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USU Suceava

HOTARAREA

Senatului Universitatii ,,Stefan cel Mare” din Suceava
Nr. 7 din data 23 februarie 2023

cu privire la aprobarea declaratiei de angajament a Universitatii ,,Stefan cel Mare” din
Suceava pentru respectarea Cartei europene a Cercetitorilor si Codul de conduiti pentru
recrutarea cercetdtorilor

In conformitate cu prevederile Hotararii de Guvern nr. 369/ 29 martie 2021 privind organizarea
si funcfionarea Ministerului Educatiei, Anexa 3, punctul 38, prin care se institutionalizeazi
Universitatea ,,Stefan cel Mare” din Suceava, cu modificirile ulterioare;

Avand in vedere discutarea si aprobarea in cadrul sedintei Senatului USV a propunerii de
aprobare a declaratiei de angajament a Universitatii ,,Stefan cel Mare” din Suceava pentru
respectarea  Cartei europene a Cercetdtorilor si Codul de conduitd pentru recrutarea
cercetdtorilor i initierea procesului de implementare a Cartei si Codului cercetatorilor, avizati
in sedinta Consiliului de Administratie din data de 17.01.2023;

In conformitate cu prevederile Legii Educatiei Nationale nr. 1/2011, cu modificarile si
completérile ulterioare si ale Cartei Universitatii ,,Stefan cel Mare” din Suceava, se hotériste:

Art. 1. Se aproba declarafia de angajament a Universitétii ,.Stefan cel Mare” din Suceava pentru
respectarea Cartei europene a Cercetdtorilor si a Codului de conduitd pentru recrutarea
cercetatorilor, conform anexei.

Art. 2. Se aproba inifierea procesului de implementare a Cartei europene a Cercetdtorilor si a
Codului de conduitd pentru recrutarea cerceldtorilor la nivelul Universitatii.

Art. 3. Prorectorul de resort va duce la indeplinire dispozitiile prezentei hotarari.

PRESEDINTE AL SENATULUI
Conf.univ.dr.ing. Liviu Gheorghe POPESCU

AVIZAT,
CONSILIER JURIDIC
Jr. Oana Georgeta BOICU POSASTIUC
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Consiliul de Administratie al Universititii ,,Stefan cel Mare” din Suceava

Senatul Universitatii ,,Stefan cel Mare” din Suceava

Subsemnatul, prof. univ. dr. Mihai DIMIAN, in calitate de Prorector cu activitatea
stiintifica, va rog sd aprobati declaratia de angajament a Universitatii ,,Stefan cel Mare” din
Suceava (USV) pentru respectarea Cartei europeane a Cercetatorilor si Codul de conduita
pentru recrutarea cercetatorilor si initierea procesului de implementare a Cartei si Codului
cercetdtorilor la nivelul institutiei noastre cuprinzand urmatoarele etape:

» Analiza interna in ceea ce priveste politica de resurse umane
» Elaborarea planului de actiune

* Obtinerea logo-ului HR Excellence in Research

» Autoevaluarea institutionala

= Evaluarea externa

Finalizarea cu succes a acestui demers va conduce la obtinerea certificdrii Human
Resources Strategy for Researchers (HRS4R) - ,,HR Excellence in Research Award” - si o
recunoastere internationala certa a progreselor realizate in alinierea politicilor de resurse umane
la principiile cuprinse in aceste documente strategice.

Pana in prezent, la nivel mondial, un numar de 699 de organizatii au primit certificarea
,HR Excellence in Research Award”. Printre acestea mentionim Universitatea Politehnica din
Bucuresti, Universitatea ,,Babes Bolyai” din Cluj Napoca, Universitatea ,,Alexandru Ioan Cuza”
din lasi si Academia de Studii Economice din Bucuresti din Romania si Universitatea Tehnicd a
Moldovei din Republica Moldova.

Premiul ,,HR Excellence in Research” reprezintd recunoasterea internationald acordata
institutiilor de cercetare care au facut progrese in alinierea politicilor de resurse umane la
principiile stabilite in Carta Europeana a Cercetatorilor si an Codul de conduitd pentru
Recrutarea Cercetdtorilor, iar politicile si practicile de recrutare si evaluare a angajatilor acestor

institutii sunt echitabile si transparente.
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Tel: +40 230 520 081, Fax: +40 230 520 080, Web: www.usv.ro
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Universitatea
Stefan cel Mare

USU Suceava

Atasez prezentei urmatoarele documente:
» Carta europeana a cercetatorilor si Codul de conduita pentru recrutarea cercetatorilor
(varianta in limba eglezd si traducerea in limba roman)
= Propunerea de declaratie de angajament (varianta in limba romana)

= Draft of Declaration of commitment (varianta in limba engleza)

Data Prorector cu activitatea stiintifica,

11.01:2023 Prof.univ.dr. Mihai DIMIAN

Universitatea "Stefan cel Mare" Suceava, Str. Universitatii nr. 13, 720 229 Suceava, Romania
Tel: +40 230 520 081, Fax: +40 230 520 080, Web: www.usv.ro
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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) 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.

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

(3) 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.

? )0 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).



(4)

(5)

(6)

7)

(8)

(9)

3

4

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

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

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

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

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

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

COM (2003) 226 final and SEC(2003) 489 of 30.4.2003.
SEC (2005} 260.



(10)

(11)

(12)

(13)

(14)

(15)

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

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.

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.

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.

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.

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.

Society should appreciate more fully the responsibilities and the pro-
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.




(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 careerin 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 thatresearchers 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




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 targe.

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

Forthe 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 oremployment?, the
legal status of their employer or the type of organisation or establishment
in which the work is carried out. It takes into account the multiple roles of
researchers, who are appointed not only to conduct research and/or to
carry out development activities but are also involved in supervision, men-
toring, management or administrative tasks.

¢ See definition in Section 3.

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

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

8 Dfficial Journal € 364, 18.12.2000 p. 0001-0022.



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 or infrastructural 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 theirdiscipline(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.

11
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They must avoid plagiarism of any kind and abide by the principle of intel-
lectual property and joint data ownership in the case of research carried
out in collaboration with a supervisor(s) and/or other researchers, The
need to validate new observations by showing that experiments are repro-
ducible should not be interpreted as plagiarism, provided that the data to
be confirmed are explicitly quoted.

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

Professional attitude

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

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

Contractual and legal obligations

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



Accountability

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

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

Good practice in research

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

Dissemination, exploitation of results

All researchers should ensure, in compliance with their contractual
arrangements, that the results of their research are disseminated and
exploited, e.g. communicated, transferred into other research settings or,
if appropriate, commercialised. Senior researchers, in particular, are
expected to take a lead in ensuring that research is fruitful and that results

13
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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.

15
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General Principles and Requirements applicable to Employers and
Funders;

Recognition of the profession

All researchers engaged in a research career should be recognised as pro-
fessionals and be treated accordingly. This should commence at the
beginning 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 servants).

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 fraining 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.

Stabitity 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 *.

9 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.

17
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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 hasis 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.

2 j.e.remote collaboration over electronic networks.

19
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Access to career advice

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

Intellectual Property Rights

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

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

Co-authorship

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

B3 In this 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

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

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

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

Researchers

For the purpose of this Recommendation the internationally recognised
Frascati definition of research 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.

Y 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.

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



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

Employers

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

Funders

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

20

Idem, page 42.

The Community will endeavour to apply the commitments laid down in this Recommendation
to the receiver of funding in the context of the Framework Programme(s) for Research, Tech-
nological Development and Demonstration Activities.
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Appointment or employment

This refers to any type of contract or stipend or to a fellowship, grant or

awards financed by a third party including funding within the context of the
Framework Programme(s) *.

22

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

Activities.
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RECOMANDAREA COMISIEI
din 11 martie 2005
Cu privire la Carta Europeani a cercetiitorului §i un cod de conduiti pentru recrutarea
cercetitorilor
(Text care prezinti interes pentru Térile Comunititii Eurepene) (2005/251/CE)

COMISIA COMUNITATILOR EUROPENE, Dat fiind tratatul de instituire a
Comunitatii Europene $i anume articolul 154,

Luénd in consideratie cele ce urmeaza:

(1) Comisia a estimat necesar in ianuarie 2000' si creeze spafiul european al
cercetdrii ca axi centrald a actiunilor viitoare ale Comunitdfii n acest domeniu in
scopul Intdririi si structurdrii politicii europene de cercetare.

(2) Consiliul european de la Lisabona a fixat ca obiectiv pentru Comunitate sa
devind pénd in 2010 economia cunoasterii cea mai competitivd §1 mai dinamica din
lume.

(3) Consiliul a abordat chestiunile referitoare la profesiunea i la cariera
cercetitorilor in cadrul spatiului european al cercetdrii, in rezolutia sa din 10
noiembrie 20032, si se felicitdi in mod deosebit deoarece Comisia are intentia s
lucreze la claborarea unei carte europene a cercetitorului §i a unui cod de conduitd
pentru recrutarea cercetétorilor.

(4) Riscul penuriei de cercetitori® identificat in particular Tn anumite discipline
cheie, va reprezenta o ameninfare serioasi pentru puterea inovatoare a Uniunii
Europene, pentru capitalul de cunostinte §i pentru cresterea productivitafii intr-un
viitor apropiat §i ar putea impiedica realizarea obiectivelor de la Lisabona si
Barcelona. in consecinti, Europa trebuie si devini net mai atractivi pentru
cercetitori si trebuie si Intiircascd participarea femeilor cercetitor favorizdnd
crearea de conditii necesare pentru cariere mai durabile §i mai atractive pentru ele in
cercetare-dezvoltare®.

(5) Existenta resurselor umane suficiente §i bine dezvoltate in C&D este
cruciald pentru avansul cunoasterii stiinfifice §i progresul tehnologic, pentru
ameliorarea calitdtii vietii, asigurarea bundstirii cetifenilor europeni §i intarirea

(6) Ar trebui si fie introduse §i puse in aplicare noi instrumente pentru
dezvoltarea carierei de cercetitor contribuind astfel la ameliorarea perspectivelor
carierei pentru cercetatori in Europa.

(7) Existenta perspectivelor pentru o carierd, mai avantajoase §i mai vizibile,
face deasemenea ca publicul sd adopte o atitudine mai pozitivd cu privire la profesia
de cercetitor, si incurajeazi astfel in plus pe tinen sé Tnceapi o carierd In cercetare .

(8) Obiectivul politic ultim al prezentei recomandiri este sd contribuie la
dezvoltarea unei piete europene a muncii atrdgitoare, deschise si durabile pentru
cercetitori, in snul cireia conditiile cadru permit recrutarea si pastrarea cercetitorilor
de mare valoare, in medii care favorizeaza eficienta performantelor si productivitatea.

(9) Statele membre ar trebui s3 creascid oferta ficutd cercetiitorilor pentru un
regim de dezvoltare a unei cariere durabile in toate etapele acestei cariere, oricare ar fi
situatia lor contractuald si parcursul profesional ales in C&D, si sd asigure cd

1 COM(2000) 6 final din 18.01.2000.

2 JO C 282/25.11.2003, pl. Rezolutia 2003/C 282/01 a Consiliului din 10.11.2003 asupra
profesiei si carierei de cercetator in sanul spatiului european al cercetiirii.

3 COM(2003) 226 final si SEC(2003) 489 din 30.04.2003.

4 SEC(2005) 260.



cercetdtorii sunt tratafi ca niste profesionigti si considerati ca facind parte integranta
din institutiile in care lucreaza.

(10) Cu toate eforturile considerabile ale Statelor membre pentru eliminarea
obstacolelor administrative i juridice in domeniul mobilitifii geografice si
intersectoriale, existd Incd un mare numdr de astfel de piedici.

(11) Toate formele de mobilitate ar trebui si fie incurajate in cadrul unei politici
globale a resurselor umane In C&D la nivel national, regional §i institufional.

(12) Toate formele de mobilitate trebuie si fie recunoscute in intregime in
sistemele de evaluare si avansare in carierd pentru cercetétori, in scopul garantirii c
aceastd experientd contribuie favorabil la dezvoltarea lor profesionala.

(13) Dezvoltarea unei politici coerente a carierei §i mobilitifii pentru
cercetitorii' care ajung in sau périsesc Uniunea Europeand ar trebui si fie examinati
tindnd cont de situatia din térile in curs de dezvoltare §i din regiunile din interiorul gi
exteriorul Europei, pentru ca dezvoltarea capacitdtilor de cercetare ale Uniunii
Europene si nu se efectueze pe cheltuiala tarilor din regiunile mai putin dezvoltate.

(14) Finan{atorii sau angajatorii din cercetare ar trebui sa fie responsabili ca
agenti de recrutare, si ofere cercetdtorilor proceduri de selectie §i de recrutare carc si
fie deschise, transparente si comparabile la scara internationald.

(15) Societatea ar trebui sid aprecieze din plin responsabilititile i
profesionalismul de care dau dovada cercetiitorii in executarea muncii lor in diferite
etape ale carierei lor §i in rolul lor multiplu de lucratori in cunoagtere, conducitori,
coordonatori de proiecte, directori, supraveghetori, mentori, consilieri de carierd sau
specialisti in comunicarea stiintifica.

(16) Prezenta recomandare pleacd de la principiul ca angajatorii sau finan{atorii
au obligatia primordiald de a veghea la respectarea exigentelor legislatiei nafionale,
regionale sau sectoriale respective.

(17) Prezenta recomandare fumizeazd statelor membre, angajatorilor,
finantatorilor si cercetitorilor un instrument pretios pentru a lua, in tmod voluntar, alte
inifiative vizdnd ameliorarea si consolidarea perspectivelor carierei de cercetitor Tn
Uniunea Europeand, si si instaureze o piatd a muncit deschise pentru cercetétori.

(18) Principiile generale si conditiile de bazad enuntate in prezenta recomandare
sunt fructul unui proces de consultare publica la care membrii grupului de pilotaj
»~Resurse umane si mobilitate” au fost asociati din plin.

RECOMANDA:

1) Statele membre se strdduiesc sd ia mdsurile necesare pentru a asigura ci
angajatorii si finantatorii din cercetare dezvoltd si mentin un mediu de cercetare si o
culturd de muncé propice in care cercetitorii si echipele de cercetare sunt evaluate,
incurajate si sustinute si dispun de ajutorul material $i nematerial necesar pentru a
putea sd-si indeplineasci sarcinile §i pentru a realiza obiectivele. In acest context, se
convine ca si se acorde o prioritate particulard organizirii conditiilor de munca si de
formare la inceputul carierei cercetatorilor, cici ea contribuie la optiunile viitoare si
Intdreste atractivitatea unei cariere in C&D.

2) Statele membre se strdduiesc sd ia, la nevoie, masurile cruciale pentru a
asigura cd angajatorii §i finantatorii din cercetare imbunatatesc metodele de recrutare
si sistemele de evaluare a carierei in scopul credirii unui sistern de recrutare gi de
dezvoltare a carierei, care si fie transparent, deschis, echitabil gi recunoscut la nivel

' COM(2004} 178 final din 16/03/2004.



international, ca o conditie prealabild a unei adevarate piefe europene a muncii pentru
cercetatori.

3) Atunci cénd formuleazi g1 adopta strategia si sistemele in vederea dezvoltarii
carierelor durabile pentru cercetitori, statele membre {in cont cum se cuvine §i se
inspird din principiile generale si conditiile de bazi care constituie carta europeand a
cercetdtorului §i codul de conduité pentru recrutarea cercetitorilor i care sunt expuse
in anexa.

4) Statele membre se strdduiesc si transpund in practicd aceste principii
generale §i aceste conditii de bazi relevind responsabilitatea lor in cadrul
reglementarilor nationale sau al normelor si orientdrilor sectoriale si/sau
institutionale (carta gi/sau coduri pentru cercetitori). Pentru aceasta ei ar trebui si ia
in cosideratie marea diversitate de legi, reglementiri si practici care, in diferite {ari
g1 diferite sectoare, determind parcursul, organizarea §i conditiile de munca ale unei
cariere in C&D.

5) Statele membre iau aceste principii generale §i aceste condifii de bazi ca
ficind parte integrantd din mecanismele institutionale de asigurare a calitatii,
considerindu-le ca mijloc de stabilire a criteriilor de finantare pentru regimurile de
finantare nationale/regionale si adoptandu-le pentru procedura de audit, de control si
de evaluare a organismelor publice.

6) Statele membre intdresc eforturtle lor in vederea depésirii obstacolelor
juridice §i administrative care continud sé impiedice mobilitatea, inclusiv obstacolele
referitoare la mobilitatea intersectoriald si la mobilitatea intre g1 din diferite functii,
tindnd cont de largirea Uniunit Europene.

7) Statele membre se striduiesc s vegheze ca cercetidtorii s3 beneficieze de
acoperirea adecvatd in materie de securitate sociali conform statutului lor juridic. In
acest context, se convine sd se acorde o atentie particulard posibilitdtii de transfer a
drepturilor la pensie, statutare sau complementare, pentru cercetatorii, care isi
schimbd serviciul in cadrul sectoarelor public si privat in aceeasi tard, ca gi pentru
cercetdtorii care vor lucra intr-o alta tard In cadrul Uniunii Europene. Aceste regimuri
ar trebui si garanteze ci cercetitorii care schimbd serviciul sau Intrerup cariera lor nu
isi pierd drepturile lor de securitate socialad in mod nejustificat.

8) Statele membre organizeazi structurile de monitorizare necesare pentru re-
examinarea periodicd a prezentei recomandari, $i pentru a determina in ce masurd
angajatorii, finantatorii §i cercetitorii au aplicat carta europeand a cercetitorului si
codul de conduita pentru recrutarea cercetétorilor.

9) Criteriile pentru a misura acest grad de aplicare vor fi stabilite i convenite
cu statele membre in cadrul actiunilor organizate de grupul de pilotaj ,,Resurse Umane
i Mobilitati”.

10) Statele membre, ca reprezentante n sdnul organizatiilor internationale create
la nivel interguvernamental, {in cont riguros de prezenta recomandare atunci cind
propun strategii i iau decizii privind activitatea acestor organizatii.

11) Prezenta recomandare este destinatd statelor membre dar trebuie
deasemenea sa serveascd ca instrument pentru a incuraja dialogul social precum si
dialogul intre cercetitori, parteneri si societate in ansamblul ei.

12) Statele membre sunt invitate s informeze Comisia, in mésura posibilititilor,
pand la 15 decembrie 2005 si apoi anual, despre orice misurd pe care o iau pentru a
urma prezenta recomandare. Ele sunt deasemenea invitate sd informeze despre



primele rezultate ob{inute ca urmare a aplicirii recomandarii §i sd-i comunice exemple
de bune practici.

13) Prezenta recomandare va fi reexaminatd periodic de citre Comisie in cadrul
metodei deschise de coordonare.

Facuta la Bruxelles,11 martie 2005,
Pentru Comisie, Janez Potocnik, Membru al Comisiei

ANEXA
SECTIUNEA 1
Carta Europeani a Cercetitorului

Carta europeand a cercetitorului este un ansamblu de principii generale i de
conditii de baza care specifica rolurile, responsabilitatile §i prerogativele cercetitorilor
si angajatorilor si/sau finanfatorilor cercetitorilor’, Ea are ca obiectiv si asigure ca
relatiile intre cercetdtori si angajatori sau finantatori sd fie de naturd sa favorizeze
reusita in ceea ce privegte productia, transferul, impartasirea si difuzarea cunostinfelor
si a dezvoltirii tehnologice si sd favorizeze dezvoltarea carierei cercetdtorilor. Carta
recunoaste de asemenea valoarea tuturor formelor de mobilitate ca mijloc de
imbunititire a dezvoltini profesionale a cercetitorilor.

fn aceastd perspectivi, carta constituie un cadru pentru cercetitori, angajatori si
finantatori, care ii invitd si actioneze in mod responsabil §i ca profesionisti in mediul
lor de lucru, si si se recunoasci in aceastd calitate unii pe alfii.

Carta se adreseaza tuturor cercetiitorilor din Uniunea Europeand, in toate etapele
carierei lor gi acoperd toate domeniile de cercetare din sectorul public §i privat,
independent de natura angajamentului sau functiei lor’, de statutul juridic al
angajatorului sau de tipul organizatiei sau institutiei in care se efectueaza lucrarile. Ea
tine cont de rolurile multiple ale cercetitorilor care sunt angajati nu numai pentru a
realiza lucrdri de cercetare si/sau pentru a efectua activitdfi de dezvoltare, dar ei
intervin deasemenea atéit ca directori de teza/stagiu sau mentori cit si in gestiune sau
sarcini administrative.

Carta pleaci de la principiul cd cercetitorii ca §i angajatorii si/sau finantatorii au
obligatia primordiald s3 se asigure cd ei respectd exigenfele legislatiei nafionale,
regionale sau sectoriale respective. Atunci cind cercetatorii beneficiaza de un statut si
de drepturi mai favorabile, in anumite privinte, decit acelea prevdzute in Carta,
dispozitiile acesteia din urma nu trebuiesc si fie invocate pentru a restringe statutul gi
drepturile deja céstigate.

Cercetatorii ca §i angajatorii §1 finantatorii care adera la Carti trebuie si respecte
de asemenea drepturile fundamentale si si observe principiile recunoscute de Carta
drepturilor fundamentale a Uniunii Europene®.

! Vezi definifia de la sectiunea 3.
2 Vezi definitia de la sectiunea 3.
3JO C 364 din 18.12.2000, p. 1.



PRINCIPII GENERALE $1 CONDITII DE BAZA APLICABILE
CERCETATORILOR

Libertatea de a cerceta

Cercetitorii ar trebui sd-si centreze lucririle lor de cercetare pe binele omenirii
si pe extinderea frontierelor cunoagterii stiintifice, bucurdndu-se de liberatea de
gindire si expresiec ca si de libertatea de a alege metodele, care si le permitd
rezolvarea problemelor, conform practicilor gi principiilor etice recunoscute.

Cercetatorii trebuie totusi si recunoasci limitele acestei libertiti susceptibile de
a decurge din circumstante particulare de cercetare (in special in planul supervizarii,
orientdirii §i gestiunii) sau din constringeri operationale, de exemplu pentru rafiuni de
buget sau infrastructurd sau, in mod deosebit, in sectorul industrial, pentru rafiuni de
protectie a proprietdtii intelectuale. Aceste limite nu trebuie totusi si se opuni
practicilor §i principiilor etice recunoscute, la care cercetitorii trebuie si adere.

Principii etice

Cercetitorii trebuie si adere la practicile etice recunoscute si la principiile etice
fundamentale aplicabile in disciplinele lor ca si la normele etice statuate de diferite
coduri etice nationale, sectoriale sau institutionale.

Responsabilitatea profesionala

Cercetitorii se striduiesc din plin sd se asigure ci lucrdrile lor de cercetare sunt
utile societdtii si nu reproduc cercetiri efectuate in alti parte mai Inainte. Ei evitd
orice tip de plagiat §i respectd principiul proprietétii intelectuale si al proprietiii
comune a datelor in cazul cercetirii efectuate in colaborare cu unu! sau mai mulii
directori de tezi/stagiu si/sau al{i cercetitori. Necesitatea de a valida observatiile noi
demonstrind ci experientele sunt reproductibile nu ar trebui interpretatd ca un plagiat,
cu conditia ca datele supuse confirmdrii sé fie explicit citate.

Cercetatorii vegheazi ca In cazul delegdrii unui oarecare aspect al lucrérii lor,
cel delegat s@ aibe competenta necesard,

Atitudinea profesionald

Cercetiitorii ar trebui si ia cunostintd despre obiectivele strategice care
guverneaza mediul lor de cercetare inclusiv mecanismele de finantare, i ar trebui sa
ceard toate autorizatiile necesare inainte de a incepe lucrérile lor de cercetare sau de a
accede la resursele furnizate. Ei ar trebui si informeze pe angajatorii lor, finantatorii
lor sau directorul de tezd/stagiu atunci cénd proiectul lor de cercetare este intérziat,
redefinit sau incheiat, sau si anunte dacd proiectul lor trebuie si fie terminat mai
repede sau si fie suspendat pentru indeferent ce cauza.

Obligatiile contractuale §i legale

Cercetitorii la toate nivelele ar trebui si cunoascid reglementdrile nationale,
sectoriale sau institutionale, care impun conditiile de formare si de lucru. Aceasta
cuprinde reglementdrile Ih materie de drepturi de proprietate intelectuald si exigentele
si conditiile oricirui sponsor sau finantator, independent de natura contractului lor.
Cercetitorii aderi la aceste reglementiri furnizind rezultatele cerute (de exemplu teza,
publicatii, brevete, rapoarte, dezvoltare de produse noi etc.) asa cum este stipulat in
conditiile contractului sau documentului echivalent.

Responsabilitatea

Cercetitorii trebuie sd fie congtienti de faptul ci el sunt responsabili fata de
angajatorii lor, finanfatori sau alte organisme publice sau private conexe $i sunt
deasemenea responsabili, pentru motive in primul rand etice, fatd de societate n
ansamblul ei. In mod deosebit, cercetitorii finantai din fonduri publice sunt
deasemenea responsabili de utilizarea eficientd a banilor contribuabililor. In



consecin{d, i ar trebui sa adere la principiile de gestiune financiard sinitoasa,
transparentd g1 eficace §i sd coopereze pentru orice audit al cercetdrii lor de citre
persoane autorizate, intreprins de angajatorii/finantatorii lor sau de comitete de etica.

Metodele de colectare si analizi a datelor, rezultatele si dupd caz, detalierea
datelor ar trebui sd fie accesibile examindrii interne si externe, ori de céte ori este
necesar $i la cererea autorititilor competente.

Bunele practici in sectorul de cercetare

Cercetatorii ar trebui sd adopte oricind metode de lucru sigure, conforme
legislatiei nationale si in special s3 ia precautiunile necesare pentru a garanta sinitatea
§i securitatea §i pentru a surmonta consecinfele catastrofelor legate de tehnologia
informatie1, de exemplu stabilind strategiile de back-up corespunzitoare. Ei ar trebui
sd cunoascd exigentele legale nationale fn vigoare privind protectia datelor si protectia
confidentialititii si s& intreprindd demersurile necesare pentru a le satisface in orice
moment.

Difuzarea §i exploatarea rezulitatelor

Tofi cercetdtorii ar trebui si vegheze ca, in conformitate cu dispozitiile lor
contractuale, rezultatele Jucrdrilor lor de cercetare sa fie difuzate si exploatate, fiind
de exemplu comunicate, transferate citre alte organisme de cercetare sau, dupi caz,
comercializate. Cercetétorii experimentati, in mod special, ar trebui s joace un rol
pilot asigurdndu-se ci cercetarea da rezultate §i ci acestea fac obiectul unei exploatiri
comerciale sau sunt puse la dispozi{ia publicului (sau ambele simultan) in orice
ocazie.

Angajamentul fatd de societate

Cercetdtorii ar trebui sd vegheze ca activititile lor de cercetare si fie aduse la
cunostinta societdtii in ansamblul sdu in aga fel ca ele si fie infelese de nespecialisti,
imbundtatind astfel intelegerea stiintei de citre societate. Angajamentul direct cu
marele public va ajuta pe cercetitori sd inteleagd mai bine interesul societitii pentru
prioritatile din stiintd si tehnologie, precum si preocupirile sale.

Relatia cu directorii de tezd/stagiu

Cercetatorii n fazd de formare ar trebui si stabileasci relatii structurate si
regulate cu directorii lor de tezé/stagiu §i reprezentantii facultitilor/departamentelor in
asa fel Incét sa obtina cel mai bun profit din relatiile lor cu acestia.

Acest lucru constd in a consemna toate progresele realizate si rezultatele
cercetdril obfinute, a primi o confirmare a informatiei cu ajutorul rapoartelor si
seminariilor, a exploata acest feed-back si a lucra respectind programele convenite,
jaloanele fixate, prestatiile de furnizat i rezultatele preconizate ale cercetirii.

Supervizarea §i sarcinile de gestiune

Cercetdtorii experimentati ar trebui s consacre o atentie deosebiti rolurilor lor
multiple atdt ca directori de tezd/stagiu, mentori, consilieri de carierd, sefi,
coordonatori de proiect, directori sau specialigti in comunicarea stiintifici. Ei trebuie
sd se achite de aceste sarcini conform standardelor profesionale cele mai ridicate, In
ceea ce priveste rolul lor de director de tezd/stagiu sau de mentor de cercetare,
cercetdtorii experimentati ar trebui s pund bazele unei relatii constructive si pozitive
cu cercetatorii debutanti, in scopul realizdrii conditiilor necesare transferului eficient
de cunostinte $i unei bune dezvoltiri ale carierei cercetitorului.

Dezvoltarea profesionald continud

In toate etapele carierei lor, cercetitorii ar trebui si caute sd-s1 Imbunititeasca
continuu pregitirea actualizind si dezvoltind regulat capacitatile si competentele lor.
Pot f1 folosite diferite mijloace, in mod special, dar nu exclusiv, formarea de naturi
precisd, precum §i atelierele, conferintele si Invatarea ,,on line”.



PRINCIPII GENERALE $I CONDIT1I DE BAZA APLICABILE
ANGAJATORILOR ST FINANTATORILOR

Recunoagterea profesiei

Toti cercetitorii angajafi Intr-o carierd de cercetare ar trebui s fie recunoscuti
ca profesionigti §i sd fie tratati in consecintd. Aceastd recunoasgtere ar trebui sa inceapi
la debutul carierei lor, adicd la nivelul ciclului III, si ar trebui sd inglobeze toate
nivelele, independent de clasificarea lor la nivel national (de exemplu: angajat, student
in ciclul ITI, doctorant, bursier titular al unui doctorat, functionar).

Ne-discriminarea

Angajatorii si/sau finantatorii nu practici nici-o discriminare intre cercetdtori pe
bazi de sex, vArstd, origine etnica, nationald sau social, religie sau credinta, orientare
sexuald, limbi, handicap, opinie politicd, situatie sociald sau economica.

Mediul cercetarii

Angajatorii si finantatorii ar trebui si vegheze la crearea mediului de cercetare
sau de formare pentru cercetare cel mai stimulant gi sd ofere echipamente, instalagii si
intermediul retelelor de cercetare, si sd vegheze la respectarca reglementirilor
nationale sau sectoriale referitoare la sinitatea si securitatea in cercetare. Finantatorii
ar trebui si vegheze ca resursele potrivite si fie furnizate in sprijinul programului de
lucru convenit.

Conditiile de lucru

Angajatorii si/sau finantatorii ar trebui si vegheze la conditiile de munca pentru
cercetitori inclusiv pentru cercetéitorii handicapati, oferind corespunzitor flexibilitatea
consideratd esentiald pentru incheierea lucririlor de cercetare conform legislatiel
nationale in vigoare si conventiilor colective nationale sau sectoriale. Ei ar trebui si
furnizeze conditii de lucru care si permitd cercetétorilor atdt femei cét i barbati sd
combine familia si munca, copii §i cariera'.O atentie particulard ar trebui si fie
acordatd, printre altele, orarului variabil, muncii cu program partial sau tele-muncii gi
concediilor sabatice c¢it si dispozitiilor financiare §i administrative indispensabile
punerii in aplicare a acestor cerinte.

Stabilitatea i continuitatea de angajare

Angajatorii si/sau finantatorii ar trebui si vegheze ca munca cercetatorilor sd nu
fie minatd de instabilitatea contractelor de munca si ar trebui deci s se angajeze in
misura posibilului s3 amelioreze stabilitatea conditiilor de lucru pentru cercetatori,
aplicind si respectind astfel principiile i conditiile fixate prin directiva 199/70/CE a
Consiliului.

Finantarea §i salariile

Angajatorii i finantatorii ar trebui sd vegheze ca cercetitorii si se bucure de
conditii echitabile si atractive pe plan financiar gi/sau de salarii, insotite de dispozitii
adecvate si echitabile in materie de securitate sociald (inclusiv asigurarea de boala si
alocatiile parentale, dreptul la pensie si indemnizatia de somaj} conform legislatiei

I'vezi SEC(2005) 260, ,,Femeile si stiinta: Excelen{d si Inovare — Egalitatea Intre sexe In lumea
stiingificd™.

2 Directiva 1999/70/CE a Consiliului din 28 iunie 1999 privind acordul-cadru intre CES, UNICE
si CEEP asupra muncii cu duratd determinati (JO L 175 din 10.07.1999, p. 43) care cere 53 se evite ca
lucriitorii pe duratd determinatd si fie tratati de o maniera mai pujin favorabild fatd de lucritorii pe
durata nedeterminatd comparabili, si prevind abuzurile decurgind din utilizarea contractelor pe duratd
determinatd succesive, si amelioreze accesul la formare pentru lucritorii pe durati determinati si sd
asigure ca lucrdtorii pe duratd determinati sd fie informati asupra posturilor cu duratd nedeterminata
vacante.



nationale in vigoare §i conventiilor colective nationale sau sectoriale. Aceste misuri
trebuie sa includd cercetdtorii in toate etapele carierei lor, inclusiv cercetitorii la
inceput de carierd, corespunzator statutului lor juridic, performantelor lor si nivelului
lor de calificari si/sau de responsabilitati.

Echilibrul intre sexe’

Angajatorii si/sau finanfatorii ar trebui si aibe in vedere instaurarea unui
echilibru reprezentativ intre barbati §i femei la toate nivelele personalului, inclusiv la
nivelul directorilor de tezi/stagiu $i a administratorilor. Acest echilibru ar trebui si se
obtind cu ajutorul unei politici de egalitate de sanse in momentul recrutirii si in
ctapele ulterioare ale carierei, fird ca aceasta sid afccteze criteriile calitifii si
competentei. Pentru ca egalitatea de tratament sa fie asiguratd, comitetele de selectie
si evaluare ar trebui sa reflecteze la un echilibru adecvat intre birbati si femei.

Dezvoltarea carierei

Angajatorii si/sau finantatorii ar trebui si elaboreze, de preferintd in cadrul
gestiunii lor asupra resurselor umane, o strategie specifici de dezvoltare a carierei
pentru cercetitori in toate ctapele carierei lor, oricare ar fi situatia lor contractual,
inclusiv pentru cercetitorii sub contract cu duratd determinati. Aceastd strategie va
trebui sd includa disponibilitatea mentorilor care intervin pentru a furniza un sprijin si
o orientare in favoarea dezvoltarii personale si profesionale a cercetitorilor, permifind
astfel si fic motivati si contribuind la reducerea oricirei insecurititi privitoare la
viitorul lor profesional. Tofi cercetitorii ar trebui si fie informati asupra acestor
dispozitii gi acorduri.

Punerea in valoare a mobilititii

Angajatorii si/sau finanfatorii trebuie si recunoascid valoarea mobilitatii
geografice, intersectoriale, interdisciplinare, transdisciplinare si virtuale!, ca §i pe
aceea a mobilitatii intre sectorul public si cel privat, ca fiind un mijloc important de
crestere a nivelului stiintific si de dezvoltare profesionali in toate etapele carierei unui
cercetitor. In consecintd, ei ar trebui si instaureze astfel de optiuni in strategia de
dezvoitare a carierei, si valorifice §i sd recunoascd pe deplin orice experientd de
mobilitate in sistemul lor de progres/evaluare a carierei.

Aceasta necesitdi de asemenea crearea instrumentelor administrative
indispensabile pentru a permite transferabilitatea burselor si a dispozitiilor in materie
de securitate sociald, conform legislatiei nationale

Accesul la formarea pentru cercetare si la dezvoltarea continud

Angajatorii si/sau finanfatorii ar trebui s3 vegheze ca tuturor cercetatorilor, in
toate etapele carierei lor si independent de situatia lor contractuald, si li se ofere
oportunitdfi de dezvoltare profesionald §i de ameliorare a capacitatii lor de insertie
profesionala avind acces la misurile de dezvoltare continui a priceperii i
competentelor.

Aceste masuri ar trebui sd facd obiectul unei evaluiri regulate in scopul de a
determina in ce masurd sunt accesibile, puse in aplicare si eficiente pentru ameliorarea
abilitdtii, competentei §i capacitatii de insertie profesionali.

Accesul la serviciile de orientare a carierei

Angajatorii si finantatorii ar trebui si vegheze ca cercetitorilor, in toate ctapele
carierei lor i independent de situatia lor contractuals, si li se ofere sfaturi de orientare

* A se vedea SEC(2005) 260, , Femeile si stiin(a, Excelenfa §i inovarea — Egalitatea sexelor in
lumea gtiintificd”.
! Colaborare la distanti prin retele electronice.



in carierd si un ajutor pentru gisirea unei angajament, fic in institutiile respective, fie
pe baza unei colaborari cu alte structun.

Drepturile de proprietate intelectuala

Angajatorii si finan{atorii ar trebui si vegheze ca cercetitorii, in toate etapele
carierei lor, si beneficieze de exploatarea (daca este cazul) a rezultatelor activitiu lor
de cercetare-dezvoltare, grafie unei protectii juridice i In special printr-o protectie
adecvati a drepturilor de proprietate intelectuald, inclusiv drepturile de autor.

Politicile i practicile ar trebui si specifice ce drepturi revin cercetitorilor si/sau
dupd caz, angajatorilor lor sau altor parti, inclusiv organizatiilor comerciale sau
industriale externe dupd eventualele dispozitii ale acordurilor specifice sau altor tipuri
de acorduri.

Co-autoratul

in timpul evaluirii personalului, institutiile ar trebui sd rezerve o primire
favorabild colaboririi intre autori, care dovedeste o abordare constructiva la realizarea
cercetirii. Angajatorii §i/sau finantatorii ar trebui deci si dezvolte strategii, practici si
proceduri pentru a furniza cercetatorilor, inclusiv la debutul carierei, conditiile-cadru
necesare pentru a avea dreptul si fie recunoscuti i s fie numiti si/sau citati in cadrul
contributiilor lor reale, atit ca si co-autori de documente, de brevete etc. sau si
publice rezultatele lor proprii de cercetare independent de directorii lor de tezd/stagiu.

Supervizarea

Angajatorii si/sau finantatorii ar trebui sd vegheze ca s fie clar indicatd o
persoand de referintd pe care cercetitorii la debutul carierei pot si o consulte pentru
executia sarcinilor lor profesionale i ar trebui sd 1i informeze pe cercetitori in
consecin(i.

Aceste dispozitii ar trebui sd determine clar ci directorii de teza/stagiu propusi
au o expertizd suficientd in materic de supervizare a cercetarii, ¢i ei au timpul,
cunostintele, experienfa, expertiza §i angajamentul necesare pentru a putea oferi o
sustinerc adecvatd cercetdtorului in formare, si c ei prevad procedurile necesare in
materie de avansare si examinare precum si mecanismele de feed-back necesare.

Instruirea

Instruirea este un mijloc esential pentru a structura si difuza cunosgtintele si ar
trebui deci s fie considerat ca o optiune de mare valoare pe parcursul profesional al
cercetitorilor. Totusi, responsabilitatile cadrului didactic nu ar trebui si fie excesive si
nu ar trebui sd impiedice pe cercetétori, mai ales la inceputul carierei, sa-si desfasoare
activititile lor de cercetare.

Angajatorii si/san finanfatorii ar trebui si vegheze ca sarcinile de instruire sa fie
convenabil remunerate si s fie luate in consideratie in sistemele de evaluare, §i ca
timpul consacrat de membrii personalului, experimentati in formarea cercetatorului la
inceput de carierd, si fie luat in consideratie in cadrul sarcinii lor de instruire. O
formare corespunzitoare ar trebui si fie furnizatd pentru activititile de instruire gi de
formare ca parte integrald a dezvoltirii profesionale a cercetatorului.

Sistemele de evaluare

Angajatorii si/sau finantatorii ar trebui si introducd pentru tofi cercetatorii,
inclusiv cei experimentati, sisteme de evaluare pentru ca performantele lor
profesionale si fie evaluate in mod regulat si transparent de citre un comitet
independent (si de preferintd international in cazul cercetitorilor experimentati).

Aceste proceduri de evaluare ar trebui sd {ind cont conform regulilor prescrise
de ansamblul creativititii lor de cercetare si de rezultatele lor in cercetare, de
exemplu: publicatii, brevete, administrarea cercetdrii, instruire $i conferinte,



supervizare, funcfie de mentor, colaborare nationali sau internationald, sarcini
administrative, activitafi de sensibilizare a publicului si mobilitate, si ar trebui sa fie
luate Tn consideratie in cadrul avansirii in carieri.

Plangerile gi recursurile

Angajatorii si/sau finanfatorii ar trebui sé stabileasca proceduri corespunzitoare
conform regulilor si reglementirilor nationale, eventual sub forma unei persoane
impartiale (de tip mediator) pentru a trata plingerile/recursurile cercetitorilor, inclusiv
cele privitoare la conflictele intre directorii de tezd/stagiu §i cercetatorii la inceput de
carierd. Aceste proceduri ar trebui si furnizeze intregului personal de cercetare o
asistentd confidentiald si informald pentru a rezolva conflictele de munca, litigiile gi
reclamatiile Tn scopul promovirii unui tratament just si echitabil in interiorul
institutiei $i sd amelioreze calitatea globald a mediului de lucru.

Participarea la organele de decizie

Angajatorii §i finantatorii ar trebui sd recunoascd cid este pe de-a-intregul
legitim, st chiar de dorit, ca cercetitorii sd fie reprezentati in organele
corespunzitoare de informare, de consultare si de decizie din institutiile pentru care
el lucreaza, in scopul protejarii si promovirii intereselor individuale si colective in
calitate de profesionisti i si contribuie activ la functionarea institutiei’.

Recrutarea

Angajatorii si/sau finantatorii ar trebui si vegheze ca sd fie in mod clar
specificate normele de intrare §i admitere pentru cercetitori, in mod deosebit la
debutul in carierd, si ar trebui deasemenea si faciliteze accesul grupurilor
dezavantajate sau cercetitorilor care revin la o carierd de cercetétor, inclusiv cadrele
didactice (de orice nivel) care revin la o carierd de cercetdtor. Angajatorii i
finantatorii ar trebui si adere la principiile expuse in codul de conduitd pentru
recrutarea cercetdtorilor atunci cdnd numesc sau recruteazi cercetatori.

SECTIUNEA 2
Codul de conduitd pentru recutarea cercetétorilor

Codul de conduitd pentru recrutarea cercetitorilor constd intr-un ansamblu de
principii generale si de condifii de baza care ar trebui sé fie aplicate de cétre angajatori
si/sau finantatori atunci cand acestia numesc sau recruteazd cercetitori. Aceste
principii §i conditii de bazd ar trebui sd garanteze respectul valorilor precum
transparenfa procesului de recrutare §i egalitatea tratamentului tuturor candidatilor, in
special in perspectiva stabilirti unei piete europene a muncii atractive, deschisd si
durabild pentru cercetitori. Ele sunt complementare principiilor si conditiilor de baza
descrise in Carta europeand a cercetitorului. Institutiile si angajatorii care aderd la
Codul de conduitd vor dovedi deschis angajamentul lor ¢é actioneazi de o manierd
responsabila §i respectabild si furnizeazd conditii-cadru echitabile pentru cercetitori,
in intentia lor manifestd de a contribui la progresul spatiului european al cercetérii.

! In aceasta privin(a, a se vedea de asemenea Directiva 2002/14/CE a Parlamentului European si
a Consiliului (JO L 80 din 23/03/2002, p. 29).
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PRINCIPII GENERALE SI CONDITII DE BAZA CONSTITUIND
CODUL DE CONDUITA

Recrutarea

Angajatorii si/sau finantatorii ar trebui s stabileascd procedurile de recrutare
deschise!, eficace, transparente, favorabile, comparabile la scard internationald, si
adaptate tipurilor de posturi publicate. Anunturile ar trebui si dea o descriere extinsi a
cunostintelor §i competentelor cerute si nu ar trebui si fie atit de specializate Incat sa
descurajeze pe posibilii candidati. Angajatorii ar trebui sd includi o descriere a
conditiilor de muncad si a drepturilor, cuprinzind si perspectiva de dezvoltare in
carierd. In afari de aceasta, perioada de timp care separd publicarea ofertei de lucru
sau de apel la candidaturi i data limita de rispuns trebuie si fie realistd.

Selectia

Comitetele de selectie ar trebui sd adune expertize §i competente diverse, sd
reflecte un echilibru adecvat intre barbati si femei si, dacd este necesar §i posibil,
sd includd membrii provenifi din diferite sectoare (public si privat) si discipline,
provenind in special din alte tiri §i poseddnd o experientd corespunzitoare pentru
a evalua candidatul. In misura posibilului, un larg evantai de practici de selectie ar
trebui si fie utilizat, precum evaluarea de cétre experti externi §i discutiile fata in
fati. Membrii comitetelor de selectie vor trebui sa fie formafi corespunzator.

Transparenta

Candidatii ar trebui si fie informati, inaintea selectiei, despre procesul de
recrutare si despre criteriilor de selectie, despre numirul de posturi disponibile si
despre perspectivele de dezvoltare in carierd. La iesirea din procesul de selectie, ei ar
trebui deasemenea si fic informati asupra punctelor tari i slabe ale candidaturii lor.

Aprecierea meritului

Procesul de selectie ar trebui si ia in consideratie totalitatea experientei?
dobandite de candidati. Concentrindu-se asupra potentialului global ca cercetatori, el
trebuie deasemenea si tind cont de creativitatea lor si de gradul lor de independenta.

Aceasta inseamnd ci meritul ar trebui si fie judecat atat pe plan calitativ cét si
pe plan cantitativ, punind accentul pe rezultatele remarcabile obtinute intr-un parcurs
profesional diversificat i nu numai pe numarul de publicatii. In consecinta,
importanta indicatorilor bibliometrici ar trebui si fie corect ponderatd in cadrul unui
evantai mai larg de criterii de evaluare, precum instruirea, supervizarea, munca de
echipd, transferul de cunostinte, administrarea cercetiirii, inovarea si activititile de
sensibilizare a publicului. Pentru candidatii proveniti din sectorul industrial, o atentie
deosebitd ar trebui acordati contributiei la brevete, activititii de dezvoltare sau
inventii.

Variatiile in cronologia CV-urilor

Intreruperile de carierd sau variatiile in ordinea cronologicd a CV-ului nu ar
trebui penalizate ci considerate ca dezvoltare a unei cariere, si deci ca o contribufie

! Toate instrumentele disponibile ar trebui sd fie utilizate, in special resursele internafionale san
mondiale accesibile bazate pe web, cum ar fi portalul asupra mobilititii cercetétorilor: http://europa.eu.
int/eracareers.

2 A se vedea de asemenea Carta Europeand a Cercetitorului: Sisteme de evaluare, sectiunca 1 a
prezentului document.
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potential pretioasd la dezvoltarea profesionald a cercetitorului citre un parcurs
profesional multidimensional. Candidatii ar trebui si fie deci autorizati sd-si supund
examindrii CV-ul lor bazati pe dovezi, reflectind un ansamblu reprezentativ de
realiziri 1 de calificari adecvate postului solicitat.

Recunoasterea experientei de mobilitate

Orice experien{d de mobilitate, de exemplu:o pericada de sedere intr-o alta
tard/regiune sau intr-o altd institufie de cercetare (publici sau privatd), sau o
schimbare de disciplind sau de sector, fie in cadrul formarii initiale de cercetare fie
intr-un stadiu ulterior al carieret de cercetitor, sau chiar o experientd de mobilitate
virtuald, ar trebui si fie consideratd ca o contributie prefioasd la dezvoltarea
profesionald a cercetitorului.

Recunoagterea calificarilor

Angajatorii gi/sau finantatorii ar trebui sa prevadi evaluarea corespunzitoare
a calificdnlor universitare si profesionale a tuturor cercetdtorilor, inclusiv
calificirile non-formale, mai ales in contextul mobilititii internationale si
profesionale. Ei ar trebui si se informeze si sd dobandeasca o intelegere completd
a regulilor, a procedurilor si a normelor care definesc recunoagtereca acestor
calificéri si, In consecintd, s& exploreze dreptul intern in vigoare, conventiile si
regulile specifice cu privire la recunoasterea acestor calificiri pe toate ciile
disponibile!.

Vechimea

Nivelurile de calificare cerute ar trebui sd corespunda necesitatilor postului
si sd nu fie definite ca un obstacol la intrare. Recunoasterea si evaluarca
calificarilor ar trebui si aibe drept ax central judecarea realizdrilor persoanei mai
degraba decdt situaia sa sau reputatia institutiei in care gi-a dobandit calificdrile.
Deoarece calificarile profesionale pot fi dobédndite la inceputul unei lungi cariere,
modelul dezvoltirii profesionale de-a lungul wviefii ar trebui deasemenea
recunoscut.

Numirea post-doctorat

Institutiile care numesc cercetitori pe titulari ai unui doctorat ar trebui sd
stabileascd reguli clare gi orientiri explicite pentru recrutarea §i numirea
cercetatorilor post-doctorat, inclusiv durata maximald gi obiectivele acestor
numiri. Aceste orientdri ar trebui si tind cont de timpul petrecut in precedentele
numiri post-doctorat in alte institutii, si de faptul cé statutul post-doctorat ar trebui
sd fie tranzitoriu, in scopul principal de a oferi posibilitati suplimentare de
dezvoltare profesionald pentru o carierd de cercetitor in cadrul perspectivelor de
avansare pe termen lung.

! A se consulta http://www.cnic-naric.net/ pentru informatii mai ample asupra retelei NARIC
(Reteaua de centre nationale de informare asupra recunoagterii academice a diplomelor) si a retelei
ENIC (Reteaua europeand de centre de informare).
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SECTIUNEA 3
Definitii

Cercetatori

Prezenta recomandare recurge la definitia internationald recunoscutd a lui
Frascati’. In consecinti, cercetitorii sunt descrisi ca:

Specialisti care lucreazd la conceperea sau la crearea de cunogtinte, produse,
procedee, metode §i sisteme noi §i la administrarea proiectelor aferente”.

Mai specific, recomandarea priveste toate persoanele profesional ocupate in
Cercetare gi Dezvoltare in oricare stadiu at carierei lor, independent de clasificarea
lor. Aceastd definifie cuprinde orice activitate in domeniile ,,cercetirii fundamentale”,
a ,cercetirii strategice”, a ,cercetirii aplicate”, a ,,dezvoltarii experimentale” §i a
Hransferului de cunostinte”, inclusiv inovarea si activitdtile de consiliere, de
supervizare $i de Tnvatdmént, administrarea cunoasterii §i a drepturilor de proprietate
intelectuald, exploatarea rezultatelor cercetirii sau jurnalismul stiintific.

O distinctie s-a stabilit Intre cercetator incepator §i cercetator experimentat:

—termenul de ,,cercetitor incepdtor face referintd la cercetitorii in cursul
primilor 4 ani {(echivalent in program integral) ai activititii lor de cercetare, inclusiv
perioada de formare ca cercetitor;

— termenul de ,,cercetitor experimentat™ a fost definit ca fiind cercetatorul care
are minimum 4 ani de experientd in cercetare (echivalent in program integral) dupa
obtinerea unei diplome universitare care i da accesul la studii doctorale in tara in care
diploma universitard a fost obtinutd sau cercetitori avand deja titlul de doctor,
indiferent de timpul consacrat obtinerii diplomei de doctorat.

Angajatori

In cadrul prezentei recomandiri termenul ,,angajatori” face referinti la toate
institutiile publice sau private care angajeaza cercetitori pe bazd de contract sau care
ii primeste In virtutea altor tipuri de contracte sau numiri, In special fard relatii
financiare directe. Acest ultim caz priveste in mod deosebit institutele de invatimant
superior, departamentele facultitilor, laboratoarele, fundatiile sau organismele private
in care cercetdtorii se formeazd pentru cercetare sau efectueazi activitatea lor de
cercetare pe baza unei finantiri furnizate de un tert.

Finantatori

Termenul de ,.finangatori” face referinti la toate organismele® care furnizeazi o
finantare (inclusiv tratamentele, preturile, subventiile si bursele) institutelor de
cercetare publice sau private, in special institutelor de Invatamant superior. Sub acest
titlu s-ar putea stipula ca si conditie primordiald de finantare ¢4 institutiile finanfate ar
trebui si stabileascd si sd aplice strategii, practici §i mecanisme eficiente conforme
principiilor generale si conditiilor de bazi expuse in prezenta recomandare.

Numirea sau angajarea

334

! Manual Frascati, OCDE, 2002 (Propunere de standard practic pentru supravegherea cercetirii
si dezvoltirii experimentale),

2 COM(2003) 436 din 18.07.2003:Cercetitorii in spafiul european al cercetiirii:o profesie,cariere
multiple.

* Vezi programul de lucru: Structurarea spatiului european al cercetirii —Resurse umane si
mobilitate-Actiunile Marie Curie, edifia septembrie 2004, pag. 41.

* Idem, pag. 42.

% Comunitatea se va mobiliza si aplice angajamentele fixate prin prezenta recomandare in
beneficiul finantirii ca programe-cadru pentru actiuni de cercetare, dezvoltare tehnologicd si
demonstratii.
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Este vorba de orice tip de confract sau remuneratie sau de bursi, subventie sau
preturi finantate de un terf, inclusiv o finantare pentru programul sau programe-
6
cadru®.

§ Programul sau programele-cadru pentru actiuni de cercetare, dezvoltare tehnologici si
demonstrafii.
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\'I ' Universitatea
: Stefan cel Mare

USU Suceava

Declaratie de angajament
fata de
Carta europeani a cercetatorilor

si

3

Codul de conduitd pentru recrutarea cercetitorilor

Universitatea ,,Stefan cel Mare” din Suceava (USV), Romania, reprezentatd de rectorul acesteia,
Profesorul univ. dr. Valentin POPA fisi declard angajamentul fata de principiile convenite prin

Carta Europeand a Cercetatorilor si Codul de conduitd pentru recrutarea cercetatorilor.

Prin aprobarea declaratiei de angajament fatd de Carta europeana a cercetatorilor si Codul de
conduita pentru recrutarea cercetatorilor, USV recunoaste valoarea acestor principii si
intentioneaza si le aplice pentru a spori atractivitatea carierei de cercetitor si pentru a creste
calitatea activitdtilor de cercetare stiintifica. Constienti de faptul cd Strategiile de resurse umane
reprezintd o bazd pentru calitatea si continuitatea excelentei in cercetare, ne propunem si
adaptam orientdrile si procedurile noastre institutionale la principiile politicii Uniunii Europene

in acest domeniu.

USV se preocupd constant de Imbundtitirea calitatii carierei de cercetare si de largirea
oportunititile de cariera pentru cercetatori si este dispusa sa contribuie la dezvoltarea unui spatiu
european de cercetare mai atractiv si competitiv. Prin urmare, avand adoptate cele 40 de principii
ale Cartei si Codului, prin prezenta va informam asupra angajamentul nostru in ceea ce priveste
procesul de implementare si certificare a Strategiei de resurse umane pentru cercetatori (Human

Resources Strategy for Researchers — HRS4R).

Data RECTOR,

Profouniv.dr. Ve?leintin POPA
[

’\.
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Universitatea
Stefan cel Mare
Suceava

Declaration of Commitment to
The European Charter for Researchers
and

The Code of Conduct for the Recruitment of Researchers

»Stefan cel Mare” University of Suceava (USV), Romania, represented by its Rector, Professor
Valentin POPA, PhD, declares its commitment to the principles agreed upon by the European

Charter for Researchers and the Code of Conduct for Recruitment of Researchers.

By endorsing the European Charter for Researchers and the Code of Conduct for Recruitment of
Researchers, USV recognizes the value of its principles and intends to apply them in order to
make the researcher’s career more attractive and to enhance the quality of scientific research
activities. Aware that Human Resource strategies are a basis for the quality and continuity of
excellent research, we aim to adapt our institutional guidelines and procedures to the principles

of the European Union policy in this area.

USV is constantly seeking to improve the quality of researchers' careers and expand their career
opportunities, willing to contribute to the development of a more attractive and competitive
European research area. Therefore, having endorsed the 40 principles of Charter and Code, we
hereby notify you about our commitment to the process of implementing and certifying a Human

Resources Strategy for Researchers (HRS4R) in our institution.

Date RECTOR,
Professor Valentin POPA, PhD

N—

Universitatea "Stefan cel Mare" Suceava, Str. Universitatii nr. 13, 720 229 Suceava, Romania
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