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IN SEARCH OF EXCELLENCE

IN RESEARCH AND POLICY

ADVICE: SUCCESS FACTORS

FOR INTERNATIONAL

COMPETITIVENESS

MEINHARD KNOCHE*

When Tom Peters and Robert Waterman published
their bestseller In Search of Excellence: Lessons from

America’s Best-Run Companies in the 1980s, it was
their goal to respond to the success of  Japanese com-
panies at the time and by analysing the best
American companies to propagate a recipe for suc-
cess for Western businesses competing in the global
market. Since the appearance of  this – perhaps most
well-known – book on management, globalisation
has expanded at an extraordinarily rapid pace
beyond the business world into almost every area of
society. This is particularly true for scientific
research at universities and non-university institu-
tions, where international cooperation has been an
important factor for a long time now. At institutes
focusing on research-based policy advice, however,
international competition only really began to take
off  in the mid-1990s. Today a growing number of
these research facilities must consider what success
factors are necessary to strengthen their position in
international competition.

It was Peters und Waterman who saw the need for
businesses to free themselves from the rationalisti-
cally-based paradigms of  management thinking
and to return to basic business virtues (especially
customer orientation) und to emphasise in their 7 S
model, in addition to the hard factors (strategy,
structure, systems), the ‘soft’ factors (skills, staff,
style und shared values). For research-oriented
institutions the ‘soft’ factors, especially employee
competence, international company culture and the
research reputation that is transmitted outside the

institution are anything but soft – they are in fact

the key factors to success.

The Leibniz Association, to which the Ifo Institute

also belongs, is – together with the Max Planck Ge -

sell schaft, the Fraunhofer Gesellschaft and the

Helmholtz Gemeinschaft – one of  the large and re -

nowned German research organisations. The

Leibniz Institutes provide a good example of  the

increase in international competition and the

importance of  the soft factors, especially employee

competencies, for achieving international competi-

tiveness:

Striving for top performance is an absolute necessity

for the institutes in the Leibniz Association, as excel-

lence secures their existence. In order to finance their

research, the institutes must compete for funding

provided by the federal and state governments as

well as for revenue from contract research.

Successful bidding on a long-term basis is dependent

on top research and research-based services for soci-

ety (especially policy advice). Top performance, par-

ticularly in research, can only be based on interna-

tional competition. Thus the economic research

institutes that are part of  the Leibniz Association

compete with international and European research

facilities not only to acquire revenue from contract

research projects but also with respect to their

research publications and conceptual contributions

to economic policy. Furthermore, the European

Commission has contributed to the increase in inter-

national competition by instituting their research

framework programme in addition to the Europe-

wide bidding process for national research projects.

Principles of competition in government research 
promotion

The success in competing for contract research pro-

jects can be seen in terms of the volume of revenue

acquired from these projects; here success in the bid-

ding process depends directly on the quality of the

research. For the Leibniz Institutes this is also true for

the basic financing provided by the federal and state* Ifo Institute for Economic Research.
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governments. This funding has been increasingly dis-

tributed on the basis of competition, which is orient-

ed around the standards of top international research.

One of the competitive instruments that the federal

and state governments have agreed on involves a spe-

cial fund used by the Leibnitz Senate to grant financ-

ing for projects based on a bidding process. The fund

is financed by a portion of the annual growth in rev-

enue allocated to the Leibniz Institutes. This instru-

ment, which has had a greater impact on the competi-

tion for government funding and the efforts to achieve

top performance is, however, also the evaluation

method characteristic for the Leibniz Association.

Because of its importance – also as an international

model – it will be described in detail below.

The federal and state governments support the Leibniz

Institutes because of their supra-regional importance

and the general interest of the state in the institutes’

economic policy research. The Joint Scientific 

Con ference (Gemeinsame Wissenschafts konferenz –

GWK), which governs the research funding by the fed-

eral and state governments, reviews in regular intervals

(at the latest after seven years) whether the institutes

still fulfil the prerequisites for the funding they receive.

This is generally done by an independent evaluation

which concentrates primarily on the research perfor-

mance of the institutes. This regular evaluation has

been carried out for more than thirty years now. The

evaluations were originally introduced by the Scientific

Council (Wissenschafts rat), which, after introducing

high quality research standards despite some resis-

tance, wanted to place the performance evaluation in

the hands of an independent group of experts. As a

result of the restructuring of the German research

landscape after German reunification, the Scientific

Council carried out only two sets of evaluations of the

institutes now in the Leibniz Association in the course

of its nearly 25 years of responsibility. Based on its rec-

ommendation in 2001, the federal and state govern-

ments transferred this responsibility to the indepen-

dent and auto nomous Senate of  the Leibniz

Association. In 2002 it began the first round of evalu-

ations, completing them at the end of 2008. 

The evaluation procedure is governed by the Senate of

the Leibniz Association, which has set up a permanent

committee for the preparation and implementation of

its decisions – the Senate Evaluation Com mittee

(SAE). The Senate and the Committee are comprised

exclusively of voting members who are neither mem-

bers of  the management bodies of  the Leibniz

Association nor employees of Leibniz Institutes. The

members of  the Senate include public figures,
researchers as well as representatives from the federal
and state governments. In the Senate Evaluation
Committee there are four members of the Senate, twen-
ty researchers and six representatives from the federal
and state governments. This membership mix ensures
the independence expected by the federal and state gov-
ernments in the conceptualisation and implementation
of the two-phase procedure. In the initial phase the
research performance of a Leibniz Institute is evaluat-
ed based on the criteria defined by the Senate and by
groups led by members of the Senate Committee,
which also chooses external experts from different
fields depending on the expertise of the institute being
evaluated. The assessment of these groups is based on
international quality standards using an extensive and
standardised catalogue of questions provided by the
Senate. With this catalogue the figures for research out-
put (for example the number of articles published in
internationally recognised journals, the number of
employees with doctorates and calls to universities as
well as the volume of revenue from contract research
acquired in a bidding process) are placed in relation to
the number of research employees at the institute.
Additionally the evaluation groups gather information
during a two-day visit at the institute. The groups then
document the results of their evaluation in a report that
can no longer be altered. The institute, however, has the
opportunity to respond to the report. 

In the second phase the Leibniz Senate assesses the
results of the evaluation group using the Senate
Evaluation Committee’s prepared materials and
issues its decision. The evaluation of the Senate,
which usually involves a series of suggestions, com-
ments and proposals directed to the executive boards
of the institutes, the advisory boards, supervisory
bodies and funding authorities), ends with a recom-
mendation to the federal and state governments,
whether and, if  applicable, under what conditions the
funding provided by the federal and state govern-
ments should be continued. The recommendation
made by the Leibniz Senate is the basis for the above-
mentioned decision of the Joint Science Conference
to continue funding the institute.1
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1 According to the Bericht des Senats der Leibniz-Association an den
Ausschuss der Gemeinsamen Wissenschaftskonferenz: Evaluierungen
von Leibniz-Einrichtungen 2002 bis 2008, 62 evaluations approving
further joint funding were carried out in the first round without the
Leibniz Senate requesting further action. For five institutes that
received positive votes without reservations the Senate required a
report to be made after three or four years on the implementation of
certain recommendations. In 13 cases reports were to be linked with
a re-examination of the funding requirements before the usual time
span of seven years had passed. In two cases the federal and state
governments discontinued funding as a result of the Senate’s recom-
mendations.
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To ensure the high quality of research work in the
Leibniz Association, the regular evaluations alternate
with internal controls of research performance levels.
This is carried out by the scientific advisory council of
a Leibniz Institute. The object of the internal evalua-
tion is, among other things, to assess whether the rec-
ommendations made by the Leibniz Senate were
implemented and to determine if  any action must be
taken in view of future Leibniz evaluations. Thus the
work of the scientific advisory councils has consider-
able influence on the results of the external evaluation
by the Leibniz Senate and should by no means be
underestimated. 

According to the Leibniz Senate, its evaluation
process has attracted considerable attention beyond
the Leibniz Association and those directly involved,
and the response has been very positive.2 This view
of  the evaluation procedure is also shared by the
institutes that belong to the Leibniz Association,
despite the enormous efforts involved. This is
understandable since the results of  the evaluation
provide not only an objective assessment of  the
institute in comparison to other facilities in the
same field but also help them to implement concep-
tual, structural and personnel changes to improve
overall per formance.

For the economic research institutes that are part of
the Leibniz Association, this financing and evalua-
tion system means that they can secure their exis-
tence with excellent performance in research and
research-based policy advice. Top performance in
research is measured according to international
standards with the help of  a performance scale. Of
decisive importance is the extent to which the
researchers are able to publish their results in inter-
nationally recognised, refereed journals or
renowned book series with strict peer review proce-
dures. An excellent research basis is a necessary but
not sufficient prerequisite for the Leibnitz Institutes
to succeed in competing for government research
funding. In addition this knowledge has to be used
for research-based services provided to society. Part
of  the mission of  the institutes that are part of  the
Leibniz Association is to participate in political and
social planning and decision processes, to con-
tribute to public discourse and to stimulate debate
as well as to provide the public with the information

required to understand the political discussion.

Here, too, there is competition over which institute

has the best ideas and is most successful in dissemi-

nating this knowledge. Success in this area can be

measured by institutions that specialise in media-

resonance analyses.

Competencies of employees: basis for and barriers to
excellence in research institutes

Excellence in research and research-based policy

advice requires that the institute employees have

high-level competencies that provide the fertile

ground for excellence while at the same time placing

boundaries on the institute’s output. The success of  a

research institute and the resulting reputation in the

Leibniz Association and the general public as well as

its excellence and developmental prospects logically

depend on the competencies held by the head of  the

institute, its senior researchers, post docs and doctor-

ates as well as its non-research personnel. This means

that those institutes will succeed in competing for top

performance in research and policy advice that

recruit the best researchers in their fields of  expertise.

This is only possible if  a research institute is seen as

an attractive employer and has a magnetic effect on

top re searchers. 

Developing a magnetic effect: employer branding 

Shaping the framework conditions in a research insti-

tute such that it can attract the researchers the insti-

tute wants to recruit is a challenge that goes consider-

ably beyond personnel-policy instruments. The aim is

to create an environment that is attractive to top per-

formers and particularly to young researchers. The

more a research institute succeeds in harmonising its

goals and activities with the personal goals and expec-

tations of its researchers the more attractive it will be

to the very best.

Since the second half  of the 1990s management liter-

ature has dealt with the increasing shortage of top

performers. Highly competent employees as a success

factor are becoming increasingly scarce, and money

alone is not the answer to recruiting the best. The con-

cept of employer branding assumes that only those

employers are in the position to recruit the best

experts and managing researchers who are able to

establish themselves as the most attractive employer in

the minds of the target group. This concept, which

2 See Bericht des Senats der Leibniz Gemeinschaft an den Ausschuss
der Gemeinsamen Wissenschaftskonferenz: Evaluierungen von
Leibniz-Einrichtungen 2002 bis 2008, adopted by the Senate of the
Leibniz Association on 26 November 2009.



was originally developed for businesses, also works

well for research institutes for two reasons. Firstly,

institutes have considerable leeway in offering – espe-

cially for research personnel – attractive (in particular

non-monetary) conditions. Secondly, it is possible to

influence an institute’s ‘branding’ in the scientific

community relatively quickly and without expensive

marketing measures. 

For non-university research institutes employer

branding aims primarily at achieving a reputation in

the scientific community of being an employer where

first-class research is conducted and university and

non-university careers are rigorously supported. For

the development of this kind of reputation, it is

imperative to provide to the relevant community

information that creates a specific image of  the

employer. That, however, is only one part of success-

ful branding; more effective is when researchers

employed at the institute act as ‘branding ambas-

sadors’ in the scientific community (employee brand-

ing). This occurs in two directions: the researchers not

only establish their own reputation through excellent

publications in journals and lectures at renowned con-

ferences, they also contribute to the reputation of

their research institute. As a result of this double

effect, employee branding is an effective method for

an institute to establish the reputation of being an

attractive employer in the relevant target group.

Employee expectations in research

The features that make an employer attractive for

potential employees vary considerably. A researcher is

interested in different aspects than an employee

engaged in non-research activities, and even amongst

researchers the attractiveness of an institute is –

depending on the individual stage of development –

based on different factors:

In many non-university research institutes junior

researchers constitute a large percentage of the staff.

As they have a strong impact on the performance and

developmental potential of institutes, it is imperative

to recruit the most talented. The following expecta-

tions on the part of the candidates influence to a con-

siderable degree which doctoral positions are most

attractive: 

• speedy completion of doctorate, and especially

consultation with the team leader during the doc-

torate programme;

• high quality education, in particular the participa-

tion in a demanding course of graduate studies,

summer schools and other possibilities; 

• institutional support to promote early internation-

al presentation of research results; and

• experience in policy-oriented and empirical pro-

jects. 

For post docs – in addition to payment – prospects for

further research development dominate: 

• successful further qualification (habilitation, publi-

cation in top journals), supported by team leaders

recognised in the scientific community; 

• time for own research and the international presen-

tation of research results; 

• international network, especially research abroad

as well as cooperation with visiting researchers and

co-authors; and

• gaining experience in policy advice and policy

debate, media work and taking on first leadership

tasks.

The candidates for positions of head researcher (head

of research departments) are led by the following cri-

teria: reputation of the potential employer, perfor-

mance-oriented, internationally competitive remuner-

ation and above all by factors that increase their own

market value in the scientific community and thus

promote their future career: 

• close cooperation of the institute with an interna-

tionally recognised university and a joint appoint-

ment as professor at such a university; 

• international scope of the research facility;

• governance structure that facilitates research devel-

opment as well as performance-promoting frame-

work conditions for the department they are to

lead, which includes sufficient freedom to explore

their own research; and

• possibility to influence the shaping of policy and

social developments. 

Based on these expectations there is a clear set of pre-

requisites that must be fulfilled in order to recruit the

best researchers. For doctoral students and post docs,

top priority is being integrated into teams in which the

head of department is active in promoting their fur-

ther development in research, in obtaining their doc-

torate and habilitation, and in publishing their results.

Thus the choice of department head is one of the

most important factors in the attractiveness of a

research institute as seen by junior researchers and

CESifo Forum 2/2011 96

Special



CESifo Forum 2/201197

Special

secondary level staff. The key factor for the magnet

effect of a research institute is the creation of the nec-

essary prerequisites to recruit excellent researchers for

department head positions. 

Factors involved in attracting potential employees to
non-university research facilities 

There are a considerable number of instruments that

must be used to attract top researchers. The following

fields of activity play a dominant role:

• provision of joint professorships and close contacts

to universities; 

• internationalisation of  the institute’s research

fields;

• performance-promoting governance structure; and

• promotion of the researcher’s profile in the scien-

tific community.

For each of these fields of activities there are strate-

gies and measures to be developed:

Provision of joint professorships and close cooperation

with universities

It is of  central importance that attractive professor-

ships are provided for head researchers. The more

recognised a head researcher is and the more in -

volved in the development of  his or her employees

the greater the chance to recruit highly talented doc-

toral students and post docs for his or her research

department

The fundamental prerequisite for recruiting excellent

and internationally experienced department heads is

the possibility of a professorship at the highest level

of the pay scale. A non-university research institute

cannot provide this possibility on its own, of course.

To be in the position to offer a joint professorship

with a department head at an institute, the institute

must have established a close and mutually trusting

relationship with one or more universities. To com-

pete with the best as a non-university research insti-

tute, it is thus mandatory to maintain close links and

to work together with universities.

Cooperation contracts between universities and insti-

tutes must be based on the will of both parties to

actively work in cooperation with each other. Pro

forma cooperation contracts and joint appointments

are not successful in the long term.3

If  a joint professorship only serves to provide a head
researcher of an institute with an attractive title, it will
only interest mediocre researchers. Top scientists who
are focused on their career value an active role at the
university and the opportunity to use university con-
tacts for research and teaching.

Internationalisation of research institutes

Of similar fundamental importance is the interna-
tionalisation of  research institutes. The higher the
specialisation degree and the demands on the scien-
tific expertise of  the researchers the lower the chance
to find a suitable candidate for head research posi-
tions on the national labour market. This is increas-
ingly true for post docs and junior researchers. This
means that the recruitment of  researchers must nec-
essarily be transferred to the international level.
Especially when in times of  demographic change
fewer junior researchers are available on the domes-
tic labour market, successful internationalisation of
the research institute will always be an enormous
competitive advantage.

For researchers from abroad an attractive institute is
active in the international scientific community,
recognised at an international level and known for its
international atmosphere. This kind of environment
can develop to the extent that internationality deter-
mines the subject matter of the research, the self-
understanding of the institute as well as its organisa-
tional culture and working environment. This atmos-
phere cannot be realised immediately but is the result
of a comprehensive, long-term strategy that can range
from focusing the subject matter of the institute on
the expertise of the researchers in the international
network to special integration measures for foreign
researchers. 

An international orientation is best achieved when
the institute establishes a worldwide research net-
work and supports its members in their activities, for
example, organisation of  conferences and publica-
tion of  research work. That not only strengthens the
reputation of  the institute in the international scien-
tific community but also leads to the involvement of
the institute’s employees in the activities of  the net-
work members, increases their familiarity with inter-
national research standards and expands their inter-

3 See Gemeinsame Berufungen von leitenden Wissenschaftlerinnen und
Wissenschaftlern durch Hochschulen und universitäre Forschungsein -
richtungen, report and recommendations of the ad-hoc working
group ‘Joint Professorships’, adopted by the Committee of the Joint
Scientific Conference (GWK) on 16 September 2008.



national contacts. A prime example is the CESifo

Research Network, which in its eight areas links 900

worldwide researchers. At its 25 conferences per

year, Ifo researchers are given the opportunity to

exchange views with experts from all over the world,

which has resulted in numerous research cooperation

projects.

Performance-promoting governance structure

The most important prerequisite for recruiting excel-

lent department heads lies beyond the sphere of the

institute’s director – their own calling. Top researchers

are internationally in demand and cannot be recruited

for the position of department head of a non-univer-

sity institute if  they doubt the professional or person-

al integrity of the institute’s director. And an interna-

tionally esteemed researcher will only accept the

appointment of director if  the concessions he/she is

required to make as a researcher are compensated in

other areas. Appointing the head of an institution is

one of the most important and difficult decisions for

the future of the institute, and one which is not easily

revoked. Thus the recruitment committees, superviso-

ry bodies and funding authorities who are involved in

this decision play a major role in determining the

future of the institute.

A governance structure that encourages top perfor-

mance requires a leader who provides the overall goal-

orientation for the institute and is always available to

its senior researchers, decides quickly, negotiates clear

goals, ensures quality and defines the financial, per-

sonnel and professional framework of the research

work. Part of a performance-promoting governance

structure is the work of the department heads, who,

within the governance structure provided by the insti-

tute management, have the freedom, responsibility

and power to decide how to plan their departments. In

an ideal scenario they not only expand knowledge in

their specialty area but also become respected opin-

ion-makers in public discourse.

A leadership culture that supports dialogue and sci-

entific discourse and emphasises the responsibility of

researchers is also part of  a performance-promoting

governance structure. As important as the setting

and monitoring of  goals, ensuring research quality

and following the rules of  good research are, the

development of  the individual researchers depends

on the trust of  the institute’s management in the

research competence and responsibility of  its

researchers. Supporting researchers in the process of

developing higher research quality leads to the pro-

motion of  the individual’s competence, but interven-

tion in the individual’s area of  responsibility as a

researcher is counterproductive. This trust in the

individual’s responsibility must rely on the expertise

of  the researcher, which has been confirmed in refer-

eed publications. 

Enhancing researchers’ scientific profiles

The conditions for enhancing the individual scientific

profiles of the economists in a research institute are

especially important parameters for recruiting the

best talent, not only at the level of department heads.

Here, isolated measures do not suffice; the creation of

an environment for advancing the scientific reputa-

tion is an organisational principle for all research

institutions. To achieve this, the following measures

are important.

(a) Creation of free space for research

A key precondition for the successful advancing of

the scientific reputations of economists at research

institutions is the creation of free space for research

projects that lead to internationally acknowledged

academic publications. This is more easily said than

done in applied research institutions in which earning

the necessary revenue from contract research and the

services related to the transfer of knowledge take up a

considerable amount of resources. Finding a suitable

balance for these different requirements that offers

enough free space for generating scientific output is a

key success factor for non-university research institu-

tions. This is a matter of the promotion of excellence

through efficiency, in which the following and other

factors play a role:

• creative selection of contract research projects that

expand the free space for research of the research

teams;

• energetic fund raising, especially the acquisition of

donations and purpose-free grants and profession-

al management of the institute’s assets;

• minimisation of overheads especially via an effi-

cient functioning infrastructure and service appara-

tus; and

• optimisation of research efficiency through optimal

technical support. It is mandatory that research

institutions employ state-of-the-art information

and communication systems and applications and

provide high-availability IT instruments with pro-

fessional user support.
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(b) Further scientific education

Advancing scientific reputations is not conceivable

without the permanent further development of exper-

tise and recognised publications. This principle holds

for the entire working life of a researcher: to stand still

is to fall back. The international networking of indi-

vidual researchers is also part of the promotion of

further education. Successful non-university research

institutions all enable their research staff  to make

international contacts at an early stage of their careers

with the help of which every researcher can build up

his or her own international network.

Indispensable instruments for the promotion of

researchers’ further education and the international

networking of individual scholars are in presentations

made at international conferences, stints as visiting

researchers at well-known universities or research

institutions, especially abroad, the possibility of

organising conferences or workshops with interna-

tional participants as well as invitations extended to

co-authors and visiting researchers. Research institu-

tions can support their staff  by granting them sabbat-

icals, by providing them with suitable funds or by sup-

porting them with the acquisition of funding that

would allow for research stays abroad. 

An institute’s own internal discourse culture provides

excellent opportunities for expanding the scientific

horizon of  the researchers in policy-oriented re -

search institutions, at the same time enlarging their

sensitivity for the policy relevance of  scientific issues.

This presupposes that the discourse is at a high sci-

entific level and simultaneously deals in an intense

manner with the policy implications of  the research.

In this way researchers can gain valuable information

for their projects but also for contributions to the

policy debate. Lunchtime seminars and workshops

are particularly suitable formats for these internal

discussions.

Especially junior staff  should be actively assisted in

their presentations of papers at international confer-

ences and in the journal publications that this leads to.

This can be done by means of preparation confer-

ences in which the researchers present their work to

their institute colleagues and receive their feedback.

The targeted support for junior staff  from supervisors

and senior researchers economists is also important as

well as the training of the technical skills that are nec-

essary for the realisation of scholarly papers and their

presentation.

Also the participation in graduate-school events at

neighbouring universities, at suitable summer school

courses as well as internal courses and giving staff  the

opportunity to teach at nearby universities are all

effective measures in helping young researchers

advance and should be part of the standard repertoire

of research institutions that wish to attract the best

talent. 

(c) Gaining experiences in policy advising

In the quest for talent, the research institutions stand

in competition with the universities, which can also

use the instruments described for the promotion of

their junior staff. This leads to the question of

whether the research institutions have any compara-

tive advantages over the universities in the competi-

tion for talent. A possible advantage is the intense

promotion of  junior staff  by research supervisors

and senior staff  as well as the greater scope for the

promotion of  international networking of  the junior

staff. For policy-oriented research institutions there

is an additional and equally important advantage:

providing opportunities for gaining practical experi-

ence in policy advice and participating in policy

debate.

Further important factors that strongly influence the

attractiveness of a research institute include a com-

petitive pay structure with performance-based ele-

ments, the equal treatment of men and women, a

healthy work/life balance, the promotion of dual

careers as well as career assistance for staff  that leaves

the institute.

Proven in practice

The above-described concept for increasing the attrac-

tiveness of research institutions for excellent staff  is

not just theory but has been proven in practice. It was

the personnel-policy component that propelled the Ifo

Institute from its existential crisis in the 1990s to the

forefront of economic research in Germany.

In 1996 the Ifo Institute paid the price for not suffi-

ciently promoting its scientific research despite the

warnings it had received in the 1980s from the

German Scientific Council. After a very critical eval-

uation by the Scientific Council, the Institute nearly

lost its joint funding from the federal and state gov-

ernments but at the price of a drastic reduction in

funding and its conversion to a research-based service



institution, as recommended by the Scientific Council
and implemented by the federal and state govern-
ments in 1999. 

In 1999, the new Ifo Executive Board reduced re -
search capacities by almost half, restructured the
Institute and set the goal for its research, policy advice
and service of achieving a leading position for the
Institute and of gaining a reclassification as a full
research institute within ten years. The performance
of the ‘new’ Ifo was put to the test when it was evalu-
ated by the Leibniz Senate. In its official statement of
14 June 2006, it determined that the performance of
the Ifo Institute had become ‘good and in some areas
very good to excellent performance in economic
research and policy advice’. At the same time, the
Leibniz Senate laid out the course for a reclassifica-
tion of the Ifo Institute to a full research institution,
with a decision to be made in 2009 on the basis of a
submitted work programme.

In its recommendation to the Joint Scientific
Conference that the Ifo Institute again be funded as a
research institution starting in 2010, the Leibniz
Senate up-dated its assessment of the Ifo Institute,
stating in its comment of  4 March 2009: “Ifo’s

research output over the past three years has been excel-

lent. Its performance has again been clearly improved

over the level of 2005 without this having come at the

expense of its services to the scientific community”. At
the same time the Leibniz Senate recommended that
the Joint Scientific Conference reclassify the Ifo
Institute as a research institute; this went into effect
on 1 January 2010.

Many factors contributed to this turnaround, espe-
cially the new strategic orientation aimed at close
cooperation with universities, the internationalisation
and the excellence in research, policy advice and ser-
vice. In order to reach these ambitious goals, the per-
sonnel basis had to be renewed. The concept present-
ed here was the basis for integrating the remaining
economists in the work of the Institute after its down-
sizing and at the same time for making the Institute an
attractive employer for new top-research performers.
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