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KOMISIJAS IETEIKUMS
(2005. gada 11. marts)
par Eiropas pétnieku hartu
un par Uzvedibas kodeksu

pétnieku pienemsanai darba

Eiropas kopienu komisija,

nemot véra Eiropas Kopienas dibinasanas ligumu un jo 1pasi ta 165. pantu,

ta ka

(1) Komisija 2000. gada janvari * uzskatija par nepiecieSamu izveidot
Eiropas Pétniecibas zonu ka Kopienas talakas darbibas asi Saja joma
ar mérki veidot vienotu un strukturétu Eiropas pétniecibas politiku.

(2) Lisabonas Eiropadome nosprauda Kopienai mérki lidz 2010. gadam
klat par viskonkurétspéjigako uz zinaSanam balstito ekonomiku
pasaulé.

(3) Padome 2003. gada 10. novembra rezoldcija ® runaja par Eiropas Pét-
niecibas zonas pétnieku profesionalajiem un karjeras jautajumiem
un jo Tpasi apsveica Komisijas nodomu izveidot Eiropas pétnieku
hartu un uzvedibas kodeksu pétnieku pienem3anai darba.

(4) Potencialais pétnieku trakums 3, ipasi daZas pamatnozareés, tuvakaja

nakotné ievérojami apdraudés ES spé&ju radit inovacijas, tas zinasanu

KOM(2000) 6 galigais, 18.1.2000.

0V C 282, 25.11.2003., 1.-2. pp., Padomes 2003. gada 10. novembra Rezoldcija (2003/C 282/01
par pétnieku profesiju un profesionalo karjeru Eiropas Pétniecibas zona).

KOM (2003) 226 galigais un SEK(2003) 489, 30.4.2003.
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(5)

(©)

@)

®)

)

potencialu un raZiguma aug3anu un var traucét sasniegt Lisabona un
Barselona nospraustos mérkus. Tapéc Eiropai jaklust ievérojami
pievilcigakai no pétnieku viedokla un janostiprina pétnieciba
nodarbinato sievieSu lidzdaliba, palidzot radit vinam vajadzigos
apstakl|us ilgtspéjigakas un pievilcigakas karjeras veidoSanai pét-
niecibas un attistibas darba “.

Pietiekami daudz un labi izglitoti profesionali zinatnes un attistibas
lauka ir zinatnes sasniegumu, tehnologiska progresa, labakas dzives
kvalitates, Eiropas pilsonu labklajibas nodroSinasanas un labakas
Eiropas konkurétspéjas nodroSinasanas pamats.

Jaizveido un jaievie$ jauni instrumenti pétnieku profesionalas kar-
jeras veicinasanai, vairojot pétnieku karjeras iespéjas Eiropa.

Lielakas un uzskatamakas profesionalas karjeras iespéjas palidz vei-
dot pozitivu sabiedribas attieksmi pret pétnieka profesiju un stimulé
lielaku jaunieSu dalu izvéléties pétnieka darbu.

Sa ieteikuma turpmakais mérkis ir veicinat pievilciga, atvérta un ilgt-
spéjiga Eiropas darba tirgus veido3anos pétniekiem, radot pamat-
nosacijumus augstas kvalitates pétnieku piesaistiSanai un
paturésanai vide, kas sekmé efektivu un razigu darbu.

Dalibvalstim vajadzétu censties piedavat pétniekiem ilgtsp&jigas pro-
fesionalas karjeras sistémas visas karjeras stadijas, neskatoties uz to,
kadas ligumattiecibas tie atrodas un kadu pétniecibas un attistibas
darba celu tie izvéléjuSies, un tam jacenSas nodroSinat tadu
attieksmi, kas pétniekos saskatitu profesionalus, kas ir iestazu, kuros
tie strada, neatnemama sastavdala.

(10) Lai gan dalibvalstis ir pielikuSas ievérojamas pdles, parvarot admin-

4

istrativos un juridiskos Skérslus geografisko un starpnozaru robezu
parvarésanai, vél joprojam pastav daudz Sadu skerslu.

SEK (2005) 260.
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(11) Javeicina jebkura veida mobilitate visaptverosas personala politikas

joma zinatniski pétnieciskaja lauka nacionalaja, regionalaja un insti-
tucionalaja limenr.

(12) Pilniba jaapzinas visu mobilitates veidu nozime pétnieku profe-

sionalas atestacijas un profesionalas virzibas sistémas, tadéjadi
garantéjot, ka ST pieredze veicina vinu profesionalo attistibu.

(13) Atbilsto3a profesionalas karjeras un mobilitates politika pétniekiem,

kas dodas stradat uz Eiropas Savienibu ° vai nak no tas, jaskata kopa
ar stavokli attistibas valstis un regionos Eiropa un arpus tas, ta lai
pétniecibas potenciala vairoSana Eiropas Savieniba netiktu panakta
uz mazak attistitu valstu un regionu rékina.

(14) Pienemot darba pétniekus, finansétajiem un darba devéjiem jaatbild

par to, lai darbinieku pienemSanas proceddra bitu atklata,
parredzama un starptautiski salidzinama.

(15) Sabiedribai vairak janoveérté pétnieku atbildiba un profesionalisms,

veicot darbu dazadas savas profesionalas karjeras stadijas, ka ar
vinu daudzveidiga loma darba zinaSanu joma, vadibas joma, projektu
koordinéSana, administrativaja darba, zinatnisko darbu vadisana,
audzinasana, profesionalaja orientacija vai zinatnes popularizacija.

(16) Saja ieteikuma ir pienemts, ka darba devéjiem un pétnieku finan-

(17)

5

KOM(2004) 178 galigais, 16.3.2004.

sétajiem ir primars pienakums nodrosSinat, lai tiktu ievérotas valstu,
regionu vai nozaru tiesibu aktu prasibas.

Sis ieteikums nodrogina dalibvalstim, darba devéjiem, finansétajiem
un pétniekiem vértigu instrumentu, kas lauj brivpratigi realizét turp-
makus jaunus pasakumus ar mérki uzlabot un nostiprinat pétnieku
karjeras iespéjas Eiropas Savieniba un radit pétniekiem atvértu darba
tirgu.
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(18) Saja ieteikuma ietvertie visparéjie principi un prasibas ir radugies

publiskas apsprieSanas rezultata, kurai pilniba pievienojas Personala
un mobilitates vadibas komisijas locekli,

Ar 3o iesaka:

1.

Dalibvalstim censties veikt nepiecieSamos pasakumus, lai darba
devéji vai pétnieku finansétaji veidotu un riipétos par atsaucigu pét-
niecibas vidi un darba kultdru, kura individi un pétnieku grupas tiek
novértétas, mudinatas un atbalstitas un kura tam tiek sniegts
vajadzigais materialais un nematerialais atbalsts uzdevumu un mérku
sasnieg3anai. Saja konteksta Tpa3a prioritate japaredz darba un
macibu apstaklu nodroSinasanai pétnieku karjeras agrinaja stadija, jo
tas ietekmé turpmako izvéli un karjeras pievilcibu pétniecibas un
attistibas joma.

Dalibvalstim censties, kad vien vajadzigs, veikt izSkiroSus pasaku-
mus ar mérki nodro3inat, lai darba deveji vai pétnieku finansétaji
uzlabotu darbinieku pienem3anas metodes un Kkarjeras
vértéSanas/atestacijas sistémas, radot parredzamaku, atklatu,
vienlidzigu un starptautiski atzitu darbinieku pienem3anas un kar-
jeras virziSanas sistému ka pamatnosacijumu istam Eiropas pétnieku
darba tirgum.

Dalibvalstim, kad tajas tiek formulétas un pienemtas stratégijas un
sistémas ilgtspéjigu profesionalo karjeru nodrosinasanai pétniekiem,
atbilstoSi nemt véra un vadities saskana ar visparéjiem principiem
un prasibam, kas izklastitas pielikuma un nosauktas par Eiropas pét-
nieku hartu un Uzvedibas kodeksu pétnieku pienem3anai darba.

Dalibvalstim censties iestradat Sos visparéjos principus un prasibas
savas kompetences robezas valsts tiesibu aktos vai nozaru un/vai
oficialajos normativos un vadlinijas (hartas un/vai pétnieku kodek-
sos). Veicot 3o darbu, janem véra pastavosa tiesibu aktu un prakses
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10.

daudzveidiba, kas dazadas valstis un dazadas nozarés nosaka kar-
jeras celu, organizaciju un darba nosacijumus, stradajot zinatnes un
attistibas joma.

Dalibvalstim uzskatit Sos visparéjos principus un prasibas par insti-
tucionalo kvalitates nodroSinasanas mehanismu neatpemamu
sastavdalu, aplikojot tos ka lidzeklus finansé3anas kritériju radiSanai
valstu/regionalam finanséSanas shémam, ka ari nemot tos par
pamatu valsts iestaZzu veiktam auditam, monitoringam un vértésanai.

Dalibvalstim turpinat stradat pie eso3o likumdoSanas un adminis-
trativo SkérSlu novérSanas mobilitates joma, tai skaita starpnozaru
mobilitates un funkcionalas mobilitates joma, nemot véra paplasinato
Eiropas Savienibu.

Dalibvalstim censties nodroSinat pétniekiem pienacigu socialo
nodroSindjumu saskana ar vinu juridisko statusu. Saja konteksta
ipasSa vériba ir pieSkirama ka pamata, ta papildu pensiju tiesibu par-
nesamibai pétniekiem, kas parmainus strada valsts un privataja sek-
tora viena un tai pasa valstivai arf dazadas valstis Eiropas Savientba.
Sadam reZimam janodro3ina, ka pétnieks, kurs dzives laika ir mainijis
darbu vai kura karjera ir bijusi partraukumi, nepamatoti nezaudé
socialo nodroSinajumu.

Dalibvalstim ieviest vajadzigas uzraudzibas struktdras, lai regulari
parskatitu So ieteikumu, ka ar lai noteiktu, kdda méra darba devéji,
finansétaji un pétnieki ir piemérojusi Eiropas pétnieku hartu un
Uzvedibas kodeksu, pienemot darba pétniekus.

Noteikt un dalibvalstim vienoties par Siem vértésanas kritérijiem Per-
sonala un mobilitates vadibas komisijas uzsakta darba konteksta.

Dalibvalstim, parstavot starptautiskas organizacijas valstu valdibu
[iment, nemt véra 3o ieteikumu, kad tiek ierosinatas stratégijas un
lemts par So organizaciju darbibu.
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11. Sis ieteikums ir adreséts dalibvalstim, bet tas vienlaikus ir radits ka
instruments sociala dialoga veicinasanai, ka ari dialoga veicinasanai
starp pétniekiem, ieinteresétajam pusém un sabiedribu kopuma.

12. Dalibvalstis tiek aicinatas cik vien iesp&jams informét Komisiju lidz
2005. gada 15. decembrim un turpmak ik gadu par visiem 3a
ieteikuma sakara veiktajiem pasakumiem, ka art informét to par pir-
majiem ta pieméroSanas rezultatiem un sniegt labas prakses
piemeérus.

13. Komisija regulari parskatis So ieteikumu Atklatas koordinacijas
metodes konteksta.

Briselé, 2005. gada 11. marta

Komisijas varda
Janez Potocnik
Komisijas loceklis
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PIELIKUMS

1. ledaja
Eiropas pétnieku harta

Eiropas pétnieku harta ir visparéju principu un prasibu kopums, kas
nosaka pétnieku, ka arf pétnieku darba devéju un/vai finansétaju lomu,
pienakumus un tiesibas °. Hartas mérkis ir panakt, lai attiecibas starp pét-
niekiem un vinu darba devéjiem vai finansétajiem sekmétu veiksmigu
darbu, radot, nododot talak, kopigi lietojot un izplatot zinaSanas un
tehniskas jaunrades sasniegumus, ka art lai veicinatu pétnieku karjeras
attistibu. Harta atzist visa veida mobilitates nozimi pétnieku profesionalas
izaugsmes veicinasana.

Sai nozimé Harta veido pamatprincipus pétniekiem, darba devéjiem un
finansétajiem, kas aicina tos atbildigi un profesionali darboties sava darba
vidé, sadi uzlikojot vienam otru.

Harta vérsas pie pétniekiem visa Eiropas Savieniba dazadas profesionalas
karjeras stadijas un dazadas pétijumu jomas gan valsts, gan privataja sek-
tora, neskirojot tos péc amata vai darba veida’, to darba devéja juridiska
statusa vai organizacijas, vai uznémuma, kura tie veic darbu. Taja ir pemtas
véra dazadas pétnieku lomas, kas skar ne vien pétniecibas darbu un/vai
jaunrades darbu, bet ari zinatniskas vadibas, audzinasanas, vadibas un
administrativa darba pienakumus.

Si harta pamatojas uz pienémumu, ka pétnieku darba devéjiem un/vai
finansétajiem ir primars pienakums nodro3inat, lai tiktu ievéroti attiecigas
valsts vai regiona tiesibu akti. Ja pétnieku statuss vai tiesibas atseviskos

¢ Skat. definiciju 3. iedala.

7 Skat. definiciju 3. iedala.
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aspektos ir labvéligaks neka 3ai harta paredzéts, uz Siem nosacijumiem
nedrikst atsaukties, lai pazeminatu jau iegito statusu vai mazinatu eso3$as
tiesibas.

Pétniekiem, ka ari darba devéjiem un finansétajiem, kas ir pievienojusies
Sai hartai, jarespekté Eiropas Savienibas pamattiesibu harta ® noteiktas
pamata tiesibas un jaievéro tas principi.

& ovc 364, 18.12.2000., 0001.-0022. lpp..

10
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Uz pétniekiem attiecinamie visparéjie principi un prasibas:

Briviba veikt pétijumus

Pétniekiem javirza pétnieciskais darbs, lai sniegtu labumu cilvécei un
paplaSinatu zinaSanu robezas, vienlaikus baudot iespé&ju brivi domat un
izteikties, ka ar izvéléties problémas risinaSanas metodes saskana ar
atzitiem étiskiem principiem un praksi.

Pétniekiem vienlaikus jaapzinas $1s brivibas ierobeZotais raksturs, kas var
izrietét no Tpadiem pétljumu apstakliem (tai skaita zinatniskas
vadibas/vadibas/administrativiem) vai no operativiem ierobeZojumiem,
piem., budZeta vai infrastrukttras, vai jo Tpasi ripnieciskaja sektora — no
intelektuala Tpasuma aizstavibas. Sadi ierobeZojumi tomér nedrikst bt
pretruna ar atzitiem étiskiem principiem un praksi, kas pétniekiem
jaievero.

Etiskie principi

Pétniekiem jaievéro atzita étiska prakse un attiecigajai(@m) nozarei(ém)
atbilstoSie fundamentalie étikas principi, ka ari étiskas normas, ka tas ats-
pogulotas dazadu valstu, nozaru un iestazu étikas kodeksos.

Profesionala atbildiba

Pétniekiem japieliek visas piles, lai vinu pétijumi batu batiski sabiedribai
un neatkartotu pétijumus, kas jau ieprieks ir veikti citviet.

Viniem jaizvairas no jebkura veida plagiata un jaievéro intelektuala
TpaSuma tiesibas un kopéjas TpaSuma tiesibas uz datiem, ja pétijums ir
veikts kopigi ar vaditaju(iem) un/vai citiem pétniekiem. NepiecieSamiba
apstiprinat jaunus novérojumus, lai paraditu, ka eksperimentus var repro-

11
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ducét, nav uzskatama par plagiatismu, ja vien ir neparprotama atsauce
uz apstiprinamajiem datiem.

Pé&tniekiem janodroSina, lai jebkura darba aspekta delegésanas gadijuma
persona, kurai darbs tiek delegéts, batu kompetenta to veikt.

Profesionala attieksme

Pétniekiem japarzina pétnieciskas vides un finanséSanas mehanisma
stratégiskie mérki un jasanem vajadzigie apstiprinajumi, pirms tie uzsak
pétijumu vai sak izmantot izdalitos lidzeklus.

Viniem jainformé savi darba devéji, finansétaji vai vaditaji, ja pétijumu
projekts aizkavéjas, tiek parformuléts vai ir pabeigts, vai jainformé, ja to
gatavojas pabeigt atrak vai ja ta veikSana jebkura iemesla dé| tiek atlikta.

Ligumsaistibas un juridiskas saistibas

Pétniekiem visos limenos japarzina valsts, nozares vai institucionalie
tiestbu akti, kas attiecas uz macibu un/vai darba apstakliem. Tas attiecas
ar uz intelektuala ipaSuma aizsardzibas likumdo3anu, ka ari uz jebkura
sponsora vai finansétaja izvirzitajam prasibam un nosacijumiem
neatkarigi no liguma. Pétniekiem jaievéro 31 likumdoSana, iesniedzot
prasitos rezultatus (piem., tézes, publikacijas, patentus, zinojumus, jaunas
izstrades, utt.), ka tas noteikts ligumu vai citu ekvivalentu dokumentu
noteikumos.

Atbildiba

Pétniekiem jaapzinas sava atbildiba darba devéju, finansétaju vai citu
radniecigu valsts vai privatu organizaciju prieksa, ka ari, pamatojoties
vairak uz étiskiem apsvérumiem, visas sabiedribas prieksa. Jo Tpasi pét-
nieki, kas tiek finanséti no valsts lidzekliem, atbild par nodoklu maksataju
lidzeklu efektivu izlietoSanu. Tapéc viniem jaievéro sapratigas, parredza-

12
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mas un efektivas finansu vadibas principi un jasadarbojas ar jebkuriem pil-
nvarotiem savu pétijumu audita veic&jiem ka no darba devéju/finansétaju
puses, ta no étikas komiteju puses.

Datu vak3anas un analizes metodes, rezultati un, ja vajadzigs, zinas par
datiem jadara pieejamas iekS&jai un aréjai izpétei, ja tas nepiecieSams
vai ja to ltdz atbilstosas iestades.

Laba pétniecibas prakse

Pétniekiem visos gadijumos jaievéro dro3a darba prakse saskana ar val-
sts tiesibu aktiem, kas ietver vajadzigos veselibas aizsardzibas un
droSibas, ka arf informacijas tehnologijas droibas pasakumus, piem.,
atbilsto3as rezerves kopiju uzglabasanas stratégijas. Viniem ari japarzina
spéka esoso valsts tiesibu aktu prasibas datu aizsardzibas un konfiden-
cialitates aizsardzibas jomas, ka ari javeic vajadzigie pasakumi, lai tas
vienmér izpilditu.

Rezultatu izplatiSana un lietoSana

Visiem pétniekiem saskana ar savam ligumattiecibam janodroSina savu
pétifjumu rezultatu izplatiSana un izmantoSana, t.i. pazinoSana,
novadiSana citas pétniecibas vidés vai, ja vajadzigs, komercializacija.
Augstakas amata pakapes pétniekiem Tpasi vajadzetu radit priekSzimi,
nodroSinot, ka vinu pétijumi ir augligi un ka to rezultati tiek izmantoti
komercialiem mérkiem vai dariti pieejami sabiedribai (vai abéjadi), kad
vien paveras tada iespéja.

Saikne ar sabiedribu

Pétniekiem vajadzétu nodroSinat, lai vinu pétijumi tiktu dariti zinami
sabiedribai kopuma tada veida, lai tos saprastu nespecialisti, lidz ar to
uzlabojot sabiedribas izpratni par zinatni. TieSa saikne ar sabiedribu

13
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palidz viniem labak izprast sabiedribas intereses, nosakot zinatnes un
tehnologijas prioritates, ka ari to, kas rdp sabiedribai.

Attiecibas ar zinatniskajiem vaditajiem

Pétniekiem macibu posma jauztur regulari un sistematiski kontakti ar
savu(iem) zinatnisko(ajiem) vaditaju(iem) un fakultasu/katedru
parstavi(jiem), lai gatu maksimalu labumu no $im attiectbam.

Tas ietver darba gaitas un pétijumu rezultdtu dokumentésanu, atgriezeniskas
saites nodro3inasanu, sniedzot zinojumus un piedaloties seminaros, gatas
informacijas lietoSanu un darbu saskana ar apstiprinatiem grafikiem, pos-
miem, iesniedzot gatavus rezultatus un/vai pétijumu datus.

Zinatniskas un administrativas vadibas pienakumi

Augstakas amata pakapes pétniekiem javérs ipasa uzmaniba dazadajam
lomam, kuras tie veic, blidami zinatniskie vaditaji, audzinataji, konsultanti
profesionalas orientacijas jautajumos, vadoSie darbinieki, projektu koor-
dinatori, administratori vai zinatnes popularizétaji. Viniem javeic savi uzde-
vumi saskana ar visaugstakajam profesionalajam prasibam. Ka pétnieku
zinatniskajiem vaditajiem vai audzinatajiem augstakas amata pakapes pét-
niekiem javeido konstruktivas un pozitivas attiecibas ar pétniekiem, kuri
atrodas savas darbibas sakuma posma, lai raditu nosacijumus efektivai
zinaSanu apmainai un turpmakas pétnieku karjeras veiksmigai attistibai.

Profesionalas izaugsmes turpinasana

Pétniekiem visas savas profesionalas karjeras stadijas pastavigi sevi japil-
nveido, atjaunojot un paplasinot savas prasmes un zinasanas. To var veikt
vairakos veidos, tai skaita, bet ne tikai, apgiistot macibu kursus, piedaloties
seminaros, konferencés vai apgistot zindSanas ar informacijas tehnologiju
palidzibu.
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Vispareéjie principi un prasibas, kas piemérojamas
darba devéjiem un finansétajiem:

Profesijas atziSana

Visus pétniekus, kuri profesionali nodarbojas ar pétniecibu, jauzskata par
profesionaliem un atbilstoSi pret tiem jaizturas. To jasak darit profe-
sionalas karjeras sakuma, t.i. péc augstakas izglitibas ieglianas , un visos
[Tmenos, neskirojot péc valstis pienemta dalijuma (piem., darbinieks,
augstskolas absolvents, doktora grada kandidats, doktora gradu
ieguvusais, ierédnis).

Diskriminacijas novérsana

Darba devéji un/vai finansétaji nekada veida nedrikst diskriminét pét-
niekus péc dzimuma, vecuma, etniskas, valstiskas piederibas, socialas
izcelSanas, religijas vai ticibas, dzimuma orientacijas, valodas, invalid-
itates, politiskas parliecibas, socialajiem vai ekonomiskajiem apstakliem.

Pétniecibas vide

Darba devéjiem un/vai finansétajiem janodrosina, lai tiktu izveidota visve-
icinosaka pétniecibas un zinatniskas izglitibas vide, kura ir nodrosinatas
atbilstosas iekartas, aprikojums un iespéjas, tai skaita attalai sazinai ar
tikla palidzibu, un lai, veicot pétljumus, tiktu ievérota valstu un nozaru
likumdoSana par veselibu un droSibu. Finansétajiem janodroSina, lai
apstiprinatam darba programmam tiktu pieskirti atbilstoSie resursi.

Darba apstakli

Darba devéjiem un/vai finansétajiem janodrosina, lai pétnieku darba
apstakli, tai skaita pétniekiem ar invaliditati, bitu, ja vajadzigs, pietiekami

15
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elastigi, kas uzskatams par nepiecieSamu nosacijumu veiksmigai pétijumu
norisei saskana ar eso3ajiem valsts tiesibu aktiem un valsts vai nozares
kolektivajiem darba ligumiem. Viniem jacen3as radit darba apstaklus, kas
lautu ka sievietém, ta virieSiem, kas strada pétnieciskaja darba, savienot
gimeni un darbu, bérnus un karjeru °. paa nozime inter alia ir pieSkirama
elastigam darba grafikam, darbam ar nepilnu darba laiku, darbam, izman-
tojot talsazinu un akadémiskos atvalinajumus, ka arf Sadas prakses
vajadzigajam finansu un administrativajam nodroSinajumam.

Nodarbinatibas stabilitate un pastavigums

Darba devé&jiem un/vai finansétajiem janodrosina, lai pétnieku veikumu
negativi neietekmétu darba ligumu nestabilitate; tapéc tiem péc iespéjas
jastrada, lai uzlabotu pétnieku darba nosacijumu stabilitati, Sadi Tsteno-
jot un ievérojot ES direktivas par stradasanu darba uz noteiktu laiku * prin-
Cipus un nosacijumus.

Finanséjums un algas

Pétnieku darba devéjiem un finansétajiem janodroSina pétniekiem godigs
un pievilcigs finanséjums un/vai algas ar pietiekamu socialo
nodroSindjumu (tai skaita slimibas un bérnu uzturéSanas pabalsti, pensiju
tiesibas un bezdarbnieku pabalsti) saskana ar valsts tiestbu aktiem un ar
valsts vai nozares kolektivajiem darba ligumiem. Tas jaattiecina uz pét-
niekiem visas to karjeras stadijas, tai skaita agrinaja karjeras stadija, atbil-

Skat. SEK (2005) 260, Sievietes un zinatne: izciliba un inovacija — Dzimumu vienlidziba zinatné.

Tas mérkis ir novérst situaciju, kad darbinieki, kas pienemti darba uz noteiktu laiku, sanem
mazak labvéligu attieksmi neka lidzigi pastavigi darbinieki, novérst parkapumus, secigi sléd-
zot ligumus uz noteiktu laiku, uzlabot macibu pieejamibu uz noteiktu laiku pienemtiem
darbiniekiem un nodroSinat uz noteiktu laiku pienemtiem darbiniekiem informaciju par
eso3ajam pastavigajam darba vietam. Padomes Direktiva 1999/70/EK par ETUC, UNICE un
CEEP noslégto pamatligumu par darbu uz noteiktu laiku, pienemta 1999. gada 28. junija.
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stoSi vinu juridiskajam statusam, veiktajam darbam un kvalifikacijas
un/vai atbildibas limenim.

Dzimumu lidzsvars *

Darba devéjiem un/vai finansétajiem jacensas nodrosinat reprezentativs
lidzsvars starp dzimumiem visos personala limenos, tai skaita vado3aja un
administrativaja limenT. Tas jasasniedz, realizéjot vienadu iespéju poli-
tiku, pienemot darbiniekus un stradajot ar tiem talakajas vinu profe-
sionalas izaugsmes stadijas, tomér nestadot So politiku augstak par
kvalitativajiem un kompetences kritérijiem. Lai nodroSinatu vienadu
attieksmi, atlases un vértéSanas komisijas jaievéro atbilstoss dzimumu
lidzsvars.

Profesionalas karjeras izaugsme

Pétnieku darba devéjiem un/vai finansétajiem jaizveido, vélams, person-
aldalu darba ietvaros, pasa profesionalas karjeras izaugsmes stratégija
pétniekiem visas to profesionalas karjeras stadijas, neskirojot tos péc
ligumattiecibu veidiem un ieskaitot pétniekus, kas pienemti darba uz
noteiktu laiku. Taja japaredz padomdevéji, kuru uzdevums ir atbalstit un
sniegt padomu pétniekiem vinu individualas un profesionalas attistibas
joma, nodroSinot viniem motivaciju un mazinot nedroSibu par vinu profe-
sionalo nakotni. Sos nosacijumus un pasakumus jadara zinamus visiem
pétniekiem.

' Skat. SEK (2005) 260, Sievietes un zinatne: izciliba un inovacija — Dzimumu vienlidziba zinatné.
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Mobilitates nozime

Darba devéjiem un/vai finansétajiem jaapzinas geografiskas, starpnozaru
mobilitates, disciplinaras un starpdisciplinaras mobilitates, un virtualas *
mobilitates nozime, ka ari mobilitates starp valsts uz privato sektoru
nozime zinasanu vairo$ana un profesionalaja attistiba jebkura pétnieka
profesionalas karjeras stadija. Tapéc Sis iespéjas ir jaiestrada konkrétaja
profesionalas karjeras izaugsmes stratégija, un mobilitates fakti ir pilniba
janovérté karjeras virzibas/atestacijas sistéma.

Sim nolakam javeido vajadzigie administrativie instrumenti, kas
nodro3inatu ka finanséjumu, ta socialas nodrosinasanas nosacijumu par-
nesamibu saskana ar valsts tiesibu aktiem.

Zinatniskas apmacibas pieejamiba un pilnveidoSanas

Darba devéjiem un/vai finansétajiem janodroSina, lai pétniekiem jebkura
vinu profesionalas karjeras stadija neatkarigi no ligumattiecibam batu
pieejami pasakumi savu prasmju un zinasanu attistiSanai, kas dotu tiem
iespéju profesionali attistities un uzlabot savu iespéju tikt nodarbinatiem.

Regulari jaizvérté sadu pasakumu pieejamiba, apjoms un efektivitate,
uzlabojot zinaSanas un praktiskas iemanas, ka ari palielinot iespéju tikt
nodarbinatam.

Profesionalas orientacijas konsultaciju pieejamiba

Darba devéjiem un/vai finansétajiem janodroSina, lai pétniekiem jebkura
to profesionalas karjeras stadija neatkarigi no ligumattiecibam btu piee-
jamas profesionalas orientacijas konsultacijas un palidziba, stajoties
darba vai nu esoSajas iestadés, vai sadarbiba ar citam strukttiram.

12

T.i., kopdarbiba ar elektronisko tiklu palidzibu.
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Intelektuala Tpasuma tiesibas

Darba devéjiem un/vai finansétajiem janodrosina, lai pétnieki jebkura to
profesionalas karjeras stadija varétu baudit labumus (ja tadi ir), kas tiek
glti, izmantojot vinu pétnieciska un jaunrades darba rezultatus, sniedzot
juridisko aizsardzibu un it Tpasi atbilstoSi aizsargajot intelektuald ipasuma
tiesibas, tai skaita autortiesibas.

Politiski un praktiski jadefiné pétnieku un/vai, ja vajadzigs, darba devéju
vai citu pusu, tai skaita aréjo komercorganizaciju un riipniecisko orga-
nizaciju, tiestbas, kuras var noteikt ipasu sadarbibas vai cita veida ligumu
ietvaros.

Lidzautoriba

lestadém, vertéjot personalu, pozitivi jauzliko lidzautoriba, uzskatot, ka
ta pierada konstruktivu pieeju, veicot pétijumu. Tapéc darba devéjiem
un/vai finansétajiem javeido tadas stratégijas, prakse un proceddras, kas
sniegtu pétniekiem, tai skaita pétniekiem, kas uzsak savu profesionalo
karjeru, nepiecieSsamos pamatnosacijumus un tiesibas tikt atzitiem,
minétiem un/vai citétiem ka darbu, patentu utt. lidzautoriem saistiba ar
vinu faktisko ieguldijumu vai kas lautu viniem publicét savu pétijumu
rezultatus neatkarigi no zinatniska(iem) vaditaja(iem).

Zinatniska vadiba

Darba devéjiem un/vai finansétajiem janodrosina, lai btu skaidri noradita
persona, pie kuras pétnieks, kas atrodas savas karjeras sakuma, var
griezties péc padoma par savu profesionalo pienakumu izpildi un lai pét-
nieki batu par to attiecigi informéti.

Veicot Sadus pasakumus, skaidri japaredz, lai ieteiktie zinatniskie vaditaji
batu pietiekami kvalificéti uznemties zinatnisko vadibu, lai viniem pietiktu
laika, zinaSanu, pieredzes, kvalifikacijas un apnemsanas sniegt iesacéjam

19
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atbilstoSu atbalstu un nodrosinat vajadzigas procediras, lai sekotu darba
gaitai un to izskatitu, ka arf lai realizétu vajadzigo atgriezenisko saiti.

Macisana

Maci3ana ir nozimigs zinaSanu sistematizacijas un izplatisanas veids, kuru
tapéc bitu jauztver ka véertigu iespéju pétnieka karjera. Tomér macibu
darba pienakumiem nevajadzétu bit parmérigiem, un tiem nevajadzétu
atraut pétniekus, ipasi vinu profesionalas karjeras sakuma stadija, no pét-
nieciska darba.

Darba devéjiem un/vai finansétajiem janodroSina, lai macibu darba
pienakumi tiktu pienacigi atalgoti un nemti véra vértésanas/atestacijas
sistémas un lai laiks, kuru augstakas amata pakapes pétnieki velta
iesacéju apmacibai, tiktu ieskaitits macibu darba slodzé. JanodroSina
piemérota sagatavoSana macibu darba un individualas apmacibas
veikSanai, kas ietilptu pétnieku profesionalaja sagatavosana.

Vértésanas/atestacijas sistémas

Darba devéjiem un/vai finansétajiem jaievie$ vertésanas/atestacijas
sistémas visiem pétniekiem, tai skaita augstakas amata pakapes pét-
niekiem, kas lautu neatkarigai komisijai (un augstakas amata pakapes
pétnieku gadijuma, vélams, starptautiskai komisijai) regulari un
caurskatami izvértét vinu profesionalo veikumu.

Sadas vertésanas un atestacijas procediras japievérs vériba vinu vis-
paréjam radoSajam veikumam pétnieciba un pétnieciska darba
rezultatiem, piem., publikacijam, patentiem, pétnieciska darba vadisanai,
mactbu/lekciju darbam, zinatniska darba vadisanai, audzinasanas dar-
bam, sadarbibai valsts un starptautiska limeni, administrativajiem
pienakumiem, darbam sabiedribas uzmanibas pievérdanai un mobilitatei,
un tas viss janem véra karjeras virzibas procesa.
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Sidzibas/apelacijas

Pétnieku darba devéjiem un/vai finansétajiem saskana ar valsts tiesibu
aktiem jaizveido piemérotas procediras, iespéjams, noziméjot objektivu
(ombudsmena tipa) personu pétnieku stidzibu/apelaciju izskatisanai, tai
skaita tadu, kas skar stridus starp zinatnisko(iem) vaditaju(iem) un pét-
niekiem karjeras sakuma stadija. Sadam proceddram vajadzétu
nodroSinat konfidencialu un neformalu palidzibu pétniecibas personalam
darba konfliktu, stridu un sQidzibu risinasana ar noldiku veicinat godigu
un objektivu attieksmi iestadé un uzlabot visparéjo darba atmosféru.

Daliba [Emumu pienem3ana

Pétnieku darba devéjiem un/vai finansétajiem jauztver ka pilniba pama-
tota un tik tieSam vélama pétnieku parstaviba tas iestades, kura tie strada,
attiecigajas informativajas, konsultativajas un leméjinstitiicijas, aizstavot
un veicinot savas individualas un kolektivas profesionalas intereses un
aktivi iesaistoties iestades darba .

Darbinieku pienemsana

Pétnieku darba devéjiem un/vai finansétajiem janodrosina, lai kritériji,
péc kuriem pétnieki tiek pienemti darba, jo Tpasi profesionalas karjeras
sakuma, batu skaidri noteikti un nemtu véra grupas, kuru stavoklis ir
mazak labveéligs, vai pétniekus, kas atgrieZas pétnieciskaja darba, tai
skaita (jebkura limena) macibu spékus, kas atsak darbu pétnieciba.

Pétnieku darba devéjiem un/vai finansétajiem jaievéro Uzvedibas
kodeksa pétnieku pienem3anai darba principi, iecelot amata vai pienemot
darba pétniekus.

B &ai konteksta skat. ari ES Direktivu 2002/14/EK.
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2. ledala
Uzvedibas kodekss pétnieku pienemsanai darba

Uzvedibas kodeksu pétnieku pienem3anai darba veido visparéjo principu
un prasibu kopums, kas jaievéro darba devéjiem un/vai finansétajiem,
pétniekus iecelot amata vai pienemot darba. Siem principiem un prasibam
janodroSina, lai tiktu ievérotas tadas vértibas ka darba pienemsanas
procesa parredzamiba un vienada attieksme pret visiem kandidatiem, jo
TpaSi nemot véra pievilciga, atvérta un ilgtspéjiga Eiropas darba tirgus
veidoSanu pétniekiem, un tie papildina Eiropas pétnieku harta izklastitos
principus un prasibas. Institlcijas un darbinieki, kas ievéro Uzvedibas
kodeksu, atklati parada savu apnem3anos darboties atbildigi un ar cienu
un radit pétniekiem godigus pamatnosacijumus ar skaidru noloku sek-
mét Eiropas pétnieciskas zonas attistibu.

Uzvedibas kodeksa vispargjie principi un prasibas

Darbinieku piepem3ana

Darba devéjiem un/vai finansétajiem javeido atklatas *, efektivas,
parredzamas, atbalstu sniedzoSas un starptautiski salidzinamas darba
pienems3anas procediiras, kas tieSi pielagotas izsludinatajiem amatu vei-
diem.

¥ Jaliek lieta visi pieejamie instrumenti jo Tpa3i starptautiski vai visa pasaulé pieejami tikla

resursi, tadi ka Viseiropas pétnieku mobilitates portals: http://europa.eu.int/eracareers.

o
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Sludinajuma jasniedz visparéjs prasito zindSanu un kompetencu apraksts;
tas nedrikst bt tik specifisks, ka pieméroti kandidati varétu justies
atraiditi. Darba devéjiem jaieklauj sludinajuma darba nosacijumu un
darbinieku tiesibu apraksts, tai skaita karjeras perspektivas. Turklat
janorada sapratigs periods no sludinajuma publikacijas vai konkursa izs-
ludinasanas dienas lidz dokumentu iesniegSanas terminam.

Atlase

Atlases komisijas jaieklauj dazadu kvalifikaciju cilvéki ar dazadu kompe-
tenci, un tajas jaievéro pienacigs dzimumu lidzsvars un, ja vajadzigs un
iespéjams, jaieklauj dazadu (ka valsts, ta privata) sektoru un dazadu dis-
ciplinu parstavji, tai skaita no citam valstim, ar vajadzigo pieredzi kan-
didatu vértésanai. Kad vien iespéjams, jalieto dazadi atlases panémieni,
tadi ka pieaicinatu ekspertu vértéjums, parrunas klatiené. Atlases komisi-
jas locekliem jabat pienacigi apmacitiem.

Parredzamiba

Pirms atlases kandidati jainformé par darba pienemsanas procediru un
atlases kritérijiem, brivo vietu skaitu un karjeras perspektivam. Kad atlases
process ir pabeigts, vini ari jainformé par savu pieteikumu stiprajam un
vajajam pusém.

Nopelnu vértésana

Atlases procesa janem véra pilns kandidata pieredzes * spektrs. Galveno
uzmanibu pieverSot pétnieciskajam potencialam, janem véra ari vinu
rado3as spéjas un patstavibas limenis.

*  Skat. arf Eiropas pétnieku hartu: vérté3anas/atestacijas sistémas 57 dokumenta 1. iedala.
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Tas nozimé, ka nopelni javérté gan kvalitativi, gan kvantitativi, pievérsot
uzmanibu izciliem rezultatiem dazados darba laukos, ne vien publikaciju
vértéSanas kritériju loka, kura ietilpst macisana, zinatniska vadisana,
komandas darbs, zinaSanu nodoSana talak, pétfjumu un inovaciju
vadisana un darbs sabiedribas uzmanibas piesaistisana. Izvéloties kan-
didatus, kas stradajusi rapniecibas nozarés, ipaSa vériba pieSkirama vinu
ieguldtjumam patentu, izgudrojumu joma.

Novirzes CV hronologija

Partraukumi darba biografija vai novirzes CV hronologija nav jauzskata
par minusu, bet jauztver karjeras attistibas konteksta, apzinoties, ka tie
potenciali var sniegt vértigu ieguldijumu pétnieka profesionalaja attistiba,
veidojot daudzpusigu darba biografiju. Tapéc kandidatiem jalauj iesniegt
dokumentali pamatoti CV, kas reprezentativi atspogulo veikumus un kval-
ifikacijas atbilstosi amatam, uz kuru vins pretendeé.

Mobilitates atziSana

Jebkura mobilitate, piem., uzturé3anas cita valsti/regiona vai pétniecibas
vides maina (darbs valsts vai privataja sektora), vai pareja no vienas dis-
ciplinas vai sektora uz citu, ka sakotnéja zinatniskas apmacibas stadija, ta
vélaka pétnieciska darba karjeras stadija, ka ari virtuala mobilitate ir
atzistama par vértigu ieguldijumu pétnieka profesionalaja attistiba.

Kvalifikacijas atziSana

Darba devéjiem un/vai finansétajiem janodroSina, lai visu pétnieku
akademiska un profesionala kvalifikacija, tai skaita neformala kvalifikacija,
tiktu atbilstoSi novértéta jo Tpasi starptautiskas un profesionalas mobil-
itates konteksta. Viniem jaapgist un pilniba@ jaizprot noteikumi,
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procediras un normativi, saskana ar kuriem kvalifikacija tiek atzita, un, lai
to veiktu, jastudé esoSie valstu tiesibu akti, konvencijas un ipaSie
noteikumi attiectba uz kvalifikaciju atzisanu, izmantojot visus pieejamos
kanalus ™.

Augstaka amata pakape

Prasitajam kvalifikacijas [imenim jabat saskana ar amata prasibam, nevis
jarada barjeras pienem3anai darba. Atzistot un vertéjot kvalifikaciju, jaori-
entéjas uz individa sasniegumiem, nevis uz apstakliem, kados vins/vina
ir atradies(usies), vai tas institiicijas reputaciju, kura kvalifikacija tika
iegita. Ta ka profesionalo kvalifikaciju var ieglit garas karjeras sakuma
stadija, janem véra ari profesionalas attistibas gaita visas dzives laika.

lecelS8ana amata péc zinatnu doktora grada iegiiSanas

Institdcijam, kas iece| amata zinatnu doktora gradu guvusus pétniekus,
janosaka skaidri noteikumi un vadlinijas zinatnu doktora grada ieguvu3o
pétnieku pienem3anai darba un iecelSanai amata, tai skaita iecel3anas
mérkis un maksimalais amata ienemsSanas ilgums. Sajas vadlinijas janem
véra laika posms, kuru persona iepriek$ pavadijusi citos Sada veida
amatos citas institdicijas, ka art attieciga statusa parejosais raksturs ar
galveno mérki sniegt talakas profesionalas izaugsmes iespéjas pét-
nieciska darba karjeras ilgtermina perspektiva.

® Skat. http://www.enic-naric.net/, lai gatu sikaku informaciju par NARIC tiklu (Nacionalas

akadémiskas atzisanas informacijas centri) un ENIC tiklu (Eiropas Informacijas centru tikls).
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3. ledala
Definicijas

Pétnieki

Saja ieteikuma tiek izmantota starptautiski atzita Fraskati 7 pétniecibas
definicija. Saskana ar to pétnieki tiek raksturoti sadi:

“Profesionali, kas strada pie jaunu zinasanu, produktu, procesu, metoZu un
sistému izprasanas vai radisanas un atbilstoSo projektu vadisanas.”

Konkrétak Sis ieteikums attiecas uz visam personam, kas profesionali
nodarbojas ar pétniecibu un attistibu jebkura karjeras stadija *, neska-
toties uz vinu klasifikaciju. Tas ietver jebkuras darbibas, kas attiecas uz
Lfundamentalajiem pétijumiem”, ,stratégiskajiem pétijumiem”,
HlietiSkajiem pétijumiem”, ,,eksperimentaliem pétijjumiem” un ,,zinasanu
parnesi”, tai skaita izgudroSanu un darbu konsultanta, zinatniska vaditaja
un macibu spéka loma, zinasanu un intelektuala ipasuma tiesibu vadibu,
pétniecibas rezultatu izmantoSanu un zinatnes Zurnalistiku.

Tiek izSkirti pétnieki karjeras sakuma stadija un pieredzéjusi pétnieki:

7' Skat. Proposed Standard Practice for Surveys on Research and Experimental Development,

Frascati Manual, OECD, 2002.

8 KOM (2003) 436, 18.7. 2003.: Pétnieki EPZ: Viena profesija, daudzas karjeras.
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e termins ,,pétnieks karjeras sakuma stadija” * tiek attiecinats uz pét-
nieku, kas pétnieciba strada pirmos cetrus gadus (pilna darba laika
ekvivalentad), ieskaitot zinatniskaja apmaciba pavadito laiku,

e .pieredzéjusi pétnieki” * tiek definéti ka pétnieki ar vismaz cetru
gadu ilgu pieredzi pétnieciskaja darba (pilna darba laika ekviva-
lentd) péc universitates diploma pieskirsanas, kas lauj uzsakt studi-
jas doktorantdra valsti, kura grads/diploms tika pieskirts, vai
doktora gradu guvusi pétnieki neatkarigi no ta iegiSanai patéréta
laika.

Darba deveji

Saja ieteikuma ,darba devaji” ir visa veida valsts un privatas institiicijas,
kas nodarbina pétniekus, pamatojoties uz ligumattiecibam, vai uznem tos
citu ligumu vai pasakumu ietvaros, tai skaita arpus tiesam finansialam
attiectbam. Tas Tpasi attiecas uz augstakajam macibu iestadém, fakultasu
katedram, laboratorijam, fondiem vai privatam organizacijam, kuras pét-
nieki vai nu iziet zinatnisko apmacibu vai veic pétijumus, ko finansé tresa
puse.

Finansétaji

“Finansétaji” ir visas tas organizacijas *, kas sniedz finans&jumu (tostarp
stipendijas, apbalvojumus un grantus) valsts un privatam pétniecibas
iestadém, tai skaita augstakajam macibu iestadém. Sai statusa vini varétu

9 Skat. Work Programme Structuring the European Research Area Human Resources and Mobil-
ity Marie Curie Actions, 2004. gada septembra izdevums, 41. lpp.

20

Turpat, 42 lpp.

* Kopiena centisies attiecinat ieteikuma izklastitas saistibas uz finanséjuma sanémeéjiem

saistiba ar pamatprogrammu(am) pétniecibas, tehnologijas attistibas un demonstréjumu
joma.
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pieprasit, lai institlcijas finanséjuma sanems3anai izpilditu
pamatnosacijumus, ievieSot un piemérojot efektivu stratégiju, praksi un
mehanismus saskana ar 33 ieteikuma visparéjiem principiem un prasibam.

lecelSana amata vai nodarbinasana

Tas attiecas uz visa veida tresas puses finansétiem ligumiem, stipendi-
jam, grantiem un apbalvojumiem, tai skaita finanséjumu pamatpro-
grammu ** ietvaros.

**  pamatprogrammal(as) pétniecibas, tehnologijas attistibas un demonstréjumu joma.
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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

(@

@)

3

1

2

The Commission considered it necessary in January 2000 * to estab-
lish the European Research Area as the linchpin of the Community’s
future action in this field with a view to consolidating and giving struc-
ture to a European research policy.

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

The Council has addressed issues related to the profession and the
career of researchers within the European Research Area in its Resolution
of 10 November 2003 * and welcomed in particular the Commission’s
intention to work towards the development of a European Researcher’s
Charter and a Code of Conduct for the Recruitment of Researchers.

COM(2000) 6 final of 18.1.2000.

JO C 282, p. 1-2, of 25.11.2003. Council Resolution of 10 November 2003 (2003/C 282/01 on
the profession and the career of researchers within the European Research Area).

o
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4

(5)

©)

@)

®)

9

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

(10) Even though Member States have made considerable efforts to over-

(12)

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.

(12) The value of all forms of mobility needs to be fully recognised in the

(13)

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.

(14) Funders or employers of researchers in their role as recruiters should

be responsible for providing researchers with open, transparent and
internationally comparable selection and recruitment procedures.

(15) Society should appreciate more fully the responsibilities and the pro-

5

COM(2004) 178 final of 16.3.2004.

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.
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(16) This Recommendation takes as its premise that employers or funders

of researchers have an overriding obligation to ensure that they meet
respective national, regional or sectoral legislation requirements.

(17) This Recommendation provides Member States, employers, funders

and researchers with a valuable instrument to undertake, on a vo-
luntary basis, further initiatives for the improvement and consolidation
of researchers’ career prospects in the European Union and for the
creation of an open labour market for researchers.

(18) The general principles and requirements outlined in this Recommen-

dation are the fruits of a public consultation process to which the
members of the Steering Group on Human Resources and Mobility
have been fully associated,

Hereby recommends:

1.

That Member States endeavour to undertake the necessary steps to
ensure that employers or funders of researchers develop and main-
tain a supportive research environment and working culture, where
individuals and research groups are valued, encouraged and sup-
ported, and provided with the necessary material and intangible sup-
port to enable them to fulfil their objectives and tasks. Within this
context, particular priority should be given to the organisation of
working and training conditions in the early stage of the researchers’
careers, as it contributes to the future choices and attractiveness of
a career in R&D.

That Member States endeavour to take, wherever necessary, the cru-
cial steps to ensure that employers or funders of researchers improve
the recruitment methods and career evaluation/appraisal systems in
order to create a more transparent, open, equal and internationally
accepted system of recruitment and career development as a pre-
requisite for a genuine European labour market for researchers.
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That Member States - as they formulate and adopt their strategies
and systems for developing sustainable careers for researchers - take
duly into account and are guided by the general principles and
requirements, referred to as The European Charter for Researchers
and the Code of Conduct for the Recruitment of Researchers outlined
in the Annex.

That Member States endeavour to transpose these general principles
and requirements within their area of responsibility into national re-
gulatory frameworks or sectoral and/or institutional standards and
guidelines (charters and/or codes for researchers). In so doing they
should take into account the great diversity of the laws, regulations
and practices which, in different countries and in different sectors,
determine the path, organisation and working conditions of a career
in R&D.

That Member States consider such general principles and require-
ments as an integral part of institutional quality assurance mecha-
nisms by regarding them as a means for establishing funding criteria
for national/regional funding schemes, as well as adopting them for
the auditing, monitoring and evaluation processes of public bodies.

That Member States continue their efforts to overcome the persisting
legal and administrative obstacles to mobility, including those related
to intersectoral mobility and mobility between and within different
functions, taking into account an enlarged European Union.

That Member States endeavour to ensure that researchers enjoy ade-
quate social security coverage according to their legal status. Within
this context, particular attention should be paid to the portability of
pension rights, either statutory or supplementary, for researchers
moving within the public and private sectors in the same country and
also for those moving across borders within the European Union.
Such regimes should guarantee that researchers who, in the course
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10.

11.

12.

13.

of their lives, change jobs or interrupt their careers do not unduly suf-
fer a loss of social security rights.

That Member States putin place the necessary monitoring structures
to review this Recommendation regularly, as well as to measure the
extent to which employers, funders and researchers have applied the
European Charter for Researchers and the Code of Conduct for the
Recruitment of Researchers.

That the criteria for measuring this will be established and agreed
with the Member States within the context of the work undertaken by
the Steering Group on Human Resources and Mobility.

That Member States in their role as representatives in the interna-
tional organisations established at intergovernmental level take due
account of this Recommendation when proposing strategies and tak-
ing decisions concerning the activities of those organisations.

This Recommendation is addressed to the Member States but it is
also intended as an instrument to encourage social dialogue, as well
as dialogue among researchers, stakeholders and society at large.

The Member States are invited to inform the Commission, as far as
possible, by 15th December 2005 and annually thereafter of any
measures they have taken further to this Recommendation, and to
inform it of the first results of its application as well as to provide
examples of good practice.

This Recommendation will be reviewed periodically by the Commis-
sion in the context of the Open Method of Coordination.

Done at Brussels, 11 March 2005

For the Commission
Janez PotoCnik
Member of the Commission
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ANNEX

Section 1
The European Charter for Researchers

The European Charter for Researchers is a set of general principles and
requirements which specifies the roles, responsibilities and entitlements
of researchers as well as of employers and/or funders of researchers °.
The aim of the Charter is to ensure that the nature of the relationship
between researchers and employers or funders is conducive to successful
performance in generating, transferring, sharing and disseminating
knowledge and technological development, and to the career develop-
ment of researchers. The Charter also recognizes the value of all forms of
mobility as a means for enhancing the professional development of
researchers.

In this sense, the Charter constitutes a framework for researchers, employers
and funders which invites them to act responsibly and as professionals
within their working environment, and to recognise each other as such.

The Charter addresses all researchers in the European Union at all stages
of their career and covers all fields of research in the public and private
sectors, irrespective of the nature of the appointment or employment?, the
legal status of their employer or the type of organisation or establishment
in which the work is carried out. It takes into account the multiple roles of
researchers, who are appointed not only to conduct research and/or to
carry out development activities but are also involved in supervision, men-
toring, management or administrative tasks.

®  See definition in Section 3.

7 See definition in Section 3.
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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 ®.

Official Journal C 364, 18.12.2000 p. 0001-0022.
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General Principles and Requirements
applicable to Researchers:

Research Freedom

Researchers should focus their research for the good of mankind and for
expanding the frontiers of scientific knowledge, while enjoying the free-
dom of thought and expression, and the freedom to identify methods by
which problems are solved, according to recognised ethical principles and
practices.

Researchers should, however, recognise the limitations to this freedom
that could arise as a result of particular research circumstances (including
supervision/guidance/management) or operational constraints, e.g. for
budgetary orinfrastructural reasons or, especially in the industrial sector,
for reasons of intellectual property protection. Such limitations should
not, however, contravene recognised ethical principles and practices, to
which researchers have to adhere.

Ethical principles

Researchers should adhere to the recognised ethical practices and fun-
damental ethical principles appropriate to their discipline(s) as well as to
ethical standards as documented in the different national, sectoral or insti-
tutional Codes of Ethics.

Professional responsibility

Researchers should make every effort to ensure that their research is re-
levant to society and does not duplicate research previously carried out
elsewhere.

39
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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.
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Accountability

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

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

Good practice in research

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

Dissemination, exploitation of results

All researchers should ensure, in compliance with their contractual
arrangements, that the results of their research are disseminated and
exploited, e.g. communicated, transferred into other research settings or,
if appropriate, commercialised. Senior researchers, in particular, are
expected to take a lead in ensuring that research is fruitful and that results
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are either exploited commercially or made accessible to the public (or
both) whenever the opportunity arises.

Public engagement

Researchers should ensure that their research activities are made known
to society at large in such a way that they can be understood by non-spe-
cialists, thereby improving the public’s understanding of science. Direct
engagement with the public will help researchers to better understand
public interest in priorities for science and technology and also the pub-
lic’s concerns.

Relation with supervisors

Researchers in their training phase should establish a structured and re-
gular relationship with their supervisor(s) and faculty/departmental rep-
resentative(s) so as to take full advantage of their relationship with them.

This includes keeping records of all work progress and research findings,
obtaining feedback by means of reports and seminars, applying such feed-
back and working in accordance with agreed schedules, milestones, deliv-
erables and/or research outputs.

Supervision and managerial duties

Senior researchers should devote particular attention to their multi-faceted
role as supervisors, mentors, career advisors, leaders, project coordina-
tors, managers or science communicators. They should perform these
tasks to the highest professional standards. With regard to their role as
supervisors or mentors of researchers, senior researchers should build up
a constructive and positive relationship with the early-stage researchers,
in order to set the conditions for efficient transfer of knowledge and for the
further successful development of the researchers’ careers.
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Continuing Professional Development

Researchers at all career stages should seek to continually improve them-
selves by regularly updating and expanding their skills and competencies.
This may be achieved by a variety of means including, but not restricted to,
formal training, workshops, conferences and e-learning.
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General Principles and Requirements applicable to Employers and
Funders:

Recognition of the profession

All researchers engaged in a research career should be recognised as pro-
fessionals and be treated accordingly. This should commence at the begin-
ning of their careers, namely at postgraduate level, and should include all
levels, regardless of their classification at national level (e.g. employee,
postgraduate student, doctoral candidate, postdoctoral fellow, civil ser-
vants).

Non-discrimination

Employers and/or funders of researchers will not discriminate against
researchers in any way on the basis of gender, age, ethnic, national or
social origin, religion or belief, sexual orientation, language, disability,
political opinion, social or economic condition.

Research environment

Employers and/or funders of researchers should ensure that the most
stimulating research or research training environment is created which
offers appropriate equipment, facilities and opportunities, including for
remote collaboration over research networks, and that the national or sec-
toral regulations concerning health and safety in research are observed.
Funders should ensure that adequate resources are provided in support of
the agreed work programme.
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Working conditions

Employers and/or funders should ensure that the working conditions for
researchers, including for disabled researchers, provide where appropri-
ate the flexibility deemed essential for successful research performance in
accordance with existing national legislation and with national or sectoral
collective-bargaining agreements. They should aim to provide working
conditions which allow both women and men researchers to combine fam-
ily and work, children and career °. Particular attention should be paid,
inter alia, to flexible working hours, part-time working, tele-working and
sabbatical leave, as well as to the necessary financial and administrative
provisions governing such arrangements.

Stability and permanence of employment

Employers and/or funders should ensure that the performance of
researchers is not undermined by instability of employment contracts, and
should therefore commit themselves as far as possible to improving the
stability of employment conditions for researchers, thus implementing
and abiding by the principles and terms laid down in the EU Directive on
Fixed-Term Work ™.

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

®  Which aims to prevent fixed-term employees from being treated less favourably than similar
permanent employees, to prevent abuse arising from the use of successive fixed-term con-
tracts, to improve access to training for fixed-term employees and to ensure that fixed-term
employees are informed about available permanent jobs. Council Directive 1999/70/EC con-
cerning the “Framework Agreement on fixed-term work” concluded by ETUC, UNICE and CEEP,
adopted on 28 June 1999.
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Funding and salaries

Employers and/or funders of researchers should ensure that researchers
enjoy fair and attractive conditions of funding and/or salaries with ade-
quate and equitable social security provisions (including sickness and
parental benefits, pension rights and unemployment benefits) in accor-
dance with existing national legislation and with national or sectoral col-
lective bargaining agreements. This must include researchers at all career
stages including early-stage researchers, commensurate with their legal
status, performance and level of qualifications and/or responsibilities.

Gender balance *

Employers and/or funders should aim for a representative gender balance
at all levels of staff, including at supervisory and managerial level. This
should be achieved on the basis of an equal opportunity policy at recruit-
ment and at the subsequent career stages without, however, taking prece-
dence over quality and competence criteria. To ensure equal treatment,
selection and evaluation committees should have an adequate gender
balance.

Career development

Employers and/or funders of researchers should draw up, preferably within
the framework of their human resources management, a specific career
development strategy for researchers at all stages of their career, regard-
less of their contractual situation, including for researchers on fixed-term
contracts. It should include the availability of mentors involved in provi-
ding support and guidance for the personal and professional development
of researchers, thus motivating them and contributing to reducing any

11

See SEC (2005) 260, Women and Science: Excellence and Innovation — Gender Equality in
Science.
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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 put in
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 forimproving their employ-
ability through access to measures for the continuing development of skills
and competencies.

Such measures should be regularly assessed for their accessibility, take-
up and effectiveness in improving competencies, skills and employability.

12

i.e. remote collaboration over electronic networks.
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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 publish their own research results independently from their supervi-
sor(s).
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Supervision

Employers and/or funders should ensure that a person is clearly identified
to whom early-stage researchers can refer for the performance of their pro-
fessional duties, and should inform the researchers accordingly.

Such arrangements should clearly define that the proposed supervisors
are sufficiently expert in supervising research, have the time, knowledge,
experience, expertise and commitment to be able to offer the research
trainee appropriate support and provide for the necessary progress and
review procedures, as well as the necessary feedback mechanisms.

Teaching

Teaching is an essential means for the structuring and dissemination of
knowledge and should therefore be considered a valuable option within
the researchers’ career paths. However, teaching responsibilities should
not be excessive and should not prevent researchers, particularly at the
beginning of their careers, from carrying out their research activities.

Employers and/or funders should ensure that teaching duties are ade-
quately remunerated and taken into account in the evaluation/appraisal
systems, and that time devoted by senior members of staff to the training
of early stage researchers should be counted as part of their teaching com-
mitment. Suitable training should be provided for teaching and coaching
activities as part of the professional development of researchers.

Evaluation/appraisal systems

Employers and/or funders should introduce for all researchers, including
senior researchers, evaluation/appraisal systems for assessing their pro-
fessional performance on a regular basis and in a transparent manner by
an independent (and, in the case of senior researchers, preferably inter-
national) committee.
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Such evaluation and appraisal procedures should take due account of
their overall research creativity and research results, e.g. publications,
patents, management of research, teaching/lecturing, supervision, men-
toring, national or international collaboration, administrative duties, pub-
lic awareness activities and mobility, and should be taken into
consideration in the context of career progression.

Complaints/appeals

Employers and/or funders of researchers should establish, in compliance
with national rules and regulations, appropriate procedures, possibly in
the form of an impartial (ombudsman-type) person to deal with com-
plaints/appeals of researchers, including those concerning conflicts
between supervisor(s) and early-stage researchers. Such procedures
should provide all research staff with confidential and informal assistance
in resolving work-related conflicts, disputes and grievances, with the aim
of promoting fair and equitable treatment within the institution and
improving the overall quality of the working environment.

Participation in decision-making bodies

Employers and/or funders of researchers should recognise it as wholly
legitimate, and indeed desirable, that researchers be represented in the
relevant information, consultation and decision-making bodies of the insti-
tutions for which they work, so as to protect and promote their individual
and collective interests as professionals and to actively contribute to the
workings of the institution =.

B In this context see also EU Directive 2002/14/EC.
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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.
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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
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international and professional mobility. They should inform themselves
and gain a full understanding of rules, procedures and standards gover-
ning the recognition of such qualifications and, consequently, explore
existing national law, conventions and specific rules on the recognition of
these qualifications through all available channels *.

Seniority

The levels of qualifications required should be in line with the needs of the
position and not be set as a barrier to entry. Recognition and evaluation
of qualifications should focus on judging the achievements of the person
rather than his/her circumstances or the reputation of the institution where
the qualifications were gained. As professional qualifications may be
gained at an early stage of a long career, the pattern of lifelong profes-
sional development should also be recognised.

Postdoctoral appointments

Clearrules and explicit guidelines for the recruitment and appointment of
postdoctoral researchers, including the maximum duration and the objec-
tives of such appointments, should be established by the institutions
appointing postdoctoral researchers. Such guidelines should take into
account time 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.

" In: Proposed Standard Practice for Surveys on Research and Experimental Development,
Frascati Manual, OECD, 2002.

COM (2003) 436 of 18.7. 2003: Researchers in the ERA: One profession, multiple careers.

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

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

Employers

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

Funders

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

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) 2.

22

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