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Back to summary 

 
 
 

Inria is the French National Institute for Research in Digital Science and Technology. Since 2024, it has been 
responsible for the "Digital, Algorithms, Software and Uses" Program Agency, which aims to strengthen the 
collective dynamics of higher education and research.  
 
World-class research, technological innovation and entrepreneurial risk are its DNA. Within 220 project teams, 
most of which are shared with major research universities, more than 3,800 scientists are exploring newpaths , 
often working across disciplines and in collaboration with industrial partners to meet ambitious challenges.  
As a technology institute, Inria supports a wide range of innovation paths: from open-source software publishing 
to the creation of technology start-ups (Deeptech). 
 
As part of its mission to support public policies, a pillar of the 2019-2023 Contract of Objectives and Performance 
(COP), Inria has set up thematic programs and missions to serve national acceleration strategies, to best mobilise 
the communities of academic and industrial players within which the Institute is positioned.  
 
The 2024-2028 Contract of Objectives, Resources and Performance (COMP) will be presented at the end of 2024 
and will continue the transformation already underway. 
 
Its organisation, based on an ecosystem approach, amplifies the impact of Inria's activities at both national and 
regional levels.The nine "Inria University Centres" benefit from a panoramic view of the programmes, and all the 
programmes can symmetrically draw on the roots and in-depth knowledge of the ecosystems of each of the "Inria 
University Centres". 

• Inria Centre at the University of Bordeaux 

• Inria Côte d'Azur University Centre 

• Inria Centre at the University of Grenoble Alpes 

• Inria Centre at the University of Lille 

• Inria Centre at the University of Lorraine 

• Inria Lyon Centre 

• Inria Paris Centre 

• Inria Centre at the University of Rennes 

• Inria Saclay Centre 
 
The headquarters complements the 10 Inria sites in France. 
 

 
 

 

  

https://inria.fr/fr/centre-inria-universite-bordeaux
https://inria.fr/fr/centre-inria-universite-cote-azur
https://inria.fr/fr/centre-inria-universite-grenoble-alpes
https://inria.fr/fr/centre-inria-de-luniversite-de-lille
https://inria.fr/fr/centre-inria-universite-lorraine
https://inria.fr/fr/centre-inria-de-lyon
https://inria.fr/fr/centre-inria-de-paris
https://inria.fr/fr/centre-inria-universite-rennes
https://inria.fr/fr/centre-inria-de-saclay
https://www.inria.fr/fr/inria-siege
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A. General information 

 
 

Since 2005, as part of the European Research Area, the European Union has been promoting a European human 
resources strategy for researchers, also known as HRS4R. This strategy aims to improve the practices of European 
institutions in order to create an attractive, supportive and stimulating environment for research in Europe.  
 
In this context, the European Commission has adopted the the European Charter for Researchers and the Code of 
Conduct for the Recruitment of Researchers.. These documents set out 40 principles based on the following 4 main 
themes:  
- ethical and professional aspects ; 

- recruitment, career development and mobility; 

- working conditions and working environment ; 

- training and support for researchers.  
 
As part of this commitment to excellence, Inria has presented an action plan, which has been validated by the 
European Commission in 2019.  
Since then, Inria has organised a far-reaching transformation of its operations, based on its strategic ambition to 
accelerate in the construction of scientific, technological and industrial leadership for France, in and through digital 
technology, as part of a European dynamic. This ambition is based on the coherence and synergies between its 
national policy and its territorial policy, by fully committing Inria to the development of world-class research 
universities at the heart of entrepreneurial and industrial ecosystems driven by digital technology. 
 
A number of internal and external changes have required adjustments to our organisation and had an impact on 
the preparation of the self-assessment. 
 
While the global Covid crisis has led to a number of actions being prioritised and new ones being managed a 
posteriori , the Institute's organisation has changed the way the project is steered and governed, and has adjusted 
the initial action plan. 
 
Indeed, since 2018, Inria has been engaged in a significant organizational transformation project, presented in the 
COP 2019-2023. 
This transformation has resulted in a change in Inria's positioning as a public institution,  to a world-class research 
institute committed to proactive actions to promote impact and innovation, aligning its global action with the 
challenges of digital sovereignty and strengthening its support for public policies in the digital field.  
On a regional level, as a continuation of the site policies implemented in recent years within the higher education 
and research sector (ESR), Inria has placed its dynamism at the service of the development of major research 
universities, at the heart of industrial and entrepreneurial ecosystems.  
 
Initially supported by the Communications Department (DCOM), it was natural that the HRS4R action plan should 
now be steered by the Human Resources Department (DRH), which is responsible for recruitment processes, 
competitive examinations, training, working conditions and support for the Institute's staff. The appointment of a 
new Human Resources Director in 2020 has made it possible to refocus the implementation, monitoring and 
evaluation of the action plan within the HR departments concerned. 
 
The departure in 2021 of the HRS4R project manager has slowed down the monitoring process and the work of the 
internal committees. Internal changes have also had an impact on the Monitoring Committee and the Steering 
Committee, which have not been able to be run as smoothly as expected. 
 
However, Inria's commitment and priorities have not changed in the pursuit of the Institute's HRS4R strategy.  The 
institution has chosen to integrate the HRS4R action plan into the more ambitious and more collective HR roadmap 
action plan; this choice was also made taking into account changes in the organisational and structural context 
(COP 2019-2023 and 2024-2028 to come; new internal organisation).  
 
Since 2023, the HR roadmap, a strategic document presented to the competent committees, has been the flagship 
document of Inria's HRS4R approach. This HR roadmap incorporates HRS4R actions and aims to extend the 
principles of training, recruitment, quality of life at work, support and ethics to all the Institute's staff. 
Built around 4 priorities, the HR roadmap is monitored as part of a continuous improvement process; actions are 
carried out in a collaborative manner and annual reviews are presented to the Institute's committees.  
  

https://euraxess.ec.europa.eu/jobs/charter
https://euraxess.ec.europa.eu/jobs/charter
https://www.inria.fr/sites/default/files/2020-02/VDEF_COP_INRIA_2019-2023_version-CS-2019-11-27-EN%20%281%29.pdf
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1. HR Roadmap 2023-20261 
 

Since 2018, Inria has been engaged in a significant organisational transformation project, presented in the COP 
2019-2023. 
This transformation has resulted in a change in Inria's positioning as a public institution,to a world-class research 
institute committed to proactive measures to promote impact through innovation, aligning its global action with 
the challenges of digital sovereignty and strengthening its support for public policies in the digital field.  
 
On a regional level, as a continuation ofthe site policies implemented in recent years in the higher education and 
research sector, Inria has placed its momentum at the service of the development of major research universities, 
at the heart of industrial and entrepreneurial ecosystems.  
 
As part of its COP for 2019-2023, Inria has reaffirmed its commitment to develop a human resources policy based 
on the support of professions, the development of a shared managerial culture and job and career management.  
 
Since then, various measures and actions have been deployed to support the professions as they evolve, in line with 
Inria's transformation project.  
 
Dedicated work has also been carried out to support and strengthen the managerial function, leading to greater 
recognition and valuation of these tasks.  
At the same time, Inria has undertaken major work to improve working conditions and strengthen its social policy, 
promoting parity, taking into account the diversity of individual situations such as disability, and taking part in the 
fight against discrimination and sexual and/or gender-based violence. 
The Human Resources (HR) function is therefore logically at the heart of this transformation and continues to 
support the Institute's development. The challenges faced by the HR line are major; they concern both scientific 
and support staff, engineers and technicians, and their managers.  
 
Building on this foundation, the HR roadmap [Annex 3] sets out Inria's main HR priorities for the  2023-2026 period, 
in line with developments relating to the Law on the Transformation of the Civil Service (LTFP), and more recently, 
those arising from the Law on Research Programming (LPR). 
 
The action plan focuses on 4 areas:  
- A "full-fledged", cross-functional position for the HR line;  
- A redefined recruitment policy ;  
- Harmonious support of career paths;  
- Enhancing Inria's attractiveness: revised working conditions and social policy.  
 
Having been awarded the European Human Resources Excellence in Research label, Inria is aligning its human 
resources policy with the principles set out in the European Charter for Researchers and the Code of Conduct for 
the Recruitment of Researchers, which form the European human resources strategy for research. Inria has chosen 
to include all staff, including support staff, engineers, doctoral students and visiting staff. 
 
 
Framework documents 
 
For the sake of consistency, and as written in its presentation, the HR Roadmap 2023-2026 action plan serves as 
the basis for the deployment of the HRS4R strategy by Inria and for its evaluation by the European Commission. 
 
Cross-functional in nature, the HR roadmap is based on the Institute's scoping documents, particularly: 
For the area of occupational risk prevention, the annual national prevention programme (PAP) ; 
For the area of Disability, the Disability Plan and its application to the partnership agreement with the Fund for 
the Integration of Disabled Persons in the Civil Service (FIPHFP2 ); 
For the area of Gender parity, The Gender Equality Action Plan . 
 
The HR roadmap also supports the Ministry of Higher Education and Research's (MESR) new master plan for the 
ecological transition towards sustainable development, particularly in the areas of "Education and training" and 
"Social policy and quality of working life". 
 
 
 
Breakdown of the HR roadmap by areas and objectives 
 

 
1 See Annex 3 
2 Created by Law no. 2005-102 of 11 February 2005, the Fund for the Integration of Disabled People in the Civil Service (FIPHFP) is a key player in disability policy in 
the civil service. It helps public-sector employers to meet their commitments to disabled people and to reach the legal employment rate of 6%.  
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Axis 1 
Reaffirmation of the HR line 

 

Axis 2  
A redefined recruitment 

policy 

 

Axis 3 
Harmonious support for 

career paths 

 

Axis 4 
Enhanced attractiveness 

1a- An HR line for all paid 
and welcomed staff 

 
2a- Assertive management 
of jobs and payroll 

 
3a- Linking staff career 
paths with Inria's skills 
requirements 

 
4a- Work organisation and 
work-life balance 

1b- A clear, cross-
functional HR service 
offering for Inria's various 
parties 

 
2b- Identifying and 
anticipating needs 

 
3b- Consolidating the 
management line 

 

4b- Remuneration policy 
overhaul: towards the 
development of 
compensation guidelines 
(RIPEC, RIFSEEP, Contract 
staff) 

1c- A uniform and 
coherent HR policy 
throughout Inria 

 
2c- Mapping the diversity of 
recruitment methods at 
Inria 

 3c- Assessment and training  4c- A renewed social policy 

1d- The HR line, a key 
player in industrial 
relations at Inria 

 

2d- Attract talent by 
adopting more aggressive 
recruitment techniques and 
strengthening our 
communication on 
professions and career 
paths 

 
3d- Ensuring equal career 
development and 
promoting diversity 

 
4d- A reinforced prevention 
policy 

  
2- Welcoming and 
integrating newly recruited 
staff 

    

 
 
 
 
 
Methodology 
 
Under the supervision of the HR Department, the actions are monitored by the HR line departments or functional 
departments, depending on the themes and issues at stake.  
 
Some actions may lead to the creation of a work group bringing together members of the HR line and experts from 
other Inria entities.  
 
A single thread runs through all our actions: to secure / simplify / harmonise procedures and practices within 
departments, for the benefit of employees and the impact of the Institute's actions. 
 
The HR roadmap is the culmination of work initiated in 2021 with HR line managers - HRDs and SRHs in the centers.  
Two specific seminars have been organised for November 2021 and November 2022, with the following objectives:   

→ Discuss the HR challenges facing the Institute in the years ahead; 

→ Responding to the need for HR policy to be embodied within the HR line;  

→ Pursue an HR quality assessment approach. 
 
This work has made it possible to structure a roadmap around 4 priority areas that are consistent with the HRS4R 
label, and to outline the actions to be taken over the period 2023-2026. 
 

◼ The national guideline document was presented for a vote at the Administration Social Committee (ASC) 
on 15 February 2023 and then to the Board of Directors (BD) in March 2023, for information. 

◼ A seminar was organised in June 2023, bringing together all the HR players from the centers and the HR 
Department, i.e. almost 120 people. 
Over the course of the event, 250 suggestions from the field helped to enrich the actions planned, in 
progress and to come. 
An initial progress report was presented to all those involved in HR on 28/11/2023.  

 
Every year,  

◼ An annual report is presented to the Board and CSA. 
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The first review was presented to the CSA in December 2023, then to the Board of Directors in March 2024.3 

◼ In each Inria centre and at head office, an annual visit is made to the centre's management, the scientific 
delegate and the Human Resources department to present or review the action plan and the annual report, 
and to discuss the centre's HR priorities, prospects and expectations. 
 

 
 
HR indicators 
 
For the sake of consistency and simplicity, the proposed HR indicators are based in part on those in the annual 
Single Social Report (RSU). They may be enriched where appropriate to monitor the action plan and measure the 
impact of the actions undertaken. 
 
Analysis of the indicators will enable the action plan to be assessed on an ongoing basis and the approach to be 
adjusted as the HR work continues for the period 2026-2028. 
  

 
3 See Annex 4 
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2. Evaluation of the High Council for Evaluation of Research and Higher 
Education (Hcéres4 ) 2024 

 
The Hcéres evaluation phase of Inria began in 2022.  The evaluation covered the 2018-2022 period. 
In order to prepare the self-evaluation report, an internal collaborative effort focused critical reflection on its 
positioning, its management of the strategy underway, its activities and results, and on the successes and 
limitations of the actions designed to implement its institutional strategy. 
 
This exercise involved all the divisions, all the head office departments and all the centres.  
The period evaluated (2018-2022) coincides with the award of the HRS4R label, as well as major changes at Inria, as 
part of a major strategic reorientation included in its COP with the State for the 2019-2023 period.  
 
The Evaluation Committee therefore paid particular attention to assessing the implementation of the 2019-2023 
Cop.  
 
During this period, Inria has taken a number of initiatives in terms of scientific policy and boosting its research 
activities. In terms of technology transfer and partnership research, it has pursued a proactive policy aimed at the 
French industrial network and the creation of start-ups. It has also deployed its public policy support activities in 
a number of strategic areas. It has supported the creation of major research universities by implementing a new 
territorial strategy, characterised by the increased integration of Inria centres into the universities on their various 
sites.  
In addition, the Institute has taken on the tasks entrusted to it by the State in the national coordination of research 
and innovation in the field of digital technology and artificial intelligence. In order to carry out these 
transformations, Inria has undertaken major organisational changes, reinvesting in its capacity to steer its 
activities and in its research support skills.  
 
In its report, published on 7 March 2024, the members of the evaluation committee highlighted certain points 
concerning the Institute's human resources policy.  

In particular, major organisational changes have been made to provide the organisation with steering capacities 
that it did not have and to redefine the position of the centres within the organisation. Inria has reinvested in its 
research support skills, with an increase in permanent recruitment.  
The committee praises the Institute's impressive results..., particularly in the difficult context of the pandemic; it 
calls on the Institute to pursue the actions it has undertaken, particularly with regard to its disability policy. 

 

The main recommendations of the Hcéres evaluation are:  

Recommendation 1   
In the next objectives and performance contract, pursue the strategy that has been initiated, making the necessary 
adjustments to ensure that it is implemented. Amend Inria's founding decree to update its missions.  
Recommendation 2  
To assert the importance of scientific excellence, an essential condition for the fulfilment of Inria's missions, and 
to continue efforts to strengthen the evaluation of research in relation to the best in the world.  
Recommendation 3   
To speed up the integration of human and social sciences into Inria's scientific strategy.  
Recommendation 4  
Strengthen public policy support activities, give them a clear financial framework and extend this support to public 
policy design.  
Recommendation 5  
Strengthen the policy of cooperation with other research bodies and develop the regional strategy of centres 
integrated with universities.  
Recommendation 6  
Deploying a strategy of influence at European level that is equal to the challenges, by forging appropriate alliances; 
mobilising researchers and reinforce support for project teams.  
Recommendation 7  
Stabilise and clarify governance and the links between the general management, centres and partner universities 
; involve all the competent committees more closely in monitoring the implementation of the strategy, using a 
shared dashboard.  
Recommendation 8  

 
4 The HCERES is an independent public authority responsible for evaluating all French higher education and research structures, such as universities, national 

research bodies and their research units. It periodically evaluates these structures every 4 years and publishes the evaluation reports on its website.  Report 
published on 7 March 2024 

https://www.inria.fr/sites/default/files/2024-03/Rapport-evaluation-HCERES-Inria-2024.pdf
https://www.inria.fr/sites/default/files/2024-03/Rapport-evaluation-HCERES-Inria-2024.pdf
https://www.inria.fr/sites/default/files/2024-03/Rapport-evaluation-HCERES-Inria-2024.pdf
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Define an ambitious roadmap for gender equity without delay and include its implementation in the next 
objectives and performance contract, with concrete objectives and processes.  
Recommendation 9  
Define a multi-annual programming of resources as part of an overall development strategy, to ensure financial 
sustainability by avoiding any decoupling between ambitions and resources.  
Recommendation 10  
To give the Information Systems Department the capacity to succeed in Inria's digital transformation, and to make 
this success a major priority. 
 
These recommendations will be given particular attention in the construction of the COMP to come. They reinforce 
the priorities adopted in recent years and confirm Inria's commitment to scientific excellence and the Institute's 
HR policy. 

 
 

3. COMP 2024-2028 

 
The development of the next COMP 2024-2028 is based on the Hcéres recommendations, which complement the 
high standards and continuous improvement approach of the Institute's HRS4R strategy.  

Publication of the 2024-2028 COMP is scheduled for the 4th quarter of 2024.  

As part of the creation of the "Digital, Algorithms, Software and Uses" Programme Agency, the HR roadmap remains 
the structuring framework for the coming years and will accompany the Institute's transformation. 
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B. Euraxess self-assessment report 

This self-assessment report is presented according to the template to be entered on the Euraxess website.  

 
 
This report has enabled us to examine our strengths and weaknesses and prioritise the actions to be taken in the 
coming years.  
 
The work was coordinated internally by the HRD and presented to a steering committee made up of representatives 
of the Top Executive Management (the Deputy Director General for Administration DGD-A and the Deputy Director 
General for Science DGD-S), representatives of the scientific community (one researcher), the Chairman of the 
Evaluation Commission5 , the Director of Human Resources and the HR Officer.  
 
The results of the actions carried out and the resulting revised action plan for the period 2024-2026 are shared 
with the Institute's Management Committee.  
 
 
 
 

1. Workforce 
 

STAFF & STUDENTS 2019 20246 
Total researchers = staff, fellowship holders, bursary holders, PhD. students 
either full-time or part-time involved in research * 

2829,2 3420,8 

Of whom are international (i.e. foreign nationality) * 983,4 521,3 
(Inria paid staff) 

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

1582,7 1906,7 

Of whom are women * 567,1 757,3 
Of whom are stage R3 or R4 = Researchers with a large degree of autonomy, 
typically holding the status of Principal Investigator or Professor. * 

1376,7 762,5 

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

192,2 174,4 

Of whom are stage R1 = in most organisations corresponding with doctoral level 
* 

1260,3 576,9 

Total number of students (if relevant) * 0 0 
Total number of staff (including management, administrative, teaching and 
research staff) * 

4070,2 4837,9 

RESEARCH FUNDING (figures for most recent fiscal year)   
Total annual organisational budget 234.562.000 307 100 000  
Annual organisational direct government funding (designated for research) 170 615 000 191 600 000 
Annual competitive government-sourced funding (designated for research, 
obtained in competition with other organisations - including EU funding) 

44 115 000 61 800 000 

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

19 832 000 14 900 000  

 

 
5 The Evaluation Commission (EC) is an Inria body responsible for assessing the level of excellence of the research conducted at the institute and guaranteeing the 

level of its recruitment and internal promotions.  It is made up of elected and appointed scientists from Inria and experts from outside the institute. In liaison 
with the Directorate General for Science, the Evaluation Commission (provided for in article R. 326-12 of the Research Code) coordinates the external evaluation 
of the work of Inria project teams by research field. It forms the eligibility juries for competitive examinations, which also include external figures appointed by 
the General Management, as well as the committees proposing internal promotions. Finally, it is involved in evaluating the creation of projects and Inria's collective 
scientific actions. It also conducts strategic discussions on the development of Inria's scientific fields and the associated development of the research profession. 
As part of its remit, the Evaluation Committee sets up working groups on evaluation-related subjects (e.g. gender parity, software evaluation, technology transfer, 
scientific dissemination, etc.). 

6 Data taken from the 2023 annual report.. 

https://www.inria.fr/sites/default/files/2024-06/RA_2023_08_EN%20relu.pdf
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2. Strengths and weaknesses of current practice 
 

2.1 Ethical and professional aspects 

 
Strengths and weaknesses (Interim Assessment) 

The Inria Project Team (PT) is the basic unit for organising research at Inria. It brings together a team of scientists 
who share a common research programme and a collective scientific life; it is led by a Project Team Leader (PTL). 
It benefits from a broad scientific and financial autonomy, with a budget made up of resources allocated by the 
centre and other external resources (regional, national and European calls for tender, contracts with companies, 
etc.).  

A PT may be made up entirely of Inria staff. More frequently, PTs are associated with partner institutions 
(universities, schools, research organisations). Since February 2020, a PT can have an industrial partner institution 
in addition to the traditional academic partner institutions. An PT with a company implies that all the partners pool 
resources and personnel and share a research and innovation roadmap.  

The model for an Inria PT is as follows:  

• Typically, 10 to 30 people, led by a leading scientist; 

• A specific research theme; 

• An international assessment every 4 years; 

• An average lifespan of 8 years and a maximum of 12 years; 

• Well-defined objectives and a shared work programme; 

• Working with scientific and industrial partners in France and around the world; 

• Financial and scientific autonomy; 

• A strong expectation of impact, particularly in terms of transferring research results. 
 
Since 2002, Inria has been funding associate teams to strengthen collaboration between project teams and top-
level research teams around the world. 
As part of this programme, there is an annual call for the creation of new associated teams. The call's regional and 
thematic priorities reflect the Institute's international strategy, which aims to anchor its presence outside Europe 
and develop strong partnerships with certain countries. 
The programme is based around a joint research project and supports the mobility of senior researchers, engineers, 
post-docs, PhD students and trainees involved in the team in France and in the partner country. Workshops and 
working groups on joint research are also organised. Associated teams typically last 3 years. 
 
The Comité opérationnel d'évaluation des risques légaux et éthiques (Coerle) is one of Inria's internal committee 
whose mission is to raise awareness and provide support to Inria researchers with regard to the ethical issues at 
stake in their work. For over ten years now, Coerle has been responsible for implementing Inria's policy on legal, 
ethical and scientific integrity issues. It acts as an advisor to project teams, helping them to anticipate and manage 
potential ethical and legal risks. He also advises Inria's CEO on whether or not to authorise research or experiments 
that raise ethical or legal issues that could implicate the institute or staff involved in its missions, including under 
criminal law. Coerle is also called upon to give its opinion on the dissemination of software, knowledge or data and 
on the ethical issues involved in research projects, whether collaborative or individual. 
The directors of Inria research centres, members of Inria's general management and scientific delegates may refer 
issues to Coerle; it may also take up issues of which it is aware or which are brought to its attention on its own 
initiative. The project teams or teams concerned by a referral to Coerle are kept informed throughout the 
procedure. 
 
At the same time, a Scientific Integrity Coordinator (RIS) is appointed by Inria's Chairman and CEO. The RIS 
implements the scientific integrity policy. In this capacity, he or she has a preventive role, promoting the values of 
scientific integrity, and puts in place systems to detect breaches of scientific integrity requirements. He or she 
works in complete independence, impartiality and objectivity to provide advice and recommendations in terms of 
scientific integrity, as well as to Inria employees. In order to carry out its duties, the RIS relies internally on contacts 
such as Inria management and other Inria advisors (ethics and secularity advisor, whistleblowers, etc.) and, where 
appropriate, the Inria ombudsman, Coerle and the Evaluation Commission, and externally on the RESINT network 
(Scientific Integrity Network), in order to exchange best practices. The RIS carries out its duties taking into account 
the recommendations of the French Office for Scientific Integrity. With regard to compliance with ethical 
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obligations7 , any Inria employee or employee performing duties at Inria (permanent employee, trainee employee, 
contract employee, staff on secondment to another organisation, staff on work placements, etc.) may consult the 
secular ethics officer (RDL). When facts likely to be qualified as a conflict of interest have been brought to his 
attention, he will, if necessary, provide the persons concerned with any advice likely to put an end to the conflict.  
 
In 2014, Inria launched its first MOOC on the FUN platform. By 2022, nearly half a million people had registered for 
the Institute's courses, with 48,000 certificates issued.  
26 online courses have been created covering a wide range of subjects in computing and digital sciences, aimed at 
a wide variety of profiles. The introductory and introductory MOOCs are aimed at the general public, while the 
MOOCs on specific research topics are aimed at engineers and specialists. 
The Mooc Reproducible research: methodological principles for transparent science offers methodological 
principles for open and transparent science. It takes a practical look at note-taking, the computational document 
and the replicability of analyses. 
 
The Hal-Inria platform brings together research publications with an international reach. The collaborative 
community brings together a wide range of skills to support the opening up of publications, and the public, 
sustainable and responsible infrastructure is a guarantee of scientific integrity and the long-term preservation and 
promotion of research work. In September 2024, the platform contained 1,396,617 full-text documents. 
  
 
The priority areas for improvement are as follows:  
 

• Continue training on reproducible research through the Inria MOOC.  
 

To reinforce this point, the Department of Culture and Scientific Information (DCIS) was created in 2022. It plays a 
key role in the management and dissemination of Inria's scientific activities and productions. 
At the service of science, working closely with scientists, the DCIS circulates knowledge. By defining and producing 
indicators, it plays an essential role in steering the Institute's scientific policy. The DCIS assists scientists with the 
dissemination and use of their scientific work, offers training in the scientific themes supported by Inria, and 
promotes understanding of the digital environment and the scientific approach among non-specialists.  
 
The Learning Lab department - which specialises in producing and distributing online training courses on digital 
subjects - works with Inria experts and partners to develop innovative learning tools and media that encourage 
interaction. The courses and teaching resources produced are open educational resources such as massive online 
courses (MOOCs), mobile training and serious games. The aim is twofold: to make digital technology accessible and 
understandable to everyone, and to provide training in Inria's areas of expertise.   
                                
In a national and European context that strongly supports open science, the Scientific Publishing Information 
Service (IES) supports scientists from bibliography to publication by making available resources that are essential 
to their research. Among other things, it assists with filing in the HAL open archive and managing research data. It 
provides support for creating scientific journals, putting conferences online and promoting scientific outreach 
activities. Finally, it develops text and data mining methods to produce indicators and dashboards of the Institute's 
scientific output.  
Scientific Mediation is organised around a national unit co-ordinated by a national scientist in charge of scientific 
mediation and pairs of researchers and support staff in the communication and mediation departments of the 
Inria centres. Making scientific knowledge accessible to the general public is a challenge for popularisation and 
education in general. Scientific outreach creates a two-way relationship between society and scientific research. 
The general public can try things out on their own, contribute their own thoughts and ideas, and improve their 
scientific knowledge. Scientific research can also make progress by cultivating this two-way relationship by 
listening to the general public. This has a twofold benefit, for research and for society as a whole, as it enables 
informed decisions to be made, decisions that are personal to the individual and socially responsible to society as 
a whole.  
 
 

• Continue to raise awareness among development engineers of reproducible research tools in order to improve advice 
to research teams. 

Following on from the training initiatives already underway and the 2024 framework note from the Directorate 
General for Innovation (DGD-I), a forthcoming 2025 framework and objectives note will set out the specific training 
plan for the period 2025-2027. 
 

• Develop a network of scientific integrity correspondents in each Inria research centre. 

 
7 Internal guidance note of 16 October 2024 on the referral of ethical and secular issues to the ethics officer by employees 
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 2.2 Recruitment and selection 

 
Strengths and weaknesses (Interim Assessment) 

 
An analysis of the implementation of Inria's Open, Transparent and Merit-based Recruitment (OTM-R) approach is 
provided in section 3.2. 
 
As a public scientific and technological establishment, Inria mainly recruits civil servants through competitions or 
incoming mobility. 
Compliance with the statutory rules set out in internal guidance notes satisfies the requirement for transparent, 
fair and merit-based recruitment procedures.  
The HRS4R approach also applies to the recruitment of Inria's contract staff, scientists, engineers and technicians 
and aims to widely promote the Institute's employment opportunities, harmonise selection methods and 
strengthen the traceability of the recruitment process. 
 
To this end, part of the HR roadmap focuses on recruitment and attractiveness. 
 
A number of priority actions are currently being developed or deployed:  

▪ Develop a service offering to support recruiters (PT and departments) in defining and anticipating their 
skills needs 

▪ Mapping the different scientific and IT recruitment procedures to better understand their specific features 

▪ Revising the charter for contract staff (fixed-term and permanent contracts) to identify possible career 
paths within Inria 

▪ Develop the employment framework for contract staff to incorporate the new recruitment procedures, in 
line with the principles applicable to the compensation system (RIFSEEP and RIPEC). 

▪ Adopting a more offensive stance in the search for talent 

▪ Reinforce communication about recruitment opportunities in the various media by promoting our 
professions  

▪ Redesigning our job offers to better highlight Inria's strengths (career development, working conditions, 
social policy, etc.) 

▪ To initiate a job and career management process (GEPP) for all of Inria's professions (scientific and support 
functions).  

▪ Mapping skills for each profession 

▪ Supporting staff leaving at the end of their contract, in order to enhance the attractiveness of the company 
and its employer brand, and to encourage people to return. 

 
Others are deployed and pursued as part of a continuous improvement approach:  

▪ Deploy an annual pool of positions (across all categories) dedicated to the recruitment of disabled workers 

▪ Roll out an annual apprentice recruitment campaign in the PTs and departments 

▪ Developing the RIFSEEP to make jobs at Inria more attractive 

▪ Managing the trial period 

▪ Promoting mobility to meet skills needs and encourage the development of attractive career paths 

▪ Continuing and structuring HR dialogues with departments 

▪ Clarify the arbitration process with the functional and centre departments 

▪ Specify the management rules applicable to the arbitration of HR resources 
 
 

Strengths:  

 
Inria attracts a wide range of international profiles that contribute to the richness of the Institute.  
In response to this appeal, Inria offers a variety of recruitment methods to suit all profiles. 
 
 
Every year, Inria recruits research officers and research directors through a competitive process. Secondments and 
delegations enable us to take on civil servant researchers on temporary assignments. 
Since 2022, junior professorships (CPJ) have also been available in various centres within the Institute. This 
recruitment scheme is part of the Law on Research Programming (LPR) and provides a new conditional pre-tenure 
track equivalent to a tenure track, in addition to existing recruitment channels. CPJs are intended for researchers 
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in the first part of their career, with strong potential for managing and leading research teams, as well as the ability 
to participate in national, European or international projects.  
This new form of recruitment allows young scientists to be recruited on a public law contract with a financial 
environment that allows them to be appointed to a research director's post after a maximum period of 6 years. The 
duration of the contract may not be less than three years and may not exceed six years. Recruited scientists may 
join an existing or propose the creation of a new project team. The introduction of this new recruitment system is 
part of Inria's scientific strategy and meets a number of objectives: closer interaction with the site's integrated 
university and research organisations in order to promote multidisciplinary and interdisciplinary research, and 
greater international appeal for early-career researchers. 
 
Other schemes offer the possibility of joining Inria on a contract basis. 
By their very nature, doctorates and post-doctorates are temporary jobs, associated with training through 
research and the pursuit of an initial research topic. Doctoral contracts are subject to a specific regulatory 
framework. 
The Inria Starting Faculty Position (ISFP) recruitment campaign was launched in 2020 to diversify the recruitment 
of researchers at the start of their careers, in addition to external competitive examinations. The ISFP programme 
consists of recruiting high-potential young researchers in collaboration with higher education establishments 
(universities and engineering schools) that are partners of Inria research centres. The aim is to implement Inria's 
site policy in support of the development of major university research centres and to strengthen the Institute's 
attractiveness policy by offering a new recruitment route at the start of a career, in addition to the competitive 
examination for normal grade research fellows (CRCN). This scheme will increase the opportunities for researchers 
to be recruited into Inria project teams, whether joint or not, and will provide young researchers with a favourable 
research environment with a moderate teaching load. ISFP positions are offered on permanent civil service 
contracts and are associated with a teaching service in an Inria partner higher education institution. The 
introduction of this new recruitment system meets a twofold objective: closer interaction with major research 
universities and greater attractiveness of early-career research careers. 
 
Each type of recruitment is the subject of a detailed framework note on the rules of transparency, fairness and 
merit. These guidelines are shared on the Numin intranet tool and on Inria's Gedei tool for compiling administrative 
documents.  
 
The management of staff numbers and the wage bill is based on a procedure that has been clarified and is shared 
by all: annual management dialogues with each functional or centre department enable needs to be identified and 
recruitment campaigns to be prepared as effectively as possible. Final decisions on identified and prioritised needs 
are set out in a memo which details the type of recruitment approved for each job request. 
 
Each permanent job opportunity is initially open to mobility; a specific page on Numin presents the vacancies to 
be filled. 
 
 
All offers and campaigns are accessible to candidates with disabilities.  
A reserve position and a specific contractual employment framework are open to candidates with disabilities. 
Individual and multidisciplinary support is provided to ensure the best possible working conditions. 
Every year, Inria opens up positions on a contractual basis to people recognised as disabled workers. This 
exceptional procedure enables disabled people to enter the civil service without having to take part in a 
competitive examination. After one year on a fixed-term contract, which may be renewable once, the employee 
may be given permanent status following the opinion of a professional jury. This method of recruitment is only 
open to newcomers to the civil service. Throughout the year, Inria also offers fixed-term contracts in research 
support, research assistance and research with doctoral and post-doctoral residency opportunities. For PhD 
students recognised as having a disability, the PhD contract can be extended by one year (48 months). 
 
Apprenticeship recruitment is one way of boosting the Institute's attractiveness. Inria takes on apprentices in its 
research teams (development engineer, M1 or M2 in computer science) and also in research support services 
(communication, financial management, human resources, building maintenance, quality, etc.) at levels ranging 
from level 3 (below baccalauréat) to level 7 (bac+5). An annual campaign targets identified positions.  
 
The "Welcome package" scheme is included in the 2019-2023 COP. This scheme is a specific programme to ensure 
that all new Inria researchers, particularly young researchers, can benefit from a "Welcome package" to help them 
realise their scientific ambitions as soon as they join Inria. A dedicated budget is deployed in each centre; allocation 
rules are set to ensure fair treatment and consistency with the actions carried out by the project team into which 
the researcher will be integrated. 

 
The priority areas for improvement are as follows:  
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• Update and share the employment framework for contract staff at Inria in French and English on the 
institutional website and the recruitment platform. The document is currently being drafted. 
 

• Publication of the charter for open, transparent and career- and skills-based recruitment (OTM-R), based 
on all existing policies and framework documents, such as the management guidelines for promotion and 
mobility, is planned. 
 

• As far as possible, translate internal guidelines and guides into English and share them. On this point, 
Numin is accessible in English; HR forms are systematically translated and shared in English. Extending the 
English translation to internal guidelines and guides could facilitate access to information for all staff. 
 

• Strengthening the publication of international positions: despite the interface between the JobIn and 
Euraxess platforms, a number of technical difficulties prevented the publication of job opportunities for a 
few weeks. The bridges have now been re-established and the interface is operational. However, regular 
monitoring of the number of job offers published will enable us to anticipate any difficulties. An internal 
communication to remind and encourage the publication on Euraxess will be proposed. 

 

  



    

HRS4R - 2024 mid-term review 
Part B - Euraxess self-assessment report 16 /51 

 

Back to summary 

2.3 Working conditions 

 
Strengths and weaknesses (Interim Assessment)  

 
The HR roadmap supports the Institute's ambitions in terms of working conditions. 
 
In the area of occupational risk prevention, the Institute has adjusted its organisation for 2021, with the creation 
of a dedicated department headed by the national prevention advisor. The latter is supported by a project manager 
and a team of prevention officers deployed full-time in each of the centres. The annual prevention programme sets 
out the priorities and is the common thread running through all the actions taken. One of these priorities is the 
prevention of psycho-social risks (RPS). To meet the challenges of health and safety in the workplace and the 
requirement for each establishment to have a national risk assessment document, the prevention department has 
acquires a software package in 2023 enabling its creation. In addition to the day-to-day activities, an annual 
prevention week is organised in each centre around a specific theme. In September 2024, the right to disconnect 
was on the agenda with the publication of a charter of commitment as well as awareness-raising and themed 
events.  
 
A Disability Plan has been in place since 2020, with the stated aim of achieving a target of 6% of people with 
disabilities benefiting from the Employment Obligation (BOE). The work and the approach taken are steered by a 
national representative supported by a network of disability advisors at each site. 
Like Prevention Week, European Week for the Employment of People with Disabilities provides an opportunity for 
local and national events (conferences, fun awareness-raising activities, etc.). Every year, Inria takes part in the 
Duoday operation and welcomes jobseekers, scientists, engineers and technicians who want to find out more about 
the Institute's jobs. This Disability Plan is backed by a commitment agreement between the FIPHFP and Inria, which 
sets out an action plan covering the following areas: recruitment, maintaining employment and adapting 
workstations, awareness-raising and communication, digital accessibility and governance. In terms of recruitment, 
an annual reserve of posts is programmed; support for disabled staff is individual and multidisciplinary (HR 
services, social worker, prevention doctor, prevention officer). The employment rate for people with disabilities will 
be 4.11% in 2023, compared with 1.89% in 2019. 
Taking into account the results already achieved and the 6% target, a new version of the Disability Plan has been 
updated to cover the period 2025-2028. 
Since 2022, one of the priorities of the disability plan has been to make the Institute's information system (IS) 
applications and websites digitally accessible. Many staff have been and are being trained to produce accessible 
content, because it's not enough for a site to be accessible, its content must be too, and that must be everyone’s 
concern.  
 
The W/M Professional Equality Plan 
The professional equality committee was set up on 19 January 2015. This committee ensures that parity and 
equality issues are taken into account in all of Inria's activities. It makes proposals on all aspects of the Institute's 
policy on these issues, in compliance with the law of 22 July 20138 and the memorandum of understanding on 
professional equality between men and women in the civil service.9 

As part of its 2019-2023 COP, Inria has undertaken to carry out actions in favour of parity based on the work carried 
out by this committee. Based on the results of the 2021-2023 action plan and taking into account the priorities set 
for the 2024-2028 COMP, a new action plan will be rolled out for the period 2024-2028, under the responsibility of 
the HR Department.  
The prevention and treatment of gender-based and sexual violence are included. In response to this priority, the 
first action concerns a detailed note on the handling of reports of sexual and gender-based violence (SGBV) and 
moral and/or sexual harassment, as well as the handling of proven situations. This communication will broaden 
awareness of the players involved and internal procedures.  

The organisation of work at Inria provides for the possibility of teleworking up to 3 days a week and modular 
working hours over 4 to 5 days, in compliance with statutory rules. This organisation is part of the measures taken 
to reconcile professional and personal life. 
 
Social action is included in axis 4 of the HR roadmap. Framework notes on statutory schemes and others specific 

 
8 Law no. 2013-660 of 22 July 2013 on higher education and research (known as the Fioraso Law) also strengthened professional equality between women and men 

in the civil service and in higher education and research by adopting various measures to ensure, in particular, balanced representation of women and men on 
higher education and research bodies. 

9 Agreement on professional equality between women and men in the civil service of 30 November 2018 on the following five areas: strengthening the governance 

of equality policies; creating the conditions for equal access to jobs and professional responsibilities; eliminating pay and career progression gaps; providing better 
support for pregnancy, parenthood and the work-life balance; strengthening the prevention of and fight against sexual violence, harassment and sexist behaviour. 
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to Inria are regularly updated and shared on Numin. Since 2024, social action information events have been 
organised at the initiative of the centres. 
To meet the regulatory obligation to roll out a grouped complementary social protection scheme, the Institute 
responded to the MESR's global call for tenders. Deployment of this scheme remains dependent on the MESR 
timetable. 
 
Coordination of the network of occupational physicians at the centres and head office is an identified area for 
improvement and is included in the HR roadmap. Since 2023, under the coordination of the HRD and the SPRP, the 
recruitment of a prevention coordinating doctor has been launched to coordinate the centres' occupational 
medicine system (each centre is supported by an occupational physician and a social worker who provide support 
to staff and advise centre management). The prevention coordinator doctor will be responsible for advising general 
management at national level, taking part in national committees and developing and coordinating the network 
of prevention doctors in the centres and at head office. Given the shortage of occupational health physicians in 
France10 , and despite a number of recruitment initiatives, no serious applications have been received to date. The 
search for candidates is continuing. 

 
 
The areas for improvement identified and included in the HR roadmap are as follows: 
 

• Draw up a national plan for quality of life and working conditions (QWLC) for 2025-2028. Currently under 
development, this QLWC plan will initially be based on national and local best practices that have already been 
implemented, with a view to replicating them in each centre. 

• Local intervention committees11 will be set up to detect and provide multidisciplinary support and advice to 
centre directors. These committees are in line with the MESR's 2023 ministerial strategic guidelines for the 
prevention of RPS. Deployment is expected by 2025. 

• Continuing the momentum generated by the integration and employment of people with disabilities, with a 
stated target of 6% of employees with disabilities, as part of a Disability Plan 2. 

• Continue to prevent gender-based and/or sexual violence by raising awareness and distributing an internal 
framework note setting out the measures, players and procedures, and the resources committed. 

• To draw up a general guide presenting all of the Institute's social policy measures. 

 
  

 
10 Answer dated 23/04/2024 to the written question to the National Assembly on the difficulties encountered by employers in obtaining an occupational medicine 

appointment for their employees: Occupational health is indeed facing a structural decline in the number of occupational physicians, linked in particular to an 
ageing population and a lack of attractiveness of the profession. The number of doctors has fallen by 15% in 10 years, from 5,108 in 2012 to 4,265 in 2023. Projections 
by the Directorate for Research, Studies, Evaluation and Statistics predict a deterioration in the situation over the medium term, with a low point expected in 2030 
(3,565 doctors in post at that date according to the projections). 

11 Annex 1 of the Ministerial Strategic Guidelines for Occupational Risk Prevention Policy in Higher Education and Research Establishments - Year 2024: In the field 

of psychosocial risk prevention (RPS), the purpose of the local intervention committee within the establishment is to encourage the expression of difficulties 
encountered at work, to help and support the administration in resolving a difficult professional situation, and to provide advice tailored to the situation by 
directing the employee to specialists for personalised support. 
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2.4 Training and development 

 
Strengths and weaknesses (Interim Assessment) 
 
In 2023, the budget committed to staff training will amount to €1,043,086, with a growth rate of 54% compared 
with 2022 (€676,972) and 33% compared with 2021 (€701,306). The Institute has set up a national training plan to 
meet the needs of management and project teams, supplemented by a local training plan to meet the individual 
needs of each centre. The analysis and prioritisation of training requests are essential steps in the development of 
training plans. Each training programme is evaluated with a goal of continuous improvement. The training 
catalogue covers a wide range of areas (health and safety at work, risk prevention, foreign languages, management, 
tools, business skills, quality of life at work, combating gender-based and sexual violence). Support for managerial 
functions remains a priority on the HR roadmap.  Specific training is offered on supervising a doctoral student and 
on the role of supervisor.  
 
The Inria MasterClass welcomed its first class in 2023 and continued in 2024. Scientific colleagues and support 
functions meet over eight themed and practical face-to-face days. The aim of these meetings is to deepen the 
knowledge of the organisation of higher education, research and innovation (ESRI), to understand the positioning 
of Inria and its action in its environment, to find out how the various public institutions and partners work and to 
share the challenges of ESRI in general and digital technology in particular. The mix of scientific and engineering 
backgrounds in each year's intake is an undeniable asset for this programme. 
 
In addition to the training initiatives already underway, a dedicated training programme for managers is currently 
being rolled out. All levels of management are targeted, from general management to operational department 
managers and project team leaders. The training programme is designed to meet the needs of the group as a whole; 
nearly 400 identified employees could benefit from this programme over the next few years; priority will be given 
to new recruits. 
 
The Mentoring scheme is also being rolled out.  
Inria considers it very important to being able to offer its employees an attractive career path, in line with their 
professional skills and personal expectations, based on individual support tailored to their job, activities and 
missions. Mentoring is a complementary approach that integrates and complements the HR measures already in 
place at Inria and offered by the HR department. Based on the positive feedback received from this approach in 3 
centres, the aim is to provide better support for staff in their career paths and to encourage the transmission of 
experience (knowledge) between generations. One of the main aims of setting up this mentoring approach is to 
strengthen gender equality in the workplace, in particular by encouraging talented women to take on responsibility 
and supporting them throughout their careers.  This approach strengthens the HR dynamic in the ecosystem and 
links with partners, as part of Inria's site policy with its partner universities. The scheme is open to all Inria staff, 
whether scientists, engineers or technicians.  
 
Support for careers and professional development is also part of the HR roadmap. While there are a number of 
statutory mechanisms for career development and opportunities for advancement (promotion, professional 
selection, internal competitions, mobility), the annual review meeting is an ideal opportunity to provide career 
support, provide information on possible mechanisms, assess training needs and set objectives for career 
progression. The human resources department provides support for this special time, and webinars are organised 
each year for staff members and assessors. At the end of the discussion, and depending on the needs and requests 
of the employee, individual support measures may be requested (preparation for an internal competition, 
coaching, skills assessment).  
 
The HR roadmap also includes work on career-long support for researchers and support for young scientists, both 
of which are currently being developed. The aim is to build targeted HR support pathways based on scientific 
profiles, whether experienced or junior, and in support of team leaders or scientific supervisors. 
  
The areas for improvement identified and included in the HR roadmap are as follows: 
 
For the Training section, 

• To continue the renovation of Inria's training plan by supporting both the professionalisation of activity lines 
and individual development projects, and to promote the Numin training offer, particularly among 
researchers.  

• As part of the site policy, initiate cooperation with university partners to share certain training initiatives. 
 

For career support, 

• Continuing to provide support for researchers throughout their careers;   
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• Continuing to support young scientists; 

• Monitor the roll-out of the Mentoring scheme and the managerial career support plan. 
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2.5 Have any short- and medium-term priorities changed?  

 

The transformation of the institute, highlighted in the Hcéres report, has set or strengthened the initial 
orientations and priorities. The internal organisation has evolved and adapted to the challenges and objectives of 
the COP. As a result, the General Management is now structured around 5 delegated directorates dedicated 
respectively to administration, science, innovation, support for public policies and site policies.   
Since 2023, the creation of the 9th Inria centre in Lyon has contributed to the Institute's development. 
 
The HRS4R approach is having an impact on activities at various levels, particularly in the fields of HR and research. 
The creation of the Directorate General for Site Policies is encouraging closer links between the various partner 
institutions, making it possible to identify joint actions that can be implemented within the scope of the centres.  
A number of new orientations, reaffirmed in the HR roadmap, are part of this evolution, such as :  

- encouraging mobility of research staff ; 

- supporting staff skills development, particularly for supervisory staff; 

- Fight against all forms of discrimination and promoting equality and diversity ;  

- Supporting young researchers and strengthening partnerships to help them settle in and integrate under 
optimum conditions. 

2.6 Have the context and environment in which your company operates changed, with a 
consequent impact on your HR strategy? 

 
The law of 6 August 2019 on the transformation of the civil service amended a number of provisions that have a 
direct impact on the Institute's HR strategy and policy: overhaul of social dialogue committees, more flexible 
recruitment procedures, particularly for contract staff, the obligation to implement a professional equality plan, 
and new provisions on mobility and career transition.  
The adoption of the French Research Programming Act (LPR) in 2020 defined a strategy for research in France 
between now and 2030, focusing on a number of issues that resonate with and influence the institution's HRS4R 
strategy, in particular making scientific careers more attractive.  
The attractiveness of scientific careers depends in particular on raising the salaries of researchers and making their 
careers more attractive. A number of measures stemming from the LPR in this direction have already been 
implemented (RIPEC), and others are in the pipeline (revision of the employment framework for contract staff). 

The 2019-2023 period was marked by the Institute's Contract of Objectives and Performance (COP) and a renewal 
of the management team, including the arrival of the new Director of Human Resources in January 2020. The 2023-
2026 HR roadmap is a continuation of the initial HRS4R action plan, with the aim of integrating Inria's scientific, 
engineering and technical staff. The next COMP 2024-2028 will be presented at the end of the year. 

The Institute's site policy involves the creation of Inria centres at the relevant universities, where the Institute 
proposes to operate its research and innovation facilities on behalf of its partners as part of a shared strategy and 
joint implementation. HR collaborations on the sites and with our partners are being considered.   

2.7 Are there any current strategic decisions that could influence the action plan? 

 
The 2024-2028 COMP will be presented at the end of 2024; by its very nature, the HR roadmap will be dynamic, 
adapting to the new institutional priorities, in particular the creation of the "Digital, Algorithms, Software and Uses" 
programme agency, as announced by the President of the French Republic in his address on 7 December 2023.   
The HR roadmap remains the structuring framework for the coming years and will support the Institute's 
transformation. The HRS4R approach, part of the HR roadmap, is integrated as a tool for improvement and 
excellence. 
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3. HRS4R action plan 
 
 
The European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers set out 40 
principles based on the following 4 main themes:  

→ Ethical and professional aspects,  

→ Recruitment and selection,  

→ Working conditions,  

→ Training and development.  

 

 Ethical and professional aspects 

1 Freedom of research 

2 Ethical principles 

3 Professional responsibilities 

4 Professional attitude 

5 Contractual and legal obligations 

6 Liability 

7 Best practice in the research sector 

8 Dissemination and exploitation of results 

9 Commitment to the company 

10 Non-discrimination 

11 Assessment systems 

 Recruitment and selection 

12 Recruitment 

13 Recruitment (Code) 

14 Selection (Code) 

15 Transparency (Code) 

16 Judgement of merit (Code) 

17 Variations in the chronology of CVs (Code) 

18 Recognition of mobility experience (Code) 

19 Recognition of qualifications (Code) 

20 Seniority (Code) 

21 Post-doctorate appointments (Code) 

 Working conditions  

22 Recognition of the profession 

23 Research environment 

24 Working conditions 

25 Job stability and continuity 

26 Financing and salaries 

27 Gender balance 

28 Career development 

29 Enhancing mobility 

30 Access to career guidance services 

31 Intellectual property rights 

32 Co-author 

33 Teaching 

34 Complaints and appeals 

35 Participation in decision-making bodies 

 Training and development 

36 Relations with thesis/internship supervisors 

37 Supervision and management tasks 

38 Continuing professional development 

39 Access to training and continuous development 

40 Supervision 

  

In response, the initial action plan proposed 38 actions divided into the European 
Commission's 4 main areas:  
 

Ethical and professional aspects (9 actions) 
Recruitment and selection (11 actions) 
Working conditions (10 actions) 
Training and development (8 actions) 

 
A detailed analysis of the 38 actions is presented in Annex 2. 
 
The strengths and weaknesses of the 4 areas show the progress made since the initial 

assessment.  However, some areas remain unfinished and require further work. 
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3.1. Revised action plan for the period 2024-2026 
 

 
On the basis of the areas for improvement identified in part 2 - Strengths and weaknesses of current practice and 
in line with Inria's HR strategy set out in its HR roadmap 2023-2026, the HRS4R 2024-2026 action plan has been 
revised. 
 
It now includes 29 priority actions, divided into the 4 main areas of the European Charter for Researchers and the 
Code of Conduct for the Recruitment of Researchers.  
 
Only the actions in the HR roadmap that fall within the scope of the assessment for the label are included in this 
plan.  

- 5 initial actions have been renewed, in line with the previous plan;  

- 13 actions in the HR roadmap include some of the initial actions (indicators - leader - objectives); 

- 11 new actions from the HR roadmap have been integrated and complete the action plan. 
 
 
The action timetable and indicators are subject to change as a result of regulatory or exceptional events, as well 
as the priorities set out in the next COP 2024-2028. 
 
 
 

Ethical and professional aspects (3 actions) 
1. Continue training in reproducible research through the Inria MOOC on this subject 
2. Continue to raise awareness among development engineers of reproducible research tools in order to improve advice to research 

teams 
3. Develop the network of scientific integrity correspondents in each Inria research centre 

 
 

Recruitment and selection (11 actions) 
4. Redesign the HR section of the Intranet site to facilitate access to information and strengthen internal and external HR 

communication              
5. Produce and publish (in-house) a recruitment brochure for researchers 
6. Ensure the systematic publication of scientific job opportunities  
7. Map the various recruitment procedures for scientists, engineers and technicians 
8. Reinforce communication about recruitment opportunities in the various media  
9. Promote mobility and encouraging the development of attractive career paths 
10. Develop the employment framework for contract staff to incorporate the new recruitment procedures  
11. Revise the contract staff charter to identify possible career paths within Inria 
12. Organise a national welcome scheme for new arrivals, paid or unpaid 
13. Organise half-days in the centres for new arrivals 
14. Support staff leaving at the end of their contract, in order to enhance the attractiveness of the company and its employer brand, and 

to encourage people to return to work. 

 
 

Working conditions (8 actions) 
15. Continuing to roll out the disability policy 
16. Continuing and strengthening the deployment of Inria's gender equality plan 
17. Improving working conditions as part of a QWL action plan 
18. Combating any sexual or sexist behaviour within Inria 
19. Continuing to implement the national annual occupational risk prevention programme 
20. Reviewing Inria's teleworking arrangements 
21. Deploying supplementary social protection 
22. Renovating social policy to better meet the new needs of Inria's employees 

 
 

Training and management (7 actions) 
23. Support young scientists 
24. Support researchers throughout their careers 
25. Continue the renovation of Inria's training plan by supporting both the professionalisation of business lines and individual 

development projects  
26. Implement the evaluation of researchers, in accordance with the provisions of the modified Decree of 30 December 1983 
27. Propose a global support plan for managers at Inria throughout their managerial responsibilities  
28. Develop mentoring 
29. Develop HR cooperation with university partners 
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N° Action Principles 
2024-2026 
timetable 

Pilot service Indicators Action status 

ETHICAL AND PROFESSIONAL ASPECTS 

1 
Continue training in reproducible research through the 
Inria MOOC on this subject 

9 With the flow  DCIS 

• Number of MOOC registrations / year  

• Number of courses completed and 
validated 

• Analysis of training evaluations 

Action continued 

Completed and to be continued 

2 
Continue to raise awareness among development 
engineers of reproducible research tools in order to 
improve advice to research teams 

5-6-7 With the flow COERLE 
• Number of publications (Intranet 

articles) on the list of identified and 
recommended tools 

Action continued 

Completed and to be continued 

3 
Develop the network of scientific integrity 
correspondents in each Inria research centre 

2-3-4 2025 DGD-S 
Target =  
1 scientific integrity correspondent in 
each centre 

New share 

In progress 
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N° Action Principles 
2024-2026 
timetable 

Pilot service Indicators Action status 

RECRUITMENT AND SELECTION 

4 
Redesigning the HR section of the Intranet site to 
facilitate access to information and strengthen internal 
and external HR communication 

1 à 40 2024 
HUMAN 

RESOURCES 

• % of HR documents updated and 
accessible on Numin 

• Publication of a welcome and 
integration booklet in digital 
format with integrated Numin 
links 

• Publication of the OTM-R 
commitment 

Particular attention will be paid to 
the translation of documents into 
English. 

• Number of visits to HR pages on 
Numin 

• Results of the open consultation 
on the deployment of the Numin 
tool 

New action taken from the HR Roadmap  

Completed and to be continued 

 

 

 

 
Includes actions : 

• Produce and publish an induction booklet for researchers 

• Share the checklist for open, transparent and merit-based 
recruitment (PTM-R) with the researchers involved in recruitment, 
via the intranet.  

• Ensuring the availability and accessibility of complete and up-to-
date information on training, career paths and career opportunities 

5 
Produce and publish (in-house) a recruitment brochure 
for researchers  

12, 13, 14, 15, 
16, 17, 18, 19, 

20 
2025 

HUMAN 
RESOURCES 

Target = Production of a guide 

• Publication and distribution of a 
recruitment guide 

 

Action continued 

In progress 

6 
Ensure the systematic publication of scientific job 
opportunities  

12, 13 2024 
HUMAN 

RESOURCES 

Target = 100% of scientific jobs 
published on Euraxess 

• Monthly monitoring of the number 
of scientific jobs published on 
Euraxess compared to JobIn 

 

Action continued 
 

In progress 

7 
Map the various recruitment procedures for scientists, 
engineers and technicians 

12, 13, 15 2025 
HUMAN 

RESOURCES 

Target = Production of a 
framework note 

• Publication and distribution of a 
global framework note 

New action taken from the HR Roadmap  

In progress 

Includes action : 

• Clarify the recruitment processes currently used by researchers 

8 
Reinforce communication about recruitment 
opportunities in the various media  

12, 13, 14, 15 2024 
HUMAN 

RESOURCES 

• HR communication plan 

• Typical job offers by profession 

• Trade shows and events calendar 

New action taken from the HR Roadmap  
In progress 

 
Includes actions : 

• Increase Inria's visibility on ad hoc networks and launch a specific 
recruitment communications initiative 
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• Provide searchable job advert templates to make it easier to write job 
adverts 

9 
Promoting mobility and encouraging the development 
of attractive career paths 

18, 23, 24, 28, 
29 

2025 
HUMAN 

RESOURCES 

• Incoming and outgoing mobility 
rates by field and population 
(Source RSU) 

New action taken from the HR Roadmap  

Achieved and to be consolidated 

Includes action : 

• Facilitating the integration of researchers on geographical mobility, 
in particular by working with existing players such as the Fondation 
nationale Alfred Kastler (FNAK) and the Euraxess networks. 

10 
Develop the employment framework for contract staff 
to incorporate the new recruitment procedures 

12, 13, 15 2025 
HUMAN 

RESOURCES 

Target = Production of a framework 
note 

• Drafting and distribution of the 
employment framework for 
contract staff (in English and 
French on Numin and the Inria.fr 
website) 

New action taken from the HR Roadmap  

In progress 

11 
Revising the contract staff charter to identify possible 
career paths within Inria 

10, 12, 13, 14, 15, 
16, 17, 18, 19, 

20, 24, 25, 28, 
29, 30 

2025 
HUMAN 

RESOURCES 

Target = Production of a charter 

• Drafting and distribution of the 
employment framework for 
contract staff (in English and 
French on Numin and the Inria.fr 
website) 

New action taken from the HR Roadmap  

In progress 

12 
Organise a national welcome scheme for new arrivals, 
whether paid or unpaid 

24 2024 
HUMAN 

RESOURCES 

Target = 1 annual event  

• Organisation of an annual national 
Collectiv'Day event for new arrivals  

New action taken from the HR Roadmap  

Completed and to be continued 

13 Organise half-days in the centres for new arrivals 24 2025 
HUMAN 

RESOURCES 

Target = A welcome format for new 
arrivals that is harmonised between 
centres 

• Drafting and distributing a 
common welcome booklet with 
specific sections for each centre 
and tailored to each population 
group 

• Drafting and sharing a welcome 
guide for new arrivals within the 
SRHs 

New action taken from the HR Roadmap  

In progress 

14 

Supporting staff leaving at the end of their contract, in 
order to boost the attractiveness of the company and 
its employer brand, and to encourage people to return 
to work. 

25, 28, 29, 30 2025 
HUMAN 

RESOURCES 

Target = 100% of employees at the 
end of their contract who have an 
HR interview 

• Drafting and sharing within the 
SRHs of a best practice guide to 
support contract terminations and 
departures (partner employment 
platform, review of internal 

New action taken from the HR Roadmap  

To launch 
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opportunities, guidance, feedback, 
etc.).   

• Deployment of systematic HR 
interviews at the end of contracts 

  



    

   

HRS4R - 2024 mid-term review 
Part B - Euraxess self-assessment report 27 /51 

 

Back to summary 

N° Action Principles 
2024-2026 
timetable 

Pilot service Indicators Action status 

WORKING CONDITIONS  

15 Continuing to roll out the disability policy 10, 13, 24, 28  2024 
HUMAN 

RESOURCES 

Target = 6% of employees 
covered by the employment 
obligation  

• Signing of the renewal of the 
FIPHFP/Inria agreement 

• Publication, sharing and 
implementation of the Inria 
Disability 2025-2028 national 
plan 

• Annual reserve of posts for 
people covered by the 
employment obligation   

New action taken from the HR Roadmap  

Completed and to be continued 
 
Integrates action 

• Implementing the Disability Action Plan, in particular by improving 
accessibility and support for people with disabilities. 

16 Continuing to roll out Inria's gender equality plan 
10, 13, 24, 27, 

28 
2024 

HUMAN 
RESOURCES 

• Publication, sharing and 
implementation of Inria's 
national Gender Equality Plan 
2024-2028 

New action taken from the HR Roadmap  

Completed and to be continued 
 
Integrates action 

• To publicise and develop the activities of Inria's Gender Equality and 
Equal Opportunities Commission 

17 
Improving working conditions as part of a national 
QWL plan 

4, 24, 28 2025 HR/SPRP 

• Publication, sharing and 
implementation of the Inria 
QVCT 2024-2026 national plan  

 

New action taken from the HR Roadmap  

In progress 
 
Integrates action 

• Maintain and strengthen mechanisms for monitoring and 
promoting well-being at work     

18 Combating any sexual or sexist behaviour within Inria 10, 24, 27, 28  2024 
HUMAN 

RESOURCES 
 

New action taken from the HR Roadmap  

To be continued 
 
Integrates action 

• Preventing the risk of harassment and ensuring proper 
management of the event of a report 

19 
Continuing to implement the national annual 
occupational risk prevention programme  

10, 24 2024 HR / SPRP 

• Publication, sharing and 
implementation of the Inria 
National Working Conditions 
Plan 2024-2026  

New action taken from the HR Roadmap  

Completed and to be continued 
 
Includes actions : 
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• Risk assessment specific to the 
institute 

• Assessment of RPS within the 
institute 

• Setting up interdisciplinary 
committees with directors to 
monitor complex individual or 
collective situations 

• Raising awareness of psychosocial risks within the Inria research 
community 

• Prevent psychosocial risks specific to conflict situations by providing 
for an external mediation procedure 

• Implement a support and monitoring procedure to prevent 
psychosocial risks following the occurrence of an incident with team 
potential  

• Prevent the risk of harassment and ensure proper management of 
the event of a report       

20 

Reviewing Inria's teleworking arrangements 

24 2024 
HUMAN 

RESOURCES 

• Publication, distribution and 
implementation of a framework 
note on teleworking 
arrangements  

New action taken from the HR Roadmap  

Realized 

21 Deploying supplementary social protection  24, 26 2026 
HUMAN 

RESOURCES 

• Response to the MESR call for 
tenders for a grouped contract 
for supplementary social 
protection (health and 
provident) 

• Roll-out to all eligible staff 

New action taken from the HR Roadmap  

In progress  

22 

Overhaul the social policy, in particular by updating the 
old systems to better meet the new needs of Inria's 
employees. 

24, 26 2024 
HUMAN 

RESOURCES 

• Updating and sharing social 
action plans:  

• Background notes (CESU, AIP, 
etc.) and updating of the Intranet 
page 

• Organisation of "Social Action" 
days in the centres 

• Drafting of a general guide to the 
Institute's social policy 
(childcare, housing, catering, 
holidays and leisure, social 
support, health and provident 
services) for permanent and 
contract staff. 

New action taken from the HR Roadmap  

Completed and to be continued 
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N° Action Principles 
2024-2026 
timetable 

Pilot service Indicators Action status 

TRAINING AND DEVELOPMENT 

23 Supporting young scientists 
4, 11, 18, 20, 22, 

28, 29, 30 
2025 

HUMAN 
RESOURCES 

• Harmonising and 
strengthening support 
programmes for doctoral 
students 

• Strengthen HR monitoring in 
conjunction with the doctoral 
schools involved 

New action from the HR Roadmap 

In progress 

Includes actions : 

• Harmonising and strengthening support programmes for doctoral 
students 

• Ensure the quality and relevance of the training offered to doctoral 
students  

24 Supporting researchers throughout their careers 
4, 11, 18, 20, 22, 
28, 29, 30, 36, 

37 
2025 

HUMAN 
RESOURCES 

• Offering HR career interviews 
for Inria researchers 

• Develop a career guidance 
programme for researchers, 
harmonised and coordinated at 
national level 

New action from the HR Roadmap 

In progress 

Includes actions : 

• Develop a career guidance programme for researchers, harmonised 
and coordinated at national level 

• Initiating HR interviews for Inria researchers 

 

25 

Continuing the renovation of Inria's training plan by 
supporting both the professionalisation of business lines 
and individual development projects  

22, 24, 28, 29, 
37, 38, 39 

2025 
HUMAN 

RESOURCES 

• Drafting of a general guide to 
the Institute's social policy 
(childcare, accommodation, 
catering, holidays and leisure, 
social support, health and 
provident services)  

New action from the HR Roadmap 

In progress 

Integrate the action: 

• Continuing the "Raising awareness and training staff contributing to 
Inria's missions in terms of ethics and scientific integrity" training 
course 

26 

Implement the evaluation of researchers, in accordance 
with the provisions of the modified Decree of 30 
December 1983 

11, 34, 38, 39, 
40 

2026 
HUMAN 

RESOURCES 

• Drawing up and deploying a 
statutory system for assessing 
researchers 

New action from the HR Roadmap 

To launch 

27 
Propose a global support plan for managers at Inria 
throughout their managerial responsibilities  

37, 38, 39, 40 2025 
HUMAN 

RESOURCES 

• Roll-out of the training 
programme for managers 

• Continuation of the 
MasterClass@Inria 

• Creation and sharing of a 
managers' toolbox accessible on 
a dedicated space on Numin  

New action from the HR Roadmap 

In progress 

Includes actions : 

• Develop the skills of supervisors and future supervisors to provide 
better support for doctoral students 

• Improving information for researchers (the research community 
as a whole on the one hand, and the researchers involved in the 
programme on the other) about the Inria School of Management 
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• Harmonise the professional development offer for researchers in 
relation to management functions 

28 Developing mentoring 38, 39, 40 2025 
HUMAN 

RESOURCES 

Target = An annual national 
campaign  

• Deployment of the Mentoring 
scheme in all centres, with a call 
for applications and training for 
mentors, and a call for 
applications from mentees. 

• Feedback from mentor and 
mentee pairs 

• Annual qualitative and 
quantitative review   

New action from the HR Roadmap 

In progress 

29 
Develop cooperation with university partners in HR 
matters 

12, 13, 14, 15, 
18, 19, 23, 24, 

28, 29, 30 
2026 

HUMAN 
RESOURCES 

• Develop cooperation with 
university partners to pool 
certain training initiatives 

New action from the HR Roadmap 

In progress 
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7. Mapping the different recruitment procedures to better 
understand their specific features 

Continuation of current initiatives 

Assessment and evaluation of the action 
plan 

Construction of the 2028-2030 action plan 

2024 2025 2026 2027

3. Developing the network of "scientific integrity" 
advisors within each centre 

2. Continuing to make development engineers 
aware of reproducible research tools 

1. Continue training in reproducible research through the 
Inria MOOC on this subject 

8. Strengthen communication about recruitment 
opportunities in the various media, by promoting our 
professions  

6. Ensure the systematic publication of scientific vacancies 

5. Produce and publish (in-house) a recruitment brochure 
for researchers 

4. Revamp the HR section of the Intranet site and 
strengthen internal and external HR communication              

14. Supporting departures at the end of contracts 

13. Organise half-days in centres for new arrivals 

12. Organise a national welcome scheme for new arrivals, 
whether paid or unpaid 

11. Overhaul the charter for contract staff to identify 
possible career paths 

10. Develop the employment framework for contract 
staff in line with the applicable compensation principles 

9. Promoting mobility to meet skills needs and encourage 
attractive career paths 

22. Renewing social policy 

21. Building supplementary social protection 

20. Review teleworking arrangements 

19. Continue to implement the national annual 
occupational risk prevention programme 

18. Fight against any sexual and/or sexist behaviour within 
Inria 

17. Improving working conditions as part of a QWL plan 

16. Continue and strengthen the deployment of Inria's 
gender equality plan 

15. Continue to roll out the disability policy 

29. Develop HR cooperation with university partners 

28. Developing mentoring 

27.  Propose a comprehensive support plan for managers 

26. Implement the evaluation of researchers, in 
accordance with the provisions of the amended Decree of 
30 December 1983 

25 . Continuing to revamp Inria's training programme 

24. Supporting researchers throughout their careers 

23. Supporting young scientists 

Directed 

Ongoing action 

Committed 
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3.2. Implementation of the recruitment policy in accordance with OTM-R principles 

 
The HR Roadmap 2023-2026, a strategic HR document for the Institute, is built around 4 priorities and 75 actions:  

• The reaffirmation of the HR line, for easy, clear and reliable access to HR systems by all staff, whether paid 
or unpaid. 

• A revamped recruitment policy, with a particular focus on recruitment and attractiveness.  

• Harmonious support for career development, incorporating the Institute's Gender Equality Plan and 
Disability Plan.  

• Enhanced attractiveness, highlighting remuneration, the risk prevention plan and the national plan for 
quality of life and working conditions.  

 
Each area incorporates actions taken to promote open, transparent and merit-based recruitment procedures. 
 
These actions concern all Inria staff, regardless of their status or field, i.e. researchers, but also engineers and 
technicians in general.  
 
The HR roadmap is based on internal and shared framework documents, in particular the management guidelines 
(LDG), which set the general guidelines for transfers and mobility, as well as for promotion and career development. 
The disability plan, the gender equality plan and the annual occupational risk prevention programme also 
contribute to the HR roadmap.  
 
In line with the actions already undertaken, the Institute's OTM-R policy can be consulted in the form of a decision 
note, available on the intranet and in the internal tool for collecting framework documents, Gedei.  
 
With regard to recruitment, the decision notes provide information on recruitment procedures and detail the 
regulatory or statutory references as well as the practical modalities : conditions for setting up and choosing 
members of selection committees and competition panels, criteria for analysing applications, selection of 
candidates for interview then final assessment of merit through the interview (criteria shared by the selection 
committee or panel), conditions for conducting interviews to ensure fair treatment of candidates, dissemination 
and publication of job offers and arrangements for collecting applications (on inria.fr).  
 
Recruitment needs are reported on an annual basis; departments and divisions provide precise details of their 
requirements (expression and description of the need); the decision on which posts to fill takes account of the 
definition of needs and is based on the most appropriate recruitment method (competitive examination, 
recruitment through internal and/or external mobility, contractual recruitment, permanent or temporary 
recruitment, etc.).  
 
The JobIn recruitment tool and the recruitment pages of the Inria.fr website are bilingual English/French. Job 
vacancies are posted on the JobIn recruitment platform with an online recruitment form template.  
Job vacancies are published and can be consulted on several other sites, including Indeed and Choisir le service 
public.12 
The JobIn online recruitment tool is regularly updated to meet OTM-R requirements.  Interfaces are set up to 
enable automatic publication on the Euraxess and Choisir le service public platforms.  
The tool facilitates the candidate experience and also allows search filters by type of position, location or status. 
Communication on social networks (Twitter, LinkedIn) increases the visibility of recruitment offers by contract or 
by competition.  
 
The organisation of competitive entrance examinations in the civil service is governed by regulations.  
All information about the competition process is available on the Inria.fr website as soon as a recruitment 
campaign is launched.  
A guide for candidates explains the conditions for applying and the assessment procedures. For each open position 
there is a profile sheet describing the job, the professional environment and the skills required. The composition 
of the selection boards, the dates of their meetings and the results are systematically posted on the website. In 
order to meet the requirements of fairness and non-discrimination, a guide for selection boards sets out these 
principles. 

 
12 "Choisir le Service Public" is a regulated service: A legal framework sets out the obligations of public employers with regard to the publication of job vacancies, in 
accordance with order no. 2017-543 of 13 April 2017 on various measures relating to mobility in the civil service (a provision now included in article L311-2 of the Civil 
Service Code), decree no. 2018-1351 of 28 December 2018 on the obligation to advertise job vacancies on a common digital space for the three civil services and the 
circular of 27 December 2022 on the obligation to advertise job vacancies on a common digital space for the three civil services. The creation or vacancy of any 
permanent job within the administrations must be published on "Choisir le Service Public". For non-permanent posts, only those filled by contract for a period of 
one year or more are subject to the publication requirement. 
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Contract staff are recruited by recruiters who are professionals in their field, often with the support of the local 
human resources department. Candidates' skills are assessed by analysing their CVs and covering letters, followed 
by one or two selection interviews.  
 
Finally, at the end of the final stage of the competition or recruitment process, candidates are informed of their 
results and may, if they wish, contact the chair of the selection board to obtain information about their assessment.  
 
The results of the Institute's national disability plan are commended and recognised, particularly in the Hcéres 
evaluation in 2023. As an exception to the competition, positions are reserved each year for people with disabilities, 
who are recruited on a contractual basis in accordance with French regulations. 
 
The Gender Equality Plan is being pursued and adapted to new challenges; one of the most recent initiatives is the 
LGBT+ Charter13, signed and published in 2024, which commits the Institute to an inclusive environment for LGBT 
employees, equal rights and treatment for all, and support for victims of discriminatory comments or acts. 
 
Working conditions are an important asset for staff. A number of measures have been taken in this direction: since 
2021, every member of staff has been able to telework, up to 3 days a week within the regulatory framework; the 
organisation of working time can be adapted to personal constraints, taking into account service requirements (5, 
4.5 or 4-day week); a charter on the right to disconnect has been published; the social policy is updated on an 
ongoing basis and access to common and specific Inria schemes has been simplified.  
 
Quality control of compliance with the OTM-R takes account of existing procedures, which have been 
communicated to all. 
These procedures describe the recruitment process and identify the various players involved. Updated as and when 
necessary, these procedures are incremental to the improvement and harmonisation of internal practices.  
 
To pursue these commitments, work is underway to improve practices:  

- The Select online tool for managing applications to recruit researchers through competitions is being 
reviewed to make it easier for applicants to enter data. Its update or redesign is currently being discussed.  

- At the same time, a working group aims to evaluate and improve the content of each publication (working 
environment, scope of practice, selection process, etc.). This same working group identifies areas for 
improvement and good practices in the centres, in order to capitalise on participation in employment fairs 
and other events, and thus contribute to the visibility of job opportunities. 

- In order to clarify the various recruitment processes, each is the subject of a specific annual memorandum.  
A memorandum on the Institute's recruitment policy for contract staff is currently being drafted and is 
the subject of an extended working group (administration and staff representatives).  

- The national training plan foresees the launch of a managerial pathway in 2025. This course will be offered 
to new and existing managers and will include HR awareness modules.  

- Training in this area is also offered as part of the local training plan. Newly recruited staff have access to 
training to make it easier for them to take up their duties and/or acquire new skills.  

- The mentoring scheme, open to all, will complete the support system in 2025. 

- The improvement of internal and external communication has been identified. The Institute's 
commitment to the OTM-R approach is now published on Numin and Inria.fr. 
 

 
Non-exhaustive extract from the 2023/2024 decision notes 
 
Competitive recruitment 
2024-02-12 Principles  of impartiality and uniqueness of competition panels 
2024-02-12 Note relating to videoconference audition procedures for candidates in external 

competitions, internal competitions and professional selection examinations organised by 
Inria 

2024-04-30  2024 internal competition campaign for engineers and technicians 
2024-01-16 Campaign  for external competitions for researchers 2024 

 
Recruitment and mobility 
2024-04-23 Recruitment campaign for researchers with disabilities (CRCN-TH) 2024 
2024-04-03 Management guidelines for mobility 

 2024-03-05 IT 2024 mobility campaign 
2024-02-19 Campaign  to recruit researchers on secondment 2024 
2024-01-29 Recruitment campaign for disabled doctoral candidates and post-doctoral candidates 2024 
2024-01-16 Inria Starting Faculty Position (ISFP) 2024 recruitment campaign 

 
13 https://inria.fr/sites/default/files/2024-07/Inria%20Charte%20LGBTI%2B%20vdef.pdf 

https://inria.fr/sites/default/files/2024-07/Inria%20Charte%20LGBTI%2B%20vdef.pdf
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2023-12-21 Induction of teacher-researchers on delegations 
2023-09-13 Junior Professorship Campaign 2024 

 
Promotion and Career 
 2024-07-03 Advancement campaign for research fellows and directors of research for the year 2025 
 2024-06-26 Professional selection examination campaign for 2025 
 2024-05-31 2024 ISFP assessment campaign 
 2024-05-07 Promotion campaign for engineers and technicians in 2025 
 2024-05-07 Professional selection examination campaign for 2025 
 
Remuneration 
 2024-07-03 Campaign to award the individual bonus for 2025 
 
Working conditions 
 2024-06-11 Scoping note on the organisation and deployment of teleworking 

 
Social assistance 
2024-06-03 Universal Employment Service Cheque (CESU) for childcare during business trips to Inria 
2023-12-18 Scoping note relating to the Chèque Emploi Service Universel (CESU) social action benefit for 

the exceptional medical situation at Inria 
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4. Implementation 

 

4.1. How have you prepared the internal review? 

 

Since Inria was awarded the HRS4R label in 2019, several internal transformations have had an impact on the 
preparation of the self-assessment and have required adjustments to the organisation. 
 
Initially supported by the Communications Department, it was only natural that the HRS4R action plan should now 
be steered by the Human Resources Department, which is responsible for recruitment processes, competitive 
examinations, training, working conditions and support for the Institute's staff. The appointment of a new Human 
Resources Director in 2020 has enabled the monitoring and evaluation of the action plan to be refocused within 
the HR departments concerned. 
 
Since 2023, the HR roadmap, a strategic document presented to the governing bodies, has been the flagship 
document of Inria's HRS4R approach; this HR roadmap incorporates HRS4R actions and aims to extend the 
principles of training, recruitment, quality of working life, support and ethics to all Inria staff. Built around 4 
priorities, the HR roadmap is monitored as part of a continuous improvement process; actions are carried out in a 
collaborative manner and annual reviews are presented to the Institute's governing bodies.  
 
The institute chose to integrate the HRS4R action plan with the more ambitious and more collective HR roadmap 
action plan; this choice was also made taking into account changes in the organisational and structural context.  
 
The preparation of the interim evaluation has been integrated into the development of the HR Roadmap 2023-
2026 and initiated in November 2021 : 

▪ 2021-2022: Construction of the 2023-2026 HR roadmap, carried out in consultation with HR managers 
(HRDs and HR departments at each of the research centres) on the basis of the HRS4R action plan, the 
2019-2023 COP, regulatory and statutory obligations. 

▪ 2022 : Refinement of priority actions through a census of proposals gathered during meetings with 
internal stakeholders (HR management dialogues with each functional department and centre 
management, visits to centres); this work has enabled the initial action plan to be integrated into the HR 
roadmap action plan. 

▪ 2023: Presentation of the finalised HR roadmap to the members of the Institute's Management 
Committee (January 2023), to staff representatives (March 2023) and finally to the Board of Directors 
(March 2023).   

▪ 2024: Adjustment and ongoing monitoring of actions and an annual presentation of the results of the 
roadmap to the relevant bodies and to the management of the centres, including the scientific delegates.  
The President of COERLE, the RIS and the Director of the DCIS were met.  
At the same time, the steering committee and the monitoring committee, internal committees dedicated 
to monitoring the process, were reactivated. All the information to be submitted for the interim self-
assessment was validated by the steering committee and shared with the Institute's management 
committee.  

 

 

4.2. How have you involved the research community, your main stakeholders, in the 
implementation process?  

 
For each action in the action plan, and depending on the theme or the expected deliverable, calls for applications 
are launched to take part in the construction and modelling work. Once the work has been completed, a 
presentation is made to the appropriate body before deployment. Annual reviews are used to correct or adjust the 
deployment if necessary. 
Ad hoc working groups or committees are used to work with all the institution's staff on the actions in the HR 
roadmap, in order to share and respond to the needs of all, researchers, engineers and technicians. For example, 
research staff take part in a number of thematic working groups that are fully integrated into the HRS4R approach:  
- Gender Equality Plan  
- Quality of Life at Work Plan 
- Disability Plan 
- Managerial career 
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During visits to the 10 sites (head office and 9 research centres) in 2023 and 2024, the HR roadmap, which 
incorporates the HRS4R approach, was presented to the management of the centres to which the scientific 
delegates belong. 
 
As part of the deployment of Numin, a communication campaign on the HRS4R approach and its main 
achievements is designed to raise awareness among all staff. This interim report is also available on the inria.fr 
website.  
 
Information and communication about the HRS4R strategy to the research community, as well as the involvement 
of this community in its implementation, are areas for improvement over the coming years. 
The reorganisation and leadership of the steering committee and the monitoring and steering committee will 
ensure ongoing participation. 
 
The Institute is implementing a site policy open to partner universities and associated organisations. Local 
initiatives offer opportunities for exchanges and/or the pooling of joint actions around the HRS4R label.  Extending 
this partnership practice will enrich the joint actions and feedback.   
 
Meetings with researchers at the centres are scheduled for 2025. 
They will be sent a preliminary questionnaire.  
Everyone will be able to volunteer to take part in a themed face-to-face workshop with representatives of the 
monitoring committee (the themes will reflect the 4 HRS4R criteria). This public information will coincide with the 
sharing of good practice and tools with university partners in the regions. 

 
 

4.3. Do you have an implementation committee and/or steering group that regularly 
monitors progress?  

 
The fact that the monitoring and steering committees are no longer being run has been identified as an obstacle 
to reporting and adjusting the action plan. 
 
The HRS4R strategy and approach is supported by the Executive Board and steered by the Director of Human 
Resources, with the support of the HR Roadmap Project Manager.  
 
These two committees have been reorganised since 2024 to ensure that the HRS4R approach is properly deployed:  

• a steering committee, responsible for the strategic management of the project. The steering committee 
will be consulted at least once a year, or more depending on the deadlines and decisions required.  

• a monitoring committee, responsible for the operational deployment of the project.  It is mainly consisted 
of the departments in charge of deploying the actions and experts: HRD, DCOM, DCIS, SPRP, European 
Partnerships Department. 

 

 

4.4. Are organisational policies aligned with HRS4R? 

 
 
The HR roadmap, which will be presented to the Board in 2023, sets out the Institute's main strategic HR guidelines 
for the period 2023-2026. The HR roadmap incorporates the HRS4R approach and develops the Institute's main 
human resources guidelines for all its staff, whether or not they are paid by the Institute.  
 
HR policy is developed in accordance with the national framework (management guidelines) and the European 
HRS4R framework. Transparency, the sharing of procedures and communication on timelines, systems and 
recruitment campaigns are systematic features of the HR approach. 
In terms of research, a number of initiatives are in line with the European HRS4R strategy. For example, coaching 
and support for young scientists are identified as HR actions as well as research support actions. 
 
Finally, the HR Roadmap is based on Inria's forthcoming COMP with the French government. In the run-up to the 
creation of the "Numerics, Algorithms, Software and Uses" Programme Agency, the HR Roadmap remains the 
structuring framework for the coming years and will accompany the Institute's transformation. 

 
 

4.5. How has your organisation ensured that the proposed actions would also be 
implemented?  
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The HRS4R action plan is part of the Institute's HR strategy, now framed by its 2023-2026 HR roadmap. 
 
The action plan is coordinated and monitored by a dedicated project manager and the monitoring committee. It is 
based on a number of elements to ensure that the actions are effectively implemented:  

• For each action, a leader is identified according to the theme or expertise; he or she leaning on a working 
group; he or she ensures that the action for which he or she is responsible is implemented within the 
planned timetable. 

• Monitoring tools have been developed, including a monitoring table, action sheets and a collaborative 
workspace;   

• a project methodology:  

- the regular organisation of meetings between the project manager and the pilots for close monitoring 
of actions;  

- organising meetings between the project leader, the project manager and the human resources 
director to discuss the back-planning, priorities, methodology, difficulties and the need for arbitration;   

- an annual review, a minima, of the action plan by the pilots in order to update progress and the various 
indicators or deliverables (including for actions with a completed status) and thus guarantee the 
sustainability and effectiveness of the actions over time;  

- the annual presentation to governing committees ensures ongoing monitoring of the approach. 

 

4.6. How do you monitor progress (timeline)?  

 

The project manager maintains and regularly updates a monitoring table, which contains all the information 
relating to the actions to which Inria has committed itself: objectives, deadlines, indicators, deliverables, persons 
responsible for the action.  
A status is assigned to each action (not started, in progress, completed, extended). HR managers have access to 
documents for consultation.  
A progress report is presented in the form of a dashboard, focusing in particular on actions with the closest 
deadlines or deadlines that may be difficult to meet.  
For the sake of consistency and simplification, the proposed HR indicators are based in part on those in the annual 
Single Social Report (RSU). This list is not exhaustive and may be refined depending on the data collected and the 
desired analysis. 
The HR roadmap action plan is not set in stone and may evolve over time.  
In this way, certain actions can be reviewed or adjusted to take account of technical and operational feasibility 
(indicators, deadlines) and organisational or structural changes. 

 
 

4.7. How will you measure progress (indicators) for the next assessment?  

 

The steering committee and the monitoring committee will be the guarantors of the approach and of progress. 
The steering committee meets at least once a year to ensure that the work is progressing smoothly and to make 
any necessary adjustments.  
The monitoring committee provides regular updates on the progress of actions and raises awareness of the HRS4R 
strategy and requirements, particularly for new arrivals.  
 
A monitoring file has been consolidated within the HR department; a shared digital space has been redesigned and 
is available to members of the Steering Committee.  
 
Information and communication must be stepped up, particularly with the scientific community. 
The action plan and its updates are made public on the Inria website, as are the related evaluations.  
An HRS4R section is available to staff on Numin and is regularly updated. 
 
The project management method will be persued, in particular with regard to the drafting of the annual report and 
its presentation to the relevant bodies, as well as regulatory and institutional adaptations as the project progresses. 

The indicators will be adjusted accordingly. 
 
 

4.8. How do you plan to prepare for the external exam?  

 

https://intranet.inria.fr/Kiosque/RSU-2022
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Preparation for the external review will be based on the European Commission's recommendations for the 
organisation of an on-site visit by experts appointed by the Commission, and on a steering committee specifically 
dedicated to organising and defining the content of the on-site visit. 
 

A wider consultation with the scientific community could conclude the implementation of the action plan and 
serve as a basis for the external review. 

From a methodological point of view, particular attention will be paid to the following points:  

• Drawing up a 3-year plan to identify the main risks and plan the tasks to be carried out in the short and 
medium term;  

• Respecting deadlines and transmitting the deliverables expected by the European Commission on time, 
ahead of the visit;  

• Communication of the agenda and organisation of the visit to the members of the school concerned, for 
information and to ensure that the day is quickly included in their agendas (particularly the management 
team).  

Meetings to collectively prepare for the site visit will be scheduled with the management team, the steering 
committee, the monitoring committee and a representative panel of scientists.  

The experience of self-evaluation by the Hcéres, with on-site visits in 2023, could provide support for good 
organisation. In addition, our university partners who have already carried out an on-site visit will be asked to 
provide feedback and share good practice. Exchanges or participation in training courses at European level could 
also be organised.  

 

 

4.9. Additional comments on the proposed implementation process  

 

Inria undertakes to continue implementing its HRS4R strategy as part of a continuous improvement process for 
its HR procedures and to ensure that its strategy is consistent with the Researcher's Charter and Code. 
Pending the European Commission's recommendations on the implementation of its HRS4R strategy, Inria is 
pursuing the methodology already deployed by ensuring the optimum conditions for an attractive, stimulating and 
supportive environment for research. 
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Annex 2  Review of the initial HRS4R 2019 roadmap 
Annex 3  HR roadmap scoping note (10/01/2023) 
Annex 4  Interim review of the HR roadmap (September 2024) 
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Annex 1 - Glossary 

 

BOE Beneficiary of the employment obligation 
CA Board of Directors  
CDD Fixed-term contract 
CDI Open-ended contract 
COERLE Operational Legal and Ethical Risk Assessment Committee 
COMP Contract of objectives, means and performance 
COP Contract of objectives, means and performance 
CPJ Junior professorship 
PPC Personal Protection Committee 
CRCN Associate researcher, normal class 
CSA Administration Social Committee 
DC Centre Director 
DCIS Department of Culture and Scientific Information  
DCOM Communication department 
DCR Inria Centre Director 
DF Functional Director 
DGD-A Administration Division 
DGD-I Innovation Division 
DGD-S Directorate-General for Science 
DOT Organisation and Transformation Department 
HR Human Resources Department 
DUERP Single occupational risk assessment document 
Equality Gender equality in the workplace 
EP Project team 
ESR Higher education and research 
FIPHFP Integration fund for disabled people in the civil service  
PPIM Job and career management 
Hcéres High Council for the Evaluation of Research and Higher Education 
IFSP Inria starting faculty position 
IT Engineer, technician 
JobIn Inria recruitment platform 
LGBT People who are not strictly heterosexual and cisgender, including lesbians, gays, bisexuals and transgender 

people. 
MESR Ministry of Higher Education and Research 
MOOC Massive Open Online Course 
Numin New Inria intranet 
OTM-R Open, Transparent and Merit-based Recruitment 
PAP Annual national prevention programme 
QVCT Quality of life and working conditions 
RIFSEEP Compensation scheme based on duties, hardship, expertise and professional commitment 
RIPEC Allowance scheme for teaching and research staff  
RDL Ethics and Secularism Officer 
RIS Scientific integrity officer 
RPS Psychosocial risks 
RSU Single social report 
SEETH European Week for the Employment of People with Disabilities 
SPRP Occupational risk prevention department 
SRH Decentralised human resources departments in the centres 
VSS Gender-based and/or sexual violence 

 

 

 

https://cestcommeca.net/lgbt-def/heterosexualite/
https://cestcommeca.net/lgbt-def/transgender/
https://cestcommeca.net/lgbt-def/gay/
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Annex 2 - Review of the initial HRS4R action plan 

 

 

ETHICAL AND PROFESSIONNAL ASPECTS 

N° Action 
Initial 

timetable 
Pilot service 

Action 
status 

Comments 

1 

Produce and publish an induction booklet for 
researchers to raise their awareness of their job at Inria. 

                                                 

2019 DCOM In progress  

The Institute wanted to completely overhaul its Intranet, to facilitate access to information 
and strengthen interaction between the various Inria communities, with a modern and 
intuitive tool.  
The new Intranet, NUMIM, has been open and accessible since 24 September 2024. The content 
tree offers a specific section for scientists and a section for new Inria colleagues, regardless of 
their status. 
For each section, working groups made up of experts have been asked since 2023 to collect, list, 
update and validate the key content for successful integration. 
The overhaul of the intranet is part of a proactive ecological and responsible policy; the paper 
version of a welcome booklet has been discarded in favour of the digital version, which is better 
adapted to the practices of new colleagues. Numin provides real-time updates and unlimited 
access to shared resources. 
 
The production and publication of the welcome booklet is now part of this action and is aimed 
at all Inria staff. 
The HR roadmap aims to harmonise common practices for reception and access to HR 
information in all centres. This action is led by the HR Department. 
Revised action plan 2024-2026: this action is included in the action "Redesigning the HR section 
of the Intranet site to facilitate access to information and strengthen internal and external HR 

communication".                

2 
Implementing the information system of the 
Operational Committee for the Evaluation of Legal and 
Ethical Risks (COERLE) 

2019 COERLE  Completed 

Since 2019, all requests must be made via the online tool: SI COERLE available in French and 
English versions. Researchers must first have read the document "Vade-mecum du ou de la 
déposante d'une saisine COERLE" . 
Some research may or must be ethically validated by committees external to Inria. The list of 
exceptions and the procedure to be followed are explained in the 2019 Inria CEO authorisation 
and COERLE scope of intervention note. 

3 
Continuing to train doctoral students in ethics and 
scientific integrity 

2019 
HUMAN 

RESOURCES 

Completed 
and to be 
continued 

The national "Young researchers" mission leads and supports initiatives aimed at the Institute's 
doctoral students and post-docs.  
Coordinated by an experienced researcher with the support of the HR department, and steered 
by a coordinator in each of the centres, its tasks include recruiting and monitoring doctoral 
students:  

- Synchronise and share best practice between centres; 

- Send alerts and recommendations to management; 

- Implementing support for thematic schools. 
Revised action plan 2024-2026: Actions integrated into the "Supporting young scientists" 
action       

https://gedei.inria.fr/data/decisions/13979.pdf
https://gedei.inria.fr/data/decisions/13979.pdf
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4 
Continuing the "Raising awareness and training staff 
contributing to Inria's missions in terms of ethics and 
scientific integrity" training course  

2019 COERLE 
Completed 
and to be 
continued 

Since 2019, specific dedicated training courses have been included each year on the training 
offer. 
This scheme is monitored jointly by the Young Researchers Mission and the HR Department. 
 
Revised action plan 2024-2026: Actions integrated into the action "Continue the renovation 
of Inria's training plan by supporting both the professionalisation of business lines and 
individual development projects". 

5 
Continue to provide training in reproducible research 
through the Inria MOOC on this subject.  

2019 COERLE 
Completed 
and to be 
continued 

The MOOC Reproducible research: methodological principles for transparent science has been 
offered on the fun-mooc platform since 2019.  

The 24-hour MOOC is aimed at everyone, in particular PhD students, researchers, Masters 
students, teachers and engineers from all disciplines who want to learn about reliable 
publication environments and tools. The course is bilingual French/English. The training 
materials are regularly updated. 

This system is monitored by the DCIS. 

6 
Raising awareness among development engineers of 
reproducible research tools in order to improve advice to 
research teams. 

2019 COERLE 
Completed 
and to be 
continued 

An annual DGD-I framework and objectives note sets out the priority objectives for all the DGD-
I's areas of activity. This note provides visibility on the priorities for the coming year, in addition 
to the day-to-day and recurring activity of each agent and service (job descriptions/workload 
plans). The note is based on the COP priorities and puts them into perspective as part of the 
preparation of the Institute's next COP.  
DGD-I's 2024 scoping note and objectives have been drawn up on the basis of 9 processes 
covering all of DGD-I's areas of activity, in accordance with its quality management system 
(QMS).  
The Directorate's training plan is integrated into this strategy. A new national training plan for 
DGD-I 2025-2026 is currently being drawn up, under the guidance of the HR Department. 
Raising awareness among development engineers of reproducible research tools in order to 
improve advice to research teams is part of this approach. 

7 
Set up a "reproducible research" referent within each 
Inria research centre 

2019 COERLE In progress 

In order to strengthen the scientific integrity system within Inria, an RIS, distinct from the 
COERLE chairman, has now been appointed.  
On the basis of a revised specific job description, a correspondent per centre has also been 
appointed or is in the process of being appointed. As a local resource person, the integrity 
correspondent advises on and disseminates best practices and acts as a mediator. They also 
monitor changes in practices. Coordination of the network remains a priority for the action 
plan. This system is monitored by DGD-S. 

8 
Identify key resource people and appropriate actions for 
exchange and feedback on technology transfer and 
innovation.  

2019 DGDI Completed 

An annual framework and objectives document DGD-I presents the priority objectives for all its 
areas of activity. It provides visibility on the priorities for the coming year, in addition to the 
day-to-day and recurring activities of each agent and service (job descriptions/workload plans). 
DGD-I's 2024 framework note and objectives have been drawn up on the basis of 9 processes 
covering all of DGD-I's areas of activity, in accordance with its quality management system 
(QMS).  
Appropriate actions for exchange and feedback concerning technology transfer and innovation 
are part of this approach. 

9 
Increase the use of Inria's institutional website to 
highlight educational initiatives and raise awareness of 
digital culture among Inria researchers.  

2019 DCOM Completed 
The Inria.fr page is available in English and French. It highlights research and innovation within 
the Institute; a menu by research area provides access to news. Publications on social networks 
promote the website. 

  

https://www.fun-mooc.fr/fr/cours/recherche-reproductible-principes-methodologiques-pour-une-science-transparente/
http://www.inria.fr/


     

   

HRS4R - Self-assessment 2024 
Annex - Interim review of the 2019-2024 action plan 43 / 51 

 

Back to summary 

RECRUITMENT AND SELECTION 

N° Action 
Initial 

timetable 
Pilot service 

Action 
status 

Comments 

10 

Produce and publish (internally) a recruitment brochure 
for researchers (preparation of job descriptions, selection 
procedures, good interview practices, etc.).  2019 

HUMAN 
RESOURCES 

In progress  

Internal guidelines set out recruitment procedures and best practice, particularly for 
recruitment through competitive examinations. 
These guidelines are revised and updated every year. The Equality and Equal Opportunities 
Charter provides information on the points to watch and the implementation of such a 
system within a recruitment panel. 
Producing an internal guide for scientific recruiters would enhance the toolbox, harmonise 
practices and educate recruiters about recruitment procedures and points to watch. 

11 
Develop the functionalities of Inria's recruitment 
platform (JobIn) for the automatic transfer of 
research posts to Euraxess. 

2019 
HUMAN 

RESOURCES 
Extended 

Despite the interface between the JobIn and Euraxess recruitment platforms, systematic 
publication is not optimal.  

 

Revised action plan 2024-2026: "Ensure systematic publication of scientific job 
opportunities". 

12 
Increase use of the researcher recruitment 
platform 

2020 
HUMAN 

RESOURCES 
In progress 

13 

Share with researchers involved in recruitment, 
via the intranet, the checklist for open, 
transparent and merit-based recruitment (PTM-
R) provided by Inria when preparing the HRS4R 
file 

2019 DCOM In progress  

The Institute's OTM-R policy can be consulted in the form of decision notes, available on Gedei.  
With regard to recruitment, the decision notes provide information on recruitment 
procedures and detail the regulatory or statutory references as well as the practical 
arrangements: conditions for setting up and choosing the members of selection committees 
and competition panels, criteria for analysing applications, selection of candidates for 
interview then final assessment of merit through the interview (criteria shared by the 
selection committee or panel), conditions for conducting interviews to ensure fair treatment 
of candidates, distribution and publication of job offers and procedures for collecting 
applications (on inria.fr). The OTM-R criteria are included in the internal guidelines and are 
accessible to all.  
The OTM-R checklist has yet to be published on Numin. 

Revised action plan 2024-2026: this action is included in the action "Redesigning the HR 
section of the Intranet site to facilitate access to information and strengthen internal and 

external HR communication".                

14 

Increase communication with candidates (in 
French and English) on recruitment processes 
and procedures for contract employees. 2020 

HUMAN 
RESOURCES 

In progress  

The Numin intranet is accessible in English; HR forms are systematically translated and 
shared in English. The translation into English of the framework notes and internal guides is 
a point of improvement selected as part of the redesign of the Numin intranet site. 
 
Revised action plan 2024-2026: this action is included in the action "Redesigning the HR 
section of the Intranet site to facilitate access to information and strengthen internal and 

external HR communication".                

15 
Clarify the recruitment processes currently used 
by researchers 

2020 DCOM In progress 

This action is part of the HR roadmap and is now carried out by the HR department. Regular 
guidance notes set out the recruitment process and the procedures and obligations for each 
recruitment. In addition, work is underway to provide scientists with more support in their 
recruitment process and to improve the HR services offered to them; the presence of local 
HR departments has been reiterated and proposed. Finally, as part of the support provided to 
managers, a training programme specifically dedicated to managers will include HR 
awareness modules from 2025. 
This action is monitored by the HR Department. 
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Revised action plan 2024-2026: Action renewed and integrated into the "Map the various 
procedures for recruiting scientists, engineers and technicians" action. 

16 
Increase Inria's visibility on ad hoc networks and 
launch a specific recruitment communications 
initiative  

2020 DCOM 
Completed 
and to be 
continued 

As part of the work carried out by the "Attractiveness" working group, the action plan sets out 
the measures taken or in progress, such as the annual planning of participation in national or 
local recruitment forums (VivaTech, Choisir le service public, etc.) and an external 
communication plan on social networks to highlight recruitment campaigns and job 
opportunities. This action is part of the work underway. 
 
Revised action plan 2024-2026: this action is included in the action "Strengthen 
communication about recruitment opportunities in the various media by promoting our 
professions".  

17 

Initiate a dialogue between the competition 
panels (for researchers and research managers) 
and the human resources department on the 
relevance of the methods used and any 
difficulties encountered.  2020 

HUMAN 
RESOURCES 

Completed 

In terms of recruitment, the decision-making notes provide information on recruitment 
procedures and detail the regulatory or statutory references as well as the practical 
arrangements: conditions for setting up and choosing the members of selection committees 
and competitive examination panels, criteria for analysing applications, selection of candidates 
for interview then final assessment of merit through the interview (criteria shared by the 
selection committee or panel), conditions for conducting interviews to ensure fair treatment of 
candidates, distribution and publication of job offers and procedures for collecting applications 
(on inria.fr).  The Human Resources Department is in close contact with the chairmen of the 
selection boards for on-the-spot feedback on the progress of recruitment campaigns. 
Suggestions for improvement are taken into account and may be included in subsequent 
updates of the framework notes. 

18 

Add the "Recruitment complaints and enquiries" 
section to the existing contact form on the Inria 
extranet.  

2019 DCOM 

Not carried 
out and not 

considered a 
priority 

 

19 

Measuring the effectiveness of the "Recruitment 
Communication" process 

2020 DCOM Completed 

The annual review of the HR roadmap enables an annual assessment of the recruitment 
systems and an adjustment adapted to the regulatory and statutory constraints.  

Indicators from the RSU are used to measure the impact of these measures. This monitoring is 
carried out by the HR Department. 

20 
Provide search job advert templates to make it 
easier to write new adverts. 

2020 
HUMAN 

RESOURCES 

Completed 
and to be 
continued 

As part of the work of the "Attractiveness" working group, an action plan has been drawn up 
setting out the measures already taken or underway, such as the development of the JobIn tool 
to improve the candidate experience and the drafting and sharing of job adverts by profession. 
This action is part of the work already underway. 
Revised action plan 2024-2026: this action is included in the action "Strengthen 
communication about recruitment opportunities in the various media by promoting our 
professions".              
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WORKING CONDITIONS  

N° Action 
Initial 

timetable 
Pilot service Action status Comments 

21 
Maintain and strengthen mechanisms for monitoring 
and promoting well-being at work     

2019 
HUMAN 

RESOURCES 
Completed and 
to be continued 

The Institute's internal organisation encourages HR staff to be close to each other and to have 
direct contact with each employee. The local SRHs and the local prevention officer are the 
people responsible for collecting, identifying and supporting staff requests.  
The HR Roadmap 2023-2026 includes the Quality of Life and Working Conditions (QVCT) 
approach as a priority and ongoing action.  
A QVCT 2024-2028 plan is currently being drawn up, which will build on the initiatives and best 
practices already implemented in the centres.  
Participatory workshops have been scheduled for this purpose. The initial conclusions reveal 
that autonomy, the meaning of work, participative management, the development of 
professions, and the improvement of social and professional dialogue are the issues at stake. 
Other more societal and cross-functional issues were also identified: work/life balance, 
combating discrimination, equal opportunities and diversity.  
The QVCT plan currently being drafted will include the organisation of the annual QVCT week, 
during which every employee has the opportunity to take part in local actions and meet local 
referents.  
Local best practice will be incorporated into a national plan. 
Revised action plan 2024-2026: Action integrated into the "Improving working conditions" 
action.        

22 
Prevent the risk of harassment and ensure proper 
management of the event of a report.                                                                                                                             

2019 
HUMAN 

RESOURCES 

Completed and 
to be continued 

Psychosocial risks prevention is included in the HR Roadmap and in the national annual 
prevention programme. The network of prevention officers in the centres are trained for this 
purpose and are responsible for updating the single document, the flagship document for the 
prevention of occupational risks. Awareness-raising sessions can be offered at the initiative of 
the centres.  The national training plan offers specific mental health first aid training to all Inria 
employees, regardless of their status.  
In 2023, as part of the deployment of the internal plan to combat SGBV, the members of Inria's 
management committee (general, functional and centre directors) benefited from an 
awareness-raising action led by the General Inspectorate for Education, Sport and Research 
(IGESR). 
 
The appointment in 2023 of an internal mediator to develop dialogue between employees. Her 
role is to manage conflict and tension between people in the course of their work. The main 
aim is to help reduce conflict and tension by making it possible to establish a quality dialogue 
beforehand and to offer support in resolving the problem between the people concerned.  
 
In line with the departmental strategic guidelines, the HRD and the SPRP are currently 
organising local intervention committees. Deployment is scheduled for early 2025. These 
multi-disciplinary local committees will be held in each centre and at head office, and their role 
will be to advise management and to listen to, guide and support employees.  
 
An internal framework note setting out the measures and resources for preventing and 
combating SSV is currently being drafted.  
 

23 
Raising awareness of psychosocial risks within the Inria 
research community.                                                                                           

2019 
HUMAN 

RESOURCES 

24 
Prevent psychosocial risks specific to conflict situations 
by providing for an external mediation procedure. 

2019 
HUMAN 

RESOURCES 
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25 

Implementing a support and follow-up procedure to 
prevent psychosocial risks following the occurrence of 
an incident with team potential, as well as collecting 
deferred feedback on the procedure from employees 
who benefited from it. 

2019 
HUMAN 

RESOURCES 

Revised action plan 2024-2026: Actions integrated into the actions "Fight against any sexual 
and/or sexist behaviour within Inria" and "Continue to implement the national annual 
occupational risk prevention programme", "Continue to roll out Inria's gender equality plan". 

26 
To publicise and develop the activities of Inria's Gender 
Equality and Equal Opportunities Commission. 

2021 
HUMAN 

RESOURCES 
Completed and 
to be continued 

At the end of 2020, Inria adopted its first action plan to promote gender equality for the period 
2021-2023. Inria is thus committed to promoting an internal policy, with priorities such as 
increasing the number of women in scientific jobs. For example, the Institute has set itself the 
target of having 30% female project team leaders by 2023. The implementation of an action 
plan to promote professional equality within Inria is part of a framework that meets growing 
requirements in terms of parity and equality. Among the key legislative and regulatory texts, 
the aforementioned law of 6 August 2019 on the transformation of the civil service and decree 
no. 2020-528 of 4 May 2020 require public employers to promote equality between women and 
men. These texts aim to reduce pay gaps, guarantee equality in career paths and combat gender 
stereotypes. In addition, and in application of law no. 2023-623 of 19 July 2023 aimed at 
strengthening women's access to responsibilities in the civil service, an equality index has been 
instituted for the purpose of measuring pay and situation gaps between women and men. The 
equality index comprises three specific indicators that Inria, as a public establishment, 
measures each year, namely : 

- The overall gender pay gap for civil servants ; 

- The overall gender pay gap for contract staff ; 

- The number of public sector employees of the under-represented sex among the ten 
highest-paid public sector employees. 

It is based on the 4 pillars of the previous plan: 

• Assessing, preventing and dealing with pay differentials.  

• Guaranteeing equal access for women and men to civil service bodies, job categories, 
grades and positions. 

• The balance between personal and professional life. 

• Combating sexual and gender-based violence, harassment and discrimination. 
Inria has supplemented these four pillars by adding a fifth, more specifically dedicated to 
health. In particular, it will aim to provide better support for people returning to work after a 
long-term absence, whatever the reason. 
An internal framework note setting out the measures and resources for preventing SSV is 
currently being drafted.  
Revised action plan 2024-2026: Integrated action "Continue to roll out Inria's gender equality 
plan". 

27 
Maintain and develop French language courses for 
foreign researchers. 

2021 
HUMAN 

RESOURCES 

Completed and 
to be continued 

Revised action plan 2024-2026: Integrated action the action "Continue the renovation of Inria's 
training plan by supporting both the professionalisation of business lines and individual 
development projects". 

28 
Implementing the Disability Action Plan, in particular 
by improving accessibility and support for people with 
disabilities. 

2021 
HUMAN 

RESOURCES 
Completed and 
to be continued 

Inria encourages diversity in order to promote equal opportunities and combat all forms of 
discrimination. In accordance with the law of 11 February 2005, Inria has set a target of 6% of 
its workforce to be made up of people who have been made eligible for mandatory employment 
benefits (BOE). 
Inria pursues an active policy to ensure that disability is not an obstacle to accessing 
employment, remaining in employment or career development. 
On 24 October 2019, the national disability action plan was validated by the Board of Directors 
and since 2021, Inria has been committed to an agreement with the FIPHFP. The current 
agreement covers the period from January 2022 to December 2024. 
The results of the FIPHFP agreement are encouraging. 
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A new national Disability Plan 2025-2028 is currently being drafted. 
Revised action plan 2024-2026: Action renewed and integrated into the "Continue to roll out 
the disability policy" action. 

29 
Support the creation and existence of doctoral student 
associations in the centres.  

2021 
HUMAN 

RESOURCES 

Not carried out 
and not 

considered a 
priority 

 

30 
Facilitating the integration of geographically mobile 
researchers  

2020 
HUMAN 

RESOURCES 
In progress 

Revised action plan 2024-2026: Action renewed and integrated into the "Enhancing mobility 
and encouraging the development of attractive career paths" action. 
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TRAINING AND DEVELOPMENT 

N° Action 
Initial 

timetable 
Pilot service 

Action 
status 

Comments 

31 
Harmonise and strengthen support programmes for 
doctoral students. 

2020 
HUMAN 

RESOURCES 

Completed 
and to be 
continued 

The national "Young researchers" mission leads and supports initiatives aimed at the 
Institute's doctoral students and post-docs. Coordinated by an experienced researcher with 
the support of the HR department, and led by a contact person in each of the centres, its 
tasks include recruiting and monitoring doctoral students:  

- Synchronise and share best practice between centres; 

- Send alerts and recommendations to management; 

- Implementing support for thematic schools. 
 
 
Revised action plan 2024-2026: Actions integrated into the HR Roadmap action "Supporting 
young scientists".             32 

Ensure the quality and relevance of the training offered 
to doctoral students. 

2020 
HUMAN 

RESOURCES 

Completed 
and to be 
continued 

33 
Develop a career guidance programme for researchers, 
harmonised and coordinated at national level. 

2019/2020 
HUMAN 

RESOURCES 
In progress 

 As part of the "Supporting researchers throughout their careers" working group, an internal 
HR support system, specific to the scientific population, is being developed in close 
collaboration with the business experts. The aim is to identify the levers for tailored, 
individualised support for Inria researchers.  
 
 
Revised action plan 2024-2026: Action integrated into the HR Roadmap action "Supporting 
researchers throughout their careers".          

35 Initiating HR interviews for Inria researchers  2020 
HUMAN 

RESOURCES 
In progress 



     

   

HRS4R - Self-assessment 2024 
Annex - Interim review of the 2019-2024 action plan 49 / 51 

 

Back to summary 

34 
Ensuring that complete and up-to-date information on 
training, career paths and career opportunities is 
available and accessible. 

2019 
HUMAN 

RESOURCES 

Completed 
and to be 
continued 

 
Revised action plan 2024-2026: Action integrated into the HR Roadmap action "Rebuilding 
the HR section of the intranet site to facilitate access to information and strengthen internal 

and external HR communication".                

36 
Develop the skills of supervisors and future 
supervisors to provide better support for 
doctoral students 

2019 
HUMAN 

RESOURCES 

Completed 
and to be 
continued 

Inria's training plan includes specific training dedicated to supervising and supporting doctoral 
students. These training modules are organised at the request of supervisors and run in the 
centres.  In addition, Inria is rolling out an internal management course for managers, 
including scientific directors.   
Revised action plan 2024-2026: Action integrated into the action "Propose a global support 
plan for managers at Inria throughout the exercise of managerial responsibilities". 

In response to the challenges of scientific research and the transformation of the Institute, 
Inria decided to revise its managerial career path, making it more ambitious and more closely 
aligned with the needs of managers. The development of this career path was deliberately 
based on participative workshops bringing together administrative, engineering and scientific 
managers (executives, senior managers, department managers, project team managers, expert 
managers). These workshops enabled us to gather the expectations and identify the needs of 
the managers. A course specifically dedicated to new managers will complete the common base 
open to all managers already in post. Specific modules will be dedicated to scientific managers. 
A module on female leadership will be offered to scientists.  The evaluation of this programme 
will be based on hot and cold assessments as the sessions progress, as well as on an evaluation 
questionnaire in 2026, which will be shared within the community. 

In addition to the training and awareness-raising modules, Inria's managerial community will 
be organised around meetings and exchanges, conferences and webinars. Finally, a section on 
the new Numin intranet will provide access to the Managers toolbox, as well as a collaborative 
tool (managers' forum).  

The Mentoring scheme, already being trialled at a number of Inria sites, will be rolled out 

nationwide from 2025. This scheme is aimed in particular at supporting male and female 

scientists. It complements existing schemes. A new action in the HR Roadmap entitled 
"Deploying the mentoring system" sets out the details of this system.            

37 

To improve information for researchers (the 
research community as a whole on the one hand, 
and the researchers involved in the programme 
on the other) about the Inria School of 
Management. 

2019 
HUMAN 

RESOURCES 
In progress 

38 
Harmonise the professional development offer 
for researchers in relation to management 
functions. 

2019 
HUMAN 

RESOURCES 
In progress 
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Présentation de la politique RH  
2023-2026 

 

 

 

Depuis 2018, Inria est engagé dans un projet de transformation significatif qu’incarne le Contrat 

d’objectif et de performance 2019-2023 (COP). Cette transformation se traduit par une évolution du 

positionnement d’Inria en tant qu’établissement public, sur son socle d’institut de recherche de rang 

mondial engagé dans des actions volontaristes pour l’impact par l’innovation, inscrivant son action 

globale dans les enjeux de souveraineté numérique et renforçant son appui aux politiques publiques 

dans le numérique. 

Sur le plan territorial, dans la continuité des politiques de site déployées ces dernières années au sein 

de l’ESR, Inria a placé sa dynamique au service du développement des grandes universités de 

recherche, au cœur d’écosystèmes industriels et entrepreneuriaux.  

 

Dans le cadre de son COP 2019-2023, Inria a ainsi réaffirmé sa volonté de développer une politique 

des ressources humaines fondée sur un accompagnement des métiers, le développement d’une 

culture managériale partagée et une gestion prévisionnelle des effectifs, des emplois et des 

compétences (GPEEC). 

Depuis, différentes mesures et actions ont été déployées aux fins d’accompagner les métiers dans leur 

évolution en cohérence avec le projet de transformation d’Inria. L’accompagnement et le 

renforcement de la fonction managériale ont également fait l’objet de réflexions dédiées conduisant 

à une meilleure reconnaissance et valorisation de ces missions. 

Parallèlement, Inria a engagé d’importants travaux tendant à l’amélioration des conditions de travail 

et à renforcer sa politique sociale promouvant la parité, prenant en compte la diversité des situations 

telles que le handicap et en s’inscrivant dans la lutte contre les discriminations et les violences à 

caractère sexuel et sexiste. 

 

Conscient des enjeux à venir et du caractère clé de l’investissement dans le numérique, l’État 

accompagne l’évolution d’Inria par une progression significative de son budget et en consolidant ses 

capacités de recrutement notamment pour les jeunes scientifiques, un enjeu majeur pour l’attractivité 

de l’institut et, plus globalement, le rayonnement de l’ESR dans et par le numérique. Cet 

accompagnement exceptionnel par l’État de la trajectoire d’Inria depuis 2018 permet de contribuer en 

outre à la revalorisation des fonctions d’appui, colonne vertébrale d’Inria, qui doivent être fortes et 

stables pour permettre d’offrir des services de qualité. Un travail de redimensionnement à un bon 

niveau de ces fonctions est engagé depuis 2018, pour accompagner le projet stratégique d’Inria. 
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La fonction Ressources Humaines (RH) est ainsi logiquement au cœur de cette transformation et doit 

continuer d’accompagner l’évolution de l’institut. Les enjeux portés par la ligne RH sont majeurs ; ils 

concernent à la fois les personnels scientifiques et les personnels ingénieurs et techniciens, et leurs 

managers. 

Les experts RH interviennent en appui des différents acteurs (directeurs et directrices de centre [DCR], 

directeurs et directrices fonctionnels [DF], secrétaires généraux [SG], notamment) dans le déploiement 

en local de la politique RH, en cohérence avec les grandes lignes explicitées ci-après. De même, la ligne 

RH s’inscrit dans une nécessaire transversalité avec les autres fonctions d’Inria (Juridiques, Financières, 

SI …), sans distinction entre le niveau local et le niveau national. C’est à cet égard que la ligne RH 

s’entend au sens large comme désignant les agents de la Direction des ressources humaines et ceux 

des services RH des centres. 

 

Le présent document précise les grandes priorités de la ligne RH d’Inria pour les 5 années à venir, en 

cohérence avec les évolutions relatives à la transformation de la Fonction publique1, et plus 

récemment, celles issues de la Loi de programmation de la recherche2. 

Dans ce contexte, Inria entend poursuivre la dynamique initiée par le COP 2019-2023 par le 

déploiement de nouveaux projets tendant à la professionnalisation en matière de ressources 

humaines de l’ensemble des acteurs de l’institut (DCR, DF, SG etc …). Ces mesures auront vocation à 

renforcer la position de la ligne RH comme un des contributeurs stratégiques du prochain COP3. 

Ces priorités se déclinent autour de 4 axes : 

- Un positionnement « de plein exercice » et transversal de la ligne RH ; 

- Une politique de recrutement rénovée ; 

- Un accompagnement harmonieux des parcours professionnels ; 

- Une attractivité d’Inria renforcée : des conditions de travail et une politique sociale refondées. 

 

Fort de l’obtention du label européen Human Resources Excellence in Research, Inria entend aligner sa 

politique de ressources humaines sur les principes issus de la Charte européenne du chercheur et du 

Code de conduite pour le recrutement des chercheurs qui forment la stratégie européenne des 

Ressources Humaines pour la recherche (HRS4R)4.  

A des fins de cohérence, le plan d’actions décrit dans le présent document servira de base pour le 

déploiement de la stratégie HRS4R par Inria et pour son évaluation par la Commission européenne.  

                                                           
1 Loi n° 2019-828 du 6 août 2019 de transformation de la fonction publique. 
2 Loi n° 2020-1674 du 24 décembre 2020 de programmation de la recherche pour les années 2021 à 2030 et 
portant diverses dispositions relatives à la recherche et à l'enseignement supérieur 
3 Un document ad hoc retrace l’ensemble des actions engagées par la ligne RH, en cohérence avec les principes 
inscrits dans le COP 2019-2023. 
4 HRS4R : Human resources strategy for researchers (https://euraxess.ec.europa.eu/jobs/hrs4r). 

https://www.legifrance.gouv.fr/loda/id/JORFTEXT000038889182/
https://www.legifrance.gouv.fr/jorf/id/JORFTEXT000042738027
https://euraxess.ec.europa.eu/jobs/hrs4r
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I. Un positionnement « de plein exercice » et transversal de la ligne RH 

La ligne RH est l’un des acteurs clé de la transformation de l’Institut. Elle accompagne l’ensemble de 

ses composantes (équipes-projets, centres, directions fonctionnelles, lignes métiers) dans la recherche 

et le développement des compétences dont elles ont besoin. 

 

A. Une ligne RH pour tous les personnels, rémunérés et accueillis 

 

La fonction RH d’Inria est une fonction de plein exercice. Cela signifie qu’elle accompagne l’ensemble 

des personnels d’Inria qu’ils soient scientifiques ou ingénieurs et techniciens. Elle assume pleinement 

sa responsabilité à l’égard de tous les personnels, aux différents moments de la carrière (recrutement, 

promotion, mobilité …). 

Ce positionnement réaffirmé de la ligne RH sur l’ensemble des personnels contribuera au déploiement 

de son offre de service. Il favorise un meilleur accompagnement des agents, le plus en amont possible 

pour éviter toute dégradation des situations au sein des collectifs de travail. 

L’organisation particulière d’Inria conduit également les RH à avoir un regard particulier sur les 

personnels des partenaires exerçant leur activité au sein des sites Inria5. En cohérence avec les 

employeurs de ces agents, la ligne RH accompagne ces personnels dans le souci de proposer des 

conditions d’accueil et d’exercice les plus favorables possibles. Il en va de même pour les personnels 

Inria hébergés chez des partenaires avec lesquels il convient d’organiser un suivi conjoint de ces 

agents. 

 

B. Une offre de service RH transversale et clarifiée à l’attention des différents acteurs d’Inria 

Par définition, la ligne RH s’inscrit pleinement dans un jeu collectif et transversal, au bénéfice premier 

du développement de la stratégie de l’institut. Des chantiers transverses inter-métiers pourront 

utilement être engagés afin de favoriser la collaboration entre les différents acteurs de l’Institut 

(affaires juridiques, affaires financières, communication …). 

La Direction des ressources humaines propose une politique de ressources humaines qui répond aux 

enjeux et à la dynamique de développement d’Inria. Cette politique de ressources humaines se 

construit et se déploie notamment sur la base des constats et solutions partagés par l’ensemble de la 

ligne RH. 

  

                                                           
5 Il est rappelé que les équipes-projets Inria sont communes à 90% avec les partenaires académiques de l’institut, 
au premier rang desquels les universités ; la moitié des personnels impliqués dans les équipes-projets ont ainsi 
un employeur qui n’est pas Inria. 
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La ligne RH contribue par son action à piloter de manière efficiente les ressources humaines d’Inria et 

à sécuriser la gestion administrative des personnels. Elle conseille ainsi les directeurs fonctionnels et 

de centre dans la mise en œuvre de la politique de ressources humaines, dans la structuration et 

l’accompagnement des lignes métiers, l’élaboration de leur demande de moyens ou l’organisation et 

le déploiement de campagnes spécifiques (concours externes et internes, promotion, entretiens 

annuels …). La ligne RH joue un rôle majeur, notamment auprès des responsables d’équipe-projet et 

de service, dans l’accompagnement et l’alerte sur des situations individuelles ou collectives complexes. 

Elle peut ainsi proposer des mesures correctives, sur la base d’un diagnostic objectivé réalisé avec 

l’appui des acteurs de la prévention. 

Plus généralement, la ligne RH conseille les recruteurs dans l’expression, l’anticipation et les moyens 

de pourvoir leurs besoins en compétence, les accompagne dans la recherche de candidats idoines et 

participe aux dispositifs d’onboarding tendant à faciliter l’intégration des nouveaux recrutés. 

Enfin, elle contribue au pilotage de la politique d’Inria par l’élaboration de tableaux de bord RH. La 

production d’indicateurs pertinents permet de mieux situer et évaluer l’offre RH d’Inria pour in fine 

faciliter la prise de décision. 

 

C. Une politique RH uniforme et cohérente sur l’ensemble des sites d’Inria. 

La politique RH d’Inria est conçue en étroite collaboration avec la Direction générale. Elle participe à la 

mise en œuvre de la stratégie d’Inria et contribue, sur la dimension RH, à la déclinaison du  

COP 2019-2023. 

Inria est un institut national, sa politique RH se décline de manière uniforme et cohérente sur 

l’ensemble des centres et au siège. Chaque agent/agente doit pouvoir bénéficier des dispositifs dès 

lors qu’il/elle en remplit les conditions et ce quel que soit son site d’affectation. 

Pour garantir son efficacité, la politique de ressources humaines doit par ailleurs être mise en œuvre 

de manière uniforme sur tout le territoire, de manière respectueuse des dynamiques territoriales 

engagées avec les universités partenaires d’Inria. Elle peut utilement être renforcée par la 

mutualisation de dispositifs avec nos partenaires universitaires, pour un meilleur accompagnement 

des carrières. La politique de site doit en effet être vu comme un facteur de développement de la 

politique RH au niveau des centres, au bénéfice de la dynamique de chaque site, par exemple pour 

développer l’attractivité des métiers de l’ESR. 

Les experts RH des centres appuient la direction du centre (DCR, SG) dans ce déploiement en lien avec 

les partenaires universitaires. 

 

La politique de site est un atout dans la mesure où elle présente l’opportunité de compléter l’offre RH 

de l’institut ou de mutualiser ses dispositifs avec nos partenaires universitaires, pour un meilleur 

accompagnement des carrières de l’ESR, par exemple dans les fonctions d’appui. 
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Il appartient à la ligne RH de communiquer et de partager le plus largement possible le contenu de son 

offre, la diversité de ses dispositifs dans l’objectif d’accompagner les agents en fonction de leurs 

besoins. En lien avec les acteurs de la Direction de la communication et de son réseau de responsables 

de la communication dans les centres, des actions de communication interne pourront être déployées 

afin de mieux sensibiliser les agents sur les mesures RH mises à leur disposition. 

 

D. La ligne RH, un acteur central des relations sociales au sein d’Inria 

Aux côtés de la Direction générale et des Directions de centre, la ligne RH est un acteur central des 

relations sociales au sein de l’institut. 

Elle participe aux instances nationales (Conseil d’administration, CTI, CNHSCT, futur comité social 

d’administration …) et locales (CLHSCT …) ou, en tant que de besoin, à d’autres instances plus 

spécifiques à Inria (Commission d’évaluation, Comités de centre, Comités des projets …), en présentant 

notamment des bilans ou tout autre projet d’évolution de la politique RH de l’institut.  

Ces échanges réguliers avec les organisations syndicales, à travers des réunions dites « DRH-OS »,  sont 

des occasions de réaliser un point d’étape sur les dispositifs mis en œuvre pour ensuite proposer des 

évolutions pertinentes dans un souci d’amélioration continue de notre offre RH. Ils contribuent 

également à partager les grands temps RH au cours d’une année et de présenter toute nouveauté 

réglementaire ou tout nouvel axe de politique RH déclinés par Inria. 

La priorité doit être donnée à une plus grande articulation entre ces instances statutaires ou propres 

à Inria et la ligne RH. 

 

 

II. Une politique de recrutement rénovée. 

 

Ces dernières années, de nombreux nouveaux dispositifs de recrutement ont émergé, en complément 

du socle que représentent les positions statutaires, au sein de la fonction publique (CDI, contrat de 

projet …) mais également dans le périmètre propre à l’ESR (Chaire de professeur junior, contrat de 

mission scientifique …). Pour renforcer son attractivité, Inria propose également des dispositifs de 

recrutement spécifiques (ISFP) pour certains orientés vers l’international (chaires Choose 

France/Choose Inria). 

Il convient d’agencer ces nouvelles possibilités de recrutement en cohérence avec les besoins en 

compétences de l’institut, au préalable identifiés et cartographiés. 

En tant qu’établissement public, Inria entend également participer au déploiement de politiques 

publiques citoyennes comme celle favorisant l’inclusion professionnelle des travailleurs handicapés ou 

encore le développement de l’apprentissage. 

Le corollaire d’une politique de recrutement clarifiée repose ensuite sur la capacité d’Inria à bien 

accueillir ces nouveaux collaborateurs.  
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A. Un pilotage affirmé des emplois et de la masse salariale. 

Le pilotage des emplois et de la masse salariale permet de sécuriser et d’optimiser les crédits de 

personnels. Il s’appuie sur des méthodes, des techniques et des outils propres à Inria ou paramétrés 

selon les spécificités de l’institut, afin d’opérer les choix de gestion découlant de la politique de 

ressources humaines. 

Les marges de manœuvre permises par un pilotage adéquat permettent de décliner la stratégie 

d’établissement (création de nouveaux services...) et d’accompagner son développement par les 

directions fonctionnelles et de centre (augmentation temporaire ou permanente d’activité…).  

Un pilotage centralisé et affirmé permet de connaître avec précision les marges de manœuvre pour 

prendre les arbitrages nécessaires afin de soutenir les équipes. 

Parallèlement, les directions fonctionnelles et de centres peuvent avoir besoin d’une marge de 

manœuvre dans la gestion de leurs emplois, afin de répondre rapidement à des besoins critiques de 

compétences. 

Le déploiement d’ESRH permettra de faciliter le pilotage national de la masse salariale et de fournir 

des éléments de pilotage aux directions de centre, tout particulièrement aux DCR et aux DF. 

Le pilotage des emplois implique de fluidifier le processus d’arbitrage des moyens, dans le cadre du 

budget initial et en cours d’exercice.  

Dans ce cadre, les dialogues RH avec les directions fonctionnelles et de centre seront renforcés, et le 

rôle des acteurs réaffirmé : 

- renforcement du positionnement des SRH des centres dans l’analyse des demandes de 

moyens RH des centres et du SRH du Siège dans l’analyse des demandes de moyens RH des 

directions fonctionnelles ; 

- saisine préalable systématique de la DRH pour toute demande d’arbitrage dépassant le cadre 

d’autonomie délégué aux centres. 

 

B. Une nécessaire identification et anticipation des besoins en moyens humains 

La politique de recrutement est au service de la stratégie d’Inria. Elle doit permettre à l’institut de 

s’adjoindre les compétences dont il a besoin.  

Il est nécessaire de renforcer la capacité de l’institut à pourvoir ses besoins de compétences actuels et 

émergents, notamment par une meilleure connaissance des compétences existantes en son sein et la 

construction des parcours professionnels adaptés. 

Les responsables d’équipes-projet et de service doivent être en mesure d’identifier en amont leurs 

besoins pour ensuite définir le dispositif de recrutement idoine, avec l’appui des acteurs RH.  
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L’engagement d’une démarche de GPEEC permettra de cartographier les compétences présentes au 

sein de l’institut pour ensuite définir les besoins en nouvelles compétences. Des dialogues RH ont été 

déclinés avec l’ensemble des directions fonctionnelles et des centres. Ces échanges, décorrélés des 

dialogues budgétaires de gestion ont pour vocation de regarder l’ensemble des dimensions RH 

(recrutement, formation, mobilité etc …) permettant aux DCR et aux DF de mieux cerner leurs besoins 

avec une meilleure anticipation. 

Dans le même état d’esprit, ces dialogues RH ont vocation à être déployés sur la population 

scientifique, en lien avec les directions de centre, la direction générale déléguée à la science (DGDS) et 

les acteurs RH. 

Le rôle de conseil des acteurs de la ligne RH dans la définition des besoins et le choix des candidats 

sera réaffirmé. 

 

C. Cartographier la diversité des modalités de recrutement à Inria 

Les dernières évolutions législatives ont diversifié les possibilités et modalités de recrutement, 

applicables au sein d’Inria. 

Ces nouvelles modalités doivent ainsi être cartographiées selon la nature du recrutement (besoins 

permanents / temporaires) et le niveau attendu (profil junior / senior). 

Par principe, tout besoin permanent a vocation à être occupé par des agents titulaires de la fonction 

publique. La mobilité intra-Inria et inter-Fonction publique doit utilement être mobilisée afin de 

pourvoir les besoins permanents et de participer au développement des compétences des agents par 

la construction d’un parcours métier valorisant. 

 

Certains besoins plus spécifiques ou à forte tension pourront nécessiter de recourir à des recrutements 

contractuels (CDD et CDI). La politique de recrutement d’agents contractuels à Inria sera redéfinie pour 

répondre à ces enjeux, aux nouveaux besoins en compétence dans la perspective d’offrir des parcours 

professionnels attractifs. 

 

D. Attirer les talents en identifiant les viviers de manière plus offensive et renforcer notre 

communication sur les métiers et parcours professionnels au sein de l’institut  

Inria dispose d’une offre particulièrement diversifiée de métiers permettant un déroulé de carrière 

complet et original.  

L’institut, de par son positionnement dans les métiers du numérique, a la caractéristique d’intervenir 

dans un domaine particulièrement concurrentiel, à la fois pour les entreprises et l’ensemble des 

acteurs publics, qui plus est sur un marché international très tendu (« brain drain ») pour les fonctions 

scientifiques. Face à cela, l’atout considérable d’Inria est de pouvoir proposer des parcours 

professionnels intéressants. Inria intensifiera sa communication autour de ses différentes possibilités 

de recrutements que celles-ci soient ouvertes par concours, par la mobilité ou dans le cadre de 

recrutement contractuels. 
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Une attention sera également portée sur mieux faire connaitre ses offres et ses métiers en adoptant 

une stratégie plus offensive de communication notamment auprès des universités et, plus 

globalement, de l’ensemble des acteurs de l’enseignement supérieur. Cela passera par une présence 

accrue sur les réseaux sociaux et dans des salons dédiés à l’emploi, et par l’organisation de job-dating 

sur site permettant de découvrir in situ l’Institut. 

En sa qualité d’établissement public, Inria contribuera à la valorisation des parcours professionnels au 
sein de la fonction publique, et plus particulièrement au sein de la recherche publique, en s’efforçant, 
avec les outils qui sont les siens, de réinventer une nouvelle donne. 

 

E. Un recrutement diversifié pour répondre aux besoins de compétences d’Inria 

En sa qualité d’établissement public de recherche, Inria est un acteur engagé dans une politique RH 

favorisant la diversité dans les recrutements, qui permet par ailleurs d’élargir les viviers de 

recrutement. 

Dans cette perspective, Inria souhaite être exemplaire en contribuant au déploiement des politiques 

publiques citoyennes. 

Ainsi, dans le cadre de son Plan Handicap, une action volontariste du COP 2019-2023, Inria réserve 

chaque année des emplois dédiés au recrutement par la voie contractuelle à vocation de titularisation 

de personnes handicapées. Dans le respect des engagements pris auprès du Fonds d’insertion des 

personnes handicapées dans la fonction publique (FIPHFP), Inria proposera des possibilités de 

recrutements sur tous les niveaux de corps (TR à CR).  

Des aménagements de poste pourront être proposés afin de permettre à l’agent/agente 

recruté/recrutée d’exercer pleinement ses missions. 

Inria mobilisera également tous ses dispositifs de recrutement pour accueillir des doctorants et des 
post-doctorants de manière à constituer un vivier potentiel de futurs scientifiques avec des positions 
de permanents. 

Dans le même ordre d’idée, Inria souhaite encourager le recours à l’apprentissage. Véritable levier, 

l’apprentissage est en effet un excellent vecteur pour démontrer, auprès des étudiants, la diversité des 

métiers ainsi que les possibilités de carrière au sein d’Inria. L’institut dispose d’un grand potentiel de 

projets qui peuvent intéresser des étudiants en cours de formation et les sensibiliser aux atouts d’une 

carrière scientifique. 

Inria développera par ailleurs des initiatives avec des acteurs de l’emploi visant à élargir les publics de 

candidats potentiels. 
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F. Bien accueillir et intégrer les agents nouvellement recrutés. 

Une attention particulière doit être apportée aux agents nouvellement recrutés lors des premières 

semaines de recrutement. Cette période cruciale souvent déterminante pour la suite nécessite de 

mettre en place différentes mesures pour accompagner les collègues dans la découverte d’Inria et leur 

prise de repère au sein de l’institut. 

La plateforme de pré-onboarding, Destination Inria, participe à la bonne intégration des nouveaux 

recrutés car elle favorise la connaissance de l’histoire et du fonctionnement de l’institut. D’autres 

actions pourront également être déployées dans les centres permettant notamment d’exposer plus 

clairement le rôle des principaux acteurs locaux aux nouveaux recrutés (RH, prévention, médecin du 

travail, Agos, représentants du personnel …). Par ailleurs, une réflexion sera amorcée afin d’étudier les 

causes des départs précoces et de définir des actions correctives (interruption de période d’essai, 

démission notamment).  

 

 

III. Un accompagnement harmonieux des parcours professionnels. 

 

Inria souhaite proposer à ses personnels un parcours professionnel attractif. Pour cela, l’institut décline 

différents dispositifs d’accompagnement de développement RH.  

Leur finalité est de pouvoir appuyer les agents dans leur projet d’évolution professionnelle quel qu’il 

soit (mobilité fonctionnelle, prise de responsabilité d’encadrement ou de coordination…), le tout en 

les rendant acteurs de celui-ci. 

 

A. Articuler les parcours professionnels des agents avec les besoins en compétence d’Inria 

Inria attache une grande importance à pouvoir proposer à ses agents un parcours professionnel 

attractif, en cohérence avec leurs souhaits et attentes personnels, fondé sur un suivi individuel adapté 

à la catégorie de l’agent (IT, scientifique, doctorat ...).  

Les parcours professionnels répondant aux attentes des personnels doivent pouvoir également être 

articulés avec les besoins en compétences d’Inria.  

Comme évoqué précédemment, la mobilité est un levier important qui favorise cette articulation entre 

des besoins émergents et des souhaits d’évolution professionnelle, qu’elle se réalise pour des raisons 

fonctionnelles, géographiques ou autres…. La politique de site est aussi un levier permettant 

d’organiser des parcours entre établissements partenaires, au premier rang desquels les universités,  

par le biais de détachements entrants et sortants.  
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Outre la mobilité, d’autres dispositifs RH peuvent être déployés pour accompagner les agents dans des 

projets d’évolution professionnelle. Le plan de formation peut être mobilisé pour renforcer une ligne 

métier ou engager un changement de métier et / ou de fonction. De même, la ligne RH peut orienter 

des agents en pleine réflexion sur leur devenir métier par le biais de dispositifs plus individualisés (bilan 

de compétences, coaching, mentorat …).  

De la même manière, la politique de site offre l’opportunité de mutualiser les offres de formation entre 

partenaires d’un même site. 

Cette dimension particulière de l’accompagnement individualisé des parcours professionnels nécessite 

le déploiement d’une offre de service en conseil carrière afin d’orienter finement les agents en fonction 

de leurs attentes, de leurs appétences et des possibilités offertes au sein d’Inria. 

 

B. Une consolidation de la ligne managériale  

La crise sanitaire liée à la covid-19 a mis en exergue le rôle de première ligne des encadrants, 

qu’ils/elles soient des responsables d’équipe-projet et de service, des directeurs / directrices de centre 

et de directions fonctionnelles. L’implication des managers est en effet indispensable pour permettre 

la mise en œuvre de la politique RH, et plus largement de la stratégie d’Inria.  

Dans la continuité de sa précédente École du management, arrêtée en 2020 du fait de la pandémie et 

dont le retour d’expérience a conduit à souhaiter ré-inventer le concept, Inria entend poursuivre 

l’accompagnement des managers dans leur responsabilité d’encadrement. La finalité est de pouvoir 

partager les contours et le contenu de la responsabilité d’encadrant à Inria et d’établir un socle 

commun d’une culture managériale spécifique à l’institut. 

Inria déploiera une nouvelle offre en matière d’accompagnement des managers, allant de 

l’identification d’un vivier de potentiels futurs responsables, à l’accompagnement à la fin d’une 

responsabilité ou d’un mandat, à travers la mise en place début 2023 d’une « Inria Masterclass ». Cela 

suppose de pouvoir offrir un accompagnement spécifique lors de la prise de responsabilité mais 

également tout au long de la vie de manager. 

Des accompagnements plus individualisés pourront être proposés en fonction des besoins exprimés. 

 

C. L’évaluation des scientifiques, des ingénieurs et des techniciens 

Les dispositions réglementaires de la Fonction publique et celles plus spécifiques applicables aux EPST 

prévoient une évaluation périodique des personnels. Cette évaluation présente un intérêt certain dans 

la perspective des campagnes de promotion (changement de corps et avancement de grade) mais 

permet également d’accompagner les personnels dans leur trajectoire professionnelle. 
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Outre les campagnes de promotion au choix ou les concours internes pour les IT ou les « concours 
promotion » pour les scientifiques, l’évaluation individuelle dans une optique de conseil (on parlera 
d’évaluation conseil dans la suite) peut en effet être un véritable levier dans le déroulement et le suivi 
des parcours professionnels des agents. S’agissant des chercheurs, cette évaluation complète 
l’établissement par ces derniers, d’une fiche annuelle décrivant le suivi de leurs activités. 

Le regard croisé apporté par des pairs dans le cadre d’une évaluation-conseil – qui s’inscrirait en dehors 
des temps dédiés à l’évaluation pour les « concours promotion » ou aux campagnes indemnitaires – 
permettrait de confirmer l’orientation choisie par l’agent/l’agente ou de l’accompagner dans ses 
questionnements. Ce type d’évaluation-conseil permettrait d’accompagner le développement des 
parcours professionnels individuels par le partage de repères en complément de dispositifs cités 
précédemment (formations, bilan de compétences …). 

L’évaluation-conseil présente aussi l’intérêt d’identifier des situations individuelles complexes afin de 

les traiter et d’apporter un accompagnement plus personnalisé en fonction des difficultés mises en 

exergue. 

 

D. Assurer un développement de carrière et un parcours professionnel paritaire  

Inria a adopté un plan d’égalité professionnelle entre les femmes et les hommes fin 2020.  

Au-delà de la déclinaison de ce plan, Inria entend proposer des déroulements de parcours 

professionnels attractifs aux femmes aussi bien qu’aux hommes. Le COP 2019-2023 met l’accent sur la 

promotion des carrières scientifiques et technologiques auprès des jeunes femmes, la promotion des 

femmes au sein de l’institut et sur leur prise de responsabilité (notamment comme responsables 

d’équipes-projets). 

Inria conduira différentes actions tendant à lutter contre les biais existants afin de favoriser la 

candidature de femmes scientifiques aux fonctions d’encadrement et de coordination. De même, Inria 

s’engage à encourager la candidature de femmes aux campagnes de promotion pour l’accès aux grades 

et corps supérieurs et ainsi lutter contre l’auto-censure. 

Ces mesures peuvent être articulées avec d’autres dispositifs comme l’apprentissage ou l’accueil de 

stagiaires qui contribuent à sensibiliser plus en amont aux possibilités de carrière pour les femmes 

dans les sciences et plus particulièrement dans le domaine du numérique. 
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IV. Une attractivité d’Inria renforcée : une forte attention sur les conditions de travail et 

une politique sociale refondée. 

 

Dans le cadre de son COP 2019-2023, Inria a mis en avant la construction d’une organisation sereine 

et efficace dans toutes les composantes de l’institut. 

L’amélioration des conditions de travail et le renforcement de la politique sociale de l’institut 

contribuent pleinement à cette finalité. 

Les actions explicitées ci-après s’inscrivent dans le plan « Former, Prévenir, Accompagner » adopté par 

l’institut en 2019 qui mettait au cœur de sa politique RH, la dimension humaine. Plusieurs sujets 

étaient et sont toujours concernés, que ce soit en matière de prévention des situations à risque, 

d’accompagnement des personnes ou encore de sensibilisation et de formation du management à ces 

questions (que ce soit dans les fonctions d’appui ou dans les équipes-projets).  

 

A. Modalités d’organisation du travail : la recherche d’un équilibre des temps entre la vie 

professionnelle et la vie personnelle. 

Inria a été le premier EPST à décliner le télétravail. Déployé depuis 2018, cette modalité d’organisation 

du travail a contribué à améliorer les conditions de travail et d’équilibre vie professionnelle et vie 

personnelle. La crise sanitaire a déployé plus largement le télétravail mais dans un format « subi » et 

parfois dégradé pour certains agents compte tenu de leurs contraintes personnelles et familiales 

(continuité pédagogique, aidants familiaux …). 

L’accord-cadre relatif à la mise en œuvre du télétravail dans les trois fonctions publiques signé le 

13 juillet 2021 présente une réelle opportunité de réfléchir de nouveau aux modalités de télétravail 

déclinées chez Inria sur la base de notre retour d’expérience de son déploiement généralisé et de ses 

incidences sur le sentiment d’appartenance à un collectif de travail. 

Certains choix organisationnels opérés par Inria ont permis le développement du travail en site distant, 

modalité d’organisation du travail distincte du télétravail. Le travail en site distant présente plusieurs 

avantages et permet notamment à l’institut d’être plus attractif en matière de recrutement en offrant 

des possibilités d’affectation plus larges. A l’instar du télétravail, cette autre modalité d’organisation 

interroge sur le sentiment d’appartenance à un collectif de travail et plus largement à un site. Pour 

conserver son intérêt, des réflexions seront conduites afin de revoir la charte de travail en site distant 

déployée à Inria. 

Par ailleurs, Inria doit accorder une importance croissante aux questions d’organisation des process de 

travail, qui, si elles ne sont pas abordées, peuvent être facteur de risques psychosociaux pour les 

personnels et nuire par ailleurs à l’efficacité collective.  

Enfin, le recours massif à une variété d’outils de communication associée aux modalités de télétravail 

peut conduire à une certaine porosité entre la vie professionnelle et la vie personnelle. De même, le 

rappel des dispositions du règlement intérieur pourra être utilement complété par l’adoption d’une 

charte pour une utilisation plus vertueuse de la messagerie électronique ou encore la réaffirmation du 

droit à la déconnexion.  



 
 

13 

 

 

 

B. Refonte de la politique de rémunération : vers l’élaboration de LDG indemnitaires (RIPEC, 

RIFSEEP, Contractuels) 

La politique de rémunération d’un employeur fait partie des éléments d’attractivité permettant de le 

distinguer et d’attirer des profils dans des domaines métiers concurrentiels. Si l’institut ne dispose 

d’aucune marge de manœuvre s’agissant de la partie fixe de la rémunération des fonctionnaires 

(traitement indiciaire brut), Inria peut en revanche définir les principes de versement de la partie 

indemnitaire. 

Le déploiement du régime indemnitaire des fonctions, des sujétions, de l’expertise et de l’engagement 

professionnel (RIFSEEP) pour les personnels IT en 2018, a permis de revaloriser les primes versées à 

ces personnels en retrouvant une plus grande souplesse. La mise en place du régime indemnitaire des 

personnels enseignants et chercheurs (RIPEC) suit cette même finalité de revalorisation des primes 

versées aux scientifiques6. 

Le retour d’expériences sur le RIFSEEP des IT et le futur déploiement du RIPEC offre l’opportunité pour 

Inria de réfléchir aux principes de sa politique de rémunération (notamment la valorisation du modèle 

d’Inria en tant qu’institut fondé sur la dynamique de projets, embrassant l’ensemble des dimensions 

de la recherche et de l’innovation), et ce afin de favoriser son attractivité. 

Ces réflexions seront également étendues aux personnels contractuels (CDI et CDD). 

L’adoption de lignes directrices de gestion indemnitaires (LDG) pour l’ensemble des personnels 

participera au partage et à la transparence des principes de politique RH applicables au sein d’Inria. 

 

C. Une politique sociale rénovée. 

Outre la politique de rémunération, les agents sont attentifs à pouvoir être accompagnés en matière 

de politique sociale. 

Inria propose des prestations d’action sociale dans divers domaines permettant d’accompagner les 

agents dans les évènements de leur vie personnelle (aide à la parentalité, accès au logement …). A 

l’instar des autres EPST, des prestations complémentaires peuvent être proposées par l’association de 

gestion des œuvres sociales (Agos). 

La politique sociale d’Inria doit pouvoir être rénovée pour répondre aux nouvelles attentes des 

personnels.  

Engagé dans une politique d’employeur responsable, l’institut renouvellera son offre en proposant des 

prestations d’action sociale plus adaptées à la sociologie des agents d’Inria mais également à leurs 

besoins. Les récentes évolutions issues de la loi de transformation de la fonction publique favorise ces 

évolutions, notamment par la prochaine mise en place d’un nouveau cadre de protection sociale 

complémentaire. 

                                                           
6 Décret n° 2021-1895 du 29 décembre 2021 portant création du régime indemnitaire des personnels enseignants 
et chercheurs 
 

https://www.legifrance.gouv.fr/jorf/id/JORFTEXT000044616174
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En tant que partenaire, Inria accompagnera l’Agos dans le déploiement d’une offre de prestations 

sociales cohérente. 

En application de ses engagements en faveur de l’inclusion professionnelle des personnes 

handicapées, Inria proposera des dispositifs sur mesure favorisant le maintien dans l’emploi de ces 

personnels, et ce pour leur permettre de poursuivre le plus longtemps possible, dès lors qu’ils le 

souhaitent, leur activité au sein des collectifs d’Inria. 

 

D. Une politique de prévention renforcée 

Inria s’est engagé ces dernières années dans un renforcement de sa politique de prévention, qui est 

une priorité explicite de l’institut depuis 2018. L’institut a notamment créé un service de prévention 

des risques professionnels et décliné cette fonction dans l’ensemble des centres, avec un/une 

chargé/chargée de prévention à temps plein sur chacun de ces sites, ce qui correspond à un 

triplement des moyens humains consacrés à la prévention depuis 2018. 

Le programme annuel de prévention national (PAP) 2019-2021 a permis à l’institut de se doter d’une 

organisation forte et de constituer un socle commun en matière de prévention des risques. Inria 

souhaite capitaliser sur ces réussites afin de continuer de développer et promouvoir cette culture en 

santé et sécurité, en renforçant sa capacité à mener des actions de prévention primaire. 

Inria poursuivra cet effort en proposant une politique rénovée de prévention des risques 

professionnels et d’amélioration des conditions de travail de l’institut pour les prochaines années. 

Ces principes sont explicités dans le nouveau PAP 2022-2023 qui présente les grands axes de travail 

projetés. Il comprend également un plan d’actions à décliner au cours de la période. Cette liste est 

non exhaustive : des actions complémentaires pourront être réalisées, notamment en fonction de 

l’évolution de la réglementation ou de situations spécifiques qui surviendraient. 

Le programme a été élaboré conjointement entre le service de prévention des risques professionnels, 

le réseau des chargés de prévention et la Direction des ressources humaines. Sa construction vise à 

répondre à l’objectif de développement d’une organisation sereine et efficace inscrit dans le COP 

2019-2023 tout en se référant aux orientations stratégiques du MESR pour 2022.  

Les actions définies dans le PAP prennent en compte la consolidation des documents uniques 

d’évaluation des risques professionnels, l’analyse de l’accidentologie et les divers bilans annuels. 
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FEUILLE DE ROUTE RH

2023-2026

Point d’étape

10/09/2024 1



2

La feuille de route RH est quadriennale et s’étend sur la période 2023-2026.

Le plan d’action donne un cadre global pour l’institut sans se substituer aux actions

répondant à des enjeux spécifiques des politiques de site.

Sous le pilotage de la direction des ressources humaines, les actions sont suivies par des

services de la ligne RH ou des directions fonctionnelles, en fonction des thématiques et

des enjeux.

Un point d’étape est présenté aux instances chaque année.

Dans la perspective de la création de l’Agence de programmes « Numérique, Algorithmes,

Logiciels et Usages », la Feuille de route RH demeure le cadre structurant des années à

venir et accompagnera la transformation de l’institut.

Feuille de route RH 2023-2026

Point d’étape - 10/09/2024

https://www.inria.fr/fr/strategie-europeenne-de-ressources-humaines-pour-les-chercheurs
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Feuille de route RH 2023-2026

Point d’étape

Indicateurs de suivi

Documents 

de cadrage

Plan d’action

HRS4R

Axe 2

Une politique de recrutement rénovée

Axe 4

Une attractivité renforcée

Axe 1

Réaffirmation de la ligne RH

Axe 3

Un accompagnement harmonieux des 

parcours professionnels

Feuille de route RH 2023-2026

Point d’étape - 10/09/2024

https://www.inria.fr/fr/strategie-europeenne-de-ressources-humaines-pour-les-chercheurs
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La feuille de route RH traduit la politique des ressources humaines de l’institut en cohérence

avec le contrat d’objectifs et de performance de l’établissement sur la période 2019-2023 et du

futur COP 2024-2028.

La feuille de route RH s’appuie sur les documents de cadrage de l’institut, en particulier :

►Sur le volet Prévention des risques professionnels, le programme annuel de prévention

national ;

►Sur le volet Handicap, le plan Handicap et sa déclinaison sur la convention de partenariat

avec le Fonds d’Insertion des Personnes Handicapées dans la Fonction Publique (FIPHFP) ;

►Sur le volet Parité, le plan d’action Egalité professionnelle Femmes – Hommes.

Documents de cadrage

Sommaire
Feuille de route RH 2023-2026

Point d’étape - 10/09/2024

https://www.inria.fr/fr/strategie-europeenne-de-ressources-humaines-pour-les-chercheurs
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Inria entend aligner sa politique de ressources humaines sur

les principes issus de la Charte européenne du chercheur et

du Code de conduite pour le recrutement des chercheurs

qui forment la stratégie européenne des Ressources

Humaines pour la recherche (HRS4R).

Label HRS4R

En mars 2019, Inria a obtenu le label européen « HR Excellence in Research » pour

son plan d'action dans le cadre de la stratégie européenne de ressources humaines

pour les scientifiques.

Sommaire
Feuille de route RH 2023-2026

Point d’étape - 10/09/2024

https://euraxess.ec.europa.eu/sites/default/files/am509774cee_en_e4.pdf
https://www.inria.fr/fr/strategie-europeenne-de-ressources-humaines-pour-les-chercheurs
https://www.inria.fr/fr/strategie-europeenne-de-ressources-humaines-pour-les-chercheurs
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Le label HRS4R est un enjeu majeur pour les personnels impliqués dans la recherche :

▪ Amélioration continue des conditions de travail

▪ Développement des compétences et des carrières

▪ Attractivité et de visibilité de l’établissement .

► A des fins de cohérence, le plan d’action de la feuille de route RH servira de base pour

poursuivre le déploiement de la stratégie HRS4R par Inria et pour son évaluation par la

Commission européenne.

Label HRS4R

Sommaire
Feuille de route RH 2023-2026

Point d’étape - 10/09/2024

https://www.inria.fr/fr/strategie-europeenne-de-ressources-humaines-pour-les-chercheurs
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►Calendrier révisé

Label HRS4R

 

Obtention du 
label 

Implementation phase 

Evaluation 
interne 

intermédiaire 

Evaluation 
externe  

Durée   24 mois 36 mois 

Calendrier initial 05/2019 05/2021 05/24 

Calendrier révisé 05/2019 09/2024 

09/2027 

(sous réserve de 
l’accord de la CE) 

 

• Crise Covid => nouvelles priorités

• Nouvelle organisation interne 

(Mouvements de personnels et 

pilotage repris par la DRH)

• Feuille de route RH 2023-2026

Feuille de route RH 2023-2026

Point d’étape - 10/09/2024
Sommaire

https://www.inria.fr/fr/strategie-europeenne-de-ressources-humaines-pour-les-chercheurs
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Label HRS4R

►Plan d’action initial

Construit en 2018/2019

38 actions réparties dans les 4 grands axes de la Commission européenne : 

Responsabilités professionnelles et éthiques (9 actions)

Recrutement, développement de carrière et mobilité (11 actions)

Conditions de travail et politique sociale (10 actions)

Formation et encadrement (8 actions)

Feuille de route RH 2023-2026

Point d’étape - 10/09/2024
Sommaire

https://www.inria.fr/fr/strategie-europeenne-de-ressources-humaines-pour-les-chercheurs
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Plan d’action

Axe 1

Réaffirmation de la ligne 

RH

1a- Une ligne RH pour tous les 

personnels, rémunérés et 

accueillis

1b- Une offre de service RH 

transversale et clarifiée à 

l'attention des différents 

acteurs d'Inria

1c- Une politique RH uniforme 

et cohérente sur l’ensemble 

d’Inria

1d- La ligne RH, un acteur 

central des relations sociales 

au sein d’Inria

Sommaire Plan d’action

Axe 3

Un accompagnement 

harmonieux des parcours 

professionnels

3a- Articuler les parcours 

professionnels des agents avec 

les besoins en compétence 

d’Inria

3b- Consolider la ligne 

managériale

3c- Evaluer et former

3d- Assurer un développement 

de carrière et un parcours 

professionnel paritaire et 

favoriser la diversité

Axe 4

Une attractivité renforcée

4a- Modalités d’organisation 

du travail, un certain équilibre 

entre vie professionnelle et vie 

personnelle

4b- Refonte de la politique de 

rémunération : vers 

l’élaboration de LDG 

indemnitaires

4c- Une politique sociale 

rénovée

4d- Une politique de 

prévention renforcée

2a- Un pilotage affirmé des 

emplois et de la masse 

salariale

2c- Cartographier la diversité 

des modalités de recrutement 

à Inria

2d- Attirer les talents et renforcer 

notre communication sur les 

métiers et parcours 

professionnels

2e- Bien accueillir et intégrer 

les agents nouvellement 

recrutés

2b- Une nécessaire 

identification et anticipation 

des besoins

Axe 2

Une politique de 

recrutement rénovée

Feuille de route RH 2023-2026

Point d’étape - 10/09/2024

https://www.inria.fr/fr/strategie-europeenne-de-ressources-humaines-pour-les-chercheurs
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Plan d’action

Sommaire Plan d’action

En complément de ces 4 axes et de manière transversale, 3 chantiers RH s’inscrivent en

filigrane dans la feuille de route RH :

►La qualité, le partage et la gouvernance des données RH, piloté par le service pilotage et

information (SPI) de la DRH;

►La mise à jour et le partage des procédures de gestion RH, pilotés par le service

mutualisé de gestion des ressources humaines de la DRH (SMGRH) (avec l’appui de la

DOT sur certains processus particuliers);

►Le process Paie, piloté par le service de gestion de la paie (SGP) de la DRH.

Feuille de route RH 2023-2026

Point d’étape - 10/09/2024

https://www.inria.fr/fr/strategie-europeenne-de-ressources-humaines-pour-les-chercheurs
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Axe 1

Réaffirmation de la ligne RH

1a- Une ligne RH pour tous les 

personnels, rémunérés et 

accueillis

1b- Une offre de service RH 

transversale et clarifiée à 

l'attention des différents 

acteurs d'Inria

1c- Une politique RH uniforme 

et cohérente sur l’ensemble 

d’Inria

1d- La ligne RH, un acteur 

central des relations sociales 

au sein d’Inria

Sommaire Plan d’action

Actions 2023 2024 2025
T1 T2 T3 T4 T1 T2 T3 T4 T1 T2 T3 T4

1a- Une ligne RH pour 

tous les personnels, 

rémunérés et accueillis

❖ Faire connaître le rôle du SRH auprès de l'ensemble des personnels rémunérés et

accueillis d'un centre 

❖ Favoriser la coopération avec les acteurs RH des partenaires, pour améliorer le suivi

des personnels accueillis 

1b- Une offre de 

service RH transversale 

et clarifiée à 

l'attention des 

différents acteurs 

d'Inria

❖ Développer une offre de service afin d'accompagner les recruteurs (EP et services)

dans la définition et l'anticipation de leurs besoins en compétences 

❖ Poursuivre et structurer les dialogues RH avec les DF et les centres - Déployer les

dialogues RH avec les EP

❖ Mettre en place des comités d’interventions locales (cellules RH de veille sociale)  

1c- Une politique RH 

uniforme et cohérente 

sur l’ensemble d’Inria

❖ Renforcer l’animation du réseau RH 
Mag’RH

n°1

❖ Accompagner la professionnalisation des acteurs de la ligne RH notamment par

l’élaboration d’outils et la consolidation de leurs moyens

❖ Organiser des communications régulières sur les dispositifs RH, dans les centres et au

siège

❖ Refonder le site Intranet sur la partie RH pour faciliter l’accès aux informations et

renforcer la communication RH interne

NUMIN

❖ Développer la coopération avec les partenaires universitaires, en matière RH 

1d- La ligne RH, un 

acteur central des 

relations sociales au 

sein d’Inria

❖ Participer régulièrement aux instances de concertation nationales et locales

❖ Présenter régulièrement des bilans RH dans les instances de concertation nationales

et locales
✓

RSU 2022

RSU 2023


Bilans RH 

locaux

 Expérimentation Echéance prévisionnelle     ✓ Réalisé Groupe de travail

Déployé au fil de l’eau

Engagé

Feuille de route RH 2023-2026

Point d’étape - 10/09/2024
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1a- Une ligne RH pour tous les 

personnels, rémunérés et 

accueillis

1b- Une offre de service RH 

transversale et clarifiée à 

l'attention des différents 

acteurs d'Inria

1c- Une politique RH uniforme 

et cohérente sur l’ensemble 

d’Inria

1d- La ligne RH, un acteur 

central des relations sociales 

au sein d’Inria

Sommaire Plan d’action

1a- Une ligne RH pour tous les personnels, rémunérés et accueillis
Etat 

d’avancement

Calendrier 

prévisionnel

1. Faire connaître le rôle du SRH auprès de l'ensemble des personnels

rémunérés et accueillis d'un centre
Engagé 2025

2. Favoriser la coopération avec les acteurs RH des partenaires, pour améliorer

le suivi des personnels accueillis
Programmé 2025

Quelques travaux réalisés ou en cours :

Groupe de travail en cours pour définir et faire connaître l’offre de service des SRH globale et

harmonisée entre les centres, en tenant compte des spécificités locales, auprès de tous les

agents, rémunérés et non rémunérés.

Pilote : Khallihanna Kraidache, SRH du Siège

 Restitution des travaux en 2025

Feuille de route RH 2023-2026

Point d’étape - 10/09/2024

Axe 1

Réaffirmation de la ligne RH
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1a- Une ligne RH pour tous les 

personnels, rémunérés et 

accueillis

1b- Une offre de service RH 

transversale et clarifiée à 

l'attention des différents 

acteurs d'Inria

1c- Une politique RH uniforme 

et cohérente sur l’ensemble 

d’Inria

1d- La ligne RH, un acteur 

central des relations sociales 

au sein d’Inria

Sommaire Plan d’action

1b- Une offre de service RH transversale et clarifiée à l'attention des différents 

acteurs d'Inria

Etat 

d’avancement

Calendrier 

prévisionnel

❖ Développer une offre de service afin d'accompagner les recruteurs (EP et

services) dans la définition et l'anticipation de leurs besoins en compétences
Engagé 2025

❖ Poursuivre et structurer les dialogues RH avec les DF et les centres -

Déployer les dialogues RH avec les EP
Engagé Au fil de l’eau

❖ Mettre en place des comités locaux d’intervention ( // cellules RH de veille

sociale)
Engagé 2025

Quelques travaux réalisés ou en cours :

En cours - Offre de service de la ligne RH auprès des REP

Pilote : Delphine Charbonneau, SRH du Centre Inria de Saclay

 Restitution des travaux en 2025

En cours – Comités d’intervention locale ( selon les OSM MESR 2024)

Pilote : Sylvain Orain, SRH du Centre Inria de l’Université de Rennes

 Déploiement national en 2025

Objectif : Organiser et déployer les CLI sur chaque site

Méthode : retour d’expérience des cellules de suivi social actives, analyse des préconisations des OSM

✓ Poursuite des travaux

Calendrier prévisionnel

 Restitution en e-drh au cours du 4ème trimestre

 Présentation en FS fin 2024/début 2025, puis FSS

 Déploiement dans les centres 1er semestre 2025

Feuille de route RH 2023-2026

Point d’étape - 10/09/2024

Axe 1

Réaffirmation de la ligne RH
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1a- Une ligne RH pour tous les 

personnels, rémunérés et 

accueillis

1b- Une offre de service RH 

transversale et clarifiée à 

l'attention des différents 

acteurs d'Inria

1c- Une politique RH uniforme 

et cohérente sur l’ensemble 

d’Inria

1d- La ligne RH, un acteur 

central des relations sociales 

au sein d’Inria

Sommaire Plan d’action

1c- Une politique RH uniforme et cohérente sur l’ensemble d’Inria
Etat 

d’avancement

Calendrier 

prévisionnel

❖ Renforcer l’animation du réseau RH Déployé Au fil de l’eau

❖ Accompagner la professionnalisation des acteurs de la ligne RH notamment

par l’élaboration d’outils et la consolidation de leurs moyens
Déployé Au fil de l’eau

❖ Organiser des communications régulières sur les dispositifs RH, dans les

centres et au siège
Déployé Au fil de l’eau

❖ Refonder le site Intranet sur la partie RH pour faciliter l’accès aux

informations et renforcer la communication RH interne
Déployé 2024

❖ Développer la coopération avec les partenaires universitaires, en matière RH Programmé 2025

Quelques travaux réalisés ou en cours :

✓ Séminaire de la ligne RH (prés de 120 collaborateurs)

✓ Réunions périodiques DRH-SRH

✓ Plan de formation 2024 pour la ligne métier RH

✓ Nouvel Intranet NUMIN avec refonte de l’arborescence RH

 Mag’RH, bi-annuel à destination de la ligne RH

Pilote : Julie Garnier, DRH_ Service Développement RH

Feuille de route RH 2023-2026

Point d’étape - 10/09/2024

Axe 1

Réaffirmation de la ligne RH
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1a- Une ligne RH pour tous les 

personnels, rémunérés et 

accueillis

1b- Une offre de service RH 

transversale et clarifiée à 

l'attention des différents 

acteurs d'Inria

1c- Une politique RH uniforme 

et cohérente sur l’ensemble 

d’Inria

1d- La ligne RH, un acteur 

central des relations sociales 

au sein d’Inria

Sommaire Plan d’action

1d- La ligne RH, un acteur central des relations sociales au sein d’Inria
Etat 

d’avancement

Calendrier 

prévisionnel

❖ Participer régulièrement aux instances de concertation nationales et locales Déployé Au fil de l’eau

❖ Présenter régulièrement des bilans RH dans les instances de concertation

nationales et locales
Engagé 2025

Quelques travaux réalisés ou en cours :

Bilan RH local annuel, uniforme à tous les centres et au siège pour présentation en instance

locale

 Expérimentation au centre de Sophia-Antipolis en mai 2024 avant déploiement national en

2025

Feuille de route RH 2023-2026

Point d’étape - 10/09/2024

Axe 1

Réaffirmation de la ligne RH
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Actions (1/2) 2023 2024 2025
T1 T2 T3 T4 T1 T2 T3 T4 T1 T2 T3 T4

2a- Un pilotage affirmé 

des emplois et de la 

masse salariale

❖ Clarifier le process d'arbitrage auprès des DF et DC

❖ Préciser les règles de gestion applicables aux arbitrages de moyens RH

2b- Une nécessaire 

identification et 

anticipation des 

besoins

❖ Engager une démarche de GEPP sur l'ensemble des métiers d'Inria (scientifiques et

fonctions d'appui)


❖ Organiser des rencontres annuelles RH pour échanger avec les responsables (REP

et Responsables de service) sur les besoins actuels et futurs de l'équipe 

2c- Cartographier la 

diversité des modalités 

de recrutement à Inria

❖ Cartographier les différentes procédures de recrutement scientifiques et IT pour

mieux appréhender leurs spécificités 

❖ Valoriser la mobilité pour répondre aux besoins de compétences et ainsi favoriser

le développement de parcours professionnels attractifs
✓

Campagne 

2024

❖ Refondre la charte des agents contractuels (CDD et CDI) pour identifier les parcours

professionnels possibles au sein d'Inria


❖ Déployer le partenariat Inria FIPHP 2022-2024 pour favoriser l'inclusion des

personnes handicapées au sein d'Inria

❖ Déployer annuellement une réserve de postes (sur tous les corps) dédiée au

recrutement de travailleurs handicapés
✓

Campagne 

2024

❖ Déployer une campagne annuelle de recrutement d'apprentis dans les EP et les

services

✓
Campagne 

2024

 Expérimentation Echéance prévisionnelle     ✓ Réalisé Groupe de travail

Déployé au fil de l’eau

Engagé

2a- Un pilotage affirmé des 

emplois et de la masse 

salariale

2c- Cartographier la diversité 

des modalités de recrutement 

à Inria

2d- Attirer les talents et renforcer 

notre communication sur les 

métiers et parcours 

professionnels

2e- Bien accueillir et intégrer 

les agents nouvellement 

recrutés

2b- Une nécessaire 

identification et anticipation 

des besoins

Axe 2

Une politique de 

recrutement rénovée

Sommaire
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Actions (2/2) 2023 2024 2025
T1 T2 T3 T4 T1 T2 T3 T4 T1 T2 T3 T4

2d- Attirer les talents 

et renforcer notre 

communication sur les 

métiers et parcours 

professionnels

❖ Adopter une posture plus offensive dans la recherche des talents

❖ Renforcer la communication autour des offres de recrutement sur les différents

médias en valorisant nos métiers (témoignage de collègues ...)

❖ Développer le réseautage métier en participant à des réunions avec les

partenaires, à des associations-réseaux RH

❖ Refondre nos offres d'emploi avec une meilleure valorisation des atouts d'Inria

(déroulé de carrière, conditions de travail, politique sociale…)

2e- Bien accueillir et 

intégrer les agents 

nouvellement recrutés

❖ Organiser dans les centres des demi-journées dédiées aux nouveaux arrivants 

❖ Organiser des parcours d'intégration adaptés en fonction des missions du ou de la

nouvelle recruté

❖ Favoriser le développement de rapport d'étonnement 

❖ Encadrer la période d'essai ✓

❖ Accompagner les chercheurs - chercheuses en provenance de l'étranger dans leur

installation (prestation de relocation)

❖ Déployer des actions de mentorat 

❖ Fixer des objectifs individuels et collectifs à l'arrivée du collègue (entretien en fin

de période d'essai)

❖ Organiser un dispositif d'accueil national pour les nouveaux arrivants, rémunérés

ou non
✓

Collectiv’

day



 Expérimentation Echéance prévisionnelle     ✓ Réalisé Groupe de travail

Déployé au fil de l’eau

Engagé

2a- Un pilotage affirmé des 

emplois et de la masse 

salariale

2c- Cartographier la diversité 

des modalités de recrutement 

à Inria

2d- Attirer les talents et renforcer 

notre communication sur les 

métiers et parcours 

professionnels

2e- Bien accueillir et intégrer 

les agents nouvellement 

recrutés

2b- Une nécessaire 

identification et anticipation 

des besoins

Axe 2

Une politique de 

recrutement rénovée

Sommaire
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2a- Un pilotage affirmé des emplois et de la masse salariale
Etat 

d’avancement

Calendrier 

prévisionnel

❖ Clarifier le process d'arbitrage auprès des DF et DC Déployé Au fil de l’eau

❖ Préciser les règles de gestion applicables aux arbitrages de moyens RH Déployé Au fil de l’eau

2a- Un pilotage affirmé des 

emplois et de la masse 

salariale

2c- Cartographier la diversité 

des modalités de recrutement 

à Inria

2d- Attirer les talents et renforcer 

notre communication sur les 

métiers et parcours 

professionnels

2e- Bien accueillir et intégrer 

les agents nouvellement 

recrutés

2b- Une nécessaire 

identification et anticipation 

des besoins

Axe 2

Une politique de 

recrutement rénovée

Quelques travaux réalisés ou en cours :

✓ Note de cadrage annuelle avec les arbitrage de l’année de postes, les modalités de recrutement, en 

détaillant les modalités d’attribution ainsi que les principes applicables au recrutement. 

Sommaire
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2b- Une nécessaire identification et anticipation des besoins
Etat 

d’avancement

Calendrier 

prévisionnel

❖ Engager une démarche de GEPP sur l'ensemble des métiers d'Inria

(scientifiques et fonctions d'appui)
Engagé 2025

❖ Organiser des rencontres annuelles RH pour échanger avec les responsables

(REP et Responsables de service) sur les besoins actuels et futurs de l'équipe
Engagé 2025

2a- Un pilotage affirmé des 

emplois et de la masse 

salariale

2c- Cartographier la diversité 

des modalités de recrutement 

à Inria

2d- Attirer les talents et renforcer 

notre communication sur les 

métiers et parcours 

professionnels

2e- Bien accueillir et intégrer 

les agents nouvellement 

recrutés

2b- Une nécessaire 

identification et anticipation 

des besoins

Axe 2

Une politique de 

recrutement rénovée

Quelques travaux réalisés ou en cours :

Groupe de travail sur l’offre de service RH aux REP et responsables des services

Pilote : Delphine Charbonneau, SRH du Centre Inria de Saclay

 Restitution des travaux en 2025

Ateliers GEPP sur les métiers IT (horizon 2024) et scientifiques (2025)

 Consolidation de la cartographie et du référentiel avant restitution globale

Pilote : Pascale Berton et Julie Garnier, DRH_Service Développement RH
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2c- Cartographier la diversité des modalités de recrutement à Inria
Etat 

d’avancement

Calendrier 

prévisionnel

❖ Cartographier les différentes procédures de recrutement scientifiques et IT pour

mieux appréhender leurs spécificités
Engagé 2025

❖ Valoriser la mobilité pour répondre aux besoins de compétences et ainsi favoriser le

développement de parcours professionnels attractifs
Déployé Au fil de l’eau

❖ Refondre la charte des agents contractuels (CDD et CDI) pour identifier les parcours

professionnels possibles au sein d'Inria
Engagé 2025

❖ Déployer le partenariat Inria FIPHP 2022-2024 pour favoriser l'inclusion des

personnes handicapées au sein d'Inria

❖ Déployer annuellement une réserve de postes (sur tous les corps) dédiée au

recrutement de travailleurs handicapés

Déployé Au fil de l’eau

❖ Déployer une campagne annuelle de recrutement d'apprentis dans les EP et les

services
Déployé Au fil de l’eau

2a- Un pilotage affirmé des 

emplois et de la masse 

salariale

2c- Cartographier la diversité 

des modalités de recrutement 

à Inria

2d- Attirer les talents et renforcer 

notre communication sur les 

métiers et parcours 

professionnels

2e- Bien accueillir et intégrer 

les agents nouvellement 

recrutés

2b- Une nécessaire 

identification et anticipation 

des besoins

Axe 2

Une politique de 

recrutement rénovée

Quelques travaux réalisés ou en cours :

Politique d’emploi des personnels contractuels en 

matière d’attribution des moyens et d’offre de service 

en matière d’intégration, de développement RH et de  

rémunération, toutes lignes métiers confondues

 Note de cadrage et déploiement à venir

Apprentissage

✓ En 2023, 68 apprentis présents sur l’année, dont 1 

apprenti/apprentie en situation de handicap.

✓ Déploiement de la campagne 2024

Mobilité

✓ LDG mobilité et page Intranet

Plan Handicap

✓ Bilan de la convention Inria/FIPHFP 2021-2023

relative au recrutement et au maintien dans

l’emploi des personnes en situation de handicap

 Nouvelle convention 2025-2027 à venir

Pilote: Aurélie Moizo, DRH_Service Développement RH
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2d- Attirer les talents et renforcer notre communication sur les métiers et 

parcours professionnels

Etat 

d’avancement

Calendrier 

prévisionnel

❖ Adopter une posture plus offensive dans la recherche des talents Déployé Au fil de l’eau

❖ Renforcer la communication autour des offres de recrutement sur les

différents médias en valorisant nos métiers (témoignage de collègues ...)
Engagé 2025

❖ Développer le réseautage métier en participant à des réunions avec les

partenaires, à des associations-réseaux RH
Programmé

❖ Refondre nos offres d'emploi avec une meilleure valorisation des atouts

d'Inria (déroulé de carrière, conditions de travail, politique sociale…)
Déployé Au fil de l’eau

2a- Un pilotage affirmé des 

emplois et de la masse 

salariale

2c- Cartographier la diversité 

des modalités de recrutement 

à Inria

2d- Attirer les talents et 

renforcer notre communication 

sur les métiers et parcours 

professionnels

2e- Bien accueillir et intégrer 

les agents nouvellement 

recrutés

2b- Une nécessaire 

identification et anticipation 

des besoins

Axe 2

Une politique de 

recrutement rénovée

Quelques travaux réalisés ou en cours :

Groupe de travail « Attractivité » au fil de l’eau

✓ Evolution de la plateforme Jobin pour faciliter et alléger le parcours candidat

✓Nouvelles fonctionnalités permettent de cibler les candidatures en mobilité et promouvoir la

mobilité interne

✓ Indexation de Jobin à Indeed pour bénéficier d’une diffusion automatique de toutes les offres sur

cette plateforme

✓ Participation au Forum « Choisir le Service Public » le 12 juin

 Travaux sur la simplification et l’harmonisation des offres d’emploi ( offre d’emploi type par métier)

Déploiement prévisionnel en 2025

Pilote:  Julie Talide, DRH_SRC
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2e- Bien accueillir et intégrer les agents nouvellement recrutés
Etat 

d’avancement

Calendrier 

prévisionnel

❖ Organiser dans les centres des demi-journées dédiées aux nouveaux

arrivants
Déployé Au fil de l’eau

❖ Organiser des parcours d'intégration adaptés en fonction des missions du ou

de la nouvelle recruté
Programmé 2025

❖ Favoriser le développement de rapport d'étonnement Engagé 2025

❖ Encadrer la période d'essai Déployé 2024

❖ Accompagner les chercheurs - chercheuses en provenance de l'étranger dans

leur installation (prestation de relocation)
2026

❖ Déployer des actions de mentorat Engagé 2025

❖ Fixer des objectifs individuels et collectifs à l'arrivée du collègue (entretien

en fin de période d'essai)
Programmé 2025

❖ Organiser un dispositif d'accueil national pour les nouveaux arrivants,

rémunérés ou non
Déployé 2024

2a- Un pilotage affirmé des 

emplois et de la masse 

salariale

2c- Cartographier la diversité 

des modalités de recrutement 

à Inria

2d- Attirer les talents et renforcer 

notre communication sur les 

métiers et parcours 

professionnels

2e- Bien accueillir et intégrer 

les agents nouvellement 

recrutés

2b- Une nécessaire 

identification et anticipation 

des besoins

Axe 2

Une politique de 

recrutement rénovée

Quelques travaux réalisés ou en cours :

✓ Collectiv’Day, le 4 juin 2024

Accueil des nouveaux arrivants
 Livret d’accueil national

Pilote : Djudjura Merad, SRH Lyon

Atelier sur le rapport d’étonnement
 Expérimentation au second semestre 2024 avant

déploiement en 2025

Pilote : Pascale Berton, DRH_Service Développement RH

Procédure période d’essai                 

✓ Procédure de gestion administrative                 

Pilotes : Marie-Clémentine (SRH Bordeaux), Ludovic (SRH Lille), 

Diane Polinelli (SRH Sophia) 

Mentorat

✓ Retour d’expérience sur 2 centres (Saclay et Lille)

 Déploiement en 2025

Pilote : Pascale Berton, DRH_Service Développement RH
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Actions 2023 2024 2025
T1 T2 T3 T4 T1 T2 T3 T4 T1 T2 T3 T4

3a- Articuler les 

parcours 

professionnels des 

agents avec les 

besoins en 

compétence d’Inria

❖ Cartographier les compétences pour chaque métier 

❖ Développement d’un réseau de conseillers carrière au sein d’Inria

❖ Prévoir un entretien RH à la suite de démission ou de non renouvellement de contrat 

3b- Consolider la 

ligne managériale

❖ Proposer un plan global d’accompagnement des managers à Inria tout au long de

l’exercice des responsabilités d’encadrement
✓

Master 

Class 1

✓
Master 

Class 2



❖ Définir un plan d'accompagnement à la prise de fonction du manager (boite à outils,

etc.) 

3c- Evaluer et 

former

❖ Mettre en place l’évaluation des chercheurs (décret du 30 décembre 1983 modifié)

❖ Réfléchir à un dispositif d’évaluation pour les IT

❖ Poursuivre la rénovation du plan de formation d’Inria en accompagnant à la fois la

professionnalisation des lignes métiers mais également les projets d’évolution

individuelle

❖ Construire un catalogue de formations au niveau de l’Institut

❖ Proposer une auto évaluation à mi carrière pour faire un bilan sur l’employabilité et la

gestion des parcours professionnels (évolution des missions, des responsabilités)

❖ Refondre l'entretien d'évaluation annuelle

❖ Accompagner les chercheurs tout au long de leur carrière 

 Expérimentation Echéance prévisionnelle     ✓ Réalisé Groupe de travail

Déployé au fil de l’eau

Engagé

Axe 3

Un accompagnement 

harmonieux des parcours 

professionnels

3a- Articuler les parcours 

professionnels des agents avec 

les besoins en compétence 

d’Inria

3b- Consolider la ligne 

managériale

3c- Evaluer et former

3d- Assurer un développement 

de carrière et un parcours 

professionnel paritaire et 

favoriser la diversité

Sommaire
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Actions 2023 2024 2025
T1 T2 T3 T4 T1 T2 T3 T4 T1 T2 T3 T4

3d- Assurer un 

développement 

de carrière et un 

parcours 

professionnel 

paritaire et 

favoriser la 

diversité

❖ Poursuivre le déploiement du plan d’égalité professionnelle entre les femmes et les

hommes d’Inria

❖ Déployer des formations tendant à lutter contre les biais et ainsi diminuer les

phénomènes d’auto-censure

❖ Lutter contre tout agissement à caractère sexuel et/ou sexiste au sein d’Inria

❖ Communiquer et promouvoir auprès des élèves et étudiants, les possibilités de

carrière dans le domaine de la recherche (domaine du numérique)

❖ Accompagner les départs en fin de contrat, et ce pour renforcer l’attractivité et la

marque employeur et privilégier les retours possibles 

 Expérimentation Echéance prévisionnelle     ✓ Réalisé Groupe de travail

Déployé au fil de l’eau

Engagé

Axe 3

Un accompagnement 

harmonieux des parcours 

professionnels

3a- Articuler les parcours 

professionnels des agents avec 

les besoins en compétence 

d’Inria

3b- Consolider la ligne 

managériale

3c- Evaluer et former

3d- Assurer un développement 

de carrière et un parcours 

professionnel paritaire et 

favoriser la diversité

Sommaire
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Axe 3

Un accompagnement 

harmonieux des parcours 

professionnels

3a- Articuler les parcours 

professionnels des agents 

avec les besoins en 

compétence d’Inria

3b- Consolider la ligne 

managériale

3c- Evaluer et former

3d- Assurer un développement 

de carrière et un parcours 

professionnel paritaire et 

favoriser la diversité

3a- Articuler les parcours professionnels des agents avec les besoins en 

compétence d’Inria

Etat 

d’avancement

Calendrier 

prévisionnel

❖ Cartographier les compétences pour chaque métier Engagé 2025

❖ Développement d’un réseau de conseillers carrière au sein d’Inria A venir

❖ Prévoir un entretien RH à la suite de démission ou de non renouvellement de

contrat
Engagé 2025

Quelques travaux réalisés ou en cours :

Ateliers GEPP sur les métiers IT (horizon 2024) et scientifiques (2025)

Pilotes : Pascale Berton et Julie Garnier, DRH_Service Développement RH

 Consolidation de la cartographie et du référentiel avant restitution globale

Sommaire
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Axe 3

Un accompagnement 

harmonieux des parcours 

professionnels

3a- Articuler les parcours 

professionnels des agents avec 

les besoins en compétence 

d’Inria

3b- Consolider la ligne 

managériale

3c- Evaluer et former

3d- Assurer un développement 

de carrière et un parcours 

professionnel paritaire et 

favoriser la diversité

3b- Consolider la ligne managériale
Etat 

d’avancement

Calendrier 

prévisionnel

❖ Proposer un plan global d’accompagnement des managers à Inria tout au long de

l’exercice des responsabilités d’encadrement
Engagé 2025

❖ Définir un plan d'accompagnement à la prise de fonction du manager (boite à

outils, etc.)
A venir 2025

Quelques travaux réalisés ou en cours :

MasterClass

✓ Promotion 1 – mars 2023

✓ Promotion 2 – avril 2024

Plan d’accompagnement des managers

✓ Ateliers Management

 Parcours de formation Management

Pilotes : Pascale Berton et Julie Garnier, DRH_Service Développement RH

Sommaire
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Axe 3

Un accompagnement 

harmonieux des parcours 

professionnels

3a- Articuler les parcours 

professionnels des agents avec 

les besoins en compétence 

d’Inria

3b- Consolider la ligne 

managériale

3c- Evaluer et former

3d- Assurer un développement 

de carrière et un parcours 

professionnel paritaire et 

favoriser la diversité

3c- Evaluer et former
Etat 

d’avancement

Calendrier 

prévisionnel

❖ Mettre en place l’évaluation des chercheurs (décret du 30 décembre 1983 modifié) A venir 2026

❖ Réfléchir à un dispositif d’évaluation pour les IT A venir 2026

❖ Poursuivre la rénovation du plan de formation d’Inria en accompagnant à la fois la

professionnalisation des lignes métiers mais également les projets d’évolution

individuelle

Déployé Au fil de l’eau

❖ Construire un catalogue de formations au niveau de l’Institut Déployé Au fil de l’eau

❖ Proposer une auto évaluation à mi carrière pour faire un bilan sur l’employabilité et

la gestion des parcours professionnels (évolution des missions, des responsabilités)
A venir

❖ Refondre l'entretien d'évaluation annuelle A venir

Sommaire
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Axe 3

Un accompagnement 

harmonieux des parcours 

professionnels

3a- Articuler les parcours 

professionnels des agents avec 

les besoins en compétence 

d’Inria

3b- Consolider la ligne 

managériale

3c- Evaluer et former

3d- Assurer un développement 

de carrière et un parcours 

professionnel paritaire et 

favoriser la diversité

3d- Assurer un développement de carrière et un parcours professionnel 

paritaire et favoriser la diversité

Etat 

d’avancement

Calendrier 

prévisionnel

❖ Accompagner les chercheurs tout au long de leur carrière En cours 2025

❖ Poursuivre le déploiement du plan d’égalité professionnelle entre les femmes et les

hommes d’Inria
Déployé Au fil 

❖ Déployer des formations tendant à lutter contre les biais et ainsi diminuer les

phénomènes d’auto-censure
Déployé Au fil de l’eau

❖ Lutter contre tout agissement à caractère sexuel et/ou sexiste au sein d’Inria Déployé Au fil de l’eau

❖ Communiquer et promouvoir auprès des élèves et étudiants, les possibilités de

carrière dans le domaine de la recherche (domaine du numérique)
Déployé Au fil de l’eau

❖ Accompagner les départs en fin de contrat, et ce pour renforcer l’attractivité et la

marque employeur et privilégier les retours possibles
A venir 2025

Quelques travaux réalisés ou en cours :

✓ Bilan Plan égalité professionnelle Femmes/Hommes 2022-2023

 Plan égalité professionnelle Femmes/Hommes 2024-2028 à venir

Groupe de travail « Accompagnement des chercheurs tout au long de la carrière »

✓ Entretiens et recueil des besoins

 Analyse et proposition d’une démarche globale (2025)

Pilote : Gaelle Riverieux, SRH de Grenoble

Sommaire
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Actions (1/2) 2023 2024 2025
T1 T2 T3 T4 T1 T2 T3 T4 T1 T2 T3 T4

4a- Modalités 

d’organisation du 

travail, un certain 

équilibre entre vie 

professionnelle et vie 

personnelle

❖ Revoir le règlement intérieur d’Inria

❖ Revoir les modalités de télétravail d’Inria en cohérence avec l’accord-cadre du 13 juillet

2021 en intégrant le retour d’expérience du télétravail généralisé ✓

❖ Refondre la charte du travail en site distant et expliciter son articulation avec le

télétravail 

❖ Adopter une charte pour une utilisation vertueuse des messagerie de communication

(intégrant le principe de droit à la déconnexion)
✓

❖ Définir les modalités d’organisation des réunions (fréquence, durée, horaire, contenu,

ordre du jour, relevé de décisions, gestion du temps et invités) 

❖ Accompagner les responsables pour une meilleure gestion et organisation de la charge

de travail des équipes 

4b- Refonte de la 

politique de 

rémunération : vers 

l’élaboration de LDG 

indemnitaires

❖ Déployer le RIPEC pour les chercheurs (bilan 1ère année) ✓

❖ Faire évoluer le RIFSEEP pour une plus grande attractivité des métiers à Inria ✓

❖ Faire évoluer le cadre d’emploi des personnels contractuels pour intégrer les nouvelles

modalités de recrutement (ISFP, CPJ …), en cohérence avec les principes applicables en

matière de RIFSEEP et de RIPEC


❖ Adopter des LDG indemnitaires applicables à l’ensemble des personnels, en Conseil

d’administration d’Inria 

Axe 4

Une attractivité renforcée

4a- Modalités d’organisation 

du travail, un certain équilibre 

entre vie professionnelle et vie 

personnelle

4b- Refonte de la politique de 

rémunération : vers 

l’élaboration de LDG 

indemnitaires

4c- Une politique sociale 

rénovée

4d- Une politique de 

prévention renforcée

 Expérimentation Echéance prévisionnelle     ✓ Réalisé Groupe de travail

Déployé au fil de l’eau

Engagé

Sommaire
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Axe 4

Une attractivité renforcée

4a- Modalités d’organisation 

du travail, un certain équilibre 

entre vie professionnelle et vie 

personnelle

4b- Refonte de la politique de 

rémunération : vers 

l’élaboration de LDG 

indemnitaires

4c- Une politique sociale 

rénovée

4d- Une politique de 

prévention renforcée

Actions (2/2) 2023 2024 2025
T1 T2 T3 T4 T1 T2 T3 T4 T1 T2 T3 T4

4c- Une politique 

sociale rénovée

❖ Rénover la politique sociale en toilettant notamment les anciens dispositifs pour mieux

répondre aux nouveaux besoins des agents d’Inria

❖ Construire une protection sociale complémentaire « groupe » (en étudiant les

possibilités de mutualisation avec d’autres opérateurs de l’Etat)

❖ Rénover la politique de restauration pour répondre aux nouvelles habitudes

alimentaires des agents et en intégrant une démarche éco-responsable

4d- Une politique de 

prévention 

renforcée

❖ Poursuivre le déploiement de la politique de maintien dans l’emploi des personnes en

situation de handicap

❖ Développer une évaluation des risques propres à l’institut

❖ Consolider la médecine du travail

❖ Valoriser et renforcer l’expertise du réseau prévention

❖ Engager une démarche d’évaluation des RPS au sein de l’institut

❖ Améliorer les conditions de travail 

❖ Renforcer le déploiement de politique de formation en santé et sécurité

 Expérimentation Echéance prévisionnelle     ✓ Réalisé Groupe de travail

Déployé au fil de l’eau

Engagé

Sommaire
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Axe 4

Une attractivité 

renforcée

4a- Modalités d’organisation 

du travail, un certain équilibre 

entre vie professionnelle et 

vie personnelle

4b- Refonte de la politique de 

rémunération : vers 

l’élaboration de LDG 

indemnitaires

4c- Une politique sociale 

rénovée

4d- Une politique de 

prévention renforcée

4a- Modalités d’organisation du travail, un certain équilibre entre vie 

professionnelle et vie personnelle

Etat 

d’avancement

Calendrier 

prévisionnel

❖Revoir le règlement intérieur d’Inria A venir

❖Revoir les modalités de télétravail d’Inria en cohérence avec l’accord-cadre du 13

juillet 2021 en intégrant le retour d’expérience du télétravail généralisé
Déployé

❖Refondre la charte du travail en site distant et expliciter son articulation avec le

télétravail
En cours 2025

❖Adopter une charte pour une utilisation vertueuse des messagerie de

communication (intégrant le principe de droit à la déconnexion)
En cours 2025

❖Définir les modalités d’organisation des réunions (fréquence, durée, horaire,

contenu, ordre du jour, relevé de décisions, gestion du temps et invités)
En cours 2025

❖Accompagner les responsables pour une meilleure gestion et organisation de la

charge de travail des équipes
En cours 2025

Quelques travaux réalisés ou en cours :

✓ Droit à la déconnexion

Pilote : Valentin Rios, SPRP

✓ Actualisation des modalités de télétravail

Note de cadrage avant déploiement national en septembre 2024

Pilote : Emmanuelle Jasserand, DRH_SMGRH

Sommaire
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Axe 4

Une attractivité renforcée

4a- Modalités d’organisation 

du travail, un certain équilibre 

entre vie professionnelle et vie 

personnelle

4b- Refonte de la politique de 

rémunération : vers 

l’élaboration de LDG 

indemnitaires

4c- Une politique sociale 

rénovée

4d- Une politique de 

prévention renforcée

4b- Refonte de la politique de rémunération : vers l’élaboration de LDG 

indemnitaires

Etat 

d’avancement

Calendrier 

prévisionnel

❖Déployer le RIPEC pour les chercheurs (bilan 1ère année) Déployé Au fil de l’eau

❖Faire évoluer le RIFSEEP pour une plus grande attractivité des métiers à Inria Déployé Au fil de l’eau

❖Faire évoluer le cadre d’emploi des personnels contractuels pour intégrer les

nouvelles modalités de recrutement (ISFP, CPJ …), en cohérence avec les

principes applicables en matière de RIFSEEP et de RIPEC

En cours 2025

❖Adopter des LDG indemnitaires applicables à l’ensemble des personnels, en

Conseil d’administration d’Inria
En cours 2025

Quelques travaux réalisés ou en cours :

✓Note de cadrage RIFSEEP du 31/03/2023 avec application le 01/04/2023

✓Note de cadrage Campagne d’attribution de la prime individuelle au titre de 2023 et de 2024  du 

11/07/2023

✓ Bilan RIFSEEP et RIPEC – mai 2024

Politique d’emploi des personnels contractuels

en matière d’attribution des moyens et d’offre de service en matière d’intégration, de développement 

RH et de  rémunération, toutes lignes métiers confondues

 Note de cadrage et déploiement à venir

Sommaire
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Axe 4

Une attractivité renforcée

4a- Modalités d’organisation 

du travail, un certain équilibre 

entre vie professionnelle et vie 

personnelle

4b- Refonte de la politique de 

rémunération : vers 

l’élaboration de LDG 

indemnitaires

4c- Une politique sociale 

rénovée

4d- Une politique de 

prévention renforcée

4c- Une politique sociale rénovée
Etat 

d’avancement

Calendrier 

prévisionnel

❖Rénover la politique sociale en toilettant notamment les anciens dispositifs

pour mieux répondre aux nouveaux besoins des agents d’Inria
Déployé Au fil de l’eau

❖Construire une protection sociale complémentaire « groupe » (en étudiant les

possibilités de mutualisation avec d’autres opérateurs de l’Etat)
En cours 2026

❖Rénover la politique de restauration pour répondre aux nouvelles habitudes

alimentaires des agents et en intégrant une démarche éco-responsable
A venir

Quelques travaux réalisés ou en cours :

Protection sociale complémentaire

✓ Réponse à l’appel d’offres du MESR pour un contrat groupé

 Déploiement au second semestre 2025

Pilote : Rachida Thimon, DRH_Service Développement RH

Mise à jour des dispositifs d’action sociale

✓Note de cadrage (CESU, AIP..) et la mise à jour de la page Intranet

✓Organisation de journées « Action sociale » dans les centres

 Rédaction d’un guide général des dispositifs de la politique sociale de l’Institut (prestations Enfance, 

Logement, Restauration collective, Vacances et Loisirs, Accompagnement social, Santé et 

Prévoyance) destinés aux agents titulaires et contractuels

Pilote : Rachida Thimon, DRH_Service Développement RH

Sommaire
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Axe 4

Une attractivité renforcée

4a- Modalités d’organisation 

du travail, un certain équilibre 

entre vie professionnelle et vie 

personnelle

4b- Refonte de la politique de 

rémunération : vers 

l’élaboration de LDG 

indemnitaires

4c- Une politique sociale 

rénovée

4d- Une politique de 

prévention renforcée

4d- Une politique de prévention renforcée
Etat 

d’avancement

Calendrier 

prévisionnel

❖Poursuivre le déploiement de la politique de maintien dans l’emploi des

personnes en situation de handicap
Déployé Au fil de l’eau

❖Développer une évaluation des risques propres à l’institut Déployé Au fil de l’eau

❖Consolider la médecine du travail En cours

❖Valoriser et renforcer l’expertise du réseau prévention Déployé Au fil de l’eau

❖Engager une démarche d’évaluation des RPS au sein de l’institut Déployé Au fil de l’eau

❖Améliorer les conditions de travail En cours 2025

❖Renforcer le déploiement de politique de formation en santé et sécurité Déployé Au fil de l’eau

Quelques travaux réalisés ou en cours :

✓ Plan handicap 

(SDRH / réseau des correspondants handicap)

Conditions de travail 

✓ Ateliers QVCT dans les centres de juin à septembre 

2024

 Plan d’action 2025-2026 à venir

Pilotes : Aurélie Moizo, DRH_Sce Developpement RH et 

Lorianne Mazur, SPRP

Programme annuel de prévention (SPRP / réseau des 

chargés et chargées de prévention)

✓ Evaluation des risques propres à l’institut

✓ Expertise du réseau prévention

✓ Politique de formation SST

Pilote : Valentin Rios, SPRP

Sommaire
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Indicateurs RH

Par souci de cohérence et de simplification, les indicateurs RH proposés s’appuient en partie sur ceux du

rapport social unique (RSU) annuel.

Cette liste n’est pas exhaustive et pourra être affinée en fonction des données recueillies et de l’analyse

souhaitée.

Plan d’actionSommaire
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Indicateurs RH (1/3)

Sommaire Plan d’action

2022 2023 2024

Effectifs

Effectifs rémunérés par Inria et ses partenaires en PP 4742 En attente RSU 2023

Effectifs rémunérés par Inria, permanents et non permanents, en PP 2805 2942

Taux de féminisation globale 34% En attente RSU 2023

Taux de féminisation sur la filière scientifique 20,3% En attente RSU 2023

Taux de féminisation sur la filière IT 57,6% En attente RSU 2023

Mouvements

Mobilité interne

Taux de mobilités inter-centres 5,1% En attente RSU 2023

Taux de mobilités entre structures d’affectation 14% En attente RSU 2023

Mobilité externe

Nombre de mobilités externes entrantes 149 En attente RSU 2023

Nombre de mobilités externes sortantes 153 En attente RSU 2023
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Indicateurs RH (2/3)

Plan d’action

2022 2023 2024

Conditions de travail

Nombre total d’accidents de travail ou de trajet déclarés 35 En attente RSU 2023

Nombre de jours moyen d’absence pour accident du travail 0,24 En attente RSU 2023

Nombre de jours moyen d’absence pour maladie ordinaire 2,72 En attente RSU 2023

Nombre de jours moyen d’absence pour CLM, CLD et CGM 2,10 En attente RSU 2023

Nombre d’agents en télétravail 1507 En attente RSU 2023

Nombre de comités d’intervention locale / / /

Nombre de réunions du comité de prévention des risques psycho-sociaux / / /

Présentation d'un bilan annuel de médecine du travail, couvrant l'ensemble 

des sites d'Inria
NON NON

Formation

Nombre d’agents rémunérés par Inria ou ses partenaires bénéficiant d’une 

formation financée par Inria
1196 En attente RSU 2023

Nombre moyen de jours de formation par agent rémunéré par Inria 1,63 En attente RSU 2023

Nombre de sessions de formation « management » / /

Nbre de responsables (REP ou de service) ayant bénéficié d’un parcours 

d’accompagnement à la prise de fonction
/ /

Ouverture d’une promotion de la MasterClass Inria / OUI OUI

Sommaire
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Indicateurs RH (3/3)

Sommaire Plan d’action

2022 2023 2024

Handicap

Taux d'emploi de bénéficiaires de l’obligation d’emploi 6% 3,44% 4,11%

Effectif total rémunéré de bénéficiaires de l’obligation d’emploi 95 121

Contribution Inria annuelle au titre de la DOETH 384.410 € 273,917 €

Taux d’apprentis en situation de handicap 6% 0 % 1,4%

Programme annuel de prévention national OUI OUI

Plan handicap 

Convention FIPHFP

OUI

OUI

OUI

OUI

Plan d’action Egalité professionnelle Femmes – Hommes OUI OUI


