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Charter & Code Commitee Meeting – HRS4R
Donostia / San Sebastián, 11/10/2023



The European Commission's Human Resources 
Excellence Seal (HRS4R)

The Human Resources Strategy for Researchers- HRS4R - is an initiative of the 
European Commission (EC) to encourage research institutions to implement the 
European Charter for Researchers and the Code of Conduct (Charter & Code) for the 
recruitment of research staff and to recommend the implementation of the "HR 
Excellence in Research" label.

40 Principles and Requirements Charter and Code:

 Ethical and professional aspects

 Recruitment (OTMR – open, transparent, merit based 
recruitment)

 Working conditions

 Training

https://euraxess.ec.europa.eu/jobs/hrs4r
https://www.euraxess.es/spain/services/charter-code-researchers


Charter and Code Committee

Composed of a representation of the entire workforce and of the ethics, equality, training 
and outreach committees. Responsible for the implementation of the Action Plan for the 
implementation of the HRS4R

• Aitziber L. Cortajarena– Scientific Director and Principal  Researcher
• Luis Liz Marzán – MdM Scientific Director and Principal  Researcher
• Anna Llanes Pallàs – General Manager
• Sheyla García Medel – Administration and HR Manager
• Cristina Díez García – Project Manager
• Marcos Simón Soria – Tech Transfer Manager
• Paola Ferreira Cabeza - Biosafety Manager and Equality Committee member
• Sergio Moya - Soft Matter Principal Researcher and Ethics Committee member
• Ander Abarrategi López – Research Associate and Training Committee member
• Silvia Collavini – Postdoctoral Researcher and Training Committee member
• Marita Wagner - PhD Researcher and Training Committee member
• Vanessa Gómez Vallejo – Platform Manager 
• Irantzu Llarena – Platform Manager and Equality Committee member
• Naiara Laespada - PA to the Scientific Director, Strategic Activities & 

Communications



 October 2020: Questionnaire with questions 40 principles 
of the Charter&Code (85% participation, 131 people)

 3 Focus groups (8-10 people per group, varied 
representation)

Initial Phase - 2020

https://www.cicbiomagune.es/careers/human-resources-strategy-
researchers-hrs4r

https://www.cicbiomagune.es/careers/human-resources-strategy-researchers-hrs4r
https://www.cicbiomagune.es/careers/human-resources-strategy-researchers-hrs4r


Action Plan – 2021 Initial Phase

Proposed ACTIONS
GAP 

Principle(s) Timing Responsible Unit

A1. Career Advisory Program:  Definition and development of a specific mentorship program for 
researchers.

25, 28, 30 2Q2022 Training Committee, 
HR, 
Communications

A2. Soft Skills program: Definition and development of a specific soft skills program to improve 
employability after the end of their stage at CIC biomaGUNE.

21, 25,28,30 1Q2022 Training Committee, 
HR, 
Communications

A3. Internal Communication Plan: Definition and implementation of an Internal Communication Plan 
that helps CIC biomaGUNE researchers and staff to be aware of internal policies and procedures.

5, 26, 34, 35 2Q2021 HR, Ethics,
Communications,
Directorate

A4. Conflict Resolution and complains/appeals: Train researchers on conflict resolution, equality and 
prevention of sexual harrassment

27,34 4Q2021 HR, Directorate

A5. Performance Appraisal system: establish a methodology for performance evaluation that ensures 
equity. Enhance the capacity of managers and Principal Researchers as supervisors in the career 
development of PhD students and postdocs.

11 4Q2021 Direction and 
Human Resources

A6. Outreach program: Identify actions and create a timetable for the development of dissemination 
activities that integrate all the research groups of the centre. Provide dissemination participants with the 
necessary tools.

9, 33 1Q2022 Outreach Committe, 
Communication, 
Project Office, 
Directorate

A7. Development of an alumni tool 27, 28, 30, 38 1Q2022 HR, Communication

A8-A11. Improve Open Recruitment Policy in line with OTM-R guidelines from the European 
Commission.

OTM-R, 13, 14, 
15, 16, 27

HR, Directorate



 June 2023: Questionnaire with questions 40 principles of the Charter&Code (87% participation, 
139 people)

 3 Focus groups held on July 12 and 19 (8-10 people per group, varied representation)

Interim Phase - 2023
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GAP ANALYSIS 2023
40 Principles and Requirements Charter and Code (2023 data vs 2020)

 Ethical and professional aspects (7.31 vs 7.61)

 Evaluation and appraisal system (5.75 vs 6.28)

 Public engagement (6.75 vs 6.47)

 Contractual & legal obligations (6.32 vs 6.57)

 Recruitment (OTMR – open, transparent, merit based recruitment) & Selection (6.57 vs 6.72)

 Postdoctoral appointments (improvement of soft skills/transversal skills) (5.52 vs 5.19)

 Working conditions (6.17 vs 6.27)

 Career Advice (4.27 vs 3.34)

 Career Development (4.58 vs 4.40)

 Stability and permanence of employment (4.53 vs 4.57)

 Participation in decision making bodies (5.48 vs 6.40)

 Funding and salaries (5.7 out of 10)

 Training & Development (7.06 vs 7.26)

 Continuing Professional Development (8.11 vs 7.77)

 Relation with the supervisor  (6.73 vs 7.27)

 Supervision (6.69 vs 7.24)

 Supervision & Managerial Duties (6.57 vs 6.92)

Actions A3, A4,A5

Actions A1, A2, A3, 
A4, A5, A12, A13 

Actions A1, 
A2, A5, A7, 
A13

Actions A1, A6



GAP ANALYSIS - Interim Phase 2023
PRINCIPLE 2020 2023 Feedback Actions
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5. Contractual 
and legal 
obligations

6,57 6,32

Researchers generally understand that contractual 
and legal obligations are explicitly outlined at the 
start of their appointments. However, they often 
overlook this aspect in their daily activities. Making 
this information more readily available could be 
beneficial.

* Increase awarness of CIC biomaGUNE ethics code 
(including legal and contractual responsibilities), both for 
newcomers and staff. Revise this section on the 
onboarding. 
* Organise training in ethics and good scientific practice

A3. 
Communic
ation Plan

9. Public 
engagement 6,47 6,75

The information obtained from the three 
conducted focus groups is diverse, some 
individuals confirm they actively participate in 
outreach activities while others indicate that they 
are not aware of them. Additionally, many 
participants were not aware about Open Science.  

* Improve internal communication of the outreach 
program. Revise together with the Outreach Committee 
the communication plan in order to better inform about 
the activities organized and how to take active 
participation. 
Elaborate together with the communications department 
specific communication pills: leaflets/posters. 
* Develop a CIC biomaGUNE data management policy 
* Increase awareness of open science 

A6. 
Outreach

11. Evaluation/ 
appraisal 
systems

6,28 5,75

Assessments vary based on the position or 
occupational category. While certain levels follow 
an established process, in other cases, the 
evaluation method may not be applicable, and it 
falls upon the group's manager to determine if and 
how these assessments should be conducted

* Implement and standarize an evaluation/appraisal 
system using e-tools to facilitate performance tracking, 
communication between supervisors and 
students/researchers. 

* Encourage regular meetings between supervisors and 
students/researchers to assess progress, provide 
constructive feedback, and discuss professional 
development opportunities.

A5. 
Performan
ce 
Appraisal
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21. 
Postdoctoral 
appointments: 
clear 
development 
policy, 
providing 
training and 
opportunities.

5,19 5,53

Researchers acknowledge the existence of soft-
skill  and transversal training, yet it would help 
to have a centralized calendar with trainings 
announced with sufficient time.
They also express that information about  
scholarships and future external opportunities 
would be beneficial to them.

* Elaborate a semestral or (ideally) yearly calendar with 
trainings. Open registrations well in advance to allow  
for planning.
* Provide information for postdoctoral fellowships and 
future external opportunities.
* Devise new communication channels other than 
email. 

A2. Soft 
Skills



GAP ANALYSIS - Interim Phase 2023

PRINCIPLE 2020 2023 Feedback Actions
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30. Access to career 
advice 3,34 4,27

The feedback gathered from the three groups indicates that while there 
has been some improvement in the availability of a support point, there are 
still communication gaps due to a lack of awareness. It is essential to 
enhance communication efforts to educate employees on how to 
effectively utilize this resource. 

* Create awareness of the mentoring programs developed for PhDs 
and postdocs.
* Organize trainings in mentoring skills for mentors and mentees.
* Boost mentoring program, nurture it with Alumni

A1. 
Career 
Advisory 
Program

28: Career 
development: There 
are suitable plans for 
career developing, for 
all the people who are 
part of the research 
staff.

4,4 4,58
The assessment and comments on this principle are very similar to those of 
access to career advice. Researchers miss a well-defined procedure or 
counselling service offered by the Center.

* Create awareness of the mentoring programs developed for PhDs 
and postdocs.
* Organize trainings in mentoring skills for mentors and mentees.
* Boost mentoring program, nurture it with Alumni

A1. 
Career 
Advisory 
Program

25. Stability and 
permanence of 
employment: The 
organization, within 
its possibilities, seeks 
to provide job 
stability to its 
researchers.

4,57 4,53

Researchers perceive that the stability of the contracts affects negatively 
the working conditions. This aspect is not related to the good practices of 
the center, its conditioned by the research sector. In reference to the 
continuity of the professional careers within the research center, it is 
considered that there is a way to improve this situation. The research 
center could implant a program focused on offering longer continuity and 
better professional development. 

* Provide training for carrer development 
* Implement workshops to enhance job-seeking skills, such as CV 
preparation and interview techniques, and provide information about 
companies or platforms where they can find job opportunities.
* Disseminate information about talent fairs
* Provide guidance regarding the local business landscape, 
opportunities for researchers to collaborate with other research 
centers, universities, or companies to build networks
* Provide support to Alumni: access to training and/or preferential 
access to infrastructure

A1. 
Career 
Advisory 
Program

35. Participation in 
decision-making 
bodies: Researchers 
are adequately 
represented in the 
decision-making 
bodies/committees of 
the organization.

6,4 5,48
Although several committees are stablished in the Center, employees are 
unaware of them and  feel that they do not have the opportunity to 
participate in decision-making.

* Improve communication about the committes (animal 
experimentation, equality, training, outreach, ethics), composition 
and roles.
* Establish a bidirectional communication channel: Implement a 
system that allows employees to express their opinions, suggestions, 
and needs regularly and openly. This can be done through a 
suggestion box or regular meetings where constructive discussions 
are encouraged. 
* Involve employees in decision-making. This can be achieved 
through representative groups or committees where employees can 
convey day-to-day issues and matters that generate conflict.
* Effectively communicate improvement plans avoiding information 
being limited to certain groups.

A3. 
Commun
ication 
Plan

26: Funding and 
salaries: Working 
conditions in wage 
and social security 
terms are fair and 
attractive.

6,7 5,7 Participants have the perception that they receive lowers salaries 
compared to the other research centers.

* conduct a new salary  benchmarking and salary audit

A13. 
Career 
Develop
ment



Action Plan - Interim Phase 2023
Proposed ACTIONS

GAP 
Principle(s) Status Responsible Unit

A1. Career Advisory Program:  Definition and development of a specific mentorship program for 
researchers.

25, 28, 30 IMPROVED Training Committee, 
HR, 
Communications

A2. Soft Skills program: Definition and development of a specific soft skills program to improve 
employability after the end of their stage at CIC biomaGUNE.

21, 25,28,30 IMPROVED Training Committee, 
HR, 
Communications

A3. Internal Communication Plan: Definition and implementation of an Internal Communication Plan that 
helps CIC biomaGUNE researchers and staff to be aware of internal policies and procedures.

5, 26, 34, 35 IMPROVED HR, Ethics,
Communications,
Directorate

A4. Conflict Resolution and complains/appeals: Train researchers on conflict resolution, equality and 
prevention of sexual harrassment

27,34 IMPROVED HR, Directorate

A5. Performance Appraisal system: establish a methodology for performance evaluation that ensures 
equity. Enhance the capacity of managers and Principal Researchers as supervisors in the career 
development of PhD students and postdocs.

11 IMPROVED Direction and 
Human Resources

A6. Outreach program: Identify actions and create a timetable for the development of dissemination 
activities that integrate all the research groups of the centre. Provide dissemination participants with the 
necessary tools.

9, 33 IMPROVED Outreach Committe, 
Communication, 
Project Office, 
Directorate

A7. Development of an alumni tool 27, 28, 30, 38 IMPROVED HR, Communication

A8-A11. Improve Open Recruitment Policy in line with OTM-R guidelines from the European Commission. OTM-R, 13, 14, 
15, 16, 27

IMPROVED HR, Directorate

A12. Promote and Uphold Equality: Anaylse results of the 2020-2023 equality plan. Create and implement 
2nd CIC biomaGUNE Equality Plan

10, 27 NEW Equality committee, 
HR, Communication, 
Directorate

A13. Career Development Plan: Revise career development plan, Revise job descriptions, Conduct a salary 
Audit

21, 26,25, 28 NEW HR, Directorate



A1. Career Advisory Program
Responsible: Training Committee, Human Resources, Communication

 Create awareness of the mentoring programs developed for PhDs and postdocs. Revise together with the
training committee the communication plan in order to better inform both PhDs and postdocs about the
respective career advisory programs:
 Revise if emails reach correctly to Postdoctoral and PhD Communities.
 Organise 2 informative meetings per year
 Elaborate together with the communications department specific communication pills: 

leaflets/posters.

 Organize trainings in mentoring skills for mentors and mentees.

 Promote informal café meetings between PhDs/postdocs/senior researchers

 Actively involve the Alumni network at different levels: participation in PhD Day, providing mentorship to 
researchers (Action A7. Alumni)

 Implement workshops to enhance job-seeking skills, such as CV preparation and interview techniques, and
provide information about companies or platforms where they can find job opportunities (action A2. Soft
Skills).

 Provide guidance regarding the local business landscape, opportunities for researchers to collaborate with
other research centers, universities, or companies to build networks. Disseminate information about talent
fairs



A2. Soft Skills

Responsible: Training Committee, Human Resources, Communication

 Joint work between the HR Department and the training committee to elaborate a comprehensive

semestral or (ideally) annual training guide calendar with clear guidelines and with a complete overview

of the offered trainings, some mandatory, others shall be optional. Suggested trainings might include:

article writing, resume building, entrepreneurship, mentoring, etc. Open registrations well in advance to

allow for planning. The goal will be to provide interested individuals with opportunities for professional

development and growth.

 Provide information for postdoctoral fellowships and future external opportunities.

 Devise new communication channels other than email, work together Communication Team.

 Revise and improve information about training attendance (to generate certificates) and satisfaction

surveys (useful for HR and training committees). These tools are already implemented but need to be

better communicated.



A3. Internal Communication Plan
Responsible: Human Resources, Ethics, Communication, Directorate

 Improve understanding of internal regulations, procedures, working and labour conditions by 
revising onboarding and intranet

 Increase awareness of CIC biomaGUNE ethics code (including legal and contractual 
responsibilities), both for newcomers and staff. Revise this section on the onboarding. Organise
at least one training per year. 

 Implement a confidential and anonymous ethics channel to allow to report questions, 
complaints and/or concerns that are related to the principles and commitments set forth in the 
CIC biomaGUNE Code of Ethics, as well as any irregular situation, breach, unethical behavior or 
conduct that conflicts with the laws and/or regulations applicable.

 Improve awareness about the existing committees (animal experimentation, equality, training,
outreach, ethics), composition and roles.

 Establish a bidirectional communication channel: Implement a system that allows employees to
express their opinions, suggestions, and needs regularly and openly. This can be done through a
suggestion box or regular meetings where constructive discussions are encouraged.

 Schedule notifications in advance: Ensure that notifications of changes, events, or meetings are 
provided with sufficient advance notice for students and researchers to plan and stay informed.



A4. Conflict Resolution

Responsible: Human resources, Directorate

 Increase awareness. Create a new informative leaflet to identify conflict

resolution committee and better understand the procedure.

 Provide training to handle and prevent conflicts.



A5. Performance Appraisal System

Responsible: Human resources, Directorate

 Implement and standardize an evaluation/appraisal system using e-tools to 

facilitate performance tracking, communication between supervisors and 

students/researchers. 

 Encourage regular meetings between supervisors and students/researchers to 

assess progress, provide constructive feedback, and discuss professional 

development opportunities.



A6. Outreach Program

Responsible: Outreach Committee, Communication Team, Projects Office, Directorate

 Improve internal communication of the outreach program. Revise together with 

the Outreach Committee the communication plan in order to better inform about 

the activities organized and how to take active participation. Elaborate together 

with the communications department specific communication pills: 

leaflets/posters. 

 Develop a CIC biomaGUNE data management policy 

 Increase awareness of open science



A7. Alumni

Responsible: Human resources, Communication

 Boost and activate Alumni network to make it more participative.

 Provide support to Alumni: access to training and/or preferential access to 

infrastructure.



A8-A11. Open Transparent Merit Based 
Recruitment

Responsible: Human resources, Directorate

 Improvements in the evaluation and selection phase to ensure the OTM-R 
principles are followed. Inclusion of conflict of interest declatarion. 

 Material to avoid unconscious vías provided to Recruiting Managers

 Improvement on the internal System to facilitate the whole process: pre-screening 
to check eligibility, shortlisting of candidates for interviews, remote interviews by 
telephone or skype or face-to-face interviews

 Improvement on the appointment phase: In line with the principle "Transparency" 
of the Code of Conduct for the Recruitment of Researchers, once the candidate 
accepts the offer, all applicants will be informed about the result of the selection 
process. All applicants are entitled to further feedback upon request



A12. Promote and Uphold Equality

Responsible: Equality Committee, Human Resources, Communication,

Directorate

 Analyse results of the 1st CIC biomaGUNE Equality Plan.

 Create and implement 2nd CIC biomaGUNE Equality Plan (2024-2028)

 Update of the equality section on the centre's web page.

 Twitter account, social networks and encourage greater communication

throughout CIC biomaGUNE of the committee's actions.



A13. Career Development Plan

Responsible: Human Resources, Directorate

 Revise career development plan

 Revise job descriptions

 Conduct a salary audit
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