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Kommissionens henstilling
af 11. marts 2005

om et europisk charter for forskere
og en adfardskodeks for ansttelse
af forskere

Kommissionen for de europaiske fallesskaber,

som henviser til traktaten om oprettelse af Det Europaeiske Fallesskab,
saerlig artikel 165, og

som tager fglgende i betragtning

(1) Kommissionen fandt det i januar 2000 * ngdvendigt at oprette Det
Europaeiske Forskningsrum som fast holdepunkt for Faellesskabets
fremtidige indsat pa dette omrade for at underbygge den europaiske
forskningspolitik og give den struktur.

(2) Det Europaeiske Rad i Lissabon opstillede den malsatning, at Fzel-
lesskabet skulle blive den mest konkurrencedygtige og dynamiske
videngkonomi i verden inden 2010.

(3) Radet har behandlet spgrgsmalet om forskerarbejde og forskerkarri-
ereri Det Europaeiske Forskningsrum i sin resolution af 10. november
2003 2, hvor det navnlig gav udtryk for sin tilfredshed med, at Kom-
missionen havde planer om at udarbejde et charter for europaiske
forskere og en adfaerdskodeks for ansattelse af forskere.

1

KOM(2000) 6 endelig udg. af 18.1.2000.

> EFTC 282, s. 1-2 af 25.11.2003. Rédets resolution af 10. november 2003 (2003/C 282/01 om

forskerfaget og forskerkarriere i Det Europaeiske Forskningsrad).
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Den paviste risiko for forskermangel 3, isar inden for en rakke ker-
nediscipliner, er en alvorlig trussel mod EU’s innovationsevne, viden-
kapacitet og produktivitetsvaekst i den narmeste fremtid og kan
hindre, at Lissabon- og Barcelona-malsatningerne bliver opfyldt.
Europa ma derfor blive langt mere attraktivt for forskerne og styrke
inddragelsen af kvindelige forskere ved at medvirke til at skabe de
ngdvendige betingelser for, at de kan fa et mere holdbart og tillok-
kende karriereforlgb inden for F&U “.

Tilstreekkelige, veludviklede menneskelige ressourcer inden for F&U
er grundlaget for den videnskabelige udvikling og det teknologiske
fremskridt, for forbedring af livskvaliteten og sikring af de europaiske
borgeres velfaerd og medvirker til at gge Europas konkurrenceevne.

Der bgr indfares og ivaerksattes nye ordninger for forskeres karriere-
forlgb for at forskernes karriereudsigter i Europa kan forbedres.

Bedre og mere abenlyse karriereudsigter medvirker ogsa til at
opbygge en positiv holdning til forskergerningen i offentligheden og
opmuntrer dermed flere unge til at indlede en forskerkarriere.

Det endelige politiske formal med denne henstilling er at bidrage til
udvikling af et attraktivt, dbent og baeredygtigt europaisk arbejds-
marked for forskere, hvis rammebetingelser giver mulighed for at
anseatte og fastholde hgjt kvalificerede forskere i et miljg, som frem-
mer effektiv praestation og produktivitet.

Medlemsstaterne bgr sgge at tilbyde forskerne baeredygtige karriere-
forlgb pa alle karrieretrin uanset kontraktforholdene og den valgte
F&U-karriere, og de bgr sgge at sikre, at forskerne behandles som
fagfolk og som en integrerende del af den institution, de arbejderi.

KOM (2003) 226 endelig udg. og SEC(2003) 489 af 30.4.2003.

SEC (2005) 260.



(10) Selvom medlemsstaterne har gjort et stort arbejde for at overvinde de

(11)

administrative og juridiske hindringer for mobilitet pa tvars af de
geografiske og faglige graenser, er mange af disse hindringer stadig til
stede.

Alle former for mobilitet bgr fremmes som led i en vidtfavnende poli-
tik for menneskelige ressourcer inden for F&U pa nationalt, regionalt
og institutionelt plan.

(12) Det veerdifulde i enhver form for mobilitet bgr anerkendes fuldt ud

(13)

i karrierebedgmmelses- og forfremmelsesordningerne for forskere for
at sikre, at en sddan erfaring bidrager til den faglige udvikling.

En konsekvent politik for forskerkarrierer og for forskermobilitet til °
og fra Den Europaiske Union bgr udarbejdes under hensyntagen til
situationen i udviklingslandene og regionerne i og uden for Europa,
sa opbygningen af forskningskapacitet i Den Europaeiske Union ikke
sker pa bekostning af mindre udviklede lande og regioner.

(14) Forskernes finansieringskilder eller arbejdsgivere bgr i deres egen-

(15)

skab af ansattelsesmyndighed vaere ansvarlige for, at forskerne stil-
les over for abne, gennemsigtige og internationalt sammenlignelige
udveaelgelses- og ansattelsesprocedurer.

Samfundet bgr i hgjere grad vaerdsaette den ansvarlighed og faglig-
hed, forskerne laegger for dagen under udfgrelsen af deres arbejde pa
de forskellige karrieretrin og med deres mangesidede opgave som
videnarbejdere, ledere, projektkoordinatorer, administratorer, til-
synsfgrende, vejledere, karriereradgivere eller videnskabelige for-
midlere.

(16) Udgangspunktet i denne henstilling er, at forskernes arbejdsgivere

5

eller finansieringskilder har en altovervejende forpligtelse til at sikre,

KOM(2004) 178 endelig udg. af 16.3.2004.
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(18)

at de opfylder lovhestemmelserne i det pagaldende land, den
pagaldende region eller den pagaldende sektor.

Denne henstilling giver medlemsstaterne, arbejdsgiverne, finansie-
ringskilderne og forskerne et vardifuldt udgangspunkt for pa frivillig
basis at tage yderligere initiativer til at forbedre og befaste forsker-
nes karriereudsigter i Den Europaiske Union og skabe et abent
arbejdsmarked for forskere.

De generelle principper og krav, der opstilles i denne henstilling, er
resultatet af en offentlig hgringsproces, som medlemmerne af Sty-
relsesradet for Menneskelige Ressourcer og Mobilitet til fulde har
veeret inddraget i,

Henstiller:

1.

At medlemsstaterne sgger at tage de ngdvendige skridt til at sikre, at
forskernes arbejdsgivere eller finansieringskilder udvikler og opret-
holder et inspirerende forskningsmiljg og en frugtbringende arbejds-
kultur, hvor enkeltpersoner og forskere vaerdsattes, opmuntres og
stgttes, og som giver dem den ngdvendige materielle og intellektuelle
tilskyndelse til at na deres mal og at lgse deres opgaver. Der skal i
denne forbindelse laegges saerlig vaegt pa at tilrettelaegge arbejds- og
uddannelsesvilkarene pa forskerkarrierens tidlige trin, sa de bidrager
til at ggre valget af en FRU-karriere tillokkende.

At medlemsstaterne, hvor det er ngdvendigt, sgger at tage afggrende
skridt til at sikre, at forskernes arbejdsgivere eller finansieringskilder
forbedrer ansattelsesmetoderne og karriereevaluerings-/bedgm-
melsessystemerne for at skabe en mere gennemsigtig, aben, ensar-
tet og internationalt accepteret ordning for ansattelse og
karriereudvikling som forudsaetning for et virkeligt europaeisk arbejds-
marked for forskere.



At medlemsstaterne - nar de udformer og vedtager deres strategier og
ordninger for udvikling af baeredygtige forskerkarrierer - i tilstraekke-
lig grad tager hensyn til og indretter sig efter de almindelige princip-
perog krav, som findes i bilaget og betegnes Det Europaiske Charter
for Forskere og Adfaerdskodeksen for Anszettelse af Forskere.

At medlemsstaterne inden for deres ansvarsomrade sgger at omsaette
disse almindelige principper og krav til national lovgivning eller til
standarder og retningslinjer pa sektor- og/eller institutionsplan (char-
trer og/eller kodekser for forskere). De skal herved tage hensyn til
den store forskel pa love, bestemmelser og praksis, som er bestem-
mende for tilrettelaeggelse af F&U-karrierer og arbejdsvilkar i de for-
skellige lande og sektorer og for deres forlgh.

At medlemsstaterne betragter disse almindelige principper og krav
som en integrerende del af institutionernes kvalitetssikringsordninger
og fglger dem ved opstilling af kriterier for nationale/regionale finan-
sieringsordninger og anvender dem i offentlige organers revisions-,
overvagnings- og evalueringsprocesser.

At medlemsstaterne fortsat sgger at overvinde de juridiske og admi-
nistrative hindringer for mobilitet, som stadig findes, herunder hin-
dringerne for mobilitet pa tvars af sektorer og mobilitet mellem og
inden for forskellige funktioner og under hensyntagen til Den udyvi-
dede Europaeiske Union.

At medlemsstaterne s@ger at sikre forskerne tilstraekkelig socialsik-
ring i overensstemmelse med deres retsstilling. | denne forbindelse
skal der leegges sarlig vaegt pa overfgrsel af pensionsrettigheder, ved
lov eller som tillaeg, for forskere, der bevaeger sig inden for den offent-
lige og private sektor i det samme land, og for forskere, der bevaeger
sig pa tveers af graenserne i Den Europaeiske Union. Saddanne ordnin-
ger skal sikre, at forskere, som i lgbet af deres tilveerelse skifter
arbejde eller afbryder deres karriere, ikke udsattes for urimelige tab
af socialsikring og sociale rettigheder.




10.

11.

12.

13.

At medlemsstaterne indfgrer de ngdvendige overvagningsstrukturer,
sa de kan genbehandle denne henstilling regelmassigt og male,
i hvilken udstraekning arbejdsgivere, finansieringskilder og forskere
har benyttet Det Europaeiske Charter for Forskere og Adfeerdskodek-
sen for Ansattelse af Forskere.

At malekriterierne til dette formal opstilles og aftales med medlems-
staterne i forbindelse med det arbejde, der udfgres af Styrelsesgrup-
pen for Menneskelige Ressourcer og Mobilitet.

At medlemsstaterne som deltagere i internationale regeringsorgani-
sationer tager hensyn til denne henstilling, nar de foreslar strategier
og treeffer beslutningeriforbindelse med disse organisationers virke.

Denne henstilling er rettet til medlemsstaterne, men skal ogsa til-
skynde til social dialog og til dialog blandt forskere og interesse-
grupper og i samfundet som sadant.

Medlemsstaterne opfordres til sa vidt muligt inden 15. december 2005
og derefter en gang om aret at underrette Kommissionen om foran-
staltninger, de har truffet i forbindelse med denne henstilling, og om
de farste resultater af dens anvendelse samt at give Kommissionen
eksempler pa god praksis.

Denne henstilling vil blive genbehandlet regelmaessigt af Kommissi-
onen som led i den dbne koordinationsmetode.

Udfzerdiget i Bruxelles, den 11. marts 200s5.

P& Kommissionens vegne
Janez Potocnik
Medlem af Kommissionen



BILAG

Afsnit 1
Det Europaiske Charter for Forskere

Det Europaeiske charter for Forskere er en raekke almindelige principper og
krav, som fastsaetter forskernes og deres arbejdsgiveres og/eller finansi-
eringskilders © opgaver, ansvar og rettigheder. Charterets formal er at sikre,
at forholdet mellem forskerne og arbejdsgiverne eller finansieringskilderne
er af en sadan art, at det er befordrende for en vellykket praestation inden
for frembringelse, overfgrelse, delagtigggrelse i og udbredelse af viden
og teknologisk udvikling og for forskernes karriereudvikling. Charteret
anerkender desuden verdien af enhver form for mobilitet som middel til
forbedring af forskernes faglige udvikling.

| denne betydning er charteret en referenceramme, som opfordrer forskere,
arbejdsgivere og finansieringskilder til at baere sig ansvarligt ad og
optraede som fagfolk i deres arbejdsmiljg og at anerkende hinanden som
fagfolk.

Charteret henvender sig til alle forskere pa alle karrieretrin i Den Euro-
paeiske Union og omfatter alle forskningsomrader i den offentlige og pri-
vate sektor, uanset udnavnelsens eller ansattelsens art’, arbejdsgiverens
retsstilling eller den type organisation eller institution, arbejdet udfgres i.
Den tager hensyn til forskernes mangesidede opgaver, idet de ikke blot
udpeges til at drive forskning og/eller udfgre udviklingsarbejde, men ogsa
inddrages i overvagning, vejledning, ledelse og administration.

©  Se definitionen i afsnit 3.

7 Se definitionen i afsnit 3.




Dette charter tager som sit udgangspunkt, at bade forskerne og deres
arbejdsgivere og/eller finansieringskilder har en altovervejende forplig-
telse til at sikre, at de opfylder den pagaldende nationale eller regionale
lovgivnings bestemmelser. Hvis forskerne har status eller rettigheder, som
inogle henseender er bedre end det, charteret fastsaetter, kan den allerede
opndede status eller de allerede opnaede rettigheder ikke forringes under
paberdbelse af charterets bestemmelser.

Forskere, arbejdsgivere og finansieringskilder, som fglger dette charter,
respekterer og overholder samtidig de fundamentale rettigheder og prin-
cipper, som er opstillet i Den Europaiske Unions Charter om Grund-
leggende Rettigheder®.

8

EFT C 364 af 18.12.2000, 5. 0001-0022.
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Almindelige principper og krav, som galder for forskere:

Forskningsfrihed

Forskerne bgr i deres forskning have menneskehedens bedste for gje og
sgge at udvide den videnskabelige videns graenser under udgvelse af ret-
ten til menings- og ytringsfrihed og til frit at kunne fastseette metoder, for
problemernes lgsning efter anerkendte etiske principper og anerkendt
praksis.

Forskerne bgrimidlertid erkende, at deres frihed kan begraenses pa grund
af saerlige forskningsforhold (herunder overvagning/vejledning/admini-
stration) eller funktionsproblemer, f.eks. af budget- eller infrastruktur-
maessige grunde eller, ikke mindst i industrisektoren, for at beskytte
intellektuelle ejendomsrettigheder. Sddanne begraensninger bgr imidler-
tid ikke stride mod anerkendte etiske principper og anerkendt praksis,
som forskerne skal fglge.

Etiske principper

Forskerne bgr fglge den anerkendte etiske praksis og de grundleeggende
etiske principper, der kendetegner deres fagomrade(r), samt de etiske
standarder, der fremgar af de enkelte nationers, sektorers eller institutio-
ners forskellige moralkodekser.

Faglig ansvarlighed

Forskerne bgr ggre alt for at sikre, at deres forskning er samfundsrelevant
og ikke dublerer forskningsarbejde, som tidligere er blevet udfgrt andet-
steds.

De skal undga enhver form for plagiering, fglge den intellektuelle ejen-
domsrets principper og anerkende den falles ejendomsret til data i

11
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tilfeelde, hvor forskningen udfgres i samarbejde med en tilsynsfgrende
og/eller andre forskere. Behovet for at efterprgve nye iagttagelser ved at
pavise, at forsgg kan gentages, bar ikke fortolkes som plagiering, safremt
de data, der skal bekraftes, udtrykkeligt anfares.

Forskerne bgr, hvis noget af deres arbejde uddelegeres, sikre, at den per-
son, til hvem det overlades, er kvalificeret til at udfgre det.

Faglig holdning

Forskerne bgr veere bekendt med de strategiske malsaetninger, som er
bestemmende for deres forskningsmiljg og dets finansieringsordninger, og
bar skaffe alle ngdvendige godkendelser, fgr de pabegynder deres forsk-
ning eller benytter de afsatte midler.

De bgr underrette deres arbejdsgiver, finansieringskilde eller tilsyns-
forende, nar deres forskningsprojekt forsinkes, omlaegges eller ferdig-
ggres, og give meddelelse herom, hvis det afsluttes fgr tiden eller af en
eller anden grund stilles i bero.

Kontraktlige og juridiske forpligtelser

Forskere pa alle planer skal vaere bekendt med de nationale, sektorielle
eller institutionelle bestemmelser for uddannelse og/eller arbejdsvilkar.
Det omfatter bestemmelser for intellektuel ejendomsret og de krav og
betingelser, som stilles af sponsorer eller finansieringskilder, uanset kon-
traktforholdene. Forskerne skal opfylde sddanne bestemmelser ved at
levere de gnskede resultater (f.eks. afhandlinger, publikationer, patenter,
rapporter, nye produktudviklinger osv.), saledes som det fremgar af kon-
traktens eller det dertil svarende dokuments betingelser.



Ansvarlighed

Forskerne skal vaere klar over, at de er ansvarlige over for deres arbejds-
giver, finansieringskilde eller andre tilknyttede offentlige eller private orga-
ner samt, ud fra et mere moralsk synspunkt, over for samfundet som
sadant. Navnlig er forskere, som finansieres med offentlige midler, ansvar-
lige for, at skatteydernes penge udnyttes effektivt. De skal derfor fglge
sunde, gennemsigtige og effektive gkonomiske principper og samarbejde
med de autoriserede revisorer ved revision af deres forskning, hvad enten
den foretages af deres arbejdsgivere/finansieringskilder eller af etiske
udvalg.

Indsamlings- og analysemetoder, resultater og relevante dataoplysninger
ber std dbne for intern og ekstern undersggelse, nar det er pakraevet eller
forlanges af de kompetente myndigheder.

God forskningspraksis

Forskerne bgr til en hver tid benytte sikre arbejdsmetoder, som er i over-
ensstemmelse med den nationale lovgivning, og traeffe de ngdvendige
forholdsregler for at beskytte sundhed og sikkerhed og forhindre
informationsteknologiske ulykker, f.eks. ved at udarbejde en ordentlig
backup-strategi. De bgr ogsa vaere bekendt med galdende nationale
lovbestemmelser for databeskyttelse og fortrolighed og tage de ngdven-
dige skridt til at opfylde dem pa et hvert tidspunkt.

Udbredelse og udnyttelse af resultater

Alle forskere bgr i overensstemmelse med deres kontraktordninger sikre,
at resultatet af deres forskning udbredes og udnyttes, f.eks. videregives,
overfgres til andre forskningsmiljger eller, hvis det er relevant, markeds-
fores. Navnlig ledende forskere forventes at ga i spidsen for at sikre, at
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forskningen er frugtbringende, og at resultaterne enten udnyttes kom-
mercielt eller offentliggares (eller begge dele), nar lejlighed byder sig.

Offentligt engagement

Forskerne bgr sikre, at deres forskningsarbejde bliver kendt i samfundet
pa en sddan made, at det kan forstas af andre end fagfolk, og dermed for-
bedre offentlighedens forstdelse af videnskaben. Direkte kontakt med
offentligheden vil hjzlpe forskerne til bedre at forsta offentlighedens inter-
esse i videnskabelig og teknologisk prioritering og begribe dens betaen-
keligheder.

Forholdet til de tilsynsfgrende

Forskere, som er under uddannelse, bagr opbygge et velorganiseret og sta-
bilt forhold til deres tilsynsfgrende og fakultets-/afdelingsrepraesentan-
ter for at fa det fulde udbytte af forbindelsen med dem.

Det indebzerer, at hele arbejdets udvikling og alle forskningsresultater
optegnes, sa der kan gives tilbagemelding ved hjzlp af rapporter og semi-
narer, at denne tilbagemelding udnyttes, og at der arbejdes efter aftalte
planer, milepzle, projektleverancer og/eller forskningsresultater.

Tilsyns- og ledelsesopgaver

Ledende forskere bgr leegge seerlig vaegt pa deres mangesidede opgave
som tilsynsfgrende, vejledere, karriereradgivere, ledere, projektkoordina-
torer, administratorer eller videnskabsformidlere. De bgr udfgre disse
opgaver efter de hgjeste faglige standarder. Hvad angdr deres opgave som
tilsynsfgrende eller vejledere for andre forskere, bgr de ledende forskere
opbygge et konstruktivt og positivt forhold til de unge forskere for at skabe
betingelser for en effektiv overfgrsel af viden og for en effektiv videreud-
vikling af forskernes karriere.



Fortsat faglig udvikling

Forskerne bgr pa alle karrieretrin hele tiden sgge at dygtiggere sig og
regelmaessigt ajourfgre og udvide deres viden og kvalifikationer. Det kan
ske pa forskellige mader, f.eks., men ikke udelukkende, ved hjzlp af for-
mel uddannelse, workshops, konferencer og e-laering.
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Almindelige principper og krav, som galder for arbejdsgivere
og finansieringskilder:

Faglig anerkendelse

Alle forskere, som har indledt forskningskarriere, bgr anerkendes som fag-
folk og behandles derefter. Det bgr vaere tilfaeldet fra karrierens begyn-
delse, dvs. efter aflagt universitetseksamen, og bar omfatte alle niveauer,
uanset klassifikation pa nationalt plan (f.eks. funktionaer, kandidatsti-
pendiat, doktorand, universitetsansat, embedsmand).

Ligebehandling

Forskernes arbejdsgivere og/eller finansieringskilder ma ikke pa nogen
made forskelsbehandle dem pa grundlag af kgn, alder, etik, nationalitet,
social oprindelse, religion eller tro, seksuel orientering, sprog, handicap,
politisk holdning eller sociale eller gkonomiske forhold.

Forskningsmiljg

Forskernes arbejdsgivere og/eller finansieringskilder bgr sikre, at der ska-
bes et virkelig stimulerende forsknings- eller forskeruddannelsesmiljg,
som kan tilbyde det rigtige udstyr, de rigtige faciliteter og de rigtige mulig-
heder, herunder fjernsamarbejde via forskningsnetvaerk, og at landets
eller sektorens sundheds- og sikkerhedsbestemmelser overholdes under
forskningen. Finansieringskilderne bgr sikre, at der stilles tilstraekkelige
midler til radighed for det aftalte arbejdsprogram.

Arbejdsforhold

Arbejdsgiverne og/eller finansieringskilderne bgr sikre, at forskernes
arbejdsforhold, herunder forholdene for handicappede forskere, praeges




af den fleksibilitet, som anses som ngdvendig for et vellykket forsknings-
arbejde i overensstemmelse med den galdende lovgivning og med de
kollektive overenskomster for landet eller sektoren. De bgr tilstrebe
arbejdsforhold, som giver bade kvindelige og mandlige forskere mulig-
hed for at forene familie- og arbejdsliv, bgrn og karriere °. Der bgr isaer
laegges vaegt pa blandt andet fleksibel arbejdstid, deltidsarbejde, hjem-
mearbejde og orlov og pa de ngdvendige gkonomiske og administrative
bestemmelser for sddanne ordninger.

Beskaftigelsens stabilitet og varighed

Arbejdsgiverne og/eller finansieringskilderne bgr sikre, at forskernes
arbejde ikke undergraves af, at ansattelseskontrakterne er ustabile, og
bgr derfor i videst mulig omfang forpligte sig til at ggre forskernes ansaet-
telsesvilkar mere stabile og saledes gennemfgre og overholde princip-
perne og betingelserne i EU’s direktiv om tidsbegraenset ansattelse ™.

Betaling og lgn

Forskernes arbejdsgivere og/eller finansieringskilder bgr sikre, at for-
skerne far rimelige og attraktive betalings- og/eller lgnforhold med fyl-
destggrende og rimelige socialsikringsordninger (herunder sygedagpenge
og bgretilskud, pensionsrettigheder og arbejdslgshedsunderstgttelse) i
overensstemmelse med den gaeldende lovgivning og med de kollektive
overenskomster for landet eller sektoren. Det skal omfatte forskere pa alle

Se SEC (2005) 260, Women and Science: Excellence and Innovation — Gender Equality in Sci-
ence.

® Hvis formal er at forhindre, at tidsbegreensede ansatte stilles ringere end tilsvarende fastan-

satte, at forhindre misbrug, der skyldes flere pa hinanden fglgende tidsbegransede anseet-
telseskontrakter, at forbedre tidsbegraensede ansattes adgang til uddannelse og at sikre, at
tidsbegreensede ansatte oplyses om ledige faste stillinger. Radets direktiv 1999/70/EF om
»Rammeaftalen vedrgrende Tidsbegraenset Ansettelse«, der erindgaet af EFS, UNICE og CEEP,
vedtaget den 28. juni 1999.
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karrieretrin, ogsa unge forskere i overensstemmelse med deres retsstilling,
arbejde og kvalifikations- og/eller ansvarsniveau.

Ligestilling *

Arbejdsgiverne og/eller finansieringskilderne bgr sgrge for en repraesen-
tativ kgnsfordeling pa alle personaleplaner, det galder ogsé tilsyns-
farende og ledere. Dette bgr opnas ved hjalp af en politik for lige
muligheder ved ansattelsen og pa de senere karrieretrin, uden at dette
dog ma ga forud for kvalitets- og kompetencekriterier. For at sikre lige
behandling, bgr udveelgelses- og bedgmmelseskomitéerne sammensaet-
tes med tilstraekkelig k@nsfordeling.

Karriereudvikling

Forskernes arbejdsgivere og/eller finansieringskilder bgr, helst som led i
deres personalepolitik, opstille en saerlig strategi for forskerkarrierens
udvikling pa alle trin uanset kontraktforholdene, saledes ogsa for forskere
med tidshegransede kontrakter. Strategien bgr omfatte tilstedevarelsen
afvejledere, som giver forskerne hjalp og vejledning i deres personlige og
faglige udvikling og saledes motiverer dem og medvirker til at formindske
enhver usikkerhed i forbindelse med deres faglige fremtid. Alle forskere
bar ggres bekendt med sddanne bestemmelser og ordninger.

Vardien af mobilitet

Arbejdsgiverne og/eller finansieringskilderne skal anerkende vardien af
mobilitet pa tveers af de geografiske graenser og pa tvars af sektor- og fag-
granserne og virtuel > mobilitet savel som mobilitet mellem den offentlige

11

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

12

Dvs. samarbejde ved hjzlp af elektroniske net.



og den private sektor som et vigtigt middel til udvidelse af den videnska-
belige viden og til faglig udvikling pa alle trin i en forskerkarriere. De bgr
derfor indbygge sddanne muligheder i den sarlige karriereudviklings-
strategi og fuldt ud veerdseette og anerkende enhver mobilitetserfaring
i deres karriere-/bedgmmelsessystem.

Det kraever desuden, at de ngdvendige ordninger for overfgrelse af bade
tilskud og socialsikringsydelser kan indfgres i overensstemmelse med
den nationale lovgivning.

Adgang til forskningsuddannelse og fortsat udvikling

Arbejdsgiverne og/eller finansieringskilderne bar sikre, at alle forskere pa
alle karrieretrin uanset kontraktforhold far mulighed for faglig udvikling og
for at forbedre deres jobkvalifikationer ved hjalp af ordninger for fortsat
udvikling af faerdigheder og kvalifikationer.

Sadanne ordninger bgr regelmaessigt bedgemmes for deres tilgeengelig-
hed, udbredthed og evne til at forbedre kompetencer, faerdigheder og job-
kvalifikationer.

Adgang til karriereradgivning

Arbejdsgiverne og/eller finansieringskilderne bgr sikre, at forskere pa alle
karrieretrin uanset kontraktforhold tilbydes karriereradgivning og arbejds-
formidlingsbistand, enten pa de pagaldende institutioner eller ved sam-
arbejde med andre foretagender.

Intellektuelle ejendomsrettigheder

Arbejdsgiverne og/eller finansieringskilderne bgr sikre, at forskere pa alle
karrieretrin far udbytte af (eventuel) udnyttelse af deres forskningsresul-
tater ved hjzelp af retsheskyttelse, ikke mindst ved beskyttelse af intel-
lektuelle ejendomsrettigheder, herunder copyrights.
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Politik og praksis bgr klart angive, hvilke rettigheder der tilkommer for-
skerne, og/eller hvilke der eventuelt tilkommer deres arbejdsgivere eller
andre, herunder eksterne handels- eller erhvervsforetagender ifglge
seerlige samarbejdsaftaler eller andre ordninger.

Medforfatterskab

Medforfatterskab bgr betragtes positivt af institutionerne, nar de ansatte
bedgmmes, og opfattes som tegn pa en konstruktiv indstilling til udfarelse
af forskningsarbejdet. Arbejdsgiverne og/eller finansieringskilderne bgr
derfor udvikle strategier, praksis og procedurer som giver forskerne, heri-
blandt dem, der starved indledningen til deres forskningskarriere, de ngd-
vendige rammebetingelser, sé de har den fulde ret til at blive anerkendt,
anfgrt og/eller citeret i forbindelse med deres faktiske bidrag som med-
forfattere til afhandlinger, patenter osv. eller til at offentligggre deres egne
forskningsresultater uafhangigt af de tilsynsfgrende.

Tilsyn

Arbejdsgiverne og/eller finansieringskilderne bgr sikre, at der udtrykkeligt
udpeges en person, som unge forskere kan henvende sig til i forbindelse
med udfgrelsen af deres faglige opgaver, og bgr underrette forskerne
herom.

Sadanne ordninger bgr klart fastsztte, at de foreslaede tilsynsfgrende
skal have tilstreekkelig kyndighed i tilsyn med forskning, have tid, viden,
erfaring, ekspertise og engagement til at kunne give forskerpraktikanten
tilstraekkelig statte og sgrge for den ngdvendige udvikling, de ngdvendige
kontrolprocedurer og de ngdvendige tilbagemeldingsordninger.



Undervisning

Undervisning er et vigtigt middel til strukturering og formidling afviden og
bgr derfor betragtes som en vaerdifuld mulighed i forskernes karriereforlgb.
Undervisningspligterne bgr dog ikke vaere overdrevne og bgr ikke, navn-
lig ved karriereforlgbets begyndelse, forhindre forskerne i at udfgre deres
forskningsopgaver.

Arbejdsgiverne og/eller finansieringskilderne bgr sikre, at undervisnings-
opgaver lgnnes tilstraekkeligt, og at der tages hensyn tildem i evaluerings/-
bedgmmelsessystemerne, og at den tid, ledende personalemedlemmer
afseetter til uddannelse af unge forskere, taller som del af deres under-
visningsforpligtelser. Der bgr s@rges for passende uddannelse i undervis-
nings- og vejledningsopgaver som led i den faglige uddannelse af forskere.

Evaluerings-/bedgmmelsessystem

Arbejdsgiverne og/eller finansieringskilderne bgr for alle forskere, ogsa
ledende forskere, indfgre evaluerings-/bedgmmelsessystemer, hvorefter
det faglige arbejde regelmaessigt og pa gennemsigtig made kan vurderes
af en uafhangig (og, nar det drejer sig om ledende forskere, helst inter-
national) komité.

Sadanne evaluering- og bedgmmelsesprocedurer bor tage tilstraeekkeligt
hensyn til den samlede forsknings kreativitet og til dens resultater, f.eks.
publikationer, patenter, forskningsledelse, undervisning/forelasning, til-
syn, vejledning, nationalt eller internationalt samarbejde, administrative
opgaver, offentlig oplysningsarbejde og mobilitet, og der bgr tages hensyn
til dem i karriereforlgbet.

Klager/appel

Forskernes arbejdsgivere og/eller finansieringskilder bgr i overensstem-
melse med de nationale regler og bestemmelser indfgre passende proce-
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durer, eventuelt en uafhaengig person (ombudsmand), som kan behandle
forskernes klager/appeller, herunder dem, der drejer sig om konflikter
mellem tilsynsfgrende og unge forskere. Sddanne procedurer bgr give alt
forskningspersonale fortrolig og uformel bistand til [gsning af arbejdsbe-
tingede konflikter, uoverensstemmelser og klagepunkter for at fremme en
rimelig og retfaerdig behandling pa institutionen og forbedre arbejdsmil-
joets almindelige kvalitet.

Deltagelse i besluttende organer

Forskernes arbejdsgivere og/eller finansieringskilder bgr anse det for fuld-
stendig legitimt og endda @nskveerdigt, at forskerne er repraesenterede i
de relevante informations-, radgivnings- og beslutningsordninger pa de
institutioner, hvor de arbejder, for at beskytte og fremme deres individu-
elle og falles interesser som fagfolk og bidrage aktivt til institutionens
aktiviteter =,

Ansattelse

Arbejdsgiverne og/eller finansieringskilderne bgr sikre, at ansattelses-
og adgangsstandarderne for forskere, iszer ved karrierens begyndelse, er
klart angivet, og bgr lette adgangen for ugunstigt stillede grupper, og for
forskere, der vender tilbage til forskningskarrieren, herunder undervisere
(pa alle niveauer), som vender tilbage til forskningen.

Forskernes arbejdsgivere og/eller finansieringskilder ber falge princip-
perne i adferdskodeksen for anszttelse af forskere, nar de udnaevner
eller ansaetter forskere.

B Seidenne forbindelse ogsa EU-direktiv 2002/14/EF.



S

Afsnit 2
Adfaerdskodeks for Ansaettelse af Forskere

Adfaerdskodeksen for ansattelse af forskere bestar af en raekke alminde-
lige principper og krav, som arbejdsgiverne og/eller finansieringskilderne
bar fglge, nar de udnavner eller ansatter forskere, disse principper og
krav skal sikre, at vaerdier som gennemsigtighed i ansattelsesprocessen
og ens behandling af alle ansggere iagttages, ikke mindst for at udvikle et
attraktivt, dbent og baeredygtigt europaisk arbejdsmarked for forskere,
og de supplerer principperne og kravene i Det Europaeiske Charter for For-
skere. Institutioner og arbejdsgivere, der fglger adfeerdskodeksen, skal
abent give udtryk for deres vilje til at optreede ansvarligt og haderligt og
til at give forskerne rimelige arbejdsvilkar med det klare formal at bidrage
til fremme af det europaeiske forskningsrum.

Adferdskodeksens almindelige principper og krav

Ansattelse

Arbejdsgiverne og/eller finansieringskilderne bgr indfgre ansattelses-
procedurer, som er abne *, effektive, gennemsigtige, holdbare og inter-
nationalt sammenlignelige samt tilpasset den opslaede stillings type.

Stillingsopslagene bgr indeholde en generel beskrivelse af den kraevede
viden og de gnskede kvalifikationer og bar ikke vaere sa specialiserede, at
de far egnede ansggere til at holde sig tilbage. Arbejdsgiverne bgr med-

4 Alle foreliggende midler bgr tages i brug, ikke mindst internationale eller globalt tilgaengelige

netbaserede ressourcer som »the pan-European Researcher’s Mobility Portal«: http://europa.
eu.int/eracareers.
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tage en beskrivelse af arbejdsforhold og rettigheder, herunder udsigt til
karriereudvikling. Desuden bgr tiden mellem stillingsopslaget eller ind-
kaldelsen af ans@ggninger og fristen for besvarelse vere realistisk.

Udvalgelse

Udvalgelseskomitéerne bgr i deres sammensatning praeges af forskel-
lige kvalifikationer og former for ekspertise og af en rimelig kgnsfordeling
og, hvor det er relevant og muligt, omfatte medlemmer fra forskellige sek-
torer (offentlige og private) og discipliner, herunder ogsa medlemmer fra
andre lande, med de relevante erfaringer for bedgmmelsen af ansggeren.
Hvis det er muligt, bar der benyttes en raekke forskellige udvalgelsesme-
toder, f.eks. ekstern ekspertbedgmmelse og personlig samtale. Udveel-
gelsespanelets medlemmer bgr vaere tilstraekkeligt uddannede.

Gennemsigtighed

Ansggerne bgr forud for udvaelgelsen underrettes om ansattelsesproces-
sen og udvaelgelseskriterierne, antallet af ledige stillinger og karriereud-
viklingsudsigterne. De bgr desuden efter udveelgelsesprocessen oplyses
om deres ansg@gnings styrke og svagheder.

Bedgmmelse af kvalifikationer

Udveelgelsesprocessen bgrtage hensyn til ansggerens samlede erfaring .
Selv om der laegges vaegt pa de generelle forskerevner, bgr kreativitet og
selvstaendighed ogsa tages i betragtning.

Det betyder, at kvalifikationer bgr bedgmmes bade kvalitativt og kvanti-
tativt med veegt pa bemarkelsesvaerdige resultater inden for et varieret

> Se ogsd Det Europaiske Charter for Forskere: Evaluerings-/bedgmmelsessystemer i dette
dokuments afsnit 1.



karriereforlgb og ikke blot pa antallet af publikationer. Rent bibliometriske
angivelser bgr derfor afvejes indenfor en stgrre gruppe evalueringskrite-
rier som undervisning, tilsyn, gruppearbejde, videnoverfgrsel, forsk-
ningsledelse, innovation og offentlig oplysningsarbejde. For ansggere med
industribaggrund bgr der iseer laegges vaegt pa bidrag til patenter, udvik-
ling eller opfindelser.

Variationer i det kronologiske CV’s forlgb

Karriereafbrydelse eller variationer i det kronologiske CV’s forlgb bgr ikke
komme ansggerne til skade, men betragtes som en karriereudvikling og
derfor som et potentielt vaerdifuldt bidrag til forskernes faglige udvikling
mod et flerstrenget karriereforlgb. Ansggerne bgr derfor have lov til at for-
eleegge et dokumenteret CV, der afspejler en reprasentativ reekke resul-
tater og kvalifikationer, som er relevante for den stilling, ansggningen
geelder.

Anerkendelse af mobilitetserfaring

Enhver mobilitetserfaring, dvs. ethvert ophold i et andet land, en anden
region eller andre forskningsomgivelser (offentlige eller private) eller et
skift fra en disciplin eller sektor til en anden, hvad enten det sker som led
i den indledende forskeruddannelse eller pa et senere trin i forskerkarri-
eren eller som virtuel mobilitetserfaring, bgr betragtes som et veerdifuldt
bidrag til forskerens faglige udvikling.

Anerkendelse af kvalifikationer

Arbejdsgiverne og/eller finansieringskilderne bgr sgrge for hensigtsmaes-
sigbedgmmelse og vurdering af alle forskeres akademiske og faglige kva-
lifikationer, herunder uformelle kvalifikationer, ikke mindst pa baggrund
af international og faglig mobilitet. De bgr satte sigind i og skaffe sig for-
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stdelse af regler, procedurer og standarder for anerkendelse af sadanne
kvalifikationer og derfor undersgge geeldende nationale love, konventio-
nerog szrlige regler for anerkendelse af disse kvalifikationer med alle til-
radighed staende midler *.

Anciennitet

Det kraevede kvalifikationsniveau bgr svare til stillingens behov og ikke
veere en adgangshindring. Anerkendelse og evaluering af kvalifikationer
berveare koncentreret om bedgmmelse af den pageeldendes praestationer,
ikke om vedkommendes forhold eller det renommé, som tilleegges den
institution, hvor kvalifikationerne blev opndet. Da faglige kvalifikationer
kan opnas pa et tidligt trin i en lang karriere, bgr mgnsteret i en livslang
faglig udvikling ogsa anerkendes.

Ansattelse efter doktorgradens erhvervelse

De institutioner, som ansaetter forskere med doktorgrad, bgr opstille klare
regler og praacise retningslinjer for ansaettelse og udvalgelse af sadanne
forskere, herunder ansattelsens formal og maksimale varighed. Disse ret-
ningslinjer bgr tage hensyn til tidligere stillinger pa andre institutioner
efter doktorgradens erhvervelse og tage i betragtning, at tiden lige efter
opnaelse af doktorgraden bgr vaere en overgangsperiode, hvis vigtigste for-
mal er at skaffe muligheder for yderligere faglig udvikling med henblik pa
en forskningskarriere inden for et langsigtet karriereforlgh.

® Neermere oplysninger om NARIC netvaerket (National Academic Recognition Information Cen-

tres) og ENIC netvaerket (European Network of Information Centres) findes pa http://www.enic-
naric.net/.
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Afsnit 3
Definitioner

Forskere

| denne henstilling benyttes den internationalt anerkendte Frascati-defi-
nition pa forskning ¥. Forskere beskrives derfor som

»Fagfolk, der arbejder med at udforme eller at skabe viden, produkter, pro-
cesser, metoder og systemer og med at forvalte de pdgaldende projekter.«

Naermere betegnet galder denne henstilling alle personer, som pa alle
karrieretrin *® beskeaeftiger sig med F&U, uanset klassifikation. Det omfat-
ter enhver aktivitet i forbindelse med »grundforskning«, »strategisk forsk-
ning«, »anvendt forskning«, videnskabelig udvikling og »overfgrsel af
viden«, herunder innovation og radgivnings-, tilsyns- og undervisnings-
opgaver, forvaltning af viden og intellektuelle ejendomsrettigheder, udnyt-
telse af forskningsresultater og videnskabelig journalistik.

Der skelnes mellem forskere i begyndelsen af deres forskerkarriere og
erfarne forskere:

7" Se: Proposed Standard Practice for Surveys on Research and Experimental Development, Fra-
scati Manual, OECD, 2002.

*® KOM (2003) 436 af 18.7. 2003: Forskere i Det Europaiske Forskningsrad: Et fag, mange mulig-

heder.
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e Udtrykket forskere i begyndelsen af deres forskerkarriere * gaelder
forskere i de farste fire (fuldtidsbeskeeftigede) forskerar, herunder
forskeruddannelsesperioden.

e Erfarne forskere > defineres som forskere, der har mindst fire ars
(fuldtids) forskningserfaring efter at have opnaet en universitets-
eksamen, der giver dem adgang til doktorstudier i det land, hvor
den pagealdende grad/eksamen er opnaet, eller som forskere, der
allerede er i besiddelse af en doktorgrad, uanset hvor lenge det
har taget at opna den.

Arbejdsgivere

| denne henstilling betyder udtrykket »arbejdsgivere« alle offentlige eller
private institutioner, som ansaetter forskere pa kontrakt eller huser dem pa
grundlag af andre aftaler eller ordninger, herunder ogsa forhold uden
direkte finansieringsforbindelse. | sidste tilfaelde drejer det sig isar om
hgjere lereanstalter, fakultetsafdelinger, laboratorier, stiftelser eller pri-
vate foretagender, hvor forskerne enten far deres forskeruddannelse eller
udfgrer forskningsopgaver, som finansieres af tredjemand.

Finansieringskilder

»Finansieringskilder« betyder alle organer *, som finansierer (det gaelder
ogsa stipendier, legater og tilskud) offentlige og private forskningsinsti-
tutioner, herunder hgjere laereanstalter. De kan i denne rolle som
afggrende betingelse for finansieringen forlange, at de finansierede insti-

¥ Se Work Programme Structuring the European Research Area Human Resources and Mobility
Marie Curie Actions, edition September 2004, side 41.

% |dem, side 42.

* Feallesskabet vil sgge at gare forpligtelserne i denne henstilling galdende for finansierings-

modtagereunder Rammeprogrammet for Forskning, Teknologisk Udvikling og Demonstration.



tutioner har indfgrt effektive strategier, metoder og ordninger og anvender
dem efter de almindelige principper og krav i denne henstilling.

Udnavnelse eller ansaettelse

Dette udtryk betyder enhver form for kontrakt, stipendium, legat eller til-
skud, som finansieres af tredjemand, herunder finansiering i forbindelse
med rammeprogrammet .

** Rammeprogrammet for Forskning, Teknologisk Udvikling og Demonstration.
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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)

(©)

@)

©)

)

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



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.

39




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 oraccessing 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

Allresearchers 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

11

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.

12

i.e. remote collaboration over electronic networks.

49



50

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).



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.
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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 =.

3 Inthis context see also EU Directive 2002/14/EC.



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

Clearrules 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).

57




58

Section 3
Definitions

Researchers

For the purpose of this Recommendation the internationally recognised
Frascati definition of research 7 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
fouryears (full-time equivalent) of their research activity, including
the period of research training.

7" 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.

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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