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Measures for an improved working environment 
The following is a proposed plan of measures to follow up at TIK Centre for Technology, Innovation 

and Culture. The measures take as their point of departure the results from the ARK survey 

conducted at the Faculty of Social Sciences in the autumn 2021. TIK staff discussed the survey results 

in two meetings, 22 October and 18 November. 

The ARK survey is a tool for promotion of psychosocial factors in the work environment designed for 

the higher education sector in Norway. As The Faculty of Social Sciences conducted the survey during 

the Covid-19 pandemic with its exceptional working conditions, and this has probably had an effect 

on the results. All the more so at TIK as the Centre’s staff profile with ca 2/3 temporary staff means 

that a large part of the staff’s working environment has only been under the extraordinary conditions 

due to the pandemic. The proposed measures will reflect this situation but also try to address the TIK 

working environment in a normal context. 

 

The plan is developed by a working group nominated by Centre Director Fulvio Castellacci 6 February 

2022: 

• Markus Bugge (health and safety representative; and representative of Professors / Assoc. 

Professors) 

• Hilde Reinertsen (researchers representative) 

• Hilde Nykamp (postdoc representative) 

• Frauke Rohden (PhD representative) 

• Inger-Johanne Ullern (administration representative; secretary of the committee) 

The group’s mandate was as follows: 

The group will be working in the period between now and April. The final objective is to make 

a “tiltaksplan”, namely a list of actions and measures that TIK could undertake in the coming 

months in order to improve its working environment. This plan will be based upon and 

develop further the results of the ARK survey, and the discussions that we had in the staff 

meetings on ARK during the fall semester. 

If possible, the group will send this “tiltaksplan” to the Centre Director before Easter, so we 

may discuss it together. We will then present this to TIK’ staff. 

The survey results were summarized in 5 points,   

1. Leadership’s roles and responsibilities: 

How to communicate these more clearly to TIK’s employees? 

2. Internal communication and flow of information: 

How to improve TIK’s routines in this area? 

3. Administrative support: 

How to ensure more continuity and stability over time? 

4. Permanent vs temporary staff:  

How to create a more integrated working environment? 

https://www.ntnu.edu/ark
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5. A friendly social and working environment: 

How to ensure that this positive aspect of TIK will be maintained also in the coming years? 

 

In its discussions the working group have seen that the same possible measures respond to the 

different points, and this is reflected in the plan. 

Due to the staff profile at TIK, the working group sees pt 4 as somewhat overarching the other 

points, and has chosen to begin with measures within this thematic area. 

The plan should be integrated in TIK’s yearly “Årsplan”. This will also give a timeline for when results 

are expected, and for reporting on them. It will also be natural to revise the plan once the ARK survey 

is conducted next time (app. every 3-4 years). 

The following document is based on discussions in the staff meeting 10 May 2022. 

 

Permanent vs temporary staff:  

How to create a more integrated working environment? 
Proposed measures 

1) On- and offboarding 

The TIK Centre should have a more institutionalized onboarding programme. Especially for the group 

of temporary staff this should provide a “lifecycle information” for their period at TIK. This measure 

will also respond to the need for a better internal information. The ARK working groups suggests the 

following to be implemented: 

o A welcoming package including written information available for new employees when starting 

their contract. The working group has made a list for possible points to be included (see 

attachment). The information should be easily accessible for all staff at TIKs for employees web 

page. 

o Responsible: Administration with input from a working group appointed by the Centre 

Director where ph.d.s are represented. 

o In addition to the personal welcome and their start up meeting on new employees’ first day, they 

should be wished welcome by an e-mail to all staff at their first day at work. 

o Responsible: Head of Administration 

o A Buddy system among peers should be set up for new temporary staff. A check list of what the 

system should include should be made by the autumn semester 2022.  

o Responsible: Working group  

o As soon as possible after starting their contract new employees should be invited to introduce 

themselves at a TIK lunch.  

o Responsible: The lunch could be organized by the buddy and the employee’s project 

leader or supervisor.  

o When staff are leaving this should be marked by an informal social event, and informed about in 

advance. 

o Responsible: Centre leadership makes a routine for who is responsible. / Head of 

Administration  
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2) More individual follow-up of postdocs and researchers 

TIK should follow up temporary staff in the postdoc/researcher positions in a more individual and 

systematic manner. The aim is to give these staff members the best possible conditions for doing 

high-quality research in a temporary position, and to ensure that they gain experience needed to 

quality for full academic positions. The ARK group proposes the following measures: 

o Review the measures proposed in the University board’s report on support systems for early-

career researchers and the Faculty’s guidelines for post-doc positions and implement those that 

are not yet implemented. 

o Responsible: Centre director and Head of TIK board. 

o Explore the possibility of a local mentoring programme that connects staff with TIK alumni, 

modelled on the SAI mentoring programme. A possible format might be to extend the PhD Tøyen 

seminars and making a similar annual arena for the post doctors and researchers (a “TIK ph.d. 

day” or “TIK post-doctor day”). The mentors should be someone other than supervisor and 

project leader.  

o Responsible: It is unclear within the current organisational structure who should be in 

charge of developing such a programme. We suggest that the Centre director nominates 

postdocs/researchers to a working group to explore this measure. 

 

3) Inclusion of all staff groups in institutional activities 

The working group proposes a list of measures in order to assure more transparency and equality 

regarding the work tasks for TIK’s staff. These measures also respond to the need to improve internal 

information.  

The ARK working group suggests that: 

o TIK more systematically maps the phd-candidates and post doctors’ competences and 

needs in order to building their competences and include them in the Centre’s activities. 

o That the TIK leadership uses the “timeregnskap” in all its measure and explore the 

possibility of revision of contracts for ph.d.s and post doctors without teaching 

obligations or other duty work. 

o That educational activities are planned in a more transparent and systematic way. One 

possible measure is by inviting those that are interested in teaching present themselves 

at the end of each semester in the planning of the following. 

o Using juniors for working groups, organizing Tøyen or TIK seminars and other social and 

academic events, and being Buddys in the onboarding programme. 

Responsibility: Centre Director, Head of Administration and Master Coordinator. 

 

https://www.uio.no/english/research/young-researchers/standarder.html
https://www.uio.no/english/research/young-researchers/standarder.html
https://www.sv.uio.no/om/organisasjon/styret/moter/2021/2021-06-11/vedlegg/v-sak-9-notat-karrierestotte-for-forskere-i-tidlig-karrierefase.pdf
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Leadership’s roles and responsibilities: 

How to communicate these more clearly to TIK’s employees? 
In order to make the leadership’s roles and responsibilities more transparent for TIK’s employees, the 

ARK working group proposes measures that also respond to the need for better internal information 

and to engage different staff groups in organizing activities. 

Proposed measures 

1) Description of leadership group roles 

When the Centre Director forms his/her leadership group, a short description of each role and its 

functions should be made available for all employees. 

Responsibility: Centre Director 

2) Delegation of tasks, responsibility for structure 

The Centre Director should make sure that the regular activities such as TIK Lunches, TIK 

seminars and staff meetings are conducted. The detailed planning of each event should be 

delegated to staff. The lunches and seminars should also be more different – lunches more 

informal and seminars more formal. For both seminars and lunches there should be a structure 

that allows good possibilities for input from all staff. Research group leaders could inform each 

other of activities and explore common ground, as well as sharing good examples. 

Responsibility: Centre Director and research group leaders 

 

Internal communication and flow of information: 

How to improve TIK’s routines in this area? 
The task of improving TIK’s routines for internal communication and flow of communication is 

related to several of the thematic areas identified by the ARK survey, notably the task of making a 

more integrated working environment, the communication of leadership’s role and responsibilities, 

and administrative support. In this part the working group will point at some more practical 

measures to be tried out, but also a more overarching measure directed at ensuring transparency 

and strengthen the feeling of research community at TIK. 

Even after covid-19 and the Ullevål shared office space, hybrid modes of working are likely to stay. 

TIK should account for this by more digital, formal, and written modes communication, 

supplemented by informal and in-person communication whenever possible. 

 

Proposed measures: 

1) Methods for transparency and strengthening the research community. 

o One TIK seminar or staff meeting per semester could be dedicated to working 

environment. 

o The ARK method could be used as a method for staff meetings when cases need to 

be followed up: Getting input, facilitate discussions, making concrete suggestions. 

This helps to make transparent how processes are followed up. 

o Discussions could be organized by a mandate from the centre leadership and 

executing responsibility conferred on other persons. 
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o Making research results and achievements visible to all staff members. 

 

Responsible: Centre Director 

 

2) Effective use of digital tools for communication. 

o Establish routines and guidelines for three types of communication: 

▪ Documentation: An archive and shared knowledge repository for TIK. 

• Going through what needs to be internal documents in the 

administration and what can be stored and edited only on common 

pages, web or teams. 

• Systematize the structure of updating web pages etc. 

• Make TIK news easier to find by linking from both Norwegian and 

English web page. 

▪ Information: What is happening at TIK? 

• Information from leadership – TIK news and staff meetings 

• Mailing lists 

• Website (events and news) 

▪ Informal communication between employees 

• More structured guidelines on how to use different platforms, 

mailing lists, etc. for different communication activities. 

• Encouraging more digital formats (e.g. chat-function) for informal 

communication, either in research groups or at the TIK level. 

o The ARK working group suggests trying out Teams as a tool for internal discussions 

and knowledge sharing. A discussion of this plan might be a good way to try out the 

suggestion at the TIK level. For PhD students and post doctors a collection of 

templates for emails and so on, in combination with a chat could be a useful tool. 

o Investigate opportunities for training for all staff to use software for hybrid working, 

e.g. Outlook, Teams. 

 

Responsible: Head of Administration 

 

 

3) Shared TIK calendar. 

o At the end of each semester a plan for the next semester’s seminars, lunches, staff 

meetings, PhD training should be communicated  

o All employees should be encouraged to use and update their digital (Outlook) calendars. 

o Information about events should be included in TIK news and Outlook invitations well 

beforehand 

o Research group meetings and PhD milestones should be open and accessible for all to 

open up for collaboration across the groups. 

o Information about meetings and events should be shared as calendar invitations to all 

relevant TIK mailing lists as early as possible. 

 

Responsible: Centre Director, Research group leaders 
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Administrative support: 

How to ensure more continuity and stability over time? 
Proposed measures: 

 

1) Including administration in TIK activities 

o When new systems are introduced etc., administration could give small talks in lunch 

meetings, organizing speed dates in “administration day” or “spørretime”. Using an 

updated “who does what” to a larger extent. 

   

2) Including academic staff in administrative activities 

o Junior academic staff could be engaged in organizing TIK seminars, Christmas 

dinners, other social events, as well as participating in the newsletter redaction (i.e. 

one from each research group), being remunerated in the “timeregnskap”. 

 

Responsible: Head of Administration and Centre Director 

 

A friendly social and working environment: 

How to ensure that this positive aspect of TIK will be maintained also in the coming 

years? 
The ARK working group appreciates the different events taking place at TIK and suggest that they are 

key factors in keeping the good social and working environment at TIK. We propose a couple of 

measures to strengthen this structure. 

Proposed measures: 

1) TIK seminars 

The ARK working group suggests to reinstall the joint TIK seminars in addition to research 

group meetings. The seminar structure should be ensured by research group leaders, inviting 

visitors such as defence opponents for seminar presentations. Ph.D. students can act as 

coordinators for the practical organization of the seminars. 

 

Responsible: Centre Director and Research group leaders 

 

2) Ph.D. seminars 

The Tøyen seminars are helpful for developing papers and should be kept close to the 

current format. Additionally, having a more general component (for example information, 

training events, alumni events, or seminars) and a social component (scheduled break times 

for free discussion and a common dinner) should be added (back) to the program, 

encouraging all Ph.D. students to attend in order to meet and interact. One seminar could 

take the format of  a yearly retreat for Ph.D. students organized by TIK. 

 

Responsible: Centre Director and Ph.D. coordinator 

 

3) Meeting points throughout the week 

The Covid-19 and temporary premises at Ullevål have reduced the possibility of meeting 

points across the research groups and juniors/seniors. The ARK working group suggest that 
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existing events are strengthened in order to amend this and solidify the friendly social and 

working environment. Information across working groups as described in point 3 of “Internal 

information” above applies for this measure as well. 

• Continue Fridays fika and Tuesdays TIK lunches and develop these into informal 

bottom-up academic forums. 

 

Responsibility: Centre Director and research group leaders 

 

4) Interaction between staff and Master students 

TIK has a tradition for good interaction between staff and Master students. To continue this 

tradition, students should be invited to TIK activities, and be encouraged to organize 

activities for the staff within working hours, e.g. the Teknovatøren releases. TIK should 

organize a yearly celebration of Master theses where staff is expected to attend. 

 

Office space 2022 
Ullevål is for many of the temporary staff a permanent place, i.e. they will not return to Blindern. The 

working group has thus discussed and proposed measures that will help make the temporary 

premises an appropriate working environment this year. 

A more easily available office plan, guidelines on how much disturbance to be tolerated, 

reorganization of desks and making the premises more welcoming are among the measures that the 

working group has discussed and can be followed up by the administration. 
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Attachment 
List of possible points to include in a welcoming package 

The digital welcoming package should consist of two parts: One personal letter to each new 
employee with the procedure for how to start work at TIK and one generic summary of “basic need 
to know” when employed at the University of Oslo and TIK with its point of departure in the UiO 
information for new employees (https://www.uio.no/for-ansatte/ansettelsesforhold/starte-og-
slutte/ny/ ,  https://www.uio.no/for-ansatte/ansettelsesforhold/starte-og-slutte/ny/enheter/sv/ ) 

 

A) Personal letter 

The letter should include information about the newcomer’s project leader, the formal 

superior, and the buddy when the buddy system is introduced, description of the onboarding 

procedure and if relevant, the invitation to a first meeting. 

B) Getting started checklist 

There are internal procedures for on-boarding and the start-up meeting for phd students, but it 

would be nice to expand these and make them available in checklist format for new staff. 

Links to instructions can be added where needed. 

• Get your employee card 

• Edit your staff profile page 

• Sign up to relevant TIK mailing lists 

• ... 

C) Learn about TIK 

In this section, there should be links to or copies of documents maintained by TIK. These 

documents should be made available to all TIK employees, either as part of the TIK website or 

in Teams. Employees should be encouraged to use and help maintain these documents. 

• A short history of and organisation today: Fusion TMV and ESST, two research 

groups, how TIK is located within SV and UiO. 

• For PhD candidates: A short explanation of the Tøyen seminars. 

• Timeregnskap? Teaching and practical duties? 

• Roles and responsibilities at TIK, leadership structure – both descriptions, and 

contact of who currently holds that role 

o e.g. centre leader, phd coordinator, head of administration (and other 

administration roles), verneombud, board representatives, research group 

leaders, teaching coordinator, … 

• Information about regular events at TIK (and where to find the dates) 

o e.g. staff meetings, TIK seminar, TIK lunch, research group meetings, 

defenses and midway seminars 

• Information about communication channels, digital training and documentation 

structure 

 

D) Learn about UiO 

There is a lot of information available on the UiO websites. The goal for including this in a 

welcoming package is not to duplicate information but to point new staff to the information 

available already. 

• SV faculty pages 

• Employee pages with information about HR portal, travel bookings, working hours, 

holidays, sick leave, etc. 

https://www.uio.no/for-ansatte/ansettelsesforhold/starte-og-slutte/ny/
https://www.uio.no/for-ansatte/ansettelsesforhold/starte-og-slutte/ny/
https://www.uio.no/for-ansatte/ansettelsesforhold/starte-og-slutte/ny/enheter/sv/
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• Union pages 

• For PhDs: SV phd program, UiOdoc 

• For international staff: ISMO 

• Information about IT Systems: Cristin, Canvas, Inspera, HR Portal, Travel Agency, … 

• IT Support contact information, software centre, … 

• Library services 

• For female postdoctors: Inform about the UiO mentoring programme. 

 


