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1. Introduction and background 
 
The aim of this document is to describe the process, methodology and results from Luleå University of 
Technology’s work in relation to development of a Human Resources Strategy for Research (HRS4R). The 
work initially started by Luleå University of Technology during 2012 and the university is part of the 
European Commission's 4th Cohort that began with a Kick-off meeting of the 4th cohort of the 
"Institutional HR Strategy Group" in Brussels, October 2012.  The GAP analysis has since 2012 been 
an on-going work and the document has been revised during 2015 and 2016. 
 
The analysis started by forming a core team with the aim of including academic interests as well as the 
governing bodies of the university together with relevant administrative competences. The core team 
consisted of Pro-Vice Chancellor Professor Birgitta Bergvall Kåreborn, HR Director Elisabet Sundelin, 
Dr. Fredrik Pettersson responsible for international relations and HR Strategist Carina Mattsson. In 
order to include as many viewpoints as possible from researchers and teachers in the analysis, the core 
team met with a number of groups and bodies throughout the university. These were: 
The Vice chancellors office (Vice-Chancellor and Deputy Vice-Chancellor) and University Director, 
the Board of the Faculty of Science and Technology for the field of technical education and research 
and the Board of the Faculty of Humanities and Social Sciences for the field of education and research 
within business administration and social science, health science, arts, teaching and humanities. The two 
boards of faculties represent the academic staff in all areas throughout the University (see 
http://www.ltu.se/ltu/Organisation?l=en for more information on the governing and representation of 
academics in governing bodies). 
 
In addition to the aforementioned bodies, the strategic HR-related questions were discussed with 
internal groups such as an Administrative Research Support Group (consisting of administrative support 
staff such as Grants Office, Library and the Office of Education and Research) and together with overall 
strategic questions at two occasions during the University’s biennial Strategy Day (see more p 2.2). 
  
The overall task for the core team was to analyse if and how the HRS4R principles could be 
implemented at Luleå University of Technology. More precisely, the work from the GAP analysis 
where presented and discussed at different stages in various forums in order to create a wide-spread 
understanding as well as catching view-points and comments from a wide variety of disciplines and 
functions. 
 
In more detail, the method for identifying whether the work at LTU meets the criteria set by the 
European Commission is based on the principles set up by the HRS4R. All principles where further 
scrutinized from the following three perspectives: 

- National legislation 
- Internal regulations, and  
- What the University actually do.  

 
Many of the principles are to a large extent already included in both the national legislation and the 
local rules at the University but the analysis showed nevertheless that there is room for improvement.  
 

2. Methodology 
 
The HRS4R course of action proposed by the European Commission consists of five stages:  

- internal analysis involving the main key players (“GAP analysis”) 
- publication of the main results of this analysis on the university website, with proposed 

initiatives for attaining identified objectives.  
- request for acknowledgment of the strategy by the European Commission and implementation 

of the HR strategy within the institution via the universities’ own internal quality assurance 
procedures 

http://www.ltu.se/ltu/Organisation?l=en


- self-assessment after two years and 
- external evaluation after four years.  

 
The institutions implementing this process can, at their own request, ask for acknowledgment of the 
procedure by the European Commission.  
 
The GAP analysis is divided into the four major themes as set up by European Commission:  

- Researchers ethical and professional responsibility and professional responsibility 
- Recruitment 
- Work conditions and social safety 
- Training 

 
2.1 Working Procedure   

The working procedure consisted of a number of activities:  
- To identify the university’s strengths and weaknesses at the Strategy Days  
- To examine in detail the principles of the Charter and Code (the 40 principles) and to define 

areas of improvement according to the university’s strengths and weaknesses  
- To identify and formulate the strategic initiatives to be undertaken  
- To integrate and structure the actions in the plan according to the decided strategic initiatives.  

 
Note that the following GAPs not solely stems from the Strategy workshops, a number of GAPs has 
been identified and analysed prior to the workshop in various forums at the university. The activities 
have in all aspects been prepared according to the Work- and decision-making procedure at the 
university and approved by the Vice-Chancellor.  
 

2.2 University planning and evaluation process -- Strategy Days 
In 2013, the University initiated improvement of the internal planning and evaluation process. Among 
other things, it was concluded that there was a need to gather all department management, chaired 
professors, board representatives and administrative leaders for a joint full-day strategy workshop prior 
to the coming planning period. The first Strategy Day was carried out in early 2014 and the second in 
2016, where the latter one gathered 147 managers, leaders, PhD student and student representatives 
from the University. 
 
The aim for the Strategy Day 2016 was to identify challenges and risks for the University for the 
coming planning period (2017-2018).  
 
Among other issues, the aspects of the European Charter for Researchers and the Code of Conduct for the 
Recruitment of Researchers were covered in the discussion points in the workshop. The main outcomes 
from the workshop were a number of strategic focus areas (see also in appendix LTU GAP analysis), 
here divided into the University three main strategic objectives Research, Education and Culture and 
Environment. Even though the outcomes cover a wide variety of areas at the university, the issues in the 
Charter and Code are incorporated in almost all areas. The purpose has been to integrate the actions in 
the ordinary processes at the university and to use already existing working methods and not to create 
new processes solely for HRS4R. By embedding the actions in the ordinary processes there is an 
integrated link to systematic review of the actions.  
 
 

2.3 Main GAPs 
Identified Main Gaps during the Strategy Day 2016. The Main Gaps are sorted on the basis of the main 
areas Research, Education and Culture and Environment.  
   

2.3.1 Main Gaps in Research 
The main Gaps identified in relation to research, and for which support will be needed, are: 

- Support the University Areas of Excellence in Research and Innovation (FOI-areas) 



- Develop research collaboration internally, nationally, and internationally 
- Make the University’s research output visible both nationally and internationally 

 
More specifically, for research, a number of strategic focus areas were identified: 

- Areas of Excellence in Research and Innovation (Large and stable research environments 
consisting of similar research focus gives conditions for long-term impact with high quality) 

- Research infrastructure (Precondition for long run research, high quality and excellent 
laboratory environment) 

- Collaboration and external funding (Strengthen/develop consortia for increased national and 
international research collaboration, increase the number of successful applications to external 
funders) Impact of research outcomes (Increased awareness of the University research/research 
subjects, advocacy, network and lobbying) 

 

2.3.2 Main Gaps in Education 
The main Gaps identified in relation to education, and for which support will be needed, are: 

- Develop attractive learning environments for third-cycle students 
- Develop strong and attractive learning environments for undergraduate and graduate students 
- University offering of attractive programmes in an attractive campus environment 
- Development pre-conditions of life-long learning and contract teaching 

 
More specifically, for education, a number of strategic focus areas were identified: 

- Third-cycle education (recruitment and student throughput) 
- Attractive Learning (Connection between research and education, pedagogical development, 

lower number of dropouts, increased student throughput) 
- Student recruitment (Maintain high number of applicants, validation of real competence, 

facilitate access to university studies) 
- Lifelong learning and contract teaching (Make the most of newly arrival’s competence, support 

regional competence development) 
 
2.3.3 Main Gaps in Culture and Environment 
The main gaps identified in relation to culture and environment, and for which support will be needed, 
are: 

- Development of the University physical and psychosocial work environment 
- Developed collaboration and competence development of existing staff  
- Integrate equal opportunities in the University education, research and culture and 

environment, further develop equal opportunities among students and staff 
- Develop attitudes and pride for the University, higher status for teaching, cooperation and 

openness 
 
More specifically, for culture and environment, a number of strategic focus areas were identified: 

- Work environment (Physical and psychosocial)  
- Competence provision (Recruitment and competence development) 
- Gender equality and equal conditions (Increased international mobility among students and 

staff, diversity and equal conditions for students and staff) 
- Culture and environment (Higher status for education/teaching, sense of belonging and pride 

for the University and to take advantage of differences) 
 
 

2.4 In-depth description of the different aspects in the HRS4R GAP analysis and University 
response 

 

2.4.1 The researcher’s ethical and professional responsibility 
Research freedom under responsibility is a main theme in the Charter and Code for researchers. The 
researcher is expected to move boundaries forward for science and through the instrumentality of 



research ensure that the results benefit people and society. The researcher should adhere to laws, 
provisions and ethical rules within research; take into account data safety and respect rules for 
intellectual property protection. The researcher should fulfil contractual and legal obligations towards 
the employer and principal. There should be a system for assessment and evaluation of research 
initiatives.  
 
From a University perspective – and also from a Swedish perspective - the research freedom is a 
fundamental objective for any research undertaken. In practice this means that researchers can freely 
choose witch topic or subject to research and freely applying any method they choose. This is also 
stipulated in the Swedish law (HL). Given the strong protection for research freedom among Swedish 
Universities is important to continue to foster the freedom and make sure that any policies, rules or 
steering means does not hamper future freedom for research. 
 
Based on the vision and objective, LTU has prioritised a number of overall strategic objectives for 
research (http://www.ltu.se/ltu/Strategi-och-vision-2020), education, culture and environment, among 
other things that LTU participates actively in the development of an attractive, sustainable society. The 
Fundamental Law on Freedom of Expression and Freedom of the Press Act regulate the entitlement to 
express and present opinions and disseminate information and views in Sweden. Ethical principles are 
regulated in the Ethical Review Act and guidelines for ethical assessment, and are addressed by the 
ethical review boards.  The researcher’s professional responsibility is included as a part of the 
supervisory training and in other courses. There are guidelines for supervisors and for how supervisors 
are appointed. The professional responsibility is also included in the individual study plan for PhD 
students.  
 
Researchers are aware of the areas that control their research environments and financing mechanisms. 
Researchers have support from the Central Support Service - from project economists assigned to each 
research group. There is supervisory courses and information from Grants Office. There is information 
on contractual and legal obligations and courses are given by LTU lawyers and Archive function to 
further educate researchers about their rights and obligations. The principle of public access to official 
documents, state laws and responsibility regulate responsibility, openness and insight. There are safe 
work methods and systems for backup copy to fulfil requirements for data safety and secrecy.  
 
Dissemination and utilisation of results and making research known to society is mainly made through a 
number of systems/activities like Open Access, LTU: s website, education, outreach seminars and 
Science Center (Teknikens Hus) etc. Non-discrimination is clearly regulated in the Discrimination Act 
legislation and LTU’s Action plan for equal opportunities. The university has found an improvement 
potential for dissemination, exploitation of results and also of non-discrimination by strengthening the 
gender mainstreaming work.  
 
Main GAPs: (for further information see LTU Template. The numbers below refers to the principles in 
the Template for GAP-analysis) 
No. 5 New IPR strategy and guidelines  
No. 7 Safety aspects in laboratory environments  
No. 8 Dissemination, exploitation of results - A need to develop collaboration and external funding as 
well as enhance the impact of research results 
No. 10 Non-discrimination - Gender mainstreaming work needs to be strengthened and clarified in the 
entire sector in Sweden. The Government has assigned all universities and university colleges a special 
assignment to develop their gender mainstreaming work.  
 
Main initiatives: 

- Development of collaboration and external funding and to strengthen and further develop the 
innovation support system at the university. 

- To develop a LTU Gender Mainstreaming Plan for 2017–2019.  
 



2.4.2 Recruitment 
The guidelines for recruitment of researchers highlights importance to a uniform and quality-assured 
recruitment process with requirements for advertising jobs, selection, insight and information to the 
applicants, clear requirements for assessment of qualifications. Qualifications and experience from other 
countries/sectors could though be further clarified. 
 
The qualification and admission requirements as well as the description of work conditions, rights and 
career opportunities are clearly stated in the LTU Appointments Procedure and LTU Guidelines for 
recruitment of teachers. The application process is designed to be transparent throughout the entire 
process. The guidelines further states the purpose of the criteria and include criteria for the selection 
committees’ representatives and for equal distribution according to gender. Different methods of 
selection are applied like expert assessments, interviews and lectures. There are regular training 
occasions for the employment committees. The candidates are informed about the recruitment 
procedure. Applicants should be informed about the applications’ merits and weaknesses after the 
selection process. The selection process takes into account the candidates’ total experience. The LTU 
Guidelines for recruitment of teachers includes guidelines for assessment. There is a plan for equal 
opportunities/equality in order to promote equal treatment and to counteract discrimination. This is 
though an area of improvement regarding gender mainstreaming. There is the opportunity of long-
term career development by, among other things, an established associate lectureship. The recruitment 
at LTU is more and more international and there has been a need to test new ways to attract, recruit 
and retain international candidates and to offer language courses and new types of leadership courses. 
There is a challenge for leaders to lead in a multicultural environment. During the years steering 
documents have been translated into English.  
 
Main GAPs:  
No. 12 Recruitment See p 10. The activities is gathered in the plan for gender mainstreaming. 
No. 13 Recruitment (Code)  
 
Main initiatives: 

- A Gender Mainstreaming Plan  
- Testing new ways to attract and recruit candidates. Pilot based projects with complementary 

assessment methods, f. i. leadership interviews and capacity tests.  
 

2.4.3 Work conditions and social safety  
The code for researchers emphasises the importance of attractive work conditions. The research 
environment should be stimulating and have a good research infrastructure. Need for improvement was 
identified at the Strategy Day (see LTU GAP Analysis). Research financiers should provide for adequate 
resources being made available for implementation of research projects. As far as possible the researcher 
should be given long term employment contracts with salary and pension rights which conform to 
national agreements. Institutes should provide a good work environment with flexible working hour 
solutions adapted to the individual’s needs. Non-discrimination and equality should characterise the 
workplace. Researchers should participate in the collaboration and decision processes at the department 
and procedures and structures for conflict handling should be available. 
 
Work conditions and social safety are generally well-developed areas in Sweden. Clear employment 
criteria’s is already available from the third-cycle education level. The research environment is good and 
work and employment conditions are regulated in laws, agreements and action plans. In spite for the 
fact that strategic investments to equalise distribution according to gender have been implemented for a 
long time there is still room for improvement. Gender equality mapping with respect to unjustified 
salary differences are conducted every third year. At the Strategy day in 2016 was found that there are 
development needs regarding plan for career development and opportunity to career counselling. In 
Sweden individual researchers own their own research and co-authorship is encouraged. There is an 
established system for complaints/appeals. There is opportunity to participate in decision-making bodies 
and an extended system for collaboration between employers and employee organisations is established.  
 



Main GAPs: 
No. 23 Research environment - Need to increase the number of larger externally funded projects with 
LTU as a coordinator and to increase and balance external research funding. 
No. 27 Gender balance - Gender mainstreaming work needs to be strengthened and clarified. 
No. 28 Career development - Need to develop attractive learning environments for PhD students 
No. 30 Access to career advice - Need to develop attractive learning environments for PhD students 
and the need for a common PhD course that provides generic skills in project management, leadership 
and career planning. 
 
 
Main Initiatives: 

- Coordination Support for larger applications 
- Gender mainstreaming project 
- Development program for young scientists and quality improvement of research training, career 

planning for PhD students and improving the quality of PhD education. 
- Research Funding Course for PhD students and all researchers 

 

2.4.4 Training 
There is an extensive range of training modules and leadership training programs for different categories 
and regular development dialogues (including planning and monitoring of skills development). For the 
research career to be attractive it is recommended that the departments should have organised third-
cycle education, post-doctoral roles, and that researchers’ career development should be included in the 
HR work.  The offer of career counselling, mentor and guidance procedures should be included in the 
HR strategy for researchers, and researchers should continuously update themselves scientifically. Guidance 
and teaching initiatives should be prioritised and valued in the researcher’s career development. 
 
Clear roles are defined for supervisors and others involved in third-cycle education. Supervisor courses 
and qualification courses are held to create conditions for efficient knowledge transfer and development 
of research careers. The Individual Study Plan are updated at least once per year and approved 
thereafter by the head of department.  Access to education and continuous professional development is 
provided by capturing the needs in annual appraisals and dialogue, and preparation of individual 
syllabuses and courses is offered to increase the knowledge level of the students and their development 
of expertise. At the university there is a lack of completely reliable statistics regarding how many in- 
and outgoing researchers there is and the monitoring as well as the information, guidance and support 
has to be developed in this area.  
 
Main GAPs: 

- There is a need for a close connection between research and education, educational 
development, lower drop-out rates, increased throughput. 

 
Main initiatives: 

- Educational support to teachers - pedagogical idea 
 

 

3. Conclusion and next steps 
Conclusion about the extent of gaps at LTU, both in connection to Charter and Code and Swedish 
legislation is shown in the Appendix LTU GAP Analysis. The decided actions on the identified areas of 
improvement are also to be seen in the LTU GAP Analysis. In the GAP-analysis the column 
When/Who clarifies who is responsible for preparation, implementation and decision. There is also 
clarified how to monitor and review the measures and when this is to be done as well as for whom the 
reviews is presented. Next step in the process is to study how to incorporate Open, Transparent and 
Merit-based Recruitment (OTM-R) in the HR Strategy. 
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