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1. Overview 

This document serves as a framework for the filling and development of permanent academic 

positions alongside professorships. These elevated positions are filled through merit-based selection 

processes, and their holders bear significant responsibilities in research, teaching and transfer. To this 

end, the framework contains both binding measures and recommendations for reliable career paths in 

academia at the University of Freiburg. The term ‘permanent position’ means: permanent appointments 

of academic staff to positions available for this purpose in the academic service (salaried staff and civil 

servants) which are not used for the qualification of early career researchers. The framework serves as 

a voluntary commitment by the University and applies to all permanent positions, be they appointed for 

the first time or after a vacancy.1 It operates within the currently effective legal regulations, which restrict 

the scope for action in some areas. Should future changes to the legal regulations occur, the framework 

will be adapted accordingly. It pursues three central objectives: 

1. Transparent and reliable career prospects: Career paths alongside the professorship are being 

clearly structured and designed to be predictable. 

2. Strengthening sustainability and equal opportunities: The University increases the attractiveness 

of academic careers and creates fair conditions. 

3. Binding framework: The framework provides the faculties with clear guidelines for planning and 

filling permanent positions. 

This benefits both academics and the University of Freiburg in equal measure. Attractive career options 

draw in talented applicants, who can be recruited for the university through competitive selection 

processes. The framework’s alignment with relevant national and international reference texts ensures 

clarity and improves mobility between universities. 

The framework comprises regulations and recommendations on job profiles, on the 

requirements for the filling of positions and the conversion of fixed-term to permanent positions, 

on the planning of personnel structure, and on the assignment of positions within faculties. It 

describes a university-wide framework which is tailored to their specific requirements by the faculties and 

their associated units (e.g. teaching and research units).2 Following an evaluation after five years, 

adjustments will be made as necessary. 

 

1 Specifically: in the career stages R2 und R3 according to the European Framework for Research Careers: https://www.more-
4.eu/indicator-tool/career-stages-r1-to-r4, accessed 31 March 2026. 
2 This Framework is to be applied analogously in scientific centers. 

https://www.more-4.eu/indicator-tool/career-stages-r1-to-r4
https://www.more-4.eu/indicator-tool/career-stages-r1-to-r4
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Key elements of the framework for permanent positions alongside professorships 

Mandatory: 

• Planning of the personnel structure in conjunction with the StEP 

• Job profiles for academic career paths 

• External advertising and structured selection procedures for the filling of permanent positions  

Recommended: 

• Tenure-track procedures or direct advertising for permanent positions  

• Assignment of permanent positions to larger units 

• Advancement opportunities for holders of permanent positions  

• Development reviews with holders of permanent positions 

Evaluation of the implementation over five years, followed by adjustments of the framework as necessary. 
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2. Background and objectives 

A future-oriented academia requires reliable career paths 

The University of Freiburg (UFR) is committed to outstanding research, innovative teaching and 

professional academic personnel development. To continue attracting and retaining the best talent for 

academia in the future, transparent, reliable and predictable career paths are essential. Not least due to 

the ongoing debates in higher education politics regarding fixed-term contracts, the growing shortage of 

skilled workers and the changing demands of academic careers, the UFR considers it its responsibility to 

create attractive and future-oriented working conditions for academics. 

The UFR has long since embraced this responsibility by systematically developing tenure-track 

professorships and establishing a professional academic personnel development programme.3 Since 

then, there has been a continuous effort to improve the conditions and career prospects in academia. 

However, the lack of predictability in academic careers remains a key problem. It not only creates 

uncertainty but also prompts many highly qualified academics to leave the system and makes it difficult 

to attract international talent. Women, persons without an academic family background and those with 

care responsibilities are particularly affected: the lack of predictability in academic careers contributes 

significantly to the “(female) brain drain” in academia. A more attractive postdoctoral phase with more 

predictable career paths, clear requirements as well as working and employment conditions that are more 

appreciative and less hierarchical, promotes diversity and ultimately benefits all academics. 

A look at the current employment situation at the UFR highlights the need for action: there are 

currently a total of 655 full-time equivalents in budgeted academic positions below the rank of full 

professor (W3, as at 1 December 2025). Of these, 31.6% are permanent positions – with significant 

differences between the faculties (range: 4.0% to 58.2%). The gender distribution is particularly striking: 

the proportion of women in permanent positions (26.9%) is over 10 percentage points lower than in fixed-

term positions (39.8%). These data clearly indicates that there is a gender-specific difference in current 

appointment practices. The introduction of personnel structure concepts that enable strategic personnel 

planning and, amongst other things, also take into account the university’s equality and other diversity 

objectives, is intended to contribute to greater transparency and a more performance-oriented recruitment 

practice. 

This framework establishes strategic, long-term personnel planning and clearly defined job profiles 

for permanent positions in the academic mid-level faculty. It takes account of society’s expectations of a 

modern university, promotes equal opportunities and diversity in recruitment, and ensures that selection 

and evaluation processes are based on transparent, performance-oriented and comprehensible criteria. 

In doing so, the UFR assumes responsibility for the sustainable development of its academic staff whilst 

simultaneously creating a framework conducive to academic excellence in the future. 

 

3 See Albert-Ludwigs-Universität Freiburg: Shaping academic careers – personnel development concept for researchers at the 
University of Freiburg, accessed 30 April 2026.   

https://uni-freiburg.de/en/university/career-and-human-resources-development/academic-personnel-development/
https://uni-freiburg.de/en/university/career-and-human-resources-development/academic-personnel-development/
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This framework outlines three job profiles – “Lecturer”, “Researcher” and “Academic Manager” – 

which are intended to offer academics at the UFR long-term career prospects alongside professorships 

(Chapter 3). These elevated positions entail significant responsibilities in research, teaching and transfer. 

The framework links the introduction of these career paths with tools for strategic planning of personnel 

structure by the faculties (Chapter 4). Key elements of this planning are: 

• the identification of permanent tasks within the units; 

• the needs-based application of the three job profiles to fulfil these tasks; 

• the specification of the ratio of fixed-term and permanent positions (ensuring the qualification of 

early career researchers as well as the fulfilment of permanent tasks). 

The framework sets binding standards for personnel selection, the filling of positions and the conversion 

of fixed-term into permanent positions (Chapter 5). It thus provides the basis for developing and testing 

new job profiles and organisational structures within the faculties in the coming years (Chapter 6), 

promoting not only attractive working conditions in academia but also the excellence and international 

competitiveness of the UFR. During implementation, units will be supported by guidelines, a template for 

the planning of personnel structure and advice from the Central University Administration (including the 

Human Resources (G.P) and Finances (G.F), Controlling and Risk Management (S.CO), and Equity, 

Diversity and Academic Personnel Development (GDaPE)). 

As the requirements vary greatly across faculties, no quota is set for the ratio of fixed-term and 

permanent staff holding budgeted positions other than professorships. However, this ratio must be 

plausibly justified in the faculty’s planning of personnel structure and agreed to by the Rectorate.4 It must 

be ensured that the institution retains the flexibility to respond to unforeseen needs and changes in the 

future. 

 

4 On 8 February 2023, the Rectorate decided to continue with the existing internal procedure for appointing academic mid-level 
faculty until the ‘Framework for the filling of permanent academic position alongside professorships’ is adopted. The target of 
no more than 40% of permanent posts per faculty (dating back to a Rectorate decision of 23 November 2016) will cease to 
apply upon the adoption of the framework. The following now applies to the ratio of budgeted fixed-term and permanent 
positions of academic mid-level faculty: The submission of a plausible personnel structure concept is decisive for the 
Rectorate’s approval. State regulations concerning spending and budget must continue to be taken into account. 
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3. Permanent academic positions and job profiles 

Permanent positions are generally only considered for permanent tasks that fall within the scope of the 

university’s missions and may be assigned to academic staff.5 Permanent tasks connected to a position 

may change if required (e.g. due to the filling of a vacant a professorship, changes to organisational 

structures or curricula). A fundamental distinction is made between the three areas of teaching, research 

and transfer, in which permanent academic tasks arise and to which the following specific job profiles are 

assigned: “Lecturer”, “Researcher” and “Academic Manager”. Despite overlaps in the tasks involved, the 

profiles differ clearly in their respective areas of focus. In terms of terminology and structure, the UFR is 

guided by the “European Framework for Research Careers”6, the German Science and Humanities 

Council’s position paper “Personnel structures in the German academic system” (2025)7, the “Guidelines 

for permanent positions at universities other than professorships” (2024)8 of the German Rectors’ 

Conference (HRK) and the Young Academy, and the “Lehrverpflichtungsverordnung” of the State of 

Baden-Württemberg (LVVO)9. Permanent positions alongside the professorship are located at the career 

stages R2 and R3, with the focus of permanent appointments from the late R2 phase onwards.10 In terms 

of the titles and content of the job profiles, the University of Freiburg follows the recommendations of the 

HRK and the Young Academy by using the terms “Lecturer”, “Researcher” and “Academic Manager”.11   

The UFR thus offers its academics clear career paths and prospects across all career phases (R1–

R4),12 as illustrated in the diagram below.  

 

5 However, the performance of such long-term tasks is not necessarily tied to permanent employment contracts; it can also be 
carried out by staff on fixed-term contracts, provided that such contracts are compliant with the respective legal requirements. 
6 https://www.more-4.eu/indicator-tool/career-stages-r1-to-r4, accessed 31 March 2026. 
7 https://www.wissenschaftsrat.de/download/2025/2639-25_K_en.pdf?__blob=publicationFile&v=6, accessed 31 March 2026. 
8 https://www.hrk.de/fileadmin/redaktion/hrk/02-Dokumente/02-01-Beschluesse/2024_06_HRK-MGU-JA-Leitlinien-
Karrierewege.pdf, accessed 31 March 2026. 
9 https://www.landesrecht-bw.de/bsbw/document/jlr-LVerpflVBW2016rahmen, accessed 31 March 2026. 
10 For the staff structure model put forward by the German Research Council with reference to the “EU Framework for 
Research Careers”, see https://www.wissenschaftsrat.de/download/2025/2639-25_K_en.pdf?__blob=publicationFile&v=6, pp. 
8, accessed 31 March 2026. Although the terminology chosen by the Council (S1–S4) describes the scope of activities in the 
profiles described below adequately, the R-terminology of the European Framework is nevertheless used here to facilitate 
international comparability. 
11 https://www.hrk.de/fileadmin/redaktion/hrk/02-Dokumente/02-01-Beschluesse/2024_06_HRK-MGU-JA-Leitlinien-
Karrierewege.pdf, accessed 31 March 2026. 
12 Career stages according to the European Framework for Research Careers: https://www.more-4.eu/indicator-tool/career-
stages-r1-to-r4, accessed 31 March 2026. 

https://www.more-4.eu/indicator-tool/career-stages-r1-to-r4
https://www.wissenschaftsrat.de/download/2025/2639-25_K_en.pdf?__blob=publicationFile&v=6
https://www.hrk.de/fileadmin/redaktion/hrk/02-Dokumente/02-01-Beschluesse/2024_06_HRK-MGU-JA-Leitlinien-Karrierewege.pdf
https://www.hrk.de/fileadmin/redaktion/hrk/02-Dokumente/02-01-Beschluesse/2024_06_HRK-MGU-JA-Leitlinien-Karrierewege.pdf
https://www.landesrecht-bw.de/bsbw/document/jlr-LVerpflVBW2016rahmen
https://www.wissenschaftsrat.de/download/2025/2639-25_K_en.pdf?__blob=publicationFile&v=6
https://www.hrk.de/fileadmin/redaktion/hrk/02-Dokumente/02-01-Beschluesse/2024_06_HRK-MGU-JA-Leitlinien-Karrierewege.pdf
https://www.hrk.de/fileadmin/redaktion/hrk/02-Dokumente/02-01-Beschluesse/2024_06_HRK-MGU-JA-Leitlinien-Karrierewege.pdf
https://www.more-4.eu/indicator-tool/career-stages-r1-to-r4
https://www.more-4.eu/indicator-tool/career-stages-r1-to-r4
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Figure 1: Overview of career stages and job profiles at the UFR 

 

The following section outlines the specific features of the three job profiles and provides exemplary tasks, 

which may vary between units. These form the basis for the development of specific job descriptions 

when filling permanent positions in the academic service. These profiles are academic profiles. They are 

distinct from permanent positions in the administrative service. 

 Job profile: “Lecturer” 

Lecturers fulfil permanent tasks in teaching. They deliver courses to the recommended extent of 9–16 

contact hours per week (SWS) when employed full-time.13 In addition, they generally devote at least 20% 

of their working hours to research in order to ensure the consistently high quality of research-oriented 

teaching.  

Typical tasks may include, for example:   

• Delivering courses (lectures, seminars, tutorials, colloquia, field trips, etc.) 

• Supervising Bachelor’s and Master’s students  

 

13 Depending on the focus areas of the position and the specified tasks, this job profile may be assigned to two categories in 
the LVVO: “Academic staff primarily engaged in teaching” (statutory teaching load in the LVVO of 13 to 19 SWS; standard 
value for capacity calculation: 16 SWS) or the category “Academic staff engaged in equal parts in research and teaching”, for 
example where the post involves programme coordination (statutory teaching load in the LVVO: 7 to 13 SWS; standard value 
for capacity calculation: 9 SWS). Furthermore, in justified exceptional cases, the teaching load specified for the job category 
‘Academic staff who are primarily engaged in teaching’ may be extended to up to 19 SWS. This must be specified and justified 
in the faculty concept. 
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• Coordinating degree programmes and acting as a point of contact for teaching staff within the 

department/degree programme 

• Study counselling 

• Initiating, coordinating and supporting teaching and curriculum development as well as innovative 

teaching projects 

 Job profile: “Researcher” 

Researchers spend at least 50% of their working hours on research.14 They fulfil permanent tasks in 

research but, generally and in accordance with the respective disciplinary requirements, should also have 

sufficient opportunity to conduct independent research. This enables them to further develop their own 

academic profile. In addition to the research tasks characteristic of the role, researchers deliver courses 

amounting to 5–12 SWS when employed full-time, in accordance with the LVVO.15  

Typical tasks may include, for example:  

• Conducting research projects 

• Publishing research 

• Designing research projects and securing external funding 

• Coordinating and managing research projects, resource planning and, where applicable, budget 

responsibility within the projects 

• Research in cooperation or in collaboration with defined partners/projects, as well as establishing 

relevant (interdisciplinary) research networks   

• Tasks in the field of e-science 

• Supervising and, where applicable, assessing doctoral candidates (provided the researcher is 

granted the respective authorisation) 

 Job profile: “Academic Manager” 

The “Academic Manager”, as an academic position, is characterised by academic and research-related 

management tasks – for example, within the context of major research projects, in transfer and science 

communication, or in the academic supervision of large-scale equipment and laboratories. Unlike 

traditional administrative staff, Academic Managers work at the interface between academic 

management, research and teaching, and contribute conceptually and strategically to the further 

development of these areas. In addition to research duties, they also undertake teaching (5–12 SWS in 

 

14 See also the proposal by the HRK and the Young Academy at https://www.hrk.de/fileadmin/redaktion/hrk/02-Dokumente/02-
01-Beschluesse/2024_06_HRK-MGU-JA-Leitlinien-Karrierewege.pdf, p. 2, accessed 31 March 2026. 
15 Category in the LVVO: “Academic staff whose duties are primarily in the field of research” and for whom the terms of 
employment stipulate teaching duties amounting to 5–12 SWS (standard value for capacity calculation: 6 SWS). 

https://www.hrk.de/fileadmin/redaktion/hrk/02-Dokumente/02-01-Beschluesse/2024_06_HRK-MGU-JA-Leitlinien-Karrierewege.pdf
https://www.hrk.de/fileadmin/redaktion/hrk/02-Dokumente/02-01-Beschluesse/2024_06_HRK-MGU-JA-Leitlinien-Karrierewege.pdf
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accordance with the LVVO when employed full-time).16 Should future changes to legal regulations allow 

for greater flexibility, the “Academic Manager” profile will be adapted accordingly. 

Typical tasks may include, for example:  

• (Assisting with) management and coordination of major projects and units in research, teaching, 

and transfer 

• Scientific oversight of large-scale equipment and laboratories, including the coordination of their 

use, or of large or interdisciplinary collections  

• Tasks related to discipline-specific technology and knowledge transfer, as well as academic 

communication 

• Coordinating degree programmes and acting as a point of contact for teaching staff within the 

department/degree programme 

• Student and research marketing 

• Budget planning and responsibility 

 Final remarks 

Teaching duties within the job profiles should be defined as consistently as possible within a single unit 

in order to avoid unequal treatment. 

To the extent legal regulations permit, all profiles should also be granted the opportunity of reducing 

their teaching load for the purposes of academic development or when securing and managing third-

party funded projects (for further details, see section 4.4), as long as the funding and coverage of teaching 

are guaranteed. 

Due to research practices and discipline-specific conditions, significant financial resources may be 

required to carry out independent research. Therefore – particularly in the context of the ‘Researcher’ 

profile – access to resources for the holder of a permanent position may be appropriate, provided this is 

feasible for the units.  

For all job profiles, the following applies: when filling a permanent position that is available and 

approved for this purpose, the teaching load of the respective unit and the mandatory admission capacity 

must be guaranteed, and consideration must be given to how the respective post profile affects the unit’s 

teaching load and admission capacity. 

 

 

16 Category in the LVVO: “Academic staff whose duties are primarily in the field of research” and for whom the terms of 
employment stipulate teaching duties amounting to 5–12 SWS (standard value for capacity calculation: 6 SWS). 
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4. Strategic personnel planning through faculty-specific 

personnel structure concepts 

The filling of permanent positions alongside professorships presents the German higher education 

system with significant challenges, but also opportunities. Changes in mid-level academic faculty affect 

the system as a whole: the entire academic personnel structure, issues relating to teaching capacity, staff 

assignment, the staffing of professorships, and consequently the structure of teaching and research units 

as well as faculties. A university-wide framework regarding permanent mid-level academic positions also 

faces the challenge of accommodating the sometimes very different teaching and research practices 

within the various academic cultures: faculties that are multidisciplinary as well as those with a more 

homogeneous disciplinary composition, small and large subject areas, and varying conditions and 

requirements for research and teaching. At the same time, permanent positions offer the opportunity for 

increased continuity and the safeguarding of institutional knowledge in research, teaching and 

management, which is preserved and deepened despite changes in professorial staff and denominations. 

The establishment of the job profiles described above is therefore tied to communication about and 

agreements on the respective needs and objectives in the various units, as well as professional planning 

of personnel structure based on these agreements. 

 

Why are personnel structure concepts necessary? 

To date, the planning of personnel structure has only been an integral part of the university’s structural 

and development planning when it comes to professorships. Regarding personnel planning for mid-level 

academic faculty, the only requirement is the setting of target quotas for the proportion of women. Until 

the adoption of this framework, the Rectorate decided on a case-by-case basis, upon written application 

from the respective faculty, on the permanent filling of positions of academic mid-level faculty. In doing 

so, aspects such as the existing proportion of permanent positions in the faculty’s academic mid-level 

faculty were taken into account in the decision-making process, and it was assessed whether the tasks 

characteristic of a position were of a permanent nature.17 

From now on, the Rectorate will decide on the permanent employment of mid-level academic faculty 

on the basis of faculty-specific personnel structure concepts (tailored to the respective units), rather than 

on a case-by-case basis as before.18 The personnel structure concepts are drawn up by the units with 

support from the Central Administration. Through this forward-looking planning, the units increase their 

chances of identifying vacancies at an early stage, of attracting and retaining highly qualified academics, 

 

17 See footnote 4. 
18 The Staff Council has the right to participate on matters of principle relating to personnel planning in accordance with section 
81(1)(6) of the LPVG; in the case of personnel planning, the staff council must be consulted in accordance with section 
87(1)(1). 
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and of safeguarding the fulfilment of discipline-specific long-term tasks and the necessary expertise at 

the same time. 

The adoption of these plans as part of the structural and development planning cycle eliminates the 

need to prepare and undergo review processes anew in each individual case. Adjustments outside the 

cycle are possible in the event of unexpected changes. The inclusion of researchers in the R2 and R3 

phases in the structural and development planning thus alleviates the workload of both decentralised and 

central units. 

 

What do personnel structure concepts contain? 

Personnel structure concepts are tailored to appropriately defined units within the faculties. They must 

be submitted as comprehensive concepts for the faculties. They are based on current personnel statistics 

and in compliance with the regulations regarding admission capacity. 

A faculty concepts identifies the permanent academic tasks at the respective units, attributes them 

to one of the job profiles listed above, and records the resulting description of tasks. Furthermore, it is 

recommended to define separate academic and disciplinary superiors for these positions. 

Additionally, the faculty concept provides information on the current and planned proportion of fixed-

term and permanent positions, the distribution of positions by gender (f/m/d), and the proportion of 

international and, where applicable, disabled researchers. It reflects the proportion of permanent 

positions and the distribution of posts in relation to these diversity dimensions and describes measures 

to increase the proportion of women and promote diversity. To increase the proportion of women, the 

faculty-specific targets of the equality plan, based on the cascade model, must be considered. 

This university-wide framework for the filling of permanent positions enables all faculties to set an 

appropriate proportion of permanent posts – excluding professorships – within their budgets on the basis 

of their respective requirements, provided that the ratio of fixed-term to permanent posts within a faculty 

is plausibly justified in light of the identified permanent tasks and the strategic objectives set out in the 

structural and development planning. In doing so, transitions should be facilitated and prospects offered 

for different generations of academics. Flexibility within the academic system is enhanced not only by 

fixed-term positions, but also by opportunities for promotion and further qualification on permanent 

positions. Keeping in mind the career development of staff on permanent positions when drawing up 

personnel structure concepts, options for further qualification and promotions on permanent positions are 

explored. Where necessary, changing requirements for the position and the individual are taken into 

account. 

 

How are personnel structure concepts integrated into the university’s overall strategic 

framework? 

Faculty-specific planning of personnel structure must be carried out in conjunction with the cycle of the 

university’s structural and development planning. It must be coordinated with staffing requirements at 
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faculty level, professorship planning, the resources allocated to future and existing professorships, the 

regulations regarding admission capacity, the impact on teaching load, and the faculty’s equality 

objectives. The faculty concept is based on the guidelines of this framework and is coordinated with the 

Central Administration (including G.P, G.F, S.CO, GDaPE), the Rectorate, the Staff Council and, where 

applicable, the Equality Officer and other relevant stakeholders. Then, it is decided upon in the Faculty 

Council and the Rectorate. When drawing up their personnel structure concepts, the faculties are 

supported by the Central Administration with guidelines on administrative procedures and responsibilities, 

as well as a standardised template. 

The personnel structure concept serves as a framework and can be adapted in the event of 

unforeseen staffing changes; the structural and development planning cycle should be used to review at 

regular intervals whether the current personnel structure still meets the respective requirements and 

needs in teaching, research and academic management. 

 

Which options are available regarding the autonomy and academic and disciplinary assignment 

of posts? 

University personnel structure planning is governed by the Baden-Württemberg 

“Landeshochschulgesetz” (LHG). Currently, academic mid-level faculty, with the exception of full 

professors, are assigned to the category “academic personnel”, as defined in Section 52(1) of the LHG. 

The LHG stipulates that academic personnel are required, “within the scope of the university’s duties, in 

particular in academics, research, teaching and continuing education […], to perform academic duties in 

accordance with their job description”19, as instructed by their superiors. Section 52(1) of the LHG states 

that personnel, “insofar as they are assigned to full professors”, shall perform “their academic duties 

under the latter’s disciplinary responsibility and supervision”. 

The attractiveness of permanent positions and the job satisfaction of the individuals holding them 

can – insofar as the legal framework (Section 52(1) LHG) permits – be significantly enhanced by making 

use of opportunities of flexibility regarding the dependence on superiors and the assumption of 

responsibilities. It is recommended that these opportunities be actively utilised when shaping permanent 

positions. The aim is to enable researchers who fulfil permanent tasks to be granted an appropriate 

degree of autonomy whilst remaining well integrated into a teaching or research unit. 

It is also recommended that posts be assigned to a larger unit. One tried-and-tested model in this 

regard is the distinction between academic and disciplinary affiliation: whilst a permanent post is, in 

academic terms, assigned to a professorship or a (predominantly) professorial management team, the 

Dean is the disciplinary superior, represented where necessary by the faculty or institute management. 

This model preserves the possibility of using the permanent positions as resources when appointing full 

professors. Although the post is disciplinarily assigned to an institute or a faculty, during appointment 

 

19 The Higher Education Act of Baden-Württemberg (Landeshochschulgesetz – LHG). As of 1 January 2005, Section 52, 
version of 17 December 2020, effective from 1 January 2021.  
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negotiations, the chairmanship of the selection committee and the academic assignment of the post or 

membership in the relevant management team can be held out as prospects. In the event of disciplinary 

affiliation to a professorship, a critical assessment should be made as to whether this meets the unit’s 

requirements in teaching, research and academic management, as well as the potential for personnel 

development. 

A personnel structure concept that actively utilises the existing scope for assigning permanent 

positions does more than simply open up attractive career options. It can also be used to set strategic 

priorities in research and teaching or to optimise the cross-departmental use of key infrastructure and 

other resources. However, how these permanent positions are assigned depends on the structure of the 

respective unit. The faculties are called upon to develop and test models that are appropriate to their 

respective requirements and strategic objectives. This will be evaluated following a pilot phase (see 

Chapter 5). 
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5. Filling positions and conditions for permanent 

appointments20 

Permanent positions alongside professorships are positions that offer a high degree of autonomy. They 

are of long-term importance to the respective unit. The holders of these positions contribute significantly 

to shaping and further developing the profile of their respective units. Accordingly, high standards must 

be applied to the recruitment process. The university-wide standards described here ensure a fair and 

quality-assured recruitment process for permanent positions alongside professorships at the UFR. 

 General requirements for applicants 

Permanent employment at the UFR requires sufficient qualifications for the relevant tasks, as well as 

experience in research and teaching. In addition to a completed academic degree, this generally includes 

a completed PhD or equivalent knowledge and experience, as well as documented teaching qualifications 

and research achievements, which must be specified in accordance with the relevant job profile. 

Depending on the tasks, further qualifications and competencies may be required. Specific requirements 

are derived from the permanent tasks described in the relevant personnel structure concept. Furthermore, 

it is possible to formulate faculty-specific requirements for the allocation of permanent positions via the 

personnel structure concepts, for example the completion of a postdoctoral phase of at least two years. 

 Standards for the recruitment process 

Job profiles, job advertisements and recruitment procedures must be designed in a way that is sensitive 

to diversity and free from discrimination, taking into account the faculty’s equality objectives.21 All 

permanent positions must be advertised externally and, where appropriate, internationally; however, 

suitable internal candidates who have proven themselves through their achievements in research, 

teaching and/or management may be invited to apply. Active recruitment of external applicants is also 

possible. This is explicitly recommended in order to address under-representation, particularly with regard 

to the proportion of women among academic staff. 

The procedure for advertising and filling vacancies is based on the University of Freiburg’s 

guidelines on personnel selection.22 Personnel selection is generally carried out by a multi-member 

 

20 When filling permanent positions, the administrative regulations on staff management must be taken into account. See 
Administrative Regulation on Budget Implementation 2026, No. 12.3: https://www.landesrecht-bw.de/bsbw/document/VVBW-
VVBW000045758, accessed 31 March 2026. 
21 A good overview of the topic is provided, for example, by the guide “Harnessing Diversity – Promoting Equal Opportunities” 
from the IQ Network Hamburg: https://basisundwoge.de/wp-
content/uploads/2021/09/20210915_Broschu%CC%88re_Diversita%CC%88tskompetenz_V1_final_webformat_SG.pdf, 
accessed 31 March 2026, or the guide “Fair in den Job!” from the Federal Anti-Discrimination Agency: 
https://www.antidiskriminierungsstelle.de/SharedDocs/downloads/DE/publikationen/Leitfaeden/leitfaden_fair_in_den_job.pdf;js
essionid=AE74D36517FEEB967AEDA163CFFE0A95.intranet212?__blob=publicationFile&v=3, accessed 31 March 2026. 
22 https://uni-freiburg.de/wp-content/uploads/personalauswahl.pdf, accessed 31 March 2026. 

https://www.landesrecht-bw.de/bsbw/document/VVBW-VVBW000045758
https://www.landesrecht-bw.de/bsbw/document/VVBW-VVBW000045758
https://basisundwoge.de/wp-content/uploads/2021/09/20210915_Broschu%CC%88re_Diversita%CC%88tskompetenz_V1_final_webformat_SG.pdf
https://basisundwoge.de/wp-content/uploads/2021/09/20210915_Broschu%CC%88re_Diversita%CC%88tskompetenz_V1_final_webformat_SG.pdf
https://www.antidiskriminierungsstelle.de/SharedDocs/downloads/DE/publikationen/Leitfaeden/leitfaden_fair_in_den_job.pdf;jsessionid=AE74D36517FEEB967AEDA163CFFE0A95.intranet212?__blob=publicationFile&v=3
https://www.antidiskriminierungsstelle.de/SharedDocs/downloads/DE/publikationen/Leitfaeden/leitfaden_fair_in_den_job.pdf;jsessionid=AE74D36517FEEB967AEDA163CFFE0A95.intranet212?__blob=publicationFile&v=3
https://uni-freiburg.de/wp-content/uploads/personalauswahl.pdf
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committee, ideally with gender parity, comprising at least two full professors from the faculty or teaching 

and research unit, as well as a representative of mid-level academic faculty. In the case of Lecturer 

positions, a student representative is a member of the committee as well. The Equal Opportunities Officer, 

the Staff Council and the Representative for People with Disabilities must be involved in accordance with 

their rights.23 

These standards for professional recruitment are also complied with when internal applications are 

expected or particularly encouraged. Internal applicants must, provided they possess the skills required 

in the job advertisement, be invited for an interview. Following a structured recruitment procedure with 

clear criteria ensures objective selection and thus that the candidate is a good fit for the identified 

permanent tasks. All permanent positions in the academic service are thus filled through a selection 

process that is fair and merit-based. 

The described selection procedures contribute substantially to attracting highly qualified staff. 

Transparent selection criteria and processes ensure that positions are filled with the appropriate 

candidates and increase the role’s appeal to applicants. Multi-member committees help to reflect on and 

reduce biases and enable the division of labour among members. Both departments and applicants 

benefit equally from such recruitment procedures. 

 Job advertisement and the terms of the permanent appointments 

All positions approved for permanent filling24 following the consultations on the planning of personnel 

structure between faculties and the Rectorate are to be advertised as ‘Lecturer’, ‘Researcher’ or 

‘Academic Manager’, either with a tenure-track phase or directly on a permanent basis. Tenure-track 

positions are initially advertised and filled on a fixed-term basis for up to three years, taking into account 

the legal regulations regarding the maximum duration of fixed-term employment, and are converted to 

permanent positions following a positive final evaluation.25 

a) Job advertisement for a position with a tenure-track phase and the option of conversion to 

a permanent position 

Tenure-track positions offer talented candidates the opportunity, even at an early R2 stage, to qualify for 

a permanent position within a fixed period of time. They also enable faculties to provide targeted support 

for the development of the position holders and to assess their suitability for a permanent position on a 

sound basis. Tenure-track positions are advertised as fixed-term appointments for up to three years, 

with a contractual commitment to conversion to a permanent position following a positive final 

evaluation. 

 

23 The usual legal obligations apply in this regard. With regard to applicants with disabilities, it should be expressly noted here 
that, in cases of equal suitability, they are to be given preferential consideration in accordance with Section 164(1) of Book IX 
of the “Sozialgesetzbuch” (SGB IX). 
24 This excludes temporary replacements (e.g. for parental leave). 
25 Throughout the procedure, the Staff Council, the Equal Opportunities Officer and the representatives for disabled employees 
must be involved in accordance with their rights. 
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• Transparent criteria: Clear objectives for position holders are already set out in the job 

advertisement through criteria and their weighting. These objectives must be met by the end of 

the tenure phase. 

• Individual tenure duration: Depending on existing qualifications, the tenure phase may be 

shortened (e.g. to one or two years), provided that all requirements can reasonably be met within 

this timeframe and the intended position is already available. 

Final evaluation: The decision to grant permanent tenure is based on a structured final evaluation by 

the selection committee. In addition to review by the Human Resources department, the Staff Council, 

the Equal Opportunities Officer and, where applicable, the representatives for people with disabilities 

must be involved in accordance with their rights. 

b) Advertising as an immediate permanent position 

All Lecturer, Researcher or Academic Manager positions that have been approved for permanent filling 

may be advertised and filled as permanent positions. This is particularly suitable for attracting or retaining 

outstanding candidates in the late R2 or R3 phase of their career. In this case, particular care must be 

taken to ensure that the recruitment process is designed to be fair and equitable (see above). 

 

 Personnel development on permanent positions 

The three profiles “Lecturer”, “Researcher” and “Academic Manager” offer attractive and challenging 

career paths alongside professorships. The continuous professional development of holders of such 

permanent positions is supported by targeted personnel development measures and may, where 

appropriate, include opportunities for promotion.26 At the same time, mobility towards a tenured 

professorship27 or non-academic employment is to be ensured and promoted through appropriate 

personnel development measures. This is also of central importance in terms of gender equality 

objectives. 

Active personnel development for position holders, which fosters potential in a targeted manner 

and is tailored to their personal development goals, takes place both subject-specifically through the 

respective superiors and across disciplines through the specific programmes offered by the Centre for 

Advanced Researcher Development (CARD) within GDaPE. 

During the tenure-track phase, CARD provides active support for strategic skills development and 

career planning, including potential alternatives. The key tool for identifying individual professional 

development needs is a series of mandatory development reviews, which are conducted by CARD and 

 

26 Opportunities for career progression, such as promotions, will be assessed and facilitated on a case-by-case basis where 
funding is available. This requires such opportunities to be taken into account in the planning stage of personnel structure 
concepts. 
27 This does not refer to internal appointments. ‘Flexibility’ here means that job profiles can be designed in such a way that, for 
researchers for example, sufficient alignment is achieved with the requirements that applicants for tenured professorships 
outside the UFR must meet.   

https://uni-freiburg.de/gdape-en/card/
https://uni-freiburg.de/gdape-en/card/
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designed to support long-term skills and career development. To ensure the professional conduct of the 

annual reviews held within the units and to provide professional support for the position holders, it is 

strongly recommended that their superiors attend leadership training courses.  

To support long-term career development, job satisfaction and motivation, opportunities for 

independent research and teaching are actively created and facilitated. How such opportunities are 

appropriately and feasibly put into practice is determined by the units, taking into account their respective 

academic cultures and conditions. 

In the case of externally funded research grants, research stays at other institutions, or the 

acquisition of a visiting or acting professorship, a (full or partial) leave of absence may also be granted, 

provided that the academic and disciplinary supervisors approve the respective application and funding 

is secured. In such cases, it must be ensured that teaching and other permanent tasks are covered 

appropriately and that the requirements of state law are complied with.28 

 

28 Such a request can only be approved in accordance with the relevant staff and civil service regulations. The assessment will 
be carried out by Human Resources. 
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6.  Next Steps 

With this paper, comprising both mandatory and recommended elements, the UFR establishes a clear 

framework for the further development and structuring of career paths alongside professorships. As 

described above, further steps are necessary for implementation, in particular agreements within the 

faculties regarding the establishment, design and assignment of Lecturers, Researchers and Academic 

Managers. Following the adoption of the framework, the necessary implementation processes will be 

drawn up and pursued by the responsible units in a participatory manner (including G.P., G.F, S.CO, 

GDaPE). The development of faculty-specific personnel structure concepts for researchers in the R2 and 

R3 phases will take place for the first time as part of the structural and development planning for the 

period of 2029–2033. However, the filling of positions in accordance with the guidelines and 

recommendations of this framework is possible with immediate effect, provided that a faculty-specific 

personnel structure concept for the years 2026–2028 is present and has been approved by the Rectorate. 

Academic mid-level positions that are already filled on a permanent basis may – in consultation with the 

position holder – be modified in accordance with these guidelines. 

This framework will be tested during a five-year trial period, comprehensively evaluated by the 

GDaPE department and modified where necessary. Any future changes to legal regulations will be taken 

into account when the framework is evaluated and adapted. 
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