TEMPLATE 4: ACTION PLAN

Case number :2024R0200614

Name Organisation under review: National Institute For Research and Development of Isotopic and Molecular Technologies

Organisation’s contact details: Donat, 67-103, Cluj-Napoca, Cluj, 400293, Romania

1. ORGANISATIONAL INFORMATION
Please provide a limited number of key figures for your organisation. Figures marked * are compulsory.

STAFF & STUDENTS FTE
Total researchers = staff, fellowship holders, bursary holders, PhD. students either full-time or part-time involved in research 171
Of whom are international (i.e. foreign nationality) 10
Of whom are externally funded (i.e. for whom the organisation is host organisation) 0
Of whom are women 89
Of whom are stage R3 or R4 = Researchers with a large degree of autonomy, typically holding the status of Principal Investigator or Professor 77
Of whom are stage R2 = in most organisations corresponding with postdoctoral level 52
Of whom are stage R1 = in most organisations corresponding with postdoctoral level 4?2
Total number of students (if relevant) 0
Total number of staff (including management, administrative, teaching and research staff 236

*At 31.01.2025

RESEARCH FUNDING ( figures for most recent fiscal year) €
Total annual organisational budget** 9 352 459 Eur
Annual organisational direct government funding (designated for research) 668 265 Eur

Annual competitive government-sourced funding (designated for research, obtained in competition with other organisations — including EU
funding)

8478 814 Eur

Annual funding from private, non-government sources, designated for research

0 Eur

**According to INCDTIM'’s budget execution (as in 2025) *** 1EUR= 5.0415 lei (annual average exchange rate according to the National Bank of Romania)




ORGANISATIONAL PROFILE (a very brief description of your organisation, max. 100 words)

We are a Research and Innovation (R&I) institute with more than 75 years of expertise in technological progress. Our organization has a
proven track record of providing advanced solutions across various scientific fields, encompassing fundamental research, applied sciences,
and technology transfer. We concentrate on a broad spectrum of research domains, including Materials Science, Stable Isotopes, Food
Safety, Renewable Energy and Environment, Nanofabrication, and Quantum Computing. Our interdisciplinary methodology, bolstered by
cutting-edge facilities, enhances our adaptability and aligns us with current EU research priorities. We possess significant experience and
expertise in tackling intricate challenges and promoting innovation.

Suntem un institut de Cercetare si Inovatie (R&!) cu mai mult de 75 de ani de experientd in progresul tehnologic. Organizatia noastrd are un
istoric dovedit in furnizarea de solutii avansate in diverse domenii stiintifice, incluzdnd cercetare fundamentald, stiinte aplicate si transfer de
tehnologie.

Ne concentrdm pe o gamd largd de domenii de cercetare, inclusiv: Stiinta Materialelor, Izotopii Stabili, Siguranta Alimentelor, Energie
Regenerabild si Mediu, Nanofabricare si Calculul Cuantic.

Metodologia noastrd interdisciplinard, sustinutd de facilitdti de ultimd generatie, ne imbundtdteste adaptabilitatea si ne aliniazd cu
prioritdtile actuale de cercetare ale UE. Detinem o experientd si expertizd semnificativd in abordarea provocdrilor complexe si promovarea
inovatiei.

2. STRENGTHS AND WEAKNESSES OF THE CURRENT PRACTICE:

Please provide an overview of the organisation in terms of the current strengths and weaknesses of the current practice under the four thematic headings of the Charter and Code
at your organization.

Note: Click on the name of each of the four thematic headings of the Charter and Code to open the editor and provide your answer.

Thematic heading of the STRENGTHS and WEAKNESSES

Charter and Code

Ethical and Strengths:

professional aspects | Puncte tari — Aspecte etice si profesionale

Strengths and Libertatea de cercetare: Unul dintre punctele forte ale INCDTIM este asigurarea unui echilibru intre

Weaknesses (max. libertatea de cercetare si responsabilitatile etice. Cercetatorii beneficiaza de libertatea de a desfasura

800 words) activitati de cercetare, iar acest lucru este sustinut printr-un cadru de reglementare bine definit, care
promoveaza respectul pentru drepturile persoanelor implicate in cercetare.
Freedom of Research: One of INCDTIM's strengths is maintaining a balance between research freedom and ethical
responsibilities. Researchers enjoy the freedom to conduct research activities, supported by a well-defined regulatory
framework that promotes respect for the rights of individuals involved in research.




Respectarea principiilor etice si integritatea cercetdrii: Activitatile de cercetare sunt sustinute de un cadru
institutional actualizat, bazat pe Codul de Etica si Integritate (actualizat Tn 2025), care promoveaza transparenta,
echitatea si conduita responsabild in cercetare. Mecanismele interne de monitorizare, incluzdnd Comisia de Etica si
Integritate si supravegherea manageriala, contribuie la asigurarea conformitatii cu standardele etice si cu regulile
institutionale.

Adherence to Ethical Principles and Research Integrity: Research activities are supported by an updated institutional
framework based on the Code of Ethics and Integrity (updated in 2025), which promotes transparency, fairness and
responsible conduct in research. Internal monitoring mechanisms, including the Ethics and Integrity Committee and
managerial oversight, contribute to ensuring compliance with ethical standards and institutional rules.

Prevenirea plagiatului si autoplagiatului: INCDTIM are o politica ferma impotriva plagiatului si
autoplagiatului. Aceste practici sunt prevenite si sanctionate cu strictete, iar cercetatorii sunt incurajati sa
adere la cele mai inalte standarde de integritate stiintifica.

Prevention of Plagiarism and Self-Plagiarism: INCDTIM has a strict policy against plagiarism and self-plagiarism.
These practices are actively prevented and strictly sanctioned, while researchers are encouraged to adhere to the
highest standards of scientific integrity.

Responsabilitatea profesionald: Codul de etica al INCDTIM interzice explicit plagiatul si protejeaza
drepturile de autor. Se pune un accent deosebit pe incluziunea tuturor persoanelor care au contribuit
semnificativ la realizarea unei lucrari stiintifice. Aceste masuri sprijina dezvoltarea unei culturi a
responsabilitatii profesionale si contribuie la consolidarea increderii in integritatea cercetarii realizate in
cadrul institutului.

Professional Responsibility: The INCDTIM Code of Ethics explicitly prohibits plagiarism and protects copyright. Special
emphasis is placed on including all individuals who have made significant contributions to a scientific work. These
measures support the development of a culture of professional responsibility and help strengthen trust in the integrity
of research conducted within the institute.

Managementul financiar si controlul intern: INCDTIM dispune de un sistem de control intern managerial
(SCIM) care garanteaza transparenta si eficienta utilizarii resurselor financiare. Biroul de management
financiar si Oficiul juridic sunt responsabile de asigurarea conformitatii financiare si contractuale, oferind
sprijin cercetatorilor in respectarea obligatiilor financiare. Acest sistem contribuie la o utilizare mai eficienta
a resurselor, aspect esential pentru succesul activitatilor de cercetare.

Financial Management and Internal Control: INCDTIM has an internal managerial control system (SCIM) that ensures
transparency and efficiency in the use of financial resources. The Financial Management Office and the Legal Office
are responsible for ensuring financial and contractual compliance, providing support to researchers in fulfilling




financial obligations. This system contributes to the more efficient use of resources, a crucial aspect for the success of
research activities.

Sprijin pentru dezvoltarea personalului INCDTIM sustine activ dezvoltarea profesionala continua prin oportunitati
de formare, activititi de mentorat si mecanisme institutionale de sprijin. Tncepand cu anul 2026, Biroul Proiecte
Internationale contribuie la consolidarea accesului cercetatorilor la oportunitdti de finantare europene si
internationale si sprijina participarea acestora in retele de colaborare si initiative de dezvoltare a proiectelor.
Support for researchers’ development : INCDTIM actively supports continuous professional development through
training opportunities, mentoring activities and institutional support mechanisms. Beginning with 2026, the
International Projects Office contributes to strengthening researchers’ access to European and international funding
opportunities and supports participation in collaborative networks and project development initiatives.
Weaknesses:

Puncte slabe — Aspecte etice si profesionale

- Constrangeri financiare: Dependenta de programele nationale de finantare pentru cercetare, dezvoltare si inovare
(CDI), precum si predictibilitatea limitata a oportunitatilor de finantare, pot influenta continuitatea activitatilor de
cercetare si planificarea strategica pe termen lung.

Financial constraints: Dependence on national research, development and innovation (RDI) funding programmes,
together with the limited predictability of funding opportunities, may affect the continuity of research activities and
long-term strategic planning.

-Necesitatea consolidarii ghidajului institutional privind bunele practici in cercetare: Desi INCDTIM dispune de
cadrul institutional necesar privind etica si integritatea in cercetare, inclusiv Codul de eticd, regulamentul privind
drepturile de proprietate intelectuald si ghidurile nationale aplicabile, este necesara dezvoltarea unor orientari
practice suplimentare pentru cercetatori privind aspecte precum recunoasterea contributiilor stiintifice, coautoratul
responsabil, mentoratul, Open Science si gestionarea datelor de cercetare.

Need to strengthen institutional guidance on good research practices: Although INCDTIM has an established
institutional framework for research ethics and integrity, including the Code of Ethics, regulations on intellectual
property rights, and applicable national guidelines, further development of practical guidance for researchers is
needed to address aspects such as recognition of scientific contributions, responsible authorship, mentoring, Open
Science, and research data management.

- Constientizarea insuficienta a aspectelor legate de transferul de cunostinte si drepturile de proprietate
intelectuala: ( Punct slab recalibtrat 2026 ) Desi clauzele privind proprietatea intelectuald sunt incluse in
contractele de munca, existd o nevoie de a trece de la simpla conformitate contractuald la o cultura activa a
valorificarii rezultatelor cercetarii.

Limited awareness regarding knowledge transfer and intellectual property rights ( weakness — recalibrated 2026):
While Intellectual Property (IP) clauses are integrated into employment contracts, there is a need to transition from




mere contractual compliance to an active culture of research valorization. Staff awareness regarding the practical
application of these rights and knowledge transfer mechanisms requires further reinforcement through targeted
training.

- Limitare in procedurile interne pentru integrarea noilor practici de cercetare: Procedurile actuale necesita
o actualizare pentru a oferi ghidaj practic cercetatorilor cu privire la concepte moderne precum stiinta deschisa (Open
Science), datele deschise (Open Data) sau etica co-autoratului.

Need to further integrate new research practices into internal procedures : Current procedures require updating to
provide practical guidance to researchers regarding modern concepts such as Open Science, Open Data, and ethics in
co-authorship.

Necesitatea formarii continue in integritatea cercetérii: in urma diseminérii digitale de succes a Codului de Etic3
(2026), INCDTIM trece acum la o etapa de dezvoltare profesionald interactiva. Tncepand cu 2027, accentul se muta
pe organizarea de seminarii periodice si ateliere practice dedicate abordarii dilemelor etice complexe, pentru a
asigura o cultura a integritatii solide si consecvente in toate grupurile de cercetare.

Need for continuous training on research integrity: Following the successful digital dissemination of the Code of
Ethics (2024-2025), INCDTIM is now transitioning towards interactive professional development. As of 2026, the focus
shifts to organizing periodic seminars and practical workshops to address complex ethical dilemmas, ensuring a robust
and consistent culture of research integrity across all research groups.

Recruitment and
selection
Strengths and

Weaknesses (max.

800 words)

Strengths:

Puncte tari — Recrutare si selectie

Respectarea legislatiei nationale si internationale: Procesul de recrutare respecta in totalitate legislatia nationala,
inclusiv Legea nr. 183/2024 privind Statutul personalului de cercetare-dezvoltare si inovare asigurandu-se astfel
conformarea cu reglementdrile legale si garantarea unui proces echitabil si transparent de selectie. in perioada 2025
— 2026 au fost regulamentele interne privind recrutarea, selectia, promovarea si politica OTM-R, implementarea
practicad a noilor prevederi se afla intr-o faza de consolidare.

Aceste reglementari stabilesc proceduri transparente, conditii de eligibilitate, criterii de evaluare si mecanisme de
luare a deciziilor aplicabile proceselor de angajare.

Compliance with national and international legislation: The recruitment process is fully aligned with national
legislation, including Law No. 183/2024 on the Status of Research, Development, and Innovation Personnel, ensuring
legal compliance and a fair, transparent selection framework. In the 2025-2026 period, internal rules on recruitment,
selection, promotion, and the OTM-R policy were updated and strengthened; however, their practical implementation
is still being consolidated. These provisions define clear and transparent procedures, eligibility requirements,
evaluation criteria, and decision-making mechanisms governing all recruitment processes.

Accesibilitatea si transparenta anunturilor de recrutare: Anunturile de recrutare sunt publicate pe platforme cu
vizibilitate mare, cum ar fi site-ul oficial al INCDTIM, portalul Ministerului Educatiei si Cercetarii (jobs.research.gov.ro),




si Euraxess. Publicarea pe mai multe canale asigura o distributie larga si accesibilitate pentru candidati din diverse
colturi ale lumii.

Accessibility and transparency of recruitment announcements: Recruitment advertisements are published on highly
visible platforms, such as the official INCDTIM website, the Ministry of Education and Research portal
(jobs.research.gov.ro), and Euraxess. Publishing through multiple channels ensures wide dissemination and
accessibility for candidates from various parts of the world.

Proces transparent de selectie: Anunturile includ informatii clare despre descrierea postului, cerintele si
competentele necesare, calendarul concursului si atributiile specifice postului. Rezultatele concursului sunt afisate
pe site-ul institutului, asigurandu-se transparenta in procesul de selectie.

Transparent selection process: Recruitment announcements include clear information on job descriptions, required
qualifications and competencies, the competition timeline, and specific job responsibilities. Competition results are
published on the institute’s official website, ensuring full transparency throughout the selection process.

- Diversitate si echilibru de gen: Procesul de selectie promoveaza echilibrul de gen, sustine diversitatea si asigura un
cadru de recrutare echitabil si nediscriminatoriu. Acest aspect reprezinta un avantaj important, in special in domeniul
cercetarii, unde diversitatea contribuie la cresterea nivelului de inovare si la dezvoltarea unor perspective stiintifice
mai complexe.

Gender diversity and balance: The selection process promotes gender balance, supporting diversity and ensuring a
fair, non-discriminatory recruitment framework. This is a key strength, particularly in research, where diversity
enhances innovation and leads to more robust scientific perspectives and solutions.

Politica de recrutare OTM-R: INCDTIM aplica principiile actualizate (2026) ale recrutarii deschise, transparente si
bazate pe merit (OTM-R — Open, Transparent, Merit-based Recruitment), in conformitate cu reglementarile
institutionale actuale si standardele europene privind resursele umane in cercetare. Aceste principii garanteaza
competitia deschisa, egalitatea de sanse si selectia strict pe baza meritului, competentelor si realizarilor profesionale.
OTM-R recruitment and selection policy: INCDTIM applies the updated (2026) principles of Open, Transparent, and
Merit-based Recruitment (OTM-R), in line with current institutional regulations and European research staffing
standards. These principles ensure open competition, equal opportunity, and selection based strictly on merit,
competencies, and professional achievements, contributing to a high-quality research environment.

- Accesibilitatea pentru toti candidatii: Concursurile sunt deschise oricdrei persoane care indeplineste cerintele
specifice postului, fara discriminare de niciun fel. Aceasta incurajeaza incluziunea si asigura ca procesul de recrutare
este nediscriminatoriu.

Equal access for all candidates: Recruitment competitions are open to all individuals who meet the specific job
requirements, without discrimination of any kind. This reinforces inclusiveness and guarantees a fair and equitable
selection process.




- Oportunitati de cariera postdoctorala si dezvoltare profesionala: INCDTIM ofera oportunitati structurate pentru
cercetatorii postdoctorali, sprijinind dezvoltarea profesionala continua si fncurajand participarea la proiecte de
cercetare nationale si internationale. Aceste oportunitati contribuie la consolidarea carierei stiintifice si la dezvoltarea
unei activitati de cercetare de excelenta pe termen lung.

Postdoctoral and career development opportunities: INCDTIM provides structured opportunities for postdoctoral
researchers, supporting continuous professional development and encouraging participation in both national and
international research projects. These opportunities strengthen scientific careers and foster long-term research
excellence.

Weaknesses:

Puncte slabe — Recrutare si selectie

Complexitatea atragerii cercetatorilor din strainatate: Atragerea cercetatorilor internationali reprezinta un proces
relativ complex si de duratd, influentat de factori administrativi, procedurali si de mobilitate internationalad. Acest
aspect poate conduce la prelungirea termenelor de recrutare si integrare si necesita eforturi continue de simplificare
si optimizare a procedurilor de recrutare internationala.

Complexity of attracting researchers from abroad: Attracting international researchers is a relatively complex and
time-consuming process, influenced by administrative, procedural, and international mobility factors. This may lead
to longer recruitment and integration timelines and requires ongoing efforts to simplify and optimize international
recruitment procedures.

Gestionarea aplicatiilor internationale transmise prin Euraxess: in conformitate cu legislatia nationald, recrutarea
se realizeaza exclusiv prin concurs pe baza de dosare, aceasta fiind obligatorie pentru toti candidatii, inclusiv pentru
cei internationali. Aplicatiile primite prin platforma Euraxess sunt adesea transmise initial sub forma de CV, fiind
necesara completarea ulterioara a dosarului de concurs in conformitate cu cerintele legale. Aceasta etapa
suplimentara poate genera pasi administrativi aditionali si timpi de procesare mai mari, evidentiind necesitatea unor
instructiuni mai clare si a unei comunicari standardizate privind obligativitatea depunerii dosarului complet de
concurs pentru candidatii internationali.

Management of international applications submitted via Euraxess: In accordance with national legislation,
recruitment is carried out exclusively through a dossier-based competition, which is mandatory for all candidates,
including international applicants. Applications received via the Euraxess platform are often initially submitted in CV
format, requiring candidates to subsequently complete the full application dossier in line with legal requirements. This
additional step may result in extra administrative procedures and longer processing times, highlighting the need for
clearer instructions and standardized communication regarding the mandatory submission of a complete application
dossier for international candidates.

Mecanism de feedback post-selectie insuficient formalizat: Desi rezultatele proceselor de recrutare sunt publicate
intr-un mod transparent, mecanismul de furnizare a feedback-ului individual detaliat candidatilor, la cerere, nu este




inca reglementat printr-o procedura standardizata. Consolidarea acestui aspect ar contribui la alinierea deplina la
bunele practici OTM-R si la Tmbunatatirea experientei candidatilor.

Insufficiently formalized post-selection feedback mechanism: Although recruitment outcomes are published in a
transparent manner, the provision of detailed individual feedback to candidates, upon request, is not yet regulated
through a standardized procedure. Strengthening this aspect would support full alignment with OTM-R best practices
and enhance the overall candidate experience.

Working conditions
Strengths and
Weaknesses (max.
800 words)

Strengths:

Puncte tari — Conditii de lucru ( update 2026 )

- Recunoasterea profesionald timpurie - Tinerii cercetdtori sunt integrati prin contracte individuale de munca in
cadrul proiectelor de cercetare, beneficiind de un sistem de mentorat bazat pe practici curente de sprijin si
colaborare directa, care le faciliteaza accesul la formare continua si resurse logistice.

Early Professional Recognition: Young researchers are employed with individual employment contracts within research
projects, thusgaining access to continuous training, mentoring, and adequate resources (financial, educational, and
infrastructure-related).

Ecosistem de cercetare stimulativ Investitiile Tn infrastructura moderna si laboratoare specializate creeaza un mediu
propice excelentei. Centrul de Transfer Tehnologic (acreditat MCID) ofera suport activ pentru valorificarea rezultatelor
stiintifice.

Stimulating Research Environment Investments in modern equipment and infrastructure contribute to creating a
suitableenvironment for high-quality research. National and international collaborations are supported, and research
topics are diverse. TheTechnology Transfer Center, accredited by the Ministry of Research, Innovation and Digitalization,
provides support to researchers forvalorizing their research results.

Promovarea echilibrului intre viata profesionald si personald - INCDTIM garanteaza egalitatea de sanse si
tratament pentru femei si barbati Tn cariera, asigurand conditii de munca echitabile si un echilibru intre
viata profesionala si cea personal3, inclusiv protectia maternitatii si concediul pentru cresterea copilului,
pogram de lucru flexibil, conform prevederilor din contractul colectiv de munca al institutului, strategiei si
planului de egalitate de gen, precum si legislatiei in vigoare.

Promotion of Work-Life Balance: INCDTIM ensures equal opportunities and treatment for women and men in their
careers by providing fair working conditions and a balance between professional and personal life. This includes
maternity protection, parental leave, and flexible working hours, in line with the provisions of the institute’s collective
labor agreement, gender equality strategy and action plan, and applicable legislation.

Stabilitatea locului de muncd - angajatii institutului beneficiaza de stabilitate la locul de munca, majoritatea
cercetatorilor fiind incadrati in baza unui contract individual de munca incheiat pe perioada nedeterminata.
Salariatii cu contract de munca pe perioada determinata se bucura de aceleasi drepturi si au aceleasi




obligatii pe care le au salariatii incadrati pe perioada nedeterminatad. Implementarea procedurii prin care
contractele individuale de munca incheiate pe perioada determinata sunt modificate in contracte
individuale de munca incheiate pe perioada nedeterminata.

Job Stability: Institute employees benefit from job stability, with most researchers employed under permanent
individual labor contracts.Employees with fixed-term contracts enjoy the same rights and have the same obligations
as those with permanent contracts. A procedure is in place to transition fixed-term contracts into permanent ones.
Finantarea si salariile corelate performantei - salariile sunt stabilite pe baza performantei in cadrul
proiectelor de cercetare, ceea ce motiveaza cercetatorii sa contribuie activ si sa imbunatateasca rezultatele
cercetarii. Cercetatorii beneficiaza de masuri de protectie sociala (plata concediilor in caz de incapacitate
temporara de munca / concediu de maternitate / concediu de paternitate, plata contributiilor la sistemul
de pensii si somaj) in conformitate cu reglementarile legislatiei nationale.

Performance-Based Funding and Salaries: Salaries are determined based on performance within research projects,
which motivates researchers to contribute actively and improve research outcomes. Researchers also benefit from
social protection measures (paid leave in case of temporary work incapacity, maternity/paternity leave, pension and
unemployment insurance contributions) in accordance with national legislation.

Sprijin pentru dezvoltarea carierei - formare si mentorat pentru cercetatorii debutanti, consiliere
personalizata in scrierea proiectelor prin Biroul de management proiecte internationale

Career Development Support: Training and mentoring are provided for early-career researchers, along with
personalized guidance in project writing through the International Projects Management Office.

Mobilitate internationala - cercetadtorii sunt sprijiniti sa participe la stagii internationale si conferinte,
consolidand retelele de colaborare internationale.

International Mobility: Researchers are supported in participating in international exchanges and conferences,
strengthening international collaboration networks.

Puncte slabe / Weaknesses

Fluctuatii financiare / Financial Fluctuations:

Fluctuatiile financiare impiedica implementarea unui sistem de salarizare predictibil, deoarece pot cauza
modificari ale fondurilor disponibile, afectand stabilitatea fondului de salarii.

Financial fluctuations hinder the implementation of a predictable salary system, as they may cause changes
in available funds, affecting the stability of the salary fund.

Instabilitatea contractelor de munca / Instability of Employment Contracts:

Contractele de munca pe perioada determinata incheiate in cadrul proiectelor de cercetare pot genera un
sentiment de incertitudine in cariera cercetatorilor.




Fixed-term employment contracts within research projects can create a sense of uncertainty in researchers’
careers.

Lipsa unui mecanism formal de feedback / Lack of a Formal Feedback Mechanism:

Nu exista un mecanism oficial de colectare periodica a sugestiilor din partea cercetatorilor, care sa permita
imbunatatirea continua a conditiilor de munca si a dezvoltarii carierei.

There is no formal mechanism for periodic feedback to gather suggestions from researchers, which would
allow for the continuous improvement of working conditions and career development.

Buget limitat pentru formare externa / Limited External Budget for Training:

Desi sunt oferite numeroase oportunitati de formare interna, accesul la cursuri externe de specializare sau
mobilitati internationale poate fi restrictionat de disponibilitatea fondurilor.

Although many internal training opportunities are offered, access to external specialized courses or
international mobility may be limited due to the availability of funds.

Bariere administrative si birocratice / Administrative and Bureaucratic Barriers:

Procesele administrative excesiv de birocratizate supraincarca cercetatorii cu sarcini administrative,
reducand timpul pe care acestia il pot dedica activitatilor de cercetare propriu-zise.

Excessively bureaucratic administrative processes overwhelm researchers with administrative tasks,
reducing the time they can devote to actual research activities.

Training and
development
Strengths and

Weaknesses (max.

800 words)

Strengths:

Puncte tari:

- Dezvoltarea profesionalda continud — INCDTIM faciliteaza accesul cercetatorilor la diverse oportunitati de
formare continua, inclusiv workshopuri, cursuri, seminarii si traininguri care acopera nu doar abilitati
stiintifice, ci si competente soft (comunicare, managementul proiectelor, leadership). Acest lucru ajuta
cercetatorii sa ramanad la curent cu ultimele tendinte din domeniul lor de specializare si sa fTsi
imbunatateasca abilitatile transversale.

Continuous professional growth: INCDTIM facilitates researchers’ access to various continuous training
opportunities, including workshops, courses, seminars, and training sessions that cover not only scientific skills but
also soft skills such as communication, project management, and leadership. This helps researchers stay up to date
with the latest trends in their field and improve their transversal skills.

- Dezvoltarea competentelor non-tehnice - formare in abilitati care sunt esentiale pentru succesul pe
termen lung al cercetatorilor, cum ar fi managementul carierei, scrierea de granturi, etica cercetarii si
comunicarea rezultatelor. Aceste competente sunt esentiale pentru ca cercetatorii sa se dezvolte ca lideri
in domeniul lor.




Development of transferable skills: Training in essential skills for the long-term success of researchers, such as career
management, grant writing, research ethics, and science communication. These competencies are crucial for
researchers to grow into leaders in their field.

- Posibilitdti de dezvoltare profesionala internationala - prin mobilitatea cercetatorilor si schimburile
internationale, ceea ce poate aduce cercetatorilor experienta globald. Participarea la conferinte
internationale si colaborarea cu institutii externe contribuie semnificativ la dezvoltarea profesionala a
acestora.

Opportunities for International Professional Growth: Through researcher mobility and international exchanges,
researchers gain global experience. Participation in international conferences and collaboration with external
institutions significantly contribute to their professional growth.

- Recunoasterea meritelor si evaluarea performantei - sistem transparent de evaluare a performantei, prin
care cercetatorii pot primi feedback constructiv despre realizarile lor, iar acest proces de evaluare sprijina
dezvoltarea carierei si identificarea domeniilor in care pot beneficia de formare suplimentara.
Acknowledgment of Achievements and Performance Assessment: A transparent performance evaluation system
provides researchers with constructive feedback on their achievements. This evaluation process supports career
development and helps identify areas where additional training may be beneficial.

Weaknesses:

Puncte slabe:

- Acces limitat la oportunitdtile de formare - accesul la oportunitatile de training poate fi limitat sau inegal
intre cercetatori, in functie de statutul lor (juniori vs. seniori) si de sursele de finantare.

Limited access to training opportunities — access to training opportunities may be restricted based on researchers
status (junior vs. senior) and the available funding sources.

- Resurse financiare insuficiente pentru formare - reprezinta o bariera semnificativa pentru cercetatori, mai
ales pentru cei aflati la inceputul carierei sau angajati pe perioade scurte, care nu dispun de bugete pentru
a participa la cursuri externe sau conferinte internationale.

Insufficient financial resources for training — this represents a significant barrier for researchers, especially those at
the beginning of their careers or employed on short-term contracts, who lack the budgets to attend external courses
or international conferences.
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1. ACTIONS

The Action Plan and HR Excellence in Research strategy must be published on an easily accessible location of the organisation’s

website.




Please provide the web link to the organization's Action Plan/HR Strategy dedicated webpage(s). Multiple links must be comma

separated.
http://ro.itim-cj.ro/hrs4r/

Please fill in a sum up list of all individual actions to be undertaken in your organisation's HRS4R to address the weaknesses or strengths identified

in the Gap-Analysis:

Actiuni propuse / Proposed ACTIONS

Principii GAP / GAP
Principle(s)

Termen (
trimestru/semestru) /
Timing (at least by

Responsabil / Responsible Unit

Indicatori / Tinte
Indicator(s) / Target(s)

Documente / Livrabile

L Documents / Deliverables
quarter/semester)
Free text -100 words max Retrieved from the GAP
Analysis
Action 1 Toate principiile Continous All KPIs / Target
A 1.1 Asigurarea continuitatii operationale a (Updated June President of the|All
Comitetului de Supraveghere (CS) si a | All principles 2026) Scientific ~ Council - | Formal decision/decree
Grupului de Lucru (GL), mentinand Process Coordinator designating  the  personnel
componenta institutionald revizuitd in anul Steering Committee actively involved in the HRS4R
2026. Working Group process.
Ensuring the operational continuity of the Al2

Steering Committee (SC) and the Working
Group (WG)

Maintaining  the revised institutional
composition of the Steering Committee and
Working Group as established in 2026 to
ensure stable governance throughout the
HRS4R process.

A 1.2 Executarea fluxurilor de monitorizare
trimestriala si raportare GL elaboreaza
rapoarte de progres iar Comitetul de
Supraveghere valideaza actualizarile si
comunica concluziile Consiliului Stiintific

A 1.2 . Working Group,
Supervisory Committee

A 1.3 Human Resources

Specialist -
communication of
information to the
INCDTIM Database
Manager

100% din rapoartele de progres
elaborate si validate trimestrial.

100% of progress reports
developed and validated
quarterly

Documents / Deliverables
Procese-verbale ale sedintelor,
rapoarte de progres validate

Meeting minutes, validated
progress reports
Al13



http://ro.itim-cj.ro/hrs4r/

A 1. 3 Actualizarea site-ul cu informatii
relevante despre implementarea strategiei
Updating the website with relevant
information regarding the implementation of
the HRS4R strategy.

Mentinerea unui portal web
bilingv actualizat constant
Maintaining a constantly

updated bilingual web portal
Documents / Deliverables:

RO: Portal web bilingv activ
(https://ro.itim-cj.ro/hrsar/).
EN: Active bilingual web portal
(https://ro.itim-cj.ro/hrsar/).

Action 2
Implementarea cadrului institutional privind

Principiul 2
Principii etice
Principiul 3

Permanent / Anual
(incepand cu
2026); integrat in

Responsabil: Presedinte
Comisia de Etica. Suport:
Specialist Resurse Umane,

KPlIs / Target

100% personal CDI informat privind

etica si integritatea in cercetare / Respor.'\sabilvitate inductia ‘ Consilier_ Juric{ic / Codu‘l de Eticéf' Iiapoarte anuale ale

Implementation of the updated institutional prf)fe.5|.onala personalului nou / Respons@le: Pre5|de.nt of | Comisiei de Etica /.

TarieErk on el and s e Pr|nC|.p|u_I 7 Bune Permanent / . the Ethics Comm.lttt.ee. 100% (?f R&D staff mform(?d
practice in Annually (starting | Support: HR Specialist, | regarding the Code of Ethics;
cercetare 2026); integrated Legal Advisor. Annual reports by the Ethics

A 2.1 Campanii anuale de informare si e e e e,

reconfirmare a Codului de Etica / Annual process. Documente / Deliverables:

digital information campaigns and Formular digital de luare la

reconfirmation of the Code of Ethics cunostinta, Cod de etica actualizat,

acknowledgment. Rapoarte  anuale /  Digital
acknowledgment forms, updated
Code of Ethics, Annual Ethics
Committee reports.

Action 3 Principiul 23 Permanent Responsabil: Evaluator

Action 3.1 Occupational Risk Management | Conditii de munca | (Finalizarea riscuri SSM / Persoand | KPIs / Target

and OSH Monitoring / Managementul | - Mediu sigur evaluarilor de cu atributii SSM.

riscurilor profesionale si monitorizarea SSM

Suport: Sefi de




Principiul 7 risc pana in S2 departament, 1. Evaluari risc 100%; 2. 4
A. 3.1.1 Cresterea gradului de siguranta in | Bune practici in 2027)/ Comitetul de Securitate | sedinte CSSM/an + 1 bilant; 3.
laboratoare si optimizarea activitatii CSSM / | cercetare si Sandtate in Munca 100% laboratoare inspectate
Enhancing safety in laboratories and Permanent (Cssm) / anual / 1. 100% risk
optimizing OSH Committee (CSSM) activities. (Finalizing risk assessments; 2. 4 CSSM
assessments by Responsible: OSH Risk | meetings/year + 1 annual
A 3.1.2 Finalizarea evaluarilor de risc pentru S2 2027) Assessor / OSH review; 3. 100% laboratories
toate categoriile de personal, actualizarea personnel. Support: inspected annually.
protocoalelor pentru precursori/substante Department Heads,
periculoase si monitorizarea conformitatii prin Occupational Health Documente / Deliverables:
controale anuale comune / and Safety Committee
Finalizing risk assessments for all staff (CSSMm). Rapoarte evaluare riscuri,
categories, updating protocols for Protocol precursori, IPSSM
precursors/hazardous substances, and specifice, PV-uri CSSM si
monitoring compliance through joint annual rapoarte control / Risk
inspections. assessment reports, Precursors
protocol, specific OSH
instructions (IPSSM), CSSM
meeting minutes and control
reports.
Action 3.2 OSH Training Program and | Principiul 23 Permanent Responsabil: Persoana | KPIs / Target
International Researcher  Inclusion /| Conditii de muncad | (Implementare cu atributii SSM, Sefii
Programul de instruire SSM si incluziunea | - Mediu sigur incepand cu de departament. 1. Rata de participare >80-100%
cercetatorilor internationali Principiul 10 Q4/2026) / Suport: Serviciul prin mecanisme flexibile; 2.
Nediscriminare si | Permanent Resurse Umane / 100% cercetatori straini instruiti
A 3.2.1 Implementarea programului flexibil de | incluziune (Implementation in engleza nhainte de inceperea
instruire  SSM si adaptarea lingvistica / | Principiul 7 starting Responsible: OSH activitatii /
Implementation of the flexible OSH training | Bune practiciin Q4/2026). personnel, Department
program and linguistic adaptation. cercetare Heads. Support:




A 3.2.2 Organizarea sesiunilor periodice de
instruire diferentiate pe categorii de personal
si asigurarea instruirii obligatorii Tn limba
engleza pentru angajatii non-UE pentru
garantarea intelegerii depline a normelor de
siguranta. / Organization of periodic
differentiated  training  sessions and
mandatory English training for non-EU staff.

Principiul 23
Conditii de munca
- Mediu sigur
Principiul 10
Nediscriminare si
incluziune
Principiul 7

Bune practici in
cercetare

Human Resources
Department.

1. Participation rate >80-100%
via flexible mechanisms; 2. 100%
of international researchers
trained in English before starting
activity.

Documente / Deliverables:

Annual training plan, individual
training records signed in two
phases, English support
materials

Action 4

Integrated IT Governance and Cybersecurity /
Guvernanta integratda IT si securitatea
cibernetica

Dezvoltarea si implementarea unei proceduri
integrate privind administrarea si securitatea
sistemelor informatice / Development and
implementation of an integrated procedure
for IT administration and security.

Securizarea infrastructurii  digitale prin
reglementarea accesului, protectia datelor de

Principiul 7 (Bune
practici in
cercetare),
Principiul 23
(Mediul cercetarii)

Principle 7 (Good
practice in
research),

S12027 (cu
monitorizare si
auditare anuala)

/

S1 2027 (with
annual
monitoring and
auditing).

Responsabil: Sef
compartiment IT / Data
Center, Compartiment
IT. Suport: Responsabil
SCIM, Responsabil
Protectia Datelor (DPO)

Responsible: Head of IT
/ Data Center, IT
Department.

Support: SCIM
Manager, Data

KPls / Target

1. 1 procedura integrata
aprobata prin SCIM; 2. Min. 1
audit intern IT/an; 3. 0 incidente
majore de securitate neadresate

/

1. 1 integrated procedure
approved via SCIM; 2. Min. 1

internal IT audit/year; 3. 0
unaddressed major security
incidents.




cercetare si asigurarea continuitatii activitatii
(corelat cu Directiva NIS2) /

Securing digital infrastructure through access
regulation, research data protection, and
business continuity (aligned with the NIS2
Directive).

Principle 23
(Working
conditions - Safe
infrastructure)

Protection Officer
(DPQ).

Documente / Deliverables:

Procedura IT (aliniata NIS2), Plan
de Backup si Recuperare,
Registre de acces si incidente,
Rapoarte de audit intern / IT
procedure (NIS2 aligned), Backup
and Disaster Recovery Plan,
Access and incident logs, Internal
audit reports.

Action 5

Elaborarea unei metodologii care sa
transpuna prevederile cuprinse in
Regulamentul general privind protectia

datelor — GDPR;
Development of a methodology regarding
data protection (GDPR).

Reglementarea fluxurilor de date personale si
de cercetare, asigurand conformitatea
institutului cu standardele europene de
confidentialitate

Regulating personal and research data flows,
ensuring compliance with European privacy
standards.

Principiul 7 (Bune
practici in sectorul
de cercetare) /

Principle 7 (Good
practice in
research).

S2/2027

Responsabil:
Responsabil Protectia
Datelor (DPO).

Suport: Compartiment
IT / Data Center,
Compartiment Juridic /

Responsible: Data
Protection Officer
(DPO).

Support: IT / Data
Center Department,
Legal Department.

KPlIs / Target

100% din angajati au acces la
metodologie si procedurile specifice
/

100% of employees have access to
the methodology and specific
procedures.

Documente / Deliverables:

Metodologie institutionala GDPR,

Dovada diseminarii (confirmare
Google Forms) /
Institutional GDPR methodology,

Proof of dissemination
Forms confirmation)

(Google

Action 6

KPIs / Target




Strengthening Participation in Innovation

Clusters and Networks / Consolidarea
participarii in clustere de inovare si retele

tematice

Proposed Action

Consolidarea participarii INCDTIM in clustere
de inovare si retele tematice nationale si
INCDTIM's
clusters

internationale / Strengthening

participation in innovation and

Principiul 8
(Diseminarea si
exploatarea
rezultatelor) /
Principle 8
(Dissemination and
exploitation of

Permanent

Responsabil:
Coordonator CTT,
Coordonator BPI. Suport:
Consiliul Stiintific,
Directorii de proiecte

Responsible: CTT
Coordinator, BPI

1. Mentinerea/activarea acordurilor
in clustere/retele; 2. Cresterea
propunerilor in consortii
internationale si a contractelor de
TT / 1. Maintaining/activating
agreements in clusters/networks; 2.
Increasing proposals in international
consortia and number of TT
contracts.

Documente / Deliverables:

national/international thematic networks. reslt L)) Coordinator. Support: Rapoarte de activitate anuale CTT si
Scientific Council, Project | BPI, Acorduri de aderare sau
Description Managers. contracte de colaborare /
CTT and BPI activity reports, Signed
Valorificarea structurilor institutionale (CTT si accession or collaboration
Biroul de Proiecte Internationale) pentru a agreements.
creste impactul si exploatarea rezultatelor
cercetdrii / Leveraging institutional structures
(CTT and International Projects Office) to
increase the impact and exploitation of
research results.
Action 7 Principiul 10 | Trimestrul IV 2026 | Responsabil: Consilier | KPIs / Target
Gender Equality Plan (GEP) 2026-2029 / | (Nediscriminare) /| /Q4 2026 Juridic - Responsabil cu | 1. 100% personal de cercetare

Strategia privind Egalitatea de Gen 2026—2029

Proposed Action 7

Principle 10 (Non-
discrimination)

Egalitatea de gen /

informat; 2. Adoptarea oficiala a
GEP de catre conducere /




Elaborarea Strategiei privind egalitatea de gen
2026-2029 / Drafting the Gender Equality
Plan (GEP) 2026—2029

Description

Dezvoltarea strategiei institutionale oficiale si
informarea cercetatorilor cu privire |la
aplicarea principiului egalitatii de gen si a
egalitatii de sanse in INCDTIM /

Developing the official institutional strategy
and raising researchers' awareness regarding
gender equality and equal opportunities
principles within INCDTIM.

Responsible: Legal
Advisor - Gender Equality
Officer.

1. 100% research staff informed; 2.
Official adoption of the GEP by
leadership

Documente / Deliverables:
GEP 2026-2029 aprobat, Materiale

de informare/diseminare, Procese-
verbale sedinte validare / Approved

GEP 2026-2029,
Information/dissemination
materials, Validation meeting
minutes.

Action 8
Scientific Performance Evaluation Regulation /
Regulamentul privind evaluarea performantei
stiintifice

Proposed Action

Finalizarea si aprobarea Regulamentului privind
evaluarea performantei stiintifice (conf. Legii
183/2024) / Finalization and approval of the
Scientific Performance Evaluation Regulation (in
accordance with Law 183/2024)

Description

Principiul 11
(Sistemele de
evaluare) /
Principle 11
(Evaluation
systems)

Principle 37 / 40

S1 2027 (Indicator
intermediar) / S1
2028 (Indicator
final) /

S1 2027
(Intermediate) / S1
2028 (Final)

Responsabil: Presedinte
Consiliu Stiintific. Suport:
Consiliul Stiintific,
Specialist Resurse Umane,
Consilier Juridic /

Responsible: President of
the Scientific Council.
Support: Scientific
Council, HR Specialist,
Legal Advisor.

KPIs / Target

Regulament elaborat, aprobat si
aplicat; criterii transparente pentru
personalul CDI (100% corelat cu
Legea 183/2024) /

Regulation drafted, approved, and
applied; transparent evaluation
criteria for R&D staff (100% aligned
with Law 183/2024)

Documents / Deliverables:
Dovada transmiterii catre ANC;
Regulament avizat de ANC si
aprobat de CA; Publicarea pe
portalul intern /

Proof of submission to ANC;




Elaborarea regulamentului in acord cu Legea
183/2024 si Carta Europeana a Cercetatorilor,
urmata de transmiterea spre avizare la ANC /
Drafting the regulation in line with Law 183/2024
and the European Charter for Researchers,

followed by submission to ANC for endorsement

Regulation endorsed by ANC and
approved by the Board; Publication
on the internal portal.

Action 9

Alignment of Employment Contracts (CIM)
with Law 183/2024 / Alinierea Contractelor
Individuale de Munca la Legea 183/2024

Proposed Action

Alinierea contractelor individuale de munca
cu prevederile Legii 183/2024 privind
evaluarea personalului CDI / Alignment of
individual employment contracts with Law
183/2024 regarding R&D staff evaluation.

Description

Introducerea in CIM/acte aditionale a
clauzelor privind atingerea obiectivelor CDI
(individualizate pe baza indicatorilor aprobati
prin Regulamentul de evaluare a personalului
CDI) si a clauzelor de sanctionare in caz de
neindeplinire, corelate strict cu ciclul de
evaluare la 3 ani si cu principiul criteriilor non-
cumulative.

Principiul 5
(Obligatii
contractuale si
juridice),
Principiul 11
(Sistemele de
evaluare) /

Principle 5
(Contractual and
legal obligations),
Principle 11
(Evaluation
systems).

S1/2028
(Subsecvent
avizarii
Regulamentului
de catre ANC) /
S1/2028
(Subsequent to
ANC
endorsement of
the evaluation
regulation)

Responsabil: Specialist
Resurse Umane. Suport:
Consilier Juridic, Consiliul
Stiintific /

Responsible: HR
Specialist. Support: Legal
Advisor, Scientific Council.

KPIs / Target

100% din CIM-uri
actualizate/conforme in termen de
90 de zile de la intrarea in vigoare a
noului Regulament / 100% of
employment contracts
updated/compliant within 90 days
of the new Evaluation Regulation
entry into force

Documents / Deliverables:

Modele CIM/Acte aditionale
actualizate, Procedura de aplicare /
Updated templates for
employment contracts/addenda,
Implementation procedure.




/ Introducing clauses regarding individualized
R&D objectives and sanctioning clauses into
employment contracts/addenda, correlated
with the 3-year cycle and the principle of non-
cumulative criteria.

Action 10

Monitoring Compliance with Law 183/2024
and OTM-R Principles / Monitorizarea aplicarii
CDI si a

legislatiei privind personalul

principiilor OTM-R

Proposed Action

Monitorizarea aplicarii prevederilor Legii nr.
183/2024, HG 1568/2024, HG 1569/2024 si a
Regulamentelor INCDTIM / Monitoring the
implementation of Law 183/2024, HG
1568/2024, HG 1569/2024, and INCDTIM
regulations

Description

Asigurarea conformitatii legale, a
transparentei, nediscriminarii Si a
meritocratiei Tn recrutarea, selectia si

avansarea in cariera a personalului CDI /
Ensuring legal compliance, transparency, non-
the

discrimination, and meritocracy in

Principiile 2, 10,
11, 12, 13, 16, 28
(Etica,
Nediscriminare,
Evaluare,
Recrutare, Merit,
Carierd) /

Principles 2, 10,
11,12, 13,16, 28
(Ethics, Non-
discrimination,
Evaluation,
Recruitment,
Merit, Career).

Permanent /
Raportare
anuald incepénd
cuQ1/2027 /
Permanent /
Annual reporting
starting
Q1/2027.

Responsabil: Specialist

Resurse Umane. Suport:

Consilier Juridic,
Comisia de Etica,
Consiliul Stiintific /

Responsible: HR
Specialist. Support:
Legal Advisor, Ethics
Committee, Scientific
Council.

KPIs / Target
100% din concursurile de
angajare si  examenele de

promovare organizate in deplina
conformitate cu noile norme
metodologice.
100% of
competitions

recruitment
and promotion
exams organized in full
compliance with the new
methodological norms.

Documents / Deliverables:
Raport sintetic anual privind
organizarea si  desfasurarea
concursului de angajare ( art. 21
HG 1568 / 2024)

Raport sintetic anual privind
organizarea si  desfasurarea
examenului de promovare ( art
18 HG 1569 / 2024 )

Annual summary reports on
recruitment competitions (Art.
21 HG 1568/2024) and




recruitment, selection, and career

advancement of R&D staff.

promotion exams (Art. 18 HG
1569/2024).

Action 11 Maintaining OTM-R
Implementation

Policy

Proposed Action

Mentinerea  implementarii
armonizate cu principiile Cartei
Cercetatorilor privind recrutarea
transparenta si bazata pe merit /
Maintaining the implementation of the OTM-R
Policy harmonized with the European Charter for
Researchers.

Politicii  OTM-R
Europene a
deschisa,

Description

Asigurarea continuitatii si aplicarii riguroase a
standardelor OTM-R in toate fazele de
atragere, selectie si integrare a personalului
de cercetare n institut.

Ensuring the continuity and rigorous
application of OTM-R standards across all
stages of attracting, selecting, and integrating
research staff.

Principiile 2, 10, 11,
12,13, 16, 28
(Etica,
Nediscriminare,
Evaluare, Recrutare,
Merit, Cariera) /

Principles 2, 10, 11,
12, 13, 16, 28
(Ethics, Non-
discrimination,
Evaluation,
Recruitment, Merit,
Career)

Permanent /
Ongoing

Responsabil: Specialist
Resurse Umane. Suport:
Consilier Juridic, Comisia
de Etica, Consiliul Stiintific
/

Responsible: HR
Specialist. Support: Legal
Advisor, Ethics
Committee, Scientific
Council.

KPls / Target

1. Transparenta totald prin
publicarea obligatorie a tuturor
anunturilor pe EURAXESS si site-ul
institutional;

2. diversitate si echilibru de gen in
comisiile de concurs.

3. 100% proceduri de recrutare
aplicate conform principiilor OTM-
R; transparenta in anunturile de
recrutare si selectie

1. Mandatory publication on
EURAXESS/website; 2. Diversity in
selection committees; 3. 100%
recruitment procedures OTM-R
compliant.

Documents / Deliverables:
Politica OTM-R actualizata 2026;
rapoarte concursuri; documente

selectie

Rapoarte de concurs si documente
de selectie (grile de evaluare,




procese-verbale, rapoarte finale de
conformitate)

Updated 2026 OTM-R Policy,
Competition reports, Evaluation
grids, Minutes, Final compliance
reports.

Actiunea 12

Continuous  Training  of
Committee Members /
Instruirea continua a membrilor comisiilor de
concurs privind principiile OTM-R

Competition

Proposed Action

Trimiterea obligatorie (email) a Ghidului OTM-
R si a instructiunilor de evaluare (evitarea
prejudecatilor, recunoasterea mobilitatii)
simultan cu Decizia de numire /

Mandatory delivery (email) of the OTM-R
Guide and evaluation instructions (avoiding
bias, recognizing mobility) alongside the
Appointment Decree

Principiile 12, 13,
16 (Recrutare,
Recrutare-Cod,
Aprecierea
meritului) /
Principles 12, 13,
16 (Recruitment,
Recruitment-
Code, Judging
merit).

Permanent (la
fiecare concurs
organizat) /
Permanent (for
every organized
competition)

Responsabil: Specialist
Resurse Umane /
Responsible: HR
Specialist

KPIs / Target

100% din comisiile de concurs
primesc  Ghidul OTM-R si
pachetul de instruire odata cu
decizia administrativa de numire.
Rata de confirmare a luarii la
cunostinta: 100%.

Ghidul OTM-R pentru evaluatori
este integrat complet in fluxul de
comunicare digitala

1. 100%
package;
2. 100% acknowledgment rate;
3. Guide integrated into the
digital workflow.

receipt of training

Documente / Livrabile

Emailuri standardizate Si
confirmari scrise de primire
(atasate dosarului de concurs) /
Standardized emails and written




acknowledgments (attached to
the competition file)

Actiunea 13

Development of the Internal Guide for Best
Practices in Research / Elaborarea Ghidului
intern de bune practici in cercetare

Proposed Action

Elaborarea si implementarea unui Ghid intern
de bune practici in cercetare, complementar
documentelor existente, care sa ofere
orientari  practice  privind integritatea
cercetdrii, coautoratul, mentoratul, Open
Science, Open Data si responsabilitatea
profesionala

Development and implementation of an
Internal Guide for Best Practices in Research

Description

Elaborarea unui document complementar
care ofera orientari practice privind:
integritatea cercetarii, coautoratul,
mentoratul, Open Science/Data Si

responsabilitatea profesionala

Developing a complementary document
providing practical guidance on: research
integrity, co-authorship, mentorship, Open
Science/Data, and professional responsibility.

Principii: 2, 8, 22,
28, 30, 37, 38, 40
(Etica,
Diseminare,
Recunoastere,
Cariera,
Supervizare etc.) /

Principles: 2, 8,
22,28, 30, 37, 38,
40 (Ethics,
Dissemination,
Recognition,
Career,
Supervision, etc.).

Q4 /2027 (cu
revizuire
periodicd) /

Q4 /2027 (with
periodic review)

Responsabil

Director  Stiintific  /
Presedinte Consiliu
Stiintific

Suport

Specialist
umane
Centrul de
Tehnologic
Comisia de eticd

resurse

Transfer

Responsible: Scientific
Director, President of
the Scientific Council.
Support: HR, CTT, Ethics
Committee.

KPIs / Target

1. Ghid intern de bune practici
elaborat, avizat de Consiliul
Stiintific si aprobat de conducere.
2. 100% dintre cercetatori si
asistentii de cercetare au acces la
ghid prin canalele interne de
comunicare.

3. Minimum o sesiune de

informare/formare  organizata
anual la nivel de institut (inclusiv
online).

4. Revizuire periodica a ghidului
pe baza modificarilor legislative,
recomandarilor europene si
feedback-ului comunitatii de
cercetare

1. Guide endorsed/approved;

2. 100% researcher access;

3. Min. 1 annual training session;
4. Periodic review.

Documente / Livrabile

Ghid intern de bune practici,
Rapoarte de participare sesiuni
informare, Dovezi ale revizuirii /
Internal Best Practices Guide,




Participation reports for training
sessions, Evidence of review.

Actiunea 14
Enhancing Awareness of Knowledge Transfer
and Intellectual Property

Proposed Action

Cresterea nivelului de constientizare privind
transferul de cunostinte si proprietatea
intelectuala

Enhancing Awareness of Knowledge Transfer
and Intellectual Property Rights.

Description

Organizarea unor sesiuni de informare si
instruire pentru personalul de cercetare
privind drepturile de proprietate intelectual3,
transferul de cunostinte si bune practici in
diseminarea rezultatelor stiintifice

Organizing training/information sessions for
R&D staff regarding IPR, knowledge transfer,
and best practices in dissemination

Principiile 31
Drepturi Pl

32 Co-autoratul
8 Exploatarea
rezultatelor

Principles 31 IPR
32 Co-authorship
8 Exploitation of
results

Anual

Annually

Responsabil:
Coordonator Centru de
Transfer Tehnologic
(ctT)/

Responsible:
Technology Transfer
Center Coordinator.

KPIs / Target

1. Min. 1 sesiune anuala pe tema
Pl/brevetare; 2. Min. 60%
participare din personalul CDI
activ (R1-R4) /

1. Min. 1 annual session on
IPR/patenting; 2. Min. 60%
participation of active R&D staff
(R1-R4)

Deliverables

Materiale de instruire (ghiduri
Pl), Liste de prezenta,
Monitorizarea brevetelor
inregistrate (indicator indirect) /
Training materials (IPR guides),
Attendance lists, Monitoring of
registered patents (indirect
indicator).

Actiunea 15
Increasing Decision-Making Transparency /
Cresterea transparentei procesului decisional

Proposed Action

Cresterea transparentei procesului decizional
prin sedinta anuala de bilant /

Increasing  decision-making transparency
through the annual balance-sheet meeting

Principiul 35
(Participarea la
organele de
decizie)
Principle 35
(Participation in
decision-making
bodies).

Anual (Q1/Q2 -
imediat dupa
inchiderea
exercitiului
financiar anterior
Annually (Q1 /
Q2).

Responsabil: Director
General / Responsible:
General Director.

KPIs / Target

1. O sedinta anuala organizata;
2. Min. 80% participare activa a
personalului CDI / 1.

One annual meeting organized;
2. Min. 80% active R&D staff
participation.




Description

Integrarea sesiunilor de dialog deschis in
sedinta de bilant pentru explicarea fluxurilor
decizionale si a mecanismelor de influentare
a strategiei institutionale /

Integrating open dialogue sessions into the
balance-sheet meeting to explain decision-
making flows and mechanisms for influencing
institutional strategy.

Deliverables Materiale
grafice/PPT privind fluxul
decizional, Raportul anual de
activitate publicat pe site /
Visual materials/PPT on decision-
making flow, Annual Activity
Report published on the website.

Actiunea 16
Anonymous Reporting System / Crearea unui
sistem anonim de raportare a neregulilor

Proposed Action

Crearea unui sistem anonim de raportare a
neregulilor

Implementation of an anonymous reporting
system for irregularities

Description

Implementarea unui canal securizat si
confidential prin care cercetatorii pot raporta
nereguli, comportamente neetice sau solicita
clarificari privind procedurile

/ Implementation of a secure and confidential
channel for researchers to report
irregularities, unethical behavior, or seek
procedural clarifications.

Principiul 34
Plangerile Si
recursurile
Principle 34
(Complaints and
appeals).

Q4 2026 — Q1
2027 / Q4 2026 -
Q1 2027

Responsabil: Comisia de
Etica, Ofiterul pentru
Integritate /
Responsible: Ethics
Committee, Integrity
Officer.

KPlIs / Target

1. Implementare tehnica
platforma; 2. 100% sesizari
analizate conf. procedurii; 3.
Nivel de incredere masurat prin
sondaj / 1. Technical
implementation of the platform;
2. 100% of reports analyzed per
internal procedure; 3.
Confidence level measured via
surveys.

Deliverables Procedura interna
(protectia avertizorului), Raport
anual statistic (anonimizat),
Materiale de informare / Internal

procedure (whistleblower
protection), Annual statistical
report (anonymized),

Information guides.




Actiunea 17

Consolidarea sistemului de mentorat si
dezvoltare profesionala a cercetatorilor R1/R2
/ Strengthening the Mentoring System and
Professional Development of Early-Career
Researchers (R1/R2)

A 17.1 Elaborarea si aprobarea unui Ghid
institutional de mentorat care sa defineasca
rolurile mentorilor si ale cercetatorilor,
frecventa Iintalnirilor si mecanismele de
monitorizare / Develop and approve an
institutional Mentoring Guide defining
mentor and researcher roles, meeting
frequency and monitoring mechanisms

A 17.2 Desemnarea formald a mentorilor
pentru fiecare cercetator R1/R2 si organizarea
intalnirilor periodice de mentorat / Formal
assignment of mentors to each R1/R2
researcher and organization of regular
mentoring meetings

Principle 28.
Career
development

S1/2027

S1/2027

Responsabil /
Responsible Unit

Director Stiintific
Suport

Consiliul Stiintific
Coordonatori R3/R4
Resurse Umane

Responsible Unit
Scientific Director
Support

Scientific Council
R3/R4 Coordinators
Human Resources
Department

Al7.1

KPlIs / Target

Ghid aprobat si implementat /
Mentoring Guide approved and
implemented

Documents / Deliverables
Ghid de mentorat; procedura
interna / Mentoring Guide;
internal procedure

Al17.2

KPls / Target

100% cercetatori R1/R2 cu
mentor desemnat;

minimum 4 intalniri/an / 100%
of R1/R2 researchers assigned a
mentor;

minimum 4 meetings/year

Documents / Deliverables
Decizii interne; rapoarte de
progres / Internal assignment
decisions; progress reports




A 17. 3 Elaborarea si implementarea unui Plan
Individual de Dezvoltare Profesionalda in
format digital / Develop and implement a
digital Individual Development Plan (IDP)

A 17. 4 Organizarea de cursuri si ateliere
pentru dezvoltarea competentelor de
mentorat, leadership si management al
cercetarii / Organize training courses and
workshops on mentoring, scientific leadership
and research management

$2-2027

2028 — 2029 si
continuu

2028 — 2029 and
ongoing

Responsible Unit
Scientific Director

Support

Human Resources
Department

Al7.3

KPIs / Target

Model IDP implementat;
minimum 90% ratd de utilizare
anuald / IDP template
implemented; minimum 90%
annual completion rate
Documents / Deliverables
Formular IDP; platforma
digitald; rapoarte anuale / IDP
template; digital platform;
annual reports

Al7.4

KPIs / Target

Minimum 2 sesiuni/an;
participare >270% / Minimum 2
sessions/year; participation
>70%

Documents / Deliverables
Programe de formare; liste de
participare; certificate / Training
programmes; attendance lists;
certificates

The establishment of an Open Recruitment Policy is a key element in the HRS4R strategy. Please also indicate how your organization will use the Open, Transparent and

Merit-Based Recruitment Toolkit and how you intend to implement / are implementing the principles of Open, Transparent and Merit-Based Recruitment. Although there

may be some overlap with a range of actions listed above, please provide a short comment demonstrating this implementation. If the case, please make the link between

the OTM-R checklist and the overall action plan.




Stabilirea unei Politici de Recrutare Deschisd este un element cheie in strategia HRS4R. Vd rugdm sd indicati, de asemenea, cum va
utiliza organizatia dumneavoastrd Toolkit-ul pentru Recrutare Deschisd, Transparentd si pe Bazd de Merite si cum intentioneazd sd
implementeze / implementeazd principiile recrutdrii deschise, transparente si pe bazd de merite. Desi poate exista o oarecare
suprapunere cu o gamd de actiuni mentionate mai sus, vd rugdm sd oferiti un comentariu scurt care sd demonstreze aceastd

implementare. Dacd este cazul, vd rugdm sd faceti legdtura intre lista de verificare OTM-R si planul general de actiune.

(free text, 1000 word maximum)

Angajamentul privind principiile OTM-R

INCDTIM fisi asuma pe deplin aplicarea cadrului OTM-R (Recrutare Deschisa, Transparenta si bazata pe Merit), considerandu-l o
piatra de temelie a strategiei noastre de resurse umane si un element esential pentru atingerea excelentei institutionale. Prin
integrarea Toolkit-ului OTM-R in cultura noastra organizationald, ne asiguram ca procedurile de selectie nu sunt doar conforme
cu standardele europene, ci si optimizate pentru a atrage cercetatori de inalta valoare.

Masuri principale de implementare:

» Transparenta sistemica: Garantam publicarea obligatorie a tuturor posturilor de cercetare (R1-R4) atat pe platformele
institutionale, cat si pe platforme internationale de profil (ex. EURAXESS), asigurand o vizibilitate globala si o diversitate
sporita a candidatilor.

» Meritocratie standardizata: Fiecare post vacant este insotit de o descriere detaliata a responsabilitatilor, a cerintelor si a
criteriilor de selectie. Acest mod de lucru elimind ambiguitatile si ofera candidatilor o imagine clard a asteptarilor
institutului Tnca din etapa de aplicare.

» Cadru de evaluare obiectiv: Utilizam grile de evaluare standardizate si proceduri de selectie multi-etapa. Acest mecanism
asigura faptul ca fiecare candidat este evaluat exclusiv pe baza competentelor profesionale, garantand astfel
impartialitatea si obiectivitatea.

» Ciclu de imbunatatire continua: Consideram recrutarea un proces dinamic. Revizuim periodic procedurile noastre pentru
a identifica eventualele blocaje si pentru a ne rafina abordarea, asigurand o aliniere constanta atat cu principiile OTM-R,
cat si cu legislatia nationala in vigoare.




Integrarea in Planul de Actiune:

Lista de verificare (Checklist) OTM-R a servit drept instrument de diagnostic pentru identificarea lacunelor actuale, pe care le-am
abordat direct in cadrul Planului de Actiune Institutional. Mai specific, angajamentele noastre privind mentinerea politicilor de
recrutare (Actiunea 11) si instruirea obligatorie a comisiilor de selectie (Actiunea 12) constituie puntea operationala dintre
cerintele OTM-R si practica noastra zilnica.

Implementarea acestor masuri este monitorizata de un grup de lucru dedicat, care raporteaza direct Comitetului de Conducere,
asigurandu-se ca principiile OTM-R nu raman simple politici formale, ci sunt integrate activ in strategia pe termen lung a institutiei
noastre.

Commitment to OTM-R Principles

INCDTIM is fully committed to the Open, Transparent, and Merit-Based Recruitment (OTM-R) framework, regarding it as a
cornerstone of our human resources strategy and an essential element for achieving institutional excellence. By integrating the
OTM-R Toolkit into our organizational culture, we ensure that our selection procedures are not only compliant with European
standards but also optimized to attract high-caliber researchers.

Key Implementation Measures:

> Systemic Transparency: We guarantee the mandatory publication of all research positions (R1—-R4) on both institutional
platforms and international portals (e.g., EURAXESS), ensuring global visibility and increasing the diversity of the
candidate pool.

» Standardized Meritocracy: Each vacancy is accompanied by a detailed description of responsibilities, requirements, and
selection criteria. This approach eliminates ambiguity and provides candidates with a clear understanding of the
institute’s expectations from the application stage.

> Objective Evaluation Framework: We utilize standardized evaluation grids and multi-stage selection procedures. This
mechanism ensures that every candidate is assessed exclusively based on professional competencies, thereby
guaranteeing impartiality and objectivity.

> Continuous Improvement Cycle: We consider recruitment to be a dynamic process. We periodically review our
procedures to identify potential bottlenecks and refine our approach, ensuring consistent alignment with both OTM-R
principles and current national legislation.




Integration into the Action Plan:

The OTM-R Checklist served as a diagnostic tool to identify current gaps, which we have directly addressed within our
Institutional Action Plan. Specifically, our commitments regarding the maintenance of recruitment policies (Action 11) and the
mandatory training of selection committees (Action 12) form the operational bridge between OTM-R requirements and our
daily practice.

The implementation of these measures is monitored by a dedicated working group that reports directly to the Steering
Committee, ensuring that OTM-R principles remain not merely formal policies, but are actively integrated into the long-term
strategy of our institution.

If your organization already has a recruitment strategy that implements the principles of Open, Transparent and Merit-Based Recruitment, please provide the web link where
this strategy can be found on your organization's website:

Daca organizatia dumneavoastra dispune deja de o strategie de recrutare care implementeaza principiile recrutarii deschise,
transparente si pe baza de merite, va rugam sa furnizati link-ul web unde aceasta strategie poate fi gasita pe site-ul organizatiei
dumneavoastra:

https://en.itim-cj.ro/hrs4r/

4. IMPLEMENTATION

General overview of the expected overall implementation process of the action plan: (max. 1000 words)

The implementation of the INCDTIM HRS4R Action Plan is a strategic institutional priority, built upon a structured governance
framework and a culture of continuous dialogue. Following the revision of our HRS4R documentation in May—June 2026, we
have refined our operational mechanisms to ensure effective progress monitoring and cross-departmental coordination.

Governance and Coordination Mechanisms

The implementation is overseen by two specialized bodies, updated in 2026 to ensure institutional continuity:



https://en.itim-cj.ro/hrs4r/

> Steering Committee (SC): Acts as the strategic authority, responsible for validating revisions to the Action Plan and

monitoring implementation progress. The SC meets quarterly, with regular sessions scheduled in March, June,
September, and December, and decisions are formally documented in meeting minutes.

Working Group (WG): Responsible for the operational implementation of all actions. The WG collects and analyzes data,
monitors key performance indicators (KPls), and prepares progress reports. The WG also meets quarterly, with dedicated
working sessions for each strategic action area.

Liaison and Reporting: The President of the Scientific Council serves as the process coordinator, acting as the primary
liaison between the SC and the WG. To ensure an efficient flow of information, progress documents and implementation
updates are submitted to the SC at least seven days prior to each quarterly meeting, and the coordinator participates in
SC meetings as a rapporteur. Minutes from SC and WG meetings are distributed to all relevant members within three to
five working days.

Implementation Roadmap and Sustainability

Building on the progress achieved between April 2025 and June 2026, the implementation process is structured to ensure that
HRS4R principles become embedded in our institutional daily operations.

>

>

Operational Integration: Our Action Plan is structured around three strategic priorities: ethical/professional aspects,
recruitment/career development, and institutional visibility/excellence.

Monitoring and Evaluation: Success is measured through specific indicators and the ongoing review of implementation
progress. The SC maintains the authority to adjust the Action Plan based on reports provided by the WG, ensuring the
strategy remains responsive to the needs of the research community.

Transparency: All HRS4R documents, including the Action Plan and progress updates, are published on our dedicated
institutional website (https://en.itim-cj.ro/hrs4r/), with direct access provided from the institute’s homepage to ensure
full transparency for all stakeholders.

Commitment to Excellence

INCDTIM views the implementation of the Charter and Code as a dynamic process rather than a static administrative
requirement. By maintaining rigorous communication channels between our governance bodies and ensuring broad



https://en.itim-cj.ro/hrs4r/

engagement from R1 to R4 researchers, we remain committed to fostering a meritocratic, supportive, and transparent research
environment.

Risk Management and Mitigation

To ensure the successful implementation of the Action Plan, INCDTIM has adopted a proactive approach to risk management,
ensuring that potential operational challenges are addressed through our established governance structure:

e Risk of Departmental Misalignment: This is mitigated by the coordinating role of the President of the Scientific Council,
who acts as the primary liaison between the Steering Committee (SC) and the Working Group (WG), ensuring a unified
approach across all research departments.

¢ Risk of Implementation Delays: We manage this through our mandatory quarterly monitoring system. Progress reports
are submitted to the SC at least seven days prior to our fixed quarterly meetings (March, June, September, December),
allowing for the early identification of bottlenecks.

e Risk of Declining Stakeholder Engagement: This is addressed through annual balance-sheet meetings and open-dialogue
sessions. Furthermore, we maintain full transparency by publishing all HRS4R documentation on our dedicated website,
with direct access from the institute’s homepage.

e Risk of KPI Non-compliance: The Steering Committee holds formal authority to review progress reports and validate
corrective actions. This ensures that if any performance indicator is at risk of not being met, the SC can reallocate
resources or adjust methodologies to keep the Action Plan on track.

Make sure you also cover all the aspects highlighted in the checklist below, which you will need to describe in detail:

Note: Click on each question of the checklist to open the editor.

How will the implementation committee and/or steering group regularly oversee progress?

Detailed description and duly justification (max. 500 words)




The Steering Committee (SC) and the Working Group (WG) oversee the progress of the Action Plan through the following regular
mechanisms:

Quarterly Meeting Schedule: Both the Steering Committee and the Working Group meet on a quarterly basis, with regular
sessions scheduled in March, June, September, and December of each implementation year.

Progress Reporting: The Working Group is responsible for preparing progress reports, which are submitted to the Steering
Committee at least seven days prior to each quarterly meeting.

Documentation and Transparency: All decisions made by the Steering Committee and the progress updates are documented in
formal meeting minutes.

Communication Flow: Minutes from these meetings are distributed to all members of the Steering Committee and the Working
Group within three to five working days following each meeting.

Coordination Mechanism: To ensure effective oversight, the President of the Scientific Council acts as the process coordinator
and participates in all Steering Committee meetings as a rapporteur to maintain a direct flow of information.

Corrective Authority: The Steering Committee has the authority to review these progress reports and validate any necessary
revisions or adjustments to the Action Plan to ensure the institutional objectives are met.

How do you intend to involve the research community, your main stakeholders, in the implementation process?

Detailed description and duly justification (max. 500 words)

INCDTIM intends to involve the research community in the implementation process through the following methods and
structures:




Continuous Engagement via Dedicated Working Group (WG): The WG, which is responsible for the operational implementation
of the HRS4R process, includes researchers from R1 to R4, ensuring that the research community is directly represented in data
collection, documentation, and the monitoring of implementation indicators.

Structured Feedback Loops: The institute utilizes quarterly working sessions to address each strategic action area, allowing
researchers involved in the WG to provide ongoing feedback and input.

Annual Balance-Sheet Meetings: As established in the implementation roadmap, the institute holds annual balance-sheet
meetings with integrated open-dialogue sessions to maintain an open communication channel with the broader research
community.

Institutional Representation: The President of the Scientific Council acts as the process coordinator, serving as a liaison to ensure
that the concerns and perspectives of researchers are channeled from the working levels to the Steering Committee.

Transparency and Open Information: All HRS4R documents, including the Action Plan and progress updates, are published on
the dedicated institutional website, with direct access from the homepage, ensuring that all stakeholders remain informed about
the implementation status.

Corrective Participation: By providing these open forums and feedback mechanisms, the institute ensures that the Action Plan
remains a "living document" that adapts to the evolving needs and priorities identified by the research community.

How do you proceed with the alighnment of organisational policies with the HRS4R? Make sure the HRS4R is recognized in the
organisation’s research strategy, as the overarching HR policy.

Detailed description and duly justification (max. 500 words)

INCDTIM ensures the alignment of organizational policies with HRS4R through a structured integration process that embeds
these principles into the core institutional strategy. The approach involves the following steps:




Integration as an Overarching HR Policy: The HRS4R strategy is recognized as the cornerstone of our human resources policy,
ensuring that all recruitment, training, and career development initiatives are aligned with the principles of the Charter and
Code.

Alignment with Institutional Strategy: The Steering Committee (SC) ensures that HRS4R priorities are integrated into
organizational planning and governance mechanisms, thereby positioning it as the overarching framework for the institute's
research strategy.

Gap Analysis as a Diagnostic Tool: The OTM-R Checklist and the Gap Analysis served as foundational diagnostic tools to identify
inconsistencies between existing practices and European standards, which were subsequently addressed and synchronized
within the formal Institutional Action Plan.

Legislative and Internal Synchronization: The Working Group (WG) ensures that all internal policies remain compliant with
current national legislation (such as Law 183/2024) while simultaneously maintaining strict adherence to HRS4R principles.

Validation and Oversight: The Scientific Council and the management bodies review implementation feasibility, ensuring that
HRS4R-related changes are consistently applied across all research departments and administrative structures.

Transparent Communication and Visibility: By publishing all HRS4R documents, including the Action Plan, on the institute’s
website with direct homepage access, INCDTIM confirms the organizational commitment to HRS4R as the primary HR policy for
the research community.

How will you ensure that the proposed actions are implemented?

Detailed description and duly justification (max. 500 words)

To ensure the effective implementation of the proposed actions, INCDTIM utilizes a rigorous governance and monitoring
framework:




Dedicated Governance Structure: The Steering Committee (SC) provides strategic oversight and validates revisions, while the
Working Group (WG) manages the operational implementation of all actions.

Quarterly Monitoring: Implementation is tracked through mandatory quarterly meetings (March, June, September, and
December), where progress is formally assessed.

Reporting and Liaison: The Working Group submits progress reports to the Steering Committee at least seven days prior to each
quarterly meeting. The President of the Scientific Council acts as the process coordinator and rapporteur, ensuring a continuous
flow of information between the groups.

Formal Decision-Making: All progress and decisions are documented in meeting minutes, which are distributed to members
within three to five working days. The Steering Committee holds the authority to validate adjustments or corrective actions to
keep the Action Plan on track.

How will you monitor progress (timeline)?

Detailed description and duly justification (max. 500 words)
To monitor progress effectively, INCDTIM follows a structured timeline based on the following framework:

Quarterly Reviews: Implementation progress is tracked through mandatory quarterly meetings scheduled for March, June,
September, and December.

Structured Reporting: The Working Group prepares and submits progress reports to the Steering Committee at least seven days
before each quarterly meeting.

Documentation and Feedback: Meeting minutes, which document the status of actions and any necessary adjustments, are
distributed to the Steering Committee and Working Group members within three to five working days following each session.

Oversight Coordination: The President of the Scientific Council acts as the process coordinator and rapporteur to ensure a
consistent flow of information and maintain adherence to the established timeline.




How will you measure progress (indicators) in view of the next assessment?

Additional remarks/comments about the proposed implementation process: (max. 1000 words)
INCDTIM measures progress through a structured approach designed to prepare for future assessments:

Action-Specific Indicators: Progress is monitored using performance indicators specifically defined for each objective within the
Action Plan.

Periodic Evaluation: The Working Group and Steering Committee evaluate the effectiveness of implemented measures during
quarterly meetings.

Feedback Loops: Data from staff surveys and ongoing dialogue are used to assess the impact of actions and guide necessary
adjustments.

Gap Analysis Reconciliation: We continuously compare institutional practices against HRS4R standards to ensure the alignment
remains consistent with the initial Gap Analysis.




