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

STAFF & STUDENTS

Total researchers = staff, fellowship holders, bursary holders, PhD. students either full-time or part-time involved in

research *

Of whom are international (i.e. foreign nationality) *
Of whom are externally funded (i.e. for whom the organisation is host organisation) *

Of whom are women *

Of whom are stage R3 or R4 = Researchers with a large degree of autonomy, typically holding the status of
Principal Investigator or Professor. *

Of whom are stage R2 = in most organisations corresponding with postdoctoral level *
Of whom are stage R1 = in most organisations corresponding with doctoral level *
Total number of students (if relevant) *

Total number of staff (including management, administrative, teaching and research staff) *

RESEARCH FUNDING (figures for most recent fiscal year)
Total annual organisational budget

Annual organisational direct government funding (designated for research)

FTE

1507

19

14

959

286

545

666

8444

1900

69331973

822394



RESEARCH FUNDING (figures for most recent fiscal year) €

Annual competitive government-sourced funding (designated for research, obtained in competition with other

organisations - including EU funding) 10134567

Annual funding from private, non-government sources, designated for research 37709

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

UMPhHIH is a public institution with a legal personality based on the Constitution of Romania (1991), the education laws, and the University
Chart. It is an “Advanced Research and Education” university awarded by the Ministry of Education in 2011. The university comprises three
faculties: Medicine, Dental Medicine, and Pharmacy offering trilingual study programs in Romanian, English, and French with a total number of
7776 undergraduate students, 3116 from 64 countries. The Doctoral School enrolls 664 PhD students. The University research activity is based
on 2 comprehensive translational medicine centers and 17 research centers affiliated with all three faculties.

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.



Ethical and professional aspects*

Strengths and Weaknesses (max. 800 words)

Strengths

UMPhHIH has as its main goal to provide excellence at national, regional, and international levels in both education and research. Several
major important documents represent the fundamental quality of its actions. The University Charter, The Strategic Plan, and The
Research Strategy ensure the delivery of high-quality education and research services for students, academic staff, collaborators,
partners, and stakeholders. As stated in the Charter, the university's objectives include continuous medical-pharmaceutical training,
scientific research to ensure progress in the field of medical sciences, dissemination of knowledge and culture in society, national and
international cooperation, graduate insertion and professional success, and the establishment of centers, institutes, and/or university
hospitals that promote excellence in the field of health. As a medical university, the mission is to educate and teach future generations
of physicians, dentists, pharmacists, and scientists to improve patients' quality of life. University activity complies with university ethics.
The fundamental principles underlying the university's activity are academic freedom, the absence of any form of discrimination,
respect for life and the human person, independence from ideologies, religions, and political doctrines, transparency, and public
accountability, promoting high-quality standards, respect for the rules of professional and scientific ethics and respect for equity and
equal opportunities. All ethical regulations are in place and approved by different committees and departments. The Scientific Research
Ethical Commission approves research involving human subjects or animals (art. 216, University Charter), while it also exists a
University Ethical Commission (Title XI, University Charter) for academic responsibility, behavior, and other professional aspects. The
university has its own Code of Ethics and Deontology (Title X, University Charter), aligned with national and European integrity
strategies. UMPhIH sustains and encourages open science and open access policy with a permanent update from the Research
Development and Innovation Department (DepCDI) organized according to the provisions of the Scientific Research Activity Regulation
(Title VI, University Charter) and the university library into the electronic repository. Several training programs have been developed to
assist high-quality research. UMPhIH expanded its services for research management and accountability. The DepCDI has a dedicated
financial compartment for managing financial and administrative grants. Each grant or project funded by public or private funding is
audited either annually or after its implementation period. A Technology Transfer Office (TTO) ensures intellectual property (IP) rights
and establishes rights management and technology transfer by bridging the gap between research and medical practice. UMPhIH
guarantees protection for IP and anti-plagiarism strategies. TTO also ensures assistance and training on issues related to IP. UMPhIH
has a high national and international visibility in media, being permanently linked with the community and aligned to societal debates.
Research plays a significant role in this strategy, along with the research facilities that will attract scientists from abroad and from the
diaspora. UMPhIH develops and promotes all types of research, from fundamental to translational and clinical, attracting students from
early enrollment to be involved in scientific training, internships, volunteering actions, and grants. Human resources (HR) is involved in
more than 129 grants and projects funded nationally and internationally. The research topics cover all areas of medicine, dentistry, and



pharmacy, including the preclinical sciences, genetics, genomics, proteomics, metabolomics, animal facilities, drug development,
biomaterials, 3D bioprinting development, and artificial intelligence. Researchers are encouraged to disseminate their results through
open-access institutional policy, institutional support for publication fees, and broad participation in scientific meetings, conferences,
and contests. The researchers are evaluated annually based on their involvement and impact on research and institutional activities.
The academic staff is also assessed for their academic performance, integrity, and responsibility. UMPhIH is in favor of conducting
research under independent supervision; this is a high average and high-priority feature. The scientific community is becoming more
conscious of the ethical rules' limitations and the opportunity for unrestricted study.

Weaknesses

Some weaknesses are not directly related to the university but to the national research system. Historically, Romania's government
research funding could have been more widespread and stable, making access to high-quality research outputs problematic.
Meanwhile, due to time constraints and expensive reagents and consumable expenses, the acquisition regulation does little to assist
high-quality research, rendering research results insufficiently competitive, needing more predictability for research sustainability at
national level. A specific category of researchers, especially those associated with auxiliary personnel but with similar responsibilities,
are not enrolled as R1 and R2, their promoting benefits need to be expanded. In contrast, they have identical tasks to researchers.
Salaries are still under the European mean, growing the number of young, exceptional scientists brain drain abroad. More effort must be
made to attract young scientists into the research structures. Additionally, a better awareness among the academic community of
professional ethics rules and professional responsibility is welcome. For the following principles, gaps have been identified: 4, 6,7, 8, 9,
10, and 11.



Recruitment and selection*

Strengths and Weaknesses (max. 800 words)

Strengths

The university's methodology is based on the national competitiveness criteria for hiring teaching and research staff. For researchers,
the UMPhIH criteria are higher than the national level to recruit top researchers in the country and abroad while also encouraging
researchers to perform at a European level. All criteria are provided on the university's website, so the material is accessible at all levels.
The university has an open procedure for selecting and recruiting research and management staff as a public entity. It respects national
legislation governing the membership and transparency of selection committees, as well as national requirements for researchers
financed by research projects in both permanent and temporary posts. The HR Department oversees the recruitment methodology and
follows the requirements of the national legislation, and the university's requirements. The recruitment procedures are open,
transparent, and merit-based. Education and expertise are treated equally, and there are no limitations based on gender or race. All
admission standards for researchers are specified. Guidelines for each position level for permanent and temporary positions are
explicitly provided. Recruitment requirements for temporary positions, particularly in research programs, include both national
legislation and those specific to the project opening the position. This makes the selection process easier as it ensures the qualification
criteria align with the position's needs. The selection process provides proper evaluation and professional credentials, providing
appropriate evaluation and professional qualifications, and assessing and quantifying the candidates' overall experience without
penalizing career breaks or discontinuities. The selecting committee's members have a wide range of expertise and knowledge. At each
stage, candidates are informed about the recruitment process and selection criteria. The university profile and the existence of several
centers of excellence in translational medicine, genomics, and advanced medicine make the environment extremely attractive for
attracting researchers of all experience levels. It also attracts senior scientists with high experience interested in launching a university-
based research initiative. All available research positions are published on the job portal on Euraxess. UMPhIH provides permanent jobs,
each researcher can be promoted after he passes the requirements for a higher post. All candidates and recruited researchers are
promptly informed of their salary for permanent and temporary positions. For foreign scientists and academics, the national legislation
is translated into English. UMPhIH recruits and selects staff for teaching and research activities through public competitions. To ensure
nondiscrimination and professional ethics, academic and research posts are filled following university Senate norms and current
legislation. UMPhIH methodology has been revised to meet the OTM-R regulatory standards for teaching and research vacancies. The
principle of transparency is fully implemented; all candidates are given equal opportunities in the recruiting process, which is open,
transparent, and void of discrimination. UMPhIH incorporates professionalism, quality, and competition into all aspects of its academic
and research efforts, fostering collaboration and experience sharing with other universities and institutes. The seniority principle is
completely adopted.

Weaknesses



At the national level, a major impediment to new job recruiting is budget constraints, which limit the university's research performance
when compared to other European high-level universities. The legislation regulating the recruitment of abroad researchers is
inconsistent, as some grant competitions request an international grant director, yet when such is needed, the process is slow, time-
consuming, and involves an unnecessary administrative burden. Romania pays the lowest salaries for research grants at the European
level making this unattractive for potentially excellent senior scientists including the Romanians interested in a grant at UMPhIH. While
the university receives some funding for research, it cannot open funding for important research grants to attract more high-standard
researchers. At the national level, very few research calls are opened, some years there is no competition, and these represent a major
barrier for postdoctoral positions. To secure the university's ability to select and recruit more researchers to compete on a global scale,
a European and worldwide model for research grants within universities must be devised. To meet OTM-R statutory standards,
applicants' selection procedures, including interview panels with members from varied backgrounds, and the clarity of the criteria for
the appointment of selection commissions, needed to be enhanced. UMPhIH aims to promote selection transparency. A certain
difficulty is seen when adjusting scientific criteria to remain competitive in attracting researchers, limitations due to the national
legislation, and the blocked vacancies by the state. This is detrimental to research because there is a high demand for young
researchers and few available positions. Significant differences in the researchers' salaries compared to other employees limit the
interest of young researchers to embrace a career in our country. Transparency in project evaluation is encouraged, as is increasing
access to research funds through grants. For the following principles, gaps have been identified: 12, 13, 14, 16, 18, and 21.

The working group observed that job postings/ openings should comprise more details on job conditions and opportunities for
professional advancement.



Working conditions*

Strengths and Weaknesses (max. 800 words)

Strengths

UMPhIH ranks first in preclinical, fundamental, and translational research. In the last 10 years, it developed two large infrastructures
using the operativity-competitivity program POSCCE for infrastructure and research: Research Center for Functional Genomics,
Biomedicine and Translational Medicine and The Research Center for Advanced Medicine — MedFuture. These were created to provide
interdisciplinary teams, spaces, and structured research services. Both centers are state-of-the-art with an infrastructure summing up to
more than 14 mils Euros. They comprise more than 100 research services structured to be delivered to other institutions, private
companies, and universities. The centers offer an excellent scientific environment capable of attracting and retaining young scientists
from various fields like medicine, biology, chemistry, physics, and informatics. In addition, 17 other research centers are affiliated with
the three faculties. All the university's research centers are developing research projects and grants with a mission-driven approach,
resulting in a complex scientific ecosystem with strong partnerships and collaboration at the university level as well as with other
universities, institutions, private companies, and government agencies. Offering excellent working conditions and a suitable
environment in terms of health and safety conditions, UMPhIH promotes fundamental rights and principles at work, with collective
bargaining and social dialogue. New researchers are permanently trained from the undergraduate to the PhD and postgraduate levels.
UMPhIH has developed an outstanding environment for collaboration by linking with key European and worldwide programs.
Professional recognition and innovative capacity are pursued through the University Charter, Strategic Plan, and Research Strategy. An
Operational Annual Plan is in place, including a work calendar with tasks and deliverables. Equal opportunities and equal treatment
between women and men are in place, based on the European strategy on gender equality 2020-2025. Gender equality is provided by
law and ingrained in the organizational environment/culture. UMPhIH takes an equal attitude to gender, including leadership roles. In
2022, the Office for Inclusion, Diversity and Equal Opportunities was established in UMPhIH which promotes the inclusion of all
employees and students by developing an optimal working and learning environment. The deciding communities include
representatives from academia, investigators, and students. Collaboration is encouraged to exploit the whole potential of human
resources. Excellence, interdisciplinary areas of expertise, and high-quality research activity are promoted. The Research Strategy
includes improving the quality and innovation capacity by expanding new research facilities. Annually several prizes for research
excellence for PhD students and young investigators under 45 years old are granted, also embracing excellent publications in Q1-ranked
journals. All academic positions are permanent (if a PhD diploma is available). Permanent positions are open as often as the legislation
allows for researchers, assuring as much security of tenure as possible and growing the number of accredited researchers. Workshops
in writing grants and articles are periodically organized for researchers. All young researchers employed at the university on a temporary
or permanent basis receive personal training from a mentor/advisor who helps them take their first steps in scientific research. The
University offers competitive internal grants for young researchers (R1, R2) to develop research and management skills under the



guidance of a mentor. Researchers involved in projects and grants are encouraged to work in research centers to improve their

skills. European and International training is strongly promoted, with financial support for mobility provided by institutional development
funds such as FDI and PROGRES. Specific facilities for publication for PhD students were developed, encouraging the dissemination of
the results in the Q1 quartile (between 1000-1700 euros/article reimbursed by the university). The PROGRES project financed 65 articles
in the Q1 quartile (10.000 RON/article). In 2024, 21 publications were included in the ANELIS Plus transformative agreement (project co-
financed by the European Regional Development Fund). Events promoting external participation, like Technology Transfer Days create a
stimulating working environment by recognizing and exploiting research results for applied purposes and raise awareness of research
results in scientific and non-academic settings.

Weaknesses

Some limitations are given by the national legislation, especially in the salary range, where salaries given within the projects are lower
than the European level. This is frustrating for good researchers who leave the country and find other jobs in Europe or internationally.
The limited access to funding, and the need for greater transparency in the review process and an optimal ratio of didactic and scientific
activities, are strongly debated among researchers. The process of acquiring reagents and consumables is slow and excessively
bureaucratic, and considerable time is lost to acquire results in research, rendering the team non-competitive on the international level.
In the meantime, an increase in the number of young physician-scientists and researchers to enrich the quality of the research
environment is needed. This is often a limitation in the number of new positions approved by the minister. Gaps have been identified for
23,24, 25, 26,27, 28, 30, 32, 33, and 35 principles.



Training and development*

Strengths and Weaknesses (max. 800 words)

Strengths

The university is committed to offering research training and continuous development through its Strategic Plan. Several programs are
in place to train researchers and create and consolidate a new generation of physicians and pharmacists as competitive scientists.
Specially dedicated to institutional development yearly, the university coordinated a grant for research and continuous formation of the
researchers. The two main research centers of the university have in place programs and grants for staff training and the development
of new research skills according to the new labour market to improve the utilization of the research infrastructure. Several institutional
development national grants were developed by the university to increase the capacity, competitiveness and research visibility of
UMPhIH by training and supporting multidisciplinary teams in research excellence and increasing the performance of scientific
research, supporting excellence in research and innovation in medicine. Through the institutional development grants, two sessions for
the PhD students are organized each year, one in spring and one in autumn, where PhD students are encouraged to present their work
and publications. Annually the UMF Days are organized, and all researchers have their presentation of the work done over one year.

A well-established network is in place with the Doctoral School, where an internal quality management system for improving the training
and evaluation of PhD students is in place. The Doctoral School supervises the relationship between researchers and their supervisors
to ensure high-quality research and the legal infrastructure for doctorate research and habilitation theses. The PhD curricula is
permanently updated, including courses, seminars and training in major research fields. Several international grants are developed
within the university for strategic cooperation to improve research abilities for PhD students for higher educational quality and
cooperation strategy for knowledge transfer, internationalization and curricula innovation in the field of research education at the 3rd
level of study.

Much interest is addressed to undergraduate students interested in developing a career as physician-scientists for whom several
hands-on training sessions are offered in the university's research centers. An excellent collaboration between the research groups and
student organizations is developed; each student has a mentor/supervisor and can start the “first steps in research” in the labs. Based
on a competitive selection, some are involved in grants, participate in writing articles and project applications, and are encouraged to
develop skills to understand and create scientific concepts based on their ideas. Each PhD student and postdoc has a supervisor with
well-defined roles through the Doctoral School code for doctoral and postdoctoral studies. Annually a dedicated session for potential
PhD students is organized by the Doctoral School to present the university research facilities and encourage future PhD students to
embrace a career in science. Internal research grants have been conducted between 2022-2023. Applications are currently being
accepted for new internal research grants (starting January 2025), 50 for academics and professionals and 20 for students. In 2023,
UMPhHIH established 14 framework agreements of bilateral partnership with universities from 10 different countries. Between 2022 and



2023 Erasmus+ inter-institutional agreements have been established: medicine with 68 universities from 13 countries; nursing with 8
universities from 5 countries; therapy and rehabilitation with 3 universities from 3 countries; medical diagnosis with 2 universities from
2 countries; pharmacy with 37 universities from 9 countries; dental medicine with 16 universities from 8 countries. Between

2022 and 2023, UMPhIH undergraduate, master's, and PhD students completed 281 mobilities. 30 mobilities were for teacher training
courses. UMPhIH was devoted to reducing social and economic disparities among EEA countries and strengthening cooperation
between donor countries (Iceland, Liechtenstein, Norway) and beneficiary countries (Bulgaria, Czech Republic, Estonia, Greece, Hungary,
Latvia, Lithuania, Malta, Poland, Portugal, Romania, Slovakia, Slovenia).

Weaknesses

The training and development programs face two major challenges: a uniform mentoring method and an assessment process that
mostly depends on metrics without providing sufficient qualitative input. The limitation of access to the grants also limits human
resource development in research. The need for more transparency in the evaluation process represents a highly disputed problem
among the researchers. The university must improve the training capacity for all specialists at all levels, including technicians and
specialists. There is a need for a mentoring strategy and mentoring training courses for both senior researchers and younger
researchers who are at the beginning of their work as Principal Investigators, for better training of young researchers in research,
improving mentor-young researcher relationships, and improving managerial and supervisory activities. Despite efforts not to
discourage career breaks, the regular assessment system'’s implied preference for ongoing academic trajectories based on research
output, academic excellence, and commitment remain challenges for those who take them for personal or professional reasons.
Funding possibilities may not be equally accessible to young researchers, which could result in differential career advancement.

For the following principles, gaps have been identified: 36, 37, 38, 39, and 40.

3. Actions

The Action Plan and HRS4R 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):

https://umfcluj.ro/en/university/scientific-prorectorate/resources-strategy-hrs4r/hrs4r-process-umphih/ (https://umfcluj.ro/en/university/scientific-
prorectorate/resources-strategy-hrs4r/hrs4r-process-umphih/)

Please fill in the list of all individual actions to be undertaken in your organisation's HRS4R to address the weaknesses or strengths identified in the
Gap-Analysis. The listed actions should be concise, but detailed enough for the assessors to evaluate the level of ambition, engagement and the
expected implementation process. The institution should strive to provide a detailed plan, not just an enumeration of actions.


https://umfcluj.ro/en/university/scientific-prorectorate/resources-strategy-hrs4r/hrs4r-process-umphih/
https://umfcluj.ro/en/university/scientific-prorectorate/resources-strategy-hrs4r/hrs4r-process-umphih/
https://umfcluj.ro/en/university/scientific-prorectorate/resources-strategy-hrs4r/hrs4r-process-umphih/

Note: Choose one or more of the principles automatically retrieved from the GAP Analysis with their implementation ratings.



Proposed ACTIONS

Action 1

Development and approval of the Human Resources Strategy

for Researchers (HRS4R) in UMPhIH aligned with HRS4R
Code and Charter. Information and training sessions for
representative researchers (R1-R4) to form clusters at the
faculty and research center levels to further promote the
principles of the HRS4R Code and Charter. (T1 Ethical and
professional aspects)

GAP Principle(s)

(+/-) 4. Professional attitude

(+/-) 6. Accountability

(+/-) 7. Good practice in research

(+/-) 8. Dissemination, exploitation of results
(+/-) 9. Public engagement

(+/-) 10. Non discrimination

(+/-) 11. Evaluation/ appraisal systems

(+/-) 12. Recruitment

(+/-) 13. Recruitment (Code)

(+/-) 14. Selection (Code)

(+/-) 16. Judging merit (Code)

(+/-) 18. Recognition of mobility experience (Code)
(+/-) 21. Postdoctoral appointments (Code)
(+/-) 23. Research environment

(+/-) 24. Working conditions

Timing (at least by
year's
quarter/semester)

Q1-Q4 /2024-2025
Regular evaluation
(quarterly and
annual)



Proposed ACTIONS
Timing (at least by
year's
GAP Principle(s) quarter/semester)

(+/-) 25. Stability and permanence of employment

(+/-) 26. Funding and salaries

(+/-) 27. Gender balance

(+/-) 28. Career development

(+/-) 30. Access to career advice

(+/-) 32. Co-authorship

(+/-) 33. Teaching

(+/-) 35. Participation in decision-making bodies

(+/-) 36. Relation with supervisors

(+/-) 37. Supervision and managerial duties

(+/-) 38. Continuing Professional Development

(+/-) 39. Access to research training and
continuous development

(+/-) 40. Supervision



Proposed ACTIONS

Responsible
Unit

Steering
Committee,
DepCDl|,
Scientific
Vice-Rector,
Administrative
Council (CA),
UMPhIH
Senate

Indicator(s) / Target(s)

Documents and website: Guide for the implementation
of the HRS4R Code and Charter Portal of good ethics
practices Baseline 2023: Organization quarterly training
workshops for researchers and academics on
professional ethics rules and gender equality, informing
researchers about research regulations, including equal
opportunities and gender balance During the academic
year 2022-2023 UMPhIH undergraduate, master's, and
doctoral students participated in 281 mobilities, there
were 30 mobilities for teacher training courses. Baseline:
50-75 trained researchers/year. Actions: Information and
training sessions for representative researchers (R1-R4)
to form clusters at the faculty and research center levels
to further promote the principles of the HRS4R Code and
Charter Online dissemination of new and updated
documents on the HRS4R page, by e-mail, and through a
system of internal e-advertising (Info Cadre UMF Cluj-
Napoca) Updating the website in Romanian, and English
to improve the accessibility of documents Indicators: ¢
Increase of trained researchers by 3-5%/year * number of
trained researchers/ quarter/year (minimum 30 persons
in a quarter) * number of notices/researchers notified by
e-mail and Info Cadre/quarter/year, updated * number of
online accesses of documents and portals on the
university website (EN, RO)/ quarter/year, updated KPI:
100% compliance with the HR4RS Charter



Proposed ACTIONS

Action 2

Develop and disseminate to the academic community
comprehensive policies to guide ethical research practices,
including: - protocols for conducting studies, handling data,
reporting results and intellectual property rights; - procedures
for reporting and investigating research misconduct,
reporting channels, investigation committees, and disciplinary
measures; - procedures for promoting inclusion, diversity,
gender equality and equal opportunities in all research
activities to promote good and constructive professional
relationships (T1 Ethical and professional aspects)

GAP Principle(s)

(++) 1. Research freedom

(++) 2. Ethical principles

(++) 3. Professional responsibility
(+/-) 4. Professional attitude

(+/-) 6. Accountability

(+/-) 7. Good practice in research
(+/-) 10. Non discrimination

(+/-) 27. Gender balance

(++) 31. Intellectual Property Rights
(+/-) 32. Co-authorship

(++) 34. Complains/ appeals

(+/-) 36. Relation with supervisors

Timing (at least by
year's
quarter/semester)

Q1-Q8/2024-2026
Ongoing Regular
evaluation (quarterly
and annual)



Proposed ACTIONS

Responsible
Unit

Scientific
Vice-Rector,
DMAS,
DepCDI, CA,
Compartment
of Inclusion,
Diversity and
Equal
Opportunities
(CIDEO)

Indicator(s) / Target(s)

Documents and website: New documents developed and
approved to improve existing ethical research practices
at the university Actions: Mandatory training sessions
about: « protocols for conducting studies, handling data,
reporting results and intellectual property rights -
procedures for reporting and investigating research
misconduct, reporting channels, investigation
committees, and disciplinary measures * procedures for
promoting inclusion, diversity, gender equality and equal
opportunities in research Realization of a portal of
good/misconduct ethics practices Indicators: * number of
researchers trained/ quarter/year (minimum 30
researchers in a quarter) * number of portal
accesses/quarter/year KPI: 100% research integrity
training completion Ethical Complaint Resolution Rate:
resolve 95% within 30 days



Proposed ACTIONS

Action 3

Develop an intellectual property office within the TTO to
provide: - specific legal guidance, assistance with patent
applications, and technological transfer to facilitate the
commercialization of research findings; - guidelines for
coauthorship; - innovation support in the university by
supporting new business development in competitive
economic areas at local, regional and national level (e.g. spin-
offs, projects for young researchers, start-ups from patents
realized at the university level) (T1 Ethical and professional
aspects)

Timing (at least by

year's
GAP Principle(s) quarter/semester)
(++) 5. Contractual and legal obligations
Q2-Q8/2025-2026
(+/-) 9. Public engagement Permanent, with
regular evaluation
(++) 31. Intellectual Property Rights (quarterly and
annual)

(+/-) 32. Co-authorship

Responsible
Unit

Human
Resources
(HR)
Department,
DepCDI -
TTO, Board
of Directors

Indicator(s) / Target(s)

Documents and website: Assistance guide for intellectual
property, patent applications, technological transfer, co-
authorship Actions: « Updating existing procedures *
Workshops and training sessions ¢« University fairs to
facilitate the technological transfer Indicators: * number of
guide accesses/quarter/year* number of researchers
trained/quarter/year « number of fairs/year



Proposed ACTIONS

Action 4

Establishing the Personnel Research, Development, and
Innovation Statute following the HRS4R strategy at the
European level (Charter & Code) and the National Law on the
Regulations for Research, Development and Innovation Staff
adopted in April 2024. Mediatization of the Statute through
different communication channels to the academic
community (T1 Ethical and professional aspects)

GAP Principle(s)

(++) 1. Research freedom

(++) 2. Ethical principles

(++) 3. Professional responsibility

(+/-) 4. Professional attitude

(++) 5. Contractual and legal obligations
(+/-) 6. Accountability

(+/-) 7. Good practice in research

(+/-) 8. Dissemination, exploitation of results
(+/-) 9. Public engagement

(+/-) 10. Non discrimination

(+/-) 14. Selection (Code)

(++) 15. Transparency (Code)

(+/-) 16. Judging merit (Code)

(++) 17. Variations in the chronological order of
CVs (Code)

Timing (at least by
year's
quarter/semester)

Q1-Q4/2024-2025
Permanent, with
regular evaluation
(quarterly and
annual)



Proposed ACTIONS
Timing (at least by

year's
GAP Principle(s) quarter/semester)

(++) 22. Recognition of the profession

(+/-) 23. Research environment

(+/-) 24. Working conditions

(+/-) 25. Stability and permanence of employment
(+/-) 26. Funding and salaries

(+/-) 27. Gender balance

(+/-) 28. Career development

(+/-) 36. Relation with supervisors

(+/-) 38. Continuing Professional Development

(+/-) 39. Access to research training and
continuous development

(+/-) 40. Supervision



Proposed ACTIONS

Responsible
Unit

Scientific
Vice-Rector,
DepCDI, CA,
UMPhIH
Senate

Indicator(s) / Target(s)

Documents and website: Staff Statute for Innovation,
Development, and Research available on HRS4R page The
Research, Development, and Innovation Personnel Code
Actions: * Flyers, posters or videos to online disseminate
the main points of the RDI Staff Statute in the university
(on HRS4R page, by e-mail, and through Info Cadre UMF
Cluj-Napoca) * Enhancing the website in both English and
Romanian to improve accessibility to consult the Statute
Indicators: * Number of announcements/researchers
notified by e-mail and Info Cadre/quarter/year, updated -
Number of online accessions of documents on all three
pages of the university website (EN, RO)/ quarter/year,
updated



Proposed ACTIONS

Action 5 Timing (at least by
year's
The review of methodologies regarding the occupation for GAP Principle(s) quarter/semester)

teaching and research positions following the OTM-R
strategy. Development of objective criteria for the selection of
evaluation committee members. (T2 Recruitment and

selection) (+/-) 13. Recruitment (Code)

(+/-) 12. Recruitment

Q3-Q6/2025-2026
Regular evaluation
(quarterly and
annual)

(+/-) 14. Selection (Code)
(++) 15. Transparency (Code)
(+/-) 16. Judging merit (Code)

(++) 20. Seniority (Code)



Proposed ACTIONS

Responsible
Unit

Scientific
Vice-Rector,
HR Service,
DepCDI, CA,
UMPhIH
Senate

Indicator(s) / Target(s)

Documents and website: The methodology regarding the
occupation for teaching and research positions in
Romanian and English languages Methodology for
improving the selection criteria for evaluation
commissions and interview panels OTM-R strategy
updated Actions: » Online dissemination of the new and
updated documents on the university’s website (both in
English and Romanian), by e-mail, and through Info Cadre
UMF Cluj-Napoca * Enhancing the website in both English
and Romanian to improve accessibility to consult the
documents * External or foreign candidates are
encouraged to apply, the selection committees having both
internal, external and international members where
appropriate Indicators: «+ Number of announcements/
researchers notified by e-mail and Info Cadre/quarter/year,
updated « number of accessions of documents/quarter/
year KPI: Time-to-Hire: complete within 45 days Offer
Acceptance Rate: 90% acceptance rate



Proposed ACTIONS

Action 6 Timing (at least by
year's
Developing the methodology for promoting the positions of GAP Principle(s) quarter/semester)

underrepresented groups and highlighting the university's

commitment to diversity and inclusion. (T2 Recruitment and o Q5-Q8/2025-2026
) (+/-) 10. Non discrimination .

selection) Regular evaluation

(+/-) 27. Gender balance (quarterly and/or
annual)



Proposed ACTIONS

Responsible
Unit

Scientific
Vice Rector,
Board of
Directors,
UMPhIH
Senate,
CIDEOQ,
DepCDI, HR
Service,
Quality
Assurance
Department
(QAD)

Indicator(s) / Target(s)

Documents and website: The updated methodology for
promoting the positions of underrepresented groups in
Romanian and English languages to include: - hiring
policies that ensure gender balance on recruitment panels
and use gender-neutral language in job descriptions -
flexible working hours, parental leave policies, on-campus
childcare, and support for faculty and staff returning from
parental leave - internal grants or funding opportunities for
research that focuses on gender equity OTM-R strategy
updated based on the response from an investigation on
personnel contentment Actions: * seminars and training
events for researchers, teaching staff, personnel, and
students on gender equity, unconscious bias, and inclusive
management « guest lectures, networking events that
encourage women to pursue careers in science *
promoting gender equality, intersectional inclusion and
diversity in the recruitment process * annual assessment
of leadership roles, promotions, and pay fairness to ensure
there is no gender imbalance * annual survey on personnel
contentment to improve the OTM-R strategy Indicators: -
Report on the investigation on personnel contentment to
improve the OTM-R strategy * number of persons
trained/quarter/year « number of guest lectures invited at
training events/quarter/year * number of researchers
applying and recruited in competitions, with an analysis of
gender and equal opportunities/quarter/year KPI: Diversity
of Hires: 50:50 gender balance, 10% underrepresented
groups



Proposed ACTIONS

Action 7

Improving the working conditions for researchers: - support a

good work-life balance to support services, for burnout
prevention and occupational health; - revise the grid and
scores for professional activity (used for merit and salary
increases) by including indicators or modifying the score of
existing indicators; - Integrating gender in research and
teaching - Integrating disability in research and teaching (T3
Working conditions and social security)

GAP Principle(s)

(+/-) 11. Evaluation/ appraisal systems
(++) 22. Recognition of the profession
(+/-) 23. Research environment

(+/-) 24. Working conditions

(+/-) 25. Stability and permanence of employment
(+/-) 26. Funding and salaries

(+/-) 27. Gender balance

(+/-) 28. Career development

(++) 29. Value of mobility

(+/-) 30. Access to career advice

(++) 31. Intellectual Property Rights
(+/-) 32. Co-authorship

(+/-) 33. Teaching

(++) 34. Complains/ appeals

(+/-) 36. Relation with supervisors

Timing (at least by
year's
quarter/semester)

Q5-Q8/2025-2026
Regular evaluation
(quarterly, annual,
and/or biennial)



Proposed ACTIONS
Timing (at least by
year's
GAP Principle(s) quarter/semester)

(+/-) 37. Supervision and managerial duties

(+/-) 40. Supervision



Proposed ACTIONS

Responsible
Unit

HR Service,
DepCD|,
Research
Centers,
Faculty
Departments,
Scientific
Vice Rector,
Center for
Psychological
Counseling
and Career
Guidance,
Board of
Directors,
UMPhIH
Senate,
CIDEO, QAD

Indicator(s) / Target(s)

Documents and website: The programs of Stress
management workshops, fitness facilities, sports
complex in “luliu Hatieganu” Park Actions: Revision of the
grid and scores for professional activity Mentoring quality
assessment procedure by a survey conducted within
UMPhIH - once every 2 years, with monitoring of certain
indicators on mentoring quality assessment Surveying
monitoring perceived progress in implementing the
strategy (part of the KPIs). Organisation of annual
retreats for researchers Improvement of working places
Internal training seminars on the use of gender and
identity in research to encourage recognition of its
economic, social and innovative value Workshops on
creating inclusive syllabi for students, including R1, with
disabilities Indicators: * Number of researchers attending
workshops/quarter/ year - Number of subscriptions at
stress management programs/year KPI: Diversity, Equity,
and Inclusion (DEI): - 5% international researcher ratio -
75% experience belonging in the biennial survey
Researcher Satisfaction and Engagement: - 75%
positively engage in achieving overall goals in the biennial
survey - Exit Interview Feedback: 80% positive feedback
on the working experience - Participation in Decision-
Making: 60% involved in decision-making Work-Life
Balance and Well-being: 75% satisfaction with work-life
balance Burnout rate below 5% Baseline 2023: - English
language courses for 40 auxiliary teaching staff - 4
training workshops for students: 140 - 2 workshops for
international students 50 students and 5 teaching staff



Proposed ACTIONS

Responsible
Unit Indicator(s) / Target(s)

from the English study programs - 3 workshops at
management level, with the administrative structures, the
teaching staff to extend the evaluation platform for
teachers' activity (peer evaluation)



Proposed ACTIONS

Action 8

Development of a single, integrated platform for the
management of all academic and research activities that will
include: - a dedicated portal for the Scientific Research Ethics
Commission; - a dedicated portal for accredited research
centers (research teams, research areas) and the results of
their scientific activity (scientific publications, projects carried
out, scientific events organized, prizes and awards) in
Romanian and English, to increase visibility and attract
external cooperation; - a dedicated portal to report individual
research activity for evaluation and self-evaluation, but also
for the prompt collection of data needed for various internal
and external institutional (T3 Working conditions and social
security)

Timing (at least by
year's
GAP Principle(s) quarter/semester)

(++) 3. Professional responsibility

(+/-) 4. Professional attitude

(+/-) 6. Accountability

(+/-) 7. Good practice in research

(+/-) 8. Dissemination, exploitation of results

(+/-) 9. Public engagement

Q1-Q8/2024-2026
Permanent, with
regular evaluation
(quarterly and

(+/-) 11. Evaluation/ appraisal systems
(+/-) 16. Judging merit (Code)

(++) 17. Variations in the chronological order of annual)
CVs (Code)

(+/-) 18. Recognition of mobility experience (Code)
(++) 31. Intellectual Property Rights

(+/-) 32. Co-authorship

(+/-) 33. Teaching

(+/-) 38. Continuing Professional Development



Proposed ACTIONS

Responsible
Unit

Scientific vice-
rector, Quality
Assurance
and
International
Relations
vice-rector, HR
Service,
DepCDI, The
Administrative
Council,
Senate
UMPhHIH, QAD

Indicator(s) / Target(s)

Documents and website: Digital platform integration:
semester update Indicators: Research Portal creation
Publications database Projects - grants database
Dissemination activities * number of users * number of
accesses/quarter/year



Proposed ACTIONS

Action 9

Expansion of Scope of the existing Psychological Counseling
and Carrer Guidance Center which currently provides support
for UMPhHIH students and residents, with the inclusion of
researchers in the target groups Personal advice for
researchers seeking career guidance consultation (T3
Working conditions and social security)

GAP Principle(s)

(++) 1. Research freedom

(++) 2. Ethical principles

(++) 3. Professional responsibility

(+/-) 4. Professional attitude

(++) 5. Contractual and legal obligations
(+/-) 7. Good practice in research

(+/-) 8. Dissemination, exploitation of results
(+/-) 10. Non discrimination

(+/-) 12. Recruitment

(+/-) 23. Research environment

(+/-) 24. Working conditions

(+/-) 28. Career development

(+/-) 30. Access to career advice

(+/-) 35. Participation in decision-making bodies

(+/-) 36. Relation with supervisors

Timing (at least by
year's
quarter/semester)

Q1-Q8/2024-2026
Permanent, with
regular evaluation
(quarterly and
annual)



Proposed ACTIONS

Timing (at least by
year's

GAP Principle(s) quarter/semester)

(+/-) 38. Continuing Professional Development

(+/-) 39. Access to research training and
continuous development

Responsible
Unit

Scientific
Vice-Rector,
Psychological
Counseling
and Career
Guidance
Center, CA,
UMPhHIH
Senate

Indicator(s) / Target(s)

Documents and website: The updated Career Counseling
and Orientation Center Directive Actions: Workshops,
courses, and promotional materials regarding the center's
operations Face-to-face interviews with researchers
seeking career advisory counseling at all training phases,
including students Mentoring activities of R1 by R3 and
R4 Indicators: « number of counseled
researchers/quarter/ year * number of researchers
attending workshops, seminars/quarter/year



Proposed ACTIONS

Action 10 Timing (at least by
year's
Raising awareness of the importance of equality issues and GAP Principle(s) quarter/semester)

strengthening positive attitudes towards diversity (T3

Working conditions and social security) (+/) 4. Professional attitude

(+/-) 10. Non discrimination

(+/-) 12. Recruitment
Q1-Q8/2024-2026

(+/-) 24. Working conditions Permanent, with
regular evaluation

(+/-) 28. Career development (quarterly and
annual)

(+/-) 30. Access to career advice
(+/-) 35. Participation in decision-making bodies

(+/-) 36. Relation with supervisors



Proposed ACTIONS

Responsible
Unit

Scientific
Vice Rector,
CIDEO,
DepCDI

Indicator(s) / Target(s)

Actions: Awareness-raising campaign highlighting diversity
and inclusion in the university community and encouraging
the prevention of discrimination in various fields (language
discriminatory language), violence (including violence
based on prejudice, gender identity), harassment and
sexual harassment Indicators: * number of persons
trained/quarter/year + number of workshops delivered
within the academic community KPI: Gender Balance in
Research Leadership: at least 60% of women in leadership



Proposed ACTIONS

Action 11

Creating and developing human resources by: - attracting and
preparing high-performing students (from undergraduate and
master level) to be researchers and integrating them and PhD
students (R1) into project-related teams, mentoring by senior
mentors (R3 and R4) - mentoring program and strategy
(training and position-building courses for mentors and
supervisors — for R3 and R4) Organisation of courses and
continuous training for researchers (T4 Training and
development )

GAP Principle(s)

(+/-) 7. Good practice in research
(+/-) 9. Public engagement

(+/-) 12. Recruitment

(+/-) 13. Recruitment (Code)
(+/-) 14. Selection (Code)

(++) 15. Transparency (Code)
(+/-) 16. Judging merit (Code)

(++) 17. Variations in the chronological order of
CVs (Code)

(+/-) 18. Recognition of mobility experience (Code)
(++) 19. Recognition of qualifications (Code)

(+/-) 21. Postdoctoral appointments (Code)

(++) 22. Recognition of the profession

(+/-) 23. Research environment

(+/-) 24. Working conditions

Timing (at least by
year's
quarter/semester)

Q1-Q8/2024-2026
Permanent, with
regular evaluation
(quarterly and
annual)



Proposed ACTIONS
Timing (at least by

year's
GAP Principle(s) quarter/semester)

(+/-) 26. Funding and salaries

(+/-) 27. Gender balance

(++) 29. Value of mobility

(+/-) 30. Access to career advice

(+/-) 33. Teaching

(+/-) 36. Relation with supervisors

(+/-) 38. Continuing Professional Development

(+/-) 39. Access to research training and
continuous development

(+/-) 40. Supervision



Proposed ACTIONS

Responsible
Unit

Scientific
Vice-rector,
Genomics
Center,
MedFuture,
Research
Centers from
Faculties,
Student
Research
Organizations,
DepCDI

Indicator(s) / Target(s)

Documents and website: Announcements on Mentoring
programs for experienced, senior researchers (R3 and
R4) through continuing education courses offered in
collaboration with other prestigious universities
(Karolinska Institute, 2024 - within the Neurotech EU
framework) The updated process for assessing
mentorship quality Baseline 2023: Training of young
researchers (R1, graduate students, master students, and
undergraduate students) in the research centers of the
university Aim: an increase in persons participating in
training courses: 15% Actions: Mentoring program: -
mentor training courses - senior mentors (R2, R3, R4)
strengthening courses - Doctoral School courses (R1)
Indicators: * number of students participating in
internships/ semester (decision-making governing
cooperation with student organizations) * number of
researchers (certificates) of complementary studies
awarded after completing a training program
/quarter/year Persons participating in training courses
2024 total foreseen: 20% - 5% increase » Two summer
internships and a regulation-based selection process *
number of mentorships * number of contests * number of
mentoring courses and training mentors/year KPI: 100%
of junior researchers paired with mentors Training and
Development Participation: 75% participation in
professional development



Proposed ACTIONS

Action 12

Enhancing students with research skills and young
researchers (R1, R2) through internal research grants
awarded through competitions organized by UMPhIH. The
selection is made by evaluating the proposed research
project (quality of the material presented, degree of novelty
and innovation, feasibility, fund management) and CV. Each
student candidate is supervised by a mentor. R1 and students
are targeted, with distinct actions. The purpose of including
students is to boost their potential future recruiting into
research. Support the publication of scientific results in Q1
and Q2 scientific journals for all researchers in the university
(R1-R4) (T4 Training and development )

GAP Principle(s)

(++) 1. Research freedom

(++) 2. Ethical principles

(+/-) 4. Professional attitude

(++) 5. Contractual and legal obligations
(+/-) 6. Accountability

(+/-) 7. Good practice in research

(+/-) 8. Dissemination, exploitation of results
(+/-) 9. Public engagement

(+/-) 10. Non discrimination

(+/-) 11. Evaluation/ appraisal systems
(+/-) 14. Selection (Code)

(++) 15. Transparency (Code)

(+/-) 16. Judging merit (Code)

(++) 17. Variations in the chronological order of
CVs (Code)

Timing (at least by
year's
quarter/semester)

Q1-Q8/2024-2026
Permanent, with
regular evaluation
(quarterly and
annual)



Proposed ACTIONS

GAP Principle(s)
(+/-) 23. Research environment
(+/-) 24. Working conditions
(+/-) 28. Career development
(+/-) 36. Relation with supervisors

(+/-) 40. Supervision

Timing (at least by
year's
quarter/semester)



Proposed ACTIONS

Responsible
Unit

The
scientific
Vice-Rector,
DepCD|,
Board of
Directors,
the UMPhIH
Senate

Indicator(s) / Target(s)

Documents and website: Career Development of
researchers by internal grant offers and supporting
research by funding of Q1/Q2 articles Procedure for the
reimbursement of the Q1/Q2 articles fee (applicable to
everyone; available on the website) The selection
procedure for internal grants respecting the principles of
equal opportunities and gender equality Actions: Selection
of candidate researchers based on the approved procedure
Supporting researchers in their development by providing
access to scientific information (e-subscriptions through
the ANELIS Plus program (national electronic access to
scientific literature to support the research and education
system in Romania) and publishing their own scientific
results; transformative agreements began in 2024 with 21
papers published through the ANELIS Plus program
Indicators: « Total number of internal research funds
awarded to young researchers, graduate students, master
students and PhD students (R1, R2)/year, with recruitment
details on characteristics of candidates and winners *
Evaluation of research results obtained by researchers
under internal grants: number of published articles (Q1,
Q2) /year » number of published articles (Q1, Q2)
supported by UMPhIH /year KPI: at least 1 publication per
researcher every 2 years



Proposed ACTIONS

Action 13 Timing (at least by
year's
Development of practices regarding the career trajectories for GAP Principle(s) quarter/semester)

researchers, including steps for promotions, tenure-track
positions, and transitioning between academia and industry. (+/) 12. Recruitment Q5-Q8/2025-2026
(T4 Training and development ) Annual evaluation

(+/-) 13. Recruitment (Code)

(+/-) 14. Selection (Code)

(++) 15. Transparency (Code)

(+/-) 21. Postdoctoral appointments (Code)
(++) 22. Recognition of the profession

(+/-) 23. Research environment

(+/-) 24. Working conditions

(+/-) 25. Stability and permanence of employment
(+/-) 26. Funding and salaries

(+/-) 28. Career development

(++) 29. Value of mobility

(+/-) 30. Access to career advice

(++) 31. Intellectual Property Rights

(+/-) 38. Continuing Professional Development



Proposed ACTIONS
Timing (at least by
year's

GAP Principle(s) quarter/semester)

(+/-) 39. Access to research training and
continuous development

(+/-) 40. Supervision



Proposed ACTIONS

Responsible
Unit

Alumni,
DepCDl|,
Board of
Directors,
DepCD|,
Technology
Transfer
Center, TTO

Indicator(s) / Target(s)

Documents and website: Methodology for regular
evaluation based on transparent criteria, including research
output, teaching quality, and service to the university or
community without penalizing career breaks and
discontinuities. Actions: * Online dissemination of the
updated methodology on the university’s website (both in
English and Romanian), by e-mail, and through the platform
Info Cadre UMF Cluj-Napoca * Enhancing the website in
both English to improve accessibility to consult the
documents Indicators: - biannual increase (by at least 3%)
in the amount of internal research grants offered - increase
in the number of mobilities, contracts with industry/year -
increase in conference participation and conferences
organized, affiliation to research societies, collaborations
in consortia and collaborations with industry
partners/quarter/year - value of national and international
research grants won and institutional development grants-
number of patents approved, technology transfer,
contracts with industry/year KPI: Researcher Retention
Rate: 90% retention rate Post-Doctoral Researcher
Transition Rate: 80% transition to permanent roles
Promotion Rate: 5% promotion rate annually



Proposed ACTIONS

Action 14

Targeting external and internal financing from governmental
grants, private and industry partnerships and internal funding
to help researchers to maintain momentum between external
grants and to facilitate the equal access to the research
infrastructure for all researchers (T4 Training and
development )

GAP Principle(s)

(++) 3. Professional responsibility

(++) 5. Contractual and legal obligations
(+/-) 8. Dissemination, exploitation of results
(+/-) 9. Public engagement

(+/-) 13. Recruitment (Code)

(+/-) 14. Selection (Code)

(+/-) 16. Judging merit (Code)

(+/-) 18. Recognition of mobility experience (Code)
(+/-) 24. Working conditions

(+/-) 26. Funding and salaries

(++) 29. Value of mobility

(+/-) 40. Supervision

Timing (at least by
year's
quarter/semester)

Q1-Q8/2024-2026
Permanent with
annual evaluation



Proposed ACTIONS

Responsible
Unit

DepCDl|,
Technology
Transfer
Center TTO,
Research
Centers,
Scientific
Vice Rector,
Board of
Directors,
UMPhIH
Senate

Indicator(s) / Target(s)

Actions: - updating the services offered by the research
centers on the university pages - update the infrastructure
available for research at the university on Engage in the
Romanian Research Infrastructure System (EERTIS)
platform. Indicators: * number of researchers benefiting
from the services offered by the research centers
(MedFuture and Genomics)/quarter/year Success rate of
patents KPI: Grant success rate of national and
international grants: at least 3% Interdisciplinary Research
Projects: 5-10 interdisciplinary projects annually Industry
Collaboration: at least 1 industry collaboration annually
Internal Mobility: at least 5% of researchers move roles
annually Funding and Resource Allocation: - Equipment
and Facility Utilization: 90% utilization of research
equipment - Internal Funding Allocation: 10% funding for
early-career researchers



Proposed ACTIONS

Action 15

Continuously develop exchange programs with international
research institutions, allowing researchers to gain experience
abroad and build global networks (T4 Training and
development )

GAP Principle(s)

(++) 1. Research freedom

(++) 2. Ethical principles

(++) 3. Professional responsibility

(+/-) 7. Good practice in research

(+/-) 8. Dissemination, exploitation of results
(+/-) 9. Public engagement

(+/-) 23. Research environment

(+/-) 28. Career development

(+/-) 36. Relation with supervisors

(+/-) 39. Access to research training and
continuous development

Timing (at least by
year's
quarter/semester)

Q1-Q8/2024-2026
Annual evaluation



Proposed ACTIONS

Responsible
Unit

Office of
International
Relations,
Scientific
Vice Rector,
International
Relations
Vice Rector,
DepCDl|,
Doctoral
School

Indicator(s) / Target(s)

Documents and website: Development section dedicated
to structures collaborative Actions: Participation in
international conferences and symposia, collaborative
networks cluster type, facilitating the sharing of research
findings and collaboration with global peers. Indicators: *
number of organized international conferences and
symposia/year * number of researchers involved in
collaborative networks clusters/year KPI: Collaboration
with External Institutions: 5 new external partnerships
annually Baseline: « 12 invited researchers and academics
from other countries to conferences and doctoral courses
in 2024 + number of defended international co-tutored PhD
theses/year (2008-2024: 21 theses; from which 2 in 2023;
1in 2024) « annual increase of at least 6.5% in the number
of PhD supervisors in 2023, 2024 and of 4% in the last year
+ 121 active PhD supervisors * 427 ongoing PhD
candidates *+ 151 PhD theses defended in the last 2 years
(741 between 2013-2023; 70 in 2024) + 38 habilitation
theses defended in the last 2 years (157 between 2013-
2023; 20 in 2024)



Proposed ACTIONS

Action 16

The ongoing updating of UMPhIH's public engagement GAP Principle(s)
measures in research practices through regular information
sessions on significant research results with significant
implications in socio-economic-cultural life. - Open days for
research centers - Open Transfer Days (for TTCs) (T4 Training
and development )

(++) 3. Professional responsibility

(++) 5. Contractual and legal obligations
(+/-) 8. Dissemination, exploitation of results
(+/-) 9. Public engagement

(++) 22. Recognition of the profession

(+/-) 28. Career development

(+/-) 38. Continuing Professional Development

Timing (at least by
year's
quarter/semester)

Q3-Q8/2025-2026
Annual evaluation



Proposed ACTIONS

Responsible
Unit

Scientific
Vice-Rector,
Board of
Directors,
Head
Committee,
DepCD|,
TTO,
Genomics,
MedFuture

Indicator(s) / Target(s)

Documents and website: Articles and specific events to
inform the large public on significant research results of
the University with significant implications in socio-
economic-cultural life. Actions: - Open days for research
centers - Open Transfer Days (for TTCs) - mediatization in
the press and inviting the public to attend the events
Baseline: Open days citizens/ year 2023: 162 participants
2024: 262 participants Indicators: * number of events/year
Open days citizens/ year Increase the number of
participants by 5% - 10% per year. KPI: Public Health and
Community Engagement Projects: 5 community health
programs annually



Proposed ACTIONS

Action 17

HRS4R process evaluation in UMPhIH Synthesis of the
implementation process of the Action Plan in its initial phase
(2024-2026) Consultation campaign with the academic
community on the implementation process of the Action Plan
in the initial phase (2024-2026) to analyze gaps (T4 Training
and development )

GAP Principle(s)

(+/-) 4. Professional attitude

(+/-) 6. Accountability

(+/-) 7. Good practice in research

(+/-) 8. Dissemination, exploitation of results
(+/-) 9. Public engagement

(+/-) 10. Non discrimination

(+/-) 11. Evaluation/ appraisal systems

(+/-) 12. Recruitment

(+/-) 13. Recruitment (Code)

(+/-) 14. Selection (Code)

(+/-) 16. Judging merit (Code)

(+/-) 18. Recognition of mobility experience (Code)
(+/-) 23. Research environment

(+/-) 24. Working conditions

(+/-) 25. Stability and permanence of employment

Timing (at least by
year's
quarter/semester)

Q5-Q8/2026 Final
evaluation



Proposed ACTIONS
Timing (at least by
year's
GAP Principle(s) quarter/semester)

(+/-) 26. Funding and salaries

(+/-) 27. Gender balance

(+/-) 28. Career development

(+/-) 30. Access to career advice

(+/-) 32. Co-authorship

(+/-) 33. Teaching

(+/-) 35. Participation in decision-making bodies

(+/-) 36. Relation with supervisors

(+/-) 37. Supervision and managerial duties

(+/-) 38. Continuing Professional Development

(+/-) 39. Access to research training and
continuous development

(+/-) 40. Supervision



Proposed ACTIONS

Responsible
Unit Indicator(s) / Target(s)

Documents and website: Summary report on the
implementation process of the Action Plan in the UMPhIH

Scientific

) in the period 2024-2026 with: - the key indicators followed
Vice-Rector, . . : .
Board of and their assessment during this period Report on the

. academic community consultation campaign and
Directors, . . . : :
Head perception regarding the implementation of HRS4R in

. UMPhIH GAP Analysis OTM-R Checklist Action Plan for

Committee, -
DenCDI future development - significant research results of the
QAFI)D ' University Indicators: « number of researchers which

benefits from these programs * number of counseling
sessions and professional orientation

Unselected principles:

The establishment of an Open Recruitment Policy is a key element in the HRS4R strategy. Please also indicate how your organisation 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 commentary
demonstrating this implementation. If the case, please make the link between the OTM-R checklist and the overall action plan. (max. 1000 words) *

During the implementation of the Action Plan, discussion groups with all types of researchers (R1-R4) will be organized periodically, by
department. The meetings of the discussion groups will have two perspectives: on the one hand, informing the university community about the
progress made in the adoption of OTM-R principles and the alignment of the university with the Charter and Code of researchers in the
European Union, to increase their awareness, and on the other hand the consultation on the effectiveness of the implementation of the HRS4R
principles, to identify possible inconsistencies, blockages or difficulties. For any obstacle or difficulty found, the Steering Committee will look for
an appropriate way to solve it, so that it can finally reach the proposed targets/achievement of the indicators. Surveys, workshops, and
interviews will be considered as consultation mechanisms, with the involvement of interested parties, so that the analyses are as relevant as



possible. At the end of each semester, the Steering Committee will inform the academic community about the evolution of the implementation
process of the HRS4R Strategy and the degree of achievement of the Action Plan through different specific methods: the development of
informative materials, the organization of information sessions, so that all researchers in the university to be aware of the progress made.

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

URL:

https://umfcluj.ro/en/university/scientific-prorectorate/resources-strategy-hrs4r/otmr-umphih/ (https://umfcluj.ro/en/university/scientific-
prorectorate/resources-strategy-hrs4r/otmr-umphih/)

4. Implementation

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

The proposed Action Plan mainly aims to cover the gaps identified in the GAP analysis, namely: aligning the recruitment and selection
processes of researchers in UMPhIH to European Union standards, promoting open, transparent, merit-based research, improving working
conditions, and ensuring a conducive research environment for researchers, training and developing human resources involved in research and
increasing the funding of research activities for young researchers. The Steering Committee oversees, coordinates, and evaluates the
implementation process. The prior implementation and operational phases will also include regular updates on the OTM-R principles and the
Charter and Code to the university community.

The strategy plan 2024-2029 of UMPhIH outlines organizational policies for human resources, which are in line with the application of OTM-R
principles.

All these actions correspond to the guidelines of the University Research Strategy 2024-2029 and the Strategic Plan 2024-2029. For the
implementation of the Action Plan, the Steering Committee, coordinated by the Scientific Vice-Rector, will have periodic meetings in which it will
plan how the actions will be carried out, analyze their development, and evaluate the achievement of the indicators/achievement of the
proposed targets. The Department of Research, Development and Innovation (DepCDI) will be responsible for the implementation of actions at
the institutional level, which will collaborate with other organizational structures in the university: the Human Resources Service, the Department
of Monitoring Scientific Activity, the Department of Quality Assurance, the two centers large research centers of the university - Research Center
for Functional Genomics, Biomedicine and Translational Medicine, and The Research Center for Advanced Medicine — MedFuture, the Legal
Office, the Center for Psychological Counseling and Career Guidance, etc. For each action, with the agreement of the Scientific Vice-Rector,
DepCDI will appoint a working group made up of people who have the necessary training and the appropriate institutional position to act, and a
working group coordinator will be appointed who will have the mission of directing the group's activities. Each group member will be given
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specific tasks and responsibilities. The steering committee will follow the progress of the actions and will receive quarterly reports from the
working groups with the status of the actions and the results obtained and, in turn, will submit to the Board of Directors half-yearly reports on
the implementation of the Action Plan. With the agreement of the Scientific Vice-Rector and the Steering Committee, the achieved indicators are
approved by the university's management structures, the Board of Directors, and the Senate, and made public to the university community and
the public by posting them on the university's website.

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?* v

Detailed description and duly justification (max. 500 words)

At the end of each quarter, the Steering Committee will organize meetings with the working groups involved in the ongoing actions.
During these meetings, the coordinator of each working group will present a Report on the group's activity, which will include the current
results obtained and the status of the implementation of the action. The activity reports will be analyzed by the Steering Committee,
which will qualitatively and quantitatively evaluate the indicators achieved by comparing the reality with what was initially foreseen. If
there are delays in the progress of the activities or if the group coordinator signals the encounter of difficulties or inconveniences that
affect the smooth running of the activities, the Steering Committee will analyze the generating/disturbing factors together with
representatives of the workgroup. Together they will look for solutions and take measures to remedy or correct deviations for the timely
completion of the activities and the achievement of the proposed targets at the end of the time provided for the respective action. At the
end of each semester, the Steering Committee will present a Summative Report to the Scientific Vice Rector, which will include the
progress of the Action Plan and the implementation of the HRS4R Strategy, and the completed indicators. The scientific vice-rector will,
if necessary, submit the completed indicators for approval to the Board of Administration and then to the University Senate.



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

Detailed description and duly justification (max. 500 words)

For the implementation of the Action Plan, the Steering Committee will involve the entire academic community. In the first stage, for the
formation of working groups and drawing guidelines, the members of the Scientific Council, the representatives of the three faculties
and the Doctoral School, and the directors of the research centers of the university will be consulted. For the development of the HRS4R
Strategy (Action 1), for the modification and/or updating of the regulations, procedures, and methodologies (Actions 2, 4, 5, 6, 9, 13) so
that they are following the principles of the European Union Researcher's Charter and Code, consult the interested parties: teaching
staff from faculties, researchers from research centers and researchers in training from the Doctoral School. Methods of consultation
will include surveys of departments in faculties and research centers, focus groups with external researchers involved in ongoing
university research projects, and interviews with various university researchers of all ranks. Specialists from the Human Resources
Service, DepCDI, the Legal Office, the University's Ethics Commission, and the Quality Department will also participate in the drafting of
the documents, for harmonization and compliance with the other normative acts of the university and at the national level. The actions
aimed at training and developing human resources in research (Actions 2, 6, 7, 9, 10, and 11) and increasing the funding of research
activities for young researchers (Action 12) continue the university's strategy to promote a culture of developing new generations of
young researchers. These actions are open to all university students, PhD students, and post-docs, and the recruitment of young
researchers will be based on OTM-R principles. Increasing the visibility of the university's research activity (Actions 12 and 16) will
involve all researchers working in the university's research centers and promote their research results by facilitating new
interdisciplinary collaborations within the university and with external research groups. In the future, in the process of implementing the
HRS4R principles in UMPhIH, the extension of consultations to interested groups of external researchers, and collaborators from the
country and abroad will also be considered, the methods of consultation being mainly surveys and interviews.



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

Detailed description and duly justification (max. 500 words)

In the current national and international context, the university's scientific research strategy, approved by its governing bodies and
known by the academic community, promotes the achievement of high-quality standards in scientific research and alignment with the
standards of the European Research Area. UMPhIH is concerned with 1) ensuring quality human resources, by supporting the research
concerns of young people since college and training researchers through doctoral and post-doctoral studies; 2) increasing the
international scientific visibility of the university and openness to new European and international collaborations; 3) promoting interest
and performance in biomedical scientific research; 4) increasing its role and its socio-economic involvement. Through the participation
of the university in European and international projects, including Horizon projects, the human resources policies of UMPhIH are already
aligned with the principles of the European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers. Both
the University Charter and internal regulations and procedures include the principles of the HSR4R strategy. The gaps highlighted in the
GAP Analysis for some of the principles are due to the limitations imposed by national legislation and the national research funding
system. The proposed action plan for the next 2 years envisages the development of the university's RU policy for researchers and will
certainly help to increase the awareness of all researchers in the university about the HRS4R strategy. HR policies conform with the
Charter and Code through national legislation and organization guidelines. Implementing the action plan will enhance consciousness
between academics and job applicants.



How will you ensure that the proposed actions are implemented?*

Detailed description and duly justification (max. 500 words)

Once the Action Plan is approved by the Board of Directors and the University Senate, it becomes mandatory and must be implemented
by the responsible staff, starting with the Department of Research, Development and Innovation (DepCDI) and continuing with the
Human Resources Service, the Activity Monitoring Department Scientific, Quality Assurance Department, university research centers -
Research Center for Functional Genomics, Biomedicine and Translational Medicine, and The Research Center for Advanced Medicine —
MedFuture, Legal Office, Psychological Counseling and Career Guidance Center, Transfer Center Technological, etc. The major
responsibility for the implementation of the actions at the institutional level and for monitoring their achievement will be the DepCD],
which will appoint working groups with precise tasks and responsibilities, each group being coordinated by a trained person with the
corresponding institutional position. The actions from the Action Plan will be established by the Steering Committee and the Scientific
Vice-Rector, who will propose the implementation calendar and the result indicators. The working groups will follow the progress of the
actions, and the results obtained. DepCDI will have periodic meetings with the Steering Committee, coordinated by the Scientific Vice-
Rector, to whom it will communicate the implementation stage of the actions included in the Action Plan and the achievement of the
indicators/achievement of the proposed targets. The quarterly reports received by the Steering Committee from DepCDI and the
working groups will be analyzed and a Summative Report will be designed which will be submitted to the Scientific Vice-Rector every six
months. The scientific vice-rector will, if necessary, submit the completed indicators for approval to the Board of Directors and then to
the University Senate, who will communicate them to the academic community by posting them on the university's website. The
strategy for implementing the actions from the Action Plan will be included in the operational plan of the university, in the annual plans,
and the regulations issued for the operation of the departments involved. Any deviation from the implementation of the actions
proposed in the Action Plan will be communicated to the Steering Committee, which will adopt additional measures to solve the
problems that have arisen and to achieve the proposed targets.



How will you monitor progress (timeline)?*

Detailed description and duly justification (max. 500 words)

To monitor the implementation of the HSR4R strategy, the Steering Committee coordinated by the Scientific Vice Rector, will establish a
calendar (timetable) for the implementation of the actions included in the Action Plan, with precise data and specific performance
indicators, which will be communicated to the working groups designated by DepCDI and the coordinators of these groups For work.
These, in turn, will closely follow the progress of the implementation of the proposed actions, will analyze the degree of implementation,
and will find solutions to overcome the blockages that may appear. At the same time, they will inform the Steering Committee quarterly
on the degree of implementation of the actions from the Action Plan, the gaps that have appeared, the measures proposed to overcome
the obstacles, and the percentage degree of achievement of the specific indicators. The working groups will have monthly meetings and
will report quarterly on the actions taken to the Steering Committee. Sessions of the setup group are planned, including the IT system
needed to regularly update the university's website. At the end of each semester, the Steering Committee will present the Scientific Vice-
Rector with a Summative Report, which will include the progress of the Action Plan and the implementation of the HRS4R Strategy, as
well as the complete indicators. The scientific Vice-Rector will, if necessary, submit the completed indicators for approval to the Board
of Directors and then to the University Senate, which will be communicated to the members of the academic community.

The level of accomplishment of the appropriate metrics of every action will be specified as one of the subject matter of every project
statement. The metrics specified in the action plan will be delivered to the teams in charge of the duties assigned. The Steering
Committee may put in place mechanisms meant to guarantee that the suggested indicators are met. For evaluating success in adopting
the action plan, qualitative metrics were devised, as well as time frames for periodical review of the accomplishment of the intended
objectives. The efficacy of the initiatives will be checked by examining the records published on the university website along with
frequent input from academia.



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

Detailed description and duly justification (max. 500 words)

The extent to which each action included in the Action Plan is carried out and the associated indicators will be included in the quarterly
activity reports submitted to the Steering Committee and in those carried out every six months and sent to the Scientific Vice-Rector.
The indicators proposed to be achieved will be redirected by the work groups to the departments responsible for their achievement and
will be analyzed quarterly by these work groups based on the reports received. Also, the working groups and their coordinators will
prepare an annual progress report that will be submitted to the Steering Committee. It will analyze the stage of implementation of the
proposed actions and will send a Summative Report to the Scientific Vice-Rector who will submit the achieved indicators to the Board of
Administration and the University Senate for approval. If gaps are noted compared to the initially approved plan, the Steering Committee
can propose additional measures that will be approved by the Board of Directors, measures that will try to adjust the achievement of the
proposed targets, namely the collection of additional data, the establishment of new procedures or regulations, the establishment of
new time limits for actions. The completed indicators will be communicated to the academic community by posting on the university's
website, they will be analyzed by the academic and research community and the feedback regarding the quality and evolution of the
implementation process will be communicated later to the management structures. At the end of the two years, a new survey will be
conducted to evaluate the implementation progress made since the last survey.

Additional remarks/comments about the proposed implementation process: (max. 1000 words)

The action plan proposed by the Board of Directors and the Senate of the university becomes mandatory and must be implemented by all
departments with a decision-making role in the university: the Department of Research, Development, and Innovation (DepCDI), the Human
Resources Service, the Department of Monitoring Scientific Activity, the Department of Quality Assurance, university research centers, the Legal
Office, the Center for psychological counseling and career guidance, the Technological Transfer Center, etc. The major responsibility for
implementation and monitoring at the institutional level rests with DepCDI, which will appoint working groups with tasks and precise
responsibilities, will permanently report the degree of achievement of the proposed indicators, and will request additional measures to the
Steering Committee in case of nonachievement of the proposed actions. The strategy for implementing the actions from the Action Plan will be
included in the operational plan of the university, in the annual plans, and the regulations issued for the operation of the departments involved.
The responsibility for the implementation of the proposed actions is not only that of the Board of Directors and the Scientific Vice Rector, but it
is an integral part of the university's strategy in the research human resources policy, it is the responsibility of every member of the university's
academic community. Through the surveys they participate in, through the workshops and interviews in which they are involved, members of the



academic community are informed, can provide feedback, and thus contribute to the implementation of the HSR4R principles. These activities
are part of the external evaluation process of the HRS4R principles implementation process, a key component of the university's strategic plan,
and part of UMPhIH's strategic objectives in the field of research and institutional development.

The steering committee and the Scientific Vice-Rector will oversee the execution of the action plan, which will later be part of the UMPhIH's
annual operational strategy.

To safeguard the interests of the staff and the university, legislative actions are taken. The institution may employ well-known academics with
backgrounds as associate or interim professors or scientists. Actions will be made to increase public understanding of the significance of
issues related to equal opportunity and gender identity. UMPhIH is implementing a greater degree of responsibility in medical education.

UMPhIH encourages the creation of a robust online resource to improve continuing medical education. Efforts are made to draw in young
scientists. Establishing a department to resolve discrimination and disagreements among researchers, promote equality, and encourage
tolerance for diversity is a goal.

UMPhIH provides ongoing material assistance through initiatives to invest in facilities for research and education. Professional growth is
constantly endorsed. International and European training is strongly encouraged. Regard is shown for intellectual property rights. Co-authorship
and collaboration are embraced.

Providing posts for specialists at research centers is encouraged to free up researchers' time for research and to enhance managerial
assistance for acquiring materials. Certain restrictions imposed by national legislation on working conditions, particularly those about wage
scales and grant eligibility represent weak points in terms of job stability and longevity.

European and international training is strongly encouraged indoors at the university, with financial assistance available for mobility. UMPhIH
promotes excellence by providing university community members with the tools they require for continual development and increased
innovative abilities.

UMPhIH is interested in limiting the brain drain of the new generation of physician-scientists abroad and bringing back the best Romanian
scientists, offering facilities, infrastructures, scientific facilities, and equipment.

Courses for new trainers will be established to enhance mentoring quality and strengthen relationships between supervisors and researchers.
The curriculum's spectrum is revised to enable access to research and continual development activities. Professional development programs
are being undertaken to improve personal competence. A mentoring and career supervision strategy will be established, A dedicated approach
will be designed for the annual evaluation of mentoring and supervision activities, allowing the system to be improved continuously.



