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INTRODUCTION TO THE HRS4R AND THE HR AWARD

THE EUROPEAN CHARTER & CODE ( C&C)

hr

The C&C was created by the European Commission in 2005 and includes: S
HR EXCELLENCE IN RESEARCH

- European Charter for Researchers: List of general principles, requirements, role
and responsibilities borh for researchers and founders.

- Code of Conduct for the Recruitment of Researchers: Standard rules for a
transparent recruitment and selecction process.

THE “HR Excellence in Research” Award

The HRS4R, “HR Strategy for Researchers” supports research institutions in the
implementation of the C&C in their policies and practices.

The “HR Excellence in Research” logo identifies the organizations as providers and
supporters of a stimulating and favourable working environment for researchers.
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INTRODUCTION TO THE HRS4R AND THE HR AWARD

BENEFITS ‘r

HR EXCELLENCE IN RESEARCH

" For the RESEARCHERS:

- Being the focus of the Action Plan based on their feedback

- Involvement in the continual improvements that concern the researchers

- Being informed about the comparison between the current situation at the BCBL
and the C&C principles.

- Feedback about the future Action Plans about the HR strategies for researchers

= For the BCBL:

- Continual improvements of the HR and C&C in research
- Competitiveness among the best Centers of Excellence
- Visibility & Attractiveness for
- Funding organizations, sponsors and partners
- Researchers looking for a new employer
- Partners and other institutions willing to collaborate in research




INTRODUCTION TO THE HRS4R AND THE HR AWARD

TIMELINE: STEPS TO FOLLOW TO GET THE HR AWARD hr

HR EXCELLENCE IN RESEARCH
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INTRODUCTION TO THE HRS4R AND THE HR AWARD

THE SURVEY

Topics:

Ethical and Professional Aspects

Recruitment
Working Conditions and Social Security

Training

Principle 3: PROFESSIONAL RESPONSIBILITY

Researchers should make every effortto ensure that their research is relevant to society and does not
duplicate research previously carried out elsewhere. They must avoid plagiarism of any kind and abide
by the principle of intellectual property and joint data ownershipin the case of research carried outin
collaboration with a supervisor(s) and/or other researchers. The need tovalidate new observations by
showing that experiments are reproducible 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.

3.A|, as a researcher, try to conduct research in innovative and relevant topics for society while avoiding
the duplication of research previously carried out elsewhere, respecting the |LP's or supervisor's

principles of intellectual property and joint data ownership.

¢ How much do | agree with this principle? (1) Not at all (10) Completely

* How far is the BCBL from achieving this principle? (1) Very Far (10) We are already there

3,B Before delegating a task or a duty, supervisors should ensure that those to be put in charge of it

hawve the relevant training and competency to carry it out.

# How much do | agree with this principle? (1) Not at all (10) Completely

# How far is the BCBL from achieving this principle? (1) Very Far (10) We are already there

1 2 3 4 5 6 7 8 9 10

% Please feel free to add any suggestion or comment about the principle here:




GAP ANALYSIS AND ACTION PLAN 2018/2019

How far — Staff / Group Leaders, Postdocs vs Predocs. I\r
Where to start > ACTION PLAN.
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IMPROVEMENT AREA |GENERAL COMMENTS ACTION RESPONSIBLE DUE DATE
‘Cuitura of mentoring, promata discussion
withing groups, number of students per  * Structured group mestings to sase

supevisor, monitor supervision, superv  training needs,
e for group leaders, best mentor prize, salve problems o Group Leaders with the _
enhance supervision skills = Training, evaluation and feedback to group  management tzam support

leaders/supervisors in academic and human
resources related issues

career development plan for every PhD = Compulsory career development plan

student, regular feedback and evalUaton,  yefinition and follow-up o Group Leaders and supervisors

EREEEELENE R advics on scientific/nan scientific Pathways, « workshop on cientific/non scientific o Management team -
succesful job search pathways, succesful job search
List of experts, access to experts, technical o IT departmant: Creation of the
training (R, phyton, MRI, EEG, MEG, toal

= New tool “Training Forum"

SPECIFIC TRAINING Anatomy, Signal Processing, ethics, o Volunteers needed: Update -

programming, statistics] and maintenance Forum
coordinator
Ways for researchers to share their
INTERACTION knowledge and skills with others who are = Informal interaction informal meetings 0 BCBL management team =
interastad
ion about funding apportuniti * Updar improve the grant sectioninthe 0 BCBL admin team
GRANTS wiki

Improve job saction of the web, more
TRANSPARENCY detailed calls, more feedback to candidatas, * implementation of the OTM-R work process 0 BCBL managament team 201840
external evaluators




GAP ANALYSIS AND ACTION PLAN 2018/2019
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Some of the issues were related to: I.\r

e Evaluation criteria HR EXCELLENCE IN RESEARCH
e Evaluation system

* Feedback

* Career development

e Training needs

* Relation with supervisors

N
Self Assessment portal

https://intranet.bcbl.eu/




GAP ANALYSIS AND ACTION PLAN 2018/2019

https://intranet.bcbl.eu;,
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https://intranet.bcbl.eu,
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GAP ANALYSIS AND ACTION PLAN 2018/2019
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HR EXCELLENCE IN RESEARCH

Recruitment and OTM-R: Position Call Fiches will be generated for every selection process. Those

election 15 [14,16,21 | Transparency 2015 will include all the relevant data and requirements of the position and will be A. Fernandez |May'16 OTM-Rin place |Ongoing
delivered to every candidate

Recruitment and OTM-R:Once the selection process is over, BCBL Human Resources team will

selection 15 [14,16,21 | Transparency 2015 contact each of the candidates and offer feedback about the selection process’s  |A. Fernandez |May'16 OTM-Rinplace |Ongoing
results

Recruitment and . . . " N "

selection 15 [14,16,21 Transparency 2015 |OTM-Riinformation about selection processes to be communicated publicly A. Fernandez |May'16 OTM-Rin place  [Ongoing

TM-R: Position Call Fich ill ited f lecti . Th

Recruitment and _ O' / osition Call Fiches will be gener? ed for every sel ec.l‘on procesf 05€ |\ Arocena June’16 and yearly . .

election 21 (15 Postdoc appointment 2015 will include all the relevant data and requirements of the position and will be A, Fernandez OTM-Rin place  [Ongoing
delivered to every candidate

Recruitment and 2 s postdoc appointment jo15  |Research Career path to be shared with researchers. Toolkit available at wiki and M. Arocena |june'16and yearly |- wiki [—

Selection training to be provided every year (externally if funding is granted) A. Fernandez  [workshops - survey

Working Conditi d N o . M t lab meeti

orking Conditionsand | 35 |55 16,28 Career advice 2017 |Workshop on scientific/non scientific pathways, succesful job search anagement o very year abmeetings | ongoing
Social Security team agenda
Working Conditi d
orne tondltionsand | zs |3,15 Decision Making 2015 [Researchers are taking part in the WG L. Lopez way'17 o be appointed  [Ongoing

Social Security

Working Conditions and i ; es i , . .

sorial security 35 (37 Decision Making 2015 Include researchers representatives in the WG for the HRS4R L. Lopez May'17 to be appointed |Ongoing

Training and lew tool

& 37 |15 Supervision & Managerial | 2017 o Creation of the tool "Training Dec'19

Development

o Volunteers needed: Update and Forum Forum”




ACTION PLAN 2018/19:0NGOING / PENDING ACTIONS:

hr

HR EXCELLENCE IN RE

SFARCH
OLARL

Implementation due

Category C&C C&C Principle Name Action i Status
- - - T

Recruitment and OTM-R: Position Call Fiches will be generated for every selection process. Those

selection Transparency will include all the relevant data and requirements of the position and will be May’16 OTM-Rin place |Ongding
delivered to every candidate

Recruitment and OTM-R:Once the selection process is over, BCBL Human Resources team will

selection Transparency contact each of the candidates and offer feedback about the selection process’s |May’16 OTM-Rin place |Ongoi
results

Recruitment and . . . .

selection Transparency OTM-R:Information about selection processes to be communicated publicly May’16 \ OTM-Rin place Ongig

Recruitment and
Selection

Postdoc appointment

OTM-R: Position Call Fiches will be generated for every selection process. Those
will include all the relevant data and requirements of the position and will be
delivered to every candidate

June’16 and yearly
workshops

OTM-R in place

Recruitment and ., Research Career path to be shared with researchers. Toolkit available at wiki and |June’16 and yearly - wiki .
. Postdoc appointment o . . o Ongoing
Selection training to be provided every year (externally if funding is granted) workshops - survey
Working Conditions and lab meetings
. 'ng ) Hons and | career advice Workshop on scientific/non scientific pathways, succesful job search every year @ 'né Ongoing
Social Security agenda
Working Conditions and
Decision Makin i i May’17 to be appointed |Ongoin
Social Security g Researchers are taking part in the WG y pp going
Working Conditions and . . . .
. & ) Decision Making Include researchers representatives in the WG for the HRS4R May’17 to be appointed |[Ongoing
Social Security
Training and . ) . , 5
Supervision & Managerial |o Creation of the tool Dec'19 Pending

Development

o Volunteers needed: Update and maintenance Forum coordinator




OTM-R

Open hr

T ra n S p a re nt & HR EXCELLENCE IN RESEARCH

Merit-based ‘/ -
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OTM-R

v’ ensures that the best person for the job is recruited

v’ brings benefits to researchers, institutions, a country's
research system,

v’ contributes to the full implementation of the European
Research Area (ERA)

viimproves the cost-effectiveness of investments in
research.

v'guarantees equal opportunities and access for all

v"makes research careers more attractive




OTM-R BCBL PROCESS AND CALENDAR

, 2017 2018 2019
l\r OTM-R PROCESS
b 1Q 2Q 3Q 4Q 1Q 2Q 3Q 4Q 1Q 2Q 3Q 4Q

1) Review current recruitment policy, practices and procedures
2) Develop and put in place a revised OTM-R policy

3) Publishing the OTM-R policy

4) Quality control system

5) Establish or adapt an internal OTM-R guide

6) Training and awareness raising within the institution

7) E-recruitment




OTM-R PROCESS

1) Review current recruitment policy, practices and procedures

Te late 1—Annex: Open, Transparent, Merit-Based Recruitment Check-list OTM-R Checklist for organisations
Answer:
++Yes, letely -
Open |Transparent| Merit-Based |+/-Yes, substantially Suggested (or from of BCBL comments
N measurement) July 2017
-/+ Yes, partially
- - - - - No - - -
OTM-R system —
1. Have we published a version of our OTM-R policy online (in the national language and in English)? X X X [weblink]
2. Do we have an internal guide setting out clear OTM-R procedures and practices for all types of positions? X X X [Pk e Etios: pikiis; crmie disk iseart
oDy to all staff]
R R L. . R - Existence of training programmes for OTM-R
3.Is everyone involved in the process sufficiently trained in the area of OTM-R? X X X - Number of staff following training in OTM-R
4. Do we make (sufficient) use of e-recruitment tools? X X . Web»'based el () diesEgas e
(mnantlally recruitment process http://www.bcbl.eu/calls
5. Do we have a quality control system for OTM-R in place? X X X
6. Does our current OTM-R policy encourage external candidates to apply? X X X ol t'he sjhare CickplanionicElls
NO the organisation
7. Is our current OTM-R policy in line with policies to attract researchers from abroad? X X X NO Trend in the share of applicants from abroad
Trend in the share of applicants among
8. Is our current OTM-R policy in line with policies to attract underrepresented groups? X X X underrepresented groups (frequently
NO women)
9. Is our current OTM-R policy in line with policies to provide attractive working conditions for researchers? X X X Trendin t_he s-hare of applicants from outside
the organisation
10. Do we have means to monitor whether the most suitable researchers apply? YES
Advertising and application phase
11. Do we have clear guidelines or t | (e.g., EURAXESS) for advertising positions? X X NO
12. Do we include in the job advertisement references/links to all the elements foreseen in the relevant section of
the toolkit? [see Chapter 4.4.1a)] X x NO
The share of job adverts posted on EURAXESS;
13. Do we make full use of EURAXESS to ensure our research vacancies reach a wider audience? X X Trend in the share of applicants recruited
YES Qybstantially from outside the organisation/abroad
14. Do we make use of other job advertising tools? X X YES distribution lists in neuroscience
L B L . speciffied once logged in
15. Do we keep the administrative burden to a minimum for the candidate? [see Chapter 4.4.1b)] X \ YES} http://www.bcbl.eu/calls
Selection and eval phase Pl
16. Do we have clear rules governing the appointment of selection committees? [see Chapter 4.4.2a)] X X NO Statistics on the composition of panels
17. Do we have clear rules concerning the composition of selection committees? X X NO Written guidelines
18. Are the committees sufficiently gender-balanced? X X NO
19. Do we have clear guidelines for selection committees which help to judge ‘merit’ in a way that leads to the best «
candidate being selected? Written guidelines
phase
20. Do we inform all applicants at the end of the selection process? X YES\ standard general feedback
standard general feedback
21. Do we provide adequate feedback to interviewees? X (does not include
YES glibstantially strength/weakness)
22. Do we have an appropriate complaints mechanism in place? X NO Statistics on complaints
Overall
23. Do we have a system in place to assess whether OTM-R delivers on its objectives?




ACTION PLAN 2018/19:0NGOING / PENDING ACTIONS:

hr

HR EXCELLENCE IN RESEARCH
Implementation due [Indicator/Target
Category C&C C&C Principle Name  |Action ¥ /T get/ Status
date Control/Evidence
- - - - - T
Recruitment and OTM-R: Position Call Fiches will be generated for every selection process. Those
selection Transparency will include all the relevant data and requirements of the position and will be May’16 OTM-Rin place
delivered to every candidate
Recruitment and OTM-R:Once the selection process is over, BCBL Human Resources team will
selection Transparency contact each of the candidates and offer feedback about the selection process’s |May’16 OTM-Rin place
results
Recruitment and . . . .
selection Transparency OTM-R:Information about selection processes to be communicated publicly May’16 OTM-Rin place
) OTM-R: Position Call Fiches will be generated for every selection process. Those ,
Recruitment and ) L . . i June’16 and yearl .
. Postdoc appointment will include all the relevant data and requirements of the position and will be OTM-Rin place
Selection . . workshops
delivered to every candidate
Recruitment and ., Research Career path to be shared with researchers. Toolkit available at wiki and |June’16and ye - wiki .
. Postdoc appointment o . . o Ongoi
Selection training to be provided every year (externally if funding is granted) workshops - survey
Working Conditions and lab meetings
. 'ng ) Hons and | career advice Workshop on scientific/non scientific pathways, succesful job search every year 'né Ongoin
Social Security agenda
\\—//
Working Conditions and Decision Makin R h taki rt in the WG May’17 to be appointed |Ongoin
Social Security g esearchers are taking part in the y pp going
Working Conditions and . . ) .
. & ) Decision Making Include researchers representatives in the WG for the HRS4R May’17 to be appointed |[Ongoing
Social Security
Training and L. . . ' ;
Supervision & Managerial |o Creation of the tool Dec'19 Pending
Development . .
o Volunteers needed: Update and maintenance Forum coordinator




ACTION PLAN: RESEARCHER CAREER PATH hf

HR EXCELLENCE IN RESEARCH
m NON RESEARCHER SCIENCE JOBS

OR COGNTTION. BRAIN PUBLIC RESEARCHER
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' PUBLIC RESEARCHER
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ACTION PLAN 2018/19:0NGOING / PENDING ACTIONS:
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HR EXCELLENCE IN RE
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OLARL

Implementation due

Indicator/Target/

Category C&C C&C Principle Name  |Action Status
gory P date Control/Evidence
- - - - - T
Recruitment and OTM-R: Position Call Fiches will be generated for every selection process. Those
Selection Transparency will include all the relevant data and requirements of the position and will be May’16 OTM-Rin place
delivered to every candidate
Recruitment and OTM-R:Once the selection process is over, BCBL Human Resources team will
selection Transparency contact each of the candidates and offer feedback about the selection process’s [May’16 OTM-R in place
results
Recruitment and . . . . .
selection Transparency OTM-R:Information about selection processes to be communicated publicly May’16 OTM-Rin place
) OTM-R: Position Call Fiches will be generated for every selection process. Those ,
Recruitment and ) o i . K June’16 and year .
. Postdoc appointment will include all the relevant data and requirements of the position and will be OTM-Rin place
Selection ) ) workshops
delivered to every candidate
Recruitment and . Research Career path to be shared with researchers. Toolkit available at wiki and |June’16 and ye - wiki
. Postdoc appointment . X . L Ongol
Selection training to be provided every year (externally if funding is granted) workshops - survey
Working Conditions and s L . lab meetings
. & ) Career advice Workshop on scientific/non scientific pathways, succesful job search every year & Ongoin
Social Security agenda
fumm— __--H
Working Conditions and . . . ) "
. & . Decision Making Researchers are taking part in the WG May’17 to be appointed |Ongo
Social Security
Working Conditi d
or Ing or.1 tHons an Decision Making Include researchers representatives in the WG for the HRS4R May’17 to be appointed |Ongaqi
Social Security
R
Training and L. . . ' ;
Supervision & Managerial |o Creation of the tool Dec'19 Pending

Development

o Volunteers needed: Update and maintenance Forum coordinator




WORKING GROUP

Mission: implementation/monitoring of Action Plan I\f

Current components: Miguel, Larraitz and Ana HR EXCELLENCE IN RESEARCH

Representatives from each research category (Group Leaders/ Postdocs/ PhDs and Technicians) are
welcome.

Diversity matrix to be developed, looking for balance in gender, category, department, current
involvement in other bcbl committees (scientific, ethics, master and doctorate program commission,

ombudsman, etc.)

SCIENTIFIC ETHICS
DIVERSITY MATRIXBCBL| ETHICS :OMBUDS: LABS ADMIN ;| PREDOC ;POSTDOC HHRR
COMMITTEE | COMMITTEE

MALE 1 X X X X X
MALE 2 X X X

MALE 3 X X X X
FEMALE 1 X X X

FEMALE 2 X X X

FEMALE 3 X X X




GENERAL MEETINGS AND SOCIAL EVENTS

HR EXCELLENCE IN RESEARCH

General meetings and social events

* February: Annual retreat (past results & future goals + team

building)
* June: Scientific retreat (including poster session) |
e July: Picnic in Miramon

* September: HR meeting > survey (biannually)> Next, Fall’2019.
 December: Christmas Pizza party

€
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