https://euraxess.ec.europa.eu/sites/default/files/am509774cee_en_e4.pdf 

52 Council of the EU. Council conclusions on "Deepening the European Research Area: Providing researchers with attractive and 
sustainable careers and working conditions and making brain circulation a reality" (2021) - 
https://www.consilium.europa.eu/media/49980/st09138-en21.pdf 
53 ICoRSA. Position Statement on sustainability of research careers and precarity (2022) - https://icorsa.org/wp-
content/uploads/2022/09/Position-Statement-on-sustainability-of-research-careers-and-precarity_ICoRSA.pdf 
54 

Abramo et al. Gender bias in academic recruitment (2016a)
 

https://euraxess.ec.europa.eu/sites/default/files/am509774cee_en_e4.pdf
https://www.consilium.europa.eu/media/49980/st09138-en21.pdf
https://icorsa.org/wp-content/uploads/2022/09/Position-Statement-on-sustainability-of-research-careers-and-precarity_ICoRSA.pdf
https://icorsa.org/wp-content/uploads/2022/09/Position-Statement-on-sustainability-of-research-careers-and-precarity_ICoRSA.pdf
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performing applicants on the one hand and separation from less performing researchers on the other. 

Abramo and colleagues concluded that although “there is no significant correlation between the 

effectiveness of recruitment and effectiveness of turnover”,  Abramo suggested that “[t]he application of 

such measures could also assist in incentivizing merit-based processes of recruitment and turnover, 

reducing phenomena of favouritism and nepotism”55. Monitoring this turnover process over time and 

incorporating it into an incentive system could contribute to reduce cases of favouritism and nepotism. 

• By 2020, Italian higher education had undergone two major reforms: 1) the marked increase in female 

representation in of academic staff and the implementation of market-based reforms aimed at fostering 

cost efficiency and economic productivity, resulting in reshaping the academic career ladder envisaged by 

the last university reform (Gelmini reform-law 240/2010) and 2) the adoption of a performance-based 

funding system. From 2010 to 2020, an analysis has been performed by the Ministry of Education, 

University, and Research's statistical office to collect data on changes in the system as a result of the 

reforms. An analysis of the available data concluded that the reforms are changing higher education 

recruitment and employment conditions, but “the road to gender equality is extremely slow and non-

linear. The introduction, with the Gelmini reform, of the new fixed-term assistant professor has tightened 

female access to the tenure track. Moreover, female recruitment remained substantially unchanged over 

the period among associate and full professors, thus suggesting that the feminization of the academic 

staff is not due to an effective improvement of gender equality in recruitment, but also to demographic 

dynamics, such as the retirement of men who are concentrated in the older cohorts”56. 

• In 2021, another Italian national policy initiative created to contrast favouritism and foster recruitment 

effectiveness was analysed. It seems that national policies from the past 10 years have been negatively 

impacting researchers’ performance, indicating a decline of both unproductive and high-performing 

recruits, and no overall improvement in the effectiveness of recruitment57. 

Portugal 
An analysis of the education system in Portugal, in terms of hiring process in relation to women at the beginning 
of their academic career, indicated that “First, Portuguese higher education institutions reproduce the same 
inequalities in career structures that are dominant in other occupational spheres, with the same phenomena of 
horizontal and vertical segregation both in universities and polytechnics careers. Second, recruitment and selection 
processes have an important influence on women in academia with the use of informal procedures emerging as an 
obstacle for women entrance into academic careers”58. Sousa and Magalhães59 analysed the Charter and Code in 
the framework of the implementation of the ERA in Portugal showed that up until 2014, the trend of creating 
autonomous and sustainable research careers (as observed in European policies) has not been translated into 
national recruitment procedures and into the ethos of universities, research centres, polytechnics, and industry in 
Portugal. 
 
Germany 
An evaluation of hiring procedures in higher education in Germany in 2001 concluded that the system is outdated 
and a crucial element of the reorganisation of such a system is the redistribution of power in higher education. “In 
the German case, it is likely that the most important arena for the future of higher education will be located in a 
bargaining structure situated between the emerging managerial class within the higher education and science 

 
55 Abramo et al. A methodology to measure the effectiveness of academic recruitment and turnover (2016b) 
56 Gaiaschi and Musumeci. Just a matter of time? Women's career advancement in neo-liberal academia. An analysis of recruitment 
trends in Italian Universities (2020) 
57 Abramo and D’Angelo. Were the Italian policy reforms to contrast favoritism and foster effectiveness in faculty recruitment 
successful? (2021) 
58 Carvalho and Santiago. New challenges for women seeking an academic career: The hiring process in Portuguese higher education 
institutions (2010) 
59

 Sousa and Magalhães. A research career? The Portuguese case (2014) 
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system and a strategy-oriented policy class within the state bureaucracy”60.  The recruitment of scientists in 
academia is an important issue in higher education. There is research that suggests that decision makers in 
academia tend to prefer candidates whose demographic backgrounds are similar to their own61. To address this 
challenge, it was suggested that mentoring may improve recruitment practices, retention, and staff personal 
satisfaction. Mentors can guide ECRs in making science career choices and help them to expand the number of 
scientists entering the labour market62. 
 

4.3 Main Points for further Analysis and suggested Input for WP2/3/4 
 
The outcomes of the literature review presented in this chapter reflect the general perception of the precarity of 
academic research careers voiced by various stakeholders. Despite country-specific structures, local regulations 
and policies (thus potentially challenging for a common research career framework) and different funding 
budgets and strategies, the problem of insecure and instable employment is prevalent and a number of common 
approaches were identified which could be applied to improve the recruitment and working conditions for 
researchers across Europe. The following recommendations are proposed to feed into the work of WP2, WP3, and 
WP4:  
 

• Endorse the alignment of local laws and initiatives with the Charter and Code; 

• Develop and strengthen local initiatives supporting the improvement of employment conditions and 

recruitment procedures; 

• Address and ensure gender-equality during all stages of the researcher career; 

• Use of mentorship programmes to prepare and guide ECRs through recruitment processes;  

• Consider implementing a monitoring strategy to better understand the effect of tools for the effective 

recruitment and enhancement of working conditions.  

 

 
60 Enders. A chair system in transition: Appointments, promotions, and gate-keeping in German higher education. (2001) 
61 Roebken. Similarity attracts: An analysis of recruitment decisions in academia (2010) 
62

 Bernice and Teixeira. Mentorship: A Successful Tool for Recruitment, Recognition, and Advancement (2002) 
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5. Career Development and Progression for Researchers 
 
This section presents the results of the conducted literature review to establish the state of the art in career 
development and progression for researchers. The objective of the review was to identify challenges and gaps, as 
well as best practices in the literature that will inform the activities in WP2, WP3, and WP4 on interventions for 
career development and progression. The full list of articles reviewed is available in Annex 3 – Articles Reviewed 
for Career Development and Progression for Researchers. 
 

5.1 Methodology and Overview of Search Results 
 
Step 1 - Identify relevant key terms specific for the literature search on “recruitment and employment conditions 
for researchers” in Scopus. 
 
The following specific search terms were identified for the search related to “recruitment and employment 
conditions for researchers”: 
 

• “career* develop*” 

• “career* progress*” 

• “career* advanc*” 

• “career plan*” 

• “career trajector*” 

• “career support*” 

 

Steps 2 - 4 – Combine the specific and common sets of search terms for the search in the Scopus database and 
choose the publication year of 2000 as cut-off date. 
 
The search included a combination of the sub-task specific search terms mentioned in step 1 and the common set 
of search term combinations (as detailed in Chapter 2) to produce 1147 hits as in Table 5.1. 
 
Table 5.1 Results of Search Term Combinations in Scopus 

Specific Search Terms for 
Career Development and Progression 
for Researchers 

AND 
Common Search Terms and Combinations 

Number of Hits 

“career* develop*” OR “career* 
progress*” OR “career* advanc*” OR 
“career plan*” OR “career trajector*” 
OR “career support*”  

“research* assess*” OR “research* eval*” OR 
“scien* assess*” OR “scien* eval*” OR “academ* 
assess*” OR “academ* eval*” 

69 
 

“research* career*” OR “scien* career*” OR 
“academ* career*” 

1057 

“career framework*” 21 

Total 1147 

 
Steps 5 - 8 – Combine Scopus extracts, eliminated duplicates and assess the relevance of the article according to 
the titles and further confirm relevance by scanning the abstracts. Compile a final list of articles from the Scopus 
search and complement with additional key literature previously identified.  
 
Consistent with the overall approach, the titles and abstracts of the original collection of 1113 documents were 
screened and 31 were selected, indicating a relevance to inform WP2, WP3 and WP4 on matters of career 
development and progression. Key findings and messages critically relevant for the scope of this chapter were 
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extracted from these 31 publications as in Table 5.2. The full list of the 31 articles reviewed is available in Annex 3 
– Articles Reviewed for Career Development and Progression for Researchers. 
 
Table 5.2 Number of Key Articles remaining after Screening and Final List 

Scopus  
Search 
Results 

Duplicate 
Articles 
Removed 

Articles 
Remaining After 
Screening 

Extra 
Articles 
Added 

Critical Articles 
Reviewed 
(Final List) 

1147 1113 31 0 31 

 
This list of key articles on the topic may not be fully complete. Building on this literature review, SECURE will 
ensure complementarity and community feedback through further engagement with the literature, interactions 
with project partners, interactions with members of the project advisory board.  
 

5.2 Overview on Career Development and Progression for Researchers  
 
Scientific and grey literature on career development and progression is predominant in medical fields with much 
less discourse in other disciplines. Many insights transfer from the research environment in health sciences, but 
careers in those fields differ so strongly from Science, Technology, Engineering, and Mathematics (STEM) and 
Social Sciences and Humanities (SSH) fields that some systematic policies are not applicable outside medical and 
health research. Most of the found literature is based on subjective data, such as larger self-administered surveys 
and interviews with often only a very small sample size. Finally, some publications are solely the authors’ 
individual perspectives and reflections. Rarely were surveys, interviews, or reflections paired with objective data. 
As such, more statistical data and monitoring would be needed to provide a reliable evidence base. 
 
The aim of most of the found studies focused on improving the overall performance of the participating 
researchers in all aspects of their positions, and thus include comparable training, mentoring and career 
development interventions. The main focus of the studies was typically on doctoral candidates, while some also 
addressed postdoctoral researchers or students, thus demonstrating that such interventions are useful as early as 
possible and throughout all career stages. Below are the three main topics presented:  

 
Mentoring 
The reviewed literature aligned well about the importance of mentoring, with success heavily depending on the 
individual mentor and the personal relationship with the mentee. Despite this, only a few studies looked into the 
performance of the mentor, finding a need for systematic and mandatory training63. A large variety of innovative 
approaches to mentoring was reported, such as the involvement of multiple mentors, peer groups, and 
transregional networks, as well as a number of support measures, from theoretical frameworks to specific 
materials or exercises. A common component of mentoring schemes is the individual planning to tailor the 
specific activities and the training to the needs and goals of the individual mentee64. Shortcomings despite those 
measures were found to often be present for career goals outside academia, which has to be considered in 
holistic interventions or programmes for career progression65. 
 
Training 
The literature regarding training interventions holds a large number of individual courses, such as lab 
management courses and formal career modules. Due to the diversity and number of these sources, the following 

 
63 Sood et al. Mentoring Early-Career Faculty Researchers Is Important - But First "train the Trainer" (2016) 
64 House et al. Mentoring as an intervention to promote gender equality in academic medicine: A systematic review (2021) 
65

 Clair et al. The new normal: Adapting doctoral trainee career preparation for broad career paths in science (2017) 
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section focuses on examples of broader resources covering a multitude of topics, a structured programme or a 
literature overview in itself. Training in doctoral education is usually aligned with the prospective career path, for 
which the literature holds useful taxonomies of competencies to be covered66 and collections from literature 
reviews with detailed recommendations67. Moreover, there are a number of reports from widely rolled-out 
training programmes, including feedback and evaluation of the training measures68. Few resources also highlight 
current approaches and strategies for professional learning and development of postdoctoral researchers, usually 
with a focus on academic career pathways69. Related to all career levels, there are several sources of literature 
that explicitly include career competencies, training for career planning, and specific career-related 
interventions70. Finally, only very few sources go beyond the assertation of an intervention’s success and 
retrospectively evaluate the success during later stages along the career pathway or identify specific 
shortcomings in the training needs71. 
 
Policies 
Most policy-related studies are concerned with gender equality, either directly addressing an 
underrepresentation of women or concerning indirect factors such as partnering policies and family friendliness, 
e.g., through part-time policies72. Beyond that, researcher mobility and migration were found to be strongly 
dependent on national and institutional policies, including a need for local policies against nepotism73. Major 
impacts are found nationally and institutionally, but several barriers need to be addressed at the European 
level74. A related area is multilingual publishing, as these practices are particularly impacted by institutional 
policies and the local incentives systems are often related to both career progression and employment policies75. 
Another aspect that can be addressed through policy interventions is the research culture within the institutions, 
particularly by implementing human resource strategies that foster good workplace culture and environments. 
Career development and progression are predominantly covered in local policies at the organisation level76, but 
there is a need for harmonisation of career paths across Europe that has yet to be addressed77. Moreover, studies 
found that institutional policies, including the incentives and rewards systems put in place, often hinder or 
disincentivise interdisciplinary practices78. 
 
Many of the aforementioned points were the result of policy reforms across Europe in past years. Comparing, for 
example, policy reforms in France and Spain shows that the adoption of another institution’s structure or policy 
(mimetic isomorphism) is much more effective than radical policy approaches where organizations must change 
as a function of external circumstances (coercive isomorphism)79. Further systemic limits for the impact of 
reforms remain in place, e.g., by favouritism despite meritocratic reforms80. Moreover, the interplay of self-
interest, personal beliefs and the fact that systems to some degree always create their own support bases, means 

 
66 Barnes et al. Career Competencies for Academic Career Progression: Experiences of Academics at a South African University (2022) 
67 Chatzea. Recommendations for young researchers on how to better advance their scientific career: A systematic review (2022) 
68 Lenzi et al. The NIH “BEST” programs: Institutional programs, the program evaluation, and early data (2020)  
69 Rybarczyk et al. Postdoctoral training aligned with the academic professoriate (2011) 
70 Claydon et al. Building skill-sets, confidence, and interest for diverse scientific careers in the biological and biomedical sciences 
(2021) 
71 Crossouard. The (re-)positioning of the doctorate through the eyes of newly qualified researchers (2010) 
72 Ahmad. Family or Future in the Academy? (2017) 
73 Seeber et al. Exploring the effects of mobility and foreign nationality on internal career progression in universities (2022) 
74 Pieters and Schoukens. Improving the social security of internationally mobile researchers (2011) 
75 Ivancheva and Gourova. Challenges for career and mobility of researchers in Europe (2011) 
76 Baruch. Transforming careers: From linear to multidirectional career paths: Organizational and individual perspectives (2004) 
77 Kochen and Himmel. Academic careers in general practice: Scientific requirements in Europe (2000) 
78 Müller and Kaltenbrunner. Re-disciplining Academic Careers? Interdisciplinary Practice and Career Development in a Swedish 
Environmental Sciences Research Center (2019) 
79 Marini. Coercive and mimetic isomorphism as outcomes of authority reconfigurations in French and Spanish academic career 
systems (2021) 
80

 Montes. Micropolitics and meritocracy: Improbable bed fellows? (2019) 
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that policy reforms need to consider the response of the scientific communities. Correspondingly, negotiated 
compromises do not necessarily produce the best uptake or the intended outcome of a policy reform81. 
 

5.3 Main Points for further Analysis and suggested Input for WP2/3/4 
 
The recommendations and interventions found in the literature were well aligned, but so diverse in their details 
that it would not be fruitful to summarise them in this review. Instead, a selected overview is presented to inform 
WP2, WP3 and WP4.  
 
Interventions suggested for WP2, WP3 and WP4 fall into the following 6 areas: 
 

• Structured mentorship interventions should be implemented to augment and complement the mentoring 
by the individual supervisor. These can be designed by either reproducing existing mentorship 
interventions82 or incorporating new individual, selected activities. Such selected components may 
include the writing of a dedicated mentoring plan based on the mentee’s career goals, although the 
impact of these plans is discussed controversially in the literature, and highly relies on the individual 
attitudes of mentor and mentee, as well as their personal relationship. Other individual activities 
connected to mentorship may also include group mentoring or mentoring communities83. An important 
aspect in all of these measures is the training of the participating mentors to ensure the best possible 
outcomes for the mentees. Moreover, mentorship interventions may be coupled to the funding for the 
position or research, specifically in cases where the positions for doctoral candidates are managed by the 
university or research institute. 

• Career planning interventions can be implemented as stand-alone measures, e.g., as a standard module 

in the accredited PhD programme or as other kinds of formalised courses84. Experienced Principal 

Investigators (PIs) can act as career coaches and provide added value if separate from mentors85. 

Alternative forms of career planning interventions are narrative career counselling, sponsoring 

programmes for enhanced career development, and other structured career advisory programmes86. In 

addition to top-down interventions, the literature provides a number of examples for peer-group 

interventions, such as career clubs or discussion and reflection spaces. External formats for career-

related interventions include a young investigators’ forum87, mentoring-based conferences for career 

stimulation, and different forms of network-based mentoring approaches that foster career progression. 

All of these measures can be supported by suitable tools, such as the RDF, career scripts, milestones-

based approaches, or a variety of online tools. 

• Individual training interventions may be implemented in connection to mentorship and career 
interventions. These can include leadership courses, lab management courses or grant-writing training, 
as well as a variety of other measures selected from existing collections of training activities88. Moreover, 

 
81 Sanz-Menéndez and Cruz-Castro. University academics’ preferences for hiring and promotion systems (2019) 
82 Brüggmann and Groneberg. An index to characterize female career promotion in academic medicine (2017) 
83 Smit and van den Berg. Assisted self-mentorship of a boundaryless research career (2016) 
84 Claydon et al. Building skill-sets, confidence, and interest for diverse scientific careers in the biological and biomedical sciences 
(2021) 
85 Byars-Winston. Integrating theory and practice to increase scientific workforce diversity: A framework for career development in 
graduate research training (2011) 
86 Miller et al. Full paper the career identity program: Creating a personalized academic-to-career plan for first-year engineering 
students (2018) 
87 Panettieri et al. Impact of a Respiratory Disease Young Investigators' Forum on the Career Development of Physician-Scientists 
(2020) 
88 Moore et al. Peer Multiple Mentor Model (P3M) for Training Disability/Health and Rehabilitation Equity Researchers: Case Study at 
a Historically Black College/University (2022) 
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some studies highlight the value of interventions at the research group or laboratory level in addition to 
courses offered at the university level89. 

• Interventions towards policies and regulations are particularly important in relation to the gender 
dimension. These interventions may include specific policies for partnering or family-friendly policies, 
such as specific part-time regulations. Generally, it is advisable to align HR policies in suitable ways to 
foster good research and collaboration culture at the level of the research team or lab. Further policy 
interventions should be directed towards internationalisation, in order to ensure meaningful mobility 
experiences90. Revising internal regulations should also foster the implementation of different career 
paths and be particularly aligned to foster and incentivise interdisciplinary research91. 

• Ideally, the four areas above in this list would be jointly implemented to form holistic programmes, e.g., 

including mentoring, training, and career planning92 with personalised training interventions and parallel 

monitoring93. A discussion on critical elements to be included is available in multiple sources (e.g.,94). 

The implementation should ideally include a variety of settings, with virtual and in-person interventions, 

as well as on-demand components. Examples for such holistic programmes are given, such as the 

American Broadening Experiences in Scientific Training (BEST) programme95 and the independent 

investigator incubator. Structured programmes with a holistic approach for career development and 

progression also exist for postdoctoral researchers (e.g., 96). 

• Regarding career progression, specific emphasis should be given to indicators and metrics. Best practices 

can be adapted from the recruitment context regarding indicators and review panels. The indicators and 

metrics used in career progression have a specific importance also for monitoring the success of 

mentoring, training, and career development interventions97. For this, there are numerous new metrics 

and indicators, including for career progress and career success. Other novel evaluation approaches 

should also be considered, for example via a researcher portfolio or by including Artificial Intelligence (AI) 

solutions. 

Finally, the literature highlights that all such interventions may be connected not just to institutional policies and 
regulations but can be particularly impactful if integrated into reforms of the funding system98. 
 

 
89 Grinstein and Treister. The unhappy postdoc: A survey based study (2018) 
90 Cañibano et al. Scientific careers and the mobility of European researchers: an analysis of international mobility by career stage 
(2020) 
91 Begg et al. Approaches to preparing young scholars for careers in interdisciplinary team science (2014) 
92 Denton et al. Non-academic career pathways for engineering doctoral students: An evaluation of an NSF research traineeship 
program (2020) 
93 Farnese et al. Undergraduates’ academic socialization. A cross-time analysis (2022) 
94 House et al. Mentoring as an intervention to promote gender equality in academic medicine: A systematic review (2021) 
95 Lenzi et al. The NIH “BEST” programs: Institutional programs, the program evaluation, and early data (2020)  
96 Rybarczyk et al. Postdoctoral training aligned with the academic professoriate (2011) 
97 Sorkness et al. A new approach to mentoring for research careers: The National Research Mentoring Network (2017) 
98

 Brüggmann and Groneberg. An index to characterize female career promotion in academic medicine (2017) 
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6. Interinstitutional, Intersectoral, and International Mobility 
 
This chapter outlines crucial aspects of researcher mobility based on the literature reviewed reflecting the state of 
the art in interinstitutional, intersectoral, and international mobility. The objective of the review was to describe 
the three different types of mobility and the outcomes of this chapter will directly feed into the activities in WP2, 
WP3, and WP4. The full list of articles reviewed is available in Annex 4 – Articles Reviewed for Interinstitutional, 
Intersectoral, and International Mobility. 
 

6.1 Methodology and Overview of Search Results 
 
As presented for the other chapters, the literature review on the sub-topic “interinstitutional, intersectoral and 
international mobility” followed the methodology described in the Overall Methodology for Literature Review 
described in Chapter 2 to identify relevant literature of interest to SECURE. 
 
Step 1 - Identify relevant key terms specific for the literature search on interinstitutional, intersectoral and 
international mobility” in Scopus. 
 
For this search, a single specific search term was selected for the search related to “interinstitutional, 
intersectoral, and international mobility”: 
 

• mobil*  

Steps 2 - 4 – Combine the specific and common sets of search terms for the search in the Scopus database and 
choose the publication year of 2000 as cut-off date. 
 
The search included a combination of the sub-task specific search term mentioned in step 1 and the common set 
of search term combinations (as detailed in Chapter 2) to produce 1187 hits as in Table 6.1. 
 
Table 6.1 Results of Search Term Combinations in Scopus 

Specific Search Terms for 
interinstitutional, intersectoral, and 
international mobility 

AND 
Common Search Terms and Combinations 

Number of Hits 

mobil* 

“research* assess*” OR “research* eval*” OR 
“scien* assess*” OR “scien* eval*” OR “academ* 
assess*” OR “academ* eval*” 

 
635 

“research* career*” OR “scien* career*” OR 
“academ* career*” 

 
537 
 

“career framework*” 15  

Total 1187 

 
 
Steps 5 - 8 – Combine Scopus extracts, eliminated duplicates and assess the relevance of the article according to 
the titles and further confirm relevance by scanning the abstracts. Compile a final list of articles from the Scopus 
search and complement with additional key literature previously identified.  
 
Through merging and removing duplicates the initial list was shortened to 1166, out of which 134 were selected 
to be potentially relevant for SECURE. The selection process revealed 5 topics (International mobility, Gender 
perspective, Career choices in and outside academia, Interdisciplinarity and Intersectoral cooperation and 
mobility, and Career development inside academia) for which 19 articles were selected. The final list of 19 articles 
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was then complemented by 2 articles from the core list (see Table 6.2). The full list of the 21 articles reviewed is 
available in Annex 4 – Articles Reviewed for Interinstitutional, Intersectoral, and International Mobility. 
 
Table 6.2 Number of Key Articles remaining after Screening and Final List 

Scopus  
Search 
Results 

Duplicate 
Articles 
Removed 

Articles 
Remaining After 
Screening 

Extra 
Articles 
Added 

Critical Articles 
Reviewed 
(Final List) 

1187 1166 19 2 21 

 
This list of key articles on the topic may not be fully complete. Building on this initial literature review, SECURE will 
ensure complementarity and community feedback through further engagement with the literature, interactions 
with project partners, interactions with members of the project advisory board.  
 

6.2 Overview on Interinstitutional, Intersectoral, and International Mobility 
 
The three different types of mobility cover the following section refer to interinstitutional mobility as the mobility 
between different institutions of the same sector (e.g., between universities), intersectoral mobility as the 
mobility between sectors (e.g., academia, industry, non-profit sectors, public and government sector), and 
international mobility between countries. All articles report that academic “mobility” is generally considered a 
positive and even desirable element in public discourse99. This positive sense is especially strong for international 
and institutional mobility, as these forms of mobility are generally seen to expand the researchers’ social capital, 
their transferable skills, and research network100 101 102 103.  
 
Interinstitutional 
The literature does not mention this type of mobility, it rather seems to be generally seen as mobility from less 
prestigious to more prestigious institutions104 105 or as arising from the need to find a new contract after the 
current one has expired. It seems thus to be strongly connected with short-term contracts and precarity 106 107 108 
109.  
 
Intersectoral 
Intersectoral mobility, e.g., moving from academia to industry, can be challenging. One article, more focused on 
US academia, notes that supervisors are generally not able to support their supervisees in gaining employment in 
non-research-intensive institutions or positions, due to their own lack of interaction with other types of 
institutions. This finding seems to be supported by the fact that “researchers” are often defined as an “academic 

 
99 Teichler. Academic mobility and migration: What we know and what we do not know (2015) 
100 Tovar. Fractured scientific subjectivities. International mobility as an option and obligation (2018) 
101 Cañibano et al. Scientific careers and the mobility of European researchers: an analysis of international mobility by career stage 
(2020) 
102 Oliver. Living flexibly? How Europe's science researchers manage mobility, fixed-term employment and life outside work (2012) 
103 Nikunen and Lempiäinen. Gendered strategies of mobility and academic career (2020) 
104 Tovar. Fractured scientific subjectivities. International mobility as an option and obligation (2018) 
105 Nikunen and Lempiäinen. Gendered strategies of mobility and academic career (2020) 
106 Oliver. Living flexibly? How Europe's science researchers manage mobility, fixed-term employment and life outside work (2012) 
107 Nikunen and Lempiäinen. Gendered strategies of mobility and academic career (2020) 
108 Cañibano et al. Scientific careers and the mobility of European researchers: an analysis of international mobility by career stage 
(2020) 
109 

Tovar. Fractured scientific subjectivities. International mobility as an option and obligation (2018) 
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elite” or even a “caste” 110. Moreover, the findings suggest that mobility is most effective in promoting career 
development when it is strongly linked with the home institution111, while “mobile researchers” seem to be 
considered by hosting institutions as “indispensable but temporary workforce” and non-proper human 
resources112. These considerations could partly explain why intersectoral mobility is still poorly considered as a 
viable career development option and as a potential resource for the development of academic networks outside 
the academic circles. 
 
The scenario of intersectoral mobility may vary depending on the country. In 2009, Laura Cruz-Castro and Luis 
Sanz-Menéndez113 wrote an article on “The employment of PhDs in firms: trajectories, mobility and innovation” 
specifically for Spain. They pointed out that about 55% of PhD students preferred the public sector, while 45% 
preferred private sector jobs. In 2015, Hanna Hottenrott and Cornelia Lawson114 published an article on how 
home research groups are shaping researchers' career path in Germany. It was pointed out that in Germany, only 
6% of research groups trained researchers for public jobs alone, while 31% reported that their departing 
researchers joined industry. It was also found that research groups that give high importance to joint publishing 
and patenting with industry have a higher probability of their researchers leaving academic to find employment in 
industry. 
 
On the other hand, among all three types of ‘triple i mobility’, intersectoral mobility was the least considered 
option among researchers.  According to the MORE4 study115, in 2019 only 23.8% of researchers (R2-R4) across 
the EU chose a career path involving intersectoral mobility. This varies to a certain degree between the different 
countries surveyed as in Figure 6-1. When it comes to intersectoral collaboration, it is only 32.2% for non-
academic collaboration compared to 77.4%. 
 

 
Figure 6-1 MORE4 EU HE Survey and MORE3 EU HE Survey (2016) (Source: MORE4 study: Support data collection 
and analysis concerning mobility patterns and career paths of researchers)  

 

 
110 Pinheiro et al. Take me where I want to go: Institutional prestige, advisor sponsorship, and academic career placement 
preferences (2017) 
111 Zabetta and Geuna. International postdoctoral mobility and career effect in Italian academia – 1986-2015 (2019) 
112 Oliver. Living flexibly? How Europe's science researchers manage mobility, fixed-term employment and life outside work (2012) 
113 Cruz-Castro and Sanz-Menéndez. The employment of PhDs in firms: Trajectories, mobility and innovation (2005) 
114 Hottenrott and Cornelia Lawson. Flying the nest: how the home department shapes researchers’ career paths (2017) 
115 European Commission. MORE4 study: Support data collection and analysis concerning mobility patterns and career paths of 
researchers - Survey on researchers in European Higher Education Institutions (2020) 
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The recent study report on Knowledge ecosystem in the new ERA: Talent Circulation and intersectoral 
mobility116 mentioned the main demand and supply side factors for intersectoral mobility. The demand side 
factors include a lack of absorptive capacity in industry, misconceptions, and lack of awareness about the value of 
a PhD, and a lack of structural links between academia and industry. The supply side factors include researchers' 
individual preference for academia, low recognition of intersectoral mobility in academia for evaluation or career 
progression, a lack of insight in own competences as well as adequate training for skills to prepare for a diverse 
career path, and a lack of overall availability of intersectoral mobility options for researchers.  
 
International  
In general discourse, “international mobility” is not well-defined, and encompasses a complex semantic field. 
Among the most frequently used sub-fields, there is “internationalisation” as a means of cultural exchange and 
building of cross-border mutual understanding, “internationalisation” as a means of economic and strategic 
competition among different centres of knowledge production, “internationalisation” as the physical mobility of 
researchers, and the personal life issues and administrative and organisational issues linked to it117 118 119. The 
conceptual link with keywords such as “precarity” and “young or early career researchers” (ECRs) seems to be 
active in all mentioned sub-fields, but especially with the last one, as international mobility seems to acquire 
another specific sub-meaning, as “international mobility as a semi-forced activity for improving one’s career 
development”120 121.  
 
This suggests that during the last decades, the nature, purposes, and challenges of international mobility have 
partially changed. It is thus necessary to draw a new scheme of definitions of “international mobility” and sub-
categories which are better able to identify the nuances of the reality of this phenomenon. Variables that should 
be better isolated to properly frame the phenomenon are the length of the stay, the purpose of the stay, the 
contractual status of the mobile researcher, and the final outcome of the mobility process, both in reached career 
stage and final settlement choices122. The direction of international mobility should also be highlighted, as 
international mobility seems to be valued only if researchers move from peripheries to the centres of research 
production (USA, EU, discipline-specific centres), from less prestigious universities to more prestigious 
universities, and from less funded universities to more funded universities123 124 125 126.  
 
Coming to the effects of international mobility, it seems that only some specific combinations of the previously 
listed elements seem to lead to positive effects on individual scientific productivity and career development, and 
on the success of universities/departments. Other factors linked with international mobility that influence career 
development are: 
 

• Career stage127,  

• Prestige of the hosting institution128 129 130 131,  

 
116 European Commission. Knowledge ecosystems in the new ERA: Talent circulation and intersectoral (2022) 
117 Teichler. Academic mobility and migration: What we know and what we do not know (2015) 
118 Nikunen and Lempiäinen. Gendered strategies of mobility and academic career (2020) 
119 Tovar. Fractured scientific subjectivities. International mobility as an option and obligation (2018) 
120 Oliver. Living flexibly? How Europe's science researchers manage mobility, fixed-term employment and life outside work (2012) 
121 Tovar. Fractured scientific subjectivities. International mobility as an option and obligation (2018) 
122 Teichler. Academic mobility and migration: What we know and what we do not know (2015) 
123 Oliver. Living flexibly? How Europe's science researchers manage mobility, fixed-term employment and life outside work (2012) 
124 Tovar. Fractured scientific subjectivities. International mobility as an option and obligation (2018) 
125 Nikunen and Lempiäinen. Gendered strategies of mobility and academic career (2020) 
126 Cañibano et al. Scientific careers and the mobility of European researchers: an analysis of international mobility by career stage 
(2020) 
127 Cañibano et al. Scientific careers and the mobility of European researchers: an analysis of international mobility by career stage 
(2020) 
128 Tovar. Fractured scientific subjectivities. International mobility as an option and obligation (2018) 
129

 Zabetta and Geuna. International postdoctoral mobility and career effect in Italian academia – 1986-2015 (2019) 
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• Width and prestige of the network(s) which the researcher is able to establish132 133 134 135,  

• Personal skills of the researcher themselves136,  

• Ability of the mobile researcher to keep strong ties with their previous team and institution during their 

mobility period(s)137  138, 

• Overall impact of mobility on an individual researcher’s personal life, wellbeing, and skillset139 140, 

• Researcher’s gender; this element impact is highly variable, depending on national laws, employment 

strategies, and cultural biases141 142.    

 

International mobility can thus have both positive and negative effects on individual researchers, depending on 

contextual variables. Through international mobility, researchers have the chance of reconfiguring their own 

experience and knowledge through the establishment of new personal, geographical, and scientific ties. This 

allows the researchers to “continu[e] to exploit the cognitive capacities and the scientific vocation under new 

emotional nuances”143. However, it is crucial to consider the degree of ability to freely choose mobility as a 

strategy within the overall personal and career development process. In fact, for many researchers, international 

mobility is perceived more as a “survival strategy”, and thus is forced or semi-forced144 145 146. The resistance to 

mobility among researchers is in fact higher among those researchers who feel themselves already in a “centre”, 

and thus can more freely decide not to move to reduce its negative effects, while researchers from peripheries 

and/or from working in contexts that do not offer employment possibilities, deal with complex negotiations 

between themselves and the needs of other family members in order to move147. 

 
The more mobility is a forced or semi-forced decision, the more the researcher is likely to be impacted negatively. 
Negative effects of mobility seem to increase when the “gap of insecurity” caused by mobility is combined with 
existential insecurity caused by precarity and job instability148, and when researchers need to negotiate the need 
for mobility with other family members’ needs, especially when they are also caregivers149. For these reasons, the 
economic pressure of international mobility seems to exert a selective pressure against those researchers who 

 
130 Cañibano et al. Scientific careers and the mobility of European researchers: an analysis of international mobility by career stage 
(2020) 
131 Pinheiro et al. Take me where I want to go: Institutional prestige, advisor sponsorship, and academic career placement 
preferences (2017) 
132 Tovar. Fractured scientific subjectivities. International mobility as an option and obligation (2018) 
133 Cañibano et al. Scientific careers and the mobility of European researchers: an analysis of international mobility by career stage 
(2020) 
134 Oliver. Living flexibly? How Europe's science researchers manage mobility, fixed-term employment and life outside work (2012) 
135 Nikunen and Lempiäinen. Gendered strategies of mobility and academic career (2020) 
136 Pinheiro et al. Take me where I want to go: Institutional prestige, advisor sponsorship, and academic career placement 
preferences (2017) 
137 Zabetta and Geuna. International postdoctoral mobility and career effect in Italian academia – 1986-2015 (2019) 
138 Cañibano et al. Scientific careers and the mobility of European researchers: an analysis of international mobility by career stage 
(2020) 
139 Nikunen and Lempiäinen. Gendered strategies of mobility and academic career (2020) 
140 Oliver. Living flexibly? How Europe's science researchers manage mobility, fixed-term employment and life outside work (2012) 
141 Pinheiro et al. Take me where I want to go: Institutional prestige, advisor sponsorship, and academic career placement 
preferences (2017) 
142 Nikunen and Lempiäinen. Gendered strategies of mobility and academic career (2020) 
143 Tovar. Fractured scientific subjectivities. International mobility as an option and obligation (2018) 
144 Tovar. Fractured scientific subjectivities. International mobility as an option and obligation (2018) 
145 Nikunen and Lempiäinen. Gendered strategies of mobility and academic career (2020) 
146 Oliver. Living flexibly? How Europe's science researchers manage mobility, fixed-term employment and life outside work (2012) 
147 Nikunen and Lempiäinen. Gendered strategies of mobility and academic career (2020) 
148 Nikunen and Lempiäinen. Gendered strategies of mobility and academic career (2020) 
149

 Oliver. Living flexibly? How Europe's science researchers manage mobility, fixed-term employment and life outside work (2012) 
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find themselves low in the socio-academic hierarchy, and thus it may exert a selective pressure on the overall 
composition of the academic community.   
 

6.3 Main Points for further Analysis and suggested Input for WP2/3/4 
 
It is vital to stress the importance of “planned” mobility, as a key factor to reduce the adverse effects that the 
international mobility itself has on the individual researcher, such as work-private life balance, psychological 
pressure of resettling in a different environment and intercultural adjustments, economic pressure, and 
weakening of the connection with the “home” team. These adjustments are key factors for supporting the 
mobility and career development of women (who are more frequently impacted negatively by the need to 
negotiate between work and private life requirements), of researchers coming from low socio-economic strata, 
and of researchers from marginalised groups.  
 
Early stable employment (as opposed to precarity) and the concept of the “institutional investment” on the 
individual researcher are key factors to reduce both the existential anxiety caused by the effects of mobility and 
precarity and the devaluation of researchers’ social and technical worth linked to forced or semi-forced mobility. 
The last element to be highlighted here is the idea of a win-win-win solution, where the individual researcher, the 
home institution, and the host institution are ensured to gain some beneficial effects from the international 
mobility. This aspect is especially relevant when we consider the “geographical prestige differential”, that is linked 
to the brain-drain/brain-gain dynamics. The proposed solution is based more on cooperation than competition 
and might be beneficial towards a more balanced development of research in different EU areas, that is, to 
reduce competition within the ERA members and to increase the knowledge circulation within the ERA members.   
 
In conclusion, the activities of WP2/3/4 related to the development of the RCF should:  
 

• Take into consideration the EFRC and European Competence Framework for Researchers 

(ResearchCOMP) for researchers  

• Enhance researchers' skills for the different types of mobility (interinstitutional, intersectoral and 

international)  

• Promote intersectoral mobility between academia and other sectors with specific emphasis on bi-

directional mobility  

• Strengthen support to and recognition of the different roles of researchers (i.e., R1-R4)  

• Consider how TTL models can deal with cross-border social security issues created by international 

mobility 

• Enhance international mobility as an institutional planned strategy and investment on (pre)tenured 

individual researchers, according to career stage and a development plan 

• Improve description and assessment of skills acquired through international mobility, to support career 

advancement both inside and outside academia 

• Consider criteria outside the traditional evaluation system (such as supervision quality, entrepreneurial 

mindset, and mentoring and career development opportunities and others) while developing a TTL 

system. 
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7. Key Conclusions and Input to WP2/WP3/WP4 
 
Deliverable 1.1 presents the main findings of the state-of-the-art on RCFs, with a focus on recruitment and 
working conditions, career development and progression, and the mobility of researchers. The outcomes of this 
literature review will directly inform the next steps for the activities planned in WP2 on developing the RCF, WP3 
on developing TTL models, and WP4 on testing the RCF and TTL models in pilot research-performing and 
research-funding organisations in SECURE. These next steps feed directly into the activities in SECURE WP2 
(leading to Deliverable 2.1 - First Draft of SECURE Research Career Framework) and WP3 (leading to Deliverable 
3.1 - First Draft of Tenure Track-Like Models). 
 

• The SECURE RCF should follow relevant guiding principles of key policy developments in Europe, build on 

existing frameworks (e.g., EFRC, European Competence Framework for Researchers (ResearchCOMP), 

RDF from VITAE, and the Researcher Career Framework (RCF) form IUA), and closely align with the work 

of ERAC on a new EFRC. 

• SECURE should develop a RCF that covers all stages of research careers, including recruitment, 

development and progression, and mobility as well as  recognising the different roles of researchers. It 

should also endorse a fair and transparent researcher assessment system to address adequately the 

deficits around gender equality and the use of Open Science. 

• Work in WP2 should ensure that the RCF provides enough flexibility to facilitate alignment with 

institutional practices and policies (such as HR management) and country guidelines. The RCF being 

developed in WP2 should cross-link with the proposal for TTL models being developed in WP3. In this 

context, SECURE should also consider matters to effectively reduce the precarity of researcher careers 

through, for example, appropriate funding strategies and distribution. 

• The RCF should include options to support recruitment, career development and progression, and 

mobility, such as mentoring, skills development and training, and career planning. Such interventions 

could be bundled in holistic programmes aiming at providing researchers with a suite of skills relevant for 

career advancement both inside and outside academia and be coupled to monitoring. 

 
Based on the literature review, extensive input has been collected to develop a first draft of a RCF that should be 
based on and linked to the EFRC and provide a comprehensive suite of options for organisations to improve the 
attractiveness of research careers and reduce precarity. The draft RCF will be further developed based on 
feedback from the pilot organisations on selected aspects of the RCF and a public consultation with key 
stakeholders and the wider research community on the RCF.
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8. Annexes - Full Bibliography 
 
Annex 1 – Articles Reviewed for Research Career Frameworks 
The full bibliography of articles reviewed for Research Career Frameworks is available below. 
 

Authors Title Year DOI or Link 

 

Core literature 

Consult IDEA 
Support for continued data collection and analysis concerning 
mobility patterns and career paths of researchers 

2013 
https://op.europa.eu/en/publication-
detail/-/publication/e9a18042-bdce-11eb-
8aca-01aa75ed71a1/language-en# 

Council of the EU 
Council conclusions on "Deepening the European Research Area: 
Providing researchers with attractive and sustainable careers and 
working conditions and making brain circulation a reality”. 

2021 
https://www.consilium.europa.eu/media/4
9980/st09138-en21.pdf 

Council of the EU 
Council conclusions on the future governance of the European 
Research Area (ERA) 

2021 
https://data.consilium.europa.eu/doc/doc
ument/ST-14308-2021-INIT/en/pdf 

DANUBIUS-PP DANUBIUS-RI strategy on Human Resources for Researchers 2016 

https://danubius-pp.eu/www/wp-

content/uploads/2020/01/9.4.-DANUBIUS-
RI-strategy-on-Human-Resources-for-
Researchers-final.pdf 

Eurodoc and MCAA Declaration on Sustainable Researcher Careers 2019 

https://zenodo.org/record/3082245#:~:tex

t=We%20must%20move%20towards%20b
etter,the%20big%20challenges%20of%20to
morrow.” 

European Commission 
Commission Communication on a European Skills Agenda for 
Sustainable Competitiveness, Social Fairness, and Resilience 

2020 

https://ec.europa.eu/social/main.jsp?langI

d=en&catId=89&newsId=9723#:~:text=Tod
ay%20the%20Commission%20presents%20
the,within%20the%20next%205%20years. 

European Commission Commission Communication on a European Strategy for Universities 2022 
https://education.ec.europa.eu/sites/defa
ult/files/2022-01/communication-
european-strategy-for-universities-graphic-



 

DELIVERABLE 1.1      
WP1: STATE-OF-THE-ART on Research Careers   

 

 

           37 

                                     secureproject.eu  

version.pdf 

European Commission 
Council Recommendation on a Pact for Research and Innovation in 
Europe 

2021 
https://data.consilium.europa.eu/doc/doc
ument/ST-13701-2021-INIT/en/pdf 

European Commission ESCO European Skills/Competences, Qualifications and Occupations 2020 
https://ec.europa.eu/social/main.jsp?catId
=1326&langId=en 

European Commission 
European Charter for Researchers and Code of Conduct for the 
Recruitment of Researchers 

2005 
https://euraxess.ec.europa.eu/sites/defaul
t/files/am509774cee_en_e4.pdf 

European Commission 
Evaluation of research careers fully acknowledging Open Science 

practices 
2013 

https://op.europa.eu/en/publication-
detail/-/publication/47a3a330-c9cb-11e7-
8e69-01aa75ed71a1/language-en# 

European Commission 

Knowledge ecosystems in the new ERA: Talent circulation and 

intersectoral mobility : analytical report with a mapping of talent 
mobility and causes of brain drain 

2022 

https://op.europa.eu/en/publication-

detail/-/publication/94a6a2ca-00c1-11ed-
b94a-01aa75ed71a1/language-en# 

European Commission 
MORE4 study: Support data collection and analysis concerning 
mobility patterns and career paths of researchers 

2021 

https://op.europa.eu/en/publication-

detail/-/publication/e9a18042-bdce-11eb-
8aca-01aa75ed71a1/language-en# 

European Commission Research careers in Europe 2016 

https://op.europa.eu/en/publication-
detail/-/publication/ee53b7d1-9a94-11e6-
9bca-01aa75ed71a1/language-en/format-
PDF/source-28464705 

European Commission  
Technical Document on a European Framework for Research Careers. 
Unpublished document for ERAC Plenary Meeting in February 2023 

2023 N/A 

European Commission Towards a European Framework for Research Careers 2011 
https://era.gv.at/public/documents/2309/
Towards_a_European_Framework_for_Res
earch_Careers_final.pdf 

European University Association 

(EUA) 

European Research Area: How to mobilise research-based knowledge 

for a better and more sustainable future 
2020 

https://eua.eu/downloads/publications/eu
a_era_position_final.pdf 

ICoRSA Position Statement on sustainability of research careers and precarity 2022 

https://icorsa.org/wp-
content/uploads/2022/09/Position-
Statement-on-sustainability-of-research-
careers-and-precarity_ICoRSA.pdf 

https://op.europa.eu/en/publication-detail/-/publication/94a6a2ca-00c1-11ed-b94a-01aa75ed71a1/language-en
https://op.europa.eu/en/publication-detail/-/publication/94a6a2ca-00c1-11ed-b94a-01aa75ed71a1/language-en
https://op.europa.eu/en/publication-detail/-/publication/94a6a2ca-00c1-11ed-b94a-01aa75ed71a1/language-en
https://eua.eu/downloads/publications/eua_era_position_final.pdf
https://eua.eu/downloads/publications/eua_era_position_final.pdf
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Irish University Association (IUA) Researcher Career Framework 2020 
https://www.iua.ie/for-
researchers/researcher-career-framework/  

LERU 
A Pathway towards Multidimensional Academic Careers - A LERU 
Framework for the Assessment of Researchers 

2022 
https://www.leru.org/files/Publications/LE
RU_PositionPaper_Framework-for-the-
Assessment-of-Researchers.pdf 

LERU Delivering talent: Careers of researchers inside and outside academia 2018 
https://www.leru.org/files/LERU-PP-

DeliveringTalent_2018-June.pdf 

OECD Reducing the precarity of academic research careers  2021 https://doi.org/10.1787/0f8bd468-en  

Science Europe 
Research Culture - Empowering Researchers with a Thriving Research 
System 

2021 
https://www.scienceeurope.org/media/vie
icpwp/202111-statement-research-
culture_v6.pdf 

The Guild of European Research-
intensive Universities  

The EU’s emerging Pact for Research and Innovation should meet the 
expectations of the research sector  

2021 

https://www.the-
guild.eu/publications/statements/the-
guild_the-eu’s-emerging-pact-for-research-
and-innovation-should-meet-the-
expectations-of-the-research-sector.pdf 

UNESCO 
Recommendation on Science and Scientific Researchers. Annex II 
Recommendation on Science and Scientific Researchers 

2017 
https://unesdoc.unesco.org/ark:/48223/pf
0000260889  

Vitae 
Concordat to Support the Career Development of Researchers/the 
Researcher Development Concordat 

2019 

https://researcherdevelopmentconcordat.
ac.uk/wp-
content/uploads/2022/01/Researcher-
Development-Concordat_Sept2019-1.pdf 

Vitae Researcher Development Framework  2010 

https://www.vitae.ac.uk/vitae-
publications/rdf-related/researcher-
development-framework-rdf-
vitae.pdf/view  

WIFO Studies Precarious careers in Research. Analysis and Policy Options 2022 
https://www.wifo.ac.at/en/publications/se
arch_for_publications?detail-
view=yes&publikation_id=70473 

YERUN Rethinking academic careers 2022 
https://yerun.eu/wp-
content/uploads/2022/06/YERUN-

https://www.scienceeurope.org/media/vieicpwp/202111-statement-research-culture_v6.pdf
https://www.scienceeurope.org/media/vieicpwp/202111-statement-research-culture_v6.pdf
https://www.scienceeurope.org/media/vieicpwp/202111-statement-research-culture_v6.pdf
https://www.the-guild.eu/publications/statements/the-guild_the-eu’s-emerging-pact-for-research-and-innovation-should-meet-the-expectations-of-the-research-sector.pdf
https://www.the-guild.eu/publications/statements/the-guild_the-eu’s-emerging-pact-for-research-and-innovation-should-meet-the-expectations-of-the-research-sector.pdf
https://www.the-guild.eu/publications/statements/the-guild_the-eu’s-emerging-pact-for-research-and-innovation-should-meet-the-expectations-of-the-research-sector.pdf
https://www.the-guild.eu/publications/statements/the-guild_the-eu’s-emerging-pact-for-research-and-innovation-should-meet-the-expectations-of-the-research-sector.pdf
https://www.the-guild.eu/publications/statements/the-guild_the-eu’s-emerging-pact-for-research-and-innovation-should-meet-the-expectations-of-the-research-sector.pdf
https://researcherdevelopmentconcordat.ac.uk/wp-content/uploads/2022/01/Researcher-Development-Concordat_Sept2019-1.pdf
https://researcherdevelopmentconcordat.ac.uk/wp-content/uploads/2022/01/Researcher-Development-Concordat_Sept2019-1.pdf
https://researcherdevelopmentconcordat.ac.uk/wp-content/uploads/2022/01/Researcher-Development-Concordat_Sept2019-1.pdf
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esearch_career_development_An_evaluati
on_of_the_UK%27s_Vitae_Researcher_Dev
elopment_Framework 
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Vorobieva, O.V. and Teleshova, 
I.G. 

Research activities in the European qualifications system: Experience 
and problems 
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Annex 2 – Articles Reviewed for Recruitment and Employment Conditions for Researchers 
The full bibliography of articles reviewed for Recruitment and employment conditions for researchers is available below. 
Literature marked with an asterisk is considered core literature for the SECURE project by the consortium. 
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https://www.researchgate.net/publication/236873689_Towards_a_framework_for_research_career_development_An_evaluation_of_the_UK%27s_Vitae_Researcher_Development_Framework
https://www.researchgate.net/publication/236873689_Towards_a_framework_for_research_career_development_An_evaluation_of_the_UK%27s_Vitae_Researcher_Development_Framework
https://www.researchgate.net/publication/236873689_Towards_a_framework_for_research_career_development_An_evaluation_of_the_UK%27s_Vitae_Researcher_Development_Framework
https://www.researchgate.net/publication/236873689_Towards_a_framework_for_research_career_development_An_evaluation_of_the_UK%27s_Vitae_Researcher_Development_Framework
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https://www.scopus.com/inward/record.uri
?eid=2-s2.0-
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d5217d1ce39217dcb7996751a 

Carvalho T., Santiago R. 
New challenges for women seeking an academic career: The hiring 
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2021 
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Enhanced research assessment performance in graduate vs. 

undergraduate-entry medical students: Implications for recruitment 
into academic medicine 
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Enders J. 
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Lynch C., Sears K.G. 
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Annex 3 – Articles Reviewed for Career Development and Progression for Researchers 
The full bibliography of articles reviewed for Career development and progression for researchers is available below. 
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Transforming careers: From linear to multidirectional career paths: 
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2004 10.1108/13620430410518147 
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An index to characterize female career promotion in academic 
medicine 
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Topp S., Carnes M. 

Integrating theory and practice to increase scientific workforce 
diversity: A framework for career development in graduate research 
training 
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Cañibano C., D’Este P., Otamendi 
F.J., Woolley R. 

Scientific careers and the mobility of European researchers: an 
analysis of international mobility by career stage 

2020 10.1007/s10734-020-00536-z 

Chatzea V.-E., Mechili E.A., 
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Recommendations for young researchers on how to better advance 
their scientific career: A systematic review 

2022 10.18332/popmed/152571 
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The new normal: Adapting doctoral trainee career preparation for 
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2017 10.1371/journal.pone.0177035 
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Baserga S. 

Building skill-sets, confidence, and interest for diverse scientific 
careers in the biological and biomedical sciences 

2021 10.1096/fba.2021-00087 

Crossouard B.M. 
The (re-)positioning of the doctorate through the eyes of newly 

qualified researchers 
2010 10.1080/17450144.2010.498524 

Denton M., Borrego M., Chang C.-
N., Boklage A., Arroyave R. 

Non-academic career pathways for engineering doctoral students: An 
evaluation of an NSF research traineeship program 

2020 
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?eid=2-s2.0-
85095796337&partnerID=40&md5=4800f8
3460b7f17832d1d22b2d101a12 

Farnese M.L., Spagnoli P., Livi S. Undergraduates’ academic socialization. A cross-time analysis 2022 10.1111/bjep.12497 

Grinstein A., Treister R. The unhappy postdoc: A survey based study 2018 10.12688/f1000research.12538.2 

House A., Dracup N., Burkinshaw 
P., Ward V., Bryant L.D. 

Mentoring as an intervention to promote gender equality in 
academic medicine: A systematic review 

2021 10.1136/bmjopen-2020-040355 

Ivancheva L., Gourova E. Challenges for career and mobility of researchers in Europe 2011 10.3152/030234211X12834251302445 

Kochen M.M., Himmel W. 
Academic careers in general practice: Scientific requirements in 
Europe 

2000 10.3109/13814780009094306 

Lenzi R.N., Korn S.J., Wallace M., 
Desmond N.L., Labosky P.A. 

The NIH “BEST” programs: Institutional programs, the program 
evaluation, and early data 

2020 10.1096/fj.201902064 

Marini G. 
Coercive and mimetic isomorphism as outcomes of authority 
reconfigurations in French and Spanish academic career systems 

2021 10.1080/23322969.2020.1806726 

Miller C.L., Jr., Worsham R.E., 

Ghosal L.N. 

Full paper the career identity program: Creating a personalized 

academic-to-career plan for first-year engineering students 
2018 
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bfe217c6dcbacc475b5a95a624 

Montes López E., O’Connor P. Micropolitics and meritocracy: Improbable bed fellows? 2019 10.1177/1741143218759090 

Moore C.L., Washington A.L., 
Manyibe E.O. 

Peer Multiple Mentor Model (P3M) for Training Disability/Health and 
Rehabilitation Equity Researchers: Case Study at a Historically Black 
College/University 

2022 
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?eid=2-s2.0-
85135036064&partnerID=40&md5=75365b
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Whittington D., Dykstra L. 
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Annex 4 – Articles Reviewed for Interinstitutional, Intersectoral, and International Mobility 
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Literature marked with an asterisk is considered core literature for the SECURE project by the consortium. 
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