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The Faculty of Law’s Talent
Management Plan 2026-2028

This talent management plan is based on the strategic plan for
Lund University 2018-2026", Lund University's platform for
strategic work 2025-20272, Lund University's Appointment
Regulations® and Policy on employment and good and clear career
paths for teachers and researchers at Lund University?, the Faculty
of Law's strategic plan 2018-2026° and the action plans that
complement it®. Also of importance is the Faculty of Law's action
plan for a balanced economy 2024-2027".

Introduction

The purpose of this talent management plan is to establish a
continued sustainable and transparent order for the faculty's talent
management. The plan will serve as a stable guide in the faculty's
work with issues related to talent management, career

TSTYR 2015/1048.
2STYR 2024/966.
3 Lund University's Appointment Rules (STYR 2024/1635).

4 Policy on employment and good and clear career paths for teaching staff
and researchers at Lund University (STYR 2019/1076).

5 STYR 2017/1783.

® The Faculty of Law's action plans for Research and Third-cycle education,
Education, External Engagement and Sustainable Development 2025-2026
(STYR 2024/2294); see also the Action Plan for Work Environment and
Equal Opportunities 2026-2028 (V 2025/2439).

" STYR 2024/1047.
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development and recruitment. The business is constantly
undergoing more or less extensive changes that can be difficult to
predict. There therefore needs to be a preparedness to adapt the
application of the talent management plan to the prevailing
conditions.

This talent management plan covers teachers and researchers as
well as technical and administrative staff (TA staff). Partly
different rules and conditions apply to talent management and
recruitment within these two categories. In this plan, "teacher"
means holders of employment of one of the types specified in
Lund University's Appointment Rules. In this plan, the term
"teacher" and "researcher" means a teacher according to this
definition, a holder of employment as a researcher and a holder of
employment as a doctoral student.

General starting points for the Faculty of Law's talent
management

Recruitment of teachers and researchers

General

The supply of skills for teachers and researchers at the faculty is
mainly determined by the needs of education and research. In both
education and research, the faculty shall strive for the highest
quality.

The Faculty's academic activities must be conducted in strong
academic environments where education and research are
intertwined. It is important to find synergies and a good balance
between these two activities. Both research and education must
also promote external engagement with the surrounding society.
Strong research environments need to be safeguarded and further
developed, while at the same time the breadth of research and
research-related education, including research supervision, in all
key subject areas included in the law programme need to be
ensured. Several of these subject areas need to be strengthened. It
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is also important that the faculty has the flexibility and
preparedness to make investments and recruitments in connection
with current and new research and education areas of strategic
importance.

The future talent management for teachers is a key issue for the
faculty. This applies not only to the Faculty of Law, but also to
other law faculties in Sweden, the Nordic countries and in the rest
of Europe. The faculty has a need for reinforcement in the coming
years due to impending retirements, successes in terms of external
research grants and understaffing in certain subject areas. It is of
great importance to ensure a broad subject competence among the
faculty's teachers, not least research competence in central areas
of education, and that teachers can participate in teaching in
different subject areas, as well as in research supervision, thesis
supervision and contract education.

A dynamic composition of teachers and researchers at different
stages of their careers promotes a good and creative educational
and research environment, as well as a good working
environment. Such a composition is also a prerequisite for a
functioning future supply of academic leaders. Recruitment and
preparatory work of subject representatives and review panels will
be combined with investments in pedagogical training and
broadened subject and teaching competence for teachers. An
important task for the faculty is to educate lawyers for the Swedish
legal system and the Swedish labour market in a European and
international context within the framework of the law programme.
At the same time, the faculty will strengthen and further develop
international impact in terms of research and education, as well as
collaboration and innovation. The Faculty shall therefore work for
a well-integrated internationalisation of the law programme, for
example through teaching elements and courses in English
regarding international and European aspects, when appropriate,
in parallel with elements that provide good knowledge of Swedish
law in Swedish. Against this background, it is important to ensure
the need for qualified teachers with competence in both Swedish,
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European and international law, as well as with the ability to teach
in both Swedish and English.

Lund University's Appointment Rules state that an important
work to promote good and clear career paths is to clarify and open
up the career system through competitive calls. According to the
Appointment Rules, open calls for competition are a starting point
for all employments. Another important aspect that emerges from
the appointment procedure is investments in skills development,
and an opportunity to promote to higher employment at different
stages of the academic career.

Specifically about professors

The professorship is the main teaching position at the university.
The duties include actively leading and developing the activities
and contributing to a stimulating research and educational
environment through research, teaching, supervision and
collaboration with colleagues and students, as well as external
engagement with the surrounding community, as well as
contributing to the faculty's other activities, for example by taking
on positions of trust and management. When recruiting
professors, the faculty must take into account the needs of the
organisation for a professor in the subject.

At Lund University and the Faculty of Law, you can be employed
as a professor following an open call in competition, be promoted
to professor and be called as a professor. Recruitment through
promotion shall be based on a strategic consideration, either by
the Faculty Board granting an application for consideration or by
establishing a promotion requirement profile in a generally
designed subject area.

In light of the fact that available resources are limited and must be
used efficiently, careful consideration is required of how the
faculty can best make use of the knowledge and experience of
retired professors and other retired teachers. Consideration must
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be given to the situation of premises and financial conditions, as
well as the expected contribution to the development of the
business.

Specifically about career development employees (associate
senior lecturers and postdocs)

Employment as an associate senior lecturer or postdoctoral fellow
is limited in time and intended for qualifications in research and
education and to provide the holders with the opportunity to
develop their skills for a continued academic career. There are
important differences between these two types of career
development positions.

Employment as an associate senior lecturer shall provide the
opportunity for pedagogical and scientific qualifications.
According to Lund University's Appointment Rules, the position
should primarily provide scope for qualifications in research. In
addition, an employment as an associate senior lecturer at the
faculty must also provide sufficient scope for teaching
qualifications to be able to work as a senior lecturer.

An associate senior lecturer shall, upon application, be promoted
to a position as senior lecturer until further notice in accordance
with the conditions set out in Lund University's Appointment
Regulations. Employment as an associate senior lecturer should
therefore be used for the more long-term skills supply in a subject.
The time limit for when an applicant should primarily be
considered for a position as an associate senior lecturer at the
faculty shall be five years after the public defence.® The duration
of the Associate Senior Lecturer position at the Faculty shall be

four years.®

According to Lund University's Appointment Rules, postdoctoral
fellows must primarily conduct research in order to develop their

8 The Faculty Board's decision 2024-11-20 (STYR 2024/2830).
® The Faculty Board's decision 2019-10-23 (STYR 2019/1739).
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independence as researchers. Prior to the announcement of a
postdoctoral position, there must be a plan for possible teaching
within the framework of the employment.

Specifically about doctoral students

A good and even flow of new doctors in doctoral education is an
essential part of the faculty's talent management, and strengthens
the faculty's attractiveness, nationally and internationally, with
potential students, teachers and researchers. In order for the
faculty to be able to conduct a doctoral education, a sufficient
number of active doctoral students is also required.

Prior to the announcement of faculty-funded doctoral positions
and decisions on co-financing of externally funded doctoral
positions, the need to ensure long-term regrowth in particularly
prioritised subject areas at the faculty must be taken into account.
In recruitment, priority must be given to those who have the best
ability to benefit from the education.

In order to continue to recruit doctoral students, both faculty-
funded and externally funded positions are required.

With regard to faculty-funded doctoral student positions, the
faculty shall, according to the action plan for a balanced economy
2024-2027 until 2027, employ two doctoral students with such
funding. Since one faculty-funded doctoral student position has
been advertised in 2025, one faculty-funded doctoral student
position remains until 2027. As soon as the economic situation
allows, the ambition is to advertise at least two faculty-funded
doctoral student positions per year. Faculty-funded doctoral
student positions should continue to be directed to a specific
subject area or several of them. Such targeted doctoral positions
are needed to build a skills supply from scratch and to meet the
future need for recruitments. In particular, as before, targeted calls
for doctoral positions of faculty-funded doctoral positions should
be used to promote regrowth in subjects that need reinforcement.
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In addition to faculty-funded doctoral student positions, external
funding will, as before, constitute an important basis for doctoral
student positions. The ambition is to advertise at least two
externally funded doctoral student positions per year. Prior to
applying for funding for doctoral student positions, the faculty
must make a careful analysis of the need for a doctoral student
position in relation to the financial conditions, especially with
regard to requirements for co-financing. For recruitment to
externally funded doctoral positions, it should, as before, be
possible to use targeted doctoral positions.

In order to ensure as broad a recruitment base as possible, a good
number of applicants and to guarantee that recruitment takes place
in open competition when announcing a doctoral studentship,
active recruitment work is required from the faculty aimed at
potential applicants. This is especially true for positions aimed at
a specific subject area or externally funded research project.

Recruitment of technical and administrative staff

Professional and well-functioning support activities are a
prerequisite for research and education to be conducted with the
highest quality. Employees in the professional support staff not
only contribute expertise in their respective fields, but also
represent the faculty in university-wide bodies and offer qualified
support to teachers and researchers as well as to the faculty
management. The above-mentioned aspects are to guide the skills
supply of the technical and administrative staff.

The technical and administrative staff form a multifaceted group
with both specialists and generalists. This breadth is a strength that
enables flexibility, collaboration and adaptability in a changing
business. The faculty must take into account that support activities
must offer well-integrated, meaningful, competent and effective
support to achieve the faculty's goals for education, research and
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collaboration. In this context, special consideration shall be given
to the possibility of increased collaboration and synergies between
the Faculty's support activities and core activities, between
different parts of the Faculty's support activities, and between the
Faculty's support activities and the University's central
administration.

Talent management and career development

With regard to both teachers and researchers and technical and
administrative staff, the Faculty of Law shall encourage
professional development and career development based on the
needs of the organisation and the development of the employees.
This is in line with Lund University's goal of being a world-class
university and an attractive workplace. Lund University offers a
wide range of skills development and career development for both
teachers and researchers (e.g. courses in teaching and learning in
higher education and career development activities for doctoral
students and postdocs) and for technical and administrative staff
including managers. The responsibility for analysing what skills
development is needed at the Faculty of Law rests with the Dean,
Head of Department, Deputy Head of Department, Administrative
Director and Heads of Administrative Divisions, but also with the
employees themselves. In relation to the doctoral students, the
supervisors also have a special responsibility to support the
doctoral students in their career development. Dialogue on skills
development and career development should always be included
in the annual development discussion, but can of course also be
conducted in other forums. All employees should feel that they
are strong in their skills to be able to perform their tasks. It is also
valuable for the Faculty of Law that there is a breadth of expertise,
and collaboration between departments, teaching teams and
research groups. Networking within the university and with other
higher education institutions will be encouraged and strengthened
as part of competence development.
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Priorities and actions

Recruitment
In terms of recruitment, the Faculty of Law shall:

- advertise teaching positions, especially senior lecturer
positions and professorships, financed by faculty grants
and/or external research grants, based on the faculty's
operational needs, the Faculty's strategic plan, this talent
management plan, the financial action plan and other
action plans for the Faculty.

- In addition to advertisements for professorships, promote
to the position of professor if necessary and, when
appropriate, establish promotion requirement profiles.

- evaluate the use of promotion requirement profiles by
2028.

- continue to investigate the possibilities for combination
employment of teachers and doctoral students together
with law firms, authorities and other actors. In doing so,
the Faculty must take into account the financial conditions
and other aspects of importance, such as the fact that there
may be special difficulties in recruiting in certain areas and
— in the case of doctoral students — that the Faculty must
have a vibrant doctoral environment.

- In accordance with the financial action plan, advertise one
faculty-funded doctoral student position until 2027 and, as
soon as the financial situation allows, work to advertise at
least two faculty-funded doctoral student positions per
year.

- work to increase the number of externally funded doctoral
student positions with the goal of announcing at least two
externally funded doctoral student positions per year.

- work to increase the number of externally funded
postdoctoral positions.

- advertise technical and administrative positions based on
the faculty's operational needs, the faculty's strategic plan,



this skills supply plan, the financial action plan and other
action plans for the faculty.

- After strategic considerations, taking into account financial
conditions, use different forms of employment for the
qualification of junior teachers and researchers, including
associate senior lecturers. When announcing a position as
an associate senior lecturer, the long-term need for a senior
lecturer in the subject area must be taken into account.

- take into account the interest in employees being able to
move between positions within and outside the university
world so that experience from practical legal life can
benefit research and education. Merits from practical legal
life shall be given importance in the recruitment of teachers
and researchers (including doctoral students) where
relevant.

- use adjunct teaching positions to strengthen external
engagement with the surrounding society, complement the
teaching staff and stimulate teaching and research.

- continue the work of welcoming visiting lecturers and
researchers, often from foreign universities, in order to
complement the teaching staff and stimulate teaching and
research, as well as international and cross-border
perspectives, taking into account the Financial Action Plan.

- continue to work to keep the use of research positions at a
low level.

- Prior to each recruitment, make a careful analysis of the
need in relation to the financial conditions, conduct
preparatory work to identify a potential search field with
the education and skills that are in demand.

When it comes to subject areas for the announcement of teaching
positions, the Faculty of Law must prioritise subject areas in need
of reinforcement.

There is still an extensive need for reinforcements in several
subjects. Announcements of teaching positions that are funded by
faculty funds should therefore be made with a focus on research
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competence and broad teaching competence in the subjects where
such extensive needs exist. In accordance with this approach, the
subject names should be kept broad and linked to basic legal
disciplines. Since the needs regarding teaching are largely found
in the law programme and in contract education, reinforcement in
the subjects should especially refer to teaching regarding Swedish
conditions in their European and international context. In
addition, the faculty needs to be flexible in relation to upcoming
and unforeseen changes in the composition of the teaching staff.
It 1s always important to make use of the special expertise that
exists in a subject.

On the basis of an overall assessment of the most urgent
recruitment needs in order to maintain the faculty's activities,
where the need for research-based teaching and intertwining
between teaching and research has been taken into account, the
following subjects (listed in alphabetical order) should be
prioritised for reinforcement in the form of senior lecturer or
professorship:

- Fiscal law

- Private law with expertise in family law

- Procedural law with expertise in civil procedure law.

In addition, there are educational and research strategic reasons to
prioritise reinforcement in:

- Subjects with a focus on health law in view of the need for
contract education and the potential of the faculty's research and
teaching environment in Health Law, including in terms of
collaboration with the Faculty of Medicine.

- Criminal law and criminal procedure law, for example in the
form of an employment as an associate senior lecturer, to meet
needs in connection with Lund University’s investment in the
strategic research area Practice-based professional research on
crime.
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With regard to subject areas for targeted calls for Faculty funded
doctoral positions, priority should be given to subjects with few
or no doctoral students at the faculty, taking into account long-
term needs in research and teaching and provided that there is a
relevant research environment.

It is important that the Faculty is prepared to make investments
and recruitments in connection with current strategic research and
education areas, as well as to make individual strategic
recruitments when the opportunity arises.

Talent management and career development
In terms of talent management and career development, the
Faculty of Law shall:

- develop support for skills development and career
development for teachers and researchers.

- develop the support for skills development and career
development for technical and administrative staff. This
staff shall, if possible, be given the prerequisites to
deepen or broaden their skills in specific areas through,
for example, continuing education, development work,
expert assignments or shadowing.

- promote skills development in terms of external
engagement with the surrounding society.

- continue to work with skills development in the Swedish
language and Swedish law where needed to enable long-
term career paths.

- promote the pedagogical development of teachers and
researchers, for example through pedagogical training,
including supervisor training and training on gender and
other critical perspectives, mentoring and various
development projects.

- promote good academic leadership by enabling
employees to participate in various leadership
programmes to an appropriate extent with regard to the
needs of the organisation.

Sida 12 av 13



Sida 13 av 13

promote new investments in research by, within the
financial framework, supporting strategically important
applications from teachers and researchers, for example
regarding ERC grants, nominating employees for research
excellence initiatives such as Pro Futura and participating
in the Swedish Research Council's investments in
associate senior lecturers.
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