NTNU Action plan 2026-2028 for the implementation of the European Charter for Researchers
Adopted by the Pro-Rector Toril A. Nagelhus Hernes, 30 April 2026

Archive reference: 2026/13771

ACTIONS GAP Timing Responsible Indicator(s)/ Description
(Embeddingin Principle (e) (by year’s Unit target(s)
institutional strategies) quarter)
48) Adopt new revised 1.1 Ethics and 2026 Q3: Division for New revised ethical Initiated
ethical guidelines research New guideline Research, guidelines approved
for employees and integrity adopted Innovation and The revision was initiated in response to significant changes
students at NTNU 1.2 Freedom of External in society and the global landscape. The rapid advancement
scientific Placed on the Relations (FIE) | Increased awareness | of new technologies, particularly artificial intelligence,
Vedta reviderte etiske research agenda at of research ethics raises new ethical considerations that directly affect
retningslinjer for NTNU 1.6 The suitable arenas across the research practice and collaboration.
Researcher organisation
(continuous The revision work has been carried out by a broadly
institutional composed working group appointed by the Rector and
development work) chaired by a Vice Dean for research and innovation,
ensuring strong academic input and cross-institutional
perspectives.
The revised draft builds on NTNU’s former ethical
guidelines, existing policies, research strategies, and
regulatory frameworks, while further clarifying principles for
responsible and international collaboration. The draft is
subject to a broad consultation process across the
organisation. This process is expected to contribute to
putting ethical reflection on the agenda and to
strengthening awareness and understanding of research
ethics across the organisation.
49) Revise institutional | 1.4 Gender 2026 Q4: HR and HSE Priorities and Initiated
priorities and equality Institutional Division measures revised
measures for priorities and This action involves the revision of institutional priorities
gender equality and | 1.5 Embracing measures Annual reports and measures for gender equality, inclusion, and diversity at
diversity diversity revised submitted NTNU. The work will be prepared by the Committee for
Gender Equality, Inclusion and Diversity. As part of this
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Revidere institusjonelle
prioriteringer og tiltak
for likestilling og
mangfold

(Committee for Gender
Equality, Inclusion and
Diversity)

Annual reports
by faculties and
departments,
institutional
reporting to the
Board

process, goal achievement and the effects of measures and
instruments in the previous action plan will be evaluated.

The work will define strategic priorities and concrete
measures to promote gender equality and embrace
diversity across the organisation, in line with national
requirements and institutional ambitions.

As part of the implementation, faculties and departments
are required to report annually on their work related to
gender equality and diversity. These reports will form the
basis for institutional follow-up and reporting to the Board,
in accordance with statutory reporting obligations.

50) Recommendations 1.5 Embracing 2026 Q4: Pro-Rector for Recommendations Initiated
from the Sami diversity Delivery of Qutreach and submitted outlining
Review Committee concrete Social how Sami The Sami Review Committee, established in 2025, will in
recommendatio Responsibility perspectives can be 2026 map the current status of education, research,
Anbefalinger fra samisk ns for integration integrated and how dissemination, and academic networks related to Sami
utredningsutvalg and follow-up institutional support perspectives, as well as gather relevant external
measures can be strengthened experiences. Based on this, the Committee will provide
(Committee for Gender concrete recommendations on how Sami perspectives can
Equality, Inclusion and be better integrated into study programmes, how knowledge
Diversity) related to Sami affairs can be made more visible, how
competence and research needs can be followed up, and
how support for Sami students and staff can be
strengthened.
This action supports NTNU’s commitment to diversity and
inclusion and responds to the need to propose measures
for how NTNU can follow up the recommendations of the
Truth and Reconciliation Commission’s report (2023)
51) Use of Rector’s 1.4 Gender 2028 Q4 HR and HSE Number of funded Initiated
Fund to Promote equality Division projects supporting

Gender Equality,
Inclusion and
Diversity

1.5 Embracing
diversity

Annual reporting

gender equality and
diversity

This action involves the continued development and
support of measures for gender equality, inclusion and
diversity through the use of the Rector’s funds as a strategic
instrument across NTNU.
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Rektors strategiske
midler til lokale tiltak
for likestilling og
mangfold

(Committee for Gender
Equality, Inclusion and
Diversity)

Annual report on
funded initiatives,
including outcomes

The instrument provides annual funding for initiatives at
group, departmental and faculty level aimed at promoting
gender balance, inclusion and diversity. Supported
activities include competence development, networking
initiatives, recruitment measures targeting
underrepresented groups, and projects that strengthen
inclusive research and learning environment.

The funds are announced annually, and applications are
processed through established institutional structures of
the Committee for Gender Equality, Inclusion and Diversity.

The action contributes to strengthening NTNU’s systematic
and targeted work on gender equality and diversity and
supports NTNU’s efforts to promote equal opportunities,
reduce structural barriers, and foster diverse and inclusive
research environments.

52) Raising awareness
and promoting
cultural change in
research
assessment

Bevisstgjoring og
kulturendring i faglig

vurdering

(CoARA commitments)

2.1 Researchers’
assessment

2026 Q3-4
internal
awareness

2027 Q4 NIFU
follow-up survey

HR and HSE-
Division

Division for
Research,
Innovation and
External
Relations (FIE)

University
Library

Results for the NIFU

study presented and
discussed in relevant
institutional fora

Awareness raising-
activities conducted
for key actors

Increased awareness
and knowledge of
CoARA framework
among employees
and committee
members as
measured by follow-
up study by NIFU in
2027

NTNU applicant
survey shows positive
development on the

Initiated

Reference is given to the NTNU CoARA action plan 2023-
2027.

The results from the NIFU CoARA trailing research project
will be used to increase awareness of the CoARA
commitments among research management (Vice-deans
for research, Department Heads and project managers).

Recognizing that adherence requires more than a formal
revision of HR guidelines and templates, the initiative will
focus on fostering a shared understanding of responsible
research assessment and encouraging cultural change
where appropriate. To support integration of the CoARA
principles into everyday assessment practices, activities
may include seminars, training sessions and
communication measures targeting key actors
(management, academic staff, assessors, and HR).
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“The selection criteria
are clearly
communicated.”

[NIFU Nordic Institute for Studies in Innovation, Research
and Education is a Norwegian independent research
institution.]

53) Improve feedback 2.2 Recruitment | 2026 Q3 HR and HSE Measures for Initiated
to applicants in the Measures Division improvement of
recruitment 2028 Q4 Effect feedback to The applicant satisfaction survey 2025 indicates an
process applicants developed improvement potential in this area. Approximately 50-60%
reported that they received sufficient information and
Bedre tilbakemelding til Improvement of feedback. The NTNU Recruitment Network will investigate
sokere pa applicant satisfaction | improvement measures.
vitenskapelige stillinger in application survey
in 2028
(continuous
institutional
development work)
54) Development and 3.1 Working 2027 Q2: New HR and HSE Life phase policy Initiated
implementation of conditions, life phase policy | Division formally approved by
a new life phase funding and approved institutional decision- | This action involves the development and implementation
policy salaries 2027 Q4: Life making body of a comprehensive life phase policy at NTNU, replacing the
phase policy current senior policy. The policy will address different life
Utvikle og innfare 1.4 Gender implemented Implementation plan phases across the life and career stages across the
livsfasepolitikk ved equality developed and employment lifecycle, including: 1) Early career and

NTNU

(continuous
institutional
development work)

communicated

Guidance material
and management
training sessions
developed and
delivered

establishment phase, 2) Small children/caregiving phase, 3)
Midlife-phase and 4) Senior phase and transition to
retirement. The aim is to ensure fair, inclusive and attractive
working conditions that support sustainable research
careers and enable researchers to combine professional
and personal responsibilities across life stages.

The policy will promote predictable and inclusive working
conditions, support work-Llife balance, and strengthen long-
term health, well-being and participation in academic
careers.

Particular attention will be given to gender-specific health
and life phase-related challenges, including women’s
health and menopause, as well as caregiving
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responsibilities and other factors affecting different life
stages. This is intended to reduce structural and cultural
barriers, combat discrimination, and promote equal
opportunities and gender balance across life stages.

Insights from the working environment survey will be
actively used to inform the development and
implementation of the policy, including analyses of
differences across employee groups (e.g. by gender, career
stage and role). This will help ensure that the measures are
evidence-based and targeted towards identified challenges.

The development of the policy will be an inclusive and
participatory process, involving employee representatives
and relevant stakeholders representing researchers across
different career stages and life phases.

55) Development and
implementation of
guidelines for a
fully satisfactory
psychosocial
working
environment

Utvikle og innfare
retningslinje om
forsvarlig psykososialt
arbeidsmiljo

(continuous
institutional
development work)

3.1 Working
conditions,
funding and
salaries

2026 Q4:
Guideline
approved
2027 Q4:
Guideline
implemented

HR and HSE
Division

Institutional guideline
for a fully satisfactory
psychosocial working
environment formally
adopted

Revised HSE routines
and tools aligned with
new legal
requirements and
guideline

Updated webpages
and support materials
published and
communicated

Increased awareness
of psychosocial risk
factors and
leadership
responsibilities,
documented through

Initiated

The action involves the development and implementation of
institutional guidelines to ensure a fully satisfactory and
healthy psychosocial working environment at NTNU, in line
with new national legal requirements and regulations
concerning psychosocial working environment and
organisational responsibility.

The psychosocial work environment is a critical factor for
health, productivity and overall quality in knowledge-
intensive organisations such as universities. Systematic,
evidence-based work in this area is therefore essential to
meet the new national requirements and to support NTNU’s
strategic ambitions of being an attractive academic
community and an excellent place for work and learning.

The guideline will strengthen NTNU’s systematic work on
psychosocial working conditions and provide an
overarching framework for risk prevention and health
promotion. It will also offer practical guidance and support
for managers, safety representatives and local HSE work.
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training participation
and feedback

The action aims to promote stronger preventive practices
and improved organisational competence.

Data and insights from the working environment survey will
be used to inform the development and implementation of
the guideline, including analysis of psychosocial risk factors
and difference across employee groups.

56) Exploring the use of
Artificial
Intelligence in
research support

Undersoke hvordan Kl
kan brukes i
forskningsstatte

(continuous
institutional
development work)

3.1 Working
conditions,
funding and
salaries
(Research
environment)

2027 Q2

Division for
Research,
Innovation and
External
Relations (FIE)

Relevant Al tools and
areas of application
within research
proposal
development
identified

Mapping of needs,
challenges,
opportunities and
boundaries in existing
work processes
completed

Assessment of Al
tools conducted in
line with NTNU’s data
classification, ethical
guidelines, Al
guidelines and
security frameworks

User guide for
responsible use of Al
in research proposal
development

Recommendations
for competence
development and
training programmes

Initiated

Developments in artificial intelligence (Al) provide new
opportunities to strengthen research administrative
processes, especially in support of proposal development,
quality assessment, project acquisition and management,
and strategic consulting. There is an urgent need to explore
how Al tools can be used in a responsible, efficient, and
professionally sound manner in the work with national and
international research proposals at NTNU, including
proposals for Research Council of Norway and Horizon
Europe.

To ensure coordinated efforts, responsible use and
competence building, a working group (WG) is established
at NTNU with representatives from research administrative
environments and the IT Department.

This initiative responds to increasing pressure on
researchers’ time. National surveys (Statistics Norway)
indicate that time available for research is under pressure,
and NTNU has a relatively low ratio of academic staff
compared to other universities. This highlights the need to
develop more efficient support systems for academic staff.

Overall, the action aims to strengthen the research
environment by providing effective support structures,
appropriate tools, and improved processes, enabling
researchers to focus on high-quality research and
competitive funding applications.
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57) Institutional 3.1 Working 2026 Q3 NTNU Board Organisational input Initiated
consultation and conditions, documented and
development of funding and Director for submitted to the This action follows a request from the NTNU Board
leadership and salaries organisation Board (December 2025) to initiate a broad institutional dialogue on
participation and how leadership and participation function in practice. The
infrastructure Decision on elected process will engage employees and students in structured
Utvikling av ledelse og vs. employed rector discussions on strengths, challenges and potential
medvirkning ved NTNU for the next term improvements in current participation arrangements and
arenas, as well as leadership models at the institutional
(NTNU Board) Measures toimprove | (gyel, Input will be collected and synthesized to inform a
participation Board case on the future leadership model (elected versus
proposed appointed Rector) and measures for further development of
participation at NTNU.
58) Follow up the 3.4 2026 Q4 Pro-Rector for Review of the NTNU Initiated
recommendations Dissemination Outreach and dissemination report
from an NTNU and exploitation Social (2025) completed The institutional Committee for Outreach and Social
report on of results Responsibility Responsibility will review, prioritise and follow up the
dissemination 1.2 Freedom of Priority measures recommendations from the NTNU report on dissemination
academic identified and (2025), resulting in concrete measures to strengthen
Vurdere hvordan NTNU research proposed for dissemination practices, foster a stronger dissemination
skal jobbe med institutional follow-up | culture and enhance public engagement.
formidling 1.3 Open
science
(Committee for
Outreach and Social
Responsibility)
59) Explore potential 3.3 Contractual 2026 Q3 Division for Assessment of BOA Initiated
improvements in and legal Research, processes completed
research support obligations Innovation and A working group is established to assess how the processes
processes and External Recommendations for externally funded research activities (BOA) function, in

routines for
externally funded
research activity

Innsiktsarbeid for
prosess- og
rutineutvikling av

Relations (FIE)

forimprovement
measures developed
and submitted

consultation with relevant stakeholders, with the aim to
identify improvement measures.
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BOA/forskningsstotte
prosesser

(continuous
institutional
development work)

60) Implementation of 4.2. Career 2026 Q4 HR and HSE Mapping and Initiated
career guidance for | development Division proposed model for ) ) ) .
PhD candidates and | and advice career guidance Confer national regulations/identified GAP.
postdoctoral - completed This action aims to implement a structured career guidance
researchers 4.4, Supervision . .
. . service for PhD candidates and postdoctoral researchers at
and mentoring Career guidance o . . .
Avklare hvordan NTNU service implemented NTNU, in line with new national regulatory requirements.
Iskal.gi ledni " across faculties and Previous assessments have emphasized and recommended
carriereveiledning ti departments that career guidance should be closely connected to the
PhD og Postdok , . . .
researcher’s academic environment and delivered through
(continuous existing structures and roles. The service will therefore be
institutional anchored and provided primarily through supervisors and
development work) line managers, complemented by institutional and digital
resources for more general career development support.
A working group led by HR and HSE division, in collaboration
with the Division for Research, Innovation and External
Relations, will further assess and implement the service in
close dialogue with faculties, departments and relevant
stakeholder groups.
61) Implementation of 4.3 Continous 2025-2029 HR and HSE Number of leaders Initiated
NTNU’s fixed-term professional Division participating in

leadership
programme

Gjennomfering av
NTNUs
aremalslederprogram
2025-2029

development

4.4. Supervision
and mentoring

programme activities

Participant
satisfaction and
perceived relevance

Strengthened
leadership
competence

This action involves the implementation of NTNU’s
comprehensive leadership development programme for
fixed-term academic leaders (Head of Departments 2025-
2029).

The programme provides a structured set of development
and training activities throughout the leadership period,
including onboarding, thematic leadership seminars,
leadership group development, a circle calendar of digital
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(continuous
institutional
development work)

Increased
collaboration and
network among
leaders

sessions on practical topics, and institutional leader
forums.

The programme aims to support leaders in their transition
into leadership roles, strengthen strategic and operational
leadership competence, and promote a more coherent
leadership culture across NTNU. It also facilitates
experience sharing, reflection and network-building among
leaders across faculties and organisational levels.

62) PhD-supervisor e- 4.4. Supervision 2026 Q4 Division for E-learning course for Initiated
learning course and mentoring Evaluation Research, supervisors )
implementation Innovation and | implemented for all A working group report from November 2023 recommended
External main supervisors the development of an e-learning course for new PhD
Utrulling og evaluering Relations supervisors. The course was developed and piloted in 2025,
av nytt obligatorisk e- Increase quality of and subsequently refined and implemented from January
laeringskurs for PhD- doctoral supervision 2026. A new NTNU regulation adopted in February 2026
veiledere provided by academic | makes supervisor training mandatory for all main
supervisors supervisors. The course is based on NTNU’s PhD handbook
(Annual Quality Report and relevant research on doctoral supervision. A new
in Research 2025) Ensure equal evaluation of both the launched e-learning course and the
treatment of PhD- . . S
. combined format with in-person training is planned for
candidates
autumn 2026.
63) Launch new 4.2. Career 2028 Q4 Division for Organize innovation Initiated
Strategic development Research, network meetings and ) ) )
Programme for and advice Innovation and | events for knowledge | The Strategic Programme for Innovation Competence aims
Innovation 4.3 Continuous External sharing and to build to facilitate the further development of both innovation
Competence professional Relations (FIE) | innovation culture culture and capabilities, as well as to ensure dynamic

Lansere nytt program
for innovasjons-
kompetanse

(Annual Quality Report
in Research 2025)

development

Offer course modules
for PhD candidates in
research-based
innovation, including
both introductory and
advanced courses

knowledge development aligned with the organisation’s
evolving needs. The programme will have a broad focus on
competence-building initiatives for employees at NTNU. At
the same time, it will offer targeted measures for more
advanced participants, as well as more specialized
initiatives within prioritized focus areas. In addition, the
initiative will contribute to greater recognition of innovation
work among employees, thereby strengthening innovation
as a prioritized task on par with research and teaching.
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Establish networks
and competence
programme to unlock
greater innovation
potential from NTNUs
centres for research-
based innovation
(SFI/FME).

Research impact:
Offer seminars and
courses to strengthen
work onimpact
descriptions.

64) New intake for
NTNU’s
Outstanding
Academic Fellows
Programme

Nytt kull i
Stjerneprogrammet

(Annual Quality Report
in Research 2025)

4.2. Career
development
and advice

4.3 Continuous
professional
development

2026 - 2030

Division for
Research,
Innovation and
External
Relations (FIE)

Number of
participants
completing the
programme

Increased number of
ERC-grants

Initiated

This action involves launching a new cohort of NTNU’s
Outstanding Academic Fellows Programme, the university’s
four-year talent development programme for outstanding
early-career researchers. The programme aims to provide
some of NTNU’s most promising research talents with
favourable conditions to develop internationally leading
research careers through academic development and merit
building. It also seeks to strengthen research excellence,
support career development, and foster a strong
community of emerging research leaders.

An underlying ambition is to increase the level of externally
funded research at NTNU, including competitive
international funding, and to raise awareness of the
importance of providing strong institutional support for
research careers.

Participants are given dedicated time to prioritise their
research through reduced teaching and administrative
duties. In addition, they receive flexible funding to support
career development activities, such as research stays
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abroad, conference participation, research assistance, and
analytical services.

The programme also includes a series of thematic
workshops and seminars held twice a year, designed to
enhance participants’ competencies in key areas such as
supervision, research leadership, grant writing, task
prioritisation and stress management, as well as
responsible international collaboration.

A new cohort has been recruited in 2026, with programme
activities starting in autumn 2026.

65) New research group
management
programme

Nytt forskningsgruppe
lederprogram

(continuous
institutional
development work)

4.2. Career
development
and advice

4.3 Continuous
professional
development

First cohort Q1
2026 to Q1 2027

HR and HSE
Division

Division for
Research,
Innovation and
External
Relations (FIE)

Number of
participants
completing the
programme

Participant
satisfaction and
perceived learning
outcomes

Improved
competence in
academic and
strategic leadership
among participants

Strengthened
collaboration and
networks among
research group
leaders

Initiated

The action involves establishing a new research group
management programme designed to strengthen the
leadership capacity of research group leaders across NTNU.
It consists of four two-day modules delivered over the
course of one year, with 35 participants from all faculties for
research group leaders with responsibility for a research
group/centre/programme or large externally funded project,
typically with several years of leadership experience.

The programme aims to provide research group leaders with
practical tools for exercising strategic and academic
leadership in groups with high scientific ambitions. It seeks
to increase awareness of individual leadership practice,
strengthen research environments, and support favourable
conditions for high-quality research. The programme also
facilitates exchange of experience and network-building.

Key programme themes include strategic leadership for
quality and collaboration, understanding national and
international research funding systems, responsible
international cooperation, research ethics, building robust
research groups, and supporting career development for
research talents, both scientific and leadership careers.
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