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Human Resources Strategy for Researchers (HRS4R)

INL has embarked on the HRS4R process to improve the
recruitment, working conditions and career prospects of all
researchers, enhance the quality and impact of its research, and
promote gender equality and diversity in the research teams while
strengthening its attractiveness at the international level.

HR EXCELLENCE IN RESEARCH

| ink for more information



https://inl.int/human-resources-strategy-for-researchers-hrs4r/
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Organize an annual workshop dedicated to the C&C and its
impact on strategic decisions.

Disseminate regular updates on the HRS4R certification process
through appropriate internal channels on the weekly “Friday
Chats” or similar.

Monitor the awareness of the C&C among researchers.

Give access to the INL rules stated in the contract of employment
(e.g. Staff Rules and Intellectual Property Rights Regulations) to
each selected candidate, before taking-up appointment

Raise full awareness about the transitional nature of fellows
(Postdoc) positions with the primary purpose of providing
development opportunities for a research career

Provide information to candidates that may not be entitled to
social benefits from the Portuguese Social Security (PT SS)
before taking-up an appointment

Improve information and support to cost center owners related
to budget management method and tools

Provide information/clarifications on INL Staff Rules and
Intellectual Property Rights Regulations for all employees

Disseminate guidelines to increase awareness of the procedures
about how to proceed in case of complaints and appeals

Disseminate information about career prospects at INL and
provide feedback to shortlisted candidates about strengths and
weaknesses of their application

Establish an active network of stakeholders from diverse
backgrounds, to assist researchers to acquire the skills and
experience necessary to advance in their career path and/or

explore professional alternatives.

Follow up on MPEs Personal Development Plans (PDP), including
PhD students, where applicable.

Disseminate information on how to gain access to e.g., teaching
and/or professional and commercial national/international
activities and how to use the possibility of “Professional and
commercial activities outside INL" in this context.

Encourage the appointment and promotion of leaders and
supervisors of underrepresented gender, following established
procedures and the reference of 40/60.

Use role models of underrepresented gender, with a focus on
leadership and supervisory positions.

Establish a career model for researchers in line with international
standards, clearly defining their career path.

Promote life-long learning perspectives and international
mobility from recruitment and through employment.

Appoint independent, internationally well-reputed individuals
and/or establish permanent advisory body(ies) to evaluate and
benchmark on a regular basis the INL's research production at an
international level.

Promote the participation of well-reputed international experts
for R&S of senior positions.

In addition to quantitative evaluation, include qualitative reports
in each R&S process.

Update the quantitative scheme for evaluation in R&S (e.g,,
mobility experience, career breaks, and chronological variations
in CVs).

Develop a competency-based interview process to assess soft
skills and the fit with the organisational competencies.

Develop R&S standards to disclose access for disadvantaged
groups to INL, by disseminating, among others, information in
job advertisements.

Establish updated eligibility conditions for the R&S of
underrepresented groups—postdoctoral researchers.

Develop and implement specific actions to attract international
postdoctoral talents.

Implementation of the Joint Training Board (JTB) and
dissemination of responsibilities set out in Chapterll/Section 3 of
the INL Staff Rules

Create a process/platform to track internal training opportunities
for researchers

Establish training offers to researchers from recruitment and
through employment and measure its effectiveness

Develop and implement INL's institutional leadership training
programme

Organize training sessions to improve supervisory skills

Establish a ratio supervisee/supervisor ensuring that researchers
performing supervision activities have time and dedication
enough for each team member

Strength cooperation with PhD supervisors at universities
through collaboration and exchange of supervisory experiences

Develop a Code of Conduct which, on matters related to
Research freedom, includes a set of standards of conduct -
aligned with International Guidelines — expected from INL
researchers

Create and/or revise internal procedures/processes in line with
the action above.

Develop documentation specifically addressing Bioethics

Organize training/informative sessions for all researchers on
Publishing Ethics, including e.g. tools for detecting plagiarism

Implement a standardized system for Lab notebooks, including
development of guidelines, and a template for project data
storage

Raise awareness about FAIR data principles through e.g.
workshops and video tutorials

Develop templates for project dissemination and exploitation
Develop of specific Nanosafety Guidelines

Definition and dissemination of an annual outreach activity
calendar

Engage researchers in the development of a wide range of
ourtreach activities based on their respective interests, skills and
talents, e.g. through a hackathon

Implement quick evaluations after all activities to receive
immediate feedback from the public
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o‘% b noreey A. AWARENESS AND ACCESS TO INFORMATION

Action: Al. Dissemination of C&C

Objective: To strengthen the researchers’ awareness of the C&C in line with INLs strategy.
Impact:

Detail Actions:

Al.1 Organize an annual workshop dedicated to the KPI: Number of initiatives and outcomes in line with INL strategy
C&C and its impact on strategic decisions

Initiatives:
INL's New Career System
Joint Training Board

1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
i Digital Staff Rules and Updates :
' Status -~ Boost Your Career Newsletter '
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1

Career Support Sessions for Postdocs
_ Empowering Research Careers: HRS4R and
CoARA in Focus
Researchers Espresso (2)
Stepping Stone

Friday Chat Updates (6)

e o o o o o e e e e e S S e G G S G G R e S S St G G G G G R S G e e Rt S G S S e G G S G R e e S G S e S G e R e |
o N T T T T T N T T T T T T TS EEEEEEEEmEmEmEm— A
1 1
E . . KPI: Number of regular updates provided on the HRS4R certification i
: Al.z .Dls_semlnate regular updates on .the !—|RS4R orocess per year :
. certification process through appropriate internal .
1 y . " . . 1
! channels on the weekly “Friday Chats” or similar BN Result N Torget W % Accomplishment :
1 1
] 3 100% !
1 1
: Status - 75% :
1 1
1 1
: 50% !
1 1
1 1 1
! 25% !
1 1
1 1
' 0 0% '
1 1
1 1
1 1
1 1
b o o o o o o e e e e e e e e e e e Em e R Em R Em Em N EE EE S R R N SN R Em N S RN Em N R M Em N R M S M M S RN M N M M Em SN M M M SN R M N R M N S M Em N R M Em N R M Em SN M M m S M R N S R A N S R R M N M Em S A mm S A Em A Em Em e Em Em -1
o T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T TS EEE e e E e EEEEEm e EmEmEmm— A
1 1
1 1
E Al3 Monitor the awareness of the C&C among KPI: Survey responses measuring employee awareness with of the HRS4R i
! researchers progress :
1 1
1 1
: B Result [ Target [ % Accomplishment :
| 150% |
1 1
1 1
' Status - |
1 1
1 1
1 1
1 1
: 50% :
1 1
1 1
1 1
1 1
1 0% 1
1 1
1 1
1 1
e o o o o o i e e e e e e e e e e e e mm R R Em M R M M R R M R R M R M M M M M R R M M M M M M M M R M M M M M M R M R R M M M M M M M M M M R M M M R M M M M M M R M M R M M M R e e R R M R R M R R M A R e e e e -l
Action: A2. Availability of information over the Recruitment & Selection (R&S) Process
Objective: To make available key information about INL main rules over the R&S process
Detail Actions:
o T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T ST EE S E e e EEEEEEEEmEmEmEmm— A
1 1
1 1
: A2.1 Cive access to the INL rules stated in the KPI: Percentage of selected candidates who receive a copy of the INL :
E contract of employment (e.g. Staff Rules and rules stated in the contract of employment. E
: Intellectual Property Rights Regulations) to each :
E selected candidate, before taking-up appointment B Result M Target M % Accomplishment i
! 100% 100% !
1 1
1 1
. Oo 00 1
: Status - 75% 75% :
1 1
: \
i 25% 25%
: 0% |
1 I 1
| 0% 0% -
1 1
1 1
1 1
e o o o o o e e e e e e e e e e e R R R M R R M R M M M R M M R M e M R M R R M M R M M M R M M M R M e M R M M M M N M M M M R M M M R M M R M R R M M R M M R M M M M R M M e M R R e R M e M R e e R R e mm e e -1
e A
1 1
: _ . KPI: Number of communication channels used to raise awareness :
: A2.2 Raise fullawareness about the transitional about the transitional nature of fellows (Postdoc) :
: nature of fellows (Postdoc) positions with the :
i primary purpose of providing development B Result M Target M % Accomplishment i
! opportunities for a research career 3 100%
1 1
: 75% :
1 2 1
1 1
1 % 1
i Status - 0% |
1 ‘l 1
o Complesd S
1 1
1 1
i 0 0% |
: 2024 2025 :
1 1
: Communication Channels: Staff Rules, Job Advertisement, Job Description :
L e e e e e e r
o T T T T T T T T T ST E e EEEmEEmEmEm— |

KPI: Percentage of selected candidates who receive comprehensive

A2.3 Provide information to candidates that information regarding their entitlement to social benefits from the PT SS

may not be entitled to social benefits from the
Portuguese Social Security (PT SS) before taking-

up an appointment B Result M Target M % Accomplishment
100%
100%
75%
Status -

25%

0% 0%

0% | |

2025

Note: Full pre-appointment information cannot be guaranteed due to individual-specific eligibility. INL ensures communication on Portuguese Social Security coverage, offers
guidance on taxation, visas, and social security, and provides one hour/year of free legal consultancy. INL is also liaising with the Ministry of Foreign Affairs to support non-European
staff on diplomatic status, travel, and residency matters.

Action: A3. Development and dissemination of guidelines and training in specific areas
Objective: To provide guidelines and training within the areas identified

Detail Actions:

A3.1 Improve information and support to cost KPI: % of budgets correctly submitted by cost center owners at the first

center owners related to budget management stage (validated by Finance Unit)
method and tools

1 ]
1 ]
1 ]
1 1
1 ]
1 1
1 ]
1 1
: Bl Result M Target I % Accomplishment :
: 100% 100% |
: :
. Status - '
' 75% 75% |
1 ]
: 50% 50% :
1 1
1 ]
1 1
: 25% 25% :
1 ]
1 1
1 ]
1 0% 0% 1
1 ]
1 ]
. |
o N T T T T T T T T T T T T T T T T T TS EEEEEmEmEmEmEm—m— |

KPI: Number of training sessions or other initiatives conducted to educate
employees about the INL Staff Rules and Intellectual Property Rights
Regulations

A3.2 Provide information/clarifications on INL
Staff Rules and Intellectual Property Rights
Regulations for all employees

- Consolidated Staff Rules in Sharepoint Site

1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
- 200 new or updated procedures '
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1

Status - - 3 detailed Guidelines

In Progress - Bi-monthly onboarding sessions
L o o o o o e e e e e e e e e E e e Em Em e R R Em S R R R m R RN R R M S M M m S M R EE R R M S R M S RN M S R M M M M R M M Em R M M S M M S M M m A M M R M M m R M S Em R M R M M S M R R M A S A M e R R m e A e mm e E e .|
T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T ST T T T T ST T T T T T T T T ST e TS EEEEEEEEEEE b

KPI: Percentage of employees who have access to the guidelines on complaints

A3.3 Disseminate guidelines to increase
and appeals procedures

awareness of the procedures about how
to proceed in case of complaints and appeals

Note: Although simplified guidelines for complaints and appeals procedures have
not yet been developed, INL has provided individual support and clarification to all

Status - employees as needed. In Q3 2023, INL implemented its Ad Hoc Independent
In Progress Chamber of Commerce and Industry to resolve staff disputes. Since Q2 2025, INL has

appointed an Ombudsperson. To promote fairness and accountability, mediate
conflicts, and address systemic issues. The role was introduced to the community

1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
! Administrative Tribunal, which applies the Rules of Arbitration of the Portuguese !
1 1
1 1
1 1
1 1
1 1
1 ° e 1
. during a Townhall meeting. .
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1



INL INTERNATIONAL IBERIAN Human Resources Strategy for Researchers (HRS4R)
.‘% “‘:!".“T?.‘i“""‘““" B. CAREER DESIGN AND DEVELOPMENT

Action: B1. Support actions to strengthen the individual's career development
Objective: To strengthen the individual support for researchers (R1-R4) in pursuing a career within science - inside or outside INL.

Detail Actions:

B1.1 Disseminate information about career KPI: Ratio number of feedback provided/ number of shortlisted candidates

prospects at INL and provide feedback to
shortlisted candidates about the strengths and B Resuit M Target M % Accomplishment

1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
i 100... - - 100% 1
! weaknesses of their application 1007% 100% !
1 1
! 80% 80% !
1 1
1 1
! 60% 60% 1
: Status -~ !
E Extended 40% 40% E
1 1
1 1
' 20% 20%
1 1
: % O% 0% 0% :
! 0% ' 0% 1
1 1

KPI: Number of researchers using career advice

B1.2 Establish an active network of stakeholders
from diverse backgrounds, to assist researchers in

1 1
1 1
1 1
1 1
1 1
1 1
1 o« . . . 1
! acquiring the skills and experience necessary to 25 !
! advance in their career path and/or explore !
i professional alternatives 20 i
: |
1 1
) Status -~ 15 !
1 1
| In Progress 10 !
1 1
: l
: 5 :
1 1
: :
1 0 1
1 1
1 1
b o o o o o i e e e e e e e e e e e e R R R m R R R R RN S R R RN M S M M M M M M R M S R M S R RN M EE R M M M S R R M Em R R M S S M S R M S R M R M M m R M M Em R M M S S M S M R Em R R R R e R M m R Em Em A E Em e |
e A

B1.3 Follow up on MPEs Personal Development KPI: Number of completed PDP/PD each year

Plans (PDP), including PhD students,

where applicable B Result MM Target

P % Accomplishment

1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
! 100... 100% |
: |
1 1
: 75% 75% :
1 1
' Status - '
E Extended 50% 50% i
1 1
1 1
E 25% 25%
1 1
1 1
1 1
: 0% 0% !
1 1
1 1
b o o o o o i e e e e e e e e e e e e Em R R R EE Em S A Em Em R R R EE R R M S A M S RN MmN R M S M M m R R Em N R RN M S M M S M M Em S M SN R M N R M N M M S M Em m M M M Em R RN M S M M S M R R A S R mm m R A mm Em A A mm e Em Em mm e Em =1
e A
1 1
E Bl.4 Disseminate information on how to gain KPI: Percentage of employees who have access to the guidelines on i
! access to e.g. teaching and/or professional and “Professional and Commercial Activities Outside INL" !
: commercial national/international activities and B Rosuit B Torget M 9% Accomplishment |
! T u . 0 I
! how to use the possibility of “Professional and 100% 100% !
. commercial activities outside INL" in this context :
1 1
! 75% 75% !
1 1
i Status - !
! 50% 50% '
! Completed :
1 1
1 1
' 25% 25% '
: |
1 1
' 0% 0% '
; \
e o o o o o e e e e e e e e e e e R R R M R R M R M M M R M M R M e M R M R R M M R M M M R M M M R M e M R M M M M N M M M M R M M M R M M R M R R M M R M M R M M M M R M M e M R R e R M e M R e e R R e mm e e -1

Action: B2. Promote gender balance in leadership

Objective: To improve gender balance in leadership and supervisory positions

Detail Actions:
e A
1 1
. B2.1 Encourage the appointment and promotion of KPI: Ratio of gender balance for leadership and supervisory positions |
1 . 1
! leaders and supervisors of underrepresented !

: . % .
' gender, following established procedures and the B Result MMl Target  [M % Accomplishment !
i 100% 100%
! reference of 40/60 :
E 80% 80% E
1 1
1 1
| Status - 60% 60% |
1 1
1 1
] Extended 40% 40%
1 1
1 1
E 20% 20%
1 1
1 1
! 0% 0% !
1 1
1 1
b o o o o o i e e e e e e e e e e e e Em R R R EE Em S A Em Em R R R EE R R M S A M S RN MmN R M S M M m R R Em N R RN M S M M S M M Em S M SN R M N R M N M M S M Em m M M M Em R RN M S M M S M R R A S R mm m R A mm Em A A mm e Em Em mm e Em =1
e A
1 1
1 e el . 1
1 B2.2 Use role models of underrepresented gender, KPI: Number of activities addressed to promote gender balance good practices 1
! : ) : !
with a focus on leadership and supervisor

: .. e P Y B Result [ Target [ % Accomplishment :
! positions. 3 150% !
: :
: Status - |
1 1
: In Progress 2 100% :
: |
1 1
1 1
] 1 50% !
1 1
1 1
1 1
: |
1 0 0% 1
! 2024 2025 !
1 1
i Initiatives: Interviews with female INLers, Stepping Stone event, Revista Minha article about INL Woman in Science, Researchers Espresso about Equity, |
: Diversity, and Inclusion :
: :
e o o o o o e e e e e e e e e e R e R R R R R R R M R R R N R M M N R M M R M N M R M N R R M N R M M M R M M RN R M M R M M N R R M N RN M M M R M M R R M N R M M M R R R M R M M R R M R R R e R R M R R e R R mm R R e mm e mm e -l

Action: B3. Develop a professional career model

Objective: To increase researchers’ awareness of their career path — from recruitment and onwards.

Detail Actions:
o T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T EEEEEEmEmEm— 1
1 1
' B3.1 Establish a career model for researchers in KPI: Career Model in place, including career path and advancement !
1 . . . . o . 4 1
t line with international standards, clearly defining opportunities !
: their career path :
| :
1 1
1 1
1 1
1 1
! Status - Done !
1 1
! Completed !
1 1
: % Accomplishment :
1 1
: 100% :
: |
e o o o o o e e e e e e e e e R R R R R M N R R Em N R R R RN R M M R R M M R R R N M R M M R M N R R M M R M N R M M N R M M N R M M RN R M M R R R N R R M N R M M M R M M R R M M R R M R R M R R M e R M e R R e e R e e e e -1

__________________________________________________________________________________________________________________________________ -

KPI: Percentage of hired researchers with academic and professional

B3.2 Promote life-long learning perspectives . . .
9 g persp experience outside their home country

and international mobility from recruitment and

through employment
Currently not tracked.

INL is revising its Recruitment & Selection (R&S) procedures and building a new R&S
dashboard, which will allow this data to be collected in the future.

Status -~

Completed

KPI: Number of employees engaged in mobility activities

30




IN t-a;...\ Human Resources Strategy for Researchers (HRS4R)
o"ﬁ taBoratoRy OO C. DESIGN OF EVALUATION SCHEMES FOR BENCHMARKING, RECRUITMENT AND PERFORMANCE

Action: Cl. Increased international benchmarking

Objective: To strength INL “s benchmarking and evaluation activities through increased involvement of international
experts

Detall AGHONSE: - - — - - -~ - - - o oo e m e mmm e mee e meme e e mmmememem e mem—aa-

KPI: International experts/advisory bodies evaluating and benchmarking

Cl1 Appointindependent, international well- research related activities with international standards

reputed individuals and/or establish

1

1

1

1

1

1

1

: permanent advisory body(ies) to evaluate and B Result M Target WM % Accomplishment

i benchmark on a regular basis the INL s research 2 200%

! production at international level

: 150%

1

1

| 1 100%

1

! Status -

i Completed 0%

1

| 0 0%

:

1

1

1 . . -

! KPI: Number of reports from external experts/advisory bodies related to INL s

: research production providing valuable insights into its global research

: performance

1

1

! B Result M Target I % Accomplishment

! 20 100%

|

l 15 75%

|

1

' 10 50%

|

1

! 5 25%

1

1

. 0 0%

|

1

e o o o o o e e e e e e e e e e e e e e e e e R RN R N R R RN R SN R N RN R SN R R SN R M SN M R RN N R R SN M M RN M N M R N R R M M S M M N R R N R M M RN M SN M N R R N M R SN M R M M R R SN M R N R RN R N R R N M R RN R Em R e R R e R Em R e Em e

F o e e e e o
C1.2 Promote the participation of well-reputed KPI: Ratio of international experts included in R&S processes for senior positions

international experts for R&S of
senior positions

Note: This action is marked as complete, as the participation of external experts in
evaluation committees remains foreseen when deemed appropriate by INLs

Status - leadership. While no external experts have recently been involved in senior role
evaluations, internal committees for scientific positions are appointed according to
Completed defined criteria, ensuring relevant qualifications, cross-group representation, and

international diversity aligned with INL's workforce.

Action: C2. From quantity to quality
Objective: To improve assessment on hard and soft skills through a comprehensive qualitative and quantitative evaluation schemes - in R&S

Detail Actions:

C2.1 In addition to quantitative evaluation, include KPI: R&S reports including quantitative and qualitative evaluation
qualitative reports in each R&S
process

1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
: Note: INL's R&S procedure includes a purely quantitative assessment in the !
: first stage. For short-listed candidates, selection committees provide both :
] Status - quantitative and qualitative evaluations during the interview phase and in the :
i In Progress final report. Our goal is to incorporate qualitative evaluation elements for all
1 . . 1
I candidates and move toward a more balanced evaluation model that
: incorporates qualitative assessments aligned with evolving European
. guidelines for the reform of research assessment. '
| ;
1 1
1 1
1 1
1 1
1 1
1 1
1 1

1
C2.2 Update the quantitative scheme for evaluation in KPI: Updated R&S quantitative scheme for evaluation :
R&S (e.g mobility experience, career breaks and i
chronological variations in CVs) _ , . , !

Note: The overall scoring system used during both the CV and interview
stages was updated. However, the guidelines for assessing CVs - particularly in
regard to mobility, career breaks, and non-linear career paths - still require |
refinement. This is a work in progress and will be further developed in the
revised action plan. !
:

1

1

1

1

1

1

1

1

1

1

1

1

1

Status -
In Progress
e o o o o o e e e e e e e e e e e E mm mm E m mm M R R mm M R M M M M M M mm M M M M R M mm M M M M e M M M M R M M M M M M M M M M M M R M mm M M M M R R mm M M M R M mm R mm e e e e mm e -1
T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T EEEEEEEEEE A
C2.3 Develop a competency-based interview process to KPI: Compentency-based interview process in place

assess soft skills and the fit with the organisational
competencies

: Done !
i Status - i
| Completed :
' % Accomplishment '
: 100% :
Action: C3. Improving balance
Objective: To strength the career possibilities for disadvantaged and underrepresented groups of employees
Detail Actions:
C3.1 Develop R&S standards to disclosure access for KPI: R&S standards for disadvantaged groups in place

disadvantaged groups to INL, by disseminating, among

hers, information in | vertisemen : L :
others, © atio job advertisements Note: INL has a Workplace Policy and prohibits discrimination. All job

advertisements include a non-discrimination statement, as required by Article
47 of the Staff Rules. Further initiatives to support disadvantaged and

Status - underrepresented groups are planned under actions C3 and E4.
In Progress
I o o o o o o e e e e e e e e e e e Em e Em e R R Em N R R Em S R Em N M Em N R R Em S R Em N M Em N M R S M M N RN Em N S M S M M N M M N S R S M M N R M S M S M M N R M S R Em S M R N R M S M N R R N R R S M mm N A R Em A A Em Em E mm e E -1
T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T e EEE A
C3.2 Establish updated eligibility conditions for the R&S of KPI: Guidelines with updated eligibility conditions for
underrepresented group - postdoctoral researchers underrepresented group - Postdoctoral researchers

1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
: Note: The Postdoctoral position has been revised under INL's new Career ,
: Status - System, with clearer responsibilities and eligibility criteria to be reflected in
. updated job advertisements. '
! In Progress !
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1

KPI: Number of international postdocs

C3.3 Develop and implement specific actions to 52
attract international postdoctoral talents

KPI: Ratio Postdoc/Staff Members

Status -
90/220

In Progress
41%

KPI: Ratio Iberian/Not Iberian PostDocs

38/52

73%

Note: INL is currently developing a Workforce Planning framework to better forecast staffing needs. This data-driven approach will inform the future
development of a targeted international talent attraction strategy, in which postdocs will be a key focus.
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Action: D1. Planning, coordination and evaluation of trainings

D. TRAINING

Human Resources Strategy for Researchers (HRS4R)

Objective: To define training needs, develop, implement and follow-up training programmes for researchers for professional
development and strengthening of employability

Detailed Actions:

D1.1 Implementation of the Joint Training Board (JTB)
and dissemination of responsibilities set out in Chapter

II/Section 3 of the INL Staff Rules

Status -~

Completed

KPI: JTB appointed with terms of reference

Done

% Accomplishment

100%

D1.2 Create a process/platform to track internal training

opportunities for researchers

Status -~

Completed

KPI: Training tracking platform in place

Done

% Accomplishment

100%

D1.3 Establish training offers to researchers from

recruitment and through employment and measure its

effectiveness

Status -~

Completed

KPI: Catalogue with training available to all researchers

Done

% Accomplishment

100%

KPI: Training effectiveness survey in place

Done

% Accomplishment

100%

Action: D2. Improvement of supervisory skills

Objective: To support supervisors in the development of leadership skills and encourage the continuous professional development

Detailed Actions:

D2.1
leadership training programme

Status -~
Extended

D2.2 Organize training sessions to improve
supervisory sKkills

Status -~
Extended

Develop and implement INL's institutional

D2.3 Establish a ratio supervisee/supervisor ensuring that
researchers performing supervision activities have time and

dedication enough for each team member

Status -~
Extended

D2.4 Strength cooperation with PhD supervisors at
universities through collaboration and exchange of
supervisory experiences

Status -~
Extended
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KPI: Institutional leadership training programme

% Accomplishment

0%

KPI: Training Catalogue available to all supervisors

% Accomplishment
0%
KPI: Training effectiveness survey in place

% Accomplishment

0%

KPI: Percentage of supervisors who attend the training sessions

% Accomplishment

0%

KPI: Ratio for supervisor/supervisee in place

% Accomplishment

0%

KPI: Number of collaboration agreements with Universities for
PhD Students

2025

KPI: Number of PhD students at INL

2023 2024 2025

KPI: Number of international PhD students

2023 2024 2025



IN t-ar‘.‘ Human Resources Strategy for Researchers (HRS4R)
SY LANDTECHoLosY E. GUIDELINES FOR GOOD RESEARCH PRACTICE

Action: E1. Addressing Research Freedom

Objective: To increase flexibility for exploring new ideas, in particular the cutting-edge research that may go beyond INL
Research Clusters’ Missions.

Detailed Actions:

El.1 Develop a Code of Conduct which, on matters KPI: Code of Conduct Live
related to Research freedom, includes a set of standards
of conduct - aligned with International Guidelines -
expected from INL researchers Done

% Accomplishment

Status -| O O %

Completed

KPI: Number of funded blue-sky research projects

; El2 Create and/or revise internal KPI: Number of updated procedures/processes :
: procedures/processes in line with the action :
i above i
: Until 2025 |
| 2 |
| Status |
I Completed ’

Action: E2. Code of Ethics

Objective: To develop and adopt a Code of Ethics for researchers at INL

Detailed Actions:

E2.1 Develop documentation specifically KPI: Number of new procedures

addressing Bioethics

Until 2025

Status 8
Completed

) .. ) ) . KPI: Number of training/informative sessions or other initiatives
E2.2 Organize tralnlng/lnformatlve sessions for o/

all researchers on Publishing Ethics, including e.g.

E tools for detecting plagiarism Until 2025 i
: > 5
i Status i
E In Progress E

Action: E3. Good practice in research

Objective: To ensure safe working practices specifically in the areas of data back-up strategies, project dissemination and
exploitation, and Nanosafety.

Detailed Actions:

E3.1 Implementa standardized system for Lab
notebooks, including development of guidelines, KPI: New guidelines and templates
and a template for project data storage

Status Done
Completed

% Accomplishment

100%
b o o o o o o e e e e e e e e e e e e e e E R E e R R R RN R MmN RN S m R M M R R RN M S M M S M M m S M N S M M M S R M M EE M M S M M S M M m R M M S S R S R M S R M m M R M R R Em R R M e M R A M M m A A m Em E mm m .|
o T T T T T T N T T T T T T T T T T T T TS TS EEEEEEmE— 1
1 1
1 . R . o . . . . 1
! E3.2 Raise awareness about FAIR data KPI: Number of initiatives about FAIR data principles !
I . . . 1
rinciples through e.g. workshops and video .
,  princip gheg.n P Until 2025 |
! tutorials :
: 2 !
1 1
1 1
1 Status . . . o . . . 1
] The first edition of the INL Research Ethics Training Programme, mentioned in Action E3.2. :
! In Progress will comprise a session focusing on Protecting Research with FAIR Data Principles. A :
I related module was also delivered in Q2 2025 through the Postgraduate School's data
i course for PhD students. i
1 1
L e o e e e e e e e e e o a
o T T T T T T N T T T T T T T T T T T T TS TS EEEEEEmE— 1

E3.3 Develop templates for project

dissemination and exploitation KPI: Template(s) for project dissemination & exploitation
Completed

1
1
1
1
1
1
1
]
]
]
]
]
' Status
]
]
]
]
]
]
: % Accomplishment
1

1

1

1

1

Done i

100%
: E3.4 Develop of specific Nanosafety KPI: New Nanosafety guidelines !
i Guidelines |
i Status Done i
i Completed i
: % Accomplishment |
100%

Action: E4. Addressing the public

Objective: To promote the engagement of researchers in outreach activities at group-level to enlarge the pool of
participants. It shall also increase the diversity of outreach activities in order to attract a wider group of public.

Detailed Actions:

E4.1 Definition and dissemination of an annual KPI: Annual Outreach Calendar
outreach activity calendar

Status Done
Completed

% Accomplishment

100%
e o o o o o e e e e e e e e e e e e Em e e e E E E Em Em Em Em Em R R E R M M RN SN R M M SN Em M M R M M M M M M M S M M M RN S E M M M S M M R S M M Em R S E R mm S mm A A Em A Em Em mm Em -1
T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T T EE T EEEEEEEEE e Ll
1 1
1 1
' E4.2 Engageresearchersin the development ofa KPI: Number of researchers involved in the development of outreach :
i wide range of ourtreach activities based on their activities :
1 . . . 1
I respective interests, skills and talents, e.g. through a :
! hackathon 150 :
: :
1 1
1 1
1 1
E Status 100 E
: Completed :
: |
1 1
| 50 l
1 1
1 1
1 1
1 1
1 1
1 1
: 0 :
I 2023 2024 2025 i
: |
1 1
| KPI: Ratio of outreach activities initiated by researchers :
1 1
1 1
1 1
' Outreach projects at INL are not typically initiated solely by researchers, but .
' rather developed collaboratively between the Communication & Community |
! Management (CCM) unit and researchers. The ideas are co-created organically, !
! emerging through joint discussions and shared objectives. !
: :
1 1
1 1
1 1
1 1
b o o e e o e e e e e e e e e e e e e e e e R e e e e e R e M R R R R R R e R R R R M M M R R M M M R M M M e M M M M R M M M M R M M M M e M A M M e M e M M R R e M M R M e M M e R A e R e R e R R e e e R M e M e e R e e e e R e e N |
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E4.3 Implement quick evaluations after all activities KPI: Evaluations template

to receive immediate feedback from the public

Done
Status

Completed
% Accomplishment

100%

KPI: Percentage of activities that include quick evaluations

Until 2025
100%
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