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Action Plan 

 

Case number: 2024RO298739 

Name Organisation under review:   Institutul Național de Cercetare-Dezvoltare pentru Fizica Laserilor, Plasmei și 
Radiației 

Organisation’s contact details: 409 Atomistilor Street, Magurele, Romania 077125, e-mail: secretariat@inflpr.ro 

 

 

1. Organisational Information 

 

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

 

STAFF & STUDENTS FTE 

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

217 

Of whom are international (i.e. foreign nationality) * 1 

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

Of whom are women * 111 

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

94 

Of whom are stage R2 = in most organisations corresponding with postdoctoral level * 50 

Of whom are stage R1 = in most organisations corresponding with doctoral level * 27 
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Total number of students (if relevant) * 27 

Total number of staff (including management, administrative, teaching and research staff) * 339 

 

RESEARCH FUNDING (figures for most recent fiscal year) € 

Total annual organisational budget 14.964.526 

Annual organisational direct government funding (designated for research) 0 

Nucleu Programme 7,061,894 

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

4,185,901 

Other relevant funds 3,223,987 

TOTAL Annual competitive government-sourced funding (designated for research, obtained 
in competition with other organisations - including EU funding) – (Nucleu Programme + Annual 
competitive government-sourced funding + Other relevant funds) 

14,471,782 

Annual funding from private, non-government sources, designated for research 492,743 
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ORGANISATIONAL PROFILE (a very brief description of your organisation, max. 100 words) 

 

The National Research-Development Institute for Laser, Plasma and Radiation Physics (INFLPR) is a national research 
institute, whose mission is to conduct fundamental and applied research at national and international level in the fields of photonics, 
plasma, electron accelerators and space sciences. 

Continuing a tradition of more than 40 years in the field of physics research, the National Research and Development Institute 
for Laser, Plasma and Radiation Physics (INFLPR) is mainly active in fundamental, applied and technological development research 
in laser physics, solid-state quantum electronics, plasma physics, radiation physics and space physics. 

 

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. 

 

Ethical and professional aspects * 

Strengths 

INFLPR complies with the ethical principles corresponding to the specific fields of activity, ensures the freedom of 
researchers to carry out research activities by providing each research group with funds through the Nucleus Programme for basic 
RDI activities in order to reach a degree of maturity of the results necessary to access other funding programmes, ensuring the 
functioning of the research infrastructure, free access to a wide network of research facilities, allowing a flexible working 
programme for the RDI staff including home working, periodical updating of the areas of activity according to the INFLPR mission 
defined in the INFLPR development strategy to respond to societal needs and requirements. 

 

For INFLPR, clear rules are formalised on the rights and obligations of the employee and the employer respectively, as well 
as on intellectual property rights, dissemination and exploitation of research results; To cover this requirement, the process 
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procedure "Protection of information and integrity in research in INFLPR", code 7.5-PP2, will be finalised and is currently under 
development. 

INFLPR provides a safe working environment for all employees, free from discrimination on any grounds and paperwork in 
the workplace. INFLPR operates on the principle of equal treatment of all employees. INFLPR has a wide network of research 
facilities available to all researchers in the institutes. 

Within INFLPR, the evaluation of professional performance is carried out in a fair and transparent manner, in accordance 
with the provisions of internal regulations and applies incentives based on research performance. 

At the moment the document "Rules of access to INFLPR's facilities", code RAEF-INFLPR, is being elaborated, which will 
regulate the access and use of INFLPR's facilities. 

 

Weaknesses 

For INFLPR, measures can be taken to improve awareness and understanding of funding mechanisms and better 
communication about the availability of funds and how they are distributed and spent, to increase the utilisation of facilities, as well 
as measures to complete the Code of Ethical Conduct of the National Institute for Laser, Plasma and Radiation Physics (INFLPR), 
with more detailed information on the principles of research ethics in accordance with the European Charter for Researchers and 
the Code of Conduct for the Recruitment of Researchers, the organisation of regular training sessions for the research staff of the 
institute in the field of research ethics and intellectual property, better communication on the availability of funds and how they are 
distributed and spent, and the increase in the use of the facilities by establishing simplified access procedures and regular training 
on the use of the equipment. 
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Recruitment and selection * 

Strengths 

 

Within INFLPR the recruitment and selection process is carried out in accordance with the relevant legal provisions (Law no. 
183/2024), as well as on the basis of internal regulations, covering various aspects such as transparency, competition in the 
selection process, non-discrimination, compliance with specific research standards. 

The selection of candidates is carried out by selection boards in which there is an adequate balance of competences and 
expertise, based on merit, taking into account the competence and professional results of the candidates, their qualifications, the 
diversity of their professional backgrounds, their contribution in the field. 

At the same time, the advertising of vacancies is transparent and is carried out by posting recruitment advertisements, which 
contain clear information on the  job description, working conditions, qualifications and competences, skills, qualities and aptitudes 
required, job duties, required documents, deadline for application and link to the specific competition rules for the respective post. 

 INFLPR also encourages the promotion of existing staff to professional grades 

 

Weaknesses 

Some of the INFLPR Competition Regulations need to be updated in line with the provisions of Law no. 183/2024 on the 
status of research, development and innovation personnel, theirupdatesare currently postponed due to delays in the elaboration of 
the methodology in the national CCCDIcommittees 
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Working conditions * 

Strengths 

 

INFLPR provides a stimulating research environment offering equipment, facilities and opportunities including for remote 
collaboration within research networks, employees are trained on occupational health and safety rules and emergency situations in 
accordance with applicable legislation. 

Within INFLPR, the laboratories are well equipped, there is specialised equipment related to the various areas of activity, 
dedicated workspaces for research, research teams. The Institute has modern research facilities and the know-how to realise 
advanced laser, plasma and radiation-based technologies for frontier research and their applications. 

INFLPR has high-performing research teams with complex expertise in complementary fields: photonics, plasma, advanced 
materials, nanotechnologies, radiation, outer space, etc., and has solid scientific research programmes and directions in line with 
national and European research funding programmes (National Strategies 2014-2020; 2021-2027 and Horizon 2020; Horizon 
Europe); 

The conditions of access to vacancies within the INFLPR, for both men and women, are non-discriminatory, all INFPR 
employees, regardless of the period of employment (permanent or fixed-term) benefit from the same rights and facilities. 

INFLPR undertakes the necessary steps regarding the personal and professional development of researchers, is involved 
and actively supports the participation of researchers in scientific courses and activities/events aimed at scientific training, is open 
tohost organisations abroad, for the development of research programmes within INFLPR, inter-institutional collaborations with the 
academic and research environment in the country and abroad. 

All eligible researchers have the right to apply for research project competitions, to apply for patents, to submit scientific 
articles for publication and to develop technologies in their field of activity. 

 

Weaknesses 

Highlights  

- the need for a guide on career development opportunities for researchers; 
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- taking steps to improve awareness and understanding of the mechanisms through which referrals can be initiated 

- the need to publicise more widely among staff the results of the activities of the information, consultation and decision-
making bodies. 

 

Training and development * 

Strengths 

 

INFLPR is actively involved in and supports the participation of researchers in internal and international courses and activities 
aimed at scientific training for the professional and personal development of employees,  

At the same time, INFLPR supports the participation of its employees, regardless of their contractual status, in various 
international scientific events (congresses, conferences, symposia, workshops), which aim to increase the visibility of INFLPR 
internationally. 

The institute's researchers are encouraged to focus on attracting and training young researchers. Students who show an 
interest in research are also targeted. 

INFLPR regularly organises professional training courses for young people and not only in the fields of activity of the institute 

 

 

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 organisation's Action Plan/HR Strategy dedicated webpage(s):  
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https://inflpr.ro/category/informatii/organizare-institutionala/hrs4r/ 

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, commitment and the expected implementation process. The institution should strive to provide a detailed plan, not 
just an enumeration of actions. 

Notes: Choose one or more of the principles retrieved from the GAP Analysis. 

 

Proposed ACTIONS 

Principles: 

 

() 1. ETHICS AND RESEARCH INTEGRITY() 2. FREEDOM OF SCIENTIFIC RESEARCH() 3. OPEN SCIENCE() 4. GENDER EQUALITY() 5. EMBRACING 
DIVERSITY() 6. THE RESEARCHER() 7. FREE CIRCULATION OF RESEARCHERS() 8. SUSTAINABILITY OF RESEARCH() 9. RESEARCHERS’ ASSESSMENT() 10. 
RECRUITMENT() 11. SELECTION() 12. CAREER PROGRESSION() 13. WORKING CONDITIONS, FUNDING AND SALARIES() 14. STABILITY OF EMPLOYMENT() 15. 
CONTRACTUAL AND LEGAL OBLIGATIONS() 16. DISSEMINATION AND EXPLOITATION OF RESULTS() 17. VALUING DIVERSE RESEARCH CAREERS() 18. CAREER 
DEVELOPMENT AND ADVICE() 19. CONTINUOUS PROFESSIONAL DEVELOPMENT() 20. SUPERVISION AND MENTORING 

 
 GAP Principle(s) Timing (at least 

by year’s 
quarter/semester) 

Responsible Unit Indicators/Target(s) 

ACTION 1 
Developing an OTM-R 
Policy, which will be 
published in Romanian and 
English.  

(10) Recruitment Semester 2 2026 SRUS 
Legal advisor 
Quality Manager 
Scientific Council 

KPI: Publication of 
the OTM-R Policy on 
the INFLPR website 
within the set 
deadline 

ACTION 2 
Completion of the Code of 
Ethical Conduct of the 

(2) Research 
freedom 

Semester 2 2026 Ethics Committee 
Legal advisor 
Quality Manager 

KPI: Completion and 
publication on the 
INFLPR website of 
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National Institute for Laser, 
Plasma and Radiation 
Physics (INFLPR) with more 
detailed information on the 
principles of research ethics 
according to the European 
Charter for Researchers and 
the Code of Conduct for the 
Recruitment of Researchers, 
and with the National Code 
of Ethics and Professional 
Deontology of RDI Staff. 
. 

(1) Ethical 
principles 

Scientific Council 
 

the INFLPR Code of 
Ethical Behaviour 
within the set 
deadline  

ACTION 3 
Organising training courses 
for research staff in the field 
of research ethics and 
intellectual property; 

(2) Research 
freedom 
 
(1) Ethical 
principles 

2 times/year 
starting with 
semester 1 2026 

 Head of 
Department/Centre/Laboratory 
Ethics Committee 

KPI: Number of 
trainings conducted 
in a calendar 
year/total number of 
trainings planned to 
be conducted/year 
(two/year) 

ACTION 4 
 
Increasing the utilisation of 
facilities by establishing 
simplified access procedures 
and regular training on the 
use of equipment 
 

(2) Research 
freedom 
 

2 times/year  
starting with 
semester 2 2026 

 Head of 
Department/Centre/Laboratory 
 

KPI: Number of 
trainings carried out 
in a calendar 
year/total number of 
trainingsplanned 
tobe carried out/year 
(two/year) 
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ACTION 5 
Informing INFLPR 
employees about the 
mechanisms through which 
they can initiate complaints 

(13) Working 
Conditions, 
Funding and 
Salaries 

2 times/year 
starting with 
semester 1 2026 

 Head of 
Department/Centre/Laboratory 
Ethics Committee 

KPI: Regular 
briefings in a 
calendar year/total 
number of trainings 
planned (two/year ) 

ACTION 6 
Update of certain 
competition regulations with 
the provisions of Law no. 
183/2024 on the status of 
research, development and 
innovation staff, conditioned 
by the delays in the 
elaboration of the 
methodology in the national 
CCCDIcommittees 

(10) Recruitment 
 

Expected 
deadline - 
Semester 2 2026, 
depending on the 
elaboration of the 
methodology in the 
CCCDI national 
committees 

Scientific Council KPI: Number 
ofcompetition rules 
updated ontime/total 
number of 
competition rules 
requiring updating: 3 
competition rules 
(SRI, SRII, SRIII) 
2nd semester 2026 

ACTION 7 
Completion of the INFLPR 
Internal Regulation, with the 
obligation to participate in 
the periodic guidance and 
evaluation for the knowledge 
of the principles of ethics in 
certification; 

(1) Ethical 
principles 
(13) Working 
Conditions, 
Funding and 
Salaries 

Semester 2 2026 Ethics Committee 
Legal advisor 
Quality Manager 
Scientific Council 
 

KPI: Completion 
andposting of the 
INFLPR Internal 
Rules within theset 
deadline 

ACTION 8 
Posting INFLPR Regulation 
no. 6/20.02.2020 on the 
protection of personal data 
and on the INFLPR website 

(1) Ethical 
principles 
 

Semester 1 2026 Classified documents and 
archive 
Legal advisor 
Quality Manager 

KPI: Posting 
INFLPR Regulation 
no. 6/20.02.2020 on 
the protection of 
personal data and 



 

11/17                      

 

on the INFLPR 
website 

ACTION 9 
Guidance on career 
development opportunities 
for researchers 

(18) Career 
development and 
advice 

Semester 1 2027 Scientific Council 
Quality Manager 
 
 

KPI: Develop and 
post the Guide on 
Research Career 
Development 
Opportunities within 
the set deadline 

ACTION 10 
Regular reports on the 
results of the activities of 
information, consultation and 
decision-making bodies. 

(13) Working 
conditions, funding 
and salaries 

Once/quarterly, 
starting with the 
first quarter of 
2026 

INFLPR Secretariat, the 
Scientific Council, the 
Scientific Council, the 
Steering Committee, 
representatives of the INFLPR 
representative trade union 
(which provides the secretariat 
of the Steering Committee and 
the Board of Directors) 
Scientific Council 
 

KPI: Monthly reports 
on the results of the 
activities of 
information, 
consultation or 
decision-making 
bodies 

 

Notes: Add as many actions as needed. 

 

 

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) * 
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INFLPR uses clear criteria for recruitment and selection in research that are detailed in the internal regulations of the 
institution, even if not under the name of OTM-R, being established by categories of staff. 

The recruitment and selection process of research staff respects national legislation and internal regulations, taking into 
account the principles of transparency, non-discrimination and equal opportunities as well as the specific standards of the post.  

 

Through a coherent approach, in line with the outcome of the stakeholder consultation, in conjunction with the gap analysis 
and the MTO-R checklist, actions have been proposed, such as the development of a MTO-R Policy, the updating of certain internal 
regulations, the organisation of information sessions and trainings,  

 

For the proposed actions indicators have been established to measure the degree of their implementation. 

 

 

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: 

 

Policy OTM-R will be developed during the implementation of the Action Plan and will be published on:  
https://inflpr.ro/category/informatii/organizare-institutionala/hrs4r/  
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4. Implementation 

 

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

 

The implementation of the HRS4R Action Plan is mainly aimed at aligning the institution with the principles of the 
European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers, promoting an open, fair and 
attractive research environment. The implementation process is being carried out in stages, involving all INFLPR departments. On 
the basis of the GAP analysis and the OTM-R checklist, an Action Plan has been elaborated, which aims to bring INFLPR's internal 
regulations in line with the requirements of the Charter and the Code.  

The measures resulting from the GAP analysis were inspired by suggestions made in the Working Group meetings and an 
internal survey. INFLPR has created a survey in order to find out the opinion of employees on issues related to the research 
environment, as well as recruitment, selection and retention, in order to be able to take the best measures and apply the principles 
of OTMR.  

The Oversight Committee will be responsible for coordinating and evaluating the implementation of the Action Plan.  

In the first stage, the strategic objectives and concrete actions resulting from the gap analysis are defined, and 
responsibilities, resources and deadlines are set.  

Effective implementation entails carrying out planned actions in areas such as recruitment, career development, ethics, 
working conditions and research governance, regularly monitored against set performance indicators. The process is complemented 
by internal monitoring, reporting and evaluation activities, which allow progress to be analysed and measures adjusted to ensure 
continuous improvement. 

Finally, the results of the implementation are reinforced by embedding HRS4R principles into INFLPR policies and 
procedures, ensuring sustainability and the long-term development of an organisational culture based on excellence, mutual respect 
and support for researchers. 
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Make sure you also cover all the aspects highlighted in the checklist below, which you will need to describe in detail: 

 

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

 

The implementation of the action plan will be regularly monitored by the HRS4R Oversight Committee, whose role is to track 
progress, ensure coherence between planned objectives and results achieved, and maintain alignment with the principles of the 
European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers. Following the GAP analysis, 
INFLPR proposed 11 actions needed to implement the European Charter for Researchers and the Code of Conduct for the 
Recruitment of Researchers.  

The HRS4R Oversight Committee will meet regularly - at least twice a year - to review the status of each action, assess 
performance indicators and identify any difficulties or delays that have arisen along the way. Each structure or department 
responsible for implementation will report on the activities carried out and the results achieved, thus providing the Committee with 
an overview of overall progress. 

Based on these assessments, HRS4R Oversight will propose corrective measures where necessary, update the action plan 
according to the progress of implementation and ensure transparent communication of results to the management and the research 
community.  

The HRS4R Oversight Committee is made up of INFLPR employees, which also includes representatives from top 
management, research departments.   

 

The Working Group met every two months to work on the documents and to implement the recommendations and 
corrections suggested/requested by the Steering Committee. The final form was checked by the legal counsellor for compliance 
with national law. 

INFLPR Research staff is involved in the implementation of the Action Plan in the following ways: 
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- The persons who constituted the working group for the initial phase will continue their involvement for the implementation of 
the action plan at INFLPR Section/Centre/Laboratory level, disseminate and provide appropriate feedback. 

- The implementation process will be evaluated periodically, at least twice a year, by the HRS4R Oversight Committee. 

 

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

 

The HRS4R preparation and implementation procedure within INFLPR is being developed as a collaborative effort, involving 
the entire research community. The institution will continuously ensure consultation and active involvement through interviews, 
working meetings, electronic correspondence and the HRS4R section will be available on the INFLPR website  

 

Procedural changes in human resources will be realised in an inclusive way, with consultations and feedback sessions 
allowing for continuous process improvement. The composition of the HRS4R Working Group includes R1-R4 researchers and 
administrative staff, reflecting the institution's commitment to diversity and ensuring representation of all perspectives. Overall, 
INFLPR's approach is characterised by transparency, inclusiveness and respect for diversity. 

How do you proceed with the alignment of organisational policies with the HRS4R? Make sure the HRS4R is 
recognised in the 

organisation's research strategy, as the overarching HR policy. 

Alignment of organisational policy with HRS4R within INFLPR is a systematic process Efforts to implement the HRS4R 
process will be supported by INFLPR management, by revising relevant internal regulations and/or creating new regulations, 
trainings, information sessions. 

The main objective is the full compliance of the HR strategy in research with the fundamental principles set out in 

The European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers and the subsequent 
continuous monitoring to maintain a high level of researchers' working conditions, career development opportunities and 
institutional transparency. 
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How will you ensure that the proposed actions are implemented?* 

For each proposed action, indicators have been established to measure the degree of implementation.  

 

The proposed actions are implemented by the Working Group and supervised by the Oversight Committee. 

The INFLPR will respond promptly to any requirements that may arise during the implementation phase, including by 
including additional members in the working groups developing rules and regulations. The Oversight Committee will organise 
regular meetings to review and deliberate on the progress of the implementation process whenever necessary. The objectives must 
be fully met before the actionscan be considered finalised and fully implemented. 

 

How will you monitor progress (timeline)?* 

Progress on the implementation of the Action Plan will be monitored through the following actions: 

- Development of indicators (indicators have been developed to measure the degree of realisation of the proposed actions) 

- Appoint the units responsible for carrying out the proposed actions (they have been nominated in this Action Plan) 

-  Regular meetings of the Working Group and the Supervisory Committee to review progress on the proposed actions.  

 

How will you measure progress (indicators) in view of the next assessment? * 
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- Progress in the implementation of the HRS4R Action Plan will be measured by a clear set of indicators, aligned to each 
action set out in this Action Plan, such as: number of internal regulations reviewed, number of training sessions held, 
workshops organised, number of new internal regulations implemented. The Working Group may develop, if necessary, 
additional quantifiable indicators, subsequent to those presented in the Action Plan. 

 

The Oversight Committee will organise regular meetings to review and deliberate on the progress of the implementation 
process whenever necessary and will make proposals for improvement, if necessary. 

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

N/A 

 

 

 

 

 

 


