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ODPORUCANIE KOMISIE
Z 11. marca 2005
tykajace sa Europskej charty vyskumnych
pracovnikov a Kddexu spravania pre nabor
vyskumnych pracovnikov

Komisia eurdpskych spolocenstiev,

so zretelom na Zmluvu o zaloZeni Eurépskeho spolocenstva, najma na jej
¢lanok 165

kedZe
(1) Komisia povaZovala za potrebné zriadit v januari 2000 * Eurépsky
vyskumny priestor ako zékladn( sic¢ast bud(cich ¢innosti Spolocen-

stva v tejto oblasti s cielom upevnit a zabezpecit Struktdru eurépskej
politiky v oblasti vyskumu.

(2) Eurépska rada na svojom zasadnuti v Lisabone urcila pre Spolocen-
stvo ciel stat sa do roku 2010 najkonkurenc¢nejSou a najdynam-
ickejSou znalostnou ekonomikou na svete.

(3) Rada savo svojej rezollicii z 10. novembra 2003 > zaoberala otazkami
slvisiacimi s profesiou a kariérou vyskumnych pracovnikov v eur6p-
skom vyskumnom priestore a uvitala najma zamer Komisie snazit sa
o vypracovanie Charty eur6pskeho vyskumného pracovnika a Kédexu
spravania pre nabor vyskumnych pracovnikov.

KOM(2000) 6 konecné verzia z 18.1.2000.

0. v. EQ, C 282, 7 25.11.2003, s. 1-2. Rezolicia Rady z 10. novembra 2003 (2003/C 282/01
tykajlca sa profesie a kariéry vyskumnych pracovnikov v eurépskom vyskumnom priestore).
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Zisteny potencialny nedostatok vyskumnych pracovnikov 3, najma
v niektorych klG¢ovych vednych odboroch, bude v blizkej budicnosti
predstavovat vazne ohrozenie inovacnej sily, znalostnej kapacity a rastu
produktivity v EU a mdZe zabranit dosiahnutiu lisabonskych
a barcelonskych cielov. V ddsledku toho musi Eurépa vyrazne zlepSit
svoju atraktivnost pre vyskumnych pracovnikov a posilnit Gicast Zien —
vyskumnych pracovnicok — tym, Ze pre nich poméZe vytvorit potrebné
podmienky na udrzatelnejSiu a pritaZlivejsiu kariéru v oblasti vyskumu
avyvoja“.

Dostatocné a dobre rozvinuté [udské zdroje vo vyskume a vyvoji st zak-
ladnymi kamenmi napredovania vo vedeckom poznani a technolog-
ického pokroku, ktoré posiliujd kvalitu Zivota, zabezpecujd blahobyt
eurépskych obcanov a prispievaji ku konkurencieschopnosti Eurépy.

Je potrebné zaviest a implementovat nové nastroje na rozvoj kariéry
vyskumnych pracovnikov, €o prispeje k zlepSeniu kariérnych vyhli-
adok vyskumnych pracovnikov v Eurépe.

ZlepSené a viditelnejSie vyhliadky v oblasti kariéry prispievajd aj
k budovaniu pozitivneho pristupu verejnosti k profesii vyskumného
pracovnika, a tym povzbudzujd viac mladych [udi, aby zacali kariéru
vo vyskume.

Rozhodujicim politickym cielom tohto odporicania je prispiet
k rozvoju atraktivneho, otvoreného a udrZatelného eurépskeho trhu
prace pre vyskumnych pracovnikov, na ktorom ramcové podmienky
umoznia vykondavat nabor a zachovavat vysoki kvalitu vyskumnych
pracovnikov v prostredi, ktoré podpori efektivnu pracu a produktivitu.

Je potrebné, aby sa €lenské Staty snazili poskytndt vyskumnym pracov-
nikom systémy udrZatelného rozvoja kariéry vo vSetkych Stadiach kar-

KOM (2003) 226 konecna verzia a SEK(2003) 489 7 30.4.2003.
SEK (2005) 260.



iéry, bez ohladu na ich zmluvné postavenie a zvoleny smer kariéry vo
vyskume a vyvoji a zabezpecit, aby vyskumni pracovnici boli povaZzovani
za odbornikov a za neoddeliteln( stéast indtit(cii, v ktorych pracuja.

(10) Aj ked ¢lenské staty vynaloZili znacné Gsilie na prekonanie adminis-
trativnych a pravnych prekazok geografickej a medziodvetvovej mobil-
ity, mnohé z tychto prekazok nadalej pretrvavaja.

(11) Je potrebné, aby vsetky formy mobility boli podporované ako sicast
komplexnej politiky ludskych zdrojov v oblasti vyskumu a vyvoja na
vn(troStatnej, regionalnej a institucionalnej drovni.

(12) Je potrebné, aby hodnota v3etkych foriem bola v plnej miere uznanav sys-
témoch hodnotenia a rozvoja kariéry vyskumnych pracovnikov, a tak
zarucila, Ze takato prax bude napomahat ich profesionalnemu rozvoju.

(13) Je potrebné zvazit vypracovanie jednotnej politiky v oblasti kariéry
a mobility vyskumnych pracovnikov do * Eurépskej Gnie a z Eurdpskej
Gnie vzhladom na situaciu v rozvojovych krajinach a v oblastiach v ramci
Eurépy a mimo nej tak, aby budovanie vyskumnych kapacit v Eurépskej
Gnii neprebiehalo na Gkor menej rozvinutych krajin alebo oblasti.

(14) Organizacie financujice vyskumnych pracovnikov alebo ich zamestna-
vatelia ako instit(icie vykonavajlce nabor pracovnikov sd zodpovedni
za zabezpecenie otvorenych, transparentnych a medzinarodne porov-
natelnych postupov na vyber a nabor vyskumnych pracovnikov.

(15) Spolocnost by mala viac ocenovat zodpovednosti a profesionalitu,
ktoré preukazujd vyskumni pracovnici pri vykonavani svojej prace na
roznych drovniach svojej kariéry a plneni svojej mnohostrannej Glohy
pracovnikov, vodcov, koordinatorov projektov, manazérov, vedicich
vyskumu, ucitelov, poradcov v oblasti kariéry alebo vedeckych
sprostredkovatelov.

> KOM(2004) 178 konecna verzia zo 16.3.2004.




(16) Toto odporicanie predpoklada, Ze hlavnou povinnostou zamestna-

(17)

vatelov alebo organizacii, ktoré financujd vyskumnych pracovnikov, je
zabezpecit splnenie prislusnych vnitrostatnych, regionalnych alebo
odvetvovych legislativnych podmienok.

Toto odporicanie poskytuje ¢lenskym Statom, zamestnavatelom,
financujlcim organizaciam a vyskumnym pracovnikom hodnotny
nastroj na slobodné prijatie dalSich iniciativ na zlepSenie a upevnenie
vyhliadok vyskumnych pracovnikov v oblasti kariéry v Eurépskej dnii
a na vytvorenie otvoreného trhu prace pre vyskumnych pracovnikov.

(18) VSeobecné zasady a podmienky naznacené v tomto odporicani si

vysledkom procesu porady s verejnostou, s ktorym sa plne stotoZnujd
Clenovia Riadiacej skupiny pre [udské zdroje a mobilitu.

Tymto odporica:

1.

Aby sa Clenské Staty snazili prijat potrebné opatrenia k tomu, aby zamest-
navatelia alebo organizacie financujlce vyskumnych pracovnikov vytvorili
a udrzivali priaznivé vyskumné prostredie a pracovni kultdru, v ktorych si
budu jednotlivcov a vyskumné skupiny vazit, povzbudzovat a podporovat,
a bude im poskytovana potrebna materidlna a nemateridlna podpora, aby
mobhli splnit svoje ciele a Glohy. Z tohto hladiska je potrebné davat prednost
najmd organizacii pracovnych podmienok a podmienok odbornej pripravy
v prvotnom Stadiu kariéry vyskumného pracovnika, kedZe prispieva
k buddcej volbe a atraktivnosti kariéry v oblasti vyskumu a vyvoja.

Aby sa Clenské Staty snaZili podla potreby prijat rozhodujlce opatre-
nia zabezpecujlce, aby zamestnavatelia alebo organizacie financu-
jace vyskumnych pracovnikov zlepSili metédy naboru a systémy
hodnotenia/ocenovania kariéry s cielom vytvorit transparentnejsi,
otvoreny, spravodlivy a medzinarodne uznany systém naboru pra-
covnikov a rozvoja kariéry, ktory je nevyhnutnym predpokladom sku-
tocného eurdépskeho trhu prace pre vyskumnych pracovnikov.



Aby Clenské Staty — ked'Ze formuluji a prijimaja vlastné stratégie a
systémy na rozvoj udrzatelnej kariéry vyskumnych pracovnikov —
primerane zohladriovali a riadili sa vSeobecnymi zasadami a pod-
mienkami uvadzanymi ako Eurépska charta pre vyskumnych pracov-
nikov a Kédex spravania pre nabor vyskumnych pracovnikov, ktoré
st navrhnuté v prilohe.

Aby sa clenské Staty snazili preniest tieto vSeobecné zasady a pod-
mienky v ramci svojej oblasti zodpovednosti do vndtroStatnych
usmernujicich ramcov alebo odvetvovych a/alebo institucionalnych
noriem a usmerneni (charty a/alebo kédexy pre vyskumnych pracov-
nikov). Pri plneni tejto Glohy by mali zohladnit velkd réznorodost
pravnych predpisov, nariadeni a pravnych postupov, ktoré v roznych
krajinach a réznych sektoroch stanovuji priebeh, organizaciu a pra-
covné podmienky kariéry v oblasti vyskumu a vyvoja.

Aby Clenské Staty povazovali takéto vSeobecné zasady a poZziadavky
za neoddeliteln( sicast mechanizmov zabezpecenia institucional-
nej kvality tym, Ze ich budid povaZovat za prostriedky na zavedenie
kritérii financovania do vnitrostatnych/regionalnych planov financo-
vania, ako aj ich prijmd za kontrolné, monitorovacie a hodnotiace
postupy Statnych organov.

Aby sa clenské Staty nadalej usilovali prekonavat pretrvavajice
pravne a administrativne prekazky mobility, vratane prekazok, ktoré
slvisia s mobilitou medzi sektormi a mobilitou medzi ré6znymi funk-
ciami a v ramci roznych funkcii, zohladnujic rozSirend Eurépsku Gniu.

Aby sa clenské Staty snazili zabezpecit, aby vyskumni pracovnici
mohli vyuZivat primerané socialne zabezpecenie podla svojho
pravneho postavenia. V tomto zmysle je potrebné venovat zvlastnu
pozornost prenosnosti prav na déchodok, ¢i uZz zakonny alebo
doplnkovy, v pripade vyskumnych pracovnikov, ktori sa pohybujd
v ramci Statneho alebo sikromného sektora v tej istej krajine a aj
v pripade tych vyskumnych pracovnikov, ktori sa pohybujd mimo




10.

11.

12.

13.

hranic svojho Statu v ramci Eur6pskej Gnie. Takéto systémy by mali
zarucit, Ze vyskumni pracovnici, ktori v priebehu svojho Zivota zmenia
zamestnanie alebo preruSia svoju kariéru, nestratia narok na socialne
zabezpecenie.

Aby clenské Staty zaviedli potrebné monitorovacie Struktdry s cielom
pravidelne prehodnocovat toto odporicanie, ako aj posidit, ako
zamestnavatelia, financujlce organizacie a vyskumni pracovnici
uplatiujd Eurépsku chartu pre vyskumnych pracovnikov a Kédex
spravania pre nabor vyskumnych pracovnikov.

Aby kritéria na posudzovanie boli zavedené a schvalené ¢lenskymi
Statmi v zmysle prace, ktora prevzal Riadiaci vybor pre ludské zdroje
a mobilitu.

Aby clenské Staty ako zastupcovia medzinarodnych organizacii
zaloZenych na medzinarodnej Grovni primerane zohladnovali toto
odpordcanie pri navrhovani stratégii a pri rozhodovani o ¢innostiach
tychto organizacii.

Toto odpordcanie je uréené clenskym Statom, ale je tieZz mienené ako
nastroj na podporu socidlneho dialégu, ako aj dialég medzi vyskumnymi
pracovnikmi, zaujmovymi skupinami a spolocnostou vseobecne.

Clenské 3taty sa vyzyvaj(, aby pokial'je to moZné informovali Komisiu do
15. decembra 2005 a potom kazdy rok o akychkolvek opatreniach, ktoré
prijali v sdvislosti s tymto odporcanim a informovali ju o prvych vysled-
koch jeho uplatiiovania, ako aj poskytli priklady dobrych skisenosti.

Komisia bude toto odporicanie pravidelne prehodnocovat v zmysle
otvorenej metddy koordinacie.

V Bruseli 11. marca 2005

Za Komisiu
Janez Potocnik
clen Komisie
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Priloha

Oddiel 1
Eurdpska charta vyskumnych pracovnikov

Eurdépska charta vyskumnych pracovnikov je siborom vSeobecnych zasad
a podmienok, ktoré stanovuja Glohy, povinnosti a naroky vyskumnych pra-
covnikov, ako aj zamestnavatelov a/alebo organizécie financujice
vyskumnych pracovnikov €. Cielom tejto charty je zabezpecit, aby povaha
vztahu medzi vyskumnymi pracovnikmi a zamestnavatelmi alebo finan-
cujlcimi organizaciami prispievala k GspeSnej praci pri vytvarani, prenose,
zdielani a Sireni vedomosti a technologického rozvoja a k rozvoju kariéry
vyskumnych pracovnikov. Charta tieZ potvrdzuje hodnotu v3etkych foriem
mobility ako prostriedku na posilnenie profesionalneho rozvoja
vyskumnych pracovnikov.

V tomto zmysle charta vytvara pre vyskumnych pracovnikov, zamestna-
vatelov a financujlce organizacie ramec, ktory ich vyzyva pdsobit zod-
povedne a profesiondlne v ramci svojho pracovného prostredia
a navzajom sa uznavat.

Charta je uréena vsetkym vyskumnym pracovnikom v Eur6pskej Gnii vo
vsetkych Stadiach ich kariéry a tyka sa vSetkych oblasti vyskumu v Statnom
a sikromnom sektore, bez ohladu na povahu funkcie alebo zamestnania?,
na pravne postavenie ich zamestnavatela alebo typ organizacie alebo
institlcie, v ktorej sa praca vykondava. Zohladnuje rozmanité dlohy
vyskumnych pracovnikov, ktori s povereni nielen uskuto¢iovat vyskum

©  Pozri definiciu v oddieli 3.

7 Pozri definiciu v oddieli 3.
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a/alebo vykonavat Cinnosti v oblasti vyvoja, ale plnia aj Glohy spojené
s dohladom, poradenstvom, riadenim alebo administrativou.

Tato charta vychadza zo skutocnosti, Ze vyskumnici, ako aj zamestna-
vatelia a/alebo organizacie financujdce vyskumnych pracovnikov maji
prvoradl povinnost zabezpecit splnenie podmienok prislusnych
vn(troStatnych alebo regionalnych pravnych predpisov. V pripade, Ze
vyskumni pracovnici vyuZivajd postavenie a prava, ktoré sd v uréitom
ohlade priaznivejSie ako tie, ktoré sd ustanovené v tejto charte, potom jej
podmienky neobmedzuji postavenie a prava, ktoré uz boli ziskané.

Vyskumni pracovnici, ako aj zamestnavatelia a financujlce organizacie,
ktori dodrZiavajd tidto chartu, budd tiez uznavat zdkladné prava
a dodrZiavat zasady uznané Chartou zakladnych prav Eurépskej tnie ®.

8

Uradnyvestnik ES, C 364, 18.12.2000, S. 0001-0022.



VSeobecné zasady a podmienky platné pre vyskumnych
pracovnikov:

Sloboda vyskumu

Vyskumni pracovnici by mali zamerat svoj vyskum pre dobro ludstva a na
rozSirenie hranic vedeckého poznania, pricom by mali vyuZivat slobodu
myslenia a prejavu a slobodu pri stanoveni metéd, ktorymi sa rieSia prob-
[émy, podla uznanych etickych zasad a postupov.

Vyskumni pracovnici by v8ak mali uznat obmedzenia tejto slobody, ktoré
by mohli vyplynit z konkrétnych vyskumnych okolnosti (vratane
dohladu/poradenstva/riadenia) alebo prevadzkovych obmedzeni, napr.
z rozpoctovych alebo infrastruktdrnych dévodov, alebo najméa v priemy-
selnom sektore z dovodov ochrany duSevného vlastnictva. Takéto
obmedzenia by vsak nemali byt v rozpore s uznanymi etickymi zdsadami
a postupmi, ktoré musia vedecki pracovnici dodrZiavat.

Etické zasady

Vyskumnf pracovnici musia dodrZiavat uznané etické spravanie a zakladné
etické zasady prislusné ich vednému odboru (odborom), ako aj etické
normy, ktoré tvoria s(cast réznych vnitrostatnych, odvetvovych alebo
inStitucionalnych etickych kédexov.

Profesionalna zodpovednost

Vyskumni pracovnici by sa mali snazit zabezpecit, aby ich vyskum bol pre
spolocnost vyznamny a nekopiroval vyskum, ktory bol predtym vykonany
niekde inde.

11
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Musia zabranit plagiatorstvu akéhokolvek druhu a musia dodrZiavat
zasadu duSevného vlastnictva a spolocného vlastnictva Gdajov v pripade
vyskumu, ktory sa uskutocnuje v spolupraci s vedicim(i) vyskumu a/alebo
inymi vyskumnymi pracovnikmi. Potreba overovat nové skimania
preukdzanim, Ze pokusy st opakovatelné, by sa nemala vysvetlovat ako
plagiatorstvo za predpokladu, Ze (daje, ktoré sa maji potvrdit, sd jed-
noznacne citované.

Vyskumni pracovnici musia mat istotu, Ze ak akoukolvek strankou ich
prace bude poverena ind osoba, bude mat tato osoba potrebné schop-
nosti vykonavat ju.

Profesionalny postoj

Vyskumni pracovnici by mali byt oboznameni so strategickymi cielmi,
ktorymi sa riadi ich vyskumné prostredie a mechanizmy financovania
a mali by sa snaZit ziskat vSetky potrebné povolenia pred zacatim svojho
vyskumu alebo predtym, ako ziskajd poskytnuté zdroje.

Musia informovat svojich zamestnavatelov, financujlce organizacie alebo
vedlceho vyskumného projektu o oddialeni, predefinovani alebo
dokonceni projektu, alebo im zaslat oznamenie, ak méa byt projekt
ukonceny skor alebo ak ma byt z akéhokolvek dévodu pozastaveny.

Zmluvné a pravne povinnosti

Vyskumni pracovnici na vSetkych drovniach musia byt oboznameni
s vnltroStatnymi, odvetvovymi alebo inStitucionalnymi predpismi, ktorymi
sa riadia podmienky odbornej pripravy a/alebo pracovné podmienky.
Medzi ne patria predpisy o pravach duSevného vlastnictva a poZiadavky a
podmienky akéhokolvek sponzora alebo financujlicej organizacie
nezavisle od povahy ich zmluvy. Vyskumni pracovnici musia dodrZiavat
takéto predpisy tym, Ze predloZia poZadované vysledky (napr. dizertacna



praca, publikacie, patenty, spravy, vyvoj novych vyrobkov, atd’) tak, ako je
stanovené v podmienkach zmluvy alebo dokumentu podobného vyznamu.

Zodpovednost

Viyskumni pracovnici si musia byt vedomi svojej zodpovednosti voci svo-
jim zamestnavatelom, financujdcim organizaciam alebo inym prislusnym
Statnym alebo sikromnym organom, ako aj z etickejSich dévodov voci
spolocnosti ako celku. Najma vyskumni pracovnici financovani zo Stat-
nych prostriedkov st zodpovedni aj za (i¢inné vyuZivanie pefazi dafnovych
poplatnikov. V ddsledku toho musia dodrziavat zasady primeraného,
transparentného a Gc¢inného financného riadenia a spolupracovat pri pov-
olenych kontrolach ich vyskumu, €i uz ich vykonavajd ich zamestna-
vatelia/financujlce organizacie alebo etické komisie.

Met6dy zhromazdovania a analyzy, vystupy a podla potreby podrobnosti
Gidajov musia byt k dispozicii za celom vnitornej a vonkajsej kontroly
vzdy, ked'je to potrebné a vzdy, ked to vyZaduja prislusné organy.

Spravny postup vo vyskume

Vyskumni pracovnici musia vZdy prijimat bezpecné pracovné postupy
v sllade s vnatroStatnymi pravnymi predpismi, vratane prijimania
potrebnych opatreni na ochranu zdravia a bezpecnosti pri praci a na obnovu
po zlyhaniinformacnej technolégie, napr. vypracovanim vhodnych stratégii
pre zalohovanie dat. Musia byt tieZ zoznameni s platnymi vndtrostatnymi
pravnymi poZiadavkami na ochranu (dajov a poZiadavkami na ochranu
ddvernych Gdajov a musia prijat potrebné opatrenia na neustale plnenie
tychto poziadaviek.

13
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Sirenie a vyuZivanie vysledkov

VSetci vyskumni pracovnici musia zabezpecit, aby v sdlade s ich pra-
covnymi dohodami sa vysledky ich vyskumu 3irili a vyuzivali, napr.
oznamovali, odosielali inym vyskumnym institdciam, alebo aby sa podla
potreby obchodne vyuZivali. Najma od sluZobne starSich vyskumnych pra-
covnikov sa ocakava, Ze prevezm( vedenie pri zabezpeceni, aby bol
vyskum plodny a aby sa vysledky bud komeréne vyuZivali, alebo aby boli
spristupnené verejnosti (alebo obe moZnosti) vzdy, ked nastane takato
prilezitost.

Zapojenie verejnosti

Vyskumni pracovnici musia zabezpecit, aby sa spolocnost ako celok
dozvedela o ich vyskumnych cinnostiach takym spdsobom, aby ich
dokazali pochopit aj neodbornici, ¢im sa zlep3i pochopenie vedy vere-
jnostou. Priame zapojenie verejnosti pomo6Ze vyskumnym pracovnikom
lepSie pochopit zaujem verejnosti o priority vedy a technoléogie, ako aj
obavy verejnosti.

Vztah s vedicimi vyskumnych projektov

Vyskumni pracovnici vo faze odbornej pripravy si musia vytvorit odstupno-
vany a profesionalny vztah so svojimi vedicimi vyskumu a zastupcami
fakulty/katedry, aby v plnej miere vyuzili svoj vztah s nimi.

To zahfiia vedenie zaznamov o postupe vSetkych prac a o vyskumnych
vysledkoch, ziskavanie spatnej vazby prostrednictvom sprav, seminarov,
uplatfiovanie takejto spatnej vdzby a vykonavanie prace v siilade s dohod-
nutymi harmonogramami, milnikmi, vysledkami a/alebo vyskumnymi
vystupmi.



Povinnosti spojené s kontrolou a riadenim

SluZobne starsi vyskumni pracovnici musia venovat zvlastnu pozornost
svojej mnohostrannej Glohe veddcich projektov, ucitelov, poradcov
v oblasti kariéry, vodcov, koordinatorov projektov, manazérov alebo
vedeckych sprostredkovatelov. Musia plnit tieto Glohy na najvyssej profe-
sionalnej drovni. Pokial'ide o ich dlohu vedicich projektov alebo ucitelov
vyskumnych pracovnikov, sluZzobne starsi vyskumni pracovnici musia
budovat konStruktivny a pozitivny vztah s vyskumnymi pracovnikmi
v prvotnom 3tadiu ich kariéry, aby stanovili podmienky G¢inného prenosu
vedomosti a dalSieho Gspesného rozvoja kariéry vyskumnych pracovnikov.

Nepretrzity profesionalny rozvoj

Viyskumni pracovnici vo vietkych Stadiach svojej kariéry sa musia neustéle
snazit zlepSovat pravidelnym obnovovanim a rozsirovanim svojich schop-
nosti a kvalifikacie. To sa da dosiahnut mnohymi spdsobmi, vratane, ale
nie len, formalnou odbornou pripravou, tvorivymi dielfiami, konferenci-
ami a vzdelavanim prostrednictvom internetu.
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VSeobecné zasady a podmienky platné
pre zamestnavatelov a financujlce organizacie:

Uznanie profesie

VSetci vyskumni pracovnici, ktorf pracujd vo vyskume, musia byt uznani za
odbornikov a musi sa s nimi jednat zodpovedajicim spdsobom. S tym by
sa malo zacat uz na zacCiatku ich kariéry, konkrétne na postgradualnej
Grovni a malo by zahfiat vSetky Grovne, bez ohladu na ich zaradenie na
vn(troStatnej drovni (napr. zamestnanec, postgradualny Student, dok-
torand, Stipendista po skonceni doktorandského Stddia, Statni zamest-
nanci).

Nediskriminacia

Zamestnavatelia a/alebo organizacie financujice vyskumnych pracov-
nikov nesmi Ziadnym sp6sobom diskriminovat vyskumnych pracovnikov
na zaklade pohlavia, veku, etnického povodu, narodnosti alebo social-
neho pdvodu, ndboZenského vyznania alebo viery, sexuélnej orientacie,
jazyka, hendikepu, politickych nézorov, socialnych alebo hospodéarskych
podmienok.

Vyskumné prostredie

Zamestnavatelia a/alebo organizacie financujlce vyskumnych pracov-
nikov musia zabezpecit, aby bol vytvoreny ¢o najstimulujdcejsi vyskum
alebo prostredie pre vedeckd pripravu, ktoré ponidka primerané vybavenie,
materidlne moZnosti a prilezitosti na spolupracu na dialku prostred-
nictvom vyskumnych sieti a aby boli dodrziavané vn(trostatne alebo
odvetvové predpisy v oblasti ochrany zdravia a bezpecnosti vo vyskume.
Financujlce organizacie musia zabezpecit, aby boli poskytnuté primer-
ané zdroje na podporu schvaleného programu prace.



Pracovné podmienky

Zamestnavatelia a/alebo financujlce organizacie musia zabezpecit, aby
pracovné podmienky vyskumnych pracovnikov, vratane hendikepovanych
vyskumnych pracovnikov, umoznovali podla potreby flexibilitu, ktora sa
povaZzuje za nevyhnutn( pre (spesné vykonavanie vyskumu v sdlade
s platnymi vnitroStatnymi pravnymi predpismi a s vnitrostatnymi alebo
odvetvovymi dohodami o kolektivnom vyjednavani. Musia sa zamerat na
zabezpecenie pracovnych podmienok, ktoré umoZnia Zenskym aj
muZskym vyskumnym pracovnikom skibit rodinu s pracou, deti s kar-
iérou °. Zvlastna pozornost sa musi okrem iného venovat pruznej pracov-
nej dobe, praci na Ciastocny Gvazok, praci na dialku a dlhodobému volnu
vyskumnych pracovnikov, ako aj potrebnym finanénym a administrativnym
opatreniam, ktorymi sa riadia takéto dohody.

Stabilita a stalost zamestnania

Zamestnavatelia a/alebo financujlce organizacie musia zabezpedit, aby
vykon vyskumnych pracovnikov nebol naruSovany nestabilitou pracovnych
zmldv, a preto sa musia, pokial je to moZné, zaviazat k zlepSovaniu sta-
bility podmienok zamestnania pre vyskumnych pracovnikov, a tak imple-
mentovat a dodrZiavat zasady a podmienky ustanovené v smernici EU
o0 prdci na dobu urciti .

Pozri SEK (2005) 260, Zeny a veda: Excelentnost a inovécia — Rovnost pohlavi vo vede.

Ktorej cielom je zabranit tomu, aby sa so zamestnancami s pracovnym pomerom na dobu
urcitl zaobchadzalo nepriaznivejsie ako s rovnakymi zamestnancami s pracovnym pomerom
na dobu neur€itd, aby sa zabranilo zneuZivaniu, ktoré vyplyva z vyuZivania po sebe idicich
zmldv na dobu urcitd, aby sa zlepsil pristup k odbornej priprave pre zamestnancov s pra-
covnym pomerom na dobu urcitd, a aby sa zabezpecilo, Ze zamestnanci s pracovnym pomerom
na dobu urcitd budd informovani o volnych trvalych pracovnych miestach. Smernica Rady
1999/70/ES tykajlca sa ,Ramcovej dohody o praci na dobu urcitd“, na ktorej sa dohodli ETUC,
UNICE a CEEP, prijata 28. jina 1999.
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Financovanie a platy

Zamestnavatelia a/alebo organizacie financujice vyskumnych pracov-
nikov musia zabezpecit, aby vyskumni pracovnici mohli vyuzivat
spravodlivé a atraktivne podmienky financovania a/alebo platy
s primeranym a spravodlivym socialnym zabezpecenim (vratane nemo-
censkych a rodicovskych davok, prav na déchodok a davok v nezamest-
nanosti) v silade s platnymi vnitrostatnymi pravnymi predpismi
a s vnitrostatnymi alebo odvetvovymi dohodami o kolektivnom vyjedna-
vani. Tie sa musia vztahovat na vyskumnych pracovnikov vo vSetkych
stadiach kariéry, vratane vyskumnych pracovnikov v rannom Stadiu kariéry,
Gmerne k ich pradvnemu postaveniu, vykonu a Grovni kvalifikacie a/alebo
zodpovednosti.

Rovnovaha pohlavi *

Zamestnavatelia a/alebo financujiice organizacie sa musia zamerat na
reprezentativnu rovnovahu pohlavi na vSetkych drovniach pracovnikov,
vratane dozornej a riadiacej Grovne. To by sa malo dosiahnut na zéklade
rovnakych prileZitosti pri ndbore a v naslednych Stadiach kariéry, avsak bez
toho, aby doSlo k uprednostiiovaniu na Gkor kvality a schopnosti. Aby sa
zabezpecilo spravodlivé jednanie, vo vyberovych a hodnotiacich
komisiach by malo byt vyvazené zastipenie oboch pohlavi.

Rozvoj kariéry

Zamestnavatelia a/alebo organizacie financujdce vyskumnych pracov-
nikov by mali v ramci riadenia ludskych zdrojov vypracovat pre vyskumnych
pracovnikov vo vsetkych Stadiach ich kariéry presnd stratégiu rozvoja kar-
iéry, bez ohladu na ich zmluvné postavenie, vratane vyskumnych pracov-
nikov s pracovnym pomerom na dobu urcitd. Mala by obsahovat

™ Pozri SEK (2005) 260, Zeny a veda: Excelentnost a inovacia — Rovnost pohlavi vo vede.



dostupnost poradcov zapojenych do poskytovania podpory a poraden-
stva v oblasti osobného a profesionalneho rozvoja vyskumnych pracov-
nikov, €o ich motivuje a prispieva k zniZeniu neistoty pokial ide o ich
profesionalnu buddcnost. VSetci vyskumni pracovnici by mali byt zozna-
meni s takymito opatreniami a dohodami.

Hodnota mobility

Zamestnavatelia a/alebo financujiice organizacie musia uznavat hodnotu
geografickej, medziodvetvovej, medziodborovej, vnitroodborovej a vir-
tualnej > mobility, ako aj mobility medzi statnym a sikromnym sektorom,
ako dodlezity prostriedok na posilnenie vedeckych znalosti a profesional-
neho rozvoja v akomkolvek Stadiu kariéry vyskumného pracovnika.
V dosledku toho musia takéto moznosti zabudovat do stanovenej stratégie
rozvoja kariéry a v plnej miere ocefiovat a uznavat akikolvek skdsenost
s mobilitou v ramci svojho systému vyvoja/hodnotenia kariéry.

To si tieZ vyZaduje zavedenie potrebnych administrativnych néastrojov
s cielom umoznit prenosnost dotacif aj socidlneho zabezpecenia v silade
s vn(troStatnymi pravnymi predpismi.

Pristup k odbornej priprave v oblasti vyskumu a k nepretrzitému rozvoju

Zamestnavatelia a/alebo financujlce organizacie musia zabezpecit, aby
vsetci vyskumni pracovnici v akomkolvek Stadiu svojej kariéry, bez ohladu
na ich zmluvné postavenie, mali prileZitost na profesionalny rozvoj
a zlepSovanie svojej zamestnatelnosti prostrednictvom pristupu k opa-
treniam uréenym na nepretrzZity rozvoj schopnosti a kvalifikacie.

" t.]. spolupraca na dialku prostrednictvom elektronickych sietf
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Takéto opatrenia sa musia pravidelne hodnotit pokial'ide o ich dostupnost,
prijimanie a Gcinnost pri zlepSovani kvalifikacie, schopnosti a zamest-
natelnosti.

Pristup k poradenstvu v oblasti kariéry

Zamestnavatelia a/alebo financujlce organizacie musia zabezpedit, aby
poradenstvo v oblasti kariéry a pomoc pri pracovnom umiestiiovani, bud
v prislusnych institdciach alebo prostrednictvom spoluprace s inymi Struk-
tdrami, bolo poskytované vyskumnym pracovnikom vo vSetkych Stadiach
ich kariéry, bez ohladu na ich zmluvné postavenie.

Prava dusevného vlastnictva

Zamestnavatelia a/alebo financujlce organizacie musia zabezpecit, aby
vyskumni pracovnici vo vSetkych Stadiach kariéry ziskali vyhody
vyplyvajlce z vyuZivania (pokial existuje) vysledkov vyskumu a vyvoja
prostrednictvom pravnej ochrany, a najma prostrednictvom primeranej
ochrany prav duSevného vlastnictva, vratane autorskych prav.

Politiky a predpisy musia stanovit, ktoré prava patria vyskumnym pracov-
nikom a/alebo podla potreby ich zamestnavatelom, alebo inym stranam,
vratane vonkajSich komercnych alebo priemyselnych organizacii tak, ako
pripadne stanovujd zvlastne dohody o spolupraci alebo iné typy dohdd.

Spoluautorstvo

Pri hodnoteni pracovnikov by institlicie mali pozitivne vnimat spoluau-
torstvo, ako ddkaz o konstruktivnom pristupe k vykonavaniu vyskumu.
Zamestnavatelia a/alebo financujlice organizacie musia preto vypracovat
stratégie, met6dy a postupy s cielom poskytniat vyskumnym pracovnikov,
vratane tych, ktori sd na zaciatku svojej vyskumnej kariéry, potrebné ram-
cové podmienky tak, aby mohli vyuZivat pravo byt uznanymi a uvadzanymi



v zoznamoch a/alebo citovanymi z hladiska ich skuto¢nych prispevkov
ako spoluautori referatov, patentov atd., alebo aby mohli uverejiovat
vysledky svojho vlastného vyskumu nezavisle od svojich veddcich pro-
jektov.

Dohlad

Zamestnavatelia a/alebo financujlce organizacie musia zabezpedit, aby
bola jasne urcend osoba, na ktor sa m6zu vyskumni pracovnici v rannom
Stadiu svojej kariéry obratit pokial ide o plnenie profesionalnych povin-
nosti a musia zodpovedajlcim spdsobom informovat vyskumnych pra-
covnikov.

Takéto dohody musia jasne definovat, Ze navrhovani veddci vyskumu s
dostato¢nymi odbornikmi na vykonavanie dohladu nad vyskumom, maja
¢as, znalosti, skisenosti, odbornost a zodpovednost, aby mohli
Skolenému pracovnikovi poskytnit potrebni podporu a zabezpecit
potrebné postupy rastu a hodnotenia, ako aj potrebné mechanizmy spat-
nej vazby.

Vyucba

Vyucba je zakladnym prostriedkom na budovanie a Sirenie vedomosti,
a preto by sa malo povaZovat za cennl moznost v ramci kariérnej cesty
vyskumnych pracovnikov. Povinnosti spojené s vyucbou by vSak nemali byt
neprimerané a nemali by branit vyskumnym pracovnikom, najméd na zaci-
atku ich kariéry, vykonavat svoje vyskumné cinnosti.

Zamestnavatelia a/alebo financujlce organizacie musia zabezpecit, aby
povinnosti spojené s vyucbou boli primerane odmefiované a zohladnené
v systémoch hodnotenia/ocenovania, a aby cas, ktory venuji sluzobne
starSi zamestnanci odbornej priprave vyskumnych pracovnikov v prvot-
nom Stadiu kariéry, bol povaZovany za s(icast ich zavazku v oblasti ucenia.
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Je potrebné zabezpecit vhodni odbornd pripravu v oblasti ¢innosti spo-
jenych s vyucbou a Skolenim, ktord bude sicastou profesionalneho
rozvoja vyskumnych pracovnikov.

Systémy hodnotenia/ocefiovania

Zamestnavatelia a/alebo financujlce organizacie musia pre vsetkych
vyskumnych pracovnikov, vratane sluZzobne starSich vyskumnych pracov-
nikov, zaviest systémy hodnotenia/ocefovania uréené na pravidelné
a transparentné hodnotenie ich profesionalneho vykonu nezavislou
(a v pripade sluZobne starsich vyskumnych pracovnikov radSej medz-
inarodnou) komisiou.

Takéto postupy hodnotenia a ocefiovania musia primerane zohladnit ich
celkovi tvorivost vo vyskume a vysledky vyskumu, napr. publikacie,
patenty, riadenie vyskumu, ucenie/prednasanie, dohlad, poradenstvo,
vn(trostatnu alebo medzinarodnd spolupracu, administrativne povinnosti,
¢innosti spojené s informovanostou verejnosti a mobilitou a musia byt
posldené z hladiska kariérneho rastu.

Staznosti/odvolania

Zamestnavatelia a/alebo financujlice organizacie musia zaviest v stlade
s vn(troStatnymi pravidlami a predpismi primerané postupy, pravde-
podobne vo forme nestrannej osoby (typ ombudsmana), ktora sa bude
zaoberat staznostami vyskumnych pracovnikov/odvolaniami vyskumnych
pracovnikov, vratane tych, ktoré sa tykaja konfliktov medzi veddcimi
vyskumu a vyskumnymi pracovnikmiv rannom Stadiu kariéry. Takéto pos-
tupy musia poskytndt vietkym vyskumnym pracovnikom ddveryhodni
a neformalnu pomoc pri rieSeni konfliktov spojenych s pracou, rozporov
a dovodov staznosti s cielom podporovat spravodlivé a nestranné
zaobchadzanie v ramci institlcie a zlepSit celkovd kvalitu pracovného
prostredia.



Ucast v rozhodovacich organoch

Zamestnavatelia a/alebo organizacie financujdce vyskumnych pracov-
nikov musia uznat za Gplne legitimne a naozaj Ziaddce, aby vyskumni pra-
covnici boli zastGpeni v prislusnych informacnych, poradenskych
a rozhodovacich organoch instit(cii, pre ktoré pracujd, aby chranili a pod-
porovali svoje individudlne a kolektivne zaujmy ako profesionalov
a aktivne prispievali k ¢innosti inStitdcie ».

Nabor

Zamestnavatelia a/alebo financujlce organizacie musia zabezpedit, aby
normy pre nastup a prijatie vyskumnych pracovnikov, najma na zaciatku
ich kariéry, boli jasne stanovené a mali by tieZ podporovat pristup
znevyhodnenych skupin alebo vyskumnych pracovnikov, ktori sa vracaji
spat k vyskumnej kariére, vratane ucitelov (na akejkolvek Grovni), ktori sa
vracajl na vyskumna drahu.

Zamestnavatelia a/alebo organizacie financujice vyskumnych pracov-
nikov musia pri vymenovani alebo nabore vyskumnych pracovnikov
dodrZiavat zasady ustanovené v Kddexe spravania pre nabor vyskumnych
pracovnikov.

B Vtomto zmysle pozri aj smernicu EJ 2002/14/ES.
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Oddiel 2
Kodex spravania pre nabor vyskumnych pracovnikov

Kédex spravania pre nabor vyskumnych pracovnikov pozostava zo stboru
vSeobecnych zésad a podmienok, ktoré musia dodrziavat zamestnavatelia
a/alebo financujlce organizacie pri vymenovani alebo nabore vyskumnych pra-
covnikov. Tieto zasady a podmienky musia zabezpecit dodrziavanie takych hod-
not, ako transparentnost naborového procesu a spravodlivé zaobchadzanie so
vSetkymi uchadzacmi, najma pokial ide o rozvoj atraktivneho, otvoreného
a udrZatelného eurépskeho trhu prace pre vyskumnych pracovnikov, a dopliiaju
zasady a podmienky uvedené v Eurépskej charte pre vyskumnych pracovnikov.
InStitlcie a zamestnavatelia dodrZiavajlci Kodex spravania budd otvorene
preukazovat svoju povinnost konat zodpovedne a Cestne a poskytovat
vyskumnym pracovnikom spravodlivé ramcové podmienky s jasnym zamerom
prispievat k zlepSovaniu eurépskeho vyskumného priestoru.

VSeobecné zasady a podmienky Kddexu spravania

Nabor

Zamestnavatelia a/alebo financujlice organizacie musia zaviest postupy
na nabor pracovnikov, ktoré budd otvorené *, (i¢inné, transparentné, pri-
aznivé a medzinarodne porovnatelné, ako aj prispdsobené typu inze-
rovanych pracovnych miest.

* Mali by sa vyuZivat vietky dostupné nastroje, najma medzinarodné alebo globélne dostupné

internetové zdroje, ako pan-eurdpsky portal venovany mobilite vyskumnych pracovnikov:
http://europa.eu.int/eracareers.
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Inzeraty musia obsahovat Sirsi opis pozadovanych znalosti a schopnosti
a nemali by sa obmedzovat na Gzky odbor, aby neodradili vhodnych
uchadzacov. Zamestnavatelia by mali uviest opis pracovnych podmienok
a prav, vratane vyhliadok na rozvoj kariéry. Okrem toho by ¢as medzi inze-
rovanim volného pracovného miesta alebo vyzvy na podanie Ziadosti
a terminom na odpoved mal byt realny.

Vyber

Vo vyberovych komisiach by malo ddjst k spojeniu rozmanitej odbornosti
a schopnosti a ich zloZenie by malo reSpektovat primerand rovnovahu
pohlavi a v pripadoch, ked je to vhodné a mozné, mali by byt zostavené
z ¢lenov z réznych sektorov (Statneho a sikromného) a odborov, ako aj
z rznych krajin, s primeranymi skisenostami v oblasti hodnotenia uchadza-
cov. Podla potreby by sa mal vyuZivat cely rad metédd vyberu, medzi ktoré
patria hodnotenie uchadzacov externym odbornikom a osobné pohovory
s uchadza&mi. Clenovia vyberovyich komisii by mali byt primerane vy3kolent.

Transparentnost

Uchadzaci musia byt pred samotnym vyberom informovani o postupe
naboru a kritériach vyberu, o pocte volnych pracovnych miest a o vyhliad-
kach na rozvoj kariéry. Po vyberovom procese musia byt tieZ informovani
o silnych a slabych strankach svojich Ziadosti.

Posudzovanie vlastnosti

Vyberovy proces musi posidit cely rad skdsenosti * uchadzacov. Pri zame-
riavani sa na ich celkovy potencial ako vyskumnych pracovnikov je
potrebné zohladnit aj ich tvorivost a Groven nezavislosti.

> Pozri Eurépsku chartu pre vyskumnyich pracovnikov: Systémy hodnotenia/ocefiovania v odd-

ieli 1 tohto dokumentu.
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To znamena, Ze vlastnosti sa musia posudzovat kvalitativne aj kvantitativne
so zameranim sa na vynikajlce vysledky v ramci rozmanitej kariérnej cesty
a nie iba na zaklade poctu publikacii. V désledku toho by mal byt vyznam bib-
liometrickych ukazovatelov primerane vyvazeny v ramci SirSieho radu hodno-
tiacich kritérii, ako ucenie, dohlad, timova praca, prenos vedomosti, riadenie
vyskumu a inovacie a ¢innosti spojené s informovanostou verejnosti. Pokial
ide o uchadzacov z prostredia priemyslu, zvlastna pozornost by sa mala ven-
ovat akémukolvek prispeniu k patentom, vyvoju alebo vynalezom.

Zmeny v chronologickom poradi v Zivotopisoch

Prestavky v kariére alebo zmeny v chronologickom poradi v Zivotopisoch by
nemali byt posudzované negativne, ale mali by byt povaZované za vyvoj kar-
iéry, a v désledku toho za potencialne cenné prispenie k profesionalnemu
rozvoju vyskumnych pracovnikov smerom k viacrozmernej kariérnej dréhe.
Uchadzacom musi byt preto umoZnené, aby predloZili Zivotopisy na baze
dokazov, ktoré budd uvadzat reprezentativny stbor dosiahnutych Gspechov
a predpokladov vhodnych pre pracovné miesto, na ktoré bola podana Ziadost.

Uznanie skiisenosti s mobilitou

Akékolvek skiisenost s mobilitou, napr. pobyt v inej krajine/regione alebo
inej vyskumnej institdcii (Statnej alebo sikromnej), alebo zmena jedného
odboru alebo sektora za iny, ¢i uz ako sicast pociatocnej odbornej
pripravy v oblasti vyskumu alebo v neskorSom Stadiu kariéry v oblasti
vyskumu, alebo skisenost so skuto¢nou mobilitou, by sa mali povaZovat
za cenné prispenie k profesionalnemu rozvoju vyskumného pracovnika.

Uznanie kvalifikacii

Zamestnavatelia a/alebo financujice organizacie musia zabezpedit
primerané ocenenie a hodnotenie akademickych a odbornych kvalifikacif,



vratane neformalnych kvalifikacii vSetkych vyskumnych pracovnikov,
najma z hladiska medzinarodnej a odbornej mobility. Mali by sa infor-
movat a Gplne pochopit pravidla, postupy a normy, ktorymi sa riadi uzna-
vanie takychto kvalifikacii a v désledku toho preskimat platné
vn(troStatne pravne predpisy, dohody a zvlastne pravidla o uznavani
tychto kvalifikacif prostrednictvom vSetkych dostupnych ciest *.

SluZobny vek

PoZadovana Groven kvalifikacie by mala byt v silade s potrebami pracov-
ného miesta a nemala by byt stanovena ako prekazka vstupu. Uznanie
a hodnotenie kvalifikacie by sa malo skor zamerat na posudzovanie dosi-
ahnutych Gspechov osoby, ako na jej pomery alebo renomé institdcie, na
ktorej uchadzac ziskal kvalifikaciu. KedZe odborna kvalifikdciu mozno
ziskat'v rannom Stadiu dlhej kariéry, je potrebné skimat aj profil celoZivot-
ného profesionalneho rozvoja.

Vymenovanie po ukonceni doktorandského Stidia

Je potrebné, aby institdcie, ktoré vymendvaj vyskumnych pracovnikov po
skonceni doktorandského Stddia, stanovili jasné pravidla a jednoznacné
usmernenia tykajlce sa naboru a vymenovania vyskumnych pracovnikov
po skonceni doktorandského Stidia, vratane maximéalneho trvania a cielov
tychto vymenovani. Takéto usmernenia by mali zohladnit ¢as straveny na
inych institlciach pred vymenovanim a zohladnit, Ze postavenie pracov-
nika po skonceni doktorandského stidia ma byt prechodné, s hlavnym
Gcelom poskytovat dalSie prileZitosti na profesionalny rozvoj kariéry
v oblasti vyskumu z hladiska vyhliadok na dlhodob kariéru.

1 Pozri internetovi stranku http://www.enic-naric.net/, kde s podrobné informacie o sieti

NARIC (Narodné informacné centra pre uznavanie vysokoskolského vzdelania a siet ENIC
(Eurdpska siet informacnych centier).
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Oddiel 3
Definicie

Vyskumni pracovnici

Na Gcely tohto odporiicania sa bude pouZivat medzinarodne uznavana
Frascatiho definicia vyskumu 7. V désledku toho si vyskumni pracovnici
opisovani ako

,»,0dbornici zapojeni do tvorby a vytvdrania novych vedomosti, vyrobkov,
postupov, metdd a systémov a do riadenia prislusnych projektov. “

PresnejSie, toto odpordcanie sa tyka vSetkych osob, ktoré si profesionalne
zapojené do vyskumu a vyvoja v akomkolvek stadiu svojej kariéry **, bez
ohladu na svoje zatriedenie. Tu patria akékolvek ¢innosti slvisiace so
»zakladnym vyskumom®, ,,strategickym vyskumom®, ,,aplikovanym vysku-
mom®“, experimentalnym vyvojom a ,,odovzdavanim vedomosti“, vratane
inovacnych a poradenskych, dozornych a vzdelavacich funkcii, riadenia
vedomosti a prav duSevného vlastnictva, vyuzivania vysledkov vyskumu
alebo vedeckej Zurnalistiky.

Je potrebné rozliSovat medzi vyskumnym pracovnikom v rannom Stadiu
kariéry a skdsenym vyskumnym pracovnikom:

¥ V: Navrhovany Standardny postup urceny na prieskumy v oblasti vyskumu a experimental-
neho vyvoja, Frascatiho prirucka, OECD, 2002.

B KOM (2003) 436 z 18.7.2003: Vyskumni pracovnici v EVP: Jedna profesia, rozli¢né kariéry.



e Pojem vyskumny pracovnik v rannom Stadiu kariéry * sa vztahuje na
vyskumnych pracovnikov v prvych Styroch rokoch (pri zamestnani na
plny Gvédzok) ich vyskumnej ¢innosti, vratane obdobia odbornej
pripravy v oblasti vyskumu.

e Skdseni vyskumni pracovnici * s definovani ako vyskumnf pra-
covnici, ktori majd aspon Stvorro¢nd prax oblasti vyskumu (pri
zamestnani na plny Gvdzok) od ziskania univerzitného diplomu,
ktory im dava pristup k doktorandskému Stddiu v krajine, v ktorej
ziskali hodnot/diplom, alebo vyskumni pracovnici, ktori uz maji
hodnost doktoranda, bez ohladu na dobu potrebni k ziskaniu tejto
hodnosti.

Zamestnavatelia

Z hladiska tohto odpordcania pojem ,,zamestnavatelia®“ sa tyka vSetkych
tych Statnych alebo sikromnych institdcii, ktoré zamestnavaji vyskumnych
pracovnikov na zaklade zmluvy, alebo ktoré sd ich hostitelskymi institdci-
ami na zaklade inych typov zmldv alebo dohdd, vratane dohdd bez pri-
ameho financného vztahu. V pripade hostitelskych institdcii ide hlavne
o institdcie vySSieho vzdelavania, katedry fakdlt, laboratéria, nadacie alebo
stikromné organy, v ktorych vyskumni pracovnici bud absolvuji odborni
pripravu v oblasti vyskumu alebo vykonavajd svoje vyskumné ¢innosti na
zaklade financovania, ktoré poskytuje tretia strana.

¥ Pozri Pracovny program na budovanie ludskych zdrojov eurépskeho vyskumného priestoru

a mobility, cinnosti Marie Curie, vydanie september 2004, strana 41.

% Toisté, strana 42.
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Financujlce organizacie

Pojem ,financujldce organizéacie* sa tyka vSetkych organov =, ktoré
zabezpecuji financné prostriedky (vratane prijmov, odmien, dotacif
a Stipendii) pre Statne a sikromné vyskumné institdcie, vratane institdcii
vysSieho vzdelavania. V tejto funkcii mdzu stanovit za klG¢ova podmienku
poskytovania finanénych prostriedkov, aby financované institlcie zaviedli
a uplatiovali G¢inné stratégie, postupy a mechanizmy podla vseobecnych
zasad a podmienok uvedenych v tomto odporicani.

Vymenovanie alebo zamestnanecky pomer

Tyka sa akéhokolvek typu zmluvy alebo prijmu alebo Stipendia, dotacie
alebo odmien, ktoré financuje tretia strana, vratane financovania v ramci
ramcového programu (programov) *.

** Spolo&enstvo sa bude snaZit uplatfiovat povinnosti ustanovené v tomto odporGcaniv pripade
prijimatela financii z hladiska ramcového programu (programov) v oblasti vyskumu, techno-
logického vyvoja a demonstracnych Cinnosti.

Rémcovy program(y) v oblasti vyskumu, technologického vyvoja a demonstracnych aktivit.
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Commission Recommendation
of 11 March 2005

on the European Charter for Researchers
and on a Code of Conduct for the Recruitment

of Researchers

The Commission of the European Communities

Having regard to the Treaty establishing the European Community, and in
particular Article 165 thereof

Whereas

(®

@)

©)

1

2

The Commission considered it necessary in January 2000 * to estab-
lish the European Research Area as the linchpin of the Community’s
future action in this field with a view to consolidating and giving struc-
ture to a European research policy.

The Lisbon European Council set the Community the objective of
becoming the most competitive and dynamic knowledge economy in
the world by 2010.

The Council has addressed issues related to the profession and the
career of researchers within the European Research Area in its Resolution
of 10 November 2003 * and welcomed in particular the Commission’s
intention to work towards the development of a European Researcher’s
Charter and a Code of Conduct for the Recruitment of Researchers.

COM(2000) 6 final of 18.1.2000.

JO C 282, p. 1-2, of 25.11.2003. Council Resolution of 10 November 2003 (2003/C 282/01 on
the profession and the career of researchers within the European Research Area).
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(4)

(5)

(6)

@)

®)

)

3

4

The identified potential shortage of researchers 3, particularly in cer-
tain key disciplines, will pose a serious threat to EU’s innovative
strength, knowledge capacity and productivity growth in the near
future and may hamper the attainment of the Lisbon and Barcelona
objectives. Consequently, Europe must dramatically improve its
attractiveness to researchers and strengthen the participation of
women researchers by helping to create the necessary conditions for
more sustainable and appealing careers for them in R&D “.

Sufficient and well-developed human resources in R&D are the cor-
nerstone of advancement in scientific knowledge, technological
progress, enhancing the quality of life, ensuring the welfare of Euro-
pean citizens and contributing to Europe’s competitiveness.

New instruments for the career development of researchers should be
introduced and implemented, thus contributing to the improvement
of career prospects for researchers in Europe.

Enhanced and more visible career prospects also contribute to the
building of a positive public attitude towards the researchers’ pro-
fession, and thereby encourage more young people to embark on
careers in research.

The ultimate political goal of this Recommendation is to contribute to
the development of an attractive, open and sustainable European
labour market for researchers, where the framework conditions allow
for recruiting and retaining high quality researchers in environments
conducive to effective performance and productivity.

Member States should endeavour to offer researchers sustainable
career development systems at all career stages, regardless of their
contractual situation and of the chosen R&D career path, and they

COM (2003) 226 final and SEC(2003) 489 of 30.4.2003.

SEC (2005) 260.



should endeavour to ensure that researchers are treated as profes-
sionals and as an integral part of the institutions in which they work.

(10) Even though Member States have made considerable efforts to over-

come administrative and legal obstacles to geographical and inter-
sectoral mobility, many of these obstacles still remain.

(11) All forms of mobility should be encouraged as part of a comprehen-

sive human resource policy in R&D at national, regional and institu-
tional level.

(12) The value of all forms of mobility needs to be fully recognised in the

career appraisal and career advancement systems for researchers,
thus guaranteeing that such an experience is conducive to their pro-
fessional development.

(13) The development of a consistent career and mobility policy for

researchers to ® and from the European Union should be considered
with regard to the situation in developing countries and regions within
and outside Europe, so that building research capacities within the
European Union does not occur at the expense of less developed
countries or regions.

(14) Funders or employers of researchers in their role as recruiters should

be responsible for providing researchers with open, transparent and
internationally comparable selection and recruitment procedures.

(15) Society should appreciate more fully the responsibilities and the pro-

5

fessionalism that researchers demonstrate in executing their work at
different stages of their careers and in their multi-faceted role as
knowledge workers, leaders, project coordinators, managers, super-
visors, mentors, career advisors or science communicators.

COM(2004) 178 final of 16.3.2004.
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(16) This Recommendation takes as its premise that employers or funders

of researchers have an overriding obligation to ensure that they meet
respective national, regional or sectoral legislation requirements.

(17) This Recommendation provides Member States, employers, funders

and researchers with a valuable instrument to undertake, on a vo-
luntary basis, further initiatives for the improvement and consolidation
of researchers’ career prospects in the European Union and for the
creation of an open labour market for researchers.

(18) The general principles and requirements outlined in this Recommen-

dation are the fruits of a public consultation process to which the
members of the Steering Group on Human Resources and Mobility
have been fully associated,

Hereby recommends:

1.

That Member States endeavour to undertake the necessary steps to
ensure that employers or funders of researchers develop and main-
tain a supportive research environment and working culture, where
individuals and research groups are valued, encouraged and sup-
ported, and provided with the necessary material and intangible sup-
port to enable them to fulfil their objectives and tasks. Within this
context, particular priority should be given to the organisation of
working and training conditions in the early stage of the researchers’
careers, as it contributes to the future choices and attractiveness of
a career in R&D.

That Member States endeavour to take, wherever necessary, the cru-
cial steps to ensure that employers or funders of researchers improve
the recruitment methods and career evaluation/appraisal systems in
order to create a more transparent, open, equal and internationally
accepted system of recruitment and career development as a pre-
requisite for a genuine European labour market for researchers.



That Member States - as they formulate and adopt their strategies
and systems for developing sustainable careers for researchers - take
duly into account and are guided by the general principles and
requirements, referred to as The European Charter for Researchers
and the Code of Conduct for the Recruitment of Researchers outlined
in the Annex.

That Member States endeavour to transpose these general principles
and requirements within their area of responsibility into national re-
gulatory frameworks or sectoral and/or institutional standards and
guidelines (charters and/or codes for researchers). In so doing they
should take into account the great diversity of the laws, regulations
and practices which, in different countries and in different sectors,
determine the path, organisation and working conditions of a career
in R&D.

That Member States consider such general principles and require-
ments as an integral part of institutional quality assurance mecha-
nisms by regarding them as a means for establishing funding criteria
for national/regional funding schemes, as well as adopting them for
the auditing, monitoring and evaluation processes of public bodies.

That Member States continue their efforts to overcome the persisting
legal and administrative obstacles to mobility, including those related
to intersectoral mobility and mobility between and within different
functions, taking into account an enlarged European Union.

That Member States endeavour to ensure that researchers enjoy ade-
quate social security coverage according to their legal status. Within
this context, particular attention should be paid to the portability of
pension rights, either statutory or supplementary, for researchers
moving within the public and private sectors in the same country and
also for those moving across borders within the European Union.
Such regimes should guarantee that researchers who, in the course
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10.

11.

12.

13.

of their lives, change jobs or interrupt their careers do not unduly suf-
fer a loss of social security rights.

That Member States put in place the necessary monitoring structures
to review this Recommendation regularly, as well as to measure the
extent to which employers, funders and researchers have applied the
European Charter for Researchers and the Code of Conduct for the
Recruitment of Researchers.

That the criteria for measuring this will be established and agreed
with the Member States within the context of the work undertaken by
the Steering Group on Human Resources and Mobility.

That Member States in their role as representatives in the interna-
tional organisations established at intergovernmental level take due
account of this Recommendation when proposing strategies and tak-
ing decisions concerning the activities of those organisations.

This Recommendation is addressed to the Member States but it is
also intended as an instrument to encourage social dialogue, as well
as dialogue among researchers, stakeholders and society at large.

The Member States are invited to inform the Commission, as far as
possible, by 15th December 2005 and annually thereafter of any
measures they have taken further to this Recommendation, and to
inform it of the first results of its application as well as to provide
examples of good practice.

This Recommendation will be reviewed periodically by the Commis-
sion in the context of the Open Method of Coordination.

Done at Brussels, 11 March 2005

For the Commission
Janez Potocnik
Member of the Commission
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ANNEX

Section 1
The European Charter for Researchers

The European Charter for Researchers is a set of general principles and
requirements which specifies the roles, responsibilities and entitlements
of researchers as well as of employers and/or funders of researchers °.
The aim of the Charter is to ensure that the nature of the relationship
between researchers and employers or funders is conducive to successful
performance in generating, transferring, sharing and disseminating
knowledge and technological development, and to the career develop-
ment of researchers. The Charter also recognizes the value of all forms of
mobility as a means for enhancing the professional development of
researchers.

In this sense, the Charter constitutes a framework for researchers, employers
and funders which invites them to act responsibly and as professionals
within their working environment, and to recognise each other as such.

The Charter addresses all researchers in the European Union at all stages
of their career and covers all fields of research in the public and private
sectors, irrespective of the nature of the appointment or employment?’, the
legal status of their employer or the type of organisation or establishment
in which the work is carried out. It takes into account the multiple roles of
researchers, who are appointed not only to conduct research and/or to
carry out development activities but are also involved in supervision, men-
toring, management or administrative tasks.

©  See definition in Section 3.

7 See definition in Section 3.
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This Charter takes as its premise that researchers as well as employers
and/or funders of researchers have an overriding obligation to ensure that
they meet the requirements of the respective national or regional legisla-
tion. Where researchers enjoy a status and rights which are, in certain
respects, more favourable than those provided for in this Charter, its terms
should not be invoked to diminish the status and rights already acquired.

Researchers, as well as employers and funders, who adhere to this Char-
ter will also be respecting the fundamental rights and observe the prin-
ciples recognised by the Charter of Fundamental Rights of the European
Union ®.

8

Official Journal C 364, 18.12.2000 p. 0001-0022.
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General Principles and Requirements
applicable to Researchers:

Research Freedom

Researchers should focus their research for the good of mankind and for
expanding the frontiers of scientific knowledge, while enjoying the free-
dom of thought and expression, and the freedom to identify methods by
which problems are solved, according to recognised ethical principles and
practices.

Researchers should, however, recognise the limitations to this freedom
that could arise as a result of particular research circumstances (including
supervision/guidance/management) or operational constraints, e.g. for
budgetary orinfrastructural reasons or, especially in the industrial sector,
for reasons of intellectual property protection. Such limitations should
not, however, contravene recognised ethical principles and practices, to
which researchers have to adhere.

Ethical principles

Researchers should adhere to the recognised ethical practices and fun-
damental ethical principles appropriate to their discipline(s) as well as to
ethical standards as documented in the different national, sectoral or insti-
tutional Codes of Ethics.

Professional responsibility

Researchers should make every effort to ensure that their research is re-
levant to society and does not duplicate research previously carried out
elsewhere.
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They must avoid plagiarism of any kind and abide by the principle of intel-
lectual property and joint data ownership in the case of research carried
out in collaboration with a supervisor(s) and/or other researchers. The
need to validate new observations by showing that experiments are repro-
ducible should not be interpreted as plagiarism, provided that the data to
be confirmed are explicitly quoted.

Researchers should ensure, if any aspect of their work is delegated, that
the person to whom it is delegated has the competence to carry it out.

Professional attitude

Researchers should be familiar with the strategic goals governing their
research environment and funding mechanisms, and should seek all ne-
cessary approvals before starting their research or accessing the resources
provided.

They should inform their employers, funders or supervisor when their
research project is delayed, redefined or completed, or give notice if it is
to be terminated earlier or suspended for whatever reason.

Contractual and legal obligations

Researchers at all levels must be familiar with the national, sectoral or
institutional regulations governing training and/or working conditions.
This includes Intellectual Property Rights regulations, and the require-
ments and conditions of any sponsor or funders, independently of the
nature of their contract. Researchers should adhere to such regulations by
delivering the required results (e.g. thesis, publications, patents, reports,
new products development, etc) as set out in the terms and conditions of
the contract or equivalent document.



Accountability

Researchers need to be aware that they are accountable towards their
employers, funders or other related public or private bodies as well as, on
more ethical grounds, towards society as a whole. In particular,
researchers funded by public funds are also accountable for the efficient
use of taxpayers’ money. Consequently, they should adhere to the prin-
ciples of sound, transparent and efficient financial management and co-
operate with any authorised audits of their research, whether undertaken
by their employers/funders or by ethics committees.

Methods of collection and analysis, the outputs and, where applicable,
details of the data should be open to internal and external scrutiny, when-
ever necessary and as requested by the appropriate authorities.

Good practice in research

Researchers should at all times adopt safe working practices, in line with
national legislation, including taking the necessary precautions for health
and safety and for recovery from information technology disasters, e.g. by
preparing proper back-up strategies. They should also be familiar with the
current national legal requirements regarding data protection and confi-
dentiality protection requirements, and undertake the necessary steps to
fulfil them at all times.

Dissemination, exploitation of results

All researchers should ensure, in compliance with their contractual
arrangements, that the results of their research are disseminated and
exploited, e.g. communicated, transferred into other research settings or,
if appropriate, commercialised. Senior researchers, in particular, are
expected to take a lead in ensuring that research is fruitful and that results
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are either exploited commercially or made accessible to the public (or
both) whenever the opportunity arises.

Public engagement

Researchers should ensure that their research activities are made known
to society at large in such a way that they can be understood by non-spe-
cialists, thereby improving the public’s understanding of science. Direct
engagement with the public will help researchers to better understand
public interest in priorities for science and technology and also the pub-
lic’s concerns.

Relation with supervisors

Researchers in their training phase should establish a structured and re-
gular relationship with their supervisor(s) and faculty/departmental rep-
resentative(s) so as to take full advantage of their relationship with them.

This includes keeping records of all work progress and research findings,
obtaining feedback by means of reports and seminars, applying such feed-
back and working in accordance with agreed schedules, milestones, deliv-
erables and/or research outputs.

Supervision and managerial duties

Senior researchers should devote particular attention to their multi-faceted
role as supervisors, mentors, career advisors, leaders, project coordina-
tors, managers or science communicators. They should perform these
tasks to the highest professional standards. With regard to their role as
supervisors or mentors of researchers, senior researchers should build up
a constructive and positive relationship with the early-stage researchers,
in order to set the conditions for efficient transfer of knowledge and for the
further successful development of the researchers’ careers.



Continuing Professional Development

Researchers at all career stages should seek to continually improve them-
selves by regularly updating and expanding their skills and competencies.
This may be achieved by a variety of means including, but not restricted to,
formal training, workshops, conferences and e-learning.
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General Principles and Requirements applicable to Employers and
Funders:

Recognition of the profession

All researchers engaged in a research career should be recognised as pro-
fessionals and be treated accordingly. This should commence at the begin-
ning of their careers, namely at postgraduate level, and should include all
levels, regardless of their classification at national level (e.g. employee,
postgraduate student, doctoral candidate, postdoctoral fellow, civil ser-
vants).

Non-discrimination

Employers and/or funders of researchers will not discriminate against
researchers in any way on the basis of gender, age, ethnic, national or
social origin, religion or belief, sexual orientation, language, disability,
political opinion, social or economic condition.

Research environment

Employers and/or funders of researchers should ensure that the most
stimulating research or research training environment is created which
offers appropriate equipment, facilities and opportunities, including for
remote collaboration over research networks, and that the national or sec-
toral regulations concerning health and safety in research are observed.
Funders should ensure that adequate resources are provided in support of
the agreed work programme.




Working conditions

Employers and/or funders should ensure that the working conditions for
researchers, including for disabled researchers, provide where appropri-
ate the flexibility deemed essential for successful research performance in
accordance with existing national legislation and with national or sectoral
collective-bargaining agreements. They should aim to provide working
conditions which allow both women and men researchers to combine fam-
ily and work, children and career °. Particular attention should be paid,
inter alia, to flexible working hours, part-time working, tele-working and
sabbatical leave, as well as to the necessary financial and administrative
provisions governing such arrangements.

Stability and permanence of employment

Employers and/or funders should ensure that the performance of
researchers is not undermined by instability of employment contracts, and
should therefore commit themselves as far as possible to improving the
stability of employment conditions for researchers, thus implementing
and abiding by the principles and terms laid down in the EU Directive on
Fixed-Term Work *.

See SEC (2005) 260, Women and Science: Excellence and Innovation — Gender Equality in
Science.

Which aims to prevent fixed-term employees from being treated less favourably than similar
permanent employees, to prevent abuse arising from the use of successive fixed-term con-
tracts, to improve access to training for fixed-term employees and to ensure that fixed-term
employees are informed about available permanent jobs. Council Directive 1999/70/EC con-
cerning the “Framework Agreement on fixed-term work” concluded by ETUC, UNICE and CEEP,
adopted on 28 June 1999.
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Funding and salaries

Employers and/or funders of researchers should ensure that researchers
enjoy fair and attractive conditions of funding and/or salaries with ade-
quate and equitable social security provisions (including sickness and
parental benefits, pension rights and unemployment benefits) in accor-
dance with existing national legislation and with national or sectoral col-
lective bargaining agreements. This must include researchers at all career
stages including early-stage researchers, commensurate with their legal
status, performance and level of qualifications and/or responsibilities.

Gender balance

Employers and/or funders should aim for a representative gender balance
at all levels of staff, including at supervisory and managerial level. This
should be achieved on the basis of an equal opportunity policy at recruit-
ment and at the subsequent career stages without, however, taking prece-
dence over quality and competence criteria. To ensure equal treatment,
selection and evaluation committees should have an adequate gender
balance.

Career development

Employers and/or funders of researchers should draw up, preferably within
the framework of their human resources management, a specific career
development strategy for researchers at all stages of their career, regard-
less of their contractual situation, including for researchers on fixed-term
contracts. It should include the availability of mentors involved in provi-
ding support and guidance for the personal and professional development
of researchers, thus motivating them and contributing to reducing any

' See SEC (2005) 260, Women and Science: Excellence and Innovation — Gender Equality in

Science.



insecurity in their professional future. All researchers should be made
familiar with such provisions and arrangements.

Value of mobility

Employers and/or funders must recognise the value of geographical, inter-
sectoral, inter- and trans-disciplinary and virtual > mobility as well as mobi-
lity between the public and private sector as an important means of
enhancing scientific knowledge and professional development at any stage
of a researcher’s career. Consequently, they should build such options into
the specific career development strategy and fully value and acknowledge
any mobility experience within their career progression/appraisal system.

This also requires that the necessary administrative instruments be putin
place to allow the portability of both grants and social security provisions,
in accordance with national legislation.

Access to research training and continuous development

Employers and/or funders should ensure that all researchers at any stage
of their career, regardless of their contractual situation, are given the
opportunity for professional development and for improving their employ-
ability through access to measures for the continuing development of skills
and competencies.

Such measures should be regularly assessed for their accessibility, take-
up and effectiveness in improving competencies, skills and employability.

> i.e. remote collaboration over electronic networks.
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Access to career advice

Employers and/or funders should ensure that career advice and job place-
ment assistance, either in the institutions concerned, or through collabo-
ration with other structures, is offered to researchers at all stages of their
careers, regardless of their contractual situation.

Intellectual Property Rights

Employers and/or funders should ensure that researchers at all career
stages reap the benefits of the exploitation (if any) of their R&D results
through legal protection and, in particular, through appropriate protec-
tion of Intellectual Property Rights, including copyrights.

Policies and practices should specify what rights belong to researchers
and/or, where applicable, to their employers or other parties, including
external commercial or industrial organisations, as possibly provided for
under specific collaboration agreements or other types of agreement.

Co-authorship

Co-authorship should be viewed positively by institutions when evaluating
staff, as evidence of a constructive approach to the conduct of research.
Employers and/or funders should therefore develop strategies, practices
and procedures to provide researchers, including those at the beginning
of their research careers, with the necessary framework conditions so that
they can enjoy the right to be recognised and listed and/or quoted, in the
context of their actual contributions, as co-authors of papers, patents, etc,
orto publish their own research results independently from their supervi-
sor(s).
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Supervision

Employers and/or funders should ensure that a person is clearly identified
to whom early-stage researchers can refer for the performance of their pro-
fessional duties, and should inform the researchers accordingly.

Such arrangements should clearly define that the proposed supervisors
are sufficiently expert in supervising research, have the time, knowledge,
experience, expertise and commitment to be able to offer the research
trainee appropriate support and provide for the necessary progress and
review procedures, as well as the necessary feedback mechanisms.

Teaching

Teaching is an essential means for the structuring and dissemination of
knowledge and should therefore be considered a valuable option within
the researchers’ career paths. However, teaching responsibilities should
not be excessive and should not prevent researchers, particularly at the
beginning of their careers, from carrying out their research activities.

Employers and/or funders should ensure that teaching duties are ade-
quately remunerated and taken into account in the evaluation/appraisal
systems, and that time devoted by senior members of staff to the training
of early stage researchers should be counted as part of their teaching com-
mitment. Suitable training should be provided for teaching and coaching
activities as part of the professional development of researchers.

Evaluation/appraisal systems

Employers and/or funders should introduce for all researchers, including
senior researchers, evaluation/appraisal systems for assessing their pro-
fessional performance on a regular basis and in a transparent manner by
an independent (and, in the case of senior researchers, preferably inter-
national) committee.

51




Such evaluation and appraisal procedures should take due account of
their overall research creativity and research results, e.g. publications,
patents, management of research, teaching/lecturing, supervision, men-
toring, national or international collaboration, administrative duties, pub-
lic awareness activities and mobility, and should be taken into
consideration in the context of career progression.

Complaints/appeals

Employers and/or funders of researchers should establish, in compliance
with national rules and regulations, appropriate procedures, possibly in
the form of an impartial (ombudsman-type) person to deal with com-
plaints/appeals of researchers, including those concerning conflicts
between supervisor(s) and early-stage researchers. Such procedures
should provide all research staff with confidential and informal assistance
in resolving work-related conflicts, disputes and grievances, with the aim
of promoting fair and equitable treatment within the institution and
improving the overall quality of the working environment.

Participation in decision-making bodies

Employers and/or funders of researchers should recognise it as wholly
legitimate, and indeed desirable, that researchers be represented in the
relevant information, consultation and decision-making bodies of the insti-
tutions for which they work, so as to protect and promote their individual
and collective interests as professionals and to actively contribute to the
workings of the institution .

" In this context see also EU Directive 2002/14/EC.
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Recruitment

Employers and/or funders should ensure that the entry and admission
standards for researchers, particularly at the beginning at their careers, are
clearly specified and should also facilitate access for disadvantaged
groups or for researchers returning to a research career, including teachers
(of any level) returning to a research career.

Employers and/or funders of researchers should adhere to the principles
set out in the Code of Conduct for the Recruitment of Researchers when
appointing or recruiting researchers.
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Section 2
The Code of Conduct for the Recruitment of Researchers

The code of conduct for the recruitment of researchers consists of a set of
general principles and requirements that should be followed by employers
and/or funders when appointing or recruiting researchers. These prin-
ciples and requirements should ensure observance of values such as
transparency of the recruitment process and equal treatment of all appli-
cants, in particular with regard to the development of an attractive, open
and sustainable European labour market for researchers, and are com-
plementary to those outlined in the European Charter for Researchers.
Institutions and employers adhering to the Code of Conduct will openly
demonstrate their commitment to act in a responsible and respectable
way and to provide fair framework conditions to researchers, with a clear
intention to contribute to the advancement of the European Research Area.

General Principles and Requirements for the Code of Conduct

Recruitment

Employers and/or funders should establish recruitment procedures which
are open *, efficient, transparent, supportive and internationally compa-
rable, as well as tailored to the type of positions advertised.

* All available instruments should be used, in particular international or globally accessible

web-based resources such as the pan-European Researcher's Mobility Portal:
http://europa.eu.int/eracareers.



Advertisements should give a broad description of knowledge and com-
petencies required, and should not be so specialised as to discourage
suitable applicants. Employers should include a description of the working
conditions and entitlements, including career development prospects.
Moreover, the time allowed between the advertisement of the vacancy or
the call for applications and the deadline for reply should be realistic.

Selection

Selection committees should bring together diverse expertise and compe-
tences and should have an adequate gender balance and, where appropri-
ate and feasible, include members from different sectors (public and private)
and disciplines, including from other countries and with relevant experience
to assess the candidate. Whenever possible, a wide range of selection prac-
tices should be used, such as external expert assessment and face-to-face
interviews. Members of selection panels should be adequately trained.

Transparency

Candidates should be informed, prior to the selection, about the recruitment
process and the selection criteria, the number of available positions and the
career development prospects. They should also be informed after the selec-
tion process about the strengths and weaknesses of their applications.

Judging merit

The selection process should take into consideration the whole range of
experience * of the candidates. While focusing on their overall potential as
researchers, their creativity and level of independence should also be
considered.

> See also The European Charter for Researchers: Evaluation/Appraisal systems in Section 1 of

this document.
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This means that merit should be judged qualitatively as well as quantita-
tively, focusing on outstanding results within a diversified career path and
not only on the number of publications. Consequently, the importance of
bibliometric indices should be properly balanced within a wider range of
evaluation criteria, such as teaching, supervision, teamwork, knowledge
transfer, management of research and innovation and public awareness
activities. For candidates from an industrial background, particular attention
should be paid to any contributions to patents, development or inventions.

Variations in the chronological order of CVs

Career breaks orvariations in the chronological order of CVs should not be
penalised, but regarded as an evolution of a career, and consequently, as
a potentially valuable contribution to the professional development of
researchers towards a multidimensional career track. Candidates should
therefore be allowed to submit evidence-based CVs, reflecting a repre-
sentative array of achievements and qualifications appropriate to the post
for which application is being made.

Recognition of mobility experience

Any mobility experience, e.g. a stay in another country/region or in another
research setting (public or private) or a change from one discipline or sector
to another, whether as part of the initial research training or at a later stage
of the research career, or virtual mobility experience, should be considered
as a valuable contribution to the professional development of a researcher.

Recognition of qualifications

Employers and/or funders should provide for appropriate assessment and
evaluation of the academic and professional qualifications, including non-
formal qualifications, of all researchers, in particular within the context of



international and professional mobility. They should inform themselves
and gain a full understanding of rules, procedures and standards gover-
ning the recognition of such qualifications and, consequently, explore
existing national law, conventions and specific rules on the recognition of
these qualifications through all available channels *.

Seniority

The levels of qualifications required should be in line with the needs of the
position and not be set as a barrier to entry. Recognition and evaluation
of qualifications should focus on judging the achievements of the person
rather than his/her circumstances or the reputation of the institution where
the qualifications were gained. As professional qualifications may be
gained at an early stage of a long career, the pattern of lifelong profes-
sional development should also be recognised.

Postdoctoral appointments

Clear rules and explicit guidelines for the recruitment and appointment of
postdoctoral researchers, including the maximum duration and the objec-
tives of such appointments, should be established by the institutions
appointing postdoctoral researchers. Such guidelines should take into
account time spentin prior postdoctoral appointments at other institutions
and take into consideration that the postdoctoral status should be
transitional, with the primary purpose of providing additional professional
development opportunities for a research career in the context of long-
term career prospects.

* Lookat http://www.enic-naric.net/ to find more detailed information about the NARIC Network

(National Academic Recognition Information Centres) and the ENIC Network (European Network
of Information Centres).
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Section 3
Definitions

Researchers

For the purpose of this Recommendation the internationally recognised
Frascati definition of research “ will be used. Consequently, researchers are
described as

“Professionals engaged in the conception or creation of new knowledge,
products, processes, methods and systems, and in the management of
the projects concerned.”

More specifically, this Recommendation relates to all persons professio-
nally engaged in R&D at any career stage *°, regardless of their classification.
This includes any activities related to “basic research”, “strategic
research”, “applied research”, experimental development and “transfer of
knowledge” including innovation and advisory, supervisory and teaching
capacities, the management of knowledge and intellectual property rights,
the exploitation of research results or scientific journalism.

A distinction is made between Early-Stage Researcher and Experienced
Researchers:

e The term Early-Stage Researcher * refers to researchers in the first
four years (full-time equivalent) of their research activity, including
the period of research training.

" In: Proposed Standard Practice for Surveys on Research and Experimental Development,
Frascati Manual, OECD, 2002.

COM (2003) 436 of 18.7. 2003: Researchers in the ERA: One profession, multiple careers.

¥ See Work Programme Structuring the European Research Area Human Resources and Mobil-
ity Marie Curie Actions, edition September 2004, page 41.



e Experienced Researchers * are defined as researchers having at
least four years of research experience (full-time equivalent) since
gaining a university diploma giving them access to doctoral studies,
in the country in which the degree/diploma was obtained or
researchers already in possession of a doctoral degree, regardless
of the time taken to acquire it.

Employers

In the context of this Recommendation “employers” refers to all those
public or private institutions which employ researchers on a contractual
basis or which host them under other types of contracts or arrangements,
including those without a direct financial relationship. The latter refers
particularly to institutions of higher education, faculty departments, lab-
oratories, foundations or private bodies where researchers either undergo
their research training or carry out their research activities on the basis of
funding provided by a third party.

Funders

“Funders” refers to all those bodies * which provide funding, (including
stipends, awards, grants and fellowships) to public and private research
institutions, including institutions for higher education. In this role they
might stipulate as a key condition for providing funding that the funded
institutions should have in place and apply effective strategies, practices
and mechanisms according to the general principles and requirements
presented in this Recommendation.

20

Idem, page 42.

# The Community will endeavour to apply the commitments laid down in this Recommendation

to the receiver of funding in the context of the Framework Programme(s) for Research, Tech-
nological Development and Demonstration Activities.
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Appointment or employment

This refers to any type of contract or stipend or to a fellowship, grant or
awards financed by a third party including funding within the context of the
Framework Programme(s) 2.

** The Framework Programme(s) for Research, Technological Development and Demonstration

Activities.
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