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Raccomandazione della Commissione Europea sulla
“"Carta europea dei ricercatori e Codice di condotta
per I'assunzione dei ricercatori” (C&C)

Cos’e la C&C?

La Carta Europea dei Ricercatori € un insieme di principi generali
e requisiti in cui si specificano il ruolo, le responsabilita e i diritti dei

ricercatori cosi come di chi li assume e/o li finanzia.



e Luglio 2005: tutte le istituzioni di ricerca italiane sottoscrivono la C&C
...ma...

e 2007, sondaggio CE:

e 2008: la Commissione Europea promuove un’iniziativa per dare avvio

ad una seconda fase per la divulgazione e |I'applicazione\dei principi
della C&C

Si costituisce un network europeo di

54 promotori da 27 paesi
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Fare un’analisi del gap

e
eo
A
oV '
- 4O
‘o\e’c“\‘ Pianificare una Human
VO Resources Strategy (HRS)

Applicare i1 principi della C&C

Rendere la carriera
dei ricercatori attrattiva
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Come possiamo agire?

Per una concreta
implementazione e

promozione dei principi
della C&C




e 10 Ottobre 2008: viene costituito un network italiano in
.0 occasione della tavola rotonda “Better careers and more mobility

\
o(\‘ \& for researchers” tenutasi a Camerino

Universita di Foggia (UniFg)
Universita di Palermo (UniPa)
Scuola Superiore Sant’Anna, Pisa
Universita di Urbino (UniUrb)
Universita di Padova (UniPd)
Universita di Udine (Uniud)
Universita di Verona (UniVr)
Universita del Piemonte Orientale (UniPmn)
Universita di Ferrara (UniFe)

\
“\091' e da Ottobre 2008: scambio di informazioni e “good practices”
Co«\\i“a all'interno del network;
6\061' e 20-21 Novembre 2008: presentazione del network italiano alla
00«\‘)((\9 Conferenza di Rennes “Young Researchers in Europe”;
xe



e 12 Febbraio 2009: seminario alla Scuola Superiore Sant’Anna (Pisa);

\QGQ e Giugno 2009: UniCam e UniFg completano la analisi del gap;

.
P \(\(\Q ° e Giugno 2009: la CE (Direttorato Generale per la Ricerca) lancia lo
‘9‘0‘ . a0 Human Resources Strategy (HRS) Forum;

e a1
V\‘e((\a UniCam, UniFg, UniPa, Uniud, UniPd aderiscono all’‘iniziativa;
K\\)

e 6-7 Settembre 2009: UniCam, UniFg, UniPd, Uniud, UniPa

partecipano al meeting di Warwick (primo incontro dell’HRS forum).

e 25 Settembre 2009: presentazione dell’attivita del network alla

Conferenza di Ateneo sulla Ricerca dell’Universita di Foggia




e UniFg e UniCam hanno completato I'analisi interna;

e in UniPa l'analisi interna e in fase di svolgimento (questionario

online);

e UniPd, UniUd: si apprestano ad avviare |I'analisi interna;

e SSSUP: sta modificando il proprio regolamento adottando i

principi della C&C.

Ed ora...vediamo i risultati di UniCam...
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Il questionario e costituito da 29 affermazioni suddivise in 4 aree (dimensions) :

Dimension 2 -Meeting the social security and supplementary pensions needs of
mobile researchers

Dimension 3 - Attractive employment and working conditions

Dimension 4 -Enhancing training, skills and experience of European researchers

Si poteva esprimere un grado di accordo da 1 a 4:
1= disagree; 2 = moderately disagree; 3 = moderately agree; 4 = agree.

Si e chiesto inoltre di indicare le 3 affermazioni ritenute piu importanti per
ciascuna dimensione.



Dimension 1 - Open recruitment and portability of grants

Selection

Zelection committess should bring together diverse expertise and competences and should have an adequate gender balance and, whers appropriate and feasible, include members from different sectors
(public and private) and disciplines, including from other covntries and with relevant expenience to assess the candidate. Whenever possible, a wide range of sslection practices should be vsed, such as
external expert assessment and face-to-face interviews. Members of selection panels should be adequataly trained.

Indicators to be examined for zelf-evaluation (1 dizasree 2 moderately dizagree 3 moderately acree 4 fully asree):

Mark the
Content and transparency of the announcements (calls); selection and methed for evaluating the candidates 1 2 3 4 th;'ar?:r"":
statements
1.1 Available positions at any level of career (calls specifying the number of positions and open for 2 olololo [
' reasonable period of time) are adequately advertised nationally
Available positions at any level of career (calls specifying the number of paositions and open for a
12 p Y (calls specifying p p olololo!| O

reasanable period of time) are adequately advertised internationally (e.g. by the EURAXESS portal)

1.7 | The required skils are sufficiently general to encourage the widest participation of potential candidates OO Ol 0O ]

;4 Candidates are always adequately informed by the selection committess, at the end of the selection olololo [
' process, on weaknesses and strengths of their candidature

1.5 The RI makes sure that the overall potential of candidates as researchers, in particular their creativity and olololo [
| their degree of independence, is property considered by the selection committes

Selection criteria, working conditions and rights - including career prospects - competencies and skills
1.6 required by candidates are adequately described in the calls || 0|0 O
1.7 | Selection committees routinely include members from other countries OO Ol 0O ]
18 Selection committees routinely include members from outside university (e.g., private companies, public [

research institutions)

1.9 | The selection committeas are always gender balanced OO OO r




Dimension 2 -Meeting the social security and supplementary pensions needs of mobile
researchers

Stability and permanence of emplovment
Emplovers and'or funders shovld ensure that the performancs of ressarchers is not vndermined by instability of emplovment contracts, and should therefore commit themselves as far as possible to
improving the stability of emplovment conditions for researchers, thus implementing and abiding by the principles and terms laid down in the ELV Directive on Fixed-Term Work

Indicators to be examined for zelf-evaluation (1 dizagree, 2 moderately dizagree, 1 moderately agree, 4 fully agree):

Mark the
Stability and permanence of employment, social security 1 2 3 4 thrpEr'i!Dtr"p
statementy
27 Appropriate and attractive conditions and incentives, in terms of salary, are guaranteed to researchers - olololo ]
' at all stages of their career and regardless of the type of contract (permanent or fixed-term)
Researchers enjoy adequate social security provisions including sickness, parental benefits and pension
2.2 rights in accordance with existing national legislation |0 0|0 O
2.3 | R.L improves access to existing information on researchers social security rights & B 0| e [F]
2.4 | R.I. encourages its member state to adopt pan-EU pension schemes targeted at researchers OO Ol 0O [F]
Efforts are made for the provision of information specifically addressing researchers on the issue of
23 supplementary pension rights ¢l o] 0|0 O
2.6 | Compliance with national or sectional requlations on health and safety is ensured OO OO [F]




Dimension 3 - Attractive employment and working conditions

All resesrchers engsped in 2 resesnch caresr should be recognized sz proBssionsls and be testad sccordingly. This should commence st the beminning of their careers, namealy st postersduste level, and should include sll levels,
repandlezs of their clazzification st nations] lewel (2.2, employes, posteradusts student, doctorsl candidate, postdoctorzl Ellow, civil servants).

Non-dizcrimination

Emgplovers snd'or finders of razesnchers will not discriminate agzinst resssrchers in any way on the besiz of gendsr, ape, ethnic, netionsl or zocizl origin, selizion or belisf zemusl orisntstion, lanewepe. dizsbility, politicsl opinion,
zocisl or economic condition.

Eezearch environment

Emgplovers snd'or finders of rezesnchers should ensure thet the most stimulsting sesssrch or reseanch treining environment iz crested which offrs approprizte squipment, Scilitiss and oppostunitizs, including for remote collzborztion
over rezeach networks, and that the netionsl or sectora] reulations conceming heslth and Bty in resesrch are obearved. Funders should ensuge that sdeguets resousces s provided in suppot of the zpreed work programmes.

Indicators to be examized for self-evaleaton (1 dizagree, I mederacely dizagree, 3 moderately agree, 4 folly sgree):

Professional recognition; non-discrimination; research environment /p= 1 ] 3 4

pricr
stat=ments!

Sufficient attention is paid to avoid discrimination on the basis of gender, age, ethnic origin - national or sodal

- religion or belief, sexual orientation, lanquage, disability, political opinions, and sodal feconomic conditions

[l

Autonomy and creativity of all researchers, induding the early stage & early career researchers is actively

4.2 promoted

73 Gender balance {(equal opportunity) is actively searched for at all levels of staff, induding those whose duties
| include supervision and management

34 | BRI departments provide a stimulating, pleasant to work-in environment, supporting research activities

5 communication activities, is guaranteed

2.6 Complaints/appeals of researchers and the conflicts between supervisors and early career researchers are
| fairly and effidently handled

27| An effective evaluation of the professional activities (research, teaching...) of all researchers is reqularly
| performed

28 Teaching duties do not prevent researchers, espedially at the beginning of their career, from performing their
| research activities

Sufficient, specific measures are in place to encourage both women and men to combine family and wark,
children and career (eq part-time, tele-working, sabbatical leaves, nurseries, etc.).

o O
o O
o O
o O
Researcher's participation in the R.I. bodies/boards, induding those invalved in dedsion-making and O O
o O
o O
o O
o O

cojc|lo|oc oo |]O0|0O|O
oo o(g|g|o|og|d




Dimension 4 -Enhancing training, skills and experience of European researchers

Accesz to rezearch training and continuousz development

Emgplovers and'or funders should ensure that all ressarchers at any stage of their career, resardless of their contractual sitvation, are given the opportunity for professional development and for
improving their emplovability throvsh access to measvres for the continving development of skills and compatencies.

Svch meazures should be resvlarly assessed for their accessibility, taleerp and effectivensss in improving competencizs, skills and emplovability.

Indicators to be examined for zelf-evaluation (1 dizagree 2 moderately dizagree, 3 moderately agree 4 fully agree):

Mark the
Professional development - Plans for training and mobidlity - Mentoring and/or supervision - Teaching 1 2 3 4 | threstop
pricr
statementy
Measures and internal regulations are drawn by which the University guarantees researchers adequate
#.1 training for teaching activities o] OO0 O
42 Possibility for researchers to experience geographical, intersectional, inter-and trans-disciplinary mobility, ololol| o [
‘ and also mobility between public and private sectors is guaranteed and actively promoted
Proper plans for increasing researchers' skills and competence, needed for their career progression, are
.3 regularty designed by the R.L C| 0O C| 0O O
Mentaors and/or supervisars are identified as persons to whom researchers, in the early stage of their
4.4 | career, can refer for carrying out their professional duties and for providing support and guidance for OO OO [Fl
their cuttural and professional development
Training plans are elkborated as well to improve mentoring competencies, informing senior researchers
%5 on this opportunity || 0|0 O

[ Save ” Reset]
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Chi ha risposto?

R|sposte Totale nella ¢

categoria

Professori Ordinari 39 83 47%
Professori Associati 32 92 35%
Ricercatori Universitari 48 110 44%
Ricercatori a Tempo Determinato (RTD) 23 34 68%
Assegnisti di ricerca 2 20 10%
Borsisti 7 57 12%
Dottorandi di ricerca 56 170 33%
Tecnici e amministrativi 7 47 15%
Non indicato 17

Totale



Accordo medio in ciascuna area
per categoria

M Full professors (39) M Associate and Assistant professors (80)

i Assistant professors (Fixed term) (23) il Doctoral Candidates (56)

1. Content and 2. Stability and 3. Professional 4. Professional develop. -
transparency of the permanence of recognition; non- training & mobility -
announcements (calls) ... employment, social discrimination; research Mentoring & supervision -

security environment Teaching



Average agreement for the single statements

grado di accordo massimo
3.1 Sufficient attention is paid to avoid discrimin ation on the basis of

gender, age, ethnic origin - national or social - rel  igion or belief, sexual
orientation, language, disability, political opinio ns, and social/economic
conditions

private sectorsis guaranteed and actively promote d

n sl

Available positions at any level of care er{calls spedfyingthe number of positions and openforar. ble periodof time ) are
advertise dinte mationally by the EURAXESS portal

Gender balance {2 qual opportunity) is actively sz arche dfor at all levels of staff, includingthose whose dutiesindude supervigonand 2 7
management .

R.L improvesaccessto e xisting information on rese archers social s curity rights

The required skills are sufficiently ge neral to encourage the widest particgpation of potential candidates

An effective evaluation of the profe ssional activities (reszarch, teaching .} of all reszarchersisre gularly pe formed

Autonomy and creativity of all researchers, includingthe early stage & early careerre searchersis actively promoted — 2 . 7

Complaints/appeals of re searchersand the conflidts between supervisors and e arly career researchers are fairly and efficently handled — 2 . 5

The LR. make s sure thatthe overall potential of candidates asre searchers, in particular their creativity and their de gree of independence, are
properly considere dby the szledtioncommittes

Proper plansfor increasing researchers skills and competence, neededfor their care erprogression, are re gularly designed by the R

The selecioncommiteesareshysgender bt EEG—— .5

heasure s and internal re gulations are drawn by which the Unive rsity guarantees re sz archers ade quate training forte aching activities

R.I. encouragesitsmember state to adopt pan-EU pension schemestargeted atre searchers

Training plans are zlaborated aswellte improve mentoring competende s informing s2nier re sz archers on this oppertunity

Efforts are made for the provision of information spe dfically addressing researchers on the issue of supple mentary pension rights

Candidate s are always ade quately informed by the szlection committe es, atthe end of the seledtion process, onweaknesses and strengths of
their candidature

Teaching dutiz s do not preventre searchers, e spacially atthe b ginning of their carzer, from performing their research activities — 2.4

08| 1.04|2.05|3.08 (4.05|2.04 | 4.01|1.09(4.03|1.05|3.06|307|L.03|3.02)2.03|102|3.03(4.023.04

Salack i ginalincll baecf, abcicla pnivardbla o nricata i bl ch inchitytinns) I_ 2

=

grado di accordo minimo

1.7 Selection committees routinely include members from other countries




Priority of the statements

maggiore priorita
2.1 Appropriate and attractive conditions and incen tives, in terms of salary,
are guaranteed to researchers - at all stages of the ir career and regardless
of the type of contract (permanent or fixed-term)

The Ik make s sure thatthe overall potential of candidates asre searchers, in particulartheir cre ativity and their de gree of independence, are
properly considere dby the szledtioncommittes

Mentorsand/or supervisors are identified as personsto whom researchers, inthe early stage of their career, canreferfor camyingouttheir
profe ssional duties and for providing support and guidance fortheir cultural and professional development

Compliance with national or s2 dionalre gulations on he alth and safety isensured

Sufficient atte ntionis paid to avoid discrimination on the basis of gender, age, ethnic origin- national or sodal- religion or belief, sz wal
orientation, language, disability, political opinions and social/economic conditions

Selection criterim, working conditions and rights- including care er prospects- competendies and skills require dby candidates are ade quate ly
described inthe calls
. I

PRI research dep et v S ple et Tk e g ———————— 20,50
The required skills are sufficiently ge neral to encourage the widest particgpation of potential candidates — 27 9%

An effective evaluation of the profe ssional activities (research, te aching.Jof all re sz archersisre gularly peformed

Available positions at any level of care er{calls spedfyingthe number of positions and openforar ble period of time ) are ad it | o
advertise dnationally 25 8 1‘6

Sufficient, spe cific me asure s are in place to encourage both women and mento combine family and work, childrenand career (eg part-time,
tele-working, sabbatical le aves, nurseries, etc).

Candidate s are always ade quately informed by the szlection committe es, atthe end of the seledtion process, onweaknesses and strengths of o
their candid 221{6
Training plans are elaborated aswellto improve mentoring competende s, informing se nior re s2 archers on this opportunity — 216%

Available positions at any level of care er{calls spedfyingthe number of positions and openforar ble period of time ) are ad it |
advertise dinte mationally by the EURAXESS portal

R.I improvesacce ssto existing information on resz archers social s2 curity rights — 20 0%
R.I. encouragesitsmember state to adopt pan-EU pension schemestargeted atre searchers — 17 4%

Selection committe esroutinelyinclude me mbersfrom other countries

Teaching duties do not preventre searchers e specially atthe be ginning of their career, from performing their research activities — 15.8%

Researcher spartidpation inthe R bodies/boards, including thosz involved in de dsion-making and communication activitie s, is guarante ed

2,05 (3.05 | 3.08|1.07|2.04|2.03|1.02|4.05|1.04 |3.09|101|3.07|1.03|3.04|106|3.01(2.06(4.04|L1.05

minore priorita
1.8 Selection committees routinely include members from outside
university (e.g., private companies, public researc  h institutions)




PRIORITY
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AGREEMENT



PRIORITA'’

2.01-

Appropriate and attractive conditions and
incentives, in terms of salary, are guaranteed to researchers - A
at all stages of their career and regardless of the type of
contract (permanent or fixed-term)

2.02 - Researchers enjoy adequate social security provisions including sickness,
parental benefits and pension rights in accordance with existing national
legislation

4.02 -

Possibility for researchers to experience geographical, intersectional, inter-and trans-
disciplinary, and also mobility between public and private sectors is guaranteed and \ o
actively promoted -

4.01-

Proper plans for increasing researchers’ skills and competence, / o
needed for their career progression, are regularly designed by the R.I.

4.03 -

Measures and internal regulations are drawn by which the University
guarantees researchers adequate training for teaching activities

3.02 - Autonomy and creativity of all researchers, including the
early stage & early career researchers is actively promoted - @

1.05 - The R.l. makes sure that the overall potential of candidates as
researchers, in particular their creativity and their degree of
independence, are properly considered by the selection

c

ommittes

ACCORDO
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e Ottobre 2009: I'Universita di Camerino e I'Universita di Foggia

approveranno le loro Strategie per le Risorse Umane

e 12 Febbraio 2010, Heidelberg: secondo meeting del’lHRS Forum

e entro Marzo 2010: le Istituzioni di Ricerca che partecipano all’'HRS Forum

pubblicheranno le loro strategie per le risorse umane




