Reference and preparatory material — on leadership
and participation at NTNU

This document provides information prepared to introduce the discussions on leadership
and participation that will take place at NTNU in spring 2026. The background is that, in
December 2025, the NTNU Board requested that the Rector initiate a broad dialogue on
how leadership and participation function in practice at the university. The Board wishes to
hear from employees and students about what works well, where the challenges lie, and
which improvements should be considered.

The document is intended to serve as a reference and as preparatory material for
discussions to be conducted within the units. Throughout the text, links are provided to
legislation, agreements, previous board cases, and other relevant documents for those who
wish to explore the topics further. A dedicated wiki page with additional resources has also
been created. All employees and students are encouraged to participate actively in
discussions within their units, and individuals can also submit viewpoints and proposals
through an online form.

Discussion on leadership and participation

Board Case S-sak 51/2025: Plan for intern diskusjon om ledelse og styrket medvirkning ved
NTNU (in Norwegian)

Board case S-sak 51/2026 Protocol (in Norwegian)

Background

The Board’s request

The Board has requested that the Rector ensure that a discussion on leadership and
participation is carried out at NTNU. More specifically, the Board asks that the following
questions guide the discussion:

e How do current arrangements for participation and democracy function at NTNU?
o Which arenas and practices work well?

e In which areas is the perceived distance particularly large and challenging? Concrete
examples are encouraged.

e Which measures should be implemented to strengthen employees’ and students’
influence on important decision-making processes? For example: How can the process
leading up to the appointment of a rector be made more open and inclusive for
employees and students?



The discussions will take place between February and April 2026.

Summaries of proposals and viewpoints from the discussions will be collected through an
online submission form. When proposals originate from a unit, the head of unit and the
safety representative (verneombud) are asked to submit the form jointly.

Why discuss leadership and participation at NTNU?

The Basic Agreement for the Civil Service (Hovedavtalen) and the Working Environment Act
(Arbeidsmiljsloven) emphasize the importance of involving employees and employee
representatives in the development of the organization and its leadership practices. The laws
and agreements provide a clear normative framework for broad participation, transparency,
and constructive cooperation between employer and employees.

This spring’s discussion will also include students. The Board has stressed that it is important
for students to contribute their perspectives and recommendations.

A well-functioning university democracy requires opportunities for both direct participation
(direkte medvirkning) and co-determination (medbestemmelse). The internal discussions are
intended primarily to explore how participation, openness, and trust can be strengthened in
practice. They do not involve changes to the formal co-determination bodies. NTNU’s local
adaptation agreement (Tilpasningsavtalen) to the Basic Agreement for the Civil Service was
revised in summer 2025.

Engaging employees, students and leaders in discussions about how leadership and
participation function in practice can enhance understanding of how the university is
organized and governed. This process may highlight what works well, identify areas in need
of improvement, and generate concrete proposals. The input will be valuable for the Board’s
consideration of measures to reduce perceived distance and strengthen participation, and
for its deliberations on questions concerning NTNU'’s leadership model.

NTNUs Local Adaption Agreement (Tilpasningsavtalen in Norwegian)




The Resource Group — composition and role

To facilitate constructive discussions, ensure the quality of the process and summarize the
input, the Board has appointed a resource group led by Terje Lohndal. The other members of
the group are Tone Frost Bathen, Helge Holden, Anne Larsen, Eli Beate Jakobsen Larsen, Lea-
Sofie Thomsen Lie, Nikola Plavac, and Toril Aalberg.

Relevant premises and topics

Academic freedom and freedom of expression

Academic freedom (Section 2-2 of the University and University Colleges Act) and freedom
of expression (Section 100 of the Norwegian Constitution) are fundamental conditions for
open exchanges of opinion on academic matters and for the development of the university.
These rights also carry responsibilities. Leaders, employees and students share a
responsibility to safeguard these values and contribute to a healthy climate for free
expression at NTNU.

NTNU'’s Strategy 2035 states that academic freedom is essential for NTNU to achieve its
ambitions and fulfil its societal mission.

Act relating to universities and university colleges
The Constitution of the Kingdom of Norway
NTNUs strategy 2035

Governance and leadership in academia

Joint leadership, with an elected rector and a university director was the standard model at
all Norwegian universities until 2016. In 2005, the University and University Colleges Act
introduced the alternative of an appointed rector, which NTNU chose to adopt. From 2016
onward, the appointed-rector model combined with unitary leadership became the new
standard. Under NTNU’s unitary leadership structure, the rector serves as both the academic
and administrative head of the university. In the 2024 revision of the Act, the alternative
model with an elected rector was retained. An institution board may, by simple majority,
decide to change the leadership model. Today, among Norway’s 21 universities, only NMBU,
UiO, UiB and UiA have elected rectors.

The Universities and University Colleges Act regulates governance and leadership at the
institutional level. Institutions therefore have considerable freedom in organizing leadership
at lower levels. For the sake of clarity in decision-making lines, it is generally advantageous
to maintain unitary or joint leadership as a consistent principle across levels. Within the
same leadership model, however, leaders may still be recruited either through appointment
or election, as is the case at UiO.



Institutions may also choose whether to establish elected bodies at lower levels, and

whether these bodies should have decision-making authority or an advisory role. The
authority of leaders and elected bodies will always operate within the framework of
decisions made at higher levels, as well as applicable legislation and agreement.

In recent years, UiA and UiT have examined and discussed their leadership models.
Below is a summary of the key differences between appointed and elected rector models.

Assessment Report Technopolis (in Norwegian)

Board case UiA 2022 (in Norwegian)

Pros and cons of alternative models of governance - report to the NMBU-Board (in
Norwegian)
Board case UiT (in Norwegian)

Model with an appointed and elected rector
(summary based on The Universities and University Colleges Act)

Model with appointed rector

Model with elected rector

Governance e The board is the highest governingbody | ¢ The board is the highest governing body,
of universities, and exercises oversight and exercises oversight of the
of the institution. institution.
e The Ministry appoints one of the e The elected rector serves as chair of the
external board members to chair the board.
board. e The university director serves as the
e Rector serves as the appointing appointing authority.
authority
Leadership e Theinstitution has unitary leadership. e The institution has joint leadership
level 1 e The appointed rector is the chief e On behalf of the board, the elected

executive of the entire institution.

rector has overall responsibility for and
shall manage and supervise the
institution’s activities

The director is responsible for the overall
administrative activities at the
institution in accordance with the
framework established by the board.
The board may not delegate decision-
making authority related to
administrative matters such as property
management, HR or financial
management from the university
director to the rector.

Internal and
external
candidates

Recruitment normally follows the
sequence:

1. Appointment of rector
2. Appointment of pro--rectors

Recruitment normally follows the sequence:

election of rector and pro-rectors (team)
other teams are appointed by the rector




Participation in
recruitment

e The board must ensure that students
and employees are heard in the hiring
process.

Participation in recruitment is secured
through:
e consultation on qualification
requirements
e search and nomination committees
e public applicant lists (only external
applicants may be exempt)

e Arecruitment group including board
representatives, students, and
employee representatives conduct
interviews, reference checks and
assessments. They may arrange open
meetings where the candidates
introduce themselves.

e The board makes the final appointment
decision, following the principle of the
best qualified candidate.

The rector may be appointed by way of
election in accordance with the
University and University Colleges Act
and in accordance with regulations
established by the board.

The board may appoint a search and
nomination committee

The rector’s election platform (election
campaign)

Direct election (rector team)

The votes of the employees shall be
weighed 70-75 per cent, and the votes
of the students shall be weighed 25 - 30
per cent.

The Rector’s

e Legitimacy through employment is

Legitimacy through elections based on

legitimacy based on the board’s assessment of the the voters’ assessment of the
candidates’ qualifications and personal candidates’ qualifications and election
suitability. platforms.
e The institution’s strategy is developed in The rector’s election platform is further
interaction with the organization and developed in collaboration with the
the board. -
organization and the board.
Dismissal e The board may dismiss the rector and The rector cannot be dismissed but may

appoint a new rector for the remaining
period.

ask for resignation. The King in Council
may dismiss a board member if there
are compelling reasons for doing so.

Governance and leadership at NTNU

According to the Universities and University Colleges Act (Sections 4-5 and 4-6), the
institution is led by the rector. NTNU has an appointed rector and an external chair of the
board. In this model, the rector serves as the appointing authority. Alternatively, the Board
may choose an elected Rector, in which case the university director becomes the appointing

authority.

NTNU introduced unitary leadership as its overarching model in 2005. Unitary leadership
means that the Rector, Deans, Heads of Department have overall responsibility for the full
portfolio of their respective units. The aim was to establish a more decisive organizational
structure with clear reporting and instruction lines (Board Cases S-sak 17/05 and S-sak
34/03). At the department level, a key motivation was to strengthen academic leadership
(Board Cases K34/03 and K-sak 2018/98).




In 2013, NTNU introduced appointed heads of department as the general rule. One
advantage was that appointed heads would have leadership responsibilities as their primary
role. Appointment processes involving participation from elected representatives, followed
by final approval from the faculty board, were also regarded as important quality-assurance
mechanisms that supported the recruitment of qualified and suitable candidates. In 2021,
the Moen Committee proposed 25 improvements to leadership recruitment processes,
many of which were implemented during the 2024—2025 recruitment cycle.

Models of leadership and governance at NTNU

1998 Unitary leadership at the institutional level

2005 Faculty and department councils (replacing previous boards)

Appointed rectors and deans

Unitary leadership at the faculty and department levels (replacing boards at
the lower levels)

2008 Faculty and department boards reintroduced; department councils allowed
as an alternative
2013 Appointed heads of department

Department boards, department councils or extended management groups
as alternative governance and participation arrangement.
Permanent participation bodies for academic staff at departments

The Universities and University Colleges Act specifies that the board determines the
institution’s internal organization at all levels. The board also decides whether the rector is
appointed (unitary leadership) or appointed by election (joint leadership). NTNU has a
consistent system of appointed leaders at all three levels: rector, deans and heads of
department.

There is flexibility within the current model - for example, by making the process of
appointing a rector more transparent and inclusive. Across the Nordic region, there are also
examples of hybrid leadership models that combine elected and appointed leaders.

Board cases S-sak 17/05 and S-sak 34/03 (in Norwegian)
Report from Moen Committee (in Norwegian)
Evaluating NTNUs governance and leadership, report Rokkansenteret 2008 (in Norwegian)

University democracy at NTNU

The Universities and University Colleges Act (Sections 4-1 to 4-4) regulates the election of
employee and student representatives to institutional boards. Institutions themselves may
decide whether to establish elected bodies at lower organizational levels.



According to NTNU's delegation regulations, all faculties must have faculty boards, while
departments may choose among the following structures:

e Department Board
e Department Council
e Extended Management Group

Students exert influence through student democracy and through their representation on
boards, councils and committees.

Elected bodies at lower levels have decision-making authority within the framework set by
higher-level decisions, legislation and regulations. Typical areas include budgets, staffing
matters, and study plans. Department boards have decision-making authority, while
extended management groups function as advisory bodies.

The system of extended management group was introduced in 2013, and today around half
of the departments use this arrangement. Departments must also ensure genuine
participation through: “All staff (open) meetings” and “Forums for employees in teaching
and research positions”.

The FAFO report (515/21, Svalund et al., 2020) showed that employees generally experience
good influence over their daily work. At the same time, several areas for improvement were
identified:

e the need for better internal communication
e greater transparency in processes

e strengthening a culture of participation

e more suitable local participation structures

e considerable potential for reducing the perceived distance between level 3
(departments) and level 1 (central management)

The Board instructed the Rector to continue working on these improvements. Follow-up
measures have included:

e strengthening internal communication

e systematic efforts to improve the quality and relevance of the IDF-LOSAM meetings
e anew local adaptation agreement (Tilpasningsavtalen, 2025)

e structured working environment processes through the ARK-survey

e initiatives to better include international staff, such as language support and
mentoring schemes

e increased emphasis on cooperation and co-determination in the leadership
development programme (Gremdlslederprogrammet, from 2025)



Employee participation regarding work conditions
A distinction is commonly made between:

e Co-determination (medbestemmelse), exercised through elected employee
representatives

o Direct participation (direkte medvirkning), which gives employees self-determination
regarding how work is organized and how tasks are carried out in their own work
areas.

Genuine participation refers to employees’ rights and responsibilities to influence their own
working situation. This occurs through dialogue with leaders, participation in local processes,
and contributions to development and improvement activities.

The Working Environment Act clarifies:
e the requirements for employee participation (Section 4-2)

o employees’ duty to participate (Section 2-3)

Although the provisions are primarily aimed at the working environment, in practice they
involve participation in the general development of the workplace. Through the work
environment surveys and the follow-up of these, employees and units are invited, among
other things, to discuss and develop measures to improve “participation and information
flow” and the “exercise of leadership” within their own unit. These are important areas for
direct participation and for the development of the organization.

The Basic Agreement for the Civil Service aims to:

o provide employees with genuine influence over the organization of their workplace
and the development of working methods

e serve as a tool for developing leadership, co-determination and the working
environment

e ensure that individual employees have opportunities for professional and personal
development; work must therefore be structured and arranged in such a way as to
make use of the employees’ knowledge and expertise

e Promote cooperation that supports flexible and user-oriented services, a satisfactory
working environment, sound leadership, improved performance and positive
relations with the public

Chapter 11 of NTNUs Local Adaptation Agreement (Tilpasningsavtalen) emphasizes that:

¢ employees should have direct influence over how their work is organized and how
their working methods are developed



o leaders at all levels must facilitate direct participation (direkte medvirkning)

o employees must receive early information and be given opportunity to express their
views before decisions are made

Participation may also include involvement in project groups, committees, and similar
bodies.

The Working Environment Act
NTNUs Local Adaptation Agreement (in Norwegian)

Co-determination at NTNU

The government and the confederations of government employees’ unions have established
the Basic Agreement to create the best possible basis for cooperation between the parties at
all levels (principal purpose, Section 1). The right to co-determination is primarily exercised
through elected employee representatives.

NTNU’s adaptation agreement to the Basic Agreement in the Civil service was revised by a
joint working group in 2025. According to this agreement, employee participation takes
place through:

e Central Cooperation Committee - IDF-SESAM at the institutional level
e |ocal Co-operation Committee - IDF-LOSAM at the faculty level
e ASAM and GSAM at the campuses in Alesund and Gjgvik

In matters related to the working environment, employees also exercise representative
influence through their safety representatives and elected employee representatives in:

e \Workplace Environment Committee - AMU at the institutional level
e |LAMU at the faculty level
e SAMU locally in Gjgvik and Alesund

Participation and co-determination at NTNU

Student participation at NTNU

Through the student government, students can help develop NTNU as an educational
institution, and work to ensure that students’ voices are heard in matters related to
educational quality, campus development, accommodation, the learning environment, and
similar issues.




Students elect two of the eleven members of the NTNU Board (elections are held each
spring). Two of the faculty representatives (FTR) are members of the faculty board/museum
board, and two of the department representatives (ITR) are members of the department
board/extended management group.

The Student Parliament (Studenttinget) is the highest decision-making body for NTNU
students (elections are held each autumn). The Student Parliament issues statements on
behalf of all students at NTNU and is composed of representatives reflecting the full breadth
of the university. There are also local student parliaments in Gjgvik and Alesund. The
Student Parliament appoints student representatives to permanent NTNU committees that
deal with student- and education-related matters, such as NTNUs Education Committee
(Utdanningsutvalget), NTNU’s Learning Environment Committee (Laeringsmiljgutvalget),
NTNU’s executive committees for teacher education, engineering and Master of Science
programmes, and the Committee for Student Affairs.

At the faculties and departments, the elected student representatives speak on behalf of
students in relevant matters that affect students locally. Elections for faculty representatives
and department representatives are held in both spring and autumn.

Students also participate in quality assurance of education through reference groups at
course level and programme representatives at the study programme level.

Student government at NTNU

Plan for the spring discussions

Principles

The discussions will be based on the following principles:
Clearly framed

Broad and inclusive

Based on existing knowledge

Dialogue based -based

Transparent

Combination of existing and new arenas

Timeline, activities and responsibilities

Timeline Activity Responsible for
implementation
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Mid to late February

Information and launch

Rector, the Resource Group

Late February — 16. April

Dialogue in the
organization, submission of
input

Unit leaders in collaboration
with safety representatives,
Student Parliament.

Mid April — mid May

Compilation of viewpoints
and proposals

Resource Group,
administrative support

Mid May

Preparation of Board Case

Rector

19 June

NTNU Board Meeting

Rector

Available «tool kit»

On the webpage “Discussion about leadership and participation” you will find:

e An online version of this document (reference and preparatory material)
e A guide for leaders on how to carry out local processes, including a presentation

e Online submission forms
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