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Introduction
The journey matters as much
as the destination
The appointment of a new Faculty Board of the
Faculty of Arts and Social Sciences (FASoS) is a
great opportunity to reflect on the main
opportunities and challenges that lie ahead.
We already started this reflection and
consultation process in the spring of 2020, by
discussing the main principles of our plan with
different stakeholders. In the autumn of 2020,
we then provided departments with a specific
task: to reflect on the main priorities that need
to be tackled in the upcoming years. Sessions
on the Strategic Plan were also organised with
support staff, cluster heads1 and student
representatives, and written input was
collected. The (almost) final version of this plan
was discussed in a ‘townhall meeting’ in June
2021. In parallel, we consulted external
partners and closely followed, and tried to
anticipate, the simultaneous strategic
discussions at Maastricht University (UM) and
at national and international level (where
relevant). These insights built the basis for our
strategy.

The reason that we asked FASoS staff to select
priorities that we should focus on is linked to
the fact that under the guidance of previous
Faculty Boards, a lot of progress has been made
in all domains. We thus wanted to identify key
issues that require our particular attention
during the next four years. Building on the past
achievements of the ‘Perspectiefnota’ (20062010), the ‘Coming of Age’ Strategic Plan
(2011-2015) and the ‘Smart Choices’ Strategic
Plan (2016-2020), this document outlines how
the faculty will respond to the transforming
global context and the rapidly changing
university landscape in the coming years and
which issues we will try to tackle. A strategy is
always about sketching the direction of where
an organisation is going. In this quest, we have
identified three domains that we want to focus
on: Human Resource Management (HRM),
education and research. Within each domain,
we have identified three main priorities to
tackle in the coming years.

For reasons of consistency and clarity, the three
sections on HRM, education and research are
organised according to the same set-up. After
‘setting the scene’, we discuss the priorities
that we have identified during our
consultations. These are then linked to the
proposed actions we need to undertake. This
set-up should also help us when implementing
the different priorities by way of more specific
policies. This process of implementation will be
done with input from, and in close interaction
with, the various responsible programmes and
groups and will be based on an implementation
plan for each domain that will be updated and
monitored on an annual basis. Moreover, we
will also regularly discuss progress with FASoS
staff, for example at our Research Events and
Education Days.

‘We will ‘keep on moving
FASoS forward together.’
Let us enjoy the journey as much
as the destination…’

1

4

These are heads of support departments, such as Finance,
Marketing and Communications, Research and the Office of
Student Affairs.
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2
Motto
Keep on moving
forward together
FASoS is a dynamic place where different
nationalities, cultures and disciplines meet. We
have staff and students from all over Europe
and beyond. The first thing that comes to mind
when discussing with employees working at
FASoS – be it academic or support staff – is the
collegiality of our staff. Staff members are
ready to go the ‘extra mile’ to help and assist
others. This is at the heart of our FASoS identity,
part of our ‘DNA’. This must be cherished and
not taken for granted. As this joining of forces
across disciplines and programmes has always
been so central to FASoS, we have coined the
following motto to guide us into the future:

‘Keep on moving forward
together.’
This motto denotes two things:
↦ It is clear that as a faculty, we have achieved
a great deal and that we will build on these
achievements to then be able to go further
together.
↦ It also conjures the metaphor of a clearly
denoted path that we will travel together.
This Strategic Plan is to help in this quest of
setting out the parameters of this ‘common
journey’: where do we want to go?

6

Our teaching and research endeavours can be
subsumed under the topic of ‘Histories,
Cultures and Societies in a changing world’.
This implies that we explore what we – as
FASoS – stand for. We approach the issue of a
world in change from different perspectives;
spanning historical, cultural, normative, and
social science approaches. It is not a coincidence
that we refer to the different phenomena in
plural. We are strongly aware that there is not
one approach to any issue that we research,
teach or communicate about. There are always
different perspectives, methods and conceptual
insights. Let us give three examples.

In this plan, we will probe into the concept as
such, take stock of what we already do and
sketch our ambitions for the upcoming years.
These insights can in turn feed into our
research, teaching, and our long-term
commitment to sustainability.

The first example is sustainability. This
multifaceted concept is considered a high
priority and applied in a holistic manner at
FASoS; we integrate the topic in our teaching
and research and we have to make sure that
our operations are sustainable. We also
question what ‘sustainability’ means in
different (political) contexts and how it is
interpreted by different actors. In this vein, the
FASoS platform on sustainability2 has been
established to connect students and staff and
to draw up a FASoS sustainability plan.

Our third example relates to ongoing digital
transformations, affecting how we live, work,
communicate, and conduct our key tasks of
research and education. The previous Faculty
Board invested in the development of a new BA
Digital Society programme. This built on
existing expertise in FASoS that has only grown
with the appointment of new staff in the past
two years. We will not establish a new research
programme on ‘digitalisation’, as it is a theme
that comes up in all four of our existing
research programmes. To support education
and teaching using digital methods, tools and
resources, we are currently exploring the
establishment of a provisionally named Digital
Studies Lab, to be based in FASoS, as part of a

2

This platform is led by a student and a professor and is open
to staff and students alike. Members of the platform will be
in close contact with the UM Taskforce on Sustainable
UM2030.

Another example is the domain of diversity and
inclusivity: we also teach and conduct research
on these issues and are at the same time
developing policies to guide the way we work
within the faculty. We do this together with the
UM Diversity and Inclusivity Office that is
‘committed to nurturing an inclusive culture.’

university-wide network of facilities supporting
digital research, broadly defined.
We are a group of colleagues who are
passionate about teaching and who are
interested in exploring the use of different
teaching methods, both offline and
(increasingly) online. Our approach to teaching
and research can then be summarised as
follows:

‘At FASoS, we are
(educating) creative minds
in a changing world.’
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3
Guiding principles

Joining forces to reach
new heights
Against this backdrop, we can identify three
main principles or characteristics that define
our faculty. These principles will be analysed
and reflected upon in all three domains this
plan discusses (HRM, education and research).
↦ Our creative and critical minds guide the
way we work: When working at FASoS –
and this is true for whatever we do, be it
teaching, research, support tasks or
management – we do not only think of the
output as such. The journey matters as
much as the destination. We are convinced
that by working together and by
exchanging ideas, we will accomplish more
for a common purpose. At FASoS – and this
is true for both staff and students – we
come up with creative approaches that lead
to creative solutions. We do not take input
for granted but question the information
and data that are presented to us. We thus
move forward with a critical mindset.

↦ Joining forces is part of the FASoS ‘DNA’: This
principle ties in very much with the first.
We join forces across disciplines, across
teaching programmes and between
academic and support staff. For us, as a
new Faculty Board, this raises two sets of
questions:
↪ Can we build (even more) bridges across
teaching programmes? For example: is
there even more mileage in joining
forces? How can we ensure that staff –
both support staff and academic staff
– are aware that they are working on a
common endeavour?
↪ And if working together is so important,
what implications does this have for the
career paths of FASoS staff? How can
we reward collaboration?

↦ The principle of reaching out: FASoS is part
and parcel of UM and located within a
larger regional, national and international
context. What role can FASoS play in the
context of European integration and how
can we connect to Maastricht as a city and
to the Euroregion? To what extent can we
learn from others? How can we join forces
with other faculties, other universities and
other societal stakeholders? This issue of
‘reaching out’ within a European and
international context will be specifically
addressed in a ‘FASoS internationalisation
plan’.3 FASoS has already undertaken
several important steps in the realm of
internationalisation. To provide two
examples (one from the realm of research
and the other from the field of education):
we offer two International Classroom
workshops for staff members per year in
order to enhance inter-cultural
communication and understanding at
FASoS.

3
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FASoS staff also engages in international
strategic research projects, especially in
projects conducted by the Institute for
Transnational and Euregional cross-border
cooperation and mobility as well as
through active participation in collaborative
projects with the UM strategic partners
(University of York), and the networks of:
the Young Universities for the Future of
Europe, the Young European Research
University Network, and the Worldwide
Universities Network.

This plan will be drawn up in line with the revisions of the
UM Internationalisation Plan and is to be concluded during
the first half of 2022.
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Domain 1: Human Resources
Setting the scene: Human Resources
Human resources (HR) are at the heart of our
faculty. It is not a coincidence that HR contains
the term ‘resources’: FASoS staff is our most
important asset. We join forces to manage and
carry out our teaching and research. This is a
complex and dynamic process and does not
happen in isolation. The environment in which
we work is influenced by regulations and
developments at both a national and university
level.
What then are the external developments/
challenges that affect HR development at
FASoS? Guidelines recently developed at Dutch
national level can be seen as a ‘game changer’
for Dutch academia. Here we are referring to
the position paper ‘Room for everyone’s talent
towards a new balance in the recognition and
rewards of academics’. This document,
published by Dutch Scientific and Funding
Institutions in November 2019, is key for
framing our (discussions on) HR policy.4 The
point of departure of this policy is that ‘an
academic can be successful in many areas, but
not all successes are recognised and rewarded
equally’. A key focus of Recognition & Rewards
(R&R) is on ‘quality, content and creativity’.
There needs to be a ‘fundamental shift in the
way that academic talent is recognised and
rewarded in all key domains’:

research, education, impact, and leadership. At
UM level, working groups have been established
in all four fields, with representatives from
each faculty. Overall, the principles of R&R
engender a ‘culture change’ about what
matters in universities. We will actively
participate in shaping and implementing this
culture change together with others within
(and beyond) UM and try to find ways to
support some of the key players involved in this
process such as Heads of Department.
Two of our HR priorities accordingly connect
directly with these developments, and as such
address the underlying challenges framing the
initiatives within this field. We aim to diversify
career paths and recognise staff efforts in
different domains. Another challenge that R&R
tries to address is to provide clarity on options
for ‘personal and professional development’.
We thus want to make sure that staff are
aware of their individual career options at
FASoS and that expectations can be managed
accordingly. Note that R&R proceeds in two
phases by first addressing career paths of
academic staff and thereafter tackling the
career options for support staff. During the
consultations for this Strategic Plan, support
staff have indicated that they would also need
more support when it comes to their career

Clock at the Vrijthof
photo: Eric Bleize
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development.5 A revised Strategic Personnel
Plan for support staff will be drawn up in line
with developments at UM central level, under
the guidance of the FASoS Managing Director
and in close consultation with the clusters and
their heads. The consultations for this Strategic
Plan have also shown that it is not only about
new rules and documents but also about
recognition of expertise of support staff and
consultation of the latter at early stages of
certain projects. The recognition of support
staff also entails that certain administrative
management functions (such as the position of
coordinator for teaching assistants) should be
open for academic staff and support staff alike.
Another key challenge that affects the
development of HR policy is the question of
whether the work environment of UM staff is
(perceived to be) ‘sustainable’. The ‘Maastricht
University Sustainable Employability Monitor’
of 2018 is an important point of departure in
this context. It examines how employees
‘assess their sustainable employability’ at UM.
It is remarkable that 95% of FASoS staff filled
out the related questionnaire. When it comes
to work pressure, the data show that work
pressure is experienced as very high at FASoS
overall. While this finding is no exception within
the UM and Dutch universities in general, this
of course requires action. At FASoS, two
reflection groups were organised to discuss the
outcome of the survey. These groups have
provided more contextual detail to be able to
better interpret some of the results. They also
came up with concrete proposals to remedy
some of the problems that were raised.6
5
6
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An individual career plan that addresses the options of
diversification of career paths and talent development is seen
as a useful tool in this context.
Suggestions include rethinking ‘rewards’ for the participation
in fora such as committees and working groups, and raising
awareness for other private or family duties and the creation
of more flexibility (e.g. in the timetabling of teaching).

At university level, a Taskforce on Sustainable
Employability was established, bringing
together a plethora of stakeholders from
within and beyond the university. This
taskforce aims to create a sustainable work
environment for all staff. At the time of writing,
an action plan was adopted by this taskforce
and presented to UM leadership. We are
committed to take the recommendations very
seriously as a Faculty Board.7 We thus respond
to these challenges by creating a ‘sustainable’
and enjoyable work environment for staff.

‘We want to create a ‘field’ in
which staff can (further) grow
and flourish.’
Under the guidance of previous Faculty Boards,
a series of measures have been developed,
which give us an excellent point of departure
for (further) developing our HR policies.
Examples for academic staff include a solid
tenure track policy and a Strategic Personnel
Plan. For support staff examples include
increased career mobility within UM8 and
individual career advice during yearly
appraisals. Several initiatives have also been
developed by both FASoS and central university
level to make UM a ‘family-friendly’, ‘agefriendly’ or ‘life-course friendly’ university.
These measures are a response to the fact that
staff face different demands during the course
of their lives (e.g. caring for children, older
family members, or other loved ones).

7

8

Priorities in the Plan of Action of the Taskforce Sustainable
Employability (2021) include: revising the system of
evaluations, so that they are more geared towards measuring
teaching quality than ‘student satisfaction’ and looking into
the issue of whether calendars can be rescheduled so that
occasional teaching-free periods are created.
These options have been expanded during the course of
2020-2021, please see below.

Implications of our ‘guiding
principles’ for Human Resources
at FASoS
↦ Our creative and critical minds guide the way we work: For HR this
implies e.g. that ‘creativity’ of our staff members is recognised when
assessing their career paths. The initiative of R&R and our current
career policy are a very nice point of departure. Staff members already
submit portfolios in which they reflect on their career achievements
and future ambitions. These portfolios give staff members the space to
reflect on their career trajectory. R&R also provides for a more ‘creative’
way to think about careers as a whole. Issues such as impact and
academic engagement/service to the community will be important
components of career paths at FASoS and recognised as such. For
support staff, the position of Educational Coordinator is one example
of a position that fosters creative approaches and ‘out of the box
thinking’.
↦ Joining forces is part of the FASoS ‘DNA’: Collaboration and ‘team play’
are key features of our education and research and also characterise
our managerial efforts.
Our career policy will thus be revisited accordingly: do we pay enough
attention to these issues in our criteria for promotion? How can this
‘joining of forces’ also be rewarded for support staff?
↦ The principle of reaching out: This principle plays into the development
of our HR policy at FASoS. We are further developing this policy
together with stakeholders at other faculties, together with the UM
Executive Board and based on input from UM taskforces/working
groups within the field, and with the Maastricht Young Academy and
the Young UM Professionals network.
At the same time, we also closely follow, feed into, and anticipate the
discussions on R&R in the (Dutch) national arena. These debates about
‘reimagining (academic) career assessment’ are, in turn, influenced by
debates at European and global levels.9

9

Dora, EUA and SPARC Europe (2021): Reimagining Academic Career Assessment: Stories of
innovation and change.
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Priority 1
Continue to create a ‘sustainable’
and enjoyable work environment for staff
This priority is very far-reaching. Issues that we
see as belonging here range from giving staff
more room for recovery and rest, to creating
more synergies between different activities.
Other issues in this category include assisting
staff with combining their caring duties with
their work obligations. Becoming a more
age-friendly institution/faculty is another
objective within this context.10
Goals and actions
1. We will give staff room for recovery
and rest by:
↦ Examining our procedures and having a
critical look at the way we work (e.g. do we
really need committees for certain issues,
and if so, do staff efforts need to be
recognised/rewarded?). Is it clear what the
implications of certain decisions are (for all
staff concerned, and if relevant; for
students)? How to improve the flow of
information throughout the organisation?
↦ Reducing publication and grant acquisition
pressure, to enhance the quality and
impact of research output. Staff should
have the room to focus on their research
but not feel that they have to ‘produce’ or
submit grant applications, just for the sake
of advancing their career. As such, we want
to value quality over quantity, and build on
the ‘smart choices’ of the previous FASoS
Strategic Plan (see also research section for
more details).

10 Swinnen, A., Honné, H., Malafei, I., & Stieber, M. (2020). “Care
is What You Miss from the Organization”: Experiences of Preand Post-retirement Academic Staff at Maastricht University.
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↦ Working further on creating an
environment where colleagues who
experience high levels of stress or burnout
symptoms are supported. We will create an
informal network by, and for, FASoS
academic and support staff. This network
will help colleagues experiencing these
issues, giving them the opportunity to talk
about their problems in a supportive
setting, and helping them find professional
help, if needed.
↦ Enforcing ‘teaching-free periods’ and
creating ‘back-up pools’ of staff and
student tutors. When teaching staff falls ill,
certain staff members can be called upon
to teach and ensure sufficient capacity of
teaching staff (see education section). We
also support the closing of the university
for certain periods (for example over
Christmas), in line with UM endeavours,
and shortening the academic year (in line
with national initiatives). Trying to
minimise email contact during holidays,
weekends and after working hours also falls
into this category. This also applies to our
students, and will therefore be enshrined in
the FASoS code of conduct for students.
2. We will (further) create a ‘life-course
friendly’ environment by:
↦ Enabling staff to conduct their care duties
in line with the UM Cares project.11 We will
try to create an environment at FASoS to
make this work.

11 We will build on the following definition of caring
responsibilities as set out in the UM cares project: Caring
responsibilities are unpaid care or support for a child, or an
elderly, disabled, sick or addicted family member. The focus
within UM Cares is not only on ad hoc, short-term or
unexpected caring tasks, but also structural, long-term caring
tasks. We adopt a broad definition of ‘family’, including not
only first/second degree family members, but also potentially
persons of no blood relation if a caring responsibility exists
(https://www.maastrichtuniversity.nl/about-um/
diversity-inclusivity/um-cares).

One first step would be to allocate the task
(to a staff member within FASoS) to design
policy measures in this field, also in
cooperation with UM central level.
↦ Becoming a more ‘age-friendly’ faculty. This
implies for example that we will (continue
to) discuss with staff members approaching
retirement how they want to shape their
last working years.12 We will try to ensure
that links with retired colleagues are
retained by also including them in the
‘workings’ of our faculty (for example by
extending invitations to our research and
social events). This applies to all FASoS staff.
3. We will create more synergies between
different activities and groups of staff – which
should feed into a more enjoyable work
environment – by:
↦ Creating more synergies between research
and teaching (see sections on education
and research).
↦ Joining forces across different groups of
staff, be it academic or support staff. As
such, we will be working together towards
‘creating a field where staff and students
can flourish’ (see also the education section
for some examples). This also implies that
projects arising from this Strategic Plan will
be taken up by both academic and support
staff.

Priority 2
Diversification of career paths and
recognition of staff efforts in different domains
This priority is closely linked to the initiatives
undertaken within the realm of R&R. These
discussions at national- and UM level provide a
welcome momentum to reconsider the way we
perceive and reward careers. In these debates,
the research path is for example not seen as
the ‘holy grail’ but teaching careers are also
seen as a ‘way to go’. Careers are seen to consist
of different facets and dimensions. Creating
‘impact’ can, for example, be identified as a key
priority for individuals to focus on and develop
throughout their career trajectory. Impact is
seen as having an ‘effect on, change or benefit
to the society, culture, economy, public policy or
services, health, the environment or quality of
life’. Our educational efforts are also seen as
having great impact on society.13 Recognising
and supporting leadership that is ‘inspirational
and at the forefront of positive change’ is part
of the effort to diversify career paths.14 The
recognition of academic engagement is high
on the agenda of R&R as well. An emphasis is
also put on open science. We will also explore
other measures to reward staff for their efforts
beyond promotion (e.g. by way of prizes and
awards, also for collective efforts).
Goals and actions
1. We will support the diversification of career
paths of staff by:
↦ Offering more diversified career trajectories,
in line with R&R.15 A first milestone here is
that we will offer senior positions in

12 This will be done in the annual appraisals/assessments.

13 UM Recognition and Rewards Impact Working Group (2020)
Impact Narrative.
14 UM Recognition and Rewards Impact Working Group (2020)
Leadership Narrative.
15 This is referred to as Erkennen en Waarderen in Dutch.
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Educational Development.16 As we are part
of a university, we expect certain (baseline)
requirements when it comes to doing
research, also if one holds such a position in
the domain of education. This is not only
linked to the intrinsic motivation of
academic staff to do research but also to
ensure that staff mobility within and also
beyond UM can be guaranteed. We
envisage having another main career
profile: that of Research and Education. For
both career paths we will stipulate certain
‘milestones’ or base-line criteria that differ
according to level of seniority (e.g.
milestones will differ between Assistant
Professor and Associate Professor). This
implies that we will have to revisit and
revise our career policy17 and Strategic
Personnel Plan. As mentioned, this
diversification of career paths not only
applies to academic staff (in the narrow
sense of the term) but also to support staff.
If applicable, there has to be room to move
from one domain to another. The creation
of the position of Educational Coordinator
as of 2019 is a very good example of a
position that can lead to the diversification
of careers. Another option to enhance
career development is to increase mobility
of staff at UM as a whole. In this context,
the UM Project Platform offers employees
the opportunity to carry out a temporary
project or task of up to 6 months elsewhere
within UM. Our faculty is committed to
participate in these projects. We would also
like to give support staff the possibility to
do some teaching, which could expand
career options for this group (see also the
section of education).
16 The option of obtaining Associate professorships in
Educational Development is already a step into that direction.
17 Career Policy Academic Staff Faculty of Arts and Social
Sciences (FASoS) cwU20.0316.
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↦ Training for support staff – where it adds
value to one’s job – is also key in career
development.
↦ Applying the career principle to the position
of Associate Professor.18 This will then
imply that the career policy at FASoS will be
based on the so-called ‘career principle’, for
a majority of positions.19 We will revise the
FASoS Strategic Personnel Plan and our
career policy accordingly.
↦ Accompanying these endeavours with
additional measures and steps. These
endeavours of diversifying career paths go
to the heart of what academic institutions
represent. It is not just about ‘changing the
rules, but about changing the game’. The
implementation of R&R will for example
require additional support for Heads of
Department, as they will become key
players in these efforts. They will play an
important role in guiding staff when it
comes to developing their careers and will
have to manage expectations. The role of
the Appointment and Promotion
Committee and the decisions by the Faculty
Board will also gain in importance. Staff
themselves might also need training when
it comes to the diversification of their
careers. Some of this training is offered at
UM central level but we might need to
provide more tailor-made training/support.

18 The career principle will thus be applied to promotion from
Assistant Professor 1 to Associate Professor 2 for the duration
of this Strategic Plan. The provisions on the application of the
career principle introduced by the previous Faculty Board will
continue to apply.
19 Very simply put, this implies that staff are promoted given
that they fulfill certain criteria.

2. We will recognise and reward different facets
of academic engagement and service to the
community by:
↦ Recognising academic engagement. A
range of tasks and roles falls into this
category of ‘academic engagement’. These
tasks can be seen to ‘advance the
governance and capacity building’ of an
institution through ‘contribution to the
academic community and the assumption
of leadership roles’. They can also be seen to
include contributions to society at large ‘to
the mutual benefit of all parties’.20 Within
FASoS, we need to explore ways to
recognise these efforts within staff career
trajectories.
↦ Recognising ‘service’ to the FASoS/UM
community as such. Closely linked to this is
the fact that staff members put a lot of
effort into contributing to the FASoS and
UM community by attending working
groups, committees and taskforces that
require input at a structural level. Many
staff members also take on the roles of
coaches and mentors, both in teaching and
research. While some of these roles are
formal, others are informal. The latter
efforts also need to be recognised. Service
to the academic community will continue
to play an important role in our career
policy.
↦ Recognising team-players. As we stressed
above, working together is part of the
‘FASoS DNA’. We aim at achieving balance
between individuals and the collective. We
assess academics based on both their
individual- and their team performance.

20 See: Sources and Forms of Evidence for Promotion - Academic
Performance Framework - Academic Promotion (monash.edu).

Priority 3
Clarification of individual career
options at faculty level with an emphasis on
(further) career development
This priority ties in closely with the second.
Staff currently raise the issue that it is often
not clear what their options are when it comes
to career development. We want to contribute
to alleviating this issue.
Goals and actions
1. We will clarify individual career options
within FASoS by:
↦ Clarifying the options of career develop
ment within (Dutch) academia and what it
means to have a fulfilling (academic) career.
We are a faculty with staff members from
all over the world but operate according to
the principles of Dutch academia. This can
result in unclear or even misleading
expectations for future career options. On
the one hand, we can alleviate these
misunderstandings to some extent by
drawing up a text where we clarify some of
these issues.21 On the other hand, a much
more far-reaching step that would need to
be taken at national level, would be to
implement certain measures prevalent
within other academic systems into Dutch
academia. One example would be to award
the title of Professor to all staff members
working as Assistant Professor (and those
above) and allow them to wear the academic
gown on formal occasions as a sign of
academic recognition. Discussions surroun
ding career development should also be
seen as an opportunity to reflect on what it
means to have a fulfilling career and what
steps need to be undertaken in this regard.
21 The working title of this document is ‘Dutch Academia for
Smarties’.
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↦ Exploring the option of individual career
development plans for FASoS staff. Within
FASoS, we have already developed a clear
tenure track policy under the guidance of
the previous Faculty Board. In this context,
staff on tenure track are asked to draw up
development plans.22 This approach of
drawing career development plans could be
used as a point of departure for staff
members who have tenure as well, in the
quest of implementing R&R at FASoS.23
2. We will try to invest systematically into
career development by:
↦ Tackling the issue of talent development
(even) more systematically. One example
within the realm of education is the
Continuous Professional Development
(CPD) programme.24 UM encourages all
staff involved in designing and delivering
education to ‘reflect on their skills and
knowledge, and to develop their teaching
competences further’ and to explore how
to integrate research and teaching. The
development of leadership skills is another
facet of career development.
↦ Continuing to encourage and (financially)
support those staff members who do not
come from the Netherlands in their
endeavours to learn Dutch. A grasp of the
Dutch language is key when trying to
integrate in the Netherlands. It is also
necessary when it comes to assuming
leadership positions within the faculty and
Dutch academia at large.

22 Due to the fact that tenure tracks are tailor-made, the time
for tenure varies. In exceptional circumstances, the tenure
track can last up to 10 years.
23 We envisage this as of September 2022.
24 https://edlab.nl/educational-services/cpd/
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Further consolidation and development
of HR policies
The priorities in HR are not only closely
inter-linked but also have implications for
education and research. They are cross-cutting
issues. Also note that in a number of domains
we aim to walk further along the path set out
by previous Faculty Boards. This implies that
we will further fine-tune our recruitment policy
or tenure track policy for example, and thus
will very much build on the previous
achievements within this domain.
We will continue with the some of the policies
introduced by the previous Faculty Board, as we
will:
↦ Continue and further consolidate the
tenure track policy developed during the
period of 2016-2020;
↦ Continue and further develop the current
recruitment policy;
↦ Continue to work with a certain number of
temporary staff if necessary, especially
within the realm of education.
Goals and actions
1. We will further continue and consolidate the
tenure track policy developed during the period
of 2016-2020 by:
↦ Offering staff with a PhD a permanent
contract after a certain period that they
have been on tenure track (or discontinuing
the tenure track).25 This policy has been
proven to be very successful in the past.26
The policy provides clarity on career options
by including well-defined criteria for
tenure, professional mentoring, and the
installation of a permanent and

25 Due to the fact that tenure tracks are tailor-made, the time
for tenure varies. In exceptional circumstances, the tenure
track can last up to 10 years.
26 In the period January 2016 to January 2020, FASoS recruited
16 Assistant Professors and 1 Associate Professor.

faculty-wide tenure committee. All tenure
track positions will continue to be open to
external competition.
↦ Further fine-tuning our tenure track policy.
We will evaluate this policy mid-way (in
2022) together with Heads of Department
and after having received advice from the
Faculty Council.27

lecturers in 2019. These are PhD candidates
at FASoS whose PhD has been approved by
the reading committee. They are offered a
temporary postdoctoral teaching contract.
We will continue with this policy and carry
out an evaluation in 2022.28

2. We will continue and further develop the
current recruitment policy by:
↦ Building on the recruitment policy that has
been put into place by the previous Faculty
Board. This policy includes the stipulation
of clear job profiles and a hiring process,
which ensures the inclusion of different
stakeholders. We will pay attention not
only to gender equality but also to
enhanced diversity as top recruitment
objectives. Here we will continue to
cooperate with the UM Diversity and
Inclusivity Office.
3. We will continue to work with temporary
staff, especially in the realm of education by:
↦ Continuing to work with teaching
assistants (Docent 4) as their input into the
teaching process has proven to be key and
of great added value and allows us to
respond to financial constraints. The faculty
aims to continue to play a more pro-active
role in preparing these colleagues for the
next step of their careers. The current
system of a reduced teaching load in their
last year of appointment will be continued,
in order to support staff in their transition
to a new position outside the faculty. In
addition to the teaching assistants, the
faculty introduced a new category of
temporary staff known as postdoctoral
27 The previous Faculty Board evaluated its Strategic Personnel
Policy on 18 March 2020.

28 One point to consider revising is the involvement of
Programme Directors in the appointment procedure as
postdoctoral lecturers are very much involved in the process
of teaching.
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5
Domain 2: Education
Setting the scene: Education

illustration: Anna Harris

Over the past decades, FASoS has expanded
rapidly, now hosting four bachelor’s and eight
master’s programmes in the humanities and
social sciences. Our strengths include the
international diversity of our staff and
students, our reputation for delivering highquality interdisciplinary education in the
humanities and social sciences, and our
student-focused approach to teaching. The
faculty has an exceptional international
presence, with 77% of our students and 42% of
our staff coming from over 60 countries
outside the Netherlands. While our
international reputation as ‘the place in Europe
to study Europe’ remains undisputed, many
more educational programmes at FASoS
continuously score high or top of their league
in national and European rankings. Key to the
successful transformation over the past
decades has been our staff: their extraordinary
dedication to the quality of the content of our
education, our deeply rooted and shared
commitment to continuous renewal of our
educational offer, and our ethos of lively and
passionate discussion, also actively involving
students when developing our curricula.
What challenges is FASoS facing? The first set
of challenges results from external pressures.
Firstly, we need to provide higher education
that addresses the key issues facing Europe and
the world today. These issues include
inequality, rising social and political instability
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across the globe, climate change and
environmental sustainability, digitalisation,
and the threats of global pandemics. Secondly,
we experience increasing national and
international competition to our core
educational programmes. Thirdly, we are living
in an age where the value of higher education,
and the humanities and social sciences, are
increasingly being called into question, and
where emotions rather than facts and scientific
knowledge form the basis of opinion. How will
FASoS respond to these challenges? FASoS
stands for intellectual freedom, creative and
critical minds, and rigorous debate where
diverse and informed viewpoints are
respectfully contested. We are committed to
upholding and defending evidence-based
debate through our education and to securing
a future for all humanities and the social
science educational programmes at FASoS. To
that end, we develop a vision on education that
reaches out and captures our distinctive
identity, and the unique place and contribution
of our teaching offer to the educational
landscape in the Netherlands and worldwide.
The vision will not only increase the visibility of
our educational programmes, but it will also
(re-)emphasise the importance of the
principles of Bildung (i.e. a process of human
development, cultivating human freedom and
deliberate choice in accordance with good
reason), interdisciplinarity and PBL in education
at FASoS. In parallel, the faculty will give
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academic staff more opportunities and
pedagogical autonomy to update course
contents to address core issues and challenges
facing Europe and the world today, to focus on
developing and refining our teaching methods,
and to integrate research into teaching. FASoS
steps in where our changing world demands the
prioritisation of education on key challenges we
face today.
The second set of challenges for FASoS relate to
the sustainability of teaching within FASoS,
including high workload, a mismatch between
de jure and de facto Solver hours, bureaucracy
in educational processes, and working together
in an expanding faculty. Over the next four
years, student numbers at FASoS are likely to
grow further. The two new bachelor’s
programmes, Digital Society and the
interfaculty bachelor’s programme Global
Studies, are set to attract over 150 new
students annually. Yet with expansion, our
faculty also faces increasingly serious
challenges to the sustainability of teaching
within the faculty. As a medium-sized faculty
offering a large and broad range of study
programmes, the demands of educational
development, improvement and quality
assurance weigh disproportionally high on our
academic and support staff. How will FASoS
respond to these challenges? In the next four
years, we will place an emphasis on quality
content of education, and on consolidation
with regards to our educational offer, as well as
fine-tuning the quality assurance processes
with the goal of reducing bureaucracy. The
faculty will also continue its efforts to create a
better, more sustainable environment for
teaching at FASoS. The faculty will introduce
measures to, inter alia, create more time for
staff to recover and re-energise during teaching
periods and over the summer, and to ensure a
better balance between de facto teaching
24

hours and de jure normuren in Solver,29 if our
resources allow us this flexibility. A more
sustainable approach to teaching should also
have positive effects on quality research time.
Offering high-quality education at FASoS is a
joint effort, not just across disciplines but also
across junior and senior staff and between
support staff and academic staff. As the faculty
has grown over the past years, it has become
more difficult to grasp, recognise and
appreciate the different working- and lifeworlds
of all colleagues in the FASoS community. The
faculty will therefore continue to join forces,
and develop more linkages between all
educational stakeholders at FASoS, and to
support more effectively vulnerable groups,
such as teaching assistants (D4s).
The third set of challenges for FASoS is the
ever-growing integration of digital
technologies into our societies, where
advanced digital competences are expected by
our students’ future employers. We have
recently established a new bachelor’s
programme in this area, but how will FASoS
further respond to this challenge? The faculty
will actively support the integration of online
learning into educational programmes if and
where it creates added value to delivering
high-quality education. Adequate digital
technology and a well-functioning support
infrastructure are key to this endeavour.

Implications of our ‘guiding
principles’ for education at FASoS
↦ Our creative and critical minds guide the way we work: FASoS stands for
intellectual freedom, creative and critical minds, and rigorous debate
where diverse and informed viewpoints are respectfully contested.
We are committed to upholding and defending evidence-based debate
through our education and to securing a future for all of the inter
disciplinary (humanities and social sciences) educational programmes
at FASoS.
↦ Joining forces is part of the FASoS ‘DNA’: We will continue to join forces
and create and institutionalise more linkages among all educational
stakeholders at FASoS.
↦ The principle of reaching out: We will develop a vision on education,
that reaches out and captures our distinctive identity, and the unique
place and contribution of our teaching offer to the educational
landscape in the Netherlands and worldwide.

29 This is an electronic system where we register our teaching
and managerial tasks.

Keep on moving forward together | Strategic Plan of the Faculty of Arts and Social Sciences

25

Priority 1
Ensure that our educational
programmes continue to address the core
challenges facing Europe and our societies
today and in the future
Our first priority in the field of education is to
ensure that our educational programmes
continue to address core challenges facing
Europe and our societies. This includes creating
more visibility of the faculty’s identity,
providing room for staff to update course
contents taking into account key challenges
facing Europe and the world today, and
developing tools to better equip students for
their future careers.
Goals and actions
1. We will formulate a FASoS vision on
education, that captures and creates more
visibility of the faculty’s distinctive identity, and
the unique place in, and contribution of our
educational offer to the educational landscape
in the Netherlands and worldwide. A special
focus is placed on how FASoS addresses the core
challenges facing Europe and the world today
and in the future. The vision will particularly
refer to the principles of Bildung, interdisciplinarity
and PBL in education at FASoS. At FASoS, we
regard education as a lifelong process of human
development (education as Bildung), in addition
to training in gaining certain external
knowledge or skills in preparation for the labour
market. Our educational mission remains, first
and foremost, to educate creative and critical
minds, who can build bridges across peoples,
paradigms, societies and cultures. We will
formulate a FASoS vision on education by:
↦ Preparing a core strategic document, the
“FASoS: Educational Vision & Portfolio”,
which guides education at FASoS in times
of increasing, and often contradictory
external demands, and which maps and
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explains our educational offer to increase
the faculty’s visibility in the Netherlands
and worldwide. The vision addresses how
FASoS programmes can equip students
with the intellectual tools and skills needed
in today’s changing world. It also draws on
the core philosophical principles that have
been guiding education at the faculty over
the past decades, and which will guide our
education in the future, also within the
broader framework of UM’s vision on
education.
↦ Setting up a taskforce comprised of
academic staff, support staff and students
which will prepare the FASoS vision during
the first year of the implementation of this
Strategic Plan.
2. The faculty will provide more opportunities
and pedagogical autonomy to academic staff to
update course contents to address core issues
and challenges facing Europe and the world
today, and to focus on developing and refining
teaching methods. To that end, the faculty will
encourage more integration of our staff’s
research expertise into our curricula. This in turn
increases the pedagogical autonomy of
colleagues with regards to revising and creating
new courses. Moreover, this will increase the
involvement of FASoS students in the faculty’s
flourishing research culture, and support
students’ individual learning trajectories, through
further embedding research-based learning and
research practice at all levels of the curriculum.
We will encourage more integration of our
staff’s research expertise in our curricula by:
↦ Allocating additional resources to
encourage the updating of programme and
course contents, the strengthening of
existing, and development of new teaching
methods, including outreach to nonacademic stakeholders. A special emphasis
is placed on a critical review of our

curricula, and how we address core issues
and challenges facing Europe and the world
today. The review also takes into account
the diversity of cultures and knowledge
systems, research methodology, and
disciplinary convention.
↦ Introducing a number of interdisciplinary
electives offered across our educational
programmes, especially in the bachelor’s
programmes (third study year). Interdiscipli
nary electives on core contemporary issues
(e.g. climate change and sustainability) will
facilitate the inclusion of research- and
project-based learning in teaching
programmes and courses.
↦ Considering local and national engagement
important pillars of our educational offer,
while staying firmly committed to the
international classroom. Additional
resources will be allocated to the further
development of Dutch-language education
in those programmes with a clear national,
regional and local dimension, such as the
master’s programme Arts and Culture and
its specialisation ‘Kunst, Cultuur en Erfgoed’.
↦ Creating greater synergies between the
various skills trainings at bachelor’s and
master’s level, for example by sharing course
activities and materials. This would in turn
free up resources and capacities, for example
for increasing the number of electives.

programmes, will be continued or, with
regards to our engagement with alumni,
ongoing efforts such as the external
advisory boards, will be enhanced.
4. We will re-emphasise that students develop
their ethical and social awareness and engage in
thorough and respectful debate with diverse
views. We expect our students to act with
integrity and learn to reflect critically on their
own opinions, judgements and biases. We will
do this by:
↦ Placing a greater emphasis on social and
ethical awareness and academic codes of
conduct in our communication and
interaction with students (at faculty-,
programme-, and course levels). While we
unequivocally support the notion that our
students should have greater agency in
their own learning, we believe that it is
essential that our students understand that
education is a right and not a commodity,
and that the right to education comes with
responsibilities.
↦ Reflecting on students’ ethical and social
awareness, respectful engagement, and the
academic code of conduct. This will be
integrated more systematically in the IWIO
course evaluations and as part of the
mentor training.

3. We will continue our efforts to better equip
students to develop successful careers, at
individual and organisational levels by:
↦ Drawing up a policy on student
employability, aiming at better supporting
our students’ career planning, and
developing curricular and extracurricular
modules and activities to help students
‘translate’ their academic knowledge and
skills into employability competences.
Existing mechanisms, such as the mentor
Keep on moving forward together | Strategic Plan of the Faculty of Arts and Social Sciences

27

Priority 2
Continue efforts to create a better,
more sustainable environment for teaching
at FASoS
We not only prioritise the content of our
teaching, but we also aim to create a better,
more sustainable environment for teaching at
FASoS. We aim to introduce reflection weeks,
free the summer break from teaching activities,
and will use excess resources to create a fairer
Solver. We also want to fine-tune and
streamline our quality assurance processes.
Goals and actions
1. The faculty will continue its efforts to create
a better, more sustainable environment for
teaching at FASoS. The faculty will introduce
measures to create more time for staff to recover
during teaching periods and over the summer
period, and also for students to re-energise and
have more time for reflection and self-study
between teaching periods. We will create a
better, more sustainable environment for
teaching by:
↦ Systematically introducing and reinforcing
reflection weeks. Depending on a
programme’s structure and preferences,
this would take the form of either a
teaching-free week at the start of periods 2,
4 and 5, or of period 3 as a teaching-free
period. Contact hours in years 1 and 2 of
the bachelor’s programme are kept stable
by offering reading and discussion colloquia
during the reflection week(s), led by
student tutors. Reflection weeks also help
students to re-energise and reflect during
teaching periods, and to develop their
self-directed study skills.
↦ Creating a set pool of second- and resit
thesis graders for each programme, which
will in turn ‘free’ other academic staff from
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thesis grading over the summer.
↦ Creating a better balance between de facto
teaching hours and de jure normuren in
Solver. This will be achieved by raising the
current rate for hours per student in the
bachelor’s programmes from 40 to 42. In
addition, and if sufficient resources are
available, initiatives are taken to make
Solver fairer, allowing Programme Directors
to increase the amount of normuren for the
most ‘undervalued’ teaching activities, such
as thesis supervision or first-time tutoring/
course coordination.
↦ Working with student assistants, who can
support academic staff ranging from help
with managing courses on Canvas,
searching for updated course literature,
responding to student enquiries, or other
teaching-related administrative tasks.
↦ Ensuring colleagues with young children or
other caring responsibilities will be able to
indicate preferences concerning their
teaching schedules, in case no alternatives
can be found. FASoS will also actively
support the broader goals of the UM Cares
project, and the creation of childcare
facilities at UM.
↦ Supporting the nation-wide initiative to
shorten the academic year, as well as
WOinActie30 proposals pertaining to
reducing bureaucracy and workload in
higher education.
2. We remain highly committed to offering
high-quality academic bachelor’s and master’s
programmes and to implement the Quality
Agreements. We aim to further streamline and
fine-tune the faculty’s quality assurance

30 WOinActie is a national movement of university staff and
students. WOinActie takes a stance for the needs of
university teaching and for research. Both are seen to be
under pressure due to savings and the stark rise in student
numbers.

processes, reduce bureaucracy, and to step up
didactical and logistical support for academic
staff. We will do this by:
↦ Streamlining and fine-tuning FASoS’ quality
assurance processes, including creating
better synergies and logical follow-up
between educational vision and policies,
the annual education plans, various sources
and moments of internal and external
feedback on educational programmes, the
mid-term reviews, and the broader
reaccreditation trajectories. Reducing the
duplication of efforts (e.g. reflection,
reporting) will free capacities and resources
for the development of programme content.
↦ Revising course evaluation procedures,
placing an emphasis on qualitative over
quantitative evaluation. IWIO questionnaires
are simplified to generate essential data
(e.g. study load, course rating). Student
focus groups will provide in-depth evalua
tions of course content, obtained ILOs and
tutor performance. We value the active
participation of our students in developing
our curricula (e.g. through Educational
Programme Committees, feedback sessions,
student representatives) over passive student
involvement reduced to a quantitative
‘rating’ of education as a ‘product’.
↦ Continuing to strengthen logistical support
for academic staff, including clearer
communication on key educational policy
and processes, and the support available.
The team of Educational Coordinators will
systematically review, propose and
implement measures to further strengthen
FASoS’ educational support processes.
↦ Recruiting Educational Coordinators for
every bachelor’s and master’s programme.
Educational Coordinators support
Programme Directors. All educational
programmes have one Programme Director.

The bachelor’s programmes recruit Associate
Programme Directors if and when necessary
for the delivery of high-quality education.
3. We strongly emphasise that offering highquality substance of academic bachelor’s and
master’s programmes is the quintessential goal
of our Strategic Plan, and of the efforts of all our
academic and support staff. Quality assurance
processes, didactical methodology and admini
strative effectiveness are regarded as key means
to achieving this goal, not as ends in themselves.
We will ensure the high-quality substance of our
bachelor’s and master’s programmes by:
↦ Critically reviewing and carefully evaluating
each (new) decision, policy or action
pertaining to education at FASoS, in light of
this single, quintessential goal. This will be
done by all stakeholders at FASoS, including
the Faculty Board and its supporting
infrastructures.
↦ Unequivocally committing to finding
solutions that least compromise the quality
substance of education in case of inevitable
contradictions between offering highquality substance of education and
financial sustainability.
4. The delivery of high-quality education at
FASoS is a joint effort, not just across disciplines
but also between support staff and academic
staff. When FASoS was a small faculty, an
understanding of each other’s work efforts was
easier to gain and to show. As the faculty has
expanded, it has become more difficult for all
educational stakeholders to recognise and
appreciate each other’s work, priorities and
personal efforts. We aim to continue to create
and institutionalise more linkages between all
educational stakeholders at FASoS, and to more
effectively include and support vulnerable
groups, such as D4s. We will do this by:
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↦ Ensuring the implementation of all the
educational priorities in this Strategic Plan
will be carried out by teams comprising
academic and support staff.
↦ Providing the opportunity, where possible
and desirable, for support staff and
academic staff to share offices. Support
staff are encouraged to move closer to the
‘core business’ of education by actively
participating in courses (e.g. guest lecture
or tutor, co-teaching, curriculum
development) as integral part of their
professional development trajectories.
↦ Creating the FASoS ‘twinning project’,
whereby academic staff will be matched
with a ‘twin’ sister or brother from support
staff on a rotating basis. The goal is to meet
for coffee every now and then, and to talk
about work at the faculty and life in
general.
↦ Creating the position of D4 coordinator to
give a more effective voice to and
representation of the interests of our
teaching assistants, and to intensify
guidance of colleagues starting their
teaching careers (see also section on HR).
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Priority 3
Blending online education into
FASoS educational programmes
The COVID-19 pandemic has shown the
importance of online education. While it was
difficult and time-consuming to get used to
online teaching, we have also noticed the
benefits of digital technologies in education.
We therefore want to blend online education
into our educational programmes, if and where
it creates added value to delivering highquality education.
Goals and actions
1. Ever-growing integration of digital
technologies into our societies poses formidable
challenges to education. Our students are
already and will continue to grow up in a world
where smartphones and tablets are widespread,
and where advanced digital competences are
expected by their future employers. FASoS
should embrace new technologies, strategically
and systematically, for the advantages they
bring to our education, such as offering students
pre-recorded lectures, which can be used in
successive years; easier-to-organise involvement
of international guest speakers via Zoom; or
skills lectures and feedback meetings with
students via Zoom, which in turn also create
more flexibility for staff and students. The
COVID-19 pandemic has provided us with solid
experiences and insights into the opportunities,
but also the challenges and disadvantages of
online teaching. Our goal is therefore not to
eliminate face-to-face teaching but rather to
integrate, to ‘blend’, online learning into
educational programmes if and where it creates
added value to delivering high-quality
education. We understand blended education as
an effort to ‘integrate online with traditional
face-to-face class activities in a planned,

pedagogically valuable manner.’ We will
embrace new technologies by:
↦ Expanding the scope and capacities of the
current FASoS support team “Online
Teaching and Learning” to support blended
teaching and learning. The support team
will become a taskforce comprising
academic staff, support staff and students
to further develop the definition, rationale,
core principles and vision for blended
learning at FASoS, within the broader UM
framework vision on blended education.
The taskforce will also draw up an action
plan for upgrading the logistical and
didactical support required for the
integration of blended learning into FASoS’
educational programmes (for staff and
students), the adjustments that have to be
made to existing quality assurance
processes, administrative procedures and
exam administration, and necessary
investments in FASoS ICT infrastructure.
The taskforce will also offer workshops and
trainings, exchange of best practices, as
well as direct didactical support to
Programme Directors and teaching staff.
↦ Having each academic programme decide
on the best mix of face-to-face and online
teaching, depending on the specific profile
of the programme, the programme ILOs,
the teaching and learning activities as well
as assessment methods. Programme
directors and course coordinators receive
additional normuren for the integration of
blended learning into their programme(s).
↦ Exploring new cooperation opportunities
(e.g. Open University, Heerlen) and
contracting additional capacities to provide
(external) expert support on blended
learning, including advice on issues
pertaining to copyright and intellectual
property.
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6
Domain 3: Research
Setting the scene: Research

illustration: Sarah Anschütz

FASoS is dedicated to analysing the
development of societies and cultures as they
unfolded during the modern and contemporary
era. We do this in an explicitly interdisciplinary
way, often engaging with other societal actors
(and thus also transdisciplinary).31 There are
four research programmes, and there are no
plans to change these. They are: Arts, Media
and Culture; Globalisation, Transnationalism
and Development; Politics and Culture in
Europe; and Science and Technology Studies.
Specifically, we study interrelationships
between Europeanisation and globalisation,
scientific and technological development, and
cultural and political transformation and
innovation. There is a strong focus on the
historical dimensions of these processes,
though we also pay attention to the ways in
which imaginaries of the future may affect the
present. Some of the phenomena studied by
FASoS researchers are: artistic practices,
diversity and inclusion, and cultural forms of
remembrance; governance, cooperation, and
integration at EU and global levels;
collaborative practices, knowledge networks
and embodied expertise in research and
innovation; and the global linkages created by
migration, finance and development policies.

31 See for example, Barry, A., Born, G. and Weszkalnys, G. (2008).
‘Logics of interdisciplinarity’, Economy & Society, 37(1), 20-49;
Nowotny, H., Scott, P. and Gibbons, M. (2001). Re-thinking
science. Knowledge and the public in an age of uncertainty.
Polity Press.
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More information about the research we
conduct can be found on our website.
A vibrant, interdisciplinary, and collegial
research culture makes FASoS an attractive
place for students and colleagues to study and
to work. Thus, the research policy at FASoS aims
to facilitate and support our individual and
collective research efforts. It builds on our
successes since we started more than 25 years
ago, and updates the approaches and tools so
that we are equipped to meet new challenges
in the ever-changing and highly competitive
national and international research
environment.
There are several challenges facing us in the
coming years. These include challenges facing
all researchers in our fields, such as reduced
national funding for the humanities and the
social sciences, and structurally low success
rates in national and international funding
schemes. We also face two challenges of our
own making. The first is the high-quality and
time-intensive form of teaching (see preceding
section on education). The second arises from
our commitment to supporting curiositydriven, inter- and trans-disciplinary research on
a huge variety of topics. This makes it more
difficult to profile our work for different societal
stakeholders.
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The pressure to publish and acquire external
funding remains high, especially for early
career scholars. We recognise that continuing
to engage in such activities may be important
for future career mobility. However, at FASoS
we welcome the policy developments that
acknowledge the futility and flawed
methodologies underlying individual and
institutional performance and rankings (such
as journal impact factors, H-indices, etc.), and
that seek to recognise the variety of contribu
tions that researchers make to education, open
science, and the societal impact of research.32
We also expect continued attention for
interdisciplinarity, research integrity, and
research data management, high on the
agendas of funding agencies and others
engaged in research policy and evaluation.
Some of these priorities are shared interna
tionally (e.g. open science and the long-term
implications of the COVID-19 crisis); others
have a specific spin in the Dutch research
landscape (e.g. on societal impact, research
communication, and integrity); and others are
framed within a UM context (e.g. on
interdisciplinarity). For all of these issues,
FASoS needs to come up with meaningful
responses, especially as many of these external
priorities could result in additional work
pressure which we wish to reduce.
We identify priorities so that our intellectual
and infrastructural capacities are put to good
use with the result that our colleagues
continue to enjoy doing research and sharing
their insights with students, colleagues,
professional peers, policy makers and other
societal actors. FASoS is already internationally
recognised as a centre of research excellence in

32 San Francisco Declaration on Research Assessment (DORA)
(2012), signed by Maastricht University in 2019; Leiden
Manifesto for Research Metrics (2015).
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different fields, and we expect that will
continue. We will expand our efforts in using
the possibilities offered by digital media to
communicate research results.
Within FASoS, research is characterised by its
diversity. Researchers study many different
topics, using different theoretical lenses and
methods. Output can and does take many
different forms in order to reach the wide
variety of audiences who may be interested in
our results. We value this diversity, although it
brings challenges, especially in the communica
tion of our distinct profile and the diversity of
our work. Our overall priority is to provide staff
with the resources to continue to produce highquality research. ‘High quality’ is a nebulous
term, and its definition can vary between
disciplines and over time. Academic peers are
best placed to evaluate the quality of research,
through peer review and other forms of interaction. Sometimes external funding is needed
to conduct high-quality research, but not always.
After several rounds of consultation with
different constellations of academic and support
staff, three key priorities have emerged:
↦ Provide resources to enable staff to
continue to produce high-quality research
output of different forms. Resources
include time, administrative support, and
infrastructure.
↦ Strengthen communication of research
results to a range of audiences, including
colleagues and students in FASoS and UM,
professional peers, civil society organisations,
policy makers, funding agencies, etc.
↦ Further stimulate (interdisciplinary)
collegial research environments.
Researchers have maintained contact with
one another throughout corona, but
contacts have attenuated and will need
cultivation in the coming period.

‘If it ain’t broke, don’t fix it’
During recent years,33 FASoS introduced and
strengthened a number of policies and support
measures which have already demonstrated
their value. We have no wish to introduce new
policies simply for the sake of innovation and
novelty, and we recognise that new policies
have an unfortunate tendency to create
additional work. We acknowledge and
appreciate the strength of the following groups
and activities, all introduced in the past:
↦ Research Support Office provides valuable
assistance in grant acquisition, monitoring
of output and developing appropriate
responses to data management and open
science initiatives.
↦ Communication support to share and
showcase research results.
↦ Research Panel provides extensive feedback
on grant applications.
↦ Research programmes offer staff
intellectual homes for sharing ideas.
↦ Graduate School stimulates both PhDs and
their supervisors to complete PhD projects
successfully and to support the future
employability of PhD candidates.

We cannot be complacent, however. In the
ever-changing national and international
research environments, we have to remain
open to new opportunities, secure funding to
recruit new PhDs and expand research
networks, and maintain our commitment to
quality and diversity in research. There are
points for improvement that have been
mentioned by previous external review
committees, particularly relating to sharing
both the results of our research and advice for
others on how to conduct high-quality interdisciplinary work. The first requires investment
in the identification of appropriate media for
different audiences and in the use of the
possibilities offered by digital technologies,
whereas the second is of greater interest to our
students, academic peers and (possibly)
funding agencies.

The previous Strategic Plan focused on ‘smart
choices’, in order to prioritise the quality of
publications over quantity, and to apply for
external funding only when it makes sense for
individuals and groups of researchers, in terms
of funding and/or network building. We remain
committed to those goals.

33 See previous Strategic Plan, 2016-2020; 2020 Mid-term
Research Review; 2017 Research Evaluation.
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Implications of our ‘guiding
principles’ for research at FASoS
↦ Our creative and critical minds guide the way we work: For research, this
is almost self-evident. FASoS research output stems directly from the
creativity and thoughtfulness with which colleagues pursue their
research ideas. Our creative and critical minds are brought to bear in all
stages of the research process, from identifying new research questions to developing new methods and to representing output in diverse
media and formats.
↦ Joining forces is part of the FASoS ‘DNA’: FASoS research is nearly always
interdisciplinary in approach, and this by definition means we will
continue to join forces, within and between research programmes.
↦ The principle of reaching out: We will find solutions to expanding ways
of sharing research results with a variety of audiences, including
students and colleagues at UM, but also our professional peers and
other stakeholders such as civil society organisations, policy makers,
and funding agencies. There are many labels for these kinds of
activities, including valorisation, impact, open science, public humanities, etc.

Priority 1
Resources for research quality
and diversity
Our overall priority is to maintain research
quality through providing time for colleagues
to engage in research, and to balance
individual autonomy with collective good. We
recognise that research is sometimes driven by
individual curiosity and is sometimes shaped
by the priorities of national and international
funding agencies or other sources of research
funding. We remain committed to providing
academic staff with 40% research time, but we
need to be aware that additional income is
needed to support that baseline figure.
Additional income is also needed to fund PhD
research and some other activities. We also
realise that it is often very difficult for academic
staff to devote 40% of their time to research
because of the short-term pressures created by
teaching and its management and
administration.
Goals and actions
1. Providing academic staff with time for
research by:
↦ Reducing time pressures created by
teaching, such as teaching-free periods and
a shorter teaching year, in line with UM and
national initiatives (see also HR and
Education sections).
↦ Transferring administrative tasks to support
staff where possible (e.g. hiring student
assistants; organisation of annual review of
PhDs; PURE registration of outputs).
↦ Continuing with support measures such as
ART (Additional Research Time) and RSF
(Research Support Fund) to support
preparation of high-quality publications
and research proposals.

↦ Engaging with national efforts to increase
funding for universities, especially for
fundamental research.34
↦ Recognising the long-term consequences of
the COVID-19 pandemic. This means that
expectations regarding publication output
and grant acquisition may have to be
revised downward in the coming years.
2. Valuing diversity of research within
FASoS by:
↦ Recognising the diversity (including
linguistic diversity) of research inputs and
outputs in career planning. Sometimes
research requires external funding, but not
always, and funding is itself a resource not
an outcome. Different forms of output are
recognised, depending on type of research
and audience to be reached (see also
priority 2).
↦ Continuing to collectively acquire external
funding to be able to employ PhD and
postdoctoral researchers, and to support
baseline research time (for FASoS that
means we need to acquire in new grant
income approximately 20% of government
funding per annum).
↦ Encouraging colleagues to apply to RSF
with interdisciplinary and/or cross-research
programme ideas.
↦ Developing a ‘Digital Studies Lab’ as space
for experimentation with digital methods,
tools, resources and forms of
representation.
↦ Providing time for colleagues to meet, and
attend research colloquia (e.g. one
guaranteed teaching-free period in the
teaching schedule to make this possible;
using digital technologies to support
remote and/or asynchronous attendance).
34 See for example the proposal by the KNAW to provide all
researchers with ‘rolling grants’, KNAW (2020). Het
Rolling-GrantFonds, KNAW.
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↦ Reviewing points system for publications
(used in HR discussions) – to recognise
interdisciplinary, collaborative work and
non-traditional forms of output. It needs to
be reviewed for two reasons: to increase
transparency in HR discussions and to
reduce administrative workload (currently
three different systems in place).
↦ Supporting the work of the Research
Support Office and the Research Panel in
order to attract external funding.

Priority 2
Strengthen communication of research
results (impact, open science,
valorisation, engagement, citizen science,
public humanities, etc.)
Doing good research is important for staff
well-being, but we also want to share our
research results with a range of audiences,
including colleagues and students in FASoS and
UM, professional peers, civil society organisa
tions, policy makers, funding agencies, etc.
These sorts of activities can be captured by a
variety of terms: publishing, debate, exhibition,
engagement, valorisation, citizen science, open
science, impact, etc. Some of these have a long
history, some are new labels for long-standing
practices, preferred terms vary between
countries and disciplines. FASoS has a tradition
of linking research to societal concerns. This
does not mean that research only looks at ‘the
new new thing’,35 but that we take seriously
the need to understand history. Previous
research reviews and assessments have
pointed out that the interdisciplinary, societally
relevant, and excellent research conducted at
FASoS is not always as widely known as it could
and should be. We will develop training and
other mechanisms to support staff who wish
to develop their outreach activities, including
how to deal with attacks on academics and
academic freedom, which are sadly on the
rise.36

Goals and actions
1. Increasing awareness of research outputs by:
↦ Expanding scope and distribution of Annual
Report.
↦ Enhancing website of Research Institute,
research programmes, and interfaculty
research centres.
↦ Supporting production of traditional and
non-traditional output (incl. language
editing, report design, writing workshops,
videos, podcasts, exhibitions, social media
use, citizen science training).
↦ Raising awareness amongst academic staff
of social media to promote research
activities, and how to deal with negative or
hostile reactions from the public.
↦ Developing (CPD) training activities in
research communication as part of the
obligatory CPD training offered to staff.
Improved communication skills would also
benefit teaching.
↦ Monitoring value of existing measures such
as VSF (Valorisation Support Fund) and
Valorisation Prize.
↦ Displaying publications (when buildings
properly open, use bookcases to showcase
work on particular themes, from research
programmes, interfaculty research centres,
SHCL, etc.).

3. Improving awareness of open science, FAIR
data, GDPR obligations, research integrity by:
↦ Working with UM, national and
international initiatives to support open
science and open data if and when in line
with diverse epistemic practices
represented in FASoS.
↦ Developing registration for data
management plans, FAIR data & GDPR
registration – via data steward, library, ICT
services (and reminder to resist top-down
– from Berg, Den Haag, Brussels – attempts
to impose one-size-fits-all notions of data,
open access, etc.).
↦ Improving digital infrastructure and staff
training in its use to enhance both research
communication and open science
initiatives (including citizen science).
↦ Exploring ways to support open access
publications, including monographs, edited
collections and journal articles.
↦ Increasing awareness amongst FASoS staff
of UM, national and international
requirements on data management, open
science, research integrity through
Graduate School activities for PhDs and
postdocs, and CPD activities for other
researchers.

2. Improving research-teaching integration by:
↦ Expanding academic staff involvement in
Excellence programmes such as Honours,
Honours+, MaRBLe, PREMIUM (and sharing
the results of those programmes via the
open access publishing resources offered by
the library).
↦ Developing CPD activities about researchteaching integration in regular bachelor’s
and master’s programmes.

35 Lewis, M.M. (1999). The new new thing. A Silicon Valley Story.
W.W. Norton & Co.
36 Intimidatie van wetenschappers: wie beschermt academische
vrijheid? - 24 juni 2021 — KNAW
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Priority 3
Further stimulate (interdisciplinary)
collegial research environment
↦ Interdisciplinarity is central to the work of
FASoS, in both teaching and research. Doing
high-quality research, interdisciplinary or
otherwise, is a collective enterprise, and
requires a collegial environment. Academic
staff need to be able to learn from one
another. Support and managerial staff need
to recognise the different temporal and
other demands of conducting research. The
existing collegial research environment
could be strengthened by enhancing the
already diverse composition of the faculty,
as such diversity provides role models,
different perspectives, and possible new
research topics. Renewal of staff and ideas
is important to our long-term research
culture, thus we will continue to attract
talented PhDs and other early career
scholars (as postdocs, new tenure track
appointments, visitors). We also value the
experience of colleagues approaching the
end of their formal careers, and will
facilitate their post-retirement engagement
with FASoS (see section on HR). We already
have many mechanisms in place to
facilitate collegiality, but awareness of
these could be improved.
Goals and actions
1. Valuing diversity of staff, including lifecourse diversity by:
↦ Enhancing the already diverse composition
of the faculty. Such diversity not only
provides role models for students and early
career colleagues but might also lead to
different perspectives and new research
topics (within the research programmes).
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↦ Attracting early career scholars such as
PhDs, postdocs and through our visitors
policy.
↦ Valuing the experience and expertise of
those approaching and beyond retirement
(e.g. through invitations to research
colloquia).
2. Community building by:
↦ Encouraging cross-research programme
engagement through making it possible for
staff to attend activities organised by other
research programmes (e.g. sharing
programmes of events, ensuring teachingfree period 4 on Wednesdays).
↦ Supporting the Graduate School in its
provision of high-quality training that
sensitises PhDs to different methodological
and theoretical traditions, and prepares
them for employment prospects in
academia and beyond.
↦ Organising FASoS-wide research events on
shared topics, such as democracy,
sustainability, diversity, migration.
↦ Collaborating with other faculties where
appropriate (joint projects and events;
sharing expertise on funding acquisition).
↦ Developing a ‘Digital Studies Lab’ as
meeting place for collaboration and
experimentation.
↦ Encouraging joint research and publications
(through RSF), and highlighting joint
publications, such as the forthcoming
FASoS book, Interdisciplinarity by Example.37

Our research milestones are inextricably linked.
Taken together, the priorities and actions
mentioned above will enhance our ability to
perform well in the next research evaluation
(SEP, in 2023). Continuing to provide a
supportive and vibrant academic culture for
staff at all career stages (including PhDs) is
central to our plans. Similarly, sharing highquality research outputs with a range of
audiences is closely related to university and
national commitments to open science and
transdisciplinary engagement.

37 This volume is edited by two senior FASoS colleagues, Karin
Bijsterveld and Aagje Swinnen, and includes 17 chapters by
FASoS colleagues, from all four research programmes. It is due
to be published in 2022.
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7
Outlook
During our consultations, we have often been asked
the questions of ‘where do we want to be in four years’,
do we have a ‘common goal’? We indeed have a common
objective that unites our endeavours:
‘We want to create a field where staff and students
can flourish. This field is a fundamental basis for our education
and research in a world of change.’
This ‘field’ has already prospered under the guidance of previous
Faculty Boards and with the help of everyone who works
and studies at FASoS. We look forward to further working on its
growth, together with all of you.
We would like to thank everyone who has
contributed to this Strategic Plan.
photo: Sally Wyatt

Christine Neuhold, Giselle Bosse, Sally Wyatt
6 October 2021, Maastricht
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