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 What is Charter & Code
 What is HR Strategy for Researchers
 The importance of HR Strategy for Researchers for 

inclusion of WBC research institutions in European 
Research Area

 Role of ReWBC project in development of HR 
Strategy for Researchers



 The European Commission has 
adopted on 11 March 2005 a 
European Charter for Researchers 
and a Code of Conduct for the 
Recruitment of Researchers. 

 These two documents are key 
elements in the European Union's 
policy to make research an 
attractive career, which is a vital 
feature of its strategy to stimulate 
economic and employment 
growth.

 Addressed to researchers as well 
as to employers and funders in 
both the public and private 
sectors



 Addresses the roles, responsibilities and 
entitlements of researchers and their 
employers or funding organisations. 

 It aims at ensuring that the relationship 
between these parties contributes to 
successful performance in the generation, 
transfer and sharing of knowledge, and to the 
career development of researchers.



 Aims to improve recruitment, to make 
selection procedures fairer and more 
transparent and proposes different means of 
judging merit 

 Merit should not just be measured on the 
number of publications but on a wider range 
of evaluation criteria, such as teaching, 
supervision, teamwork, knowledge transfer, 
management and public awareness activities.



 By the end of 2014, more than 480 
organisations from 35 countries in Europe 
and beyond had explicitly endorsed the 
principles underlying the Charter & Code

 Signing in itself is just one step in the right 
direction

 What institution should do is practical 
implementation of the Charter & Code 
principles.



 HRS4R supports research institutions and 
funding organisations in the implementation 
of the Charter & Code in their policies and 
practices. 



 Step 1 - The organisation carries out an 
internal gap analysis, for which the 
Commission provides a standard template 
(whose use is not mandatory) grouping all the 
40 Charter & Code principles in four areas 
('Ethical and professional aspects', 
'Recruitment', 'Working conditions & social 
security' and 'Training').



 Step 2 - The research institution or funding 
organisation publishes its 'Human Resources Strategy 
for Researchers' as well as clear information about it 
on its website in a publicly accessible place and in EN, 
and provides the link to the European Commission 
for posting on the EURAXESS website. 

 The document(s) published should summarise the 
main results of the internal gap analysis and present 
the actions proposed to ensure and/or improve 
alignment with the Charter & Code principles. 

 The action plan must include clearly assigned 
responsibilities for the different actions as well as a 
reasonably concrete timeline for their completion.



 Step 3 - Provided that the previous steps are 
formally respected, the European Commission 
'acknowledges' that the participating 
organisation has adopted a Human Resources 
Strategy for Researchers. 

 This acknowledgement gives the organisation
the right to use the 'HR Excellence in 
Research' award.



 Step 4 - The organisation implements its HR 
strategy and conducts a self-assessment
within the framework of its existing internal 
quality assurance mechanisms. 

 This self-assessment should be undertaken 
regularly, at least every second year after the 
HR award.



 Step 5 - External evaluation: 
◦ at least every four years after the HR award, 
◦ the organisation drafts a short report, showing the 

progress made towards the objectives of its HR 
Strategy for Researchers and its compliance with 
the principles of the Charter & Code. 

 The organisation will undergo an external 
evaluation by peer reviewers, either on site or 
remotely.



 The concrete implementation of the C& C by 
research institutions will render them more 
attractive to researchers looking for a new 
employer or for a host for their research 
project. 

 The award "HR Excellence in Research" will 
identify the institutions and organisations as 
providers and supporters of a stimulating and 
favorable working environment.



 Funding organisations implementing the C& C 
principles will contribute to the attractiveness 
of their national research systems and to the 
attractiveness of the European Research Area 
more generally. 



 The H2020 Annotated Model Grant Agreement 
(General MGA: August 2014) devotes Art. 32 to 
'Recruitment and Working Conditions for 
Researchers'. 

 This article is not an evaluation criterion; therefore it 
does not help institutions when applying for H2020 
funding. 

 However, following a check, audit, extension of audit 
findings, review or OLAF investigation, the H2020 
grant beneficiary may be requested to provide 
evidence that Art. 32 has been duly applied. 

 Within this frame, the HR logo may be considered a 
proof of the implementation of the C&C principles.



 32.1 Obligation to take measures to implement the 
European Charter for Researchers and Code of Conduct for 
the Recruitment of Researchers 

 The beneficiary must take all measures to implement the 
principles set out in the Commission Recommendation on 
the European Charter for Researchers and the Code of 
Conduct for the Recruitment of Researchers 46, in 
particular regarding: 

 - working conditions; 
 - transparent recruitment processes based on merit, and 
 - career development. 
 The beneficiary must ensure that researchers and third 

parties involved in the action are aware of them. 



 32.2 Consequences of non-compliance If the 
beneficiary breaches its obligations under this 
Article, the [Commission][Agency] may apply any 
of the measures described in Chapter 6.
◦ Reduction of the grant
◦ Administrative and financial penalties 

 The Commission/Agency will verify compliance 
with this obligation, when monitoring the action 
implementation and in case of checks, reviews, 
audits and investigations (see Article 22).



 Recruitment 
 Transparency 
 Judging merit 
 Selection 
 Variations in the chronological order of CVs 
 Recognition of mobility experience 
 Recognition of qualifications 
 Seniority 
 Postdoctoral appointments



 According to these principles, beneficiaries 
should have a clear policy for recruiting and 
selecting researchers, which is publicly 
available and ensures that:
◦ all research vacancies and funding opportunities are 

publically advertised (e.g. via the EURAXESS Jobs 
Portal56) 
◦ vacancies and funding opportunities are also 

published in English 
◦ vacancy announcements include a clear job 

description 
◦ vacancy announcements include the requirements for 

the position or the funding opportunity, and the 
selection criteria;



 there is an appropriate time period left between 
publication and the deadline for applications 

 there are clear rules for the composition of the 
selection panels (e.g. number and role of 
members, inclusion of experts from other 
(foreign) institutions, gender balance) 

 adequate feedback is given to applicants 
 there is a complaint mechanism 
 the selection criteria adequately value mobility, 

qualifications and experience, including 
qualifications and experience obtained in non-
standard or informal ways.



 Research freedom 
 Accountability 
 Non-discrimination 
 Working conditions 
 Research environment 
 Funding and salaries (in particular, adequate 

social security) 
 Stability and permanence of employment ・

Gender balance 
 Intellectual Property Rights 
 Complaints/appeals and 
 Participation in decision-making bodies.



 Career development 
 Access to research training and continuous 

development (independently of the 
researcher’s status) 

 Value of mobility 
 Access to career advice 
 Supervision 
 Evaluation/appraisal systems.



 Declarations of endorsement of Charter & 
Code by countries/HRS4R Acknowledged 
Institutions

◦ Albania 13/0
◦ Bosnia and Herzegovina 14/1
◦ Croatia 38/16
◦ FYRO Macedonia 8/2
◦ Montenegro 3/0
◦ Serbia 5/1

MT1



Slide 23

MT1 Miroslav Trajanovic; 21.3.2016.





 The main objective of the Re@WBC project is 
to contribute to enhanced management of 
human research potential at WB universities 
in line with national and EU strategies for 
researchers.



 It is expected that all partner universities will
◦ endorse the Charter & Code
◦ Create their own HRS4R and hence

 be awarded with HR Excellence in Research 
label by the European Commission during
project lifetime.



 WP1. Preparation for research potential 
enhancement

 1.1. Mapping research potential at WBC 
 1.2. Mapping HR management strategies at 

EU universities.
 1.3. Performing comparative analysis 
 1.4. Developing action plans for HE 

management reform 
 1.5. Purchasing ICT equipment 



 WP2. Excellent university for the researchers
 2.1. Creation of bylaws for HR enhancement
 2.2. Training of administrative staff 
 2.3. Seminar on HRS4R 
 2.4. Preparing and adopting HR strategy 
 2.5. Training trainers by EU partners
 2.6. Improving by-laws regulating promotion 

procedures.
 2.7. Plagiarism monitoring tools implementing
 2.8. Enhancing of  ethical committees through 

trainings. 
 2.9. Establishing links with scientific diaspora 



 WP3. Excellent researchers for the community
 3.1. Training researchers in C&C and HRS4R.
 3.2. Creating databases for better information 

flow
 3.3. Research methodology training of young 

researchers. 
 3.4.Training of young researchers in various 

skills. 
 3.5. Teaching methodology training 
 3.6. Developing a pilot Mentoring system 
 3.7. Raising awareness about multidisciplinarity
 3.8. Preparing a guidebook for young researchers



 Get to know your university leadership to the 
importance HRS4R

 Help to answer to the questions from the
questionnaire

 Help to prepare HRS4R in your university
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