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Input of the ERA Steering Group on Human Resources and Mobility (SGHRM) to ERAC's Opinion on the Development of the ERA Framework

1. Foreword and rationale
On 30 June 2011, Mr Bjarne Kirsebom communicated to the Chairs of the ERA-related groups a set of questions to be answered by the respective groups in order to help the ERAC Enlarged Steering Board (SB+) prepare an ERAC opinion on the development of the ERA Framework.  This document addresses these questions. 

While the SGHRM has been actively engaged in policy action towards the implementation of the Innovation Union commitments 1, 4 and 30, this document will only focus on commitment 4, i.e., the development of the ERA Framework. 

Having recognised that the obstacles hindering the completion of ERA are numerous and complex, the SGHRM decided to focus on those falling within its scope, and, among them, on areas where the activity of the Group can particularly add value by proposing solutions, policy options or any other type of concrete deliverables. 
2. Selected areas of activity where improvement
 can significantly contribute to implementing an effective European Research Area
The SGHRM is convinced that, among the prerequisites for realising a successful and competitive ERA, the free mobility of researchers, a critical mass of skilled researchers, gender balance, especially in senior positions and in selection committees and the attractiveness of the research profession rank very high. 

Taking this assumption as a basis for action, the SGHRM has identified areas where improvement is realistically achievable and can significantly contribute to removing obstacles which may hinder the implementation of the above mentioned core-prerequisites of the ERA.

The SGHRM considers that gender issues are – though with different degrees of intensity - permeating within all of these areas. In this regard, the SGHRM, through its Working Group on Monitoring and Indicators is preparing a proposal for an additional performance indicator on gender for inclusion in the Performance Scoreboard for Research and Innovation as per the Innovation Union Flagship Communication.
Taking this into account, the current focus of the SGHRM is on the following issues:
i) 
Doctoral training;

ii) 
Recruitment in public research institutions;

iii) 
Research career structure;

iv) 
Social Security (incl. supplementary pension fund);

v)  
Portability of grants (the money follows researcher principle).

3. Progress made thus far in selected areas
i) To improve quality of doctoral training – The SGHRM, thanks to the input of MS/AC on its Working Group SKILLS, has accomplished a Mapping Exercise on Doctoral Training in Europe, entitled "Towards a common approach" (Annex 1). The final document is now (September 2011) available, and it represents one of the ‘tangible deliverables’ of the SGHRM. 

Annex 1: Principles of doctoral training


[image: image1.emf]Annex 1: Doctoral  Training.doc


ii) To improve openness of recruitment in public research institutions – The SGHRM identified publishing information about available positions on the EURAXESS Jobs portal as a first (but definitely not the sole) step towards increasing openness of researchers’ recruitment in European research institutions/organisations. A document outlining a strategy to boost job publication on the internet has been produced by the WG JOBS (Annex 2), and an observed increase - although not yet satisfactory – in the number of positions advertised on EURAXESS Jobs witnesses the sincere will of several MS/AC to improve the current situation and the impact of the Group as well.
Annex 2: job publication strategy
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iii) To improve comparability of research careers
 – The SGHRM, on the basis of the critical and constructive input of MS/AC on the work of its WG SKILLS, has produced a document entitled “Towards a European Framework for Research Careers”
 (Annex 3). The document has been approved and represents another ‘tangible deliverable’ by the Group. Individual Universities, Research Councils, the League of European Research Universities (LERU), the Coimbra Group, the European Council of Doctoral Candidates and Junior Researchers (EURODOC), the European Industrial Research Management Association (EIRMA) have been consulted during the preparation of the document. A small hearing was organised with representatives from private companies. Of particular interest was the involvement of the European Science Foundation, whose positive evaluation on the document is attached (Annex 4). 

Annex 3: Towards a European Framework for Research Careers (see link in footnote 3) and 
Annex 4: letter from ESF to the SGHRM chair
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iv) To improve social security of (mobile) researchers and move towards an European supplementary pension funds – The Group, in its first 2 years of work, has focused on social security and supplementary pension rights as elements to promote attractive employment and working conditions. An Expert Group, specifically appointed due to the highly technical aspects of these issues, has completed its work
, while the ‘General Conclusions’ are annexed (Annex 5).  In addition, this Group has closely followed the development of and has provided input to a feasibility study (conducted on the basis of a call for tender issued by the Commission) concerning an optional and complementary pension fund for mobile researchers. The final report (full version and executive summary) can be found at the links indicated in the footnote
. 
Annex 5: General Conclusions of the Pan-European Pension study (see link in footnote 5)
v) Progress made on cross-cutting issues – In addition to the progress achieved by the SGHRM per se as a group, significant progress has been made by the individual MS/AC following the momentum created by the adoption of the European Partnership for Researchers in 2008 and the Council Conclusions that followed.  The SGHRM had a fundamental role in collecting and assessing this progress in its 2009 progress report and its 2010 update (Annex 6).  It also acted as the forum for mutual learning and exchange of good practice.  Another very important progress made on an issue of cross-cutting nature is connecting to policy areas other than Research such as Employment and Social Affairs.  The SGHRM did an important part of the preparatory work that led to having a number of Research ministers taking part in an EPSCO Council under the Spanish Presidency. 
Annex 6: 2010 Update to the SGHRM Report on the Implementation of the European Partnership for Researchers (EPR) during 2009General Conclusions of the Pan-European Pension study
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4. Possible role of a working method in the completion of the ERA
Having worked now for more than two years after the re-definition of the SGHRM as per Council Conclusions of September 2008
, the SGHRM considers that the adopted working method may represent per se a significant contribution to the completion of a successful ERA. The mix of the professional background of its members (researchers, ministerial staff, research managers, policy makers etc.), their coming from different and diverse countries (‘old’ and ‘new’ MS, big and small MS and AC, high and low R&D intensity, etc.), even the ‘demographic’ structure of the Group (with well balanced gender and age groups), its internal organisation in Working Groups with a defined lifespan to achieve concrete objectives by an optimal blend between SGHRM members and outside experts, confirmed the vision of the Council when it considered the SGHRM as “the most appropriate forum” to deal with human resources for research in Europe. The SGHRM considers that this positive experience should be shared with other ERA groups.

5. Remaining gaps and possible policy measures

The MS/AC and the SGHRM will no doubt gain lots of insights on the remaining gaps following:

- the results of the ERA consultation,
- the findings of the Expert Group on the Research Profession organized by the Commission,
- the first annual report (in Spring 2012) of a large-scale survey to determine the current state of play in MS (and AC) with regards to policy measures (legislative and non-legislative) and implementation actions in relation to the human resources component of the ERA Framework.
In parallel, the SGHRM has adopted on its 28 September 2011 meeting the establishment of three new Working Groups addressing:
1) Human Resources Strategy for Researchers and other principles to modernize HR management and development;

2) Portability of grants - money follows researchers principle;

3)  National strategies for researchers' training.
By April 2012, these WGs will deliver policy “products” which will be transformed (through the plenary) into policy packages which – in the intention of the group – could inter alia represent building blocks of the ERA Framework. The SGHRM delegates commit themselves to do the preliminary assessment of the acceptability and feasibility of these policy packages in their respective MS/AC. 
Finally, recognising that the policy domains tackled by the SGHRM relate to and occasionally may overlap with those tackled by other ERA Groups, we expect that the work of all these Groups will be harmonised, and recognise the crucial role of ERAC towards this aim.

� With respect to current situation


� Although “comparable research career structures” is the verbatim quotation of Commitment 4, the SGHRM prefers referring to a “comparable framework for research careers”.


� �HYPERLINK "http://ec.europa.eu/euraxess/pdf/research_policies/Towards_a_European_Framework_for_Research_Careers_final.pdf"�http://ec.europa.eu/euraxess/pdf/research_policies/Towards_a_European_Framework_for_Research_Careers_final.pdf� 


� �HYPERLINK "http://ec.europa.eu/research/era/pdf/pensions_report_en.pdf"�http://ec.europa.eu/research/era/pdf/pensions_report_en.pdf� 


� Executive Summary: �HYPERLINK "http://ec.europa.eu/research/era/pdf/pension-exec-summ_en.pdf"�http://ec.europa.eu/research/era/pdf/pension-exec-summ_en.pdf�


   Full Report: �HYPERLINK "http://ec.europa.eu/research/era/docs/en/pension-full-report-en.pdf"�http://ec.europa.eu/research/era/docs/en/pension-full-report-en.pdf�





� �HYPERLINK "http://register.consilium.europa.eu/pdf/en/08/st13/st13671.en08.pdf"�http://register.consilium.europa.eu/pdf/en/08/st13/st13671.en08.pdf� 
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Strategy to boost the publication of job vacancies on EURAXESS Jobs

The recently adopted Flagship Initiative Innovation Union (IU)
 is key to achieving the goals of the Europe 2020 strategy for smart, sustainable and inclusive economy.


It encompasses a strong human resources dimension and foresees that in 2012 the Commission will "propose a European Research Area framework and supporting measures to remove obstacles to mobility and cross-border cooperation", notably by ensuring through a common approach "(…) mobility of researchers across countries and sectors, including through open recruitment in public research institutions (…)".

The IU reinforces the legitimacy of the Working Group "Jobs" set up in April 2010 by the Steering Group on Human Resources and Mobility (SGHRM) to provide national authorities (at all levels)
 with guidelines to approach relevant national research job providers
 and job posting platforms
 to promote the use of the EURAXESS Jobs portal.

The ultimate goal would be to increase the number of research jobs
 available on EURAXESS Jobs, thus fulfilling the European Partnership for Researchers (EPR)/Axe 1/Proposed Priority action n° 2:


"Member States and Commission to ensure that all publicly funded researchers' positions are openly advertised online, in particular through EURAXESS".


Based on a SWOT analysis (See Part II/Chapter II), the Working Group identified three main problems:


· Low recognition of the EURAXESS Jobs portal;


· Language issues regarding job publication on EURAXESS Jobs portal;


· Relation between the EURAXESS Jobs portal and job providers/research job platforms: perception of mutual threat.

Based on the above, the strategy is underpinned by three main axes:


· To promote the benefits of the EURAXESS Jobs portal and to improve its added value;


· To develop openness to internationalisation;


· To develop and foster cooperation between the EURAXESS Jobs portal and job providers/research job posting platforms


The three axes are composed of measures and sub-measures, the latter presenting a series of suggested actions to be taken. Each country should decide which action(s) to adopt, whether the actions need to be adapted or whether they will rely on their own national actions.


This strategy, presented hereafter in the form of guidelines, is meant to be short, concrete, feasible and flexible to ease its use.

PART I


Strategy to boost the publication of job vacancies on EURAXESS Jobs

PART II


I. Background


II. Adopted methodology

III. Strategy genesis (ppt)

IV. Questionnaire circulated to the SGHRM


V. Outcomes of the questionnaire

PART I

Strategy to boost the publication of vacancies on the EURAXESS Jobs Portal

The proposed strategy is articulated around three main axes as described below:

Axe 1: To promote the benefits of EURAXESS Jobs and to stress its added value

High recognition of the EURAXESS Jobs portal can only be achieved if a significant number of research jobs are published on it, thus creating economies of scale and triggering the publication of even more jobs. To achieve this, the benefits of EURAXESS Jobs should be promoted and its added value should be stressed by raising awareness and convincing policy makers.

Axe 2: To develop and/or boost openness to internationalisation

In order to develop openness to internationalisation, job providers should be encouraged to publish in English by authorities supporting the mentality shift towards internationalisation and setting up mechanisms aimed at providing both human resources and financial support.


Axe 3: To develop and/or foster cooperation between EURAXESS Jobs and job providers/research job posting platforms

In order to create a win-win situation with job providers and job posting platforms, cooperation should focus also on the promotion and development of open recruitment. This would entail to inform and emphasise the benefits of full transparency and open recruitment, to convince and persuade possible partners and establish partnerships by boosting synergies, developing confidence in European Union initiatives and showing the benefits of a quality "free service".

As mentioned, the three axes are composed of measures and sub-measures, the latter presenting a series of suggested actions to be taken, which are not meant to be an exhaustive listing. For this reason, each country can adopt or adapt them to specific needs, or add new ones.

Axe 1: To promote the benefits of EURAXESS Jobs and to stress its added value

Measure 1.1: To raise awareness of EURAXESS Jobs




[image: image1.emf]How?


How?


•


Spreading information on positive effects/added value of E.J.


• Sharing common vision


• Developing willingness to cooperate


• Focusing, among others, on openness, transparency/open recruitment and cultural 


change


Sub-measure 1.1.1: 


To develop awareness activities


Actions


Actions


by National 


by National 


Authority


Authority


in charge of 


in charge of 


Research


Research


?


?


•


Organisation of a well-structured mapping exercise can identify the present situation


and key players


• Development of  an action plan for the promotion of EURAXESS Jobs to the identified


key players, examining the possibilities of collaboration and analysing its potential 


benefits


• Organising conferences with main stakeholders


• Organising awareness campaigns, using available material created by EC


• Establishing regular contacts/exchanges with main stakeholders (EURAXESS,


National Contact Points, Industry, ,national key players)


• Establishing transnational cooperation through/with embassies, S&T Attachés, etc.


•-


(Add more…)


EC support?


•


Communications campaign 2010-11 running




Axe 1: To promote the benefits of EURAXESS Jobs and to stress its added value

Measure 1.2: To convince
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•


To persuade and get committment of relevant key players through core/key


messages (e.g. global interest vs brain drain; science: only talents can do it; etc.) 


• Motivation (added value of using E.J./full implementation of EPR, etc.)


Sub-measure 1.2.1: 


To foster constant political support @ all levels


Actions


by National Authority in charge of Research?


•


Lobbying with other ministries, local authorities, key players involved (e.g. Rectors’


conference, EURES offices, etc.) => building a « lobbying » plan


• Establishing a constant exchange of information between R&I Ministry, HRM SG 


delegates and BHOs


• Promoting the use of EURAXESS Jobs in the EPR National Action Plans or other


relevant R&I national strategies


•


(Add more…)


EC support?


• Work done at


SG HRM level




Axe 2: To develop/boost openness to internationalisation

Measure 2.1: To motivate stakeholders to publish in English




[image: image3.emf]How? 


How? 


•


Showing that more openness = more competitiveness (researchers from


all over the world = talent presence = excellence = competitiveness)


• Constant political support


Sub-measure 2.1.1: 


To support the mentality shift towards openness to 


internationalisation


Actions


by National Authority in charge of Research?


•


Sending out / writing letters to relevant stakeholders (e.g. Research Councils, 


Chambers of Commerce, etc.)


• Adopt legal instruments (e.g. recommendation wrt job publication)


•


•


Defining


Defining


a 


a 


«


«


recognition 


recognition 


strategy


strategy


»


»


for EURAXESS Jobs 


for EURAXESS Jobs 


users


users


• Disseminating good practices to relevant stakeholders


(Add more…)


EC support?


•


Job publication (in EN) supported by: EURAXESS Jobs; Marie Curie Actions (MCA); 


ERC, etc.




Axe 2: To develop/boost openness to internationalisations

Measure 2.1: To motivate stakeholders to publish in English
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Measure


2


2


How? 


How? 


•


Through constant political support aimed at reversing cultural protectionism and 


counterbalance the negative effects of lack of resources (i.e. HR and financial means)


Sub-measure 2.1.2: 


To develop mechanisms with respect to HR and 


financial support


Actions


by National Authority in charge of Research?


• P


roviding funding (and HR) for job translation in EN


• Developing standard templates (or classifications) in EN for job publication and 


content 


• Use of automatic translator tools


• Making job publication on EURAXESS Jobs (in EN) an eligibility criterion for national 


grant schemes


• To give national EURAXESS Services (all: BHO, Service Centres, Local Contact 


Points) the responsibility of training personnel in charge of publishing research job 


vacancies


(Add more…)


EC support?


•


All developments and tools offered within the frame of EURAXESS Jobs


•


Possible 


Possible 


further


further


implementation


implementation


under


under


FP8


FP8




Axe 3: To develop cooperation

Measure 3.1: To promote/develop open recruitment
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Measure


3


3


How? 


How? 


•


Transparency is needed to attract best talents, which entails increased efficiency


• Transparency means also opening recruitment, which enhances both visibility & 


competitiveness


Sub-measure 3.1.1: 


To inform and emphasize the benefits of full 


transparency & open recruitment


Actions


by National Authority in charge of Research?


•


To inform potential partners (i.e. job providers & job posting platforms) about the 


benefits of cooperation


•


To motivate potential partners (i.e. job providers & job posting platforms by showing


positive results of collaboration 


• To emphasize the advantages of mutual venture (synergy) 


(Add more…)


EC support?


•


Charter and Code (C&C): HRS4R (Human Resources Strategy 4 Researchers)




Axe 3: To develop cooperation

Measure 3.2: To convince/persuade/establish partnerships




[image: image6.emf]Measure


Measure


3


3


How? 


How? 


•


To reassure potential partners (job platforms especially) that E.J. is not a 


« business driven » initiative (different scope)


• To insist on “complementarity” of services provided vs “competition” (partly different


services offered)


• To encourage synergies by showing advantages for both sides (for them: opportunity 


to assess their services and diversify them even more, if necessary/opportune)


• To assure that collaborating with E.J. = increase of visibility (Europe-worldwide)


Sub-measure 3.2.1: 


To boost synergies/ To reassure


Actions


by National Authority in charge of Research?


•


Organising joint meetings with relevant potential partners (mainly


job platforms) to explain what is at stake


• To establish regular exchange of information about  the topic « job publication » and 


provide figures about enhanced visibility (e.g. number of visits, visits’ origin, etc.)


• Offering to job platforms to display their logo on EURAXESS Jobs once job exchange


is running


(Add more…)


EC support?


•


Parallel initiatives with relevant potential partners (e.g. Naturejobs)




Axe 3: To develop cooperation

Measure 3.2: To convince/persuade/establish partnerships




[image: image7.emf]How? 


How? 


•


Against misconception of EU added value, to show that the EU can create and 


sustain valuable initiatives like EURAXESS Jobs


Sub-measure 3.2.2: 


To develop confidence in EU initiatives


Actions


by National Authority in charge of Research?


•


To promote EURAXESS Jobs as a free-of-charge European initiative


• To add a disclaimer on national portals informing that EURAXESS is a «EU funded


initiative»


(Add more…)


EC support?


•




Axe 3: To develop cooperation

Measure 3.2: To convince/persuade/establish partnerships




[image: image8.emf]How? 


How? 


•


Against misconception that « free-of-charge service » = low quality, to show that


there is quality behind free-of-charge initiatives like EURAXESS Jobs, which is free 


because funded with European tax payers’ money 


Sub-measure 3.2.3: 


To show the benefits of a quality « free service »


Actions


by National Authority in charge of Research?


•


To spread success stories about job publication and recruitment through EURAXESS 


Jobs;


• To share with/provide potential partners statistics about job publication success rate


(Add more…)


EC support?


•


Provision of job publication figures and data




PART II


I. Background

II. Adopted methodology


III. Strategy genesis (ppt)


IV. Questionnaire circulated to the SGHRM


V. Outcomes of the questionnaire

I) Background

"Improve information on mobility to researchers, in particular by the creation of a dedicated internet portal (…) and by the better dissemination of vacancies"
 has been a major goal for several years:


- In 2001 already, a recommendation in this sense came from the High-Level Expert Group "Improving Mobility of Researchers" (HLG), was followed by the EC Communication " A mobility strategy for researchers in the ERA"
 and the related Council Resolution;


- In 2003 the Commission Communication "Researchers in the ERA: one profession multiple careers"
 and the related Council Resolution
, paved the way for the 2005 Commission Recommendation on the European Charter for researchers and the Code of Conduct for their Recruitment. The latter recommended "Employers and/or funders should establish recruitment procedures which are open, efficient, transparent, supportive and internationally comparable, as well as tailored to the type of positions advertised". The principle then expressly mentioned: "All available instruments should be used, in particular international or globally accessible web-based resources such as the pan-European EURAXESS Jobs portal"


- The "transnational opening of job vacancies" was also targeted by the ERA Green paper, following a large stakeholder consultation;


- The Communication on a Researchers Partnership (EPR) of 2008 indicated among its proposed priority actions "Member States and Commission ensure that all publicly funded researchers' positions are openly advertised, in particular through EURAXESS"
:


- the Council politically endorsed the Partnership and its content in its Conclusions of 5 and 6 March 2009, while it explicitly referred to the role of the Steering Group on Human Resources and Mobility (SGHRM) in its implementation.


The reiterated recommendation/requirement to spread and boost the posting of research jobs on a "globally accessible web-based resource" like EURAXESS Jobs shows:


1. The importance of this issue;


2. The existence of obstacles to progress in this matter.


At the same time, the continued backing of the Council shows that the work of Working Group Jobs has both a political mandate and support.


To reach the above, the SGHRM set up the Working Group "Jobs" whose operational objective is to help Member States to find ways to convince relevant national research job platforms (e.g. JobsUK in the UK, Almalaurea in Italy, Galaxy in France, etc.) as well as research employers (e.g., individual universities and research centres) to publish or export their job adverts on EURAXESS Jobs and to use the same approach for any research employment fair in the EU.

II) Adopted methodology and explanation of the strategy genesis

The methodology adopted is underpinned by four steps:


1) A SWOT analysis (Strengths/ Weaknesses/ Opportunities/ Threats) focusing on the factors hindering the posting of job advertisements on EURAXESS Jobs;


2) Based on the SWOT analysis's results, identification and clustering of problems affecting jobs publication on EURAXESS Jobs;


3) Identification and clustering of counterbalancing desired situation and effects;


4) Definition of guidelines (the core of the "strategy") to achieve the latter.

_______________________________

· PROBLEMS


Three main problems were identified:


1. Low recognition of EURAXESS Jobs;

2. Language issue regarding job publication on EURAXESS Jobs;

3. Relation between EURAXESS Jobs and job providers/research job platforms: perception of mutual threat.

1. Low recognition regarding EURAXESS Jobs

Weak communication and a lack of information activities regarding EURAXESS Jobs are causing a low level of awareness about this job database and its added value. Very often researchers as well as research organisations are not aware of this tool and the opportunity it offers to either look for or post a job vacancy. Furthermore, a low level of support by national authorities (e.g. national R&I ministries) has led to a low level of understanding in general.

2. Language issue regarding job publication on EURAXESS Jobs

The lack of a requirement to translate jobs into English and post them on EURAXESS Jobs seems to be due to both cultural reasons and a lack of budget for translation and publication. As a consequence, some institutions are not posting their research vacancies on EURAXESS Jobs.


3. Relation between EURAXESS Jobs and job providers/research job platforms: perception of mutual threat

The perception of a mutual threat between EURAXESS Jobs and job providers/job posting platforms was identified as one of the main issues. Among identified reasons was the fact that EURAXESS Jobs is a free service, a characteristic that is often associated with low quality. This aspect is tightly linked to the threat that the business of other job platforms could be endangered by EURAXESS Jobs. Such issues can result in low support from potential partners like job providers or job posting platforms. Besides, local protectionism and a strong reluctance to offer a transparent recruitment process might prevent some job providers from posting their vacancies on EURAXESS Jobs.

To complement the above, additional information was collected through a questionnaire aimed at mapping the existing relevant job providers and research job platforms at national level (see Annex III). The questionnaire was sent to the SGHRM members (representing 37 countries) for feedback: eighteen replies were received
.
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· DESIRED SITUATION


The desired situation regarding the EURAXESS Jobs portal at national level is to become “the” reference tool for the major relevant national job providers/research job platforms. This would entail that all (or almost all) research jobs be published on EURAXESS Jobs. Therefore, to counterbalance the three main issues described above, three main objectives were identified to achieve the main goal:


1. EURAXESS Jobs should gain high recognition among key players;


2. EURAXESS Jobs should be an open facility with a global character, not limited within institutional or national limits. Information provided for new jobs should be useful not only for national researchers but also for the international research community;


3.
Openness to internationalisation is needed. EURAXESS Jobs should convince job providers and research job posting platforms that collaboration with EURAXESS Jobs is of mutual benefit and that a win-win situation could be achieved.

1. High recognition

High awareness among target groups and good understanding by key players are the operational objectives. Strong and punctual awareness activities coupled with continuous political support at all levels (local, regional, national) could contribute to the above mentioned operational objectives resulting in the desired high recognition of the added value of EURAXESS Jobs.

2. Internationalisation

Adequate and improved motivation to publish job vacancies on EURAXESS Jobs tool in English is an operational objective. To support that the following is needed:

· Political support to achieve “openness” of the promotion of job vacancies – equal opportunities in both national and international research community. A politically-backed, general acceptance among stakeholders that openness leads to real competitiveness. This goes hand in hand with cultural change.


· Such acceptance may not however be sufficient to attain the goals. National or local authorities should find a way to provide job providers with the missing HR or financial means enabling them to publish positions on EURAXESS Jobs more effectively.

This would lead to improved motivation of job providers to publish their job openings also in English. A greater openness to internationalisation will then be a reality.

3. Win-win situation

In accordance with increased support for openness, a firmly rooted cultural change would enable more job providers to realise that transparency and open recruitment is for their own benefit and has real added value. Supporting the adoption of “soft tools” at national level would facilitate the cultural change within organisations and help achieve full transparency. Therefore, job providers should be fully supported in the adoption of the Charter and Code for Researchers
 and the related implementation mechanism “Human Resources Strategy for Researchers”
. They should also become convinced that EURAXESS Job is a trustworthy, reliable and effective tool:

· Higher prestige can be achieved by stressing that the Commission supports the tool.


· EURAXESS Jobs is a free of charge tool for both job providers and researchers. It should be emphasised by all means that free service and quality can go hand in hand.


· High visibility of jobs postings worldwide also secures highly qualified researchers and talents from the international labour market. 


Keeping all this in mind, job providers might then fully support EURAXESS Jobs by realising that the latter is a partner rather than a competitor and that by supporting it they would create a win-win situation.
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III. Strategy genesis (ppt)
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IV. Questionnaire circulated to the SGHRM
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V. Outcomes of the Questionnaire: Quantifying the potential of EURAXESS Jobs

Data collection only gave indicative results. In particular, an analysis of countries replies
 showed the following:


1. Comparable data on the total number of research posts/vacancies published per year are not readily available. Extensive work over a number of years would be required to gather standardised and harmonised data. Accordingly, we should not publish any national estimates nor use these latter as the denominator of an indicator on the share of EURAXESS Jobs.


2. Nevertheless, in the context of designing national strategies to boost the publication of jobs, it would be particularly helpful to estimate for a given country the number of researcher positions that could potentially be published each year on the EURAXESS jobs portal. In this context, countries are encouraged to exchange good practice on the methodology used to calculate such a figure. 


3. In the absence of comparable data on the number of published research posts/vacancies, another denominator is needed to monitor the publication of jobs on EURAXESS. An alternative indicator would be to publish the number of jobs advertised on EURAXESS in a given year per 1000 public sector researchers. This allows for comparison between countries and over time.
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� Competitiveness Council 11-12 October 2010; COM (2010) 546 final of 6/10/2010



� Some of the actions suggested by the strategy are already dealt with by the Commission though channels and means are different



� "Relevant research job providers" (i.e. employers) = 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.



�"Job posting platforms" = Services (both public and private) pooling research jobs and/or publishing them (e.g. EURES, Galaxy in FR, JobsUK in the UK, etc.)



�"Research job"= any position addressed to professional researchers (as defined by the internationally recognised Frascati Manual) at all career stages (according to the Marie Curie definition).







� Extract from  the Council Resolution concerning the reinforcement of the mobility strategy within the ERA of 21/12/2001 (2001/C 367/01)



� COM(2001) 331 final



� COM(2003) 436 final



� C 282/2 of 25/11/2003



�General Principles and Requirements for the Code of Conduct/Recruitment



�EPR/Axe 1/Proposed Priority action n° 2



� Austria; Belgium; Croatia; Denmark; France; Germany; Greece; Hungary; Israel; Lithuania; The Netherlands; Norway; Poland; Portugal; Romania; Serbia; Slovenia; Sweden; Turkey; The United Kingdom



� C(2005) 576 final of 11/03/2005



� � HYPERLINK "http://ec.europa.eu/euraxess/index.cfm/rights/strategy4ResearcherOrgs" ��http://ec.europa.eu/euraxess/index.cfm/rights/strategy4ResearcherOrgs�







� Twenty countries provided an answer to the questionnaire: Austria; Belgium; Croatia; Denmark; Estonia, France; Germany; Greece; Hungary; Israel; Lithuania; Luxembourg; The Netherlands; Norway; Poland; Portugal; Romania; Serbia; Slovenia; Sweden; Turkey; The United Kingdom
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How? 


			 Spreading information on positive effects/added value of E.J.


			 Sharing common vision


			 Developing willingness to cooperate


			 Focusing, among others, on openness, transparency/open recruitment and cultural 





  change


Sub-measure 1.1.1: To develop awareness activities


Actions by National Authority in charge of Research?


			 Organisation of a well-structured mapping exercise can identify the present situation





   and key players


			  Development of  an action plan for the promotion of EURAXESS Jobs to the identified





   key players, examining the possibilities of collaboration and analysing its potential 


   benefits


			 Organising conferences with main stakeholders


			 Organising awareness campaigns, using available material created by EC


			 Establishing regular contacts/exchanges with main stakeholders (EURAXESS,





   National Contact Points, Industry, ,national key players)


			 Establishing transnational cooperation through/with embassies, S&T Attachés, etc.


			- (Add more…)





EC support?


			 Communications campaign 2010-11 running
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S.W.O.T. outcomes: the Problems Tree
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From the Desired Situation (objectives) Tree…
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…To the Strategy Tree
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Measure 1 


How? 


			 Spreading information on positive effects/added value of E.J.


			 Sharing common vision


			 Developing willingness to cooperate


			 Focusing, among others, on openness, transparency/open recruitment and cultural 





  change


Sub-measure 1.1.1: To develop awareness activities


Actions by National Authority in charge of Research?


			 Organisation of a well-structured mapping exercise can identify the present situation





   and key players


			  Development of  an action plan for the promotion of EURAXESS Jobs to the identified





   key players, examining the possibilities of collaboration and analysing its potential 


   benefits


			 Organising conferences with main stakeholders


			 Organising awareness campaigns, using available material created by EC


			 Establishing regular contacts/exchanges with main stakeholders (EURAXESS,





   National Contact Points, Industry, ,national key players)


			 Establishing transnational cooperation through/with embassies, S&T Attachés, etc.


			- (Add more…)





EC support?


			 Communications campaign 2010-11 running














Measure 1 


How? 


			 To persuade and get committment of relevant key players through core/key 





   messages (e.g. global interest vs brain drain; science: only talents can do it; etc.) 


			 Motivation (added value of using E.J./full implementation of EPR, etc.)





Sub-measure 1.2.1: To foster constant political support @ all levels


Actions by National Authority in charge of Research?


			 Lobbying with other ministries, local authorities, key players involved (e.g. Rectors’ 





   conference, EURES offices, etc.) => building a « lobbying » plan


			 Establishing a constant exchange of information between R&I Ministry, HRM SG 





   delegates and BHOs


			 Promoting the use of EURAXESS Jobs in the EPR National Action Plans or other 





  relevant R&I national strategies


			 (Add more…)








EC support?


			 Work done at SG HRM level














Measure 2 


How? 


			 Showing that more openness = more competitiveness (researchers from





   all over the world = talent presence = excellence = competitiveness)


			 Constant political support





Sub-measure 2.1.1: To support the mentality shift towards openness to internationalisation


Actions by National Authority in charge of Research?


			 Sending out / writing letters to relevant stakeholders (e.g. Research Councils, 





   Chambers of Commerce, etc.)


			 Adopt legal instruments (e.g. recommendation wrt job publication)


			 Defining a «recognition strategy » for EURAXESS Jobs users (job publication = «label»)


			 Disseminating good practices to relevant stakeholders





(Add more…)








EC support?


			 Job publication (in EN) supported by: EURAXESS Jobs; Marie Curie Actions (MCA); ERC, etc.














Measure 2 


How? 


			 Through constant political support aimed at reversing cultural protectionism and counterbalance the negative effects of lack of resources (i.e. HR and financial means)





Sub-measure 2.1.2: To develop mechanisms wrt HR and financial support


Actions by National Authority in charge of Research?


			 Providing funding (and HR) for job translation in EN


			 Developing standard templates (or classifications) in EN for job publication and 





   content 


			 Use of automatic translator tools


			  Making job publication on EURAXESS Jobs (in EN) an eligibility criterion for national 





   grant schemes


			 To give national EURAXESS Services (all: BHO, Service Centres, Local Contact 





   Points) the responsibility of training personnel in charge of publishing research job 


   vacancies


(Add more…)








EC support?


			 All developments and tools offered within the frame of EURAXESS Jobs














Measure 3    


How? 


			 Transparency is needed to attract best talents, which entails increased efficiency


			 Transparency means also opening recruitment, which enhances both visibility & 





  competitiveness


Sub-measure 3.1.1: To inform and emphasize the benefits of full transparency & open recruitment


Actions by National Authority in charge of Research?


			 To inform potential partners (i.e. job providers & job posting platforms) about the benefits of 





   cooperation


			 To motivate potential partners (i.e. job providers & job posting platforms by showing 





   positive results of collaboration 


			 To emphasize the advantages of mutual venture (synergy) 





(Add more…)





EC support?


			 C&C: HRS4R (Human Resources Strategy 4 Researchers)














Measure 3    


How? 


			 To reassure potential partners (job platforms especially) that E.J. is not a 





   « business driven » initiative (different scope)


			 To insist on “complementarity” of services provided vs “competition” (partly different 





   services offered)


			 To encourage synergies by showing advantages for both sides (for them: opportunity 





   to assess their services and diversify them even more, if necessary/opportune)


			 To assure that collaborating with E.J. = increase of visibility (Europe-worldwide)





Sub-measure 3.2.1: To boost synergies/ To reassure


Actions by National Authority in charge of Research?


			 Organising joint meetings with relevant potential partners (now mainly 





   job platforms) to explain what is at stake


			 To establish regular exchange of information about  the topic « job publication » and 





   provide figures about enhanced visibility (e.g. number of visits, visits’ origin, etc.)


			  Offering to job platforms to display their logo on EURAXESS Jobs once job exchange





   is running


(Add more…)


EC support?


			 Parallel initiatives with relevant potential partners (e.g. Naturejobs)














Measure 3    


How? 


			 Against misconception of EU added value, to show that the EU can create and 





  sustain valuable initiatives like EURAXESS Jobs


Sub-measure 3.2.2: To develop confidence in EU initiatives


Actions by National Authority in charge of Research?


			 To promote EURAXESS Jobs as a free-of-charge European initiative


			 To add a disclaimer on national portals informing that EURAXESS is a «EU funded 





   initiative»


(Add more…)














EC support?


			 














Measure 3    


How? 


			 Against misconception that « free-of-charge service » = low quality, to show that there is quality behind free-of-charge initiatives like EURAXESS Jobs, which is free because funded with European tax payers’ money 





Sub-measure 3.2.3: To show the benefits of a quality « free service »


Actions by National Authority in charge of Research?


			 To spread success stories about job publication and recruitment through EURAXESS Jobs;


			 To share with/provide potential partners statistics about job publication success rate





(Add more…)

















EC support?


			 Provision of job publication figures and data
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Measure 3    


How? 


			 Transparency is needed to attract best talents, which entails increased efficiency


			 Transparency means also opening recruitment, which enhances both visibility & 





  competitiveness


Sub-measure 3.1.1: To inform and emphasize the benefits of full transparency & open recruitment


Actions by National Authority in charge of Research?


			 To inform potential partners (i.e. job providers & job posting platforms) about the 





   benefits of cooperation


			 To motivate potential partners (i.e. job providers & job posting platforms by showing 





   positive results of collaboration 


			 To emphasize the advantages of mutual venture (synergy) 





(Add more…)





EC support?


			 Charter and Code (C&C): HRS4R (Human Resources Strategy 4 Researchers)
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How? 


			 Showing that more openness = more competitiveness (researchers from





   all over the world = talent presence = excellence = competitiveness)


			 Constant political support





Sub-measure 2.1.1: To support the mentality shift towards openness to internationalisation


Actions by National Authority in charge of Research?


			 Sending out / writing letters to relevant stakeholders (e.g. Research Councils, 





   Chambers of Commerce, etc.)


			 Adopt legal instruments (e.g. recommendation wrt job publication)


			 Defining a «recognition strategy» for EURAXESS Jobs users


			 Disseminating good practices to relevant stakeholders





(Add more…)








EC support?


			 Job publication (in EN) supported by: EURAXESS Jobs; Marie Curie Actions (MCA); ERC, etc.
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Measure 2 


How? 


			 Through constant political support aimed at reversing cultural protectionism and counterbalance the negative effects of lack of resources (i.e. HR and financial means)





Sub-measure 2.1.2: To develop mechanisms with respect to HR and financial support


Actions by National Authority in charge of Research?


			 Providing funding (and HR) for job translation in EN


			 Developing standard templates (or classifications) in EN for job publication and 





   content 


			 Use of automatic translator tools


			  Making job publication on EURAXESS Jobs (in EN) an eligibility criterion for national 





   grant schemes


			 To give national EURAXESS Services (all: BHO, Service Centres, Local Contact 





   Points) the responsibility of training personnel in charge of publishing research job 


   vacancies


(Add more…)








EC support?


			 All developments and tools offered within the frame of EURAXESS Jobs


			 Possible further implementation under FP8 
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Measure 3    


How? 


			 To reassure potential partners (job platforms especially) that E.J. is not a 





   « business driven » initiative (different scope)


			 To insist on “complementarity” of services provided vs “competition” (partly different 





   services offered)


			 To encourage synergies by showing advantages for both sides (for them: opportunity 





   to assess their services and diversify them even more, if necessary/opportune)


			 To assure that collaborating with E.J. = increase of visibility (Europe-worldwide)





Sub-measure 3.2.1: To boost synergies/ To reassure


Actions by National Authority in charge of Research?


			 Organising joint meetings with relevant potential partners (mainly 





   job platforms) to explain what is at stake


			 To establish regular exchange of information about  the topic « job publication » and 





   provide figures about enhanced visibility (e.g. number of visits, visits’ origin, etc.)


			  Offering to job platforms to display their logo on EURAXESS Jobs once job exchange





   is running


(Add more…)


EC support?


			 Parallel initiatives with relevant potential partners (e.g. Naturejobs)
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WG "Jobs"


Questionnaire to the SG HRM


Subject: Mapping exercise of relevant national research job providers


· Introduction


The European Researchers Partnership's Axe 1[footnoteRef:1] has set the objective to substantially increase the number of job vacancies published on EURAXESS. To this end, "by the end of 2010", "Member States and Commission" "ensure that all publicly funded researchers' positions are openly advertised online, in particular through EURAXESS" (Axe 1/Proposed priority action N°2) [1:  COM Better career and more mobility: A European Partnership for researchers COM (2008) 317 final] 



Main goal of the WG "Jobs" is to help Member States and all those actively participating to the implementation of the EPR to find ways (i.e. a strategy) to convince/persuade relevant national job providers and job posting platforms (e.g. JobsUK in the UK, Galaxy in France, etc.) to publish/export their research job adverts to EURAXESS. 


To this end, the WG "Jobs" is expected to come up by the end of this year with a simple, clear, flexible and feasible strategy to be endorsed by national authorities (i.e. R&D ministries, presidents of national Academy of Sciences, etc.). In doing so, the WG has adopted a working methodology that, among others, relies also on a mapping exercise to be run through a questionnaire aimed at providing information about:


1. Name and number of relevant/main potential partners of EURAXESS (e.g. institutions publishing research jobs, job posting platforms - both free of charge and with fee – etc.);





2. Rough estimation of the number of job vacancies to be published on EURAXESS (if data is available)


· Definitions:


For the purpose of the questionnaire the following definitions are used:


- "Relevant job providers" = organisations (both public and private) with the highest volume of research job adverts by year in the country


- "Job posting platforms" = Services (both public and private) pooling research jobs and/or publishing them (e.g. EURES, Galaxy)


- "Research job" = any position addressed to professional researchers (Frascati Manual definition) at all career stages (Marie Curie definition)








· COUNTRY[footnoteRef:2]:  [2:  18 countries provided an answer to the questionnaire: Austria; Belgium; Croatia; Denmark; France; Germany; Greece; Hungary; Israel; Lithuania; The Netherlands; Norway; Poland; Portugal; Romania; Serbia; Slovenia; Sweden; Turkey; The United Kingdom] 



			A) National research job providers/ job posting platforms








1) 5-10 relevant research job providers with web-site


			URL (web-site address)


			Type of web-site


Addressed to:


All professions


Research professions only


Both (please specify)


			Sector published jobs refer to


Public


Private


Both 


			Language in which job advertisements are available


National language


English


Both 


Other/s





			Are these jobs also available on the EURAXESS Jobs portal?


Yes


No


Partly


			If not, what are the chances of a job exchange with EURAXESS Jobs?


High


Medium


Low


			Is there any promotion or link to the EURAXESS Job Portal?


Yes


No


			Target group (e.g. only researchers with a teaching position in HEI-)





			Austria: 


8 URL mentioned


			All professions


			All public jobs only


			About 50% of job providers publishing both in national  language and partially in english


			Publication of jobs also partly on EURAXESS for a majority of these job providers (in addition to publication by  universities on their own homepage)


			


			No


			Target of these  job providers: all university staff for a majority 





			Belgium: 10 URL mentioned


			In majority, research professions


			Job providers mentioned refer in majority  to both public  and private sectors


			Publication both in national language  +  in english  


			No publication on EURAXESS by 50% of Job providers but intention to increase the proportion before end 2011 expressed for french community 


			High expectations of an increasing exchange with EURAXESS in the french community 


			No promotion  of EURAXESS in  most cases (except french community)


			Broad researchers's target in most cases





			Croatia: 


5 URL  mentioned


			Research professions only


			Public jobs


			National language


			Partly


			High


			No in most cases 


			Researchers  + teaching


NB: Univ not integrated..  So, . publication of vacancies at the level of department





			Denmark: 8 URL mentioned


			All professions


			Public jobs


			Both national + english in most cases (sometimes only english)


			In some cases,  jobs also published on EURAXESS 


			


			No promotion  of EURAXESS


			Depending: Researchers and sometimes both scientific and administrative staff





			France:  2 URL mentioned


(but each university has also  its own web site)


			Research


			Public 


			National language as regards universities; 


Both national and English as regards public research organisations


			Variable


			High for universities





Variable for public research organisations


			Depends on the organisations


			Universities: researchers with a teaching position





Public research organisations: all researchers positions





			Germany:


 Germany: most universities and research organizations publish their job vacancies on their own institutional


websites. 


			


			No general comment can be made on where industry publishes its jobs 





			National language. Sometimes English too


			Some published on EURAXESS Jobs Portal


			


			


			An overview of all subpages where universities publish their jobs can be found on the


website of the German Rectors Conference: http://www.hrk.de/de/adressen_und_links/158_162.php





			Greece: 10 URL mentioned


			Research professions only


			Public mostly


			National language mostly


			Partly


			Medium (exception: high  in one public case)


			No (one public exception) 


			Research jobs





			Hungary: 


2 URL mentioned


			


			Public


			Both Hungarian and English in one case 


			No publication  on  EURAXESS Jobs


			Medium


			No promotion  of EURAXESS


			





			Israel: 3 URL mentioned


			Research professions only


			Public jobs only


			English only


			Yes, jobs also partly on EURAXESS Jobs 


			Possibilities of  increased exchanges with EURAXESS


			There is a promotion  of EURAXESS


			All researchers





			Lithuania: 1 URL mentioned


			Research professions only


			


			National language only


			Yes, jobs also partly on EURAXESS Jobs


			


			No


			All researchers





			Norway: 6 URL mentioned


			All professions


			Public private 


			National language + English


			Only some on EURAXESS Jobs


			Low chances of improvement


			No 


			





			Portugal:


2 URL mentioned


			Both


			Public


			


			Partly


			Low


			Yes


			Researchers & teaching position in HEI-)





			Romania: 


11 URL mentioned


			Research professions


			Public


			National language


			No 


			Medium


			No


			Researchers 





			Serbia: 


4 job providers with web-site mentioned


			Research professions


			Public


			National language


(1 exception)


			No 


			Medium in most cases


			Yes in the majority of cases


			Researchers and students





			Slovenia


6 URL mentioned


			Research professions


			Mainly public jobs


			Mainly national language (but some in English)


			The majority of jobs remain advertised on individual websites, but 25 organisations have already joined the EURAXESS portal


			Medium


			Yes


			University staff/researchers





			


			


			


			


			


			


			


			





			Sweden: 5 URL mentioned


			All professions


			Private (but each department of universities to publish for itself)


			Both national language  +  english


			No


			


			


			Mostly researchers





			Switzerland: 2 URL mentioned


			1 all professions, 1 research professions only


			Public


			Both


			Partly


			High


			Yes


			





			Turkey





2 URl mentioned


			One research profession, one all professions


			Public jobs


			National language


			Partly


			


			Yes


			Researchers from HEI and private sector in one case, researchers with a teahing position in the  other





			UK: 4 URL mentioned


			Research professions


			Either public or private


			National language only (English)


			Partly


			Medium in most cases


			No in most cases


			Researchers specialised in the sector 











2) 5-10 relevant research job posting platforms with web-site


			URL (web-site address)


			Type of web-site


Addressed to:


All professions


Research professions only


Both (please specify)


			Sector published jobs refer to


Public


Private


Both 


			Language in which job advertisements are available


National language


English


Both 


Other/s





			Are these jobs also available on the EURAXESS Jobs portal?


Yes


No


Partly


			If not, what are the chances of a job exchange with EURAXESS Jobs?


High


Medium


Low


			Is there any promotion or link to the EURAXESS Job Portal?


Yes


No


			Target group (e.g. only researchers with a teaching position in HEI-)








			Austria: 11 platforms mentioned


			All professions targeted by a majority  of platforms


			Job published refering to both public and private sector in a majority of cases


			Job advertisement partly in English partly national in a majority of cases


			Partly (jobs  not available on EURAXESS in a majority of cases).


			Medium for public platforms/ Low in other cases


			No, except in public positions


			Graduates in a majority of cases where the precision was given





			Belgium: 1 URL quoted


			Research profession only 


			Both public and private sector





			National language + sometimes in english


			No (but it is planed to advertise the job vacancies on EURAXESS before end 2011)


			High 


			No (but it's planned to insert a link to the EURAXESS Job Portal  before end 2011)


			Doctorate holders





			Croatia: 


5 platform mentioned


			All professions


			Both in most cases


			Both in 2 cases out of 3


			Partly


			Low


			No


			All researchers





			Denmark: 6 platforms mentioned


			About 50% all professions


			Publication in majority of public jobs


			Most national language but some in English


			Partly


			Don't know


			No promotion of EURAXESS


			





			France: 


2 platforms mentioned (1 for public research organisations and the Ministry; 1 for universities


			Researchers professions with a teaching position for universities;


 








Researchers professions only for the public research organisations;  


			Public























Both


			National language (with optionally – opn galaxy- a short description of 2 lines in English about the job profile)











Both 








			No























No


			High. If the problem of translations in English is simplified and if Galaxie automatically transfers offers to EURAXESS Jobs





Low








			Yes























Yes , as partner website


			PhD researchers and researchers with a teaching position .











Early stage researchers





			Germany: 


6 platforms mentioned


			All professions


			50% public


			National in 50%  of platforms (both in 2, english in 1)


			Partly


			


			No


			All researchers at all career stage





			Hungary: 11 platforms mentioned


			All professions


			Publication of public jobs in 6 platforms about 11


			Both national language + English in majority of plaforms (+ in german in some)


			No


			Medium in general, but high for governmental jobs


			No, but in several cases a banner entitled "our top clients"


			All professionals





			Greece:  6 platforms mentioned


			All professions in majority of cases


			Both sectors in the majority of cases


			National language only


			No (exception: Ministry Educ/gov: partly)


			Low (exception: f rom the Ministry: medium)


			No 


			All target groups in most cases





			Norway: 2 mentioned


			All professions


			Both public and private


			Both national + english 


			Very few on EURAXESS


			Low


			No


			





			Poland: 3 platforms mentioned 


			Research professions in majority


			Both public and private


			National language only


			Partly


			High  (for the Ministry platform)


			Yes (Ministry)


			Researchers in 2 platforms out of /3





			Portugal


One URL mentioned


			


			Both


			Both


			Partly


			Low


			Yes


			





			Romania: 


7 URL mentioned


			All professions


			Both


			National language


			No


			Low in most cases


			No


			All types





			Serbia: 


5 platforms mentioned. 


			All professions


			Both


			National language 


only


			No 


			Low in most cases (high in 1)


			No


			General





			Sweden: 3 platforms mentioned


			All professions


			Mainly mix public/private


			Often both in national language  + english 


			Partly


			


			


			





			Slovenia:


7 URL mentioned


			Both


			Both


			Mainly national language, but some are available also in english


			Partly


			High in some cases


			Yes 


			Researchers/ HEI  + private sector





			


			


			


			


			


			


			


			





			Switzerland: . 9 platforms mentioned


			Both in most cases


			Both in most cases


			Both in most cases


			No in most cases


			Medium in majority of cases. High in some


			No


			





			Turkey


2 URL mentioned


			Research profession only


			Public in one case, Both sectors in the other


			National in one case, both in the other


			Partly


			


			No


			Only researchers with a teaching position in HEI





			UK: 4 platforms mentioned


			All professions with interest in science


			Both


			National language only (English)


			Partly – only if job providers upload  them separately


			Medium


			No 


			All researchers in most cases











			B) National state of play regarding research jobs publication











1) Is there a national strategy aimed at encouraging open recruitment?


□ Yes : 
- Austria; 
- Belgium; 
- Croatia; 
- France; 
- Germany;  
- The Netherlands; 
- Norway; 
- Poland;
- Portugal; 
- Slovenia:   as a principle mentioned in the National Research and Development Action  Plan 2006-2010, but no particular strategy has been elaborated for the field yet; 

- Sweden: not only for employees of authorities under the Government
- Turkey


□ No				(If no, then please go to section III)


- Denmark; 
- Hungary: No – Strictly speaking, there is no national strategy, but other instruments to promote open recruitment. See B. 2);
- Israel;
- Lithuania; 
- Romania; 
- Serbia;
- Switzerland; 
- UK (There is no formal national strategy as universities and other institutions have autonomy to set their own recruitment strategies within the overall context of European rights to freedom of movement, national immigration law etc.   In practice UK institutions recruit on a world wide basis and the Quality Assurance Agency Code of Practice and the UK Concordat for researchers stresses the importance of recruiting the retaining researchers of the highest potential and the need to promote diversity in all aspects of the recruitment and management of researchers and there is a clear expectation that jobs will be advertised openly.  As a result a significant percentage of UK researchers come from abroad - some 20% of university staff and an even higher percentage of researchers (around 35% - )-.





2) Could you please describe this strategy in about 15 lines (please indicate also references – e.g. legal instrument number – and/or web site)? 


- Austria: most of the “publicly financed researchers” work at universities. Since 2004, Austrian universities are autonomous  (by the University Act 2002), and, as a consequence, have become employers of their personnel. They have to advertise all job vacancies (apart from some exceptions) publicly by legal obligation (University Act 2002), but there was no further specification of form, area or tools  for advertising publicity. In consequence of the EPR initiative (priority area 1), an amendment to the University Act 2002 came into force on 1 October 2009  (University Act 2002 i.d.F. BGBl. I Nr. 81/2009, § 107 http://www.bmwf.gv.at/uploads/tx_contentbox/UG2002_011009.pdf): Universities have to post now (research) job vacancies internationally, at least EU-wide. Initiatives are also taken regarding EURAXESS (see 8) below). 


- Belgium: initiatives can be mentioned regarding a promotion of EURAXESS Jobs (see 8) below). 


- Croatia: One of Croatia's key achievements to facilitate researcher mobility, the Action Plan for Mobility of Researchers, was issued by the Ministry of Science, Education and Sports (MSES) on 9 September 2009. The main goals of the Action Plan are to remove obstacles to the mobility of researchers and to enhance their international and intersectoral mobility.


The Action Plan is based on strategic national documents and on the principles of the European Charter & Code, as well as the European Partnership for Researchers. The first objective of the Croatian Action plan for Mobility of Researchers 2009-2010 reads: “Step up transparency of the employment process and facilitate the portability of grants, stipends or fellowships”. The measures proposed to fulfill this objective include the encouragement to all public institutions to publish all R&D vacancies both in the Official Gazette “Narodne novine” and on the central EURAXESS portal.


- France: Legally binding national regulation (https://www.galaxie.enseignementsup-recherche.gouv.fr/ensup/candidats.html : all the references are in the left column of this page): "Par arrêté de la ministre de l'enseignement supérieur et de la recherche en date du 6 janvier 2010, le recrutement de professeurs des universités est autorisé, pour pourvoir à des emplois jusqu'au 31 décembre 2010 et dans la limite de 1 410 emplois. Ces emplois sont, dans les mêmes conditions, offerts à la mutation et au détachement.
Le recrutement de maîtres de conférences est autorisé pour pourvoir à des emplois jusqu'au 31 décembre 2010 et dans la limite de 2 203 emplois. Ces emplois sont, dans les mêmes conditions, offerts à la mutation et au détachement.
Les emplois offerts en application des deux paragraphes ci-dessus sont soit vacants, soit susceptibles d'être vacants. Chaque emploi et ses caractéristiques sont publiés par les établissements où ces emplois sont à pourvoir sur un site internet du ministère de l'enseignement supérieur et de la recherche accessible à partir de l'adresse suivante : http://www.enseignementsup-recherche.gouv.fr, rubrique « Emploi dans l'enseignement supérieur », puis « GALAXIE ». Decrees of the 30 march 2010 (http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000022133430&dateTexte=&categorieLien=id / http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000022133443&dateTexte=&categorieLien=id)


· Decree of the 6 January 2010 (http://www.legifrance.gouv.fr/affichTexte.do;jsessionid=4713D522FE9BF9C9E52D37A6FAF923FC.tpdjo08v_2?cidTexte=JORFTEXT000021720579&categorieLien=id)


· Decrees of the 7 october 2009, relative to the legal dispositions on the recruitments of the universities professors (http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000021158665&fastPos=1&fastReqId=435620245&categorieLien=id&oldAction=rechTexte) and the lecturers (http://www.legifrance.gouv.fr/affichTexte.do?cidTexte=JORFTEXT000021158708&fastPos=1&fastReqId=1263008460&categorieLien=id&oldAction=rechTexte)


· Law relative to the liberties and responsibilities of the universities (http://www.nouvelleuniversite.gouv.fr/-le-projet-de-loi-relatif-aux-libertes-des-universites-.html)


- Statutory texts relative to the researchers with a teaching position (http://www.enseignementsup-recherche.gouv.fr/cid22664/enseignants-chercheurs-textes-reglementaires.html


- Germany:


The large majority of researchers in Germany are employed as civil servants (Beamte) or public sector employees


(Angestellte). The constitutional principle of the selection of the best ensures the openness of recruitment


procedures in this sector, aided by the provisions of equality legislation (gender mainstreaming) and the General


Anti-Discrimination Act of 2006.


Recruitment procedures for university teachers in Germany are traditionally strongly competition-based. Under


current Länder law, the Länder Ministries are increasingly transferring the right to appoint staff to the respective


universities and research institutions.


Furthermore, the openness of advertisement and recruitment procedures in the higher education sector is


guaranteed under the Länder Higher Education Laws. The most recent Länder Higher Education Laws not only


stipulate the traditional supra-regional and public advertising of vacancies, but also explicitly demand that vacancies are advertised internationally (depending on the importance of the position or in some cases as a general rule) and only allow exceptions in special cases.





- Hungary: 
. There is a legal obligation. In general all public research jobs have to be published on a central governmental recruitment site (www.kozigallas.gov.hu) because researchers in these positions are public servants who have to be recruited openly by the force of Act XXXIII of 1992 on the status of public servants. However, these job adverts are published only in Hungarian. Initiatives are also planned regarding EURAXESS Jobs (see point 8 below).


. As proposed actions of the “European Partnership for Researchers - National Action Plan of Hungary”, the awareness raising campaign promoting the Charter and Code as well as the promotion of the EURAXESS portal as an effective tool in advertising research job vacancies are highlighted. The national consultation concerning the National Action Plan has almost come to an end, it is expected to be adopted in 2010. 


			- The Netherlands: Dutch equal treatment legislation stipulates that unequal treatment is unlawful in specific fields and on a limited number of grounds. For this reason the Dutch Equal Treatment Commission, an independent organisation, was established in 1994 to promote and monitor compliance with this legislation. The Commission also gives advice and information about the standards that apply. 





In the Collective Labour Agreement for researchers it is noted that the employee, who is subject to potential dismissal as a result of a reorganisation, shall be given priority when filling internal vacancies. Other activities in the Collective Labour Agreement concern


· promoting maximum personal development of employees 


· contributing to the improvement of working conditions 


· being a centre of knowledge and expertise for universities as employers 


· promoting professional human resources management 


There are no legal instruments describing recruitment and selection procedures.





- Norway: Act relating to Civil Servants, etc. of 4 March 1983 no. 3 (Civil Service Act)


Section 2  Announcement of vacancies for senior civil servants and civil servants


Vacancies for senior civil servants (embetsmenn) or civil servants (tjenestemenn) shall be announced publicly if nothing else is laid down in rules and regulations or in the collective agreement.


http://www.ub.uio.no/ujur/ulovdata/lov-19830304-003-eng.doc


- Poland:  The forthcoming reform of higher education, expected to take effect in 2011, imposes an obligation on public universities to announce all openings for academic teachers on the webpages of the university involved, on the dedicated web page (already in existence) of the minister responsible for higher education, as well as on the European Commission’s Euraxess portal. The obligation will also apply to selecting the rector and vice-rector of a public university if the university decides on filling that position by means of an open competition as opposed to the traditional method of having an election.


- Sweden: Employment Ordinance (1994:373) [http://www.sweden.gov.se/content/1/c6/07/20/03/fa9e5c9e.pdf]


Section 6 An authority that intends to recruit an employee must provide information about this in some suitable way so that those who are interested in the position can notify the authority within a certain time. 


In the case of an appointment that is subject to decision by the Government after proposal or notification from an authority or the head of an authority, the authority must provide information about the vacancy. 


If there are special reasons not to, no information need be provided. 


Section 7 Information about the authority’s decision concerning the appointment must be displayed on the authority’s noticeboard. 


The first paragraph need not be applied in the case of 


-- an appointment that is expected to last a maximum of six months, 


-- appointment of trainees already working for the authority. 


Section 8 A notice under Section 7 must contain information about 


1. the day on which the notice was posted on the noticeboard, 


2. the procedures for appeals against the decision, 3. the dissenting opinions recorded in the minutes or in any other document


- Turkey: Higher Education Council determines the regulations of employment in public universities. According to regulation accepted in the official gazette numbered 26953 and dated 31.07.2008, general qualifications of university staff and the publication requirements of the vacancy are determined. Other public organisations are also obligated to publication of vacancies with their respective regulations. In order to ensure the fairness in the employment general examination (Public Personnel Selection Exam (KPSS)) are applied. Public organisations require a relavant KPSS score as a prerequisite in the selection process.  There is no specific strategy for promoting open recruitment in private universities and private research organizations.











3) Which legal instrument is used for that? 


- Legally binding national regulation       			     □ Please specify


- Austria: legally binding national regulation (Amendment  to the University Act 2002) 


- France: see above


- Germany


- Hungary: see the law mentioned in question 2


- Greece:  National legislation foresees the publication of research job vacancies in HEIs in the Official Gazette and in nation-wide and local-wide newspapers.  Additionally, the newly established jobs transparency law 3861/2010 foresees that all research job vacancies in HEIs must be, also, published on the respective institution’s home page and on website of the relevant Ministries. The Ministry of Interior has developed a portal (diavgeia.gov.gr) called diavgeia (=transparency in Greek), with a lot of clarifications and information regarding the new law. However, there is no clear provision about the research job vacancies announced by the public research centres. There is only a not so clear interpretation of the law, for the cases of the research institutes that are funded from the public budged more than 50% of their annual budged that they are included in this law. On the contrary it is quite clear for the directors or presidents of these institutions, for which it is mandatory to be published on the web. The General Secretariat of Research and Technology (GSRT) of the Greek Ministry of Education goes one step further and has developed a system of collection of all the jobs announcements posted by the Universities in National level and resends them to the Public Research Centres, supervised by this governmental body to publish them in their portals but only in Greek. There are not official statistics for the number of these jobs announcements. There is complete lack of information or any collection mechanism for researcher’s job published by Research Organizations in Greece and Private Sector.


- The Netherlands: 

Equal Treatment Act (Algemene wet gelijke behandeling, AWGB)


· Equal Treatment in Employment (men and women) Act (Wet gelijke behandeling mannen en vrouwen, WGB)


· Equal Treatment (working hours) Act (Wet verbod op onderscheid naar arbeidsduur, WOA) 





· Equal Treatment Temporary and Permanent Employees Act (Wet Onderscheid Bepaalde en Onbepaalde Tijd, WOBOT) 


· Equal Treatment (Disability or Chronic Illness) Act (Wet gelijke behandeling op grond van handicap of chronische ziekte, WGBH/CZ) 


· Equal Treatment in Employment (Age Discrimination) Act (Wet gelijke behandeling op grond van leeftijd bij de arbeid, WGBL). 





- Poland: the new regulations will be introduced by amending the Law on Higher Education.


- Portugal


- Slovenia: New law on Researchg and Innovation Activities 2010-2020 (in preparation; New Law on Higher Education  2010-2020  (in preparation).


- Sweden: The Employment Ordinance [http://www.regeringen.se/content/1/c6/07/20/03/fa9e5c9e.pdf]


- Turkey: Regulation accepted in the official gazette numbered 26953 and dated 31.07.2008.



- Not binding other instruments                                                  □ Please specify ….


. Belgium: rector’s conference, regional EPR action plan, workshop (awareness building).


- Hungary:  Encouraging open recruitment and promoting the EURAXESS portal are significant actions of the future National Action Plan. 


- Croatia: the above mentioned Action plan


- Slovenia:  Act on Research and Development Activities, from 2002, amended in 2007  (Official Gazette of the RS, 11/07, 7 December 2007), stating the principles of the knowledge based society  and open access to information 


4) Has the strategy been successful?


□ Yes


. Austria


- France


- Germany


- Norway


- Sweden


- Turkey


□ No


□ Partly


- Belgium


- Croatia


- Hungary: There is no prevailing strategy right now encouraging open recruitment, but the fact that public research jobs have to be published on a central governmental recruitment site means a further step towards open recruitment.  


- The Netherlands


5) If yes/partly, please specify the nature of the impact or results


- Austria: Since June 2009, 63 additional Austrian organisations registered on EURAXESS Jobs

- Belgium: 
Flemish community: it is too soon to tell. Moreover, there is a general tendency towards more open recruitment by the main research job providers, so we find it hard to tell whether this is due to any strategy or to evolutions that are going on anyway.French community: the process being quite new (end of 2009), we expect the first results by the end of 2010. The inhouse coordination is currently underway in the universities but the awareness raising campaign remains to be launched. Hence, only the R&D administrations are on board. Next step will be to inform Head of Faculties, chief of departments and head of labs about the publication of their job vacancies.From there on, the awareness raising campaign will target other R&D stakeholders (higher education, public research centres, private sectors, etc).


- Croatia:  After  the written instruction by the MSES, the PROs and the HEIs have begun posting their research vacancies on the EURAXESS portal. It is still not at 100% but there is a positive progress.


- France: Approximately 3000 recruitments in 2009  for 3500 jobs published in Galaxie.


- Germany: Open recruitment is legally binding in Germany.


- Greece: The system works satisfactory for Universities at national level and perhaps for diaspora Greek researchers, especially after the enforcement of the new “transparency” law. The negative points are that over 90% of the new job vacancies are published only in Greek; there is no official monitoring mechanism for keeping statistical data and the landscape in the private sector is totally obscure. Another point is the fact that there is only limited information about the publication of research job vacancies by research centres.


- Hungary:  As it is compulsory by law to publish all public research jobs on a national web site, it can hinder advertising research jobs only internally.


- Norway:  The act has been in place since 1983 and little has changed since in relation to vacancies for for senior civil servants (embetsmenn) or civil servants (tjenestemenn).


			


- The Netherlands: Not every vacancy is published and researchers depend heavily on networking in getting a job position. 


There are certain situations in which an employer may express a preference for a particular group of applicants. The following rules apply. 


· If candidates are equally suitable for a job, an employer may express a preference for a particular group. Preferential policies may only be applied for the benefit of women, people from ethnic minorities and those with a handicap or chronic illness. This is subject to a number of conditions.


· Preferential treatment for women is only permitted when the percentage of women in a particular function in a company is significantly lower than the percentage of men. This does not mean that exactly the same number of men as women should occupy the function in question.


· Preferential treatment for people from ethnic minorities is only permitted when the percentage of people from this group is significantly lower than the regional percentage.


· Applicants from groups that are not covered by preferential policies, such as men, may not be automatically excluded from the process of employee recruitment.














- Turkey: All vacancies in public universities and other public organisations are accessible online. Public Personnel Selection Exam (KPSS) ensured the fairness in selection process partly.





6) If no, please indicate why





7) Is there an obligation/recommendation to publish research jobs on-line?


□ No: Belgium; Netherlands; Sweden


□ Yes: Greece; France;  Croatia


. Austria: Yes, recommendation to use EURAXESS Jobs within the legal commentary to the University Act 2002


- Norway


- Poland


- Slovenia: yes, via EURAXESS and the European Partnership for Researchers activities.


7.1) If yes, what is the form used for this obligation (letter, etc)?


			- Austria: No obligation, but recommendation to use EURAXESS Jobs within the legal commentary to the University Act 2002 – see above.


- Croatia: In Article 40 of the Act on Scientific Activity and Higher Education (Official Gazette no. 123, 2003) the PROs and HEIs are instructed to publish all job vacancies in the Official Gazette (published on paper and on-line), the daily press and on organisations’ own official websites.


The above mentioned written communications by the MSES towards the PROs and the HEIs (in May 2010 and July 2010, respectively) have also added to that list the publication on the EURAXESS website. 


- Hungary:  As mentioned in question 2), public research jobs have to be published on a central governmental recruitment site (www.kozigallas.gov.hu), advertisements appear in Hungarian.


- France: National regulation ("arrêté" of the Minister of Higher Education and Research)


- Greece: According to the new national law, all research job vacancies in HEIs should be published on the respective home pages of the institutions. Additionally, the HEIs send their job vacancies to GSRT which collects them all on a daily basis and send them to the Public Research Centres and the Greek BHO to publish them on their own portal and EURAXESS JOBS Portal respectively.


- Norway: The obligation is to report vacancies to the Norwegian Labour and Welfare Administration (NAV). The only reporting mechanism is on-line.


The obligation is mentioned in the Act relating to labour market services. ”Lov om arbeidsmarkedstjenester (arbeidsmarkedsloven).  Seksjon 7  Arbeidsgivers plikt til å melde ledige stillinger Arbeidsgiver skal straks melde ledig stilling til Arbeids- og velferdsetaten.”


The unofficial translation would be ” The employer shall imidiately report vacant potions to the Norwegian Labour and Welfare Administration.


- Poland:  The ministerial web page mentioned above (http://www.nauka.gov.pl/ministerstwo/praca) features a letter by an Undersecretary of State encouraging research and academic centres to submit information on vacant posts, also those in research management.


- Portugal


- Slovenia: Invitation by letter, public announcement to research community, promotion along information days for human  resources  activities and cooperation


- Turkey: According to regulation accepted in the official gazette numbered 26953 and dated 31.07.2008, public universities are obligated to publish their vacancies in the web site of Higher Education Council.











8) Which on-line tools are recommended to publish jobs? (Multiple choice)


0. □ EURAXESS Job Portal: Austria; Belgium; Croatia; Greece; Hungary; Norway; Portugal; Slovenia:


- Austria:  Because of university autonomy, it is not possible to further specify by law the form or tool of advertisement, but EURAXESS Jobs is explicitly mentioned in the legal commentary to the amendment as a possible cost-free tool to post jobs internationally. Therefore, the Austrian Ministry of Science and Research is promoting EURAXESS Jobs via articles, brochures, flyers, newspaper advertisements to raise the awareness of the European job database for researchers among universities and public research organisations or advertising publicly


- Belgium: 


. Flemish community: 


In March 2010 a regional action plan was adopted in the framework of the EPR. Research job providers were implicated in the discussions preceding and drafting of the action plan, in order to implicate them as much as possible.


Examples of actions: 


.  A Flemish chapter in the Belgian EURAXESS  portal 


. A workshop is planned on 12 October 2010 to foster an open discussion on open recruitment and to look at good practices and obstacles.


. At the Research foundation – Flanders, a working group is elaborating a proposal for objective and accurate evaluation of foreign candidates for research fellowhips


. Possibilities will be analysed how to further stimulate publishing of vacancies on EURAXESS jobs. In the meantime universities are recommended to do so.


. French community : 


1) Fund for Scientific Research, Rector’s conference and Universities: End of 2009, the rector’s conference set up an interuniversity group aiming at encouraging the international publication of job vacancies : EURAXESS Jobs. In 2010, the rector’s conference further adopted an official statement encouraging the implementation of HR strategies for researchers in the universities in which the international publication of job vacancies is a main objective. The final goal of the interuniversity group is to increase significantly the number of universities job vacancies in R&D published on the Euraxess portal. In order to achieve that objective an awareness raising campaign targeting R&D stakeholders in the universities will be conducted by the end 2010. The Fund for Scientific Research is the main driver for implementing in the French Community as it is in charge of developing the network, managing the website and coordinating the actions. Besides, the main job provider for doctorate holders has committed to upload its job vacancies   


2) DGENORS (R&D administration): The scientific research department organised information sessions on  EURAXESS for higher education institutions and public research center representatives. It also provided representatives of the private sector  (Union  wallonne des Entreprises) with a brief information on EURAXESS. 


- Croatia: The first objective of the Croatian Action plan for Mobility of Researchers 2009-2010 reads: “Step up transparency of the employment process and facilitate the portability of grants, stipends or fellowships”. The measures proposed to fulfill this objective include the encouragement to all public institutions to publish all R&D vacancies both in the Official Gazette “Narodne novine” and on the central EURAXESS portal. The Ministry for Science, Education and Sport (MSES) has indeed instructed the Public Research Organisations (PROs) as well as the Higher Education Institutions (HEIs) in separate documents to follow this procedure (in May 2010 and July 2010, respectively). The EURAXESS Service Centre Zagreb has thereupon sent out a detailed description of the procedure and has worked as a contact point for all questions regarding the vacancies publication on the EURAXESS portal.


- Greece: Another mechanism is developed by the National EURAXESS Network, after communication with GSRT and the BHO receives all the collected job vacancies as well, on a daily basis. A special case of the directors or presidents of Research Centres is that GSRT is sending directly in English these announcements to the National EURAXESS Portal administrator, which makes the data entry to the European EURAXESS Portal. The BHO of the Greek EURAXESS Network, redistributes these announcements to the members of the network in Greece depending on their geographical area that they cover, so the members of the network in each area are contacting with the Universities of their area, in School, or department level, asking them to publish them in English on the EURAXESS Jobs portal and provide training if needed, sometimes visiting them. This methodology is applied in 2010 and the result is an increase of the job postings in Greece around 4 times compared with 2009 only the first 8 months. BHO has developed also a database to keep statistics, since last month for the collected jobs. Indicatively, in August 2010, around 300 jobs announcements were collected for all public national Universities. The so far gained experience does not allow a safe estimation of the total job vacancies in Greece, only a rough estimation could be done.


- Hungary: . As proposed actions of the “European Partnership for Researchers - National Action Plan of Hungary”, the awareness raising campaign promoting the Charter and Code as well as the promotion of the EURAXESS portal as an effective tool in advertising research job vacancies are highlighted. The national consultation concerning the National Action Plan has almost come to an end, it is expected to be adopted in 2010.


- Norway;


- Slovenia.


0. □ National EURAXESS portal  Portugal; Partly Slovenia; 


0. □ National web site (e.g. Ministry's one) Hungary;  Norway;  Poland; France; Greece; Slovenia; 


0. □Local web site/Platform France; Greece; Portugal; Slovenia;


0. □ Other (please specify) Slovenia: Employment Office of the Republic of Slovenia, RTD.SI (Research and Technology for Development in Slovenia).


9) Good practices for on-line publication (max 3 examples)


			- Belgium: French Community: Identify the job publishers in the universities and provide them with a login and password affiliated to the main account of the university managed by the central administration. Such an organisation allows the university R&D administration to monitor the offer, provide a helpdesk to publishers and measure the flow of job vacancies.


- Croatia: It is obligatory to publish research vacancies in the public sector in the Official Gazette (“Narodne Novine”), which is published both on paper and on-line. Furthermore, the PROs and HEIs are required to publish job vacancies on their own websites.


- Greece: The only good practice (if we can characterize it so) is the remarkable efforts of the national EURAXESS Network in order to promote at least the job vacancies of the Universities. According to the statistics provided by REGGIANI in 2004 (1st year of jobs publication) were published only 6 jobs, while in 2010 (Aug. 2010), more than 160. Our estimations for this year are more than 300 jobs, which represents a percentage of 7 to 10% of the total jobs coming from Universities. 


- France:  


· Standardization of job descriptions


· Use of common keywords references


· Each time there is a new job published, GALAXIE sends automatically a newsletter advertising interested subscribers


- Germany:  EURAXESS, Academics; 


- Hungary: Example of effective publishing: Hungarian Academy of Sciences (HAS) publishes its research jobs on several platforms: own website, the governmental jobsite, private jobsites, press (newspapers), official journal (‘Academic Report’ – on paper + partial access on the web). Although, it does not publish jobs on the EURAXESS site. 


The site offers to upload CVs into the database of the governmental job site (www.kozigallas.gov.hu) which enables direct search by public job providers among possible candidates.





- Norway: In 2006, According to the annual letter from the Ministry of Education and Research on the budgetary provisions for the following year all higher education institutions funded by the government are to publish researcher job vacancies on the EURAXESS Job portal. This includes Ph.D. and Post. Doc positions.


Since then, this has been an expected routine even though it has not explicit been mentioned in the following budgetary provisions.


- Portugal: Any entity, including SMEs, can ask FCT, the “ERAcareers/EURAXESS- Portugal” portal manager, to publish scientific job vacancies in the Portal. For this purpose, FCT can provide the credentials required to publish jobs on the portal,


- Slovenia: Marie Curie projects; all the partners of search for FP7; bilateral possibilities of cooperation.


- Turkey: Web site of higher Education Council.












			C) Rough estimation of the number of research jobs published by country per year (if data is available)








It is recognised that the precise number of researchers' vacancies is not known in most countries. However, even an approximate estimation would help to define the critical mass needed to boost EURAXESS Jobs.


To this end, please complete the following table:


			Number of research jobs advertised on other national web sources - per year


			Number of research jobs advertised on other sources (not web) per year (e.g: official journal; national newspaper, etc.)


			Approx total number of publicly-funded research jobs
per year (at national level)


			Approx. total number of private research jobs per year (at national level)


			Comments (e.g:
full transparency due to legal obligation to publish) 











			Austria: not available
















































Croatia


Approx. 1500-2000


			Austria: not available












































Approx. 1500-2000


			Austria: 28750



































Approx. 1500


			Austria: 24840


			In Austria, it is not possible to estimate the number of research jobs advertised per year. 


Data source for the total number of research jobs indicated in the table above is the Austrian R&D Survey 2007.  Data represent head counts of scientific personnel performing R&D[footnoteRef:3] . “Publicly-funded research jobs” are represented by the results in the R&D sectors of performance[footnoteRef:4] “Higher Education Sector” (25967) and “Government Sector” (2783); “private research jobs” are represented by the results in the R&D sectors of performance “Business Enterprise Sector” (24615) and “Private Non-Profit Sector” (225).   [3:  Note: Especially in the Higher Education Sector, scientific personnel performing R&D is also assigned further  tasks  like the task of teaching.  ]  [4:  Sectors of  performance are defined according to the EUROSTAT definitions.] 



In case there is the intention to use the figures of MS provided in the table above as a quantitative reference for the number of EURAXESS-posted jobs, Austria highly recommends to make use solely of reference data which were collected in a well defined and harmonised way – e.g. data provided by national R&D surveys of MS.








			France 


			


			About 3300 are published on GALAXIE each year


			


			Full transparency duento legal obligation to publish





			Germany: 


			


			


			


			





			www.academics.de:


700 jobs are available per month


www.duz.de


currently 120 jobs published


http://www.opportuno.de/Stellenangebotewissenschaft-


forschung


currently about 500 relevant jobs in


academia and research


Websites of the four German


non-university research organizations:


www.helmholtz.de/jobs


http://www.fraunhofer.de/jobs-karriere/


http://www.mpg.de/arbeitenMPG/index.html


http://www.leibniz-gemeinschaft.de/


Currently about 350 jobs


Together about 1.670 jobs


			


			


			


			It is likely that the same jobs are published in more than one job portal. Therefore the above


figures are not indicative for overall open positions. There are no figures available on industry


advertisements.





			Greece


3000


			15000


			16000


			2000


			Full transparency for HEIs to publish their vacancies openly due to legal obligation. But these jobs are estimated to be 25% of the total yearly published jobs, which are published mainly in the paper press. 


BHO has developed also recently a database to keep statistics for the collected jobs, since last month. Indicatively, in August 2010, around 300 jobs announcements were collected for all public national Universities. The so far gained experience does not allow a safe estimation of the total job vacancies in Greece, only a rough estimation could be done. 








			Hungary


			


			


			


			





			Public research jobs published at HAS website per year: ~ 240


(These include all public research jobs at the institutes of Hungarian Academy of Sciences SAS


			


			


			


			





			Israel


About 1200 research jobs are published by universities mentioned above. We estimate that 30% of the total number is published on the web.





			Israel: 


Estimatioon: about  70% of research jobs are published on the professional journals and daily journals 


			Israel: 


All these universities are financed mostly by the government





			


			





			Lithuania: 


50-100


			


			


			


			Full transparency due to legal obligation to publish on the web-site of the Research Council of Lithuania





			The Netherlands: 


500-1000


			


250-750


			


1500-2500


			3000-4000


			





			Norway: 


			


			30.000


			15.000


			





			Serbia:


400 





			50


			450


			


			





			Slovenia: approx. 200


			Approx. 400


			Approx. 500


			No data


			Legal obligation to publish demands publication  on the website  of the Employment Office of the Republic of Slovenia (and of EURES in most cases)





			UK: 


46,000 per year on jobs.ac.uk;  not all research positions though


			


			The figures for new starters in 2008/9 were as follows


All staff starters  32,880


of which:


Teaching only                     13,190


Teaching and research       8,115


Research only                     11,280


Other                                         295





			


			Nearly all academic positions are advertised on line; well over 90% in national press or journals.








Sweden: Swedish universities produces approx 2500 PhDs every year. The unemployment varies according to the general economic situation, but for this group it is 5 - 10 %. (The number of researchers retiring from the universities every year is about 500). So if both the public and private sector would publish most of their research jobs, a rough estimate would be 2000, knowing that most of the R&D in the private sector actually is D. 


			NB: the indicative nature in most cases of the above figures is recognised in advance.


An analysis of countries replies showed the following:


1. Comparable data on the total number of research posts/vacancies published per year are not readily available. Extensive work over a number of years would be required to gather standardised and harmonised data. Accordingly, we should not publish any national estimates nor use these latter as the denominator of an indicator on the share of EURAXESS Jobs.


2. Nevertheless, in the context of designing national strategies to boost the publication of jobs, it would be particularly helpful to estimate for a given country the number of researcher positions that could potentially be published each year on the EURAXESS jobs portal. In this context, countries are encouraged to exchange good practice on the methodology used to calculate such a figure. 


3. In the absence of comparable data on the number of published research posts/vacancies, another denominator is needed to monitor the publication of jobs on EURAXESS. An alternative indicator would be to publish the number of jobs advertised on EURAXESS in a given year per 1000 public sector researchers. This allows for comparison between countries and over time.
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How? 


			 Against misconception of EU added value, to show that the EU can create and 





  sustain valuable initiatives like EURAXESS Jobs


Sub-measure 3.2.2: To develop confidence in EU initiatives


Actions by National Authority in charge of Research?


			 To promote EURAXESS Jobs as a free-of-charge European initiative


			 To add a disclaimer on national portals informing that EURAXESS is a «EU funded 





   initiative»


(Add more…)














EC support?
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How? 


			 Against misconception that « free-of-charge service » = low quality, to show that there is quality behind free-of-charge initiatives like EURAXESS Jobs, which is free because funded with European tax payers’ money 





Sub-measure 3.2.3: To show the benefits of a quality « free service »


Actions by National Authority in charge of Research?


			 To spread success stories about job publication and recruitment through EURAXESS Jobs;


			 To share with/provide potential partners statistics about job publication success rate





(Add more…)

















EC support?


			 Provision of job publication figures and data
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How? 


			 To persuade and get committment of relevant key players through core/key 





   messages (e.g. global interest vs brain drain; science: only talents can do it; etc.) 


			 Motivation (added value of using E.J./full implementation of EPR, etc.)





Sub-measure 1.2.1: To foster constant political support @ all levels


Actions by National Authority in charge of Research?


			 Lobbying with other ministries, local authorities, key players involved (e.g. Rectors’ 





   conference, EURES offices, etc.) => building a « lobbying » plan


			 Establishing a constant exchange of information between R&I Ministry, HRM SG 





   delegates and BHOs


			 Promoting the use of EURAXESS Jobs in the EPR National Action Plans or other 





  relevant R&I national strategies


			 (Add more…)








EC support?


			 Work done at SG HRM level











“UAXESS 8)

RRRRRRRRRRRRRRRRRRR










_1348934308.unknown



_1348936653.ppt




The Desired Situation Tree
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S.W.O.T. outcomes: the Problems Tree


Low 


Recognition (W)


Language issue (W)


E.J./Job 


providers & job


platforms:


mutual threat


(T) 


3 levels of problems/issues


Why?


Low level


of awareness


Low level


of understanding


Weak


Communications/


Info activities


Low level of


support by


national authorities


No obligation to


translate jobs


into EN


No resources


(HR, money)


HR: not a priority on


national agenda


Why?


Why?


Why?


Cultural


protectionism


Why?


Too much transparency


of recruitment process


(by some job providers)


No support from potential


partners (i.e. job providers


& job posting platforms)


Why?


Local


protectionism


Business is 


endangered by


E.Jobs


Lack of 
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Vs


EU initiatives


Why?


Free service =


low quality








Out of the scope of this exercise
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Report of Mapping Exercise on Doctoral Training in Europe


"Towards a common approach"


27 June 2011


The goal of this report is to provide an overview of recent developments in doctoral training and identify a common approach. It contains ideas for supporting measures and suggestions for EU and Member States' strategies. Fiches presenting EU and national efforts to date can be found in annex 


1.
Policy context 


Our economy needs to adequately absorb many new researchers. Cooperation between the academic sector and industry (in the widest meaning of the term), starting at the level of early research training, will strengthen the much needed research intensity of our economy. It is important to focus on doctoral training as this is the qualification that should enable researchers to move into a wide range of employment sectors. Across the EU, doctoral candidates are funded from a wide variety of national and international sources including various EC funding streams. There is now the opportunity to look ahead and shape the future of doctoral training in the context of the Innovation Union policy. 


The Green Paper on the Common Strategic Framework
 identifies the need to better integrate diverse funding schemes to advance the EU research effort in particular as regards the Framework Programme (Horizon 2020), including ERC and EIT and European Structural Funds (ESF). In order to support doctoral training more effectively, Europe needs a common understanding based on sound principles and international best practice. This report proposes such a common understanding for doctoral training and possible implementation mechanisms. 


The issue of doctoral training has gained considerable importance in recent years. Doctoral training is a primary progenitor of new knowledge, which is crucial to the development of a prosperous and developed society. Developed economies rely on new knowledge and highly skilled knowledge workers to feed a process of continuous innovation. They rely also on adequately trained responsible citizens that can adapt to changing environment and can contribute to the common good. Grand societal challenges like climate changes and healthy ageing require complex solutions based on high level frontier research carried out by new generations of researchers. Several initiatives have been taken to identify and promote good practice in doctoral training, most notably, the EUA, through the Salzburg Principles and the Salzburg II Recommendations
, which are at the basis of this mapping exercise.


The research profession as a whole needs to become more attractive and effective to provide Europe with a workforce qualified to cope with the grand challenges facing our societies. Although the number of researchers in the EU (1.5 million FTE in 2008) has been increasing since 2000 at a faster rate than in the US and Japan, the EU still lags behind in the share of researchers in the total labour force. In 2008, this stood at 6 per 1000, compared to 9 in the US and 11 in Japan. The difference is due to a much lower share of researchers in the business sector: 46% of total researchers in the EU against 68% in Japan and 79% in US. Of note too is the rapid increase in the number of researchers in China which doubled from 0.7 in 2000 to 1.4 million in 2007. As regards R&D intensity, the EU - with 1.9% of GDP in 2008 - is also lagging behind the US (2.8%) and Japan (3.4%). There are about 600,000 doctoral candidates currently doing research in the EU and 110,000 graduating every year
.


If we want to increase the research intensity of our economies and reach the R&D target of 3% of GDP, the EU will need at least an estimated one million new research jobs4. This will require a better matching of supply (training of researchers) and demand (recruitment of researchers), a necessity acknowledged most recently in the Europe 2020 Flagship Initiative Innovation Union
, in the three interconnected commitments, nrs. 1, 4 and 30:

1. By the end of 2011, Member States should have strategies in place to train enough researchers to meet their national R&D targets and to promote attractive employment conditions in public research institutions. Gender and dual career considerations should be fully taken into account in these strategies.

In 2011, the ERA Steering Group on Human Resources and Mobility will discuss a roadmap and other means to establish such strategies. Effective doctoral training should be part of such strategies. An attractive research career starts with solid research training and continuously benefits from lifelong learning. Significant changes have occurred in doctoral training during the last decade. Further progress in this field will not only depend on enhancing doctoral training, but also on increasing the absorptive capacity of the economy. It is in particular important to convince the managers of small and medium sized enterprises the value of employing doctorate holders. Indicators on doctoral training will be included in the proposed Performance Scoreboard for Research and Innovation (see footnote 4).


4. In 2012, the Commission will propose [on the basis of the provisions on ERA in the New Lisbon Treaty] a European Research Area framework and supporting measures to remove obstacles to mobility and cross-border co operation, aiming for them to be in force by end 2014. They will notably seek to ensure through a common approach:


· quality of doctoral training, attractive employment conditions and gender balance in research careers;


· mobility of researchers across countries and sectors, including through open recruitment in public research institutions and comparable research career structures and by facilitating the creation of European supplementary pension funds;


The Commission will propose a common approach to help ensure that the next generation of doctorate holders can actively contribute to the Innovation Union. The


common approach may include the recommendations that doctoral training should: 


· have a certain critical mass


· include transferable skills training


· respect the principles of the Charter & Code
,


· lead doctoral candidates to acquire the ability to challenge disciplinary borders


· encourage doctoral candidates to spend some research time abroad


· encourage doctoral candidates to spend some research time in industry or other relevant private / public employment sectors.


The common approach is meant to support the efforts of Member States to make the research profession more attractive. It may inform the design of national and European funding schemes.


30. By 2012, the European Union and its Member States should put into place integrated policies to ensure that leading academics, researchers and innovators reside and work in Europe and to attract a sufficient number of highly skilled third country nationals to stay in Europe.


Among other measures, the Commission will assess, in 2011, the implementation and impact of the "Scientific Visa" package. The Commission will expand its network of EURAXESS Links contact points across the globe to stimulate networking between European researchers worldwide. Non-EU doctorates per million population will be one of the indicators in the proposed Research and Innovation Scoreboard.


The work on doctoral training is coordinated through the ERA Steering Group on Human Resources and Mobility (ERA-SGHRM). Stakeholders from industry and academia are involved. This mapping exercise of current practice, including Marie Curie Actions, Erasmus Mundus, Structural funds and national initiatives, was finalised in spring 2011. Results will be cross-checked through a feasibility study in 2012, involving site visits to successful doctoral schools. There will be two new initiatives in 2012-2014, under the Marie Curie Initial Training Network Action, to fund European industrial doctorates and innovative doctoral programmes on top of research training networks. These initiatives could be a precursor of funding instruments under the Common Strategic Framework for Research and Innovation and set an example for other funding instruments at national and EU level (like the Structural Funds).

2.
A common approach to enhance the quality of doctoral training


It is important to be clear at this point that the core component of doctoral training is the advancement of knowledge through original research. At the same time it is recognised that doctoral training must increasingly meet the needs of an employment market that is wider than academia
.The key role of universities as the accredited bodies for awarding doctorates is fully recognised. There are a number of key stakeholder initiatives that identify and promote good practice in doctoral training:

European University Association (EUA) - Council for Doctoral Education - Salzburg I and II Principles and Recommendations


EUA has set up a membership activity dedicated to the development, advancement and improvement of doctoral education and research training in Europe. In the framework of the Bologna process, EUA launched in 2005, after extensive consultation through a structured bottom-up process, Conclusions and Recommendations on Doctoral Programmes for the European Knowledge Society, better known as "Salzburg Principles". These principles were confirmed and enriched, in 2010, in the Salzburg II Recommendations. The Salzburg Principles and Recommendations are widely endorsed and considered the most comprehensive set of guidelines on doctoral training that exist. They cover the nature of doctoral training, its structure and conditions for success
.

League of European Research Universities


LERU has produced a position paper describing its vision on doctoral training beyond 2010. Doctoral programmes should prepare researchers to the highest level to make important contributions to frontier research. In addition, they should prepare doctoral candidates to take up roles in driving complex changes in society. Doctoral candidates should be trained in a context which is international, interdisciplinary and intersectoral. Employers should be made aware of the unique set of skills that our doctoral researchers develop in the course of their training.
.


Coimbra Group


The Coimbra Group has described the essential requirements for doctoral training and for the PhD degree defining standards for the independence of research, supervision, duration of study, quality assurance etc.. Special attention was given to templates for transferable skills and co-operation between doctoral schools and programs, including transatlantic cooperation
.


Thematic initiatives 


Several thematic networks are in the process of defining standards for doctoral training in their field. In 2010, the Organisation of PhD Education in Biomedicine and Health Sciences in the European System (ORPHEUS) published a position paper "Towards Standards for PhD Education in Biomedicine and Health Sciences", laying down standards and identifying the characteristics of doctoral training for these disciplines
.


International initiatives


The US Council of Graduate Schools, the European University Association, the Canadian Association for Graduate Studies, the Deans and Directors of Graduate Studies (Australia), and the Association of Chinese Graduate Schools agreed in 2007 on the Banff Principles on Graduate Education
. The nine principles include the development of global career competences and promote high quality inter institutional / international collaborative programmes.

United States


A joint commission set up by the US Council of Graduate Schools (CGS) and Educational testing Service (ETS) has produced an extensive report "The Path Forward, The Future of Graduate Education in the United States", outlining the challenges facing the hitherto very successful doctoral training in the US. The report points at demographics and the growing competition from Europe and Asia. The recommendations include the need to provide transferable skills training for US doctoral candidates. The advances made by EU countries in this regard are clearly recognised
. 


Member States initiatives


Several Member States have launched their own initiative to enhance the quality and effectiveness of doctoral training. An overview can be found in the annex.


Marie Curie Actions


Through the Marie Curie Actions the EU is promoting best practice in doctoral training as regards research excellence, attractive environment and employment conditions, interdisciplinary research, industry exposure, international networking and transferable skills training. 


Best practice principles for innovative doctoral training


From these initiatives and others, we can distil the essential elements that are common to all. These could constitute a common approach to enhance the quality of doctoral training in Europe, namely:

Research Excellence

Striving for excellent research is fundamental to all doctoral education and from this all other elements flow. Academic standards set via peer review procedures and research environments representing a critical mass are required. The new academic generation should be trained to become creative, critical and autonomous intellectual risk takers, pushing the boundaries of frontier research. 

Attractive Institutional Environment


Doctoral candidates should find good working conditions to empower them to become independent researchers taking responsibility at an early stage for the scope, direction and progress of their project. These should include career development opportunities, in line with the European Charter for Researchers and the Code of Conduct for the Recruitment of researchers
.


Interdisciplinary Research Options


Doctoral training must be embedded in an open research environment and culture to ensure that any appropriate opportunities for cross-fertilisation between disciplines can foster the necessary breadth and interdisciplinary approach. 


Exposure to industry and other relevant employment sectors


The term 'industry' is used in the widest sense, including all fields of future workplaces and public engagement, from industry to business, government, NGO’s, charities and cultural institutions (e.g. musea). This can include placements during research training; shared funding; involvement of non-academics from relevant industry in informing/delivering teaching and supervision; promoting financial contribution of the relevant industry to doctoral programmes; fostering alumni networks that can support the candidate (for example mentoring schemes) and the programme, and a wide array of people/technology/knowledge transfer activities.


International networking


Doctoral training should provide opportunities for international networking, i.e. through collaborative research, co-tutelle, dual and joint degrees. Mobility should be encouraged, be it through conferences, short research visits and secondments or longer stays abroad. 


Transferable skills training


“Transferable skills are skills learned in one context (for example research) that are useful in another (for example future employment whether that is in research, business etc). They enable subject- and research-related skills to be applied and developed effectively. Transferable skills may be acquired through training or through work experience
”.

It is essential to ensure that enough researchers have the skills demanded by the knowledge based economy. Examples include communication, teamwork, entrepreneurship, project management, IPR, ethics, standardisation etc.


Business should also be more involved in curricula development and doctoral training so that skills better match industry needs, building on the work of the University Business Forum
 and the outcomes of the EUA DOC-CAREERS project
. There are good examples of inter-disciplinary approaches in universities bringing together skills ranging from research to financial and business skills and from creativity and design to intercultural skills.


Quality Assurance


The accountability procedures must be established on the research base of doctoral education and for that reason, they should be developed separately from the quality assurance in the first and second cycle. The goal of quality assurance in doctoral education should be to enhance the quality of the research environment as well as promoting transparent and accountable procedures for topics such as admission, supervision, awarding the doctorate degree and career development. It is important to stress that this is not about the quality assurance of the PhD itself rather the process or life cycle , from recruitment to graduation.


The common approach should provide a framework of reference, whilst preserving flexibility and autonomy for institutions and doctoral candidates. A feasibility study in 2012 will examine the implementation of these principles at sample universities and will involve site visits to successful doctoral schools. The outcomes of these explorations could become part of the envisaged 2012 ERA framework proposal and/or supporting measures and could help to promote good practice in doctoral training across the continent.


3.
Models for organising doctoral training - the emergence of doctoral schools


Doctoral training can be organised in various ways depending on institutional profiles, national traditions, specific disciplines and availability of resources. The classical model of the master-apprentice relationship is gradually becoming less important and more and more universities are setting up doctoral schools that deliver structured programmes for cohorts of candidates. These programmes provide career development through coursework on disciplinary and transferable skills alongside their original research
.


Doctoral training can be organised at local, regional, national or international level. Many institutions opt for a mixed model, whereby the candidates complete generic courses locally and subject specific courses together with candidates from different institutions (or vice-versa). The majority of institutions have set up doctoral schools or programmes across several or all of their departments/disciplines.


Some countries have also set up national thematic doctoral training facilities or research schools (NOR, NL, IE), others have concluded agreements for international training networks (PT, Marie Curie Actions, Erasmus Mundus) or, like Spain, have developed regulatory frameworks
 to set up doctoral schools. 


More and more universities engage in collaborative research with other institutions (joint programmes, which may lead to joint or double degrees), with research institutes or with industry and other relevant employment sectors fostering innovation. Genuine collaboration in doctoral training implies, among other aspects, a shared supervision of the work of the doctoral candidate
.


Some institutions have set up graduate schools bringing master and doctoral programmes under one roof, but universities use their master programmes to identify and recruit good candidates and bring them in the research environment
.


The establishment of structured doctoral training (e.g. doctoral schools) is part of universities’ move towards a more professional management of research strategies, including research infrastructure, recruitment and selection of candidates, human resources, training, quality assurance and assessment. Nearly half of all doctoral candidates are women
. The recruitment base has been internationalised. A more open competition for places can enhance quality. The median time to degree is lower and there are fewer dropouts. More and more institutions stay in contact with their doctoral candidates after graduation and trace their career. 


4.
Supporting measures - fostering excellence and building capacity 


Various schemes exist at European and national level to support doctoral training. Support may be provided at the level of the individual candidate, the mentor, the school, the consortium or the funding programme. National programmes support the bulk of doctoral training in Europe. They are presented in the fiches in annex.


At European level, the most well known scheme specifically dedicated to the excellent and structured training of doctoral candidates are the Initial Training Networks (ITN) of the Marie Curie Actions (estimated total of more than 18.000 doctoral candidates supported during FP7). Other European funding sources include Erasmus Mundus (1400 doctoral candidates in seven years), and further programmes not mainly focused on doctoral training but effectively funding doctoral candidates and training, such as Erasmus (estimated 35000 one or two semester mobility grants under the current LLP programme), European Research Council (estimated 13000) the Cooperation Programme of FP7 (estimated 70,000
), Structural Funds (estimated more than 50-100,000) and development aid programmes (estimated 1400).


EU programmes have a limited budget and cannot cater for all doctoral training needs in the European Research Area (in view of the envisaged one million new researchers' jobs). EU programmes can, however, set examples, promote standards and make a difference in areas or regions in need of special stimulus. Therefore, careful consideration should be given to the design of the new generation of EU programmes starting in 2014.


At present, the Commission has launched new initiatives in 2012, under the Marie Curie Actions, in order to test innovative doctoral programmes and European industrial doctorates, that could set examples for future EU and national funding schemes. Participating universities, as well as research organisations and companies, would practice most of the characteristics outlined above and share their experience with others. 


Special attention may be needed in the future to the issue of capacity building in less developed regions, including through the use of Structural Funds. Societal challenges will require the training of doctoral candidates in targeted research areas.  Smart specialisation, playing on strengths and targeted investment may be combined with networking and twinning arrangements.   

5.
Informing EU and Member States' strategies


The Innovation Union Communication sets out that, by the end of 2011, Member States should have strategies in place to train enough researchers to meet their national R&D targets and to promote attractive employment conditions in public research institutions. Gender and dual career considerations should be fully taken into account in these strategies. Indicators related to doctoral training will be included in the proposed Performance Scoreboard for Research and Innovation and special attention will be given to gender issues:


· New doctorate graduates (ISCED 6) per 1000 population aged 25-34


· Percentage population aged 30-34 having completed tertiary education


· Percentage youth aged 20-24 having attained at least upper secondary level education


· Non-EU doctorate students per million population


In spring 2011, the ERA Steering Group on Human Resources and Mobility will discuss a roadmap and other means to establish such strategies. The current report and its annexes will be part of the input for this exercise. 
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B) National inter-institutional cooperation
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Annex 3
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A) Structural Funds (ESF)



B) FP7 Marie Curie Actions
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D) Erasmus Mundus



E) European Research Council (ERC)


ANNEX 1


Models for doctoral training 


(reflecting Member States' contributions and terminology)


A) University-wide doctoral training 


		Belgium

		In the past decade, all Flemish universities have set up doctoral schools according to the EUA principles. They are autonomous in organizing the doctoral schools and can decide what to accentuate most. Starting from 2011 they will receive a specific funding of 4 mio. EUR from the Flemish government to finance the doctoral education.

In Federation Wallonia-Brussels, the doctorate (corresponding to postgraduate studies and lasting a minimum of 3 years) is organised within universities and comprises two parts:


* a doctoral training (60 ECTS credits) that leads to the conferral of a research training certificate


* the work relating to the preparation of a doctoral thesis (corresponding to a standard of at least 120 ECTS), that leads to the conferral of the academic title of doctor after defending the thesis.


To apply for a doctorate, the student must submit a draft thesis that is sufficiently defined and obtain the written agreement of a supervisor from a university. The doctoral candidate becomes member of a research team (within a university) affiliated to a thematic Graduate school. There are 21 Graduate Colleges and 50 Graduate Schools in the Federation Wallonia-Brussel.



		Denmark

		Aarhus University organised its doctoral training at four large PhD schools with a reform in 2010 working closely together on development of talent (in which the doctoral training is closely linked to the Postdoctoral training). Aarhus University's graduate schools are focusing on courses in transferable skills in recognition that increasingly more PhD students will continue their career in the public or private sector instead of in the academic sector.



		France

		In September 2010, 285 doctoral schools (Ecoles Doctorales) were accredited by the Ministry of Higher Education and Research within the framework of an agreement on objectives between the State and universities (contrats d’établissements). They welcome 70 000 doctoral trainees. Generalized in 2000 and established by-law of August 7th, 2006, doctoral schools help structure the offer of doctoral training, contributing to its visibility and to its attractiveness at national, European and international levels. The doctoral schools provide training and development of doctoral trainees. They offer to future PhD holders a high-level scientific supervision as well as a preparation to occupational integration. A doctoral school federates on a given site the strengths of scientific quality in a consistent set of themes.



		Germany

		Graduate Academies, e.g. Graduate Academy at the University of Jena


German Universities have recently established so called Graduate Academies or Research Schools which encompass university-wide structures for the training of doctoral candidates (sometimes including offers for MA-students and/or Post-docs). They function as one-stop information and support centres for doctoral candidates. They offer and coordinate various programmes for this target group, provide networking possibilities and ensure good standards in training and supervision.


One example is the Graduate Academy at the University of Jena. It prepares early stage researchers for their professional career in science, business and society. Its study programmes combine disciplinary and interdisciplinary topics as well as specially tailored courses in transferable skills and an intensive individual supervision by a team of internationally recognised faculty members. Other German universities (e.g. Bremen, Bochum, Freiburg, Halle, Hannover, Heidelberg, München, Stuttgart, Rostock) have established similar structures.



		Hungary

		Doctoral training is carried out at higher education institutions at currently 170 thematically organised “doctoral schools” in Hungary. As legal requirement for delivering the doctoral training a Higher Education Institution must provide master training in the given branch of science or art in order to be granted the right to carry a doctoral school, which must be accredited by the Hungarian Accreditation Committee (HAC). The organisation of doctoral studies, the assessment of PhD students and the tutoring and conferring of a doctoral degree are overseen by the doctoral council of the individual HEI. Doctoral studies take 36 months (i.e. six semesters), the workload of the students is at least 180 credits. Obtaining a doctoral degree: separate procedure, 2 years on average by the doctoral candidate. Within a HEI doctoral training is organised in a given discipline, or cooperating disciplines, with minimum 7 core members, a coherent training and research programme, an announced research topics for the students and must be approved (accredited) by the HAC and the HEI Senate.



		Ireland

		University College Cork (UCC) has developed an extensive range of modules to develop generic and transferable skills of doctoral students, from induction to research through to career planning and commercialisation of research.  A particular focus has been on development of communication skills, from modules on scientific writing and publishing (and innovative measures to support such training) to competitions and events where students are challenged to present their work to a non-specialist audience; a very popular on-line doctoral student journal designed to publish non-academic accounts of doctoral student research has also been introduced (The Boolean, at http://theboolean.ucc.ie <http://theboolean.ucc.ie> ).  These initiatives have then been integrated into a range of structured PhD models within UCC’s Graduate School system, which range from highly structured models in key thematic areas where students undertake a prescribed set of academic and skills-based modules alongside their research (e.g., PhD programmes in Education and Cancer Biology) to more flexible arrangements where the courses taken are tailored to the individual researcher and project area.



		Norway

		Norway has established a network of schools between disciplines. Their individual students often are adopted in different doctoral programs in one institution/faculty. The network comes on top to create critical mass of students and teachers/supervisors on a specific research topic/area. 


The number and the structure of doctoral programs are decided by the individual TEI. While one institution only have one broad program, other institutions have programs by faculty or by theme. 


Organized doctoral programs were introduced in all fields in 1993. White paper on Research (2008-2009) maintains that all doctoral education must be organized in doctoral programs. The doctoral program shall primarily consist of research activity conducted under academic supervision. A doctoral program includes:


- Completion of an independent piece of research in active collaboration with the academic supervisor(s) and other researchers;


- An approved set of courses or instruction; 


Participation in active research communities, both national and international;


- Research dissemination that is closely linked to the thesis in progress.


In addition to these basic programs, PhD candidates may apply to participate in network research schools, organized by the institution internally or in cooperation with others, or in national research schools.

Participation in network comes on top to create critical mass of students and teachers/supervisors on a specific research topic/area.



		Switzerland

		EPFL Doctoral School

The Doctoral School of the École Polytechnique Fédérale de Lausanne is the academic home for all of EPFL's doctoral students, distributed across eighteen doctoral programs. Each doctoral program is responsible for recruiting doctoral students, organizing their supervision and regular evaluation, and monitoring their progress.  The doctoral programs also organize an offer of advanced level courses and create a community based in their scientific domain.  The doctoral programs are designed to reach transversally across the EPFL’s faculties in order to bring together researchers from different domains.


In 2010, the EPFL Doctoral School had over 1,900 enrolled doctoral students, 3,270 applications, and nearly 400 annual graduating PhDs. 


The majority of EPFL’s doctoral students have a dual status as employee, with a contract as doctoral assistant in their research lab on a set salary scale. This employment contract includes a 20% teaching requirement. The EPFL doctorate has a normative duration of four years, with a definitive admission process (including a candidacy exam) at the end of the first year. 



		UK

		University-wide graduate schools for doctoral candidates of all disciplines are common in the UK. The graduate school is responsible for the overall provision of training and development, although this may be delivered centrally or locally within disciplines. 





B) National inter-institutional cooperation


		Belgium

		Flemish doctoral schools have a common platform in the framework of the Flemish Interuniversity Council. Their doctoral courses are open to students from other universities. 


The 7 universities in the Federation Wallonia-Brussels  are associated in 3 Academies. The organisation of doctoral studies is the preserve of each Academy and the doctoral regulation varies from one Academy to another. The Academy and the F.R.S-FNRS are in charge of in inter-institutional cooperation.



		Denmark

		2010 Universities Denmark established a national framework agreement for two types of PhD courses:


1) A model for subject-specific PhD courses where students can participate freely in subject-specific courses at other PhD schools. The providing PhD school's own PhD students have priority of 80 % of the seats whereas external PhD students have 20 %.


2) A model for mutual binding co-operation which consists of an open market for subject specific courses. This co-operation is organised in professional networks between the PhD schools' research education programmes to ensure a high academic level and critical mass of participants. so a long-term agreement on an adequate number of relevant courses with a relative even allocation of resources is made.


One example is the National PhD education network in Humanities. The faculties of Humanities and the faculties of Theology in Denmark have established a network enabling candidates to participate in PhD courses across the institutions. 



		Estonia


(all examples also could be described in Chapter C)

		Doctoral Schools were set up in 2005. In 2009 13 new doctoral schools were elected for the period 2009-2015 for all six public universities.


The general goal of is to increase the efficiency of doctoral studies through interdisciplinary, international and national cooperation and to improve the quality of tutoring doctoral candidates. In addition of mobility opportunities, winter and summer schools and development of study programme, Doctoral Schools propose transferable and social skills to emphasis interdisciplinary research and enhance cooperation between universities and the private sector. There are special activities for training supervisors, professors and lecturers of doctoral studies. From 2010 people who have interrupted their doctoral studies are welcome to continue and finish their studies – the state is giving them a “second chance” to get free doctoral education. The returners of doctoral studies will participate in Doctoral Schools where they can find supervisors, participate in summer schools, conferences and activities provided by other doctoral schools (incl. mobility).


Doctoral schools that can get state support need to involve at least one university and one partner: either another university, R&D institution, public sector organisation or a company. International and national cooperation is required. Doctoral Schools are project based, funded by European Social Fund, total budget of is 16.9 million € for 2009-2015 (​plus at least 5% self-financing).


Doctoral Schools in Estonia (2009-2015) cover the following fields: Building And Environmental Engineering, Energy And Geotechnology II, Information And Communication Technologies, Graduate School Of Culture Studies And Arts (GSCSA), Educational Sciences, Economics And Innovation, Estonian Postgraduate School Of Clinical Investigations, Mathematics And Statistics, Behavioural, Social And Health Sciences (DSBSHS), Earth Sciences And Ecology, Graduate School On Functional Materials And Technologies, Graduate School Of Linguistics, Philosophy And Semiotics and a Graduate School In Biomedicine And Biotechnology.



		France

		The Programming law for Research of April 18th, 2006 allows French higher education and research institutions to establish joint entities designed to give more visibility to French research especially in terms of international rankings. 


These joint entities called “PRES” and formed as “public institutions for scientific cooperation” (établissements publics de cooperation scientifique) ensure the pooling of activities including the coordination of doctoral schools. Examples: 


- PRES may decide to continue dealing with the coordination of doctoral training; this choice was made by the Doctoral College “Lille Nord de France”. 


- Other PRES choose to further define the funding policy of doctoral training implementation by doctoral schools; they harmonize the doctoral candidate rules of recruitment up to the defence of the dissertation. The PRES “Sorbonne Paris Cité” has chosen this procedure. 



		Germany

		International Max-Planck Research Schools are an example for doctorates in cooperation between universities and other research institutions. Within the International Max Planck Research Schools (IMPRS) German and foreign junior scientists are offered the opportunity to earn a doctorate in the excellent research and learning environment of selected Max Planck institutes in close collaboration with neighbouring universities and other – sometimes foreign - institutions. Other research organisations like the Helmholtz-Gemeinschaft (HGF) or the Leibniz Association offer similar graduate programmes.



		Ireland

		Dublin Region Higher Education Alliance 


The DRHEA Graduate Education Strand aims to reposition the Dublin region as an International Centre for Graduate and in particular, Doctoral Education, by combining the strengths of the participating institutions. The DRHEA Graduate Education Strand has established an inter-institutional network in the disciplines of, Biomedical Science; Chemistry; Economics; Engineering; Physics and Politics/Sociology and Public Policy. Disciplinary Leaders provide advanced discipline specific taught modules and master classes available to all doctoral students in the alliance.  



		Ireland

		Programme for Research in Third Level Institutions (www.hea.ie) 


Launched in 1998, the Programme for Research in Third-Level Institutions (PRTLI) has awarded €1.22 billion (includes exchequer and private matching funds) to date into strengthening national research capabilities via investment in human and physical infrastructure. A core part of this programme is collaboration across the seven universities to develop national graduate schools with structured PhD programmes in thematic areas across all disciplines. The 4-year PhD programmes facilitate inter-institutional training in generic and discipline-specific skills and, in some cases, provide laboratory rotations, internships and industry placements. Some examples of the thematic programmes funded by this scheme include Digital Arts & Humanities, Engineering, Natural Sciences, Molecular Medicine, Inflammation, Electricity Research and Physics. The Universities have signed a 4th level Agreement to facilitate the sharing of modules and mutual recognition of E

CTS and quality.

Molecular Medicine Ireland (MMI)


Molecular Medicine Ireland was established by the National University of Ireland Galway, the Royal College of Surgeons in Ireland, University College Cork, University College Dublin and Trinity College Dublin and their associated academic hospitals, as a research partnership to accelerate the translation of biomedical research into improved diagnostics and therapies for patients. MMI was formed in response to the need to create a critical mass of excellence in molecular medicine research and doctoral education in Ireland and to deploy a clinical research infrastructure to facilitate medicine into better healthcare provision. It was formally incorporated as a not-for-profit company in April 2008 and is funded under the Higher Education Authority’s Programme for Research in Third Level Institutions (Cycles 4 and 5), the Health Research Board, the Wellcome Trust and the EU. 






		Italy

		In Italy, networks among Universities are organized to improve the quality of doctoral training in specific programmes and to increase the critical mass of doctoral candidates. Mobility of the candidates among the participant Universities is established on the basis of specific agreements.



		Norway

		In 2007 a pilot program of national research schools was established. The aim was to improve quality of PhD training and counteract fragmentation, by creating networks of cooperating research milieus. There are now six thematic research schools within this program, However institutions have also taken initiative to establish their own national networks. 



		Portugal

		Portugal currently has 24 Ph.D programs in collaboration/association between two or more universities or other institutions such as research institutes. In 2010/2011 this number will increase to 27. The programs focus on a wide number of disciplinary areas, including e-planning, Education sciences, Biology, Agricultural sciences, higher education studies, ICT, digital media, accountability or history.



		Switzerland

		Doctoral Programmes of the Rectors’ Conference of the Swiss Universities CRUS


For 2012-2016, the Rectors’ Conference of the Swiss Universities (CRUS) has launched, complementary to existing institutional doctoral schemes, a national programme aiming at offering young scientists inter-institutional programmes that enable research networking and better integration. CRUS’ long-term objective is to offer appropriate training schemes for the majority of doctoral students. The doctoral programmes that will be funded have to correspond to the Joint Position by the Swiss universities on the Doctorate
 and to fulfil a set of criteria regarding supervision, inter-institutional cooperation as well as to the programme’s research topic. The responsibility for the implementation modalities of their doctoral programmes lies with the individual universities. http://www.crus.ch 



		Switzerland

		Doctoral Programmes Western Switzerland University Conference CUSO


Building on earlier cooperation in 2005 the Conférence universitaire de Suisse occidentale (CUSO) began to set up joint doctoral programmes (as supportive and complementary structures) designed to provide doctoral students with in-depth scientific and methodological courses and seminars, and to help them acquire and perfect their transversal and transferable skills. The programmes also offer many occasions for networking and socialization: as early-stage researchers, doctoral students need to become well-acquainted with the scientific community in their field, including its rules and values.


CUSO funds are available for purposes of coordination, inviting speakers from abroad, organizing residential and in-house seminars, and reimbursing students’ travel costs from their universities to the sites of seminars.


As of January 1, 2011 there were 22 programmes in operation, with 1500 students enrolled. http://www.cuso.ch/programmes-doctoraux.



		Switzerland

		StartingDoc Programme


StartingDoc started in 2008 and is a „group-mentoring“ programme addressed to women at the very beginning of their academic career. It concerns beginner PhD students from the universities of western Switzerland and the Federal Institute of Technology Lausanne (EPFL) and is financed by the Federal Equal Opportunity at the Universities Programme. StartingDoc offers PhD students useful tools to succeed through their academic path. The programme is open for all disciplines and therefore it focuses on the structural aspects, which are required to achieve a PhD thesis, such as milestones of the academic path, researcher rights, work management, network building and publications. http://www.unil.ch/mentoring





C) Thematically organised doctoral training


		Austria




		The Austrian Science Fund (FWF) offers a programme for the funding of structured doctoral programmes (“Doktoratskollegs”) at research institutions that are entitled to award a doctoral degree. These are training centers for highly qualified doctoral candidates from the national and international scientific community. A “Doktoratskolleg” is formed as a result of a joint initiative by several scientists or scholars whose research is of internationally leading standard, and is based on a clearly defined research programme. The doctoral programmes have close cooperation with an existing large-scale research programme. Interim reviews every four years decide on continuation of funding of the doctoral programme, with a maximum length of 12 years. Doctoral candidates are employed on work contracts with full social coverage, the positions are advertised internationally. The programmes provide for a stay abroad and offer transferable skills training.



		Austria

		Several Austrian universities have developed structured doctoral programmes similar to those in the FWF model. For example the University of Vienna supports twelve structured doctoral programmes (“Initiativkolleg”) for 3 years. The selection of the programmes is subject to strict quality assurance the assessment is made by international peers. Admission to an “Initiativkolleg” is competitive and based on an international call for applications. Doctoral candidates are employed by the university, with full social coverage. They work together in a research field, thereby focusing on their topic but at the same time being part of a comprehensive research project, and thus enabling them to network on an international and often interdisciplinary level. They are supervised by a team of top scientists.



		Belgium

		The Flemish universities fund thematic and interdisciplinary Doctoral Schools. These Schools offer training  (including transferable skills) to doctoral candidates. They link their doctoral programmes to labour market outcomes. The Doctoral Schools also engage (inter)nationally with similar initiatives.


The thematic and interuniversity Graduate schools are associated in Graduate colleges attached to the Fund for Scientific Research (F.R.S.-FNRS). 21 Graduate colleges (écoles doctorales près le F.R.S.-F.N.R.S.) are in charge of hosting, coordinating and promoting the creation of thematic, interuniversity, interdisciplinary and international Graduate schools. Currently there are 50 recognised Graduate Schools.



		Denmark

		University of Southern Denmark, The Faculty of Engineering


All PhD students at the Faculty of Engineering are enrolled in the PhD


school wich is subdivided into six research training programmes:


o Applied Mathematical Modelling


o Energy and Environmentally Efficient Technologies


o Functional Materials and Nanotechnology


o Information and Communication Technologies


o Product Design and Innovation


o Robotics


Each programme is interdisciplinarily anchored in a research training programme committee (RTP Committee).


The RTP Committee's role is to advise the PhD School in academic matters, as well as to academically assist the research training programmes in terms of construction, operation and development of the academic studies within each field. 



		Denmark

		From 2011 PhD-education in biomedicine and health sciences takes place within the framework of Research Education Programmes specific for relevant research areas. They are established locally by the Faculties of Health Sciences, but cooperate nationally in each area within the framework of National Research Education Networks and aim to ensure Ph.D.-students' access to high-quality courses and relevant research networks.



		France

		Doctoral schools divide up into wide disciplinary fields, themselves subdivided into research expert groups: Mathematics and their interactions (75 doctoral schools); Physics (164 doctoral schools); Earth science and the universe, space, chemistry (149 doctoral schools); Biology, medicine and health (315 doctoral schools); Social sciences and Humanities (958 doctoral schools); Sciences in society (419 doctoral schools); Engineer sciences (343 doctoral schools); Sciences and technologies of information and communication (324 doctoral schools); Agronomic and ecological sciences, animal, vegetable and food research production, agronomy, (146 doctoral schools). 


A Doctoral school may cover several fields. Therefore the doctoral school may be mono-disciplinary or multidisciplinary. Examples: 


The doctoral school “Life sciences and the Health” (doctoral school n° 154) is mono-disciplinary and it congregates all the research laboratories in biology-health of both universities Bordeaux 1 and 2. The doctoral school congregates 50 research laboratories. The delivered doctoral degree has the following specification: " Sciences, Technology, Health " and includes the following 12 options: biochemistry, Biocomputing, Cellular Biology and Physiopathology, Plant biology, Epidemiology and Public health, Genetics, Chemistry-Biology Interfaces, Microbiology, Neurosciences, Nutrition, Oenology, Pharmacology.


The doctoral school "Environment and Society" (doctoral school n° 377) of the University of Corsica Pasquale Paoli, highly multidisciplinary, covers broad areas of research involving various teams that congregate the research fields of labelled research entities. These topics deal with environmental sciences, environment and society, legal aspects of patrimony, capital and on places, identities, spaces, business. Directory of the DS is available at:

http://appliweb.dgri.education.fr/annuaire/ed_ur.htm

Frontiers in Life Sciences "FdV" Phd programme


The international interdisciplinary PhD programme "Frontiers in Life Sciences" (FdV, Frontières du Vivant), aims at promoting research projects centered on an understanding of life requiring the blending of different disciplines. The graduate school recruits PhD candidates that were trained in any discipline (natural sciences, humanities, medicine...) worldwide. Partner institutions and foundations ensure the long-term continuation of the program and the international character of the recruitment. In addition, special budget will be devoted to promote students scientific life. The FdV PhD programme accommodates students and visiting professors at the heart of Paris, in FdV-dedicated teaching facilities organized to maximize intellectual exchanges and is part of the "Liliane Bettencourt program" created and funded by the Bettencourt-Schueller Foundation.



		Finland

		Doctoral Programmes


Structured doctoral programmes were established in Finland in 1995. The system is based on competitive funding where doctoral programmes apply at two-year intervals for 4-year fellowships (funded by the Ministry of Education and Culture) and operating grants (funded by the Academy of Finland). The system supports disciplines with high scientific quality research groups. The majority (85%) of the programmes funded by the Ministry and the Academy form national networks between universities and other partners thus efficiently linking the doctoral candidates, researchers, professors and the whole research infrastructure in the field together.



		Germany

		DFG Research Training Groups ("Graduiertenkollegs")
 


Research Training Groups are established by universities to promote young researchers. They are funded by the DFG for a period of up to nine years. Their key emphasis is on the qualification of doctoral researchers within the framework of a focused research programme and a structured training strategy. Research Training Groups with an interdisciplinary approach are welcome. The aim is to prepare doctoral researchers for the complexities of the job market in science and academics and simultaneously to encourage early scientific independence.



		Germany

		Graduate Schools (as part of the German Excellence Initiative)


Graduate Schools serve as an instrument of quality assurance in promoting young researchers and are based on the principle of training outstanding early stage researchers within an excellent research environment. Graduate schools thus offer ideal conditions for doctoral candidates within a broad scientific area and, as integrative institutions with international visibility, they encourage the doctoral candidates to be active members of their academic and social communities. Graduate schools extend beyond DFG Research Training Groups and differ from them substantially. They should also contribute to the strategic development of the university.



		Israel

		The Ph.D. is by far the most common of the various doctoral degrees. Seven universities have been authorized by the Council for Higher Education to award this degree. Doctoral programs extend over a minimum of two years after completion of the master’s degree, but are generally completed only after four or more years. Four of Israel's 7 research universities have graduate schools. 

The Direct Doctoral Program is intended for exceptional students who have an outstanding result in their bachelor’s degree. The first year of the program is an accelerated master’s program. If high achievement is maintained, the student may bypass the second year of the master’s program and proceed directly to doctoral studies.


The Feinberg Graduate School at Weizmann Institute was founded in 1958. Studies are conducted within research schools. For each school a director coordinates all activities in the relevant field of study. These include: guidelines for academic requirements, courses, laboratory work, admission of students, and evaluation of their progress in both research and studies. FGS awards MSc and PhD degrees and trains students for senior positions in academia, research, and industry. All students are directly involved in the research conducted at the institute, and receive scholarships so they can devote their time to research and study. Study programs are offered in five major fields: Physical Sciences, Chemical Sciences, Life Sciences, Mathematics and Computer Science and Science Teaching. There are over 1,000 students, with a student teacher ratio of 4:1. The official language of instruction of the School is English. This enables foreign students to participate fully in all of the School’s programs.

The Kreitman school of Advanced Graduate Studies serves as the administrative framework for graduate and post-graduate students at Ben-Gurion University of the Negev. In addition to providing a range of services to these students, the school directs its efforts toward attracting outstanding candidates for advanced studies and increasing the overall proportion of graduate students in the total student body. The Kreitman School's emphasis is on academic excellence. A new program, the Kreitman Foundation Fellowships, has been inaugurated to attract Ben- Gurion University's graduate and post-graduate students of exeptional excellence to pursue their studies. 


Graduate School at the Technion was officially established in 1956. Courses of study and research, leading to advanced academic degrees, are offered in all of Technion's academic units. In the academic year 1999/2000 more than 3500 students were enrolled in The Graduate School.


The Graduate School at the Bar Ilan University is currently being established and will coordinate master and doctoral programmes.



		Italy

		While no nationale rules for the organisation of doctoral schools have been defined yet by national rules, some Italian Universities set up schools to coordinate structured doctoral programmes following the “Salzburg principles”. These follow two models: thematic schools (mainly in big Universities) and University Doctoral Schools (where programmes in different fields are coordinated in a single university structure). Examples of the second model are at the Universities of Camerino, Ferrara, Macerata, Molise, Piemonte Orientale, Roma II and Siena which also provide transversal activities to acquire transferable skills.



		Ireland

		Programme for Research in Third Level Institutions (www.hea.ie) 


For example, INSPIRE – Integrated Nanoscience Platform for Ireland is a consortium of eight Irish third level institutions with international leading research capability in nanoscience and nanotechnology. It has funding of over €31m. INSPIRE is a collaborative framework for nanoscience research and graduate education. It provides shared access to advanced instrumentation, graduate courses and new strategic research partnerships.


Dublin Chemistry Graduate School


The Dublin Chemistry Graduate School is a collaboration between Trinity College Dublin and University College Dublin. With over forty team leaders, Dublin Chemistry offers young scientists the opportunity to conduct wide ranging high level research in areas such as synthetic and computational chemistry, nanochemistry, advanced materials, biological and medicinal chemistry and much, much more. Importantly, this research is supported by advanced level chemistry graduate courses and training in instrumental techniques, as well as courses in communication, presentation and how to carry out effective research. The programme is organized through the Dublin Chemistry Management Committee which meets regularly, is particularly receptive to student input, and is supported by the annual meeting of the Dublin Chemistry Steering Group. Dublin Chemistry is also working with the other Schools of Chemistry in the greater Dublin region to provide graduate courses through the Dublin Region Higher Education Alliance in Chemistry

 



		Norway

		PhD education takes place within doctoral programs. In addition, PhD students may be connected to thematically organized doctoral schools. These schools may be organized as a network model,  of individual PhD candidates, tutors, and other senior staff across institutions (National doctoral schools). 


Other schools are organized within particularly strong research groups or centres of excellence (Flagship model). 



		Spain

		Some Spanish universities have structured their doctoral training in thematic doctoral programmes. Some examples: Universidad Carlos III, Universitat de Girona, Universidad Santiago de Compostela, Universidad Pompeu Fabra.



		Switzerland

		Life Science Zurich Graduate School

For example, in areas of joint complementary competence, ETH Zurich operates joint doctoral programmes with the University of Zurich: Life Science Zurich Graduate School, with partial involvement of the University of Basel (Plant Science). http://www.lifescience-graduateschool.ch/ 



		UK (Scotland)

		Scottish Universities Physics Alliance (SUPA)

The SUPA Graduate School was set up in early 2006. It runs an annual intensive postgraduate training programme
 for Scottish physicists at eight Scottish Universities. The intense programme consists of 60 courses across seven technical themes. In addition, the Graduate School programme includes inter-theme courses and transferable skills development - SUPA makes use of existing departmental, university and Research Councils UK generic skills training.





D) International cooperation


		Universities Cambridge, Delft, Grenoble, KIT, Leiden, LMU München

		European Research School Physics (currently being set up)



		Universities Pompeu Fabra, LSE, EUI, Catholique de Louvain, École des Hautes Études en Sciences Sociales, Bonn

		Graduate programme in Economics, Finance and Management
 


This joint PhD programme is geared to develop students' research skills and independence of thought. The purpose of the PhD degree programme is to prepare students of exceptional talent for careers in research and teaching at the world's leading academic institutions, research centres, consulting or financial firms, and international organisations. This program is a partner in the European Doctoral Program (EDP) in Quantitative Economics.



		Universities Autònoma de Barcelona, UCL, Mannheim, Libre de Bruxelles, Stockholm, CentER (Tilburg), MPSE (Toulouse), Carlos III de Madrid

		International doctorate in Economic Analysis


This PhD programme is part of the European Network for Training in Economic Research (ENTER). In addition to spending time at their home institution, doctoral candidates in the program spend one or two semesters in one or two institutions of the network, where they are treated on the same footing as local candidates. Depending on their previous work, they can either take courses or pursue their dissertation research under the additional supervision of faculty at the host institution.



		Zaragoza Logistic Centre, MIT, Universidad de Zaragoza

		The MIT-Zaragoza International Logistics Program


This programme offers a unique research and education partnership that brings together the supply chain interests of academia, industry and government – all linked to the development of the largest logistics park in Europe. The program was established in 2003 by the MIT Center for Transportation and Logistics (CTL), the University of Zaragoza, the government of Aragón, industry partners, and the PLAZA logistics park in Zaragoza.  The University of Zaragoza awards the PhD in Logistics and Supply Chain Management. Doctoral candidates also receive a certificate from MIT for their stay at MIT.



		Denmark

		Sino-Danish Chinese Industrial PhD programme

The purpose of the industrial PhD Programme for China is to further the development of the Danish knowledge intensive business community by strengthening the relationship between Danish and Chinese science and technology communities. The Industrial PhD project stretches over three years conducted in cooperation between a private company, a university and the Industrial PhD candidate. The student is employed by the company and enrolled at the university and divides his or her time between the two workplaces. The programme includes subsidies to cover the student s salary, travel expenses and tuition. The Danish Agency for Science, Technology and Innovation has so far granted around DKK 13 mil. to the programme specifically aimed at Chinese PhD students.



		Denmark

		The Danish Ministry for Science, Technology and Innovation has engaged in partnership agreements with the H-STAR Centre (Human Sciences & Technologies Advanced Research Institute) at Stanford University and the research network CITRIS (Center for Information Technology in the Interest of Society) at UC Berkeley, UC Davis, UC Merced and UC Santa Cruz. These Partnership agreements are initiated as part of the Danish globalization strategy and aim at strengthening possibilities for Danish Universities to participate in international research networks. They include the option to buy visiting researcher slots, giving Danish researchers and PhD-students the possibility to apply for a visiting scholar status for up to six months at either of the universities mentioned above. The Danish Ministry for Science, Technology and Innovation launches annual calls for applications for visiting scholarships.



		Denmark, Norway, Estonia, Iceland, Latvia, Lithuania, Finland, Åland Islands, Faroe Islands 

		NordForsk, an organisation supporting research under the Nordic Council of Ministers, facilitates co-operation at Nordic level between national research schools the Nordic countries. The intention is to encourage mutual exchanges of ideas and competences, to promote mobility and to increase coherence in the Region's researcher training. Research schools from at least two Nordic countries must be involved. 



		France

		The French higher education institutions take part in joint-supervised international doctoral training (co-tutelle internationale de thèse). Examples: 


- In September 2010, thirteen institutes and Universities, launched the "International Relativistic Astrophysics Doctorate Program" project (IRAP). This program, the only project in fundamental physics and astrophysics in Europe, selected in the frame of Erasmus Mundus Doctorate leads to a common doctoral degree to all thirteen institutions [université de Savoie, l’université de Nice  Sophia Antipolis,  Observatoire de la Côte d’Azur ,Shanghai Astronomical Observatory(China), Free University of Berlin et AEI Postdam (Germay),Tartu Observatory (Estonia), Stockholm University (Sweeden), University of Ferrara, University of Rome La Sapienza, International Center for Relativistic Astrophysics Network, (Italy); Brazilian Centre for Physics Research (Brazil), Indian Centre for Space Physics (India)]. 


International partnerships can also be structured in European or International colleges: 


- At the University of Strasbourg, the European Doctoral College gives thirty doctoral trainees the opportunity to prepare joint-supervised doctoral research projects involving the University of Strasbourg and a university or research organisation of a country chosen by the doctoral trainee. 


- The PRES “Université européenne de Bretagne”, with its International Doctoral College, whose mission is to share and coordinate international doctoral training has signed several agreements with higher education institutions in Brazil. The joint-supervised doctoral research projects deal with cell and molecular genetics, marine environment science and cross-language research on memory, identity and territory



		Germany

		DFG International Research Training Groups
 


International Research Training Groups provide opportunities for joint doctoral training programmes between German universities and universities abroad. The research and study programmes are jointly developed and supervised. Doctoral students in the programme complete a six-month research stay at the respective partner institution.



		Ireland


Trinity College Dublin, Addis Ababa University (Ethiopia), University of Malawi, Ibadan University (Nigeria), Makerere University (Uganda), Columbia University (USA), Harvard Medical School (USA) and UK Cochrane Centre (UK).




		International Doctoral School in Global Health (INDIGO)


Building capacity in Health Sciences in Sub-Saharan Africa


The International Doctorate in Global Health (INDIGO) is the first truly international doctoral programme in global health.  The programme is offered by the International Doctoral School in Global Health, and coordinated by the Centre for Global Health at Trinity College, Dublin. Participating partners include Addis Ababa University (Ethiopia), University of Malawi, Ibadan University (Nigeria), Makerere University (Uganda), Columbia University (USA), Harvard Medical School (USA) and UK Cochrane Centre (UK). Our programme offers a unique opportunity for students from diverse backgrounds to study at some of the world’s leading universities and to conduct research in an African setting under an international panel of supervisors.  The programme is aimed at health professionals from any part of the world.  INDIGO is designed to produce leaders in global health research, policy and practice. 


The main focus of INDIGO is on strengthening health systems in Africa, and three areas of research will be promoted: maximising human resources for health; managing communicable diseases; promoting equitable and inclusive access to health






		Italy

		Aiming at internationalization of doctoral training, some Italian doctoral schools have calls for admission open to candidates from any country and offer programmes and fellowships to applicants from least developed countries. One example of international cooperation in an interdisciplinary doctoral is the University of Camerino programme “Malaria and Human Development”, cofunded by WHO. It includes training on life sciences, health economics and social sciences and attracts candidates from countries where malaria is endemic; institutions in these countries are partners in the cooperation and provide supervision of the field work and future placement for doctorate holders.



		Norway

		Some universities have established agreements of “Cotutelle de thèse” with French universities according to the model described by Switzerland.



		Portugal

		International Partnership programmes in specific fields between Portuguese universities and institutions abroad (MIT, Carnegie Mellon, University of Texas).



		Switzerland

		Cotutelles de thèse


A “Cotutelle de thèse” is a bi-national doctorate with a supervisor both in the candidate’s home university and in a partner university abroad, leading to a joint diploma (either a diploma issued jointly by the two institutions or two separate diploma, specifying the nature of the doctorate as a “cotutelle de thèse”). Swiss national authorities provide funding for “Cotutelles” between Swiss universities and universities of neighbouring countries (Austria, France, Germany, Italy) in order to cover the travel and residence expenses of both the doctoral candidate and his/her supervisor. Not all universities make use of this possibility. http://www.crus.ch/information-programmes/cotutelles-de-these.html 



		EU

		Marie Curie Initial Training Network


Initial Training Networks (ITN) offer early-stage researchers including doctoral candidates the opportunity to improve their research and transferable skills, join excellent research teams and enhance their career prospects. At least three participants from different countries join together to propose a coherent research training programme for an ITN. The participants can be universities, research centres, companies (large or small) or any other socio-economic actors. Any research field in the humanities or science may qualify for ITN funding – provided that there is an element of mobility across national borders. The funding covers recruitment and employment of researchers, training in research and transferable skills, as well as networking activities, workshops or conferences.





E) Doctoral training in cooperation with industry and other relevant employment sectors:


		Belgium

		The Baekeland programme funds doctoral projects that are executed at a Flemish university in close cooperation with a company. The PhD candidate is supervised jointly by an academic and an industrial supervisor and spends a considerable amount of time at the company. Projects are cofunded by the company and the orientation of the research project should be strategic. 


The Federation Wallonia-Brussels is supporting transversal trainings that can be developed with the private sector within Graduate Colleges. Wallonia also supports the doctoral trainings in cooperation with industry through the FIRST SPIN-OFF scheme in order to improve the scientific and technological potential of the research units and to train  the future managers in the fields of emerging technologies. The scheme has been set up with a view to inciting the university researchers to develop new industrial products.



		Denmark

		Industrial PhD programme


An Industrial PhD project is a three-year business focused PhD project where the student is hired by a company and enrolled in a university at the same time. The company receives a monthly wage subsidy of DKK 14,500 while the university has its expenses for supervising etc. covered. The PhD student works full time on the project and divides his or her time equally between the company and the university. In 2010, DKK 134 mil. has been allocated (as opposed to DKK 104 mil. in 2009) for new Industrial PhD projects. Accordingly, it is assumed all qualified applications from the private sector will receive funding. Last year, more than half of all applications were approved.



		Estonia

		The "Training doctoral students in cooperation with businesses" programme is intended to assist innovative companies who successfully apply research results, technology and professional design in their services and products by funding the creation of supported doctoral student places. In order to be admitted as a partner to the programme, the business must be engaged in a development activity that possesses good application prospects and be willing to conclude an employment contract with the doctoral student and to pay at least the legal minimum wage to that student. The partner universities must find a suitable partner and will be responsible for the quality and progress of the supported students’ studies. Eligible expenditures include the student’s tuition fees, a monthly stipend and the remuneration of the student’s co-supervisor at the company. Supported places will be funded on the same terms that apply in relation to doctoral studies under the funding scheme established in Estonia in relation to government funded provision of higher education. This activity intended to foster development in the priority areas specified in Estonia’s national RD&I strategy (information and communication technology, materials technology, environmental technology, biotechnology, power engineering and health). Eligible partners are Estonian universities who are offering accredited PhD programmes in the aforementioned priority areas. This training model started 2008 and there is no graduations jet (in Estonia doctoral programmes last 4 years). Funded by European Structural Fund, total budget 2,6 million € for 2008-2015.



		France

		The Programming law for Research of August 7th, 2006 on doctoral training includes several actions aiming at bringing together doctoral training and socio and economic sectors. The reform of the training frame includes two major trends regarding doctoral training cooperation with industry and other relevant employment sectors


- Refocusing doctoral programs on the preparation to occupational integration; 


- Better link doctoral training and R&D in socio and economic sectors. 


Some 1200 doctoral trainees defended, in 2009-2010, a dissertation through the CIFRE programme. 


The CIFRE programme (Conventions Industrielles de Formation par la Recherche) which is a partnership between French industry or other relevant employment sectors, a research laboratory and a doctoral candidate. During a three- year contract with the company or other private employer, the doctoral trainee will benefit from a high level of scientific supervision that will help him or her write and defend a PhD dissertation while contributing to research activities. The programme is managed by ANRT (Association Nationale de la Recherche Technique).



		Germany

		Some R&D intensive companies have developed close collaborations with universities for the sake of training of the future generation of leading researchers. They fund the positions for the doctoral researchers and provide space in their labs for them to carry out their research. The doctoral researchers belong to a university, are formally employed by it. They carry out a project defined by the company, but following strict academic standards.


KIT/Daimler is one example of such a joint graduate school of the Institute for Technology in Karlsruhe (KIT) and the Daimler AG (as part of the Project House e-drive), financed by Daimler and funded by the Ministry for Science, Research and Art Baden-Württemberg. During the four year doctorate, the candidates spend most of their time doing research at the KIT but also work in Daimler AG research and development departments. The programme comprises an obligatory 3 months stay at a company or research institution abroad and is open to other interested industrial partners.


Doctorate in cooperation with Audi is another example where more than 80 doctoral candidates take part in the research projects (in technical studies as well as humanities) funded by Audi in close cooperation with 10 universities. The overall aim of the projects is to expedite the transfer of knowledge between research and industry as well as the promotion of young researchers.



		Hungary

		There are R&D intensive companies in Hungary which have established close, long-lasting cooperation with universities playing an active role in PhD training.


ERICSSON – BME, ELT: Ericsson Telecommunications Hungary (ETH) has developed close collaborations with several departments at two major universities in Hungary: ELTE (Eotvos Lorand University) and BME (Budapest University of Technology and Economics). In this cooperation students and their supervisors can work on industrially motivated problems mainly within MSc and PhD programmes. Ericsson also offers internships, where PhD students are contracted for a period of time, and they can work closely together with researchers of Ericsson, mostly on Ericsson-internal or EU projects. These university cooperations started almost 20 years ago, and from these cooperations almost 80 PhDs have been completed since foundation. Ericsson also actively takes part in education by holding lectures and providing help in working out details of various subjects. Recently the collaboration has been significantly extended in the fields of software, hardware and microwave networks.


Robert Bosch Department of Mechatronics: The University of Miskolc and the Hungarian Bosch Companies founded the Robert Bosch Department of Mechatronics in 2005. The target of the cooperation is to support practical oriented education and research activities in the engineering sciences placing special emphasis on the wide range applications of mechatronics. 


Within the frame of the cooperation seven industrial Ph.D. programs are currently in progress. Three of them are performed at Bosch, while four of  them at the University. 

The main benefits of the cooperation are:


· to create harmony between the theoretical and practical sciences;


· to move towards more practical oriented education and training;


· to have better and long-lasting collaboration between University and Industry.



		Ireland

		The Enterprise Partnership Scheme is an innovative initiative through which Irish Council for Science Engineering and Technology (IRCSET) links with private enterprise and eligible public bodies to award co-funded postgraduate scholarships and postdoctoral fellowships to the most promising researchers in Ireland. Benefits include: mentoring from industry experts, placement opportunities, exposure to commercially orientated research environment, transferable skills, relationship with a potential future employer. The industry partner provides 30% of the funding. There are over 160 companies involved in the funding of 350 doctoral candidates.  



		Italy

		The Italian Ministry of Education, University and Research has a yearly call for doctoral fellowships in topics related to industrial research open to all Italian universities hosting doctoral courses / programmes on these topics. The requirements for fellowship assignment include agreements with foreign Universities for research collaboration, PhD-cotutelle programmes, and geographical and intersectoral mobility plans for the admitted candidates. Some universities additionally attract funding from private companies and non-academic institutions to increase the number of fellowships on the most innovative industrial-research programmes.



		Norway

		Industrial PhD program


An Industrial PhD project is a three-year business focused PhD project where the student is hired by a company and enrolled in a university at the same time. The research project is conducted in cooperation between a private company, an Industrial PhD student and a university. As a supplement to the research community in either the university or the company, a public research institution can be attached. 


Companies that enter into a collaboration agreement under the Industrial PhD scheme receive an annual grant from the Research Council equal to maximum 50 % of the established current rates for doctoral research fellowships for a three-year period. The PhD student works full time on the project and divides his or her time equally between the company and the university. Universities and students of all nationalities may be accepted. All students enrolled in the program have once a year been invited to a special business course by the Research Council. 



		Portugal

		Bolsas de Doutoramento em Empresas (BDE, Doctoral degree grants in enterprises) . See Annex 2 below



		Switzerland

		Many of the research groups at Swiss universities, notably at the two Federal Institutes of Technology, maintain close collaboration with industrial partners. Various models of industrial doctorates are possible; what is important for the success of an industrial PhD is a common understanding of all partners implied and an active involvement of all partners all along the dissertation work.



		Slovenia

		Young researchers in enterprises


The measure aims at establishing a bridge between the research sphere and enterprises. This programme contains three kinds of financial contributions: to the monthly income of a young researcher, to the mentorship allowance and to the actual cost of research. The aim of the measure is to create high quality human potentials in the fields where Slovene economy needs new knowledge for developing high-tech and innovative products, technologies or services, to strengthen and to stimulate creation of research teams in industry and economy (SME involved), to establish efficient cooperation among research institutions, universities and industry, to stimulate interdisciplinary nature of post-graduate studies. Applications may be submitted by enterprises and technology centres, the immediate beneficiaries are young researchers-postgraduate students, there is an age limit of 35 years for candidates. There are special requirements regarding mentorship for young researchers and for their full-time engagement in research activities.



		Spain

		Talent Empresa is an industrial PhD programme promoted by the Regional Government of Catalonia. The programme offers funding for the incorporation of researchers in companies and technological centres as long as they pursue industrial research while being enrolled in a doctorate at one of the Catalan universities. Open to all nationalities, the program offers employment contracts with full social security coverage. The research training is conducted mainly in the industrial partner with the joint supervision of university staff.



		UK




		The UK Research Councils fund CASE studentships, Engineering Doctorates and other forms of collaborative PhD training which may be jointly funded by a funding partner outside HE. Industry, business and other research partners also provide fully-funded PhD studentships. In most collaborative awards the student will spend time working on the premises of the research partner.



		UK




		Special case: Professional doctorates

These doctorates are offered in a variety of professional fields including engineering (EngD), nursing (DNursSci), veterinary medicine (VetMD), education (EdD), business administration (DBA) and clinical psychology (DClinPsy). As for the traditional PhD, candidates are required to produce original knowledge; but with the additional proviso that this should make a significant contribution to professional practice. Professional doctorates may also be combined with a taught element and, instead of requiring a thesis, may offer the option of producing a collection of extended assignments. In many cases, professional doctorates are designed and delivered in collaboration with employers and professional bodies, and are strongly linked to the needs of a particular sector. In the case of the EngD, for example, doctoral students conduct PhD-equivalent research whilst also undertaking taught business courses and working alongside an industrial partner. This kind of ‘experience-led’ learning has proved extremely popular with employers.





F) Skills Training Examples


The skills training ideas listed below, again building up on existing best practice cases, are to be read as work in progress and should not be considered as final nor as an exhaustive list:

Disciplinary skills


Transferable skills


Entrepreneurial skills


Career development


Languages, IT Training etc.


		Belgium

		All Flemish universities provide a well-balanced offer of courses, both domain oriented and transferable skills. Ghent University, for example, offers seminars in transferable skills within four separate clusters: Communication Skills; Research and Valorization; Career Management; Efficiency and Leadership.”

The universities of the Federation Wallonia-Brussels are fully autonomous in the field of learning transferable and entrepreneurial skills. These last few years, priority has been given to transferable skills and languages (credits dedicated to transferable skills, specific seminars, human strategies for researchers, etc.)



		Germany

		All Research Training Groups, Research Schools, university wide schools, IMPRS etc. include skills training in various ways which can be chosen à la carte according to needs and interests.



		Estonia

		Skills training in doctoral schools includes different activities to develop science literacy of doctoral students (seminars, workshops and contest for popular scientific articles); doctoral students are involved with different projects about making S&T more attractive especially for young people.


The Fund of Wise Decisions headed by the State Chancellery was established in 2008, one of its sub-measures is a scheme for building non-governmental analytical capacity. Young researchers’ studies in nationally important areas are supported.



		Ireland

		The Irish Universities Association’s (IUA) Deans of Graduate Education Network developed a skills statement of PhD graduates’ skills, attributes and qualities, based on an analysis of skills statements already developed and in use in North America, Europe, Australia, New Zealand and elsewhere. This skills statement contains common characteristics of the generic outcomes that result from the research education experience and identifies competencies that are transferable to the workplace, either academic or non-academic.


National Academy for Integration of Research, Teaching and Learning (NAIRTL)


TCD-UCD Innovation Academy

The TCD-UCD Innovation Alliance, launched in 2010 by the Irish Prime Minister, is a radical new partnership between Trinity College Dublin (TCD) and University College Dublin (UCD). The TCD-UCD Innovation Academy is the educational centrepiece of this Alliance and is a collaborative educational venture between TCD and UCD, involving interations with external agencies from both the for-profit and non-profit organisations. The Academy is transforming the doctoral education experience by establishing innovation alongside research and education as an integral element of the PhD. The output will be a new breed of graduate, expert in their discipline, but with the creativity and entrepreneurial skills to convert knowledge, ideas and inventions into products, services and policies for economic and social benefit. Innovation is thus regarded in its broadest sense of exploiting new ideas in a competitive world; it is not restricted to science, engineering, technology and business, but encompasses creativity, leadership, cultural and policy innovation of arts and humanities.  The Innovation Academy will enhance Ireland’s reputation for PhD education, thus attracting high-quality international students. Students are anchored in the disciplines, where they will pursue original research relevant to key strategic objectives. The Innovation Academy offers a collaborative Graduate Certificate in Innovation & Entrepreneurship to PhD students from across both institutions.



		Switzerland

		In the Swiss understanding, the purpose of the doctorate is not only the development of academic competence and the acquisition of subject-specific and methodological knowledge and skills, but also the acquisition of transversal knowledge and skills as well as the promotion of academic interaction and networks. In this way, the doctorate prepares candidates for research-based professions at universities or other institutions (public sector, business, administration) and enables them to take on diverse high-level responsibilities and functions.




		

		ETH Zurich requires all doctoral students to take a certain amount of coursework (“doctoral studies”). These courses are considered both as a right and an obligation of the students to continue their professional development.
 The objectives of doctoral studies are to enable doctoral candidates, to acquire knowledge and skills in the field of their doctoral thesis, in cognate disciplines and in interdisciplinary areas; to integrate themselves into the scientific community. At least one-third of the required credits must be outside the candidate’s research field, covering e.g. transferable skills, entrepreneurship, career development, communication or pedagogic skills. http://www.ethz.ch/doctorate/index_EN



		

		Mentoring Programmes for the promotion of female junior researchers

Since 2000 the Federal Equal Opportunity at the Universities Programme has been financing mentoring programmes at all Swiss universities in collaboration with the two Federal Institutes of Technology and the Swiss National Science Foundation (SNSF). It intends to promote female junior researchers by giving them career related advice independent from their direct supervisor and introducing them into the academic networks. In doing so the concept of mentoring is broad and includes also gender-specific skills training e.g. in rhetoric, job applications, appearance etc. Due to the different cultures of the faculties, there is also faculty-specific mentoring. 
http://www.crus.ch/information-programme/chancengleichheit.html



		UK

		Vitae’s Researcher Development Statement
 is a UK statement of the knowledge, skills and attributes of researchers in higher education based on the Researcher Development Framework. The Statement has been endorsed by the Universties UK, Research Councils UK and other funders, UK universities have comprehensive training and development provision based on the four Domains: 


- Knowledge and intellectual abilities


- Personal effectiveness


- Research governance and organisation


- Engagement, influence and impact.



		EU

		Marie Curie Initial Training Network

Initial Training Networks (ITN) promote skills training in the fields of:


- Management and financing of research projects and programmes 


- Intellectual property rights 


- Take up and exploitation of research results 


- Entrepreneurship 


- Ethical aspects 


- Communication and societal outreach


- Standardisation





ANNEX 2


National funding for individual doctoral candidates


Having sufficient financial support during a doctorate is a necessary condition for any candidate and generally necessary to find the initial motivation to pursue the arduous and innovative research demanded.


		Belgium

		Several funding options are open for Belgian doctoral students, based on different employment models. On the one hand a doctoral candidate can be a research assistant, recruited and employed by the university. On the other hand, he/she can profit from a taxfree doctoral fellowship (fully covered by social security!). This fellowship can be paid from university funds, but also research councils provide funding for doctoral fellowships. The most important of these are the Research Fund – Flanders (FWO), the Fonds de la recherche scientifique (FNRS), which both finance fundamental research, and the Agency for Innovation by Science and Technology (IWT), responsible for strategic research.


A non-exhaustive list of funding sources:


· Interuniversity Attraction Poles, which aims at supporting fundamental research led by the university research teams of the various regions of the country working in a network within the framework of collaboration projects


· Thematic programme of the Federal Research Office


· Mandate “research fellow-FRS-FNRS” (Scientific Research Funds and Scientific Research Fund)


· Mandate “research fellow-FRIA” (Research Funds in Industry and Agriculture)


· Mandate as assistant in a university


· Mandate “FIRST SPIN OFF” (from the Walloon Region in partnership with an enterprise)


· Institutional grants for doctoral candidate


· Mobilising Programmes of the Walloon Region, which aims at strengthening the scientific potential of universities and HEIs and valuing it in the Walloon industrial context;


· Télévie programme, which concerns research on cancer (private funds);


· PhD fellowships of the Research Fund – Flanders


· Baekeland fellowships of the IWT


· Post-graduate Grants of the IWT


· Fellowship of the Flemish Special research funds 


Mandate “Prospective Research for Brussels”



		Denmark

		The Danish PhD Programme is designed to provide young researchers with skills in order to contribute to the knowledge based economy/society. The general admission requirement is a Master-level degree. A Danish PhD-programme usually lasts three years. The PhD student is generally employed in accordance with the collective agreement for PhD students employed in the Danish state. This means that the PhD receives a salary during the three years. The salary is approximately DKK 26.500 per month including pension.


Social security is mainly financed by taxes in Denmark and the health service network is based on the principle of equal access to the services offered by the health service for all citizens. PhD students therefore have the same social security rights as others.


The Industrial PhD students will receive salary from the enterprise in which they are employed. This salary is agreed upon between the student and the company but must correspond as a minimum to the pay rate of the collective agreement for PhD students employed in the Danish state.



		Estonia

		A new doctoral financing model will be applied from 2012on: The position of early-stage researcher is added in legal acts as a part of the research career model. Positions of early-stage researcher are foreseen to grant doctoral students full social security coverage. The aim is to enhance motivation and to ensure material support of PhD candidates. Employment contracts will strengthen the link between the university and PhD candidates. From 2012 all doctoral candidates who pass a required attestation will get a doctoral allowance (doctoral students) or a salary (early- stage researchers).


Mobility of doctoral candidates for short-term study visits and full-time studies abroad is supported by different mobility programmes (example: Doctoral Studies and Internationalisation Programme “DoRa”, Kristjan Jaak).



		France

		Le contrat doctorale


The “doctoral contract”; this three-year public contract for doctoral candidates, applicable in universities and research institutions, offers a complete package: a comprehensive professional experience, with the required training and additional activities to help doctoral candidates broaden their research experience.



		Germany

		The majority of doctoral candidates still obtain their doctoral degree while working in a project. In the last years, accompanying training structures have been established at many universities. Various foundations and eleven organisations for the promotion of young talent (Begabtenförderungswerke), funded by the Federal Ministry for Education and Research (BMBF) plus further such organisations funded by some German states, provide individual fellowships for especially gifted doctoral candidates candidates (Landesgraduiertenförderung). The fellowship holders benefit from accompanying programmes fostering their personal and career development.



		Ireland 

		Research Council 


Project


Individual 


Structured 






		Norway

		Positions as PhDs are announced publicly by the TEIs, and employment is on the basis of competition among applicants. The applicants must apply for participation in doctoral programs separately. The level of funding for PhD positions is comparable to an ordinary public salary, and the candidates enjoy the rights of ordinary employees. Two thirds of PhD candidates have such positions.


One third of PhD candidates have other types of funding for their PhD degree. Most of them are employed in permanent positions in TEIs or in the institute sector, and work on their thesis as a part of their ordinary research.



		Portugal

		Bolsas de Doutoramento (BD, Doctoral degree grants)


The Fundação para a Ciência e Tecnologia (FCT) in Portugal allows those who are pursuing third cycle studies which lead to a doctoral degree to apply for doctoral degree grants for study in Portugal or abroad, notwithstanding if they are Portuguese nationals or foreigners, as long as they: hold a master degree or equivalent degree, hold a licenciado degree (first cycle of studies) but that have an academic or scientific curricula which is considered by the university designated scientific and level structure (e.g., scientific council) as sufficient for the student to be admitted to doctoral training, or  have a academic, scientific or professional track which the university designated scientific and level structure (e.g., scientific council)acknowledges to attest the student ability and capacity to pursue doctoral training.


The Doctoral degree grants, which can be spent solely in Portugal, in Portugal and abroad, or solely abroad, have a monthly maintenance stipend of 980 Euros in Portugal and 1710 Euros when abroad which is paid according to where the grantee is located. However, other subsidies are available i.e. for travelling, registration, tuition and bench fees.


Bolsas de Doutoramento em Empresas (BDE, Doctoral degree grants in enterprises)

The Fundação para a Ciência e Tecnologia (FCT) in Portugal allows the application for doctoral degree grants in an enterprise in Portugal as long it satisfies the same criteria demanded by the eligibility for doctoral degree grants, except that the candidates must be national citizens or residing in Portugal. 


The purpose of doctoral degree grants in enterprises is to allow doctoral degree grants the opportunity to develop doctoral degree work in the business environment on subjects of interest to the enterprise, as long as this work is accepted by the university that confers the respective doctoral degree. 


In order to qualify for this type of grant, a plan must be submitted detailing the objectives, the support to be provided for the recipient’s research activity in the enterprise and the expected interaction between the enterprise and the university where the recipient is enrolled in the doctoral degree program. The monthly maintenance stipend of 980 Euros is paid by the FCT and the firm on a 50% basis (each pay 490 Euros per month). All the other subsidies are supported by FCT.



		Switzerland

		Swiss National Science Foundation (SNSF): fellowships for prospective researchers


The SNSF funding scheme “Fellowships for Prospective Researchers” offers also doctoral students the possibility of a stay at a research institution abroad. Eligible candidates from Swiss universities or Swiss nationals residing in foreign countries can submit their application at the earliest 2 years after obtaining their licentiate, diploma or master's degree. This research stay is financed for a period of between 6 and 24 months. The fellowships are allocated in all disciplines supported by the Swiss National Science Foundation. Funding covers the grantee’s subsistence costs and includes a fixed sum for travel expenses. It may also comprise a contribution towards research and conference expenses. The amount of the fellowship is based on family status, family obligations and cost of living in the host country. Each year the SNSF awards approximately 160 new doctoral fellowships. Applications submitted by eligible candidates are evaluated by the SNSF research commissions, which are mandated by the SNSF and based at the Swiss universities. One central SNSF panel evaluates Swiss candidates that are not affiliated to a Swiss university as they are applying from outside Switzerland.
 http://www.snf.ch/E/funding/individuals/prospective-researchers/Pages/default.aspx



		USA

		NSF Graduate Research Fellowship Program (GRFP)


The program recognizes and supports outstanding graduate students who are pursuing research-based masters and doctoral degrees in fields within NSF's mission.  The GRFP provides three years of support for the graduate education of individuals who have demonstrated their potential for significant achievements in science and engineering research. In general, graduate fellowships may be awarded only to citizens or nationals of the U.S. or permanent resident aliens of the United States at the time of application. Graduate fellowships are awarded for study or work leading to advanced degrees in science, mathematics, and engineering as specified in the Announcement. Awards are made for 3 years of support, tenable over a 5-year period and are intended for students at or near the beginning of their graduate study. The applications of eligible candidates are reviewed by disciplinary panels. The responsibility for selection of Fellows rests solely with NSF. Each year, NSF awards approximately 1,000 new three-year Graduate Fellowships.





ANNEX 3A


Structural Funds


Numbers of doctoral candidates will be added by ERA-SGHRM members


		

		Development human potential in the field of research and innovation, in particular through post-graduate studies and training of researchers, and networking activities between universities, research centres and businesses



		

		Amount in EUROS




		Number of doctoral candidates



		AT

		412.500

		



		BE

		51.034.732

		



		BG

		51.000.000

		



		CY

		0

		



		CZ

		310.811.994

		



		DK

		0

		



		EE

		76.191.984

		



		FI

		24.644.061

		



		FR

		16.758.000

		



		DE

		251.462.207

		



		GR

		281.765.418

		



		HU

		576.736.943

		



		IE

		0

		



		IT

		558.360.513

		



		LV

		108.722.551

		



		LT

		118.006.500

		



		LU

		1.615.595

		



		MT

		7.000.000

		



		NL

		11.500.137

		



		PL

		603.326.307

		



		PT

		471.700.000

		



		RO

		284.929.959

		



		SK

		74.951.515

		



		SI

		153.460.471

		



		ES

		293.579.426

		



		SE

		0

		



		UK

		28.778.804

		



		TOTAL

		€ 4.356.749.617

		





ANNEX 3B

Marie Curie Actions: activities in support of doctoral candidates


Marie Curie Actions are a EU programme supporting activities specifically dedicated to the excellent and structured training of early stage researchers, including doctoral candidates, in all research fields. Financial support is provided for a maximum of 4 years to the institutions which are responsible for the recruitment of early stage researchers according to the principles of the European Charter and Code.

		Action


Type

		Number of doctoral candidates supported

		Average grant for the individual doctoral candidate

		Average Period 

		Average grant for the institution



		Initial Training Networks (ITN) and Innovative Doctoral Programmes (IDP)

		About 9.000 doctoral candidates funded for the period 2007-2013.

		Yearly living allowance: 
€38.000 x country coefficient1

Monthly mobility allowance: 
€700 (no family) or


€1000 (with family) x country coefficient


to cover expenses linked to the personal household, relocation and travel expenses of the researcher and her/his family in the host country.




		36 months

		Contribution to the training and research costs:


ITN and IAPP:
€1800 per researcher-month


IDP and EID:


€1200 per researcher-month



Management activities:


Maximum 10% of the total EU contribution



Contribution to overheads:


10% of direct costs2 


Small equipment expenses (IAPP only):

Up to maximum 10% of the total contribution to the SME participant, if duly justified by the project.





		European Industrial Doctorates (EID-new pilot launched in 2012)

		About 100 in 2012.

		

		36 months

		



		Industry Academia Partnerships and Pathways (IAPP)

		About 2000 doctoral candidates funded for the period 2007-2013.

		

		12 to 24 months

		



		International Research Staff Exchange Scheme (IRSES)

		About 7000 doctoral candidates funded for the period 2007-2013.

		Travel costs: 
€1900 / researcher-month 


+ 200€ / researcher-month in case of long-distance

		From 1 to 12 months

		N.A.





1 coefficient estimated by Eurostat according to the living costs in the host country. The list of coefficients is published in the yearly People Work Programme.

2 except for subcontractors and the costs of the resources made available by third parties which are not used in the premises of the beneficiary


ANNEX 3C


Erasmus activities in support of doctoral candidates


Erasmus programme support doctoral candidates through the following activities:


· Erasmus mobility grants

· Erasmus Intensive Programmes (IP)


		Estimated support under the current Erasmus Programme (2007-2013) 






		Action


Type

		Doctoral candidates supported

		Average grant for the individual

		Average


Period 

		Average


grant for the institution

		remarks



		Mobility grants, PhD candidates 




		NR PhD Candidates



SM
SMS
SMP


2007-08
3167
2737
438


2008-09
2661
1839
822


2009-10
2484
1662
822

		
SM
SMS
SMP


2007-08
1604.89
1481.41
2346.99


2008-09
1806.46
1582.42
2307.67


2009-10
1784.35
1659.47
2036.85




		
months



SM

SMS
SMP


2007-08
5.32
5.51
4


2008-09
5.14
5.37
4.62


2009-10
5.16
5.54
4.4




		N/A

		



		Mobility grants, staff mobility 




		PhD Canditates as teaching Assistants


2007-08
3316
2008-09
3067
2009-10
2665

		2007-08
629.58


2008-09
673.31


2009-10
622.15




		
days


2007-08
5.81


2008-09
5.98


2009-10
5.84




		N/A

		



		Intensive programmes (IP)




		Intensive Programme


3rd cycle


2007-08
257


2008-09
319


2009-10
284


Nr of PhD candidates on 3rd cycle IPs


2007-08
 1140


2008-09
 1276


2009-10
 1552

		per Intensive Programme (IP)


2007-08
23234
2008-09
30150
2009-10
32575

		Approx. 10 days

		

		IPs are courses of 10 days attended by students and teachers from different countries





SM
Student Mobility


SMS
Student Mobility for Study


SMP
Student Mobility Work Placements

IP
Intensive Programmes (10 day courses)

ANNEX 3E


ERC activities in support of doctoral candidates


The European Research Council supports doctoral candidates indirectly through the grant support for selected Principal Investigators. Early analysis of the financial reports reveals that each Principal Investigator is accompanied by one to three candidates. 


		Estimated support under Seventh Framework programme (2007-2013) 






		Action Type

		Doctoral candidates supported

		Average grant for the individual

		Average


Period 

		Average


grant for the institution

		remarks



		ERC Starting Grant




		1 to 3 Doctoral Candidates per Principal Investigator

		~up to €2.0M and up to €3.5 M per PI and team for up to 5 years for the StG and AdG respectively. 

		Hard to estimate although in principle a full doctoral study could be easily supported within the 5 years of the grant.

		N/A*

		Initial analysis reveal that ~70% of the budget goes to personnel costs.



		ERC Advanced Grant




		

		

		

		

		





In addition, the Work Programme includes within its provisions for the conditions that the host Institution will provide to the Principal investigator and its team a reference to the Charter & Code. 


* although the legal beneficiary of the grant is the institution that hosts the Principal Investigator (PI) and his/her team, the funding is under the control of the PI, including the possibility of "portability", when the PI can leave the host institution with the grant. In other words ERC grants do not constitute institutional funding. 


� 'From Challenges to Opportunities: Towards a Common Strategic Framework for EU research and innovation  funding' (COM(2011)48). 



�  http://www.eua.be/cde/about-euacde/euas-work-on-doctoral-education.aspx



� List of sources to be added.



� Europe 2020 Flagship Initiative Innovation Union COM(2010) 546 final of 6.10.2010 http://ec.europa.eu/research/innovation-union/pdf/innovation-union-communication_en.pdf#view=fit&pagemode=none







� http://ec.europa.eu/eracareers/pdf/am509774CEE_EN_E4.pdf



� Salzburg Principles I



� http://www.eua.be/cde/about-euacde/euas-work-on-doctoral-education.aspx



� http://www.leru.org/files/publications/LERU_Doctoral_degrees_beyond_2010.pdf



� LEADER and TRANSDOC projects � HYPERLINK "http://www.coimbra-group.eu/index.php?page=dsr&hl=en" ��http://www.coimbra-group.eu/index.php?page=dsr&hl=en� "http://www.coimbra-group.eu/transdoc/"http://www.coimbra-group.eu/transdoc/__



� http://www.jfmed.uniba.sk/fileadmin/user_upload/editors/Andrisova_Files/Microsoft_Word_-_Setting_standards-PhD_study_Orpheus-12-05-2009-final_version.pdf



� http://www.cgsnet.org/portals/0/pdf/mtg_banffprinciples.pdf



� http://www.fgereport.org/rsc/pdf/CFGE_report.pdf



� � HYPERLINK "http://ec.europa.eu/eracareers/pdf/am509774CEE_EN_E4.pdf" �http://ec.europa.eu/eracareers/pdf/am509774CEE_EN_E4.pdf�).



� � HYPERLINK "http://www.eua.be/eua-work-and-policy-area/research-and-innovation/doctoral-education/doc-careers/" ��http://www.eua.be/eua-work-and-policy-area/research-and-innovation/doctoral-education/doc-careers/� (pages 43-44).



� “Research Careers in Europe Landscape and Horizons”, European Science Foundation 2010



� http://ec.europa.eu/education/higher-education/doc1261_en.htm



� http://www.eua.be/eua-work-and-policy-area/research-and-innovation/doctoral-education/doc-careers



� � HYPERLINK "http://www.ond.vlaanderen.be/hogeronderwijs/bologna/2010_conference/documents/EUA" ��http://www.ond.vlaanderen.be/hogeronderwijs/bologna/2010_conference/documents/EUA�



_Trends_2010.pdf



� http://www.boe.es/boe/dias/2011/02/10/pdfs/BOE-A-2011-2541.pdf



� http://www.eua.be/eua-work-and-policy-area/research-and-innovation/doctoral-education/doc-careers



� Some also engage in special actions to interest secondary school pupils for research.



� She Figures 2009: In the EU-27, 45% of all PhD graduates were women in 2006; they equal or outnumber men in all broad fields of study, except for science, mathematics and computing (41%), and engineering, manufacturing and construction (25%). http://ec.europa.eu/research/science-society/document_library/pdf_06/she_figures_2009_en.pdf



� Estimated one per project participation



� Non-domestic doctoral students for non-European countries.



� See the Joint Position Paper by the Swiss Universities on the Doctorate, � HYPERLINK "http://www.crus.ch/dms.php?id=6872" ��http://www.crus.ch/dms.php?id=6872�.



� http://www.fdv-paris.org/en/ecole-doctorale-fdv/



� http://www.dfg.de/en/research_funding/programmes/list/index.jsp?id=GRK



� http://www.supa.ac.uk/Graduate_School/courses/courses.htm



� www.econ.upf.edu/eng/graduates/gpem/



� http://idea.uab.es/



� www.zlc.edu.es/default.aspx?info=000011



� www.dfg.de/en/research_funding/programmes/coordinated_programmes/�research_training_groups/international_rtg/index.html



� �HYPERLINK "http://www.4thlevelireland.ie/publications/Graduate_Skills_Statement.pdf"�http://www.4thlevelireland.ie/publications/Graduate_Skills_Statement.pdf�



� See the Joint Position Paper by the Swiss Universities on the Doctorate, � HYPERLINK "http://www.crus.ch/dms.php?id=6872" ��http://www.crus.ch/dms.php?id=6872�.



� cited from the Ordinance on Doctoral Studies ETH Zurich �HYPERLINK "http://www.rektorat.ethz.ch/doctorate/admin/en_doc_regulations_2008.pdf"�http://www.rektorat.ethz.ch/doctorate/admin/en_doc_regulations_2008.pdf�



� � HYPERLINK http://www.vitae.ac.uk/rdf ��www.vitae.ac.uk/rdf�



� http://editions.campusfrance.org/infos_generales/en/niveau_d_en.pdf



http://www.enseignementsup-recherche.gouv.fr/cid20185/doctorat.html#les-ecoles-doctorales



� http://www.nsf.gov/pubs/1997/nsf9726/nsf9726.pdf
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   Professor Fulvio Esposito  
         European Commission 


DG Research and Innovation 
Unit B2 Skills, SDME 03/35  
Rue de la Loi 200 
B-1049 BRUSSELS 
Belgium  


 
MOF/37  14 April 2011 


 
Dear Professor Esposito, 
 
European Commission Consultation: Towards a European Framework for Research Careers 
 
We are writing with respect to the recent consultation document ‘Towards a European 
Framework for Research Careers’ issued on 6 October 2010. We would also like to make you 
aware of the recent and ongoing work of the ESF in this important area of Research Careers in the 
framework of the EUROHORCs and ESF Vision on a Globally Competitive ERA and their Road Map 
for Actions1 Action N°2, dedicated to the promotion of European Research Careers and Mobility. 
 
As you will be aware the ESF published the report ‘Research Careers in Europe - Landscape and 
Horizons’2  in December 2009. This report documented the conclusions and recommendations of 
the work of the ESF Member Organisation Forum on Research Careers (MO-Forum). Specifically it 
also addressed the question of career structures and presented a four-stage career structure 
(referred to as a taxonomy) with accompanying information on issues such as status, recruitment 
and career perspectives. Following from this earlier work ESF launched a new MO Forum - the 
‘European Alliance for Research Careers’ – on 9 February 2011. This forum is chaired by a member 
of the EUROHORCs (Professor Nüket Yetiş – President of TÜBITAK). 
 
The MO-Forum is currently developing its future work plan you may be interested to note that its 
provisional objectives are to address the following: 
 


 1 - Taxonomy with objectives to validate existing taxonomies and to map career tracking 
surveys 


 2 - Skills with objectives to build on the skills list of Vitae, explore the wider use of the 
Vitae Researcher Development Framework and develop guidance on provision of 
professional development opportunities 


 3 – Mobility with objectives on policy recommendations for intersectoral mobility, good 
practice regarding the scientific visa and peer review and portfolio careers 


 We are also planning a survey of ESF Member Organisations in relation to these 
objectives. 


 


                                                           
1
 http://www.esf.org/index.php?eID=tx_nawsecuredl&u=0&file=fileadmin/be_user/publications/EUROHORCs-


ESF%20Vision%20and%20Road%20Map.pdf&t=1301389571&hash=2c59aba6152ebfed80410f26c295d374 


2
 http://www.esf.org/fileadmin/links/CEO/ResearchCareers_60p%20A4_13Jan.pdf 



http://www.esf.org/index.php?eID=tx_nawsecuredl&u=0&file=fileadmin/be_user/publications/EUROHORCs-ESF%20Vision%20and%20Road%20Map.pdf&t=1301389571&hash=2c59aba6152ebfed80410f26c295d374

http://www.esf.org/index.php?eID=tx_nawsecuredl&u=0&file=fileadmin/be_user/publications/EUROHORCs-ESF%20Vision%20and%20Road%20Map.pdf&t=1301389571&hash=2c59aba6152ebfed80410f26c295d374

http://www.esf.org/fileadmin/links/CEO/ResearchCareers_60p%20A4_13Jan.pdf
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The MO-Forum also sees significant value in continuing its co-operation with the skills working 
group of the ERA - Steering Group for Human Researchers and Mobility. 
 
Turning to the issue of the Framework for Research Careers:  
 
The ESF is conscious that the work of its MO Forum and that of the European Commission are 
complementary and that both concern themselves with the careers of researchers and both aim 
to support mobility between HE and other sectors of the economy. Based on the work of our MO 
Forum we would like to make the following specific comments on your proposed framework: 
 
1. The purpose of your framework should be clarified and ideally a specific use should be agreed 


which will influence its development. We do not wish to be prescriptive in this matter but it 
seems logical that the EC would as first steps wish to consider using its framework to support 
the differentiation of EU funding opportunities and jobs with the EURAXESS jobs portal. We 
broadly agree with the benefits of the framework expressed in section 3 of the EC consultation 
document. 


2. Concerning the category of ‘Star Researcher’ we understand that a number of inputs to your 
consultation questioned the inclusion of a category for Star Researchers. We too would 
question the value of including this in a career taxonomy – primarily this is because ‘Star’ 
researchers can legitimately emerge at different career stages and we are unconvinced that its 
inclusion adds value.  


3. Regarding the categories of ‘New Researcher’ and ‘Recognised Researcher’– we are concerned 
that the boundary between these categories does not coincide with graduation of the doctoral 
candidate. As graduation as a PhD or equivalent is commonly regarded as the qualification for 
progression to the next stage of a research career and is increasingly seen as a relevant 
qualification in the wider economy - we believe the full doctoral/PhD period should be in the 
‘New Researcher’ category.   


4. Related to point 3 we also recognise that this category of ‘New Researcher’ could, in some 
disciplines, compass researchers whose career does not necessarily involve working towards a 
doctorate. This is particularly true in certain disciplines such as Law where researchers may 
move between professional practice and Higher Education. 


5. Regarding the terminology of the career categories, we note that the ESF categories and the 
EC Framework use the term ‘Established Researcher’ but that the meaning and level is 
different. We suggest that this is at the very least likely to confuse and the MO-Forum suggests 
that an agreed four category structure would be appropriate along the following lines:  


 
a. Doctoral candidate or similar level of competence 
b. Associate Researcher (or equivalent terminology) 
c. Established Researcher 
d. Leading Researcher 


 
6. We would also suggest that the preamble to a final structure should make clear reference to 


the variety of careers open to researchers and we consider that a format such as that 
contained in our Research Careers in Europe Report (page 18) could be used.  


 
In the light of our comments above we would like to propose that we continue our effective 
dialogue between the ESF MO-Forum and the European Commission. We suggest that together 
we should take further steps to integrate our descriptions of the research career structures and to 
reach a common agreement on the purposes of such a structure. This single approach will have 
considerable value.  We also believe that there are other aspects of Research Careers which 
would benefit from ongoing dialogue and that alignment of our agendas could make a valuable  
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contribution to the developing European Research Area. We are aware that there is some 
common membership between the ESF MO-Forum and the ERA -Steering Group for Human 
Researchers and Mobility. We are sure that in particular Dr. Iain Cameron (Research Councils UK), 
Dr.  Hans Borchgrevink (Research Council of Norway), Laura Marin (ESF) and Dr. Beate Scholz 
(Consultant engaged to facilitate the ESF MO-Forum) are prepared to facilitate effective 
interactions between the MO Forum and the European Commission. 
 
We hope that you find these comments useful and that we can continue to work together for the 
benefit of researchers, research careers and research in Europe. 
 
 
 


Yours sincerely,  
 
 


 
 


Professor Marja Makarow       Professor Nüket Yetiş 
Chief Executive   President of TÜBITAK 
European Science Foundation     Chair of MO Forum 


Member of EUROHORCs 
 


 
 
 
 
 
 
 


 
 
 


cc: Sohail Luka – Secretary to SGHRM 
Stefaan Hermanns - Head of Unit Skills  
Conor O’Carroll – Chair of SGHRM Working Group on Skills  
Peter van der Hijden – Secretary to Working Group on Skills 
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REPORT BY THE ERA STEERING GROUP ON HUMAN RESOURCES AND MOBILITY (SGHRM)

Report on the Implementation of the European Partnership for Researchers (EPR) during 2009


1. Introduction


1.1 This Report


This report lays out the progress made during 2009 by Member States (MS) and countries associated to FP7 (AC) towards the implementation of the Commission Communication: "Better Careers and More Mobility: A European Partnership for Researchers" (EPR)
.  Specifically, the report has the following objectives:


· To show progress made and identify good practices


· To highlight gaps and identify challenges and focus areas for the 2010 work plan


· To fulfil the Council requirement, as per its Council Conclusions of 26/09/2008
 that invited MS: “to report regularly on actions undertaken or envisaged and for the first time by the end of 2009;”


Separately, the report also describes how the mandate, composition and working methods of the SGHRM have been re-structured to follow the implementation of the EPR in accordance with the Council Conclusions of 26/09/2008 which recognised that: "the "Human Resources and Mobility" Steering Group, the mandate of which will have to be adapted, is the most appropriate forum for conducting this partnership in a flexible manner.".


Since the first SGHRM meeting in March 2009, extensive progress has been made on EPR implementation and a large amount of results and information has been generated.  Therefore, given the challenge of making this report readable and useful, the following principles were followed in its structure and content:


· The report itself is in the style of an executive summary focusing on providing the political context and the global picture through a synthesis of all the available information. It consolidates, makes observations and projects in the future.  As such, the report is not an exhaustive word-by-word account of all inputs received, but is rather a synthesis that brings to light the aspects relevant to the report's objectives as stated above.

· The detailed information received from countries, the Working Groups' reports and the available National Action Plans (NAP) are included as Annexes. 

1.2 The Political Context


Global competition for the best research talents is growing, and so the EU needs to make strong progress in improving career prospects for researchers and increasing their mobility between research sectors and across national borders. This would help ensure an adequate supply of researchers and enhance the quality of EU research. Therefore, a comprehensive and coordinated approach is required to create a genuine European labour market for researchers in which supply and demand are balanced and where researchers across the EU would benefit from the right training, attractive career conditions and the removal of barriers to mobility. 


In 2008, Member States agreed to implement a new partnership with the Commission on researchers, the EPR. This new partnership is aimed at reinforcing action in a coordinated way while building on existing activities. Member States endorsed the common European framework proposed by the Commission as a reference for developing national action plans. The partnership is designed to strengthen national ownership and to achieve, by the end of 2010, rapid and measurable progress. Its goals are to:


· Systematically open recruitment: Internal recruitment is still widespread in public institutions in many Member States. The widespread adoption of open recruitment in the public sector will help improve Europe's research performance as well as provide more opportunities for researchers.


· Meet the social security and supplementary pensions needs of mobile researchers: Improving information of researchers and employers on their social security rights and better use by Member States of existing EU regulations will facilitate the mobility of researchers. The Commission and Member States should also assess the need for a Recommendation on easing transfer of supplementary pension rights for highly mobile workers, including researchers, and encourage pension providers to establish pan-EU pension schemes specifically for researchers.


· Provide attractive employment and working conditions: Member States, employers and funders should improve employment and career development opportunities for young researchers, notably by ensuring adequate social security coverage, applying "flexicurity" principles, and introducing more flexibility in legislation and contractual conditions for senior researchers.


· Enhance the training, skills and experience of researchers: Improvements of doctoral training programmes and life-long learning are needed to ensure that researchers are equipped with the appropriate skills throughout their careers. This will help their career opportunities and ability to transfer between institutions, research sectors and countries.


The EPR, to be implemented through National Action Plans (NAP) and in partnership with the Commission, aims to achieve, by the end of 2010, progress in all its four priority areas. Most MS are developing their action plans and are engaged in a mutual learning and coordination processes. A global assessment will take place by end-2010 to review progress and identify further actions needed to address outstanding problems. 


During the French Presidency in 2008, Minister Pécresse invited Ministers Gago (PT) and Biltgen (LU) to work on the identification of priority actions to ensure rapid and concrete implementation of the shared goals of the EPR and the report they produced
 showed promising perspectives for a first common road map.


Finally, the Spanish Presidency held a joint meeting of the Competitiveness and Employment & Social Affairs Councils, on April 8, 2010. This provided a good opportunity for a delegation of research ministers (BE, ES, HU, LU and PT) to hold an exchange of views with their count-parts from the EPSCO Council.  The discussion supported the actions for promoting better working conditions for researchers especially in the area of social security and the Presidency urged the Commission to table specific initiatives in these areas. 

1.3 Laying a Strong Foundation for the EPR Implementation: The ERA Steering Group on Human Resources and Mobility (SGHRM)


Following the adoption by the Commission of the Communication "Better careers and more mobility; a European Partnership for Researchers"
 in May 2008, the September 2008 Competitiveness Council adopted Council Conclusions affirming its commitment to the Partnership implementation and recognising that "the Human Resources and Mobility Steering Group, the mandate of which will have to be adapted, is the most appropriate forum for conducting this partnership in a flexible manner".  Therefore, the group was re-launched at the beginning of 2009 with an adapted mandate and with the re-nomination of its members to ensure they have the right profile for such updated mandate.


The group is composed of representatives from 39 countries (27 MS + 12 AC), with the Commission acting as its 40th member. The SGHRM Secretariat is provided by the Commission. The group is chaired by a representative of a MS elected by the delegates and the current Chair is the representative of IT, Professor Fulvio Esposito.


The SGHRM held 5 meetings during 2009 in March, May, June, October and December.  The number of countries represented in each meeting was around 30 countries. No MS was absent from all 5 meetings and only 3 AC did not participate.


A web-based document management and communication tool was set up to facilitate the work of the group by creating an SGHRM web community on SINAPSE.


The adopted SGHRM mandate and working methods are in Annex VI.


1.4 General Highlights from 2009 on EPR Implementation


· A mapping exercise to determine the national focus areas with regards to the 4 EPR priority areas. (Annex I) showed significant variation, yet attractive working conditions as well as training and skills were cited as focus areas by most countries. It is important to note that some countries do not consider particular areas as priority because they already have effective measures in place for such area.

· For each of the EPR priority areas, a stock-taking exercise was completed laying down progress and future plans for each country. (Annexes II and III)


· The Working Groups made important progress on the issues of Open Recruitment, Working Conditions, Training and Skills and Monitoring and Indicators.  The achievements of the Working Groups are detailed in Section 3 of this report and in Annex IV.


· The issues of Social Security and Pension Rights are being tackled by an expert group established by the Commission that maintains a close 2-way communication with the SGHRM which will be further facilitated by the fact that the DE delegate to the SGHRM has accepted to be a member of this expert group.

· National Action Plans (NAP) are nationally approved and submitted to the SGHRM by 8 countries (AT, CH
, DE, DK, HR, NO, SE and UK) For most other countries, NAPs are close to being finalized, while some countries indicated that the EPR priorities are being integrated in already existing strategies equivalent to NAPs and national policies (FR, LT, TR). In France, for instance, the implementation of the EPR is an ongoing process whereby the research policy set up is consistent with the priority lines of the partnership for researchers (more details in Annex II). Lithuania has the appropriate national programme "Brain drain prevention and bringing back the talents" (reintegration subsidies for top-level researchers; short-term visits of researchers from abroad to Lithuanian research and HE institutions and on the contrary; development of post-doc system; legislation improvements, etc.) for the period 2008-2013. In IT, a major Reform Act of the University System (70% State-ruled) has been approved by the Parliament at the end of 2010 and enters into force the 29th of January 2011, which contains the major elements of a National Action Plan for implementing the EPR, although not specifically stated as such.   In TR, there is no NAP but the goals of EPR are mostly integrated in  the “National Science and Technology Human Resources Strategy and Action Plan” and monitoring is being done with this document.  The Israeli government approved national plan aimed at curbing the brain drain problem afflicting Israel and attracting scientists from the academic world back to the country. The initiative will cost about $500 million and be implemented over the course of five years. As part of the plan, Israeli universities will be establishing "academic distinction centers" in various fields in a bid to draw young scientists and researches back to Israel. A total of 30 such centers are expected to be set up eventually. Also a foundation with a budget of roughly $280 million will be set up in the aims of establishing start-up, research, and development companies in the field of biotechnology, also in a bid to draw researchers back to Israel. 

· The level of stakeholder consultations undertaken nationally to develop NAPs has been extensive. Workshops and focus groups were organised and working groups were formed only for the purpose of developing the NAPs. Countries reached out to Universities & Research Institutions, to Industry and its umbrella organizations, to trade unions and even to large environmental NGO's.

· Some common difficulties cited by several countries were the challenge of coordinating with other ministries outside Research such as Employment and Social Affairs, and the reluctance from some ministries to view researchers as a "special category of workers" with regards to Social Security and Pension Rights. Worth noting though is that such approach of dealing with researchers as a special category was not agreed upon by all SGHRM delegates. FR, for instance, noted that the “labour law” for all workers would be more protective than any specific rule for researchers alone. 

· Despite the reported difficulties, good working contact with ministries like Social Affairs & Employment continues to be established.

· A positive observation was the extent to which national administrations have benefited from the EURAXESS networks on two levels: As a key stakeholder during the consultation process for NAP development, and then as a tool for the actual implementation of the NAP (e.g., in IT, the Minister of Education, Universities & Research sent an official letter to all Rectors asking that all their researchers' vacancies be published on EURAXESS Jobs). 

· All the activities of the SGHRM (including those of the Working Groups) have been proceeding against a very rich backdrop of mutual learning and exchange of good practice.

· The report reveals that Member States and Associated Countries are indeed taking concrete measures towards applying the principles of the European Charter for Researchers and the Code of Conduct for their Recruitment (The Charter & Code). On the level of research institutions, these efforts are being piloted through the group on the Human Resources Strategy for researchers, where a number of leading academic institutions are taking the lead in transporting the Charter & Code principles in their own Human Resources policies.

2. Progress Made and Future Plans for the Four Priority Areas of the EPR


2.1. Open Recruitment and Portability of Grants (See Annex IIIa)


17 countries
 mentioned this area as a priority (AT, BE, CZ, DK, EE, FR, GR, DE, IT, RO, SI, ES, UK, HR, RS, TR and CH). Within this priority, national initiatives and actions have been set up in particular in relation to priority actions of the ‘open, transparent, competition-based recruitment of researchers’ which include for example a legal obligation to post new positions internationally (e.g. in AT) as well as ‘online services that advertise publicly funded researchers’ positions’. As to ‘portability of individual grants awarded by national funding agencies’, less actions were reported thus highlighting and difficulties encountered when dealing with cross-border portability of grants. Nevertheless, an example of good practice is noted for portability of grants between AT, CH and DE; between UK and NO; between NO and AT (Annex IIIa). 

The contributions received revealed that significant steps were taken to ensure that universities and research institutions have higher levels of autonomy over hiring. Indeed, eleven countries (AT, BG, DK, DE, CH, EE, FI, LT, NO, PT and UK) explained that this was already in place or would be implemented through new or amended legislations or programmes (e.g. FR with LRU, law on autonomy of universities, progressively from January 1st 2009 to 2012 and FI with the new act on universities to be implemented beginning of 2010). With regard to the recognition of qualifications from other countries, ten countries (AT, CY, CH, DK, DE, EE, FR, PT, SI and SE) have already implemented systems to ensure that this does not constitute an obstacle for research institutions to hire foreigners. 


In IT, the recently approved Reform of the University System contains a new recruitment procedure according to which the universities can autonomously hire the research personnel, provided that the candidates have acquired a national ‘certification’ (abilitazione nazionale’). Also, it allows foreign candidates (or Italians working abroad) to be directly hired, provided that they have the same position in the foreign institutions they are working for. Also, while there are currently no provisions to ensure research institutions’ autonomy over hiring or transferability of grants, concrete measures are now being taken to ensure that all vacancies would be published on the EURAXESS website and that special procedures would be implemented to assist foreign candidates. In Sweden
 the Government Bill Academia for this day and age – greater freedom for universities and other higher education institutions (Govt. Bill 2009/10:149) aims to increase the freedom of publicly funded universities. The detailed regulation of teaching positions in higher education legislation will be less extensive. Several categories of fixed-term employment contracts should cease to be regulated by the Higher Education Ordinance. The general rules on fixed-term contracts found in the Employment Protection Act (1982:80) will then apply to employees at publicly funded higher education institutions. Before employing a teacher permanently or for a fixed period, the higher education institution (HEI) shall announce the vacancy and by advertisement or other equivalent procedure provide information about it e.g. on the EURAXESS portal. In DE, for university teachers, recruitment is strongly competition-based and under the current Lander law the Lander Ministries are increasingly transferring the right to appoint staff to the respective universities and research institutions. Furthermore, the openness of advertisement and recruitment procedures in the higher education sector is guaranteed under the Lander Higher Education Laws. The involvement of external experts guarantees the transparency and competitiveness of the recruitment. While ES provided no reporting on new provisions to ensure the recognition of qualification, the actual system proved not to be an obstacle to the recruitment of non-national researchers. In fact, the major national program for the recruitment of researchers had a share of 20% of non-nationals from a total of 3200 researchers recruited during the last 8 years. In GR, the objectives set by the Greek EURAXESS Network, were accomplished: a) the number of research job vacancies published on the EURAXESS Jobs portal exceeded the estimated goal for 2010 (more than 200 vacancies) and reached the number of 279, which is a significant increase compared to 55, the number job vacancies posted in total during 2009. The University of Ioannina became the 12th Greek EURAXESS Local Contact Point covering the western Greece region b) regarding the promotion of the Charter&Code, two more universities, the University of Ioannina and the University of Thessaly signed the C&C while the Aristotle University of Thessaloniki has recently started the process. In October 2010, the 65th Rectors’ Assembly unanimously adopted the Charter&Code principles encouraging all greek higher education institutions to start the process to sign it to promote their human resources strategy.
 Finally, in Portugal, the Ministry's Foundation for Science and Technology is due to implement a programme where, for the first time, foreign experts will be involved in the evaluation of individual applications for scientific jobs for the career development of Post-Docs.

Generally, with regards to the on-line advertising of public research positions, the inputs received revealed two specific trends. On the one hand, some of the countries (AT, CY, FR, IT, LT, NO and UK) have already established, or are in the process of establishing  national rules requiring universities, higher education institutions and/or  other research institutions to advertise their publicly-funded positions online and there appears to be no issues with such provision. In FR, there is a dedicated national tool: a website called "emploi scientifique" which provides not only job opportunities but also all the related information. In AT, due to an amendment to the University Act, universities have to advertise vacancies of scientific and research staff internationally since October 2009. However, university institutions decide autonomously on the tool for advertising vacancies internationally. In IT, the recently approved University Reform Act (article 18, paragraph 1., article 24, paragraph 2.) specifically requires that the positions are advertised in ‘European websites’ (meaning, although not mentioned verbatim, EURAXESS).  During an extensive consultation exercise, IT stakeholders noticed that detailed information concerning selection procedures, levels of salary, national fiscal and social security rules are often missing and/or written only in National language. This should be corrected to make a significant step forward towards transparency. In CY there has been significant increase in the number of research job vacancies posted on EURAXESS Jobs by Cypriot Organisations, mainly as a result of the Cypriot Bridgehead Organisation’s efforts to further publicize the Service and its benefit.  On the other hand, in certain countries (AT, BE, DK, CH, DE, EE, GR, RO, CZ, FI and SE) the high level of autonomy conferred to universities may hinder the implementation of such measure. Such high level of autonomy allows universities to decide whether they wish to post positions online, in particular through EURAXESS, or not. Thus, for instance, in AT, due to an amendment to the University Act, universities have to advertise vacancies of scientific and research staff internationally since October 2009. However, university institutions decide autonomously on the tool for advertising vacancies internationally. In Denmark the Ministerial order on the Appointment of Academic Staff at universities stipulates that ‘positions at professor and associate professor levels have to be posted internationally’; however, in relation to positions for assistant professor, post-doc or PhD levels, this is not mandatory. Consequently, in some countries few positions have been advertised so far on EURAXESS. In DE advertising of positions for university teachers is the rule and takes place via national and international newspapers and journals which are known among the international community of scientists. However, even if the EURAXESS portal is highly used in Germany (of the 886 vacancies listed on 25 February 2009, 450 were from Germany), the decision to advertise every vacant research position and scholarship on the internet is for the respective institutions to decide autonomously. In CZ in 2009 the "National Research, development and Innovation policy for the years 2009 – 2015" has been adopted establishing a system of post-docs openings based upon public competition at excellent Czech research institutes, which is open also to foreign researchers. In RO to balance the autonomy conferred to university as regards the decision whether to publish or not an advertisement on EURAXESS, a Recommendation from the Minister of Education, Research, Youth and Sports will be sent to the rectors of all public and private universities encouraging them to publish their research vacancies on EURAXESS Portal and also to join the organizations that already signed the European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers., as key elements in the European Union’s  policy to make research an attractive career, which is a vital feature of its strategy to stimulate economic and employment growth. In PT, the Portuguese eracareers portal is a well-known tool for universities and research institutions to advertise fellowships and jobs. In the future, and in order to publish EURAXESS jobs on the portal in English, Portugal envisages to implement a mechanism that recognizes text automatically and flags suspected non-English job descriptions. In TR, majority of the researchers (65%) are employed in universities and according to Higher Education Council (HEC) regulations, all open research positions in public universities must be announced in their web-site at least 15 days prior to the application deadline.

Importantly and as cited by EE and ES, language can be a significant barrier to recruiting internationally, as for most jobs including teaching in their duties, good command of the national  language is required, even if, in the case of ES, the application can always be done in English.

In PL Ministry of Science and Higher Education decided to create a website with scientific and academic vacancies in Poland and EU countries. Information about other job opportunities and scholarship programs are available on the Polish website EUROAXESS. The proposed legislative changes provide an introduction of clear competition procedures regarding academic positions (f.ex. necessity of the publication of the job vacancies on the EU website).

On providing information and practical assistance to mobile researchers, there was broad agreement that the EURAXESS Services networks are well established and contain a wide range of useful information to improve and encourage mobility. In TR, besides EURAXESS network, as an output of International Researchers Coordination Committee (IRCC) a website (www.workpermit.gov.tr ) has been established, providing extensive information related to procedures of work permits.  Work permit processes for the foreign researchers were improved, applications are now to be concluded in 30 days in comparison to 45 days earlier. For those are studying in universities and public research institutes for maximum 2 years and working in projects in the frame of EU Pre-accession programs, work permit requirement removed.  In CH, the project Swiss Network of Mobility Centres, which was funded by the European Commission, ended in May 2010. In July 2010 the Rectors of the Swiss Universities expressed their commitment to a further support of EURAXESS. Also in July, the report “Mapping of EURAXESS Service Centres” analyzed the structures and activities of the Swiss EURAXESS Service Centres. For more information: http://www.sbf.admin.ch/htm/dokumentation/publikationen_aktuell.html.  In CY, the Bridgehead Organisation and Service Centre has recently upgraded its service and outreach through the National EURAXESS Portal at www.euraxess.org.cy.

On the portability of grants, several of the countries indicated that they have signed EUROHORC’s letter of intent ‘Money follows researchers’ (AT, BE, CH, NL, DK, EE, FI, NO and SE), while some others have not yet done so (CY, IT, ES and LT). Whilst IT, ES and LT have implemented their own measures to allow portability of grants, at least to a certain extent (e.g. IT accepts doing so only for grants from some European countries and ES expects to face some obstacle with their national funding law), CY does not presently allow such possibility. In IT, the recently approved University Reform Act formally states the principle “money follows researchers (article 7, paragraph 4.), although it makes reference to an ‘agreement’ by the funder(s). A similar principle involving other State-ruled Italian research institutions is currently being discussion. It is important to note however that within a same country not all institutions subscribe to the ‘Money follows researchers’ principle; thus, for instance, the Swedish Research Council follows the principle, however the Swedish Research Council for Environment, Agricultural Sciences and Spatial Planning and the Swedish Government Agency for Innovation Systems have established their own systems (i.e. granting stipends or implementing cooperation projects). The Swedish Council for Working Life and Social research (FAS), has no general rules, but decides from case to case. In Denmark, on the other hand, the Danish Council for Independent Research has signed the letter but the Danish Council for Strategic Research has not; nonetheless, they both follow the principles of the ‘Money follows researchers’. In the UK, individual research councils have bilateral agreements which allow for grant portability with specific partner research funding bodies both within Europe and beyond. In DE, some funding organisations (e.g. German Research Foundation) offer schemes to enable the portability of grants to a certain extent on the basis of agreements between organisations but there are doubts on the side of the German Laender governments about the benefits of free portability in cases where the original host institution has established special infrastructures or particular resources for the research project. PT allows the portability of individual grants awarded by the national funding agency, as long as agreement is reached among the parties: fellow and hosts supervisors.

2.2. Meeting the Social Security and Supplementary Pensions Needs of Mobile Researchers (See Annex IIIb)


10
 countries mentioned this area as a priority (BE, FR, DE, GR, IE, IT, NL, PT, SI and UK). Within this priority area, national initiatives and actions have been set up in particular in relation to access to information where several of the countries had accomplished/ongoing/foreseen actions in this area. Conversely, most countries did not consider necessary to encourage a better use of multilateral agreements citing that this measure is already in place and working well.

As to access to information, the majority of the countries that responded to this question (CY, DK, DE, BG, EE, FI, FR, NO and SE) have posted information on the transferability of social security and supplementary pension rights on their national websites (e.g. DK – workindenmark.com; FI – infofinland.fi; FR – CLEISS, Centre des Liaisons Européennes et Internationales de Sécurité Sociale) and/or on EURAXESS (e.g. NO, BE, CH, DE and SE).And FR also strongly contributes to the ongoing training and reporting on European social security by actively participating in the TRESS network. Whilst IT has not yet created such website, it is foreseen that with the passing of the October 6th 2009 resolution an information campaign on social security rights would be launched, especially targeted to early stage researchers. Although no substantial step forward has been taken in 2010, a stakeholders’ group urged the relevant Ministries to take a commitment, according to the above mentioned Parliament resolution. LT has not yet created such websites; nevertheless it appears from the national actions that this is foreseen. It appears that only EE and RO make use of EUlisses. In the UK, the Department for Work and Pensions (DWP) also works to ensure that comprehensive information is available regarding the rights and responsibilities of those wishing to move to another Member State, and where necessary, encourages them to make appropriate provision for themselves. The Universities Superannuation Scheme (USS – multi-employer superannuation scheme that covers academic staff at many UK universities), on the other hand, does provide pension advice through a list of independent financial advisors to members of the scheme. In HU a working group was set up in 2009 with the coordination of the National Office for Research and Technology with relevant stakeholders from the Ministry of Social Affairs and Labour, the Ministry of Health, Ministry of Finance, the National Health Insurance Fund, Central Administration of National Pension Insurance, Hungarian EURAXESS Office to discuss and monitor issues and actions concerning social security and pension rights of mobile researchers and to make the communication smoother between stakeholders. The Hungarian EURAXESS office and its website will serve as a major tool to disseminate up-to-date information. In Switzerland, the SNSF clarifies the implementation of a social package for "fellowship beneficiaries/fellowship holders" 2012-2016.

In PL, information about EU social rules (social security, impact of transnational mobility) for researchers and employers are available on the Polish website EUROAXESS.

With regards to better utilising the existing legal framework and agree appropriate bilateral and multilateral agreements on derogations foreseen in Regulation 1408/71 and Regulation 883/04 for the benefit of researchers, three broad categories of countries emerged from the analysis:


· AT, CY, DE, EE and GR are making use of the regulation and applying its derogations – EE however pointed out that it would ‘support the idea of complementing coordination rules so that working in other Member States in a short-term period would also be covered in order to apply for a pension from that State’;


· FI, FR, GR and NO are exploring the issues related to social security and mobility (e.g. Finland has set up a committee responsible for this issue) – solutions to best meet these challenges are being considered; FR is currently setting up a national WG on incoming mobility drawbacks (2010).  In GR, cooperation between the Ministry of Education and the Ministry of Labour and Social Security in issues related to meeting the Social Security and Supplementary Pensions Needs of Mobile Researchers will be fostered. 

· DK, ES and IT have not envisaged any actions with regard to these issues and SE stated that the derogations foreseen in Regulation 1408/71 and Regulation 883/04 are not being applied in the country. Finally, LT indicated that there is no special social security means for researchers compared with other professions – only the law on individual pension for researchers distinguishes researchers’ (with PHD) social security rights from representatives of other professions.


Separately, the UK’s Department of Work and Pensions (DWP) works to ensure that the EU level coordination of social security systems guarantees the rights of persons exercising their right to free movement - i.e. that persons are not disadvantaged in terms of social security when they move from one EU country to another. The regulations provide for equality of treatment, aggregation of insurance periods and the possibility to export benefits. 

In the case of including rules easing international mobility of researchers when concluding bilateral and multilateral social security agreements with third countries, numerous do exist, but in most cases are not specific to researchers alone. AT, BE, DE, FR and SE already have numerous bilateral and multilateral agreements in place with third countries. Additionally, SE specified that it has agreement with 15 third countries and AT indicated that these instruments will be applied where it is in the interest of the insured person and with a special focus on the situation of researchers. CY and EE do not have specific regulations in relation to Researchers. Whilst EE does not have any such agreements as they are not considered necessary, CY has concluded these agreements with 11 countries but has not made any specific distinctions between researchers and other types of activities. The same holds for BE which has now 22 bilateral agreements. TR has also bilateral social security agreements with 21 countries. In the UK, different schemes are in place to facilitate the movement of researchers through easily transferable benefits:


· The Universities Superannuation Scheme (USS) of UK is able to accept the transfer of pension rights for anyone transferring from within or outside the EU into their scheme (so long as the former scheme was a recognised overseas pension scheme);


· With regard to transferring out, the USS is willing to pay transfer values to all recognised pension arrangements, including recognised qualifying overseas pension schemes;


· If a member of a UK scheme is moved abroad for a short period (whilst remaining in the employment of a UK university) the Pensions Regulator allows for them to be treated as a seconded worker for (generally) up to five years. During this time they would benefit from all UK pension rights, including the ability to remain a member of a UK-based pension scheme.


In DE the level of social protection differ broadly between the different categories of researchers:

· Salaried employees researchers – they must be insured under the statutory pension insurance scheme. In the event that they move abroad, Regulation 1408/71 contains a mechanism governing the safeguarding of claims and the coordinated payment of benefits by the national pension funds for mobility within the EU. 


· Civil servant researchers – they do not receive a statutory pension but are instead paid a pension from the budget of their respective public-sector employer. The status of civil servant however presupposes a corresponding offer of employment from the future employer: alternatively the researcher may be employed as a salaried employee. Senior researchers at a number of non-university research institutions may be employed on contracts similar to those of the civil servants, thus enjoying the same benefits.


· Scholarships – a long term scholarship holder status is increasingly regarded as problematic in view of the fact that education and study periods only count partly towards a pension and the resulting limited entitlement to benefits under both the pension insurance scheme and the unemployment insurance system. The later the researcher takes up employment which is liable to social insurance, the lower his pension entitlement. Scholarship-holders in the post-doc phase should be informed of the possibility of paying voluntary contributions into the statutory pension insurance fund in proportion of their income.


On the easing of transfer for supplementary pension rights, there does not appear to be a consensus on the need to establish new rules to ease the transfer of supplementary pension rights for highly-mobile workers:


· EE and SE are not in favour of such option – In EE there is no perception that existing pension fund schemes are an obstacle to the free movement of persons. In SE, a new Recommendation would not have any impact as conditions for supplementary pensions are not regulated by law but by collective agreements between employers and unions;


· IT and LT favour measures for facilitating the transfer of supplementary pension rights – In IT this was discussed within the framework of the resolution approved in October 2009, but no significant step forward has been recorded in 2010. In NO, the issue is being discussed and the most appropriate solutions are being explored. Finally, in LT there appears to be a foreseen action on the issue but details were not yet available for disclosure.


Worth noting is that the Commission is currently conducting a study on the creation of a pan-EU pension scheme targeted at researchers. The outcome of this study should guide the decision and technical modalities of such scheme.

2.3. Attractive Employment and Working Conditions (See Annex IIIc)


27 countries mentioned this area as a priority (AT, BE, CY, CZ, DK, EE, FI, NL,  FR, DE, GR, HU, IE, BG, IT, LT, PT, SI, ES, UK, HR, MT, NO, PL, RS, TR and CH) This seems to be priority area where current and future actions on national level are extensive. In many countries (CY and IL) the Charted & Code have been extensively adopted the Universities and Research Centres. FR targeted this area with a national set of measures ("Career Plan") among which a particularly attractive tool for recruiting lecturers. This measure has been installed in 2007 allowing a university and a public research institution to recruit together a lecturer whose profile has been defined in the frame of concerted scientific policy. This young lecturer is then appointed to the research institution and relieved of two thirds of his/her usual teaching duties.  In CY all major public and private Universities and Research Institutions have endorsed the Charter & Code whilst is under examination the possibility of incorporating the Charter & Code principles in National Calls for proposals. It has to be noted that specific measures for attractive salaries of researchers have already been implemented through National Calls. (i.e. average salaries of researchers are considerable higher than equivalent Marie-Curie salaries at the same level of experience).

As to improving career development opportunities for early-stage researchers by moving towards "flexicurity" principles, some countries such as DK and CH indicated that the employment systems already in place for public researchers generally display high levels of flexibility. In addition, a number of countries have put in place, or are in the process of doing so, specific initiatives to increase researchers’ flexibility in their employment. Some of these actions are targeted specifically at young researchers, whereas others have a broader perspective. In this respect the following initiatives may in particular be noted: 


· In AT, a collective agreement came into force in 2009 providing the basis for the improvement of career prospects and working conditions of employees at autonomous universities. The new scheme allows for a transparent career path including the possibility to qualify for a permanent position, regular evaluation and more flexibility for universities as employers. It also offers higher minimum wages for researchers and the possibility to get a leave for study, training or research purposes. Austrian Universities have started the implementation of the collective agreement during 2010. Importantly, AT also has encouraged universities to sign the Charter and Code and promotes the implementation of the principles of Charter and Code by including this in the performance agreements 2010 – 2012 with universities. Since the beginning of 2009, 10 further Austrian universities signed Charter and Code. 

· GR also encourages universities to sign the Charter and Code and recently, the 65th Rectors’ Assembly unanimously adopted the Charter&Code principles encouraging all greek Higher Education Institutions to sign it as a major tool to promote their human resources strategy. Four universities and two Research Centres plus two associations have already signed (the University of Crete being the first Greek University that has undersigned the principles of the C&Cin 2009)  while the Aristotle University of Thessaloniki is expected to follow soon. New Laws reforming the Higher Education as well as the National R&D System are currently being finalised, both giving emphasis on excellence and innovation putting the C&D principles and Human Resources in the heart of them
. 


· In BE, good career development opportunities and good conditions of service within the framework of the Partnership will be included in the negotiations of the new collective labour agreement for higher education in Flanders. The two types of mobility grant at the Federal level have been made more attractive (more money, less constraints, more candidates, longer term…).

· In CY various programmes for supporting young researchers are in place allowing young researchers to secure funding and benefits through the provisions of the programmes for wages and social insurance coverage. 


· In DE, since 2006 a Collective Agreement of the Public Services of the Lander (signed by 14 Landers over 16) takes into account the special needs of scientists through more flexible regulations on working hours as well as special payments. Non-university research institutions, which apply the pay legislation of the Federal Government and thus the Public Sector Collective Agreement, have been given budgetary powers by the funding agencies enabling them to grant scientists and scientific staff bonuses and supplements. Furthermore, the Fixed-Term Contracts in Science Act, of 2007 introduced a new family policy component making it easier for young scientists to combine family and career during the qualifying phase. 


· DK launched
 a career programme for excellent researchers directed at providing encouragement the most talented researchers to conduct research projects at the highest level based on their own ideas. The programme addresses the three career stages starting at the post doctoral level. One of the aims of the programme is to allow talented young researchers to remain committed to the scientific profession by providing a clear career path for excellent researchers. The programme is open to researchers of all nationalities and promotes international collaboration.

· EE aims at increasing the number of doctoral graduates and efficiency
 improving career opportunities and increase flexibility (ex. Industrial PhD, part-time studies, social security coverage), support transferable skills training as well as professional skills, strengthening a link between the university and doctoral candidates. Early-stage researcher as a position in research career model will be added to the legal acts and doctoral candidates will have a status of employee and full social security coverage. A project of amendment of Research and Development Organization Act has been sent to the Parliament for adaption and  the main idea is to adapt the whole new doctoral financing model which will be applied from admission in the 2012. All other researchers in Estonia are already employees and have full social security coverage. Researchers on fixed term contracts are not treated less favourably than comparable permanent employees.

· In IE the Fixed Term Workers Act 2003 provides that researchers on fixed term contracts are not treated less favourably than comparable permanent employees and ensures that contract researchers have appropriate remuneration leave entitlements, pension provisions etc. Other initiatives include the development of generic and transferable skills training for PhD students and postdoctoral researchers in universities to provide them with a broader skills base.

· In FI there is an ongoing process of structuring the doctoral education aiming among other to improve career development opportunities and to increase flexibility. With regards to research funding, the research councils and the Academy of Finland includes as one of its evaluation criteria the significance of the research project for the promotion of professional careers in research and for researcher training. In RO the national RDI Plan 2007-2013 has established new ceilings of the salaries of researchers undertaken projects within the NPII with significant increase on the average salaries (from 1500 Euros to 4300 Euros man/month, depending on activity category and professional level/function).

· In IT the recently approved University Reform Act (articles 22 and 24) contains two measures a) to limit the maximum period in a 'post doc' position to 4 years; b) to introduce a 'tenure track' like path, with a transparent career path for researchers (maximum 6 year-term contract and access to tenure upon positive evaluation). 


· In LU the law on the new national financing scheme AFR for early stage and experienced (post-doctoral) candidates was passed in 2008 and the first recipients under the new law started in 2009. The AFR scheme benefits currently from additional COFUND funding. The main feature of this scheme is that work contracts for doctoral and post-doctoral candidates are the rule. A stipend without work contract may only be allocated in exceptional cases. The current proportion is 90% work contracts and 10 % stipends. All early stage researchers and experienced researchers in Luxembourg research institutions have fixed term contracts. The 10% stipends are researchers abroad where normally the host institution has no possibility to offer a work contract to the grant applicant. For AFR fellowships without work contract, a supplement up to 300 EUR per month to cover health and accident insurance (and possibly a contribution to a public pension scheme) is added to the fellowship. Other features of the scheme include transportability of the scholarship (international and intersectorial) and openness of the system to candidates coming from abroad or being trained abroad. The same law also allows for extended short-term employment contracts of 5 years (against the general 2 years) for all the researchers (not only under the AFR scheme) within the public research institutions.


· In NO, a current white paper focuses on a number of objectives and actions including increasing the number of doctoral grants, improving the quality of the doctoral training, increasing the share of grantees who finish their doctoral studies within prescribed time frame, reducing the share of short-time temporary researcher positions and emphasizing the institutions' responsibility for career advice and -opportunities, including individual career plans. An evaluation of the quality of the PhD education in Norway will be conducted in 2011-12.   

· In ES and LT post-docs are always hired on working contracts, while researchers have social security benefits from the beginning of their careers. 


· In the UK, a number of strategies are in place to ensure equality in terms of years of experience as well as gender. For example, the Higher Education Funding Council for England (HEFCE) encourages Higher Education Institutions to have formal human resources strategies and to provide funding to support these under the Rewarding and Developing Staff in HE initiative; it also encourages institutions to develop recruitment and retention schemes.

· In MT, a new scheme of scholarships was introduced which is part-financed by the European Union Operational Programme II- Cohesion Policy 2007-2013. The Strategic Educational Pathways Scholarships Scheme (STEPS) worth 10 million EUR, supports post-graduate specialization at a Masters or Doctoral level both in Malta and abroad. During 2009, 37 Doctoral scholarships and 143 Masters Scholarships have been awarded under the scheme. It is aimed at supporting research in science and technology, reducing skills mismatches in high added value and expanding economic sectors; improving the quality and relevance of the education system and increasing the capacity and level of research, innovation and development activity in Malta.

· In PL, The best doctoral students will be able to benefit from measures provided for in the reform of higher education now being introduced. Introduction of an additional financing of doctoral scholarship (managed by the National Leading Scientific Centres) and the doctoral scholarschips for the so-called top students will be aimed at improving attractiveness of the academic career. Candidates for the doctor`s title will be allowed to submit their dissertations and defend them in a foreign language. The act of law provides for simplification and shortening of the habilitation procedure. The proposed changes will enable to concentrate the habilitation procedure on the evaluation of a candidate`s academic achievements conducted upon transparent and clear, as well as objective criteria. The role  of the candidate will be expanded by introduction of the rules of individual procedure of submission of applications to the Central Commission for Degrees and Titles  regarding initiation of the procedure. The procedure itself will be shortened from 11 to 4,5 months. The new act provides also for opening of schools to renown foreign scientists. The changes assume the rector`s  right to decide to employ at the position of associate and visiting professors (with no necessity to conduct the habilitation proceedings ) foreigners and Polish citizens who were granted the doctor`s title abroad. The one of tasks of the new-created National Centre for Science will be include initiatives aimed at development of scientific staff, with a special focus on supporting persons starting their scientific careers.


· In TR, one of the main stimulating objectives that trigger recent developments and establishment of related committees (International Coordination Committee (IRCC) and Science and Technology Human Resources Coordination Committee (STHRCC), aims to improve employment and working conditions of researchers, is to make Turkey an attraction centre for national and international researchers. For instance, foreign researchers conducting project funded by TUBITAK was disadvantaged compared to Turkish researchers, because they could not obtain Project Incentive Bonus. Related regulation has been amended.  Strategy 1.2. of the National Science and Technology Human Resources Strategy and Action Plan; “Improving career oppurtinites and increasing incomes” includes actions for establishing more flexible career paths especially for young researchers. One of five main aims of the HRST Strategy and Implementation Plan is “Improving working environment of HRST”, related strategies and actions are grouped as universities, private sector and public research institutions.

· In CH, The Swiss University Conference SUK has decided in 2010 to prolongue the Federal Programme for Gender Equality (FPGE) in the year 2012. It has also decided to support 9 SUK Programmes in the political periode 2013-2016, one of them will be a new Gender Equality Programme.  A national electronic Platform for gendersensible promotion of academics/researchers has been established in the course of the FPGE. Its portal "academequal" will be launched in 2011. Two FPGE Mentoring projects at faculty level have started in 2010. A total of 12 DCC couples have been financially supported until 2010. Salary increase of the SNSF PhD’s: By 2010 the SNSF raised the salaries of PhD students. This level of funding is adjusted periodically to ensure the attractiveness of research careers in Switzerland. The implementation of the Charter & Code is still going on and is pushed on national level. The first institution received the HR Excellence in Research Logo, four other institutions are participating in the second cohort of the Institutional HR Strategy Group. Some other institutions run through the process individually. 


With regards to flexibility and administrative arrangements for senior and end-of-career researchers, a number of countries (see below) already have a system in place covering employment of senior and end of career researchers and systems allowing non standard career paths.  Accordingly not all countries have foreseen actions in this area. While in SE and DK, this area is covered by existing legislation or collective agreements which cover employment of researchers/government employment of academics in general, in AT, universities have the possibility to act flexibly concerning the contractual and administrative arrangements of senior and end-of career researchers, within the framework of the new collective agreement (2009). In contrast, researchers in CY are allowed to participate in the Research and Innovation Programmes as freelance researchers. Similarly, IT Research institutions increasingly use contracts to maintain links with retired academic staff.  This procedure has now become more ‘official’ as a consequence of a Ministerial Decree, allowing these contracts to be authorised until the age of 72. In NO, institutions are free to offer senior researcher positions to end-of career researchers to allow them to pursue and develop their individual research career and make their original position e.g. professorship available for up and coming researchers. Similarly, the research council in FI has funding for Senior Scientists intended for researchers with the qualifications of a professor for full-time research according to a set plan and for supervising research in FI or abroad. In DE it is already possible for a retired professor or a professor emeritus to continue to obtain third-party funding at German research funding institutions. 

Furthermore, since 2009, German federal civil service legislation has made it possible for professors to defer, under certain conditions, their retirement until the age of 75. Also the non-university research institutions, which apply the budget law of the Federal Government, may apply the same conditions to their senior scientists. In EE, the focus is mainly on retention of researchers at a younger age and ensuring stability in employment, as permanent position are currently only for professors who are selected in same position third time and have more than 11 years of experience. However in this case, the council of a university may give the name "Professor Emeritus" to professors who have worked for at least ten years or at least twice in the regular professor selected to a person who has received the age pension. A professor emeritus has the right to participate in activities of the university and get the salary established on procedure of the council of the university. A professor emeritus fees are supported from state budget with the submission of public education budget through the Ministry of Education and Research. In LT, Law on Research and Studies (adopted 2009) prescribes that end-of-career professors (professor emeritus) have a right to participate in research at his/her university and shall be paid by the university. Finally in the case of FR, action in this area is focused around the teachers/researchers statute acknowledging researchers and teachers/researchers commitment to teaching and research activities and giving universities the opportunity of fixing the principles of human resources policy. Measures are focused around evaluation, improvement of the teachers-researchers missions and a new bonus policy.


As to providing adequate social security coverage for all publicly funded researchers receiving stipends and fellowships, it appeared that this is already the case in several countries as follows. In NO and DK, publicly funded researchers including PhD students have employment contracts and receive adequate social coverage
. In SE, researchers receiving grants from HEI are also employed and are accordingly entitled to social security coverage (noting though that those not being employed by HEI but who receive stipends are not covered and need their own insurance). In CY, BE, FI and IT (in IT, the social coverage does not include maternity leave for post docs, but this issue is currently being addressed), the stipends provided by funding agencies and/or programmes already provide adequate social coverage. In IL the mandatory pension law that requires all employers to insure their employees has been revised in 2007 and researchers - including visiting researchers – are now covered by comprehensive pension rights. In ES many regional programmes offer fellowships with full social coverage for the whole initial training period. In AT, grants by the main funding agencies provide adequate social coverage. Some programmes offer the grantee the choice between being employed on fixed term contract with full social coverage or a grant with self insurance.  In the case of FR, a transitional plan for social security coverage of young researchers was set up to favour the transition of grants into fixed term work contracts. This plan was implemented through 2004 to 2009. In 2009 the following step was the setting up of a new tool: the doctoral contract-: this three-year contract for doctoral candidates, applicable in universities and research institutions, offers a complete package: a comprehensive professional experience, with the required training and additional activities to help doctoral candidates broaden their research experience.  In EE and LT, there are issues with social security coverage for doctoral students. In these countries PhD students have status as students and are not entitled to social security as employees. In EE and LT, there are issues with full social security for doctoral students
. In these countries currently PhD students have status as students and are not entitled to social security as employees. In EE, all doctoral candidates have health insurance but no pension contribution. Legislative action is foreseen in this area in EE and the proposal is that from admission of 2012 doctoral candidates will have possibility to work as early-stage researchers and have full social security coverage as well. All other researchers have full social security coverage already. Nevertheless, in LT, it is typical for doctoral candidates to have an employment contract at once in the same institution.

As to gender balance and adequate work-life balance, extensive measures have been taken or are planned by many countries (see below). In BE-Flanders, a Flemish government act stipulates the obligation of having a balanced gender representation in advisory bodies. Gender issues are also dealt with at the Federal level, with a particular stress put on the representation in selection jury’s and calls for tender. In 2009 the French Community set up a working group on the position of women in research, in order to identify problems women encounter during their careers and to find solutions (eg. legislative changes, guidelines). In FI, NO and SE, proactive policies and practices aiming at achieving adequate (40%) gender representation in selection and funding bodies are in place. In AT, since the amendment to the University Act in October 2009, universities will have to provide for a share of at least 40% of women in committees and boards at universities. In FR, there is currently no regulation stipulating minimum representation of women in Research but the “research code", thanks to a recent amendment, stipulates that appointments in committees, councils and management bodies of public research institutions should help secure an adequate gender representation. IL shows a constant increase of the number and percentage of women in science and academic positions. However there is no evidence if it is a natural process or as a result of scholarships and Grants for Advancement of women in the science which enhancing this process.  A recent improvement to the gender balance has been achieved with the awarded of the Nobel Prize in chemistry to Ada Yonath (thus increasing the number of women who received a Nobel Prize in this field by 33%). In NL the country decided not to adopt the European target figure for female professors of 25 percent but to establish an autonomous target of 15%. The Aspasia program launched in 1999 is especially aimed at promoting women professors. As from 2005 onwards, The Renewal Incentive has been linked to Aspasia new-style.

Furthermore, the following are specific examples of national initiatives to promote adequate gender balance:


· In AT, various programmes exist to foster women in Science and Research and in responsible positions at universities and to better enable women to succeed in research careers. It is foreseen that existing programmes will be continued and – where appropriate – extended. A new programme "Laura Bassi Centres of Expertise” was launched in 2009 and moreover an award for equal opportunities and women in R&D was awarded in 2009 for the first time. In addition performance agreements between the Ministry of Science and Research and Austrian universities are another tool to provide incentives for improving the representation of female researchers. Performance agreements for the period 2010 - 2012 include plans and measures by universities to enhance the share of women at all career stages and in responsible positions. Furthermore, they also include plans and measures by universities to make a scientific career more compatible with private life. During 2010, universities have started to implement such measures, e.g. by dedicating a certain number of “career path” positions to women or by further expanding capacities of child care facilities.

· In NO and FI and SE, all higher education institutions have action plans for gender balance. In FI, the Ministry of Social Affairs, Health and Statistics publishes the Equality Barometer, which reports on the state of gender equality in the country and the gendered division of work and power relations in different areas of life. Furthermore, in FI also, it is acceptable to give priority to applicants based on gender in cases where the applicants have been reviewed with scientific criteria under equal circumstances or where the applicants only slightly differ from one another in their qualification assessment.


· In NO, a national "Women in Science" committee and website was established in 2004 and an annual national quality award to institution with the best gender equality initiatives was established in 2007. Recently, a new White Paper is focusing on how to improve the gender balance at all researcher levels and in all scientific fields including those with low female participation (e.g. natural science and technology). The possibilities of introducing new qualification measures to obtain and develop female researchers’ skills will be reviewed in 2011 in order to improve gender balance.

· In DE the Programme for Women Professors, which was developed by the Federal Ministry of Education and Research and introduced in November 2007, is an instrument for promoting top women scientists (target is an increase of 200 women scientist before 2010). In the meantime, a number of higher education and research institutions have introduced Dual-Career programmes. The question of childcare, particularly for under-three-year-olds, and the provision of full-day care facilities has been a problem in Germany for a long time, making it very difficult for women to pursue a career in the science sector. The 2008 Child Support Act, has been consequently developed and contains an average target of one childcare place for every three under-three-year-olds nationwide by 2013. Approximately a third of the new places will take the form of day-care.

· In the UK, the Athena SWAN Charter, funded by the UK Resource Centre for Women in Science and the Equality Challenge Unit, recognizes and celebrates good employment practice for women working in science, engineering and technology (SET) in higher education and research. Furthermore, the UK Resource Centre for Women in Science is the Government’s lead organization for the provision of advice, services and policy consultation regarding the under-representation of women in science, engineering, technology and the built environment (SET). It was launched in September 2004, and is funded by the  

 HYPERLINK "http://www.berr.gov.uk/" \t "_blank" 
Department for Business, Innovation and Skills (BIS).

· In DK, the approach taken is largely non-legislative. DK has regulations for non-discrimination but not for policies favouring representation of women via quotas. The prevailing legislation on gender equality allows however for launching of initiatives to promote gender equality. Therefore, approach taken is largely bottom up leaving it up to the research institutions themselves to take action in this field. To this end “best practice” initiatives have been collected based on a mapping of initiatives for recruitment and retention of female talents in the world of Danish research. The “best practice” initiative has lead to a number of concrete actions and initiatives such as mentors and role models, development of female research talents, etc.

· In CH the "Swiss Federal Equal Opportunity at Universities Programme 2000–2011" contains several measures inc. Mentoring programmes for the promotion of female junior researchers; Incentive programme for the promotion of female professors and a work-life programme for greater balance between academic career and family (e.g. childcare facilities). Besides these measures, all 10 Swiss universities have established locally adapted commitments for Dual Career Couples (DCC), in order to reach the main goal of the programme, the increase of the proportion of female professors from 14% up to 25% by the year 2012.

· In LT a strategy of implementation of equal opportunities of men and women in science was adopted by the Ministry of Education and Science in 2008. The main goal is to consolidate equality of men and women rights in all levels (institutional, organizational and individual) of the Lithuanian research system.


· In HU, although there no longer are any legislative obstacles to women undertaking a career in research, they are still largely under-represented. In order to promote women researchers a coordination body- the Hungarian Women in Science Committee of Experts- was established to work out and coordinate the suggestions, actions and tools to facilitate women's career in S&T. A programme is being implemented to encourage more women to take up such career as well as ensure gender representation in the application process.

· CY, EE and IT have not implemented any special measures to raise the share of women in selection and funding bodies and more generally of female researchers. In the case of EE, it is however noted that female researchers are relatively well represented and that female researchers in 2008 represented 
48,5% of all researchers and the share of women on boards and committees was 25%. Similarly in the case of GR, female researchers represent more than 40% of all researchers, the vast majority of them working in the higher education sector while only 5.3% of them work in the business sector. Nevertheless, in CY, all research funding programmes offer all provisions and allowances during maternity period. In IT, some institutions co-finance municipal kindergarden to make life a little easier for women researchers; in addition, “Equal Opportunity Committees” exist in most universities and research institutions, but they are consultative bodies, without any decision power. A document has been produced jointly by the Ministry of University and Research and by the Department for Equal Opportunities suggesting some concrete measures to be embedded into the 8th FP. The document is currently brought to the attention of the two Ministers. In addition, a “School on Gender Mainstreaming” targeted to HR managers of research institutions has being proposed jointly by the Ministry of University and Research and by the Department for Equal Opportunities. The initiative is currently brought to the attention of the two Ministers. Other measures have also been embedded in the recently approved University Reform Act (article 2, item l., article 21, paragraph 1.) that recall the constitutional principle of equal opportunity and specifically foresee a minimum of 2 components for each gender in the National Committees appointed by the Ministry of University and Research.

· In EE the Parental Benefit Act has been designed to contribute to the successful intertwining of work and family life (http://www.sm.ee/eng/for-you/families/parental-benefit.html). The benefit itself provides parents with their average salary from the preceding calendar year for the time that they temporarily take off work to care for their children. All parents have the right to the parental benefit
. Since 1 September 2007 fathers have had the right to receive the parental benefit once their child has reached the age of 70 days. As a regular practice of equal treatment, for female applicants for a researcher’s position or funding, the period of maternity (parental) leave is taken into account in the process of evaluation and selection as well as compulsory military service.

· In PT there is no gender positive or negative discrimination measures implemented: the number of female PhD fellows is higher than the number of male and in the post-Docs group there is gender balance.  In PL the new act of law provides quota for women -  a minimum of 10% in the firts term, up to 30% in the third term in representative and control organisations 

The NL is the only country in Europe where a special program has been developed to improve the presence of Ethnic minorities in science. The Mozaiek-programme focuses on immigrant research talent and is financed by the NOW and the Ministry both contributing with 2 million euro-per year.

2.4. Enhancing the Training, Skills and Experience of European Researchers (See Annex IIId)


23 countries
 mentioned this area as a priority (AT, BE, CY, BG, CZ, DK, EE, FR, FI, DE, GR, HU, IT, LV, PT, SI, ES, UK, HR, NO, RS, CH and TR). This seems to be priority area where current and future actions on national level are extensive. 


With regards to developing "National Skills Agendas", the actions reported generally focused on two aspects: 


· Development of the Doctoral Studies curricula and development of national frameworks for qualifications, skills grids or other career development programmes


· Increase of the mobility of researchers 


In AT universities are currently implementing new Doctoral Studies programmes of a duration of 3 years instead of the current 2 year programmes. In addition to enhancement of duration, further measures by universities are envisaged in the performance agreements 2010 – 2012 with universities which also aim at improving quality, skills and supervision in Doctoral Studies training. Some universities are engaged in developing new structured doctoral programmes. The Austrian Science Fund (FWF) offers a special funding programme for structured doctoral programmes (“Doktoratskollegs”). In BG a new Law on academic development was adopted at the end of 2010, aimed at introducing decentralized, flexible and expeditious procedures for acquiring of a scientific degree. DK, where a structured learning approach is in place for Doctoral Studies and the industrial PhDs, focus on increasing the number of Doctorates. EE, on the other hand, is focusing on the enhancement of the quality and efficiency of doctoral studies with a general emphasis on the development of entrepreneurship and economic courses and modules for students of non-business studies in all three university cycles. For the second period, interdisciplinary Doctoral Schools are attracting 2/3 of Estonian doctoral students. Furthermore, EE has developed mobility measures for both incoming and outgoing researchers to develop and diversify Estonian research potential through mobility. In CZ "the Education for Competitiveness Operational Programme" has been established focusing on the area of human resources in RD through education of various skills needed for RD, making conditions for research and development more attractive, creating appropriate environment for research and stimulating cooperation. Furthermore, the new Tertiary Education Act is still debated and should be adopted during 2010. Based on a report on the national framework for qualifications and other learning was published in August 2009, FI is developing a national qualifications system and framework to cover all aspects of knowledge, skills and competences. Similar developments are underway in IT, where a resolution approved by the parliament urges the Government to define a 'skill grid' for various levels of the research professions, from early career to star researchers, making reference to the European qualification framework. In addition, new regulations concerning Doctoral Studies are included in the recently approved University Reform Act (article 19, paragraph 1.), which foresees doctoral curricula jointly managed by universities and non-academic entities. In LT, the Researchers' Career Development Programme includes measures aimed to improve quality of doctoral studies as well as informal education of researchers in all stages of their career. While not a measure in itself, the NO white paper emphasized the need for strengthening the leadership and research administration skills of researchers. In ES, the training and skills agenda forms part of the University Strategy 2015 that is coordinated by the new Ministry for Education. Finally, the UK reported a comprehensive range of activities ensuring, not only that researchers are provided with a wide variety of opportunities to acquire new skills, but also strengthening the links between academia and industry and business. These activities include funding schemes to ensure that research students are equipped with adequate skills (e.g. The QAA Code of practice includes a joint statement of skills for doctoral research students)
, good practice exchange (e.g. through Vitae and the Higher Education Innovation Fund) and consultation exercises and studies. PL endeavours to promote the mobility of researchers by introducing, in the reform of higher education currently being prepared, the principle of filling posts at universities by means of open competitions in which foreign academics will be welcome. IE over the past 3 years, introduced structured training for PhD and early stage postdoctoral researchers. It is also in the process of developing better interaction with other sectors, such as industry and especially for PhD placements. Switzerland established structured doctoral projects funded by the federal equal opportunity programme include training of transferable and specific skills primarily for female but also male academics (e.g. various one-to-one and Peer-Mentoring projects, "Fokus Laufbahn", UZH; www.ueberfachlichekompetenzen.uzh.ch carriEre académique, Uni GE, "starting doc" Unil, carriere achademice al feminile, USI etc.). In TR, TUBITAK has a wide range of funding programmes for researchers aiming to develop their careers, skills and experience. These programmes range from national and international phd, post-doc scholarships, covering the expenses for participation of an international conference, organizing national and international events, short-term research scholarship in international universities and research centres. State Planning Organization (SPO) and Higher Education Council fund universities to develop researcher human resources development programmes which aims to train phd graduates according to national priorities, needs of the universities and industry.  Increasing research culture, enhancing skills and  experiences of researchers” and “Increasing mobility of researchers” are the relevant aims of the National Science and Technology Human Resources Strategy and Action Plan; various strategies and actions set to obtains these aims like: Establishing post-doc mechanism, enhancing national, intersectoral and international mobility mechanisms.

On ensuring better links between academia and industry, several countries are currently implementing or foresee to implement measures to contribute to this objective. In AT, BE, CY, EE,  FI, CZ, HU NO, LT, FR, IT, MT, PL, PT, SI, TR and UK, the promotion of inter-sectoral mobility and the increased participation of private sector in research feature prominently in governmental programmes, Research and Development and Innovation Strategies, and other policy documents. 

In AT, various programmes and initiatives do exist in order to bridge the gap between basic and applied research. In BG a new scheme under the Operational programme "Human Resources was launched in 2010. It aimed at promotion of scientific results, improving the training skills of the researchers (incl. young researchers), in the context of encouraging the dialogue between science and business. The new changes in the Bulgarian Law for promotion of the scientific research were introduced, aimed at: promoting interaction between research and economic development; opening labor market and creation of bridge structures between universities, research organizations and businesses. Ensuring better interaction between the academy and industry is emphasized in the new draft of the Bulgarian National strategy for the development of research.

SE is allocating increasing financial resources to the Agency for Innovation Systems to extend the number of industry-based doctoral students. In DK, FR and NO, specific Industrial Doctoral programmes are in place. In NO a review on how to strengthen the research institutes’ role in Norwegian PhD training will be undertaken in the first half of 2011 in order to broaden the skills of doctoral graduates. 

In ES, some regional programs offer funding for industrial Doctoral Studies and the possibility to extrapolate this at the national level is now under study. In SE, the government has allocated financial resources to the Agency for Innovation Systems to increase the number of industry-based doctoral students. In CY there are two specific programmes that provide funding to enterprises for the recruitment of new researchers and young PhD holders.  Also the CZ "National Research, development and Innovation policy for the years 2009 – 2015" foresees specific support to young researchers who carry out research in SMEs. IT provides an extra-academy "stage" for Doctoral candidates.

 In DE cooperation between institutions of higher education and industry is traditionally close in areas such as engineering and chemistry. Many doctoral theses are completed in close cooperation with industry and often within industry. For example, industry very often funds doctoral students or provides grants for theses. Special programmes are often funded by the Economics Ministries at federal of Länder level and explicitly encourage mobility and exchanges of scientists between research institutions and SMEs. Technology transfer networks have been established in many Länder. Transfer and patent agencies have been set up at the research institutions or at Länder level. 

In FI, research funding is designed to promote and support the mobility of researchers across the borders between academia, business, industry and public administration thus improving the opportunities of researchers with a doctoral degree to move between different career paths. In addition, the research council in FI has funding for doctoral studies of employed persons. In HR universities will be advised to amend their statutes so as to explicitly support cooperation between the higher education system and the business sector. In particular this involves incorporating into these statutes a systematic exposure of students to interdisciplinary knowledge, an appraisal of interdisciplinary projects with ECTS credits, a possibility of doing theses and doctoral dissertations in collaboration with industry, and direct applicability of the obtained results to the advancement of the economy. Furthermore science and technology faculties will launch additional programmes in entrepreneurship and intellectual property, to be offered to students on all three levels of higher education as well as to researchers. The appraisal of inter-sectoral mobility will be introduced into the statutes of R&D organisations, in the descriptions of the appointment procedure for the positions of researchers, associates and experts. Furthermore universities and public science institutes will provide moral and material incentives to cooperation between researchers and industry. Finally, opportunities for inter-sectoral mobility will be increased by removing organisational obstacles in statutes of science institutions, and by ensuring the availability of advisory services for interested parties from both academia and industry.

 In FR, a Doctoral Patronage is set up in addition to industrial doctoral degree. The patronage enables doctoral schools to propose doctoral projects to private companies. The company contributes to the financial support of the doctoral research through the doctoral school but for the doctoral trainee.  CH supports projects in applied research and development executed in collaboration between companies and universities. The support funds services provided by universities, paying the salaries of around 1,000 researchers each year.  EE has a special measure to support the collaboration between universities and enterprises, funded by the European Social Fund. It aims to create a platform for curricular development in function of the labour market needs. The support is given to programs (including joint programs) on master and professional higher education level. Also the Estonian Doctoral Studies and the Internationalisation Programme "DoRa” promote the cooperation of universities and companies in R&D. Under this programme an Industrial doctorate model is being implemented. In HU, , under the New Széchenyi Plan programmes are foreseen , which will facilitate institutional cooperation with businesses.  In UK, knowledge transfer schemes between academia and industry have been establish to ensure a growing number of UK doctorate holders across all disciplines, including the arts and humanities, involve links with industry and business (many are jointly delivered between industry and an HEI). There are also an increasing number of researcher jobs in industry which seek to improve knowledge transfer (e.g. through the Technology Strategy Board’s Knowledge Transfer Partnerships). These have been opened to Europe-wide recruitment through linking the Knowledge Transfer Partnerships website www.ktponline.org.uk to the EURAXESS database. In PL, strengthening the links between the academia and industry is a vital goal of the reform of higher education now being prepared. The reform provides for involving employers in shaping curricula, teaching activities and in evaluating the outcomes of teaching. In addition, degree courses will be commissioned from HEIs by public authorities in response to demand indicated by industry. In Portugal, the Foundation for Science and Technology funds PhD fellowships in Industry, as well as Programmes for Post-Docs where companies with research capacity are also eligible to apply.

In Switzerland, the Innovation Promotion Agency CTI supports several hundred projects in applied research and development (R&D) executed in collaboration between companies and universities in order t generate more innovations.


In CY, there are several national programmes promoting the involvement of the enterprises in research activities in cooperation with academic/research institutions. In addition five mediation agencies were established in 2009 aiming to strengthen the links between academia and enterprises, leading to projects of joint interest and to exploitation of research results by enterprises.     


In TR, there are specific actions promoting sectoral cooperation and intersectoral mobility in National Science and Technology Human Resources Strategy and Action Plan.

2.5. Other priorities 

In AT and BG a further priority is to attract young people to science and research through a well balanced mix of various programmes and measures in order to guarantee the future supply of knowledge workers. Austria has given special attention to these programmes by setting up a fifth priority area within its National Action Plan (for details see Annex Va). In 2010, the new Information campaign “MINT” was launched by the Federal Ministry of Science and Research to attract more students into scientific careers in the studies of mathematic, computer science, natural science and technology. The new changes in Bulgarian Law for the promotion of the scientific research give special attention to the qualification and training of the researchers and creating conditions to attract young professionals in research. Attracting more young people into research career in BG is one of the key issues emphasized also in the new draft of National strategy for the development of research.

· In EE attention is paid to talented young people trying to encourage their interest in S&T and improve the image of S&T related professions. Also attention is to expand the scope and quality of the Estonian science media and bring science closer to people and make it more visible in media.

· In IT various initiatives are undertaken to attract young generations to science and research. These initiatives are planned at National level, as e.g. the ‘Scientific and Technological Culture Week’, or at local level, by not-for-profit centres specifically devoted to promote and support scientific activities, or by single (or grouped) Universities that promote their own educational opportunities in science to students of high schools. 

· In PT a huge effort has been made to attract Young People to study science; one good example is "Ciencia Viva", a programme that involves primary/secondary school students in scientific activities and environments.

· IL oversees to join forces with USA, Japan and other leading countries in order to agree on a Global Researcher Visa

· In NL two further priorities are to improve research opportunities for Ethnic minorities and to attract knowledge migrants.

· In HU, “Increasing the attractiveness of S&T careers” is regarded as a high priority. Therefore, one of the main objectives of the “Human resources development” horizontal priority under the “Science-Innovation” programme of the New Széchenyi Plan is to improve the quality and modernise the structure of the training in the field of natural sciences and engineering both at secondary, higher-education and doctoral level.

3. Working Groups 


3.1. Rationale, Approach, Themes and Composition (See Annex VI for more details)


Rationale


As mentioned above, the Council gave the SGHRM the mandate to follow the EPR implementation.  Among the many challenges this assignment present to the SGHRM, three could be helped if a limited number of Working Groups were to be formed.  These three challenges are:


1) The Quantity of work expected from the group to cover all priority areas of the EPR within a limited timeframe.


2) The Variation in the level of priority for various issues/country.


3) The Technical Nature of certain priority issues such as Social Security or Working Conditions.

Approach and Operational Principles


The SGHRM adopted a set of operational principles to guarantee the effectiveness of these groups in light of the nature and complexity of the issues they need to tackle and in light of the SGHRM objectives to be achieved by the end of 2010.  In practice, the SGHRM Work Groups operated like task forces in the following aspects:


· Concrete focused objectives that can be achieved completely from beginning to end within the life-span of each WG. 


· Defined duration for WGs, e.g., 4-6 months that could be extended as needed.


· WGs composed of a small number (5-10) of SGHRM delegates, topic-specific national representatives, non-governmental experts and other stakeholders, all of whom having active roles.

· Concrete output for each WG, e.g., a 2-3 page report, plan or recommendation with relevant annexes as appropriate presented to the SGHRM plenary.


· Light structure, result-oriented and without bureaucratic practices.


Themes


Given the concrete, focused objectives of the WGs and given the defined life-span for each WG, this meant that the WGs established during 2009 dealt only with a first wave of objectives.  A next wave will follow in 2010 with different outcome-driven objectives and with the possibility to revisit membership. An existing WG can be extended if the SGHRM so decides as well.


First wave of objectives:

The WGs established during 2009 were:


· WG1: Working Conditions (including open recruitment & grant portability) – Chair: ES


· WG2: Social Security and Pension Rights – (due to the highly technical nature of the WG2, it was agreed that this group will be replaced by a Commission-led expert group)


· WG3: Training, Skills and Industry/Academia Relationship – Chair: IE


· WG4: A horizontal group on Monitoring and Indicators – Chair: NO


Second wave of objectives:


With the second wave of objectives, the working groups WG 1, 3 and 4 were re-named WG JOBS, SKILLS and MONITORING, respectively.  The objective of WG MONITORING continued to be the same and for the other WGs, the objectives have been:


-WG JOBS: Developing a strategy to boost the on-line publication of vacancies


-WG SKILLS: Mapping of doctoral schools

Composition


Working Groups consisted on a voluntary basis of interested MS and AC delegates and of external experts with expertise relevant to the issue to be addressed.  Each Working Group was chaired by one of its members elected by the Working Group itself and the Commission acted as Secretariat.  Working Groups scheduled their meetings independently of the dates of the SGHRM meetings, although an adjacent date has been usually favoured.   

3.2. Brief Summary of the Topics Addressed and the Progress Made by Each WG (Full WG Reports in Annex IV)


3.2.1. WG1: Working conditions, including open recruitment and portability of grants

This WG took the Charter & Code as well as the Gago/Biltgen report as guidance for its work, naturally in addition to the relevant priority areas in the EPR.  It included members from outside the SGHRM representing essential stakeholders such as the Helsinki Group (gender issues), Eurodoc, European University Association, as well as a representative from DG EMPL.  In its first wave of objectives, the WG provided in its draft report analyses and recommendations on: 1) Working conditions for researchers in their early career stage; 2) The gender challenge; 3) The economic crisis and beyond.  The WG has also prepared a set of examples of good practice to go into this report.


3.2.2. WG3: Training, Skills and Industry / Academia Relationship


This WG endeavoured to define the needed competencies of researchers in the various types and stages of their careers.  To do so, they also proposed 5 different categories of researchers, namely, New Researcher, Recognised Researcher, Established Researcher, Leading Researcher and Star Researcher.  For each of these descriptors, the WG defined a set of necessary competencies. The output of this Working Group can be particularly relevant in the context of the New Skills for New Jobs initiative, identifying the key competences for research. 


3.2.3. WG4: Monitoring and Indicators


This WG focused its work, first on producing an extensive list of indicators to address the EPR priority actions, then on refining these indicators while coordinating with the other groups and projects working on indicators for both EPR-related issues and for ERA in general.  The final report proposes a small set of key indicators to monitor the EPR.  In addition to the set of key indicators, the final report includes i) a series of complementary indicators and ii) recommendations for the further development of selected indicators and implications for the future collection of data at EU level.

4. Looking Ahead


During 2009, the SGHRM directly addressed most aspects of the EPR, resulting in a rich exchange of national experiences (good practice, challenges and know-how).  It emerged that different countries can tackle the same issue differently with various degrees of success, also depending on the situation specific to each country which often dictates the approach to take.  In addition, the 3 active Working Groups produced concrete outcomes in their respective areas that can be directly applied towards the EPR implementation.  Finally, 8 countries developed National Action Plans, others are in the process and some are integrating the EPR implementation in already existing national plans.  Accordingly, the efforts of the SGHRM during the rest of 2010 should be focused in three directions:

· Consolidate and valorise the outcomes for the issues addressed during 2009 into recommendations and/or common approaches


· Address the EPR aspects not covered during 2009 (e.g., open recruitment, flexible arrangements for end-of-career researchers, as well as the industry/academia relationship)


· Report on and assess the overall implementation of the EPR and project on the best way forward in the immediate future to follow
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6. Country KEY

AT- Austria


BE- Belgium


BG- Bulgaria


CH- Switzerland


CY- Cyprus


CZ- Czech Republic


DE- Germany


DK- Denmark


EE- Estonia

ES- Spain


FI- Finland


FR- France


FYROM- Former Yugoslav Republic of Macedonia


GR- Greece


HU- Hungary

HR- Croatia

IE- Ireland

IL- Israel


IS- Iceland

IT- Italy

LI- Lichtenstein

LV- Latvia


LT- Lithuania


LU- Luxembourg


MT- Malta


NL- Netherlands


NO- Norway


PL- Poland


PT- Portugal


RO- Romania


RS- Republic of Serbia


TR- Turkey


SK- Slovak Republic


SI- Slovenia


SE- Sweden


UK- United Kingdom
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� In Switzerland the NAP has not been approved by the National Parliament.



� (NOTE EC) 15 counties in 2009.



� (NOTE EC) text deleted from the 2009 report: the Swedish Ordinance for Higher Education established rules for employing teachers/researchers.



� Replaced the following period: Finally, in GR, the 2009 Plan for EPR implementation by the Greek EURAXESS Network, two main objectives were set: a) to increase the number of research job vacancies published on the EURAXESS Jobs portal the vacancies listed will exceed by far the estimated goal for 2010 (more than 200 vacancies), and b) to promote the Charter & Code to all Greek research organizations. Both actions proved quite successful and the first three results appeared early 2010, since the statistics were significantly improved. Greece during 2009 posted 55 new job vacancies in total and was in the 21 position while during the first three months of 2010, Greece was ranked 11th among 26 countries with 64 new job vacancies (Sources: EC Statistics, extranet). Regarding the C&C 5 universities and 1 Research Centre started the process to sign it (already 2 universities signed the C&C early 2010).



� This is a priority also for Switzerland.



� This period replace the phrase: GR also encourages universities to sign the Charter and Code and recently, the University of Crete has been the first Greek University that has undersigned the principles of the C&C while the Universities of Patras, Thessaly and Thessaloniki will soon follow.







� (Note EC) In the 2009 Report DK was in the process of launching this programme.







� (Note EC) In the 2009 report the aim was to increase the number instead of the efficiency of doctoral students and there was a reference to the objective to change PhD student’s legal status as student to employee with related employee rights..



� In Norway the PhD students from third countries which receive stipends over the budget for development cooperation however have status as students and social coverage as students 



� (Note EC) this sentence replace: In EE and LT all doctoral candidates have health insurance but no pension contribution. 



� (Note EC) they represented 48% in 2007.



� (Note EC0 the following sentence has been deleted from the 2009 Report; " The right to receive the parental benefit ends after 535 days have passed from the first day of pregnancy leave and maternity leave"



� (Note EC) 21 Countries in the 2009 Report.



� Joint Statement of the UK Research Councils' Training Requirements for Research Students � HYPERLINK http://www.vitae.ac.uk/jss ��www.vitae.ac.uk/jss�
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2nd Meeting of the ERA Steering Group on Human Resources and Mobility (SG HRM) in the European Research Area



Brussels, 12 May 2009


Mandate for SGHRM Working Groups


1) Rationale


The Council Conclusions (26/09/2008) on the European Partnership for Researchers (EPR) recognised that the SGHRM is the most appropriate forum for conducting this partnership in a flexible manner.  The Conclusions also called for a first reporting on the actions undertaken by the end of 2009 and for a global assessment of the actions and results of the EPR by the end of 2010.  Among the many challenges this assignment present to the SGHRM, three could be helped if a limited number of Working Groups is formed.  These three challenges are:


1) The Quantity of work expected from the group to cover all priority areas of the EPR within a limited timeframe: If the group in its entirety tackles one issue at a time in a linear timeline, there is a risk of making limited progress by the end of 2010.



2) The Variation in the level of priority for various issues/country: Initial inputs from delegates revealed significant variation in what each country consider as its priority issues. Therefore, it might accelerate progress if Working Groups on certain priority areas are formed comprising delegates from interested countries, while other delegates can provide the working group with written comments, contributions or suggestions.


3) The Technical Nature of certain priority issues such as Social Security or Working Conditions could make it better to address in smaller groups and with the relevant expertise.


2) Mandate


a) Working Groups will advance specific priority areas which are part of the overall objectives of the SGHRM and will normally deal with specific issues of common interest or with priorities more relevant to some countries than others


b) The output of the Working Groups' work will be proposed solutions (best practice, guidelines, etc.), plans or recommendations to be presented to the SGHRM plenary to consider, approve and act upon



c) The Working Groups will report their results to the SGHRM plenary which will in turn decide on the subsequent follow-up.  The decision on establishing working groups as well as their mandate, working methods and expected debriefing will be taken by the SGHRM plenary



3) Composition and Working Methods



Working Groups will consist on a voluntary basis of interested Member State and Associated Country delegates and/or of external experts with expertise relevant to the issue to be addressed. Working Groups could also invite expert stakeholders to support their activities on ad hoc basis.  Each Working Group will be chaired by one of its members elected by the Working Group itself or it could be chaired by a Vice Chair of the SGHRM.


The Working Groups will meet regularly and with a frequency in accordance with the objectives to be achieved within the set timeframe.  As much as possible, the Working Groups meetings would be scheduled as the morning session for the SGHRM meetings, with the plenary meeting scheduled for the afternoon session.  Nevertheless, the Working Groups can schedule additional meetings either face-to-face or virtually.   



The working methods will include:



· Meetings for the Working Groups either face-to-face or virtually,


· written contributions on relevant topics, prepared by individual delegates,


· preparation of joint documents (e.g. case studies, best practices, questionnaires),


· organisation of seminars and workshops on specific issues for the SGHRM plenary,



· invitation of external experts or speakers to the SGHRM meetings, seminars or workshops on an ad-hoc basis,




_1358663991.pdf




 



Federal Department of Home Affairs FDHA 



State Secretariat for Education and Research SER 
Multilateral Research Cooperation 



 
 



  
  



National Action Plan 
 



Sonja Merwar, April 2010 
 
 



Swiss National Action Plan for the implemen-
tation of the European Partnership for Re-
searchers (EPR) 
 



 
1 Introduction 



In September 2008, the Competitiveness Council adopted Council Conclusions affirming its 
commitment to the implementation of a European Partnership for Researchers1, based on the 
Communication "Better careers and more mobility: a European partnership for researchers" of May 
2008. The Council also recognised that the "Steering Group on Human Resources and Mobility", being 
active since 2002, would be the most appropriate forum for conducting this partnership in a flexible 
manner. 
Therefore, the group is currently being relaunched and will be the structure to promote, monitor and 
report on the implementation of the Researchers' Partnership at EU and national levels and on other 
on-going researchers-related activities (e.g. The European Charter for Researchers and Code of 
Conduct for the Recruitment of Researchers, “Scientific Visa”, EURAXESS activities). 
 
The Steering Group on Human Resources and Mobility (SGHRM) members will provide 
information on the overall plans devised at national level for the implementation of the Researchers' 
Partnership and will report regularly on the actions undertaken or envisaged to execute these plans, 
as well as on developments regarding other ongoing researchers-related activities, with the aim of 
supporting the coherent development of policies and measures at national level along the priority lines 
of action proposed in the Researchers' Partnership and of enhancing complementarities and synergies 
between national and Community actions. 
 
In the EPR the Commission proposed priority actions in the four key areas (summary): 



 Open recruitment and portability of grants: Open, transparent, competition-based recruitment 
of researchers by giving institutions greater autonomy over hiring and by adopting best practice on 
the recognition of qualifications from other countries, open advertisement of all publicly funded re-
searchers' positions, adequate information and assistance services for researchers moving be-
tween institutions, sectors and countries, portability of individual grants. This issue is especially 
important in the framework of the creation of the ERA (Money follows Researcher scheme). It is a 
cornerstone of the creation of a European Grants Union as planned by EUROHORCs and ESP in 
their Roadmap2. 



 Meeting the social security and supplementary pensions needs of mobile Researchers: 
information on the application of EU social security rules and on the implications for supplemen-
tary pensions, include rules easing international mobility of researchers when concluding bilateral 
and multilateral social security agreements with third countries, assess the need for a Commission 



                                                      
1 COM(2008)317 final 
2 EUROHORCs and ESF Vision on a Globally Competitive ERA and their Road Map for Actions (2009) 
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or Council Recommendation on easing transfer of supplementary pension rights for highly-mobile 
workers, including researchers, pan-EU pension schemes targeted at Researchers. 



 Attractive employment and working conditions: improve the career development opportunities 
for early-stage researchers by moving towards "flexicurity principles", regular evaluation, wider 
autonomy and better training; more flexibility in contractual and administrative arrangements and 
relevant national legislation for senior and end-of career researchers to reward good performance 
and allow non-standard career paths; ensure that all publicly funded researchers receiving sti-
pends and fellowships can receive adequate social security coverage, adequate gender represen-
tation and esp. more women researchers in the highest positions, adequate work-life balance such 
as developing dual career policies. 



 Enhancing the training, skills and experience of European researchers: "national skills agen-
das" to ensure that researchers are equipped with the necessary skills to contribute fully to a 
knowledge-based economy and society throughout their careers, better links between academia 
and industry by supporting the placement of researchers in industry during their training and pro-
moting industry financing of PhDs and involvement in curriculum development. 



 



The work plan/ timetable of the SGHRM foresees the preparation of the National Action Plans by the 
End of September 2009. The Commission indicated that it will always be too early for some countries 
to have a complete National Action Plan, but important is the reporting at the end of the year where 
one can refer to the roadmaps for the development of these plans, so that by the end of 2010 the na-
tional implementations can reasonably lead to achieve a progress on the EPR objectives. 
 
 
2 Background information on researcher’s Mobility in Switzerland  



Education, research and innovation (ERI) have a high strategic importance for the Swiss government 
and the Parliament. The goal of all planned measures, which were formulated in a dispatch for the 
period 2008-2011 by the government and subsequently approved by the Parliament, is to enable the 
players and institutions of the ERI sector to help extend the capacities of Switzerland as a location for 
thought and work. In order to coordinate all of the planned promotional measures, the Swiss policy is 
oriented along two overarching lines:  
- sustainably securing and improving quality of education 
- promote research and innovation for competitiveness and growth 
 
In the ERI message 2008 – 2011, there is no explicit strategy to encourage the mobility of researchers. 
Despite of this, compared with other OECD countries, Switzerland has already one of the highest 
percentages of international incoming PhD students (50,3%), professors (45,7%) and other teachers 
in tertiary education (30,8%)3. 
The bilateral agreements with the EU both enhance participation in EU education and research 
programmes and facilitate taking up residence in Switzerland (e.g. obtaining residence permits, health 
insurance).  



Researchers from EU/EFTA countries have anyway the subjective right to reside and work in Swit-
zerland due to the Agreement on the Free Movement of Persons.  



The Swiss immigration law includes some regulations for highly qualified workforce from non EU/EFTA 
countries: 



 Doctorate candidates and PostDocs from non EU/EFTA countries working at a university get 
a work permit without being counted as a part of the foreign quota. (The foreign quota limits the 
number of foreigners getting a work permit in Switzerland.) Under certain circumstances, this 
regulation is also valid for Doctoral Candidates and PostDocs working in industry. This regulation 
means that the number of foreign Doctoral Candidates and PostDocs is not limited. 



 One article of the constitution says that if a Swiss and a foreign candidate from non EU/EFTA 
countries, who are equally qualified, apply for a job, the Swiss applicant must be taken. This article 



                                                      
3 BFS 2009 
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does not apply for highly qualified employees in domains with few applicants (e.g. science and 
technology).  



 Partners and children of highly qualified foreigners from non EU/EFTA countries will easily get a 
residence permit or even a work permit (partners). 



 Foreign professors at Swiss universities will immediately get a permanent residence permit and do 
not have to wait 5 or 10 years as normal foreigners settling down in Switzerland. 



On 15 February 2010, Switzerland signed a bilateral agreement with the EU enabling its direct partici-
pation in the EU’s “Youth in Action” and “Lifelong Learning” programmes. Therefore, as from 1 Janu-
ary 2011, Switzerland will fully participate in those programmes as associated country, i.e. with the 
same rights and duties as the other EU Member States.  
 
In Switzerland, the cantons are autonomous regarding legislation in many relevant fields, which affects 
the higher education sector both directly and indirectly. As a result of cantonal autonomy, factors 
influencing mobility from and to Switzerland vary between the cantons, making mobility an often 
complex endeavour. Improvements are necessary, in particular regarding portability of regular student 
loans and grants (only allowed by some cantons) or alleviation of administrative obstacles (e.g. 
regarding health insurance, obtaining student permits for non European students). 
 
Since January 2004, Switzerland has fully participated in the Sixth Framework Programme of the 
European Union for research including Marie Curie actions. Switzerland has also negotiated a renewal 
of the bilateral agreement for the participation in the Seventh Framework Programme. Swiss Universi-
ties participate in the Euraxess network for mobile researchers and the Rectors’ Conference of the 
Swiss Universities CRUS, The Rectors’ Conference of the French speaking Universities CUSO and 
the Swiss National Science Foundation SNFS adopted the European Charter for Researchers and 
Code of Conduct for the Recruitment of Researchers published by the European Commission accord-
ing to the national laws. Currently, a pilot project for their implementation is being conducted and 
CRUS actively participates in disseminating the European Charter and Code. 
Also within the implementation of the Bologna Process, study semesters all begin in the same week at 
all Swiss Universities, Universities of Applied Sciences and Universities of Teacher Education. This 
facilitates mobility within Switzerland and exchanges with other countries, especially with the intention 
to offer more English modules. 
 
 
3 Current status of the implementation of the EPR in Switzerland 



Although there is no official mobility strategy, the Swiss National Science Foundation SNSF offers 
different programmes to encourage mobility of outgoing, returning and incoming researchers (avail-
able in all disciplines supported by the SNSF). Based on a framework agreement with the Swiss fed-
eral government, the SNSF supports research and fosters young scientific talents through grants for 
periods abroad (Fellowship for prospective and advanced researchers, short visits). There also exist 
the two programmes SNSF Professorships for returning and Ambizione for returning and incoming 
researchers. Additionally, the Marie Heim-Vögtlin Programme serves for more women in research. 
These programmes can be subsumed under the priority lines of action proposed in the Researchers' 
Partnership. 
Incoming and outgoing doctoral candidates and PostDocs can also apply for government grants. Doc-
toral candidates and PostDocs from 8 Eastern Europe countries can apply for a Sciex Fellowship, 
which finances employment at a Swiss Research Institution of between 6 and 18 months for PostDocs 
and 24 months for Doctoral Candidates. 
 
 
Open recruitment and portability of grants 
 
 D-A-CH-Agreement: With the aim of simplifying the evaluation of transnational projects with 



German and Austrian partners, the SNSF, the German Research Foundation (DFG) and the Aus-
trian Science Fund (FWF) have concluded an agreement on two processes: the "Lead Agency 
Process" and the "Money Follows Co-operation Line Process". In the Lead Agency Process, pro-
jects comprising German and/or Austrian segments will now only be evaluated by one institution, 
the "Lead Agency". The partner organisations will recognise the Lead Agency's funding decision 
with their input and fund the segment to be conducted in their country. Projects clearly focused in 
Switzerland with only a small foreign project segment may be submitted through the Money Fol-
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lows Cooperation Line Process. (Detailed information: 
http://www.snf.ch/E/international/dach/Pages/dach.aspx?mode=print) 



 Money Follows Researchers: For researchers who move abroad it is possible to make a request 
for ongoing SNSF funding to continue. The project can either continue in Switzerland while being 
managed from abroad or transferred to the new location. Agreements are in place for this with 
most European countries, and are applied e.g. in the EURYI Award-scheme. However, in practice 
continuation of the project is basically possible in all countries. (Detailed information: 
http://www.snf.ch/E/services/Pages/Moneyfollowsresearcher.aspx) 



 Recognition of foreign qualifications: Switzerland has agreements with Germany, Austria, Italy 
(at governmental level) and France (at university level) on diploma recognition. Switzerland has 
also ratified the Lisbon Convention. Besides these agreements and conventions, as the universi-
ties are autonomous, they are free to decide whom to admit for a doctorate or a professorship 
resp whom to employ as a researcher. Most universities have internal regulations about diploma 
recognition. In case of ambiguity, the Swiss government runs a national information office “Swiss 
ENIC” that informs about university diploma recognition. These regulations only apply to universi-
ties. Companies are free to accept diplomas or not. 



 Swiss Houses for Scientific Exchange (Swissnex offices): The Swiss Government has estab-
lished Swiss science houses and science consulates which are funded from public and private 
sources. Their main goal is to promote Swiss science and R&D abroad. They also provide infor-
mation about job opportunities in their country as well as in Switzerland, therefore they indirectly 
support the open recruitment. Swiss Houses for Scientific Exchange (swissnex offices) are an im-
portant means of implementing the Swiss policy of developing bilateral cooperation ties with se-
lected partner countries in the areas of education, research and innovation. Currently five knowl-
edge outposts are established: swissnex Boston (2000), swissnex San Francisco (2003), 
swissnex Singapore (2004) and swissnex Shanghai (2007). swissnex Bangalore (2009).  
Switzerland also maintains and develops a worldwide network of science & technology counselors 
(STC) sharing swissnex mission. For the moment, twelve STC (Länder), work at selected Swiss 
Embassies: beijing, berlin, brasilia, brussels, new delhi, london, madrid, moscow, paris, pretoria, 
rome, santiago, seoul, tokyo, vienna, washington, d.c. (Detailed information: 
http://www.swissnex.org). 



 Euraxess: In May 2009 the Rectors' Conference of the Swiss Universities launched the Swiss 
Euraxess Portal for Researchers. The Euraxess portal provides useful information for researchers 
moving to Switzerland, job adverts and a section on the Charter and Code for Researchers, which 
was signed by the CRUS in 2005. The portal also contains the contact details of the regional 
Euraxess Service Centers at the Swiss universities, which provide proximity assistance to incom-
ing researchers and their families. 
 



 
Social security and supplementary pension needs of mobile researchers 
 
The portability of pension funds is not a priority in Switzerland. 



 In cooperation with the Federal Social Insurance Office (FSIO), the Rectors’ Conference of the 
Swiss Universities (CRUS) developed a questionnaire on social insurance concerning 
problems with social security for mobile researchers, which is available online.  



 As a result of bilateral agreements, the flexibility of reimbursement of pension funds to people 
leaving the country, has deteriorated. Nowadays, if a person leaves Switzerland, the money is 
paid into a blocked bank account.  



 Switzerland is interested in the results of the pan-European pension fund feasibility study. It must 
be ensured that such measures are open to all ERA and FP participants (ie include the Associated 
States). 
 
 
Provide attractive working conditions 
 
 Flexicurity principles: Compared to other countries, the Swiss labour market displays a high 



degree of flexibility. Mobility between different markets and/or the encouragement of the transition 
from one type of employment status to another, frequently cited in flexicurity discussions, are 
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already present to some extent in the Swiss social security system. Overall, it manages to provide 
relatively good social protection to workers with atypical employment contracts, but does fall short 
in some areas, particularly as regards occupational pension plan cover. Due to recent legislative 
reforms, the Swiss social security system has mechanisms already in place which aim to actively 
promote the flexibility and mobility of workers.  
Overall, Switzerland, with its relatively flexible labour market and sound social security system, in 
effect operates according to the classic flexicurity model4.  



 Swiss Federal Equal Opportunity at Universities Programme 2000–2011: Besides Mentoring 
programmes for the promotion of female junior researchers, an incentive programme for the pro-
motion of female professors and a work-life programme for greater balance between academic ca-
reer and family (e.g. childcare facilities, support for DCC), Switzerland focuses on equal opportu-
nities for women and men in general. A total budget of CHF 16 million has been set aside to cover the 
third period from 2008-2011. The main goals are: 
o Decrease horizontal segregation: The contents and structure of courses of studies address 



women and men equally. 
o Decrease vertical segregation / promotion of junior staff: In the transition from Bachelor’s to 



Master’s programmes, as well as from the Master’s to PhD, the gender proportion remains 
the same as at the preceding academic level. 



o Part-time study, compatibility: Flexible study structures permit part-time study without con-
siderable disadvantages. 



o Mobility: The mobility of women and men corresponds to their proportional presence in the 
corresponding academic level (ev. include findings of the GEFO Studie, SNF). 



o Quality assurance: Measures for equal opportunity for students at all levels are integral com-
ponents of the university quality assurance system. 



 
 Support for Dual career couples (DCC) at the universities: All 10 Swiss universities, some in 



collaboration, have established locally adapted DCC-commitments in order to reach the main goal 
of the programme, the increase of the proportion of female professors from 14% up to 25% by the 
year 2012. Often it is women’s research careers that suffer disproportionately for the sake of mo-
bility or child-rearing, as is evidenced by the low numbers of women in professorial positions. With 
that in mind, the before mentioned Federal Equal Opportunity at Universities Programme, as part 
of its efforts to promote work-family compatibility (module 3), is running a pilot project to support 
dual career couples at Swiss universities. Over a three-year time span, the pilot project will sup-
port measures aimed at improving work-family infrastructure at Swiss universities. The ultimate 
goal of the project is to raise the number of women in research careers. In addition to its support 
for structural measures that help dual career couples indirectly, the Federal Equal Opportunity at 
Universities Programme has established a fund that grants direct support to partners.  



 
“Protected time”/décharges projects of the federal programme of equal opportunity. Excellent 
female researchers at a critical career point (thesis, habilitation) are receiving a “protected time” 
periode of approx. 6 months in order to perceive their careers without any teaching and administration 
tasks. The programm finances the salaries of the respective replacements. 
 
 Salary increase of the SNSF PhD’s: By 2010 the SNSF will raise the salaries of PhD students. 



This level of funding is adjusted periodically to ensure the attractiveness of research careers in 
Switzerland. 



 
 
Enhance training and skills agenda 
 
The innovation promotion agency CTI: Goal of the CTI is to generate more innovations out of co-
operations between business and academia. Each year CTI supports several hundred projects in 
applied research and development (R&D) executed in collaboration between companies and 
universities. Businesses – above all small and medium-sized companies – are thus supported in 
leveraging the R&D resources of the universities for their innovations and they support scientists in 



                                                      
4 The Federal Social Insurance Office (FSIO) analyzed in its empirical study “Flexicurity: Would it be good for 



Switzerland?” (2005-2008) atypical employment contracts in Switzerland based on the Swiss workforce 
survey (SAKE).  
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universities to bring out the results of their research, in conjunction with companies, onto the market, 
in the form of competitive products and services. The Confederation exclusively funds services 
provided by universities, paying the salaries of around 1,000 researchers each year. However, there is 
no cross-boarder mobility between academia and industry, the focus is limited to the cooperation. 
Moreover, CTI also supports successful, innovative individuals to set up new companies by means of 
its initiative CTI Start-up. Until today, more than one thousand eight hundred projects have been 
reviewed. Of these, one hundred and eighty have been distinguished by means of the CTI Start-up 
label. 85 percent of these are still in business. They have created more than eight thousand new, 
highly-qualified jobs.  
(more information: http://www.bbt.admin.ch/kti/projektfoerderung/index.html?lang=en). 
 
Mentoring and career development projects funded by the federal equal opportunity programme 
include training of transferable and specific skills primarily for female but also male academis (e.g. 
various one-to-one and Peer-Mentoring projects, “Fokus Laufbahn”, UZH; www.ueberfachliche-
kompetenzen.uzh.ch, carriEre académique, Uni GE, “starting doc” Unil, carriere achademice al 
feminile, USI etc.).  
 
Existing mobility schemes in Switzerland 



 
Outward mobility: 



 Fellowships for a research stay abroad: The SNSF offers prospective (doctoral and postdoc) 
and advanced (postoc) researchers the possibility to stay at a research institution abroad with a 
SNSF fellowship.  The amount of the fellowship is based on personal details and cost of living in 
the host country and includes personal maintenance.  (Detailed information about fellowships for 
prospective and advanced researchers: www.snf.ch) 



Inward mobility: 



In Switzerland, no specific policy exists to attract foreign researchers (a large part of the researchers in 
Switzerland (50,3% of the doctoral candidates, 45% of the research staff, 45,7% of the professors) are 
already foreigners.)5. However, there exist different programmes: 



 SNSF professorships: programme to attract young scientists with several years of research ex-
perience to resume their careers at a Swiss higher education institution, especially on return from 
a stay abroad. The funding covers the salary of the applicant (at assistant professor level), a con-
tribution to research costs (incl. collaborators) and a contribution to infrastructure costs. One of the 
conditions of participation implies a Swiss university degree or at least two years activity at a 
Swiss university at the time of the submission deadline. The duration of this subsidy is 4 years and 
can be extended by a maximum of 2 years.  



 Ambizione: This programme aims at encouraging young scientists, especially on return from a 
stay abroad. The programme is geared for young researchers who would like to conduct, manage 
and lead an independently planned project at a Swiss university. Ambizione is aimed at qualified 
researchers from Switzerland who are spending a stay abroad or have returned after a stay 
abroad, e.g. within a fellowships for advanced researchers. Moreover, Ambizione would like to at-
tract the best, next-generation foreign talents to carry out research work in Switzerland. 



 Marie Heim-Vögtlin (MHV) Programm – Promotion of women: To increase the number of 
women in research, the SNSF annually awards a limited number of Marie Heim-Vögtlin (MHV) 
subsidies. MHV subsidies are aimed for female doctoral and postdoctoral candidates within all 
disciplines funded by the SNSF and aim to facilitate the recipients research, and provide extra 
money for childcare. The MHV subsidies support the integration in a host institution at a Swiss 
University, ETH or University of Applied Sciences. The MHV Programme preferable supports 
where no other means of such re-integration exist.  



 Sciex-NMSch (2009-2016): For six to 24 months, Sciex (scientific exchange) Fellows from the 
EU8 will join a research team at a Swiss partner institution. They will be fully integrated in the on-
going research work, contribute their own ideas and results and benefit from specific knowledge 
through exchanges with experienced professionals and young researchers. Doctoral candidates 



                                                      
5 BFS 2009 
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will be able to prepare a doctoral degree under the joint supervision of their own supervisor and 
the Mentor at the Swiss institution. Swiss Research Institutions, which want to employ Sciex 
Fellows must sign a performance agreement which is based on the Charter and Code for 
Researchers. The employment contract of Sciex Fellows corresponds to a “collective labour 
agreement” for sciex participants (more information: www.sciex.ch) 



Inward and outward mobility: 



 International short research visits: The SNSF provides various types of funding for short indi-
vidual visits world-wide. They are aimed to initiate or to consolidate international collaborations, for 
limited periods of research abroad, or to fund for researchers from abroad to visit Switzerland. In-
dividual research visits may range from one week to a maximum of three months in any country. 
The SNSF can contribute to travel and living expenses. (Detailed information:www.snf.ch) 



 cotutelles de thèse: Doctoral students (research staff) from all disciplines enrolled at Swiss Uni-
versities can apply for so-called “cotutelles de thèse” programmes with French and Italian Univer-
sities. This includes financial aid to cover additional costs incurred by preparing a doctoral thesis 
at two Universities.  



Training skills for PhD’s 



 ProDoc (2008-2011): The Swiss National Science Foundation (SNSF) and the Rectors’ Confer-
ence of the Swiss Universities (CRUS) contribute finances to chosen Swiss doctoral programmes 
(ProDoc) and to a certain number of participants. Funding is approved for training schemes of 
doctoral candidates (candocs) and for their research needed to complete the doctorate. The call is 
open to all scientific disciplines. A ProDoc includes at least 12 directly involved candocs, of whom 
a maximum of ten may benefit from SNSF funding in the framework of the programme. ProDoc 
has a modular structure. Research modules (RM) cover the salaries and research expenses of the 
candocs, and complement a central training module (TM) that integrates training and management 
activities of the programme. The ProDoc formed by the different modules constitutes a coherent 
unit. A ProDoc will initially last for 3 years (training module).  



 
 
Overview: 
 
Activity Priorities 
1. open recruitment and 
portability of grants 
 



DACH-Agreements 
Money Follows Researchers 
Diploma recognition 
Swiss Houses for scientific exchange 
Euraxess 
 



2. social security and sup-
plementary Pension needs 
of mobile Researchers 



Switzerland is interested in the results of the pan-
European pension fund feasibility study 
 



3. provide attractive work-
ing conditions 
 



Flexicurity principles 
Swiss Federal Equal Opportunity at Universities 
Programme (2000-2011) 
Dual Careers Couples (DCC) 
Salary increase of the SNSF PhD’s 
Allowances for children (Individual Funding, 
SNSF) 



4. enhance training and 
skills agenda 



Outward mobility: Doctoral and postdoc fellow-
ships abroad, short visits 
Inward mobility: SNSF Professorships, Ambizi-
one, Scientific Exchange Programme (Sciex) 
Swiss Federal Equal Opportunity at Unviersitites 
Programme (2000-2011) 
ProDoc, MHV-Programme 
Cotutelles de thèse  
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4 Challenges  



 A shortfall in Swiss academics on the horizon: Indications that Switzerland might experience a 
lack of young academics are increasing (the majority of the PhDs is leaving the university after the 
doctorate). Because Switzerland is indeed an attractive place to carry out research, universities 
repeatedly succeed in employing both top researchers and young academics from abroad. Young 
Swiss academics, on the other hand, are few and far between in many sectors. This is not only 
due to the well-known fact that certain natural science disciplines attract too few students, but also 
to the fact that even successful graduates frequently choose a professional career outside the 
academic community. The number of graduates continuing to work towards a doctorate has been 
declining for some time now – including in the natural sciences.  



 One of the most salient challenges concerning mobility is that female researchers still rather 
abandon their research careers to ensure the administrative support structure for male mobile re-
searchers, than to profit themselves from mobility. A study commissioned by the SNSF reveals 
why young women in particular leave the system. One of the reasons is the difficulty of reconciling 
an academic career with a family. Moreover, women receive less specific career support from pro-
fessors (in the form of mentoring) and are integrated to a lesser degree in academic contact net-
works. Jobs in administrations are still more attractive for young women researchers than to stick 
to the research career until it becomes profitable. 



 
 
5 In the short run  



 
AD1:  
- Increase the number of jobs advertised at the euraxess portal 
- Translate job advertisings 
 
AD 2: 
- Improve information concerning social security and pension rights on the national EURAXESS 



portal 
- translate relevant documents 
 
AD 3:  
- Increase the number of young researchers  
- Increase the number of female researchers (keep them in academia before and after the doctor-



ate!) 
 
 
6 In the long run  



For the full implementation of the EPR, Switzerland established a double strategy: a “bottom up” 
process, in which the CRUS implements the Human Resources Strategy, and a “top down” process, in 
which the State SER starts to built up a governmental group concerning mobility and challenges facing 
Switzerland, including the SNSF. 
 
 
7 Best practice 



 
 Institutional Initiatives to Enhance International Mobility (next page) 



 
 











 



Federal Department of Home Affairs FDHA 



State Secretariat for Education and Research SER 
Multilateral Research Cooperation 



 
 



  
  



National Action Plan 
 



Institutional Initiatives to Enhance International Mobility 



Example: Swiss Federal Institute of Technology Zürich (ETH Zürich) 



Type of initiative Name of initiative Description of initiative Responsible 
institution 



Description of 
eligibility criteria 
(e.g. age, national-
ity) 



Resources 
allocated to 
initiative (e.g. 
annual budget) 



Outcomes (e.g. 
number of 
awards) 



Results of 
evaluations, if 
conducted 



Further infor-
mation, web 
links, if avail-
able 



Initiatives provid-
ing financial or 
infrastructure 
incentives 



ETH Research 
Grant applications 
(TH-Gesuche) 



Aim: ETH Zurich promotes 
world-class research that may 
result in fundamental new 
knowledge or technologies via 
a competitive internal Research 
Grant Programm. 
 
Target audience: Grant appli-
cations that involve innovative 
(sometimes high-risk) ap-
proaches with the potential for 
exciting new discoveries in the 
natural sciences, social sci-
ences, and engineering. 
 
ETH Research Grants should 
be used primarily to fund doc-
toral research projects com-
pleted at the ETH Zurich under 
the supervision of ETH Zurich 
employees.  
 
Duration: The maximum dura-
tion of an ETH Research Grant 
is 3 years. 
 



ETH Zurich In general, a grant 
application may be 
submitted by a 
Principal Investiga-
tor (PI) and, where 
appropriate, one or 
more co-applicants. 
The PI of a grant 
application must 
be an ETH Zurich 
employee with at 
least an earned 
doctorate or equiva-
lent qualification and 
at least a 50% ETH 
position. In general, 
researchers who do 
not have at least a 
50% ETH position at 
the Research Assis-
tant or higher level, 
doctoral candidates, 
and employees who 
do not have guaran-
teed ETH positions 
for the entire dura-
tion of the proposed 
projects (e.g., pro-
fessors who are 
about to retire) are 
not eligible to apply 



Several 100000 
Euro per project 
and per year. 
(Note: ETH 
Research 
Grants should 
not be the pri-
mary and cer-
tainly not the 
only source of 
research funding 
for any ETH 
Zurich group.) 



  http://www.vpf.et
hz.ch/services/T
H/index_EN  
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for ETH Research 
Grants. 



Initiatives provid-
ing social and/or 
cultural support 



Dual Career Ad-
vice 



Aim: professional and social 
integration of the families from 
abroad 
 
Motivation for initiative: 
successful hiring and keeping 
of the best professors 
 
Target audience: faculty 
members 
 
Duration: permanent 



ETH Zurich Recruited professors 
and their families (all 
levels) from abroad, 
independent of their 
nationalities 



One permanent 
position 



Successful 
hiring, fast 
integration and 
running labora-
tories, satisfied 
faculty members 
and families 



No written 
evaluation done, 
very positive oral 
feedback 



http://www.dca.e
thz.ch/index_EN  



Initiatives provid-
ing other support 
mechanisms 



Euresearch Zurich  
 
(Euresearch Zurich 
acts also as a 
Mobility Centre, 
MC; cf. the Euro-
pean ERA-More 
initiative ) 



Aim: support and one-to-one 
coaching of proposal submis-
sion and project management 
of research projects within the 
European Research Pro-
grammes, with a special focus 
on the EU-Framework pro-
grammes. 
As MC: support and advice for 
mobile researchers in all fields 
of daily or professional life.  
 
 
Motivation for initiative: 
successful EU-research pro-
jects and attracting researchers 
from Europe 
As MC: attracting researchers 
from abroad  
Target audience: faculty 
members, research groups, 
individual researchers 
As MC: mobile young re-
searchers 
 
Duration: permanent 



ETH Zurich / 
University of 
Zurich. 
 
Euresearch Zurich 
is also a member 
of the Swiss In-
formation Network 
for EU Research 
Programmes 



Faculty members, 
research groups, 
individual research-
ers of ETH and 
University of Zurich 
as well as all re-
search institutions of 
the region (public 
and private)  



core team as 
permanent team 
(4 permanent 
positions) plus 
temporary staff 



Successful EU-
research Pro-
jects 



No written 
evaluation done, 
very positive oral 
feedback 



http://www.eures
earch.ethz.ch/   



Initiatives sup-
porting research 
abroad 



Euresearch Zurich  
Cf. description 
above. 



Aim: 
 
Motivation for initiative: 
 
Target audience: 
 
Duration: 



      











 



    
   11/11 



 
 



Other initiative  
Doctoral pro-
grammes 



Aim: attract excellent PhD 
candidates  
 
Motivation for initiative: 
Hire excellent PhD candidates 
to enable excellent research 
and education 
Target audience: 
PhD candidates 
Duration: permanent 



ETH Zurich Excellent PhD can-
didates from all over 
the world 



Doctoral PhD 
candidates are 
paid a salary 



Successful 
recruiting of  
PhD candidates, 
award given to 
the best ph.d. 
thesis 



No written 
evaluation done, 
very positive oral 
feedback 



http://www.lifesci
ence-
graduat-
eschool.ch/  



Other initiative Excellence schol-
arship and oppor-
tunity programme 



Aim: recruit excellent re-
searchers on the master level 
 
Motivation for initiative: 
Attract excellent master stu-
dents in order to bind them as 
future  PhD candidates 
Target audience: 
 PhD candidates 
Duration: permanent 



ETH Zurich Excellent master 
students from all 
over the world 



Scholarship Successful 
recruiting of 
master students 
 
Marketing of 
Master-
programmes 



This programme 
has started only 
in September 
2007 



http://www.rektor
at.ethz.ch/stude
nts/finance/schol
ar-
ship/excellence/i
ndex_EN  
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Introduction





The German objectives and measures within the framework of the Research Partnership are based on the priority lines of action formulated by the Competitiveness Council on the basis of the Commission's communication to the European Parliament and the European Council "Better Careers and More Mobility: A European Partnership for Researchers" (Brussels, 23 May 2008; SEC (2008) 1911/1912):





1. systematic open recruitment of researchers


2. meeting the needs of mobile researchers with regard to social insurance and supplementary pensions


3. improving employment and working conditions in order to enhance the attractiveness of scientific careers 


4. improving the training, skills and experience of researchers.[footnoteRef:1] [1:  For ease of reading, this report will as a rule use the male form for professions which are not gender neutral. This is taken to include the female form.
] 






In so far as a need for implementation and optimization is identified in the four central areas at national level, the necessary measures will be introduced to realize the renewed Lisbon Strategy and to establish the European Research Area. Here measures can be taken to link up with the Federal Government's existing initiatives: The Federal Report on the Promotion of Young Researchers (BuWiN) and the Information and Communication Platform for Young Researchers (KISSWIN) provide an important basis for further measures.  





The individual projects of the Federal Government are described under the respective main points of the report.  





Concrete suggestions for implementation formulated by the EU should therefore have the character of recommendations in order to safeguard national competencies and the principle of subsidiarity. This includes maintaining tried and tested counselling and legal regulatory systems that are aimed at the overall goal.  








1. Systematic open recruitment procedures for researchers 








Current situation








1.1. Open recruitment procedures for scientists and the public advertisement of vacancies





The large majority of researchers in Germany are employed as civil servants (Beamte) or public sector employees (Angestellte). The constitutional principle of the selection of the best ensures the openness of recruitment procedures in this sector, aided by the provisions of equality legislation (gender mainstreaming) and the General Anti-Discrimination Act of 2006. 


Recruitment procedures for university teachers in Germany are traditionally strongly competition-based. Under current Länder law, the Länder Ministries are increasingly transferring the right to appoint staff to the respective universities and research institutions.   


Furthermore, the openness of advertisement and recruitment procedures in the higher education sector is guaranteed under the Länder Higher Education Laws. The most recent Länder Higher Education Laws not only stipulate the traditional supra-regional and public advertising of vacancies, but also explicitly demand that vacancies are advertised internationally (depending on the importance of the position or in some cases as a general rule) and only allow exceptions in special cases. 





The involvement of external experts along with a comparative evaluation of applications guarantees the transparency and competitiveness of the recruitment of university teachers in Germany. In Germany, it is traditionally not possible to become a professor at the institution of higher education where one received one's academic training. The strictly regulated exceptions under Länder legislation were introduced on the basis of the Tenure-Track Model in the interest of ensuring more transparent and faster career paths for upcoming scientists: this model should be applied more widely – also in the field of non-university research. In the meantime, junior professors who have previously held fixed-term contracts and whose work is considered excellent in their specific subject area may be granted a permanent contract. As a rule, however, the researcher must have gained the doctorate required to set out on such a career path outside the institution of higher education which is recruiting him. This is in the interest of ensuring academic openness.





The compulsory international advertising of every fixed-term or permanent vacancy for researchers should be the rule. Exceptions must, however, be allowed in justified cases. 





1.2. Granting of scholarships





Scholarship-holders are selected in a procedure involving experts and the applicant's nationality is generally considered irrelevant. Scholarships are increasingly being advertised internationally. For example, the German Research Foundation (DFG) expects that scholarships are advertised internationally within the framework of its scholarship funding for research training groups and graduate schools. This has resulted in an increasing number of applications from abroad.  





1.3. Information and support services 





The public and/or international advertising of positions for university teachers usually takes place via national and international newspapers and journals which are known among the international community of scientists and which as a rule also already have an Internet portal. The EURAXESS Jobs Portal makes it possible to advertise every research vacancy internationally. Relative to its size as a science location, Germany tends to make little use of this portal compared with its European partners with regard to the number of vacancies entered into the data bank. Of the 9302 vacancies published in the period from 1 January 2009 to 31 July 2010, 526 were from German organizations. Germany thus took 7th place. The number of links with external sites, particularly third-party job sites, is larger. However, these cannot be searched via the data bank. In addition, the EURAXESS Germany portal offers commented links on the most important job exchanges for researchers and job portals in Germany. Furthermore, EURAXESS Germany also provides information and orientation regarding visas, working conditions, social insurance and taxation. The homepage of the German Rectors' Conference provides links to the job exchanges of the individual Member States. In addition, the BMBF-funded "Information and Communication Platform for Young Researchers" (KISSWIN) has been operating since 2008. KISSWIN, which is also accessible in English, provides easy-to-access and straightforward information on the general situation and career paths in Germany. Furthermore, it enables interested young researchers from all over the world to look for job vacancies and scholarships in the field of science and research free of charge. 





The decision to advertise every vacant research position and every research scholarship on the Internet should, however, be a matter for the respective institutions to decide autonomously so that they can reach the relevant target groups and keep the cost and effort involved in individual recruitment procedures at a calculable level. 





The growing international competition for excellent researchers is prompting the increasing internationalization of recruitment efforts in Germany. This is also demonstrated by the internationalization strategies introduced by many institutions of higher education and research organizations. In addition, there are service centres at numerous German institutions of higher education which support mobile researchers by providing counselling and information services. It is therefore to be assumed that the comparatively small number of foreign university teachers, researchers, junior research staff and doctoral students currently working at German higher education institutions and research organizations will increase in the years to come. 





1.4. Assessment and recognition of foreign professional qualifications 





The German procedure for assessing and recognizing foreign professional and academic qualifications is to be developed further in order to make it easier for foreign skilled workers to access the labour market in future. Following the publication of a principles paper by the Federal Government in December 2009 “on improving the assessment and recognition of vocational qualifications and certificates acquired abroad”, the Federal Ministry of Education and Research (BMBF) has now drafted corresponding legislation. This states that in future all foreigners will have the right to have the certificates and vocational qualifications which they have acquired abroad assessed within three months. Their professional experience is also to be taken into account. Should the assessment reveal that it is not possible to fully recognize these qualifications, the applicants will be informed of how they can gain the necessary supplementary qualifications. The draft is currently being coordinated by the divisions responsible and is expected to be approved by the Federal Cabinet before the end of the year. The law will then come into force in 2011.





In addition, there are further projects and initiatives, for example the Otto Benecke Foundation’s university graduates’ programme “AQUA” which helps unemployed graduates with or without migrant background to gain the qualifications necessary to enter the labour market by providing 30 supplementary courses and other qualification schemes. In addition, various universities, for example Regensburg University or Oldenburg University, offer special, condensed courses of study for migrant university graduates who have acquired qualifications in various disciplines abroad so that their university qualifications can be recognized more quickly.





1.5. Portability of grants  





As far as the portability of research grants is concerned, it is essential to differentiate between transnational European, national and regional mobility (Länder). Many research funding organizations such as the German Research Foundation (DFG) offer schemes which enable the portability of project grants to a certain extent (e.g. the Money Follows Researcher scheme). These presuppose relevant agreements between the organizations of the European states concerned. Since the funding involved is public funding, a balance must be sought between outgoing and incoming researchers with regard to the portability of funding. However, there are doubts about the benefits of free portability in cases where the original host institution has established special infrastructures or particular resources for the research project. One must also consider the fact that the aim of strengthening a national or regional research priority can be thwarted by the full portability of research grants and that this is not in the interest of public funding organizations. It,  however, makes sense to continue to provide scholarships for shorter or longer stays abroad which are necessary for research purposes. This is already being practised by funding organizations such as the Alexander von Humboldt Foundation (AvH) and scientific organizations such as the Max Planck Society (MPG). 





Plans





· Optimizing links between German platforms which publish vacancies 


· Increasing awareness of the possibility of advertising vacancies via EURAXESS-Jobs 


· Expanding the "Information and Communication Platform for Young Researchers "(KISSWIN) 


· Studying possible measures to support and improve internal counselling and information services for mobile researchers at higher education institutions 











2. Meeting the needs of mobile researchers regarding social insurance and supplementary pensions 





Current situation





The profession of researcher or scientist in Germany is characterized by a long phase of training and career selection. Before obtaining a permanent employment contract, a scientist must expect to have to undergo frequent changes in his status (salaried employee, scholarship-holder). Scientists in Germany often make their mark in fixed-term projects, working in different research groups. The profession is also characterized by a high level of mobility in a national and international context. In Germany, this is regarded as a guarantee for assuring the quality of research and is therefore considered an obligatory part of a promising career as a scientist. This desired and necessary mobility means that scientists are involved in different national social insurance and tax systems. Community legislation on job mobility regulates the resulting need for coordination. 


The consequences of international mobility for researchers in Germany with regard to pension entitlements in their various jobs will be described below. In this context, it is particularly important to take into account periods of employment which are subject to social insurance contributions (including periods of training) as well as private investments in supplementary pension schemes.   





2.1. Researchers with salaried employee status (Angestellte) (in employment relationships which are governed by collective agreements or private law/non-collective agreements)





In Germany, researchers who are salaried employees must be insured under the statutory pension insurance scheme (German Pension Insurance; DRV; first pillar of provision for retirement). In the event that the researcher moves abroad, the new “Regulation (EC) No. 883/2004 of the European Parliament and of the Council on the coordination of social security systems” and the pertinent implementing regulation (EC) No. 987/2009 contain a mechanism governing the safeguarding of claims and the coordinated payment of benefits by the national pension funds for mobility within the EU. Furthermore, Germany has concluded a wide network of bilateral social insurance agreements with a large number of third countries which regulate the safeguarding of entitlements. This network, which now includes 16 social insurance agreements (a seventeenth is expected to come into effect at the end of the year), is exemplary within the EU and is being extended.  





The situation with regard to supplementary insurance for salaried researchers is more difficult. There is no mechanism in the field of occupational pensions in the European Union which guarantees the right to a combination of entitlements or to their portability. Mobile researchers in Europe must therefore carefully study the regulations of the individual national supplementary insurance schemes and, for instance, pay attention to the different rulings concerning accrued pension rights and non-forfeiture periods. Multiple mobility, for example, offers young researchers lots of experience and is particularly beneficial for their careers. However, it also involves the serious risk of researchers having to forfeit claims to benefits or losing accrued rights, often involving a very bureaucratic and time-consuming procedure to secure claims.  





In Germany, supplementary occupational insurance for scientists employed in the public sector or non-university research institutions is provided in the form of compulsory insurance through the Pension Institution of the Federal Republic and the Länder (VBL) or in the Länder of Hamburg and Saarland through their own supplementary insurance institutions. The VBL imposes a statutory qualifying period of 60 contribution months before benefits can be claimed. 


In order to do justice to the special situation of scientists with fixed-term employment contracts, the public-sector collective bargaining partners in 2002 introduced the possibility of exempting employees working in research at universities or research institutions from VBL compulsory insurance contributions. This exemption from compulsory insurance is only possible if the qualifying period of 60 contribution months cannot be fulfilled due to the duration of the fixed-term contract, the employee has not previously been liable to pay compulsory insurance contributions under a supplementary insurance scheme, and he submits an application for exemption from compulsory insurance to his employer (within 2 months of starting his contract). He can then register instead with the voluntary (capital-funded) insurance scheme. The employer contributes towards the cost of voluntary insurance. Voluntary insurance excludes certain social components which are featured in compulsory insurance (e.g. crediting parental leave), but offers the insured person flexibility and the immediate, contractually agreed non-forfeiture of claims.    





In cases where the employment relationship continues beyond a total period of 5 years, the employee is registered with the compulsory insurance scheme from this time onwards. The qualifying period of 60 contribution months in the compulsory insurance scheme does not have to be completed. It is considered to have been fulfilled if the uninterrupted employment relationship with one and the same employer ends after the employee reaches the age of 30 (25 in the case of persons insured from 2009 on) and the whole of the entitlements are thus legally vested. 





With this instrument the VBL has established a gateway for young scientists on fixed-term contracts from Germany and abroad to preserve their entitlements. According to the VBL, approximately 61,000 active science employees with fixed-term contracts are currently registered in the voluntary insurance scheme – and the trend is rising. The figure at the end of 2008 was 45,000. 





However, the international portability of claims for supplementary insurance entitlements is currently only admissible in exceptional cases (transfer to an EU authority). The VBL has taken the initiative here and has introduced exploratory measures in order, in the short term, to establish more transparency for insured persons through its contacts and coordinated cooperation with its European partner organizations and, in the longer term, to sound out forms of cooperation along the lines of the Statutory Pension Insurance scheme. The social partners are responsible for questions of supplementary insurance and thus the VBL.





Information events at German institutions of higher education have shown that many foreign scientists in particular have virtually no knowledge of the pension systems and their effects. The VBL and the scientific organizations therefore see a need to intensify and professionalize the provision of information on supplementary pension schemes, including for example the above-mentioned alternatives for both German and foreign scientists.  





It is therefore important that those people concerned should have easy-to-access, easily understandable and reliable information on the effects of their mobility on their future pension entitlements. For this purpose, the VBL has introduced various measures to improve the range of information available to researchers. On the one hand, steps have been taken to increase the number of training courses for staff members in personnel sections concerned with insurance for researchers. Furthermore, the VBL offers counselling days at universities and has also designed a new flyer with information especially for researchers which can be distributed by university personnel sections and welcome centres and is available in several languages. In addition, the VBL, in close cooperation with EURAXESS Germany, plans to provide a pensions calculator for researchers on the website of the Alexander von Humboldt Foundation. 





2.2. Researchers with civil servant status (Beamte)





The majority of German professors as well as other groups of scientific staff at institutions of higher education have the status of civil servants (Beamte). This represents a special situation in the European context. The principle of employment and alimentation for life characterizes the special form of pension benefits granted to civil servants, who are bound to their employers through a special relationship of loyalty. They do not receive a statutory pension but are instead paid a pension from the budget of their respective public-sector employer. The legal basis for this is the Federal Civil Servants' Pensions Act, which will be replaced in the individual Länder by the respective Land Civil Servants' Pensions Acts following the Federalism Reform. Alternatively researchers may be employed as salaried (public-sector) employees (Angestellte). 





Senior researchers at a number of non-university research institutions (particularly Helmholtz Association, Max Planck Society and Fraunhofer Society) may be employed on contracts similar to those of civil servants. Their contracts thus place them in a similar position to civil servants with regard to remuneration and retirement cover, although they continue to be subject to compulsory membership of the statutory unemployment and social insurance schemes.





A subsequent change from civil servant status to the status of a salaried public-sector employee requires a formal discharge. Retroactive insurance contributions must be paid by the former employer for the future salaried employee transferring to the statutory pension insurance scheme. However, retroactive insurance in the supplementary pension scheme, for example the VBL is not possible. As a salaried public sector employee, the person concerned is subject to compulsory membership of the statutory social insurance scheme, from which civil servants in Germany are exempt. All this makes the shift from civil servant status to salaried employee status unattractive and may contribute to the low level of international and inter-sectoral mobility (science – industry). Germany is, however, considering introducing reforms in this area. For example, the reform of the civil service law in Baden-Württemberg will come into effect on 1 January 2011. It provides that civil servants who change from Beamte status to Angestellte status can, as an alternative to retroactive insurance under the statutory pension fund, receive an “old-age benefit” (Altersgeld). This separation of the old-age provision system is intended to make it easier for civil servants to move to private-sector jobs.  





2.3. Researchers with scholarships





Scholarship-funded research activities are widespread in Germany, particularly during the doctoral phase but also in the post-doc phase because they offer sponsors as well as scholarship-holders a high level of flexibility and freedom. For example, scholarship-holders are free to choose where to conduct their research, their research topic and their host institution, and this freedom is highly valued by researchers. Furthermore, these types of research activities enable scholarship-holders to concentrate on their research activities without having to perform additional administrative tasks or being bound by instructions. 





A long-term scholarship-holder status is increasingly regarded as problematic in view of the fact that education and study periods only count partly towards a pension and the resulting limited entitlement to benefits under both the pension insurance scheme and the unemployment insurance system. This already applies in part to the PhD phase, which lasts several years, but it is particularly important in the post-doc phase. The later the researcher takes up employment which is liable to social insurance, the lower his pension entitlement. The lack of entitlements is less serious during the PhD phase due to the reduction in the number of school years and the anticipated shorter periods of study in Germany. In the post-doc phase at the latest, scholarship-holders in the post-doc phase should be informed of the possibility of paying voluntary contributions into the statutory pension insurance fund in proportion to their income.   





Organizations which promote mobility are therefore increasingly considering providing additional grants for scholarship-holders in the post-doc phase which are intended for contributions to private pension insurance schemes. 

Some research funding organizations favour replacing scholarships with full or part-time jobs which are subject to compulsory social insurance within the framework of coordinated or structured PhD programmes. However, the majority of German science and research funding organizations as well as public and private sponsors do not want to abolish the possibility of granting scholarships, particularly in the doctoral phase. Instead, they are making a concerted effort to provide additional pension insurance and further social insurance cover in order to maintain the attractiveness of this form of funding and to reduce the risk of old-age poverty for young scientists who only find their way into employment which is subject to compulsory social insurance or into a position as a civil servant relatively late.








Plans





· Improving the provision of information in cooperation with the insurance carriers, the institutions of higher education and other research organizations and EURAXESS Germany at the Alexander von Humboldt Foundation (AvH)


· Organizing further training events in order to improve the ability of the science institutions to provide counselling  


· Strengthening cooperation between the national supplementary insurance funds responsible for researchers with the aim of improving the dissemination of information to mobile scientists in the European framework. The VBL has already introduced measures along these lines via its European umbrella organization. 


· Considering the provision of private pension insurance for scholarship-holders in the post-doc phase through the research funding organizations 


· Extending bilateral social insurance agreements to include further states where this is politically and economically possible  





The German Rectors’ Conference and the Alexander von Humboldt Foundation jointly launched the information network “Internationally mobile scientists and old age insurance (IMWAS)” in October 2009. The organizations taking part include science organizations and universities, the BMBF, the Länder ministries as well as unions and insurance and pension providers. Concrete proposals for further action at the political level and for improving the range of information available to researchers who are internationally mobile were drafted at the kick-off event and at a further event in July 2010. Further IMWAS meetings are planned for the future.








3. Improving employment and working conditions to make scientific careers more attractive





3.1. Performance-related and market-oriented payment 





Attractive employment and working conditions are the precondition for recruiting young talent and for the competitiveness of the publicly funded science sector. The necessary framework conditions are established by the legislation of the Federal Government and Länder and by the parties to a wage agreement as well as by measures below legislation level. As a result of the increasing autonomy of the institutions of higher education and non-university research institutions, the institutions themselves are assuming more and more responsibility for shaping attractive employment and working conditions. Statutory amendments and new wage agreements in recent years mean that performance is more highly recognized in Germany than used to be the case in the past. The federal and Länder remuneration laws make it possible to grant professors variable performance-related payments and bonuses in addition to their basic salary. These payments may be granted within the framework of negotiations to recruit a professor or to encourage him to stay on in a position, for special achievements in the field of science and teaching, art, further training and promoting young talent, as well as for performing functions or special tasks within the framework of the management or self-administration of the institution of higher education, and for conducting privately funded research projects. 





The federal remuneration law and the laws of most of the Länder are "capping" performance-related pay with the so-called "payment framework" (Vergaberahmen). The Federal Government and Länder have introduced more flexibility in this context for the field of non-university research. The approach of the “academic freedom initiative” is to shift away from micro-management towards a mainly output-oriented control model in order to give research institutions the opportunity to increase their efficiency and effectiveness. The measures for increased flexibility that have already been approved have been successful. The Federalism Reform has provided the Länder with the opportunity to lift the restrictions of the "payment framework" and to thus give the institutions of higher education and science institutions greater flexibility when granting performance-related and market-oriented pay within the overall budget. Some Länder are making use of this opportunity. 





As the universities are granted increasing autonomy, individual universities such as the TU Darmstadt and the Goethe University Frankfurt have negotiated their own tariff agreements for their staff. These specific agreements include more flexible working hours and improvements in income as well as the improved recognition of relevant professional experience in the case of researchers.





3.2. Improving career prospects for young researchers 





The 2006 Collective Agreement of the Public Services of the Länder (TV-L), which was signed by 14 of the 16 Länder, takes into account the special needs of scientists through "Special regulations for employees at institutions of higher education and research institutions". Inter alia it includes more flexible regulations on working hours as well as special payments, for example for particular achievements in the field of third-party funding. Non-university research institutions, which apply the pay legislation of the Federal Government and thus the TVöD (Public Sector Collective Agreement), have been given budgetary powers by the funding agencies enabling them to grant scientists and scientific staff bonuses and supplements. 





As already stated, the principle of selecting the best, the ban on internal recruitment and the professional development of scientists which is characterized by strong competition in different fixed-term projects and research groups are factors which make it impossible to appoint all scientists involved in the development process on a permanent basis. Fixed-term contracts are essential. 





The Fixed-Term Contracts in Science Act, which entered into force in April 2007, takes into account the specific interests of scientists with regard to specific fixed-term periods of employment. It states the possibilities for fixed-term contracts during the qualifying phase which were previously covered by the Framework Act for Higher Education, the so-called 12 or 15-year ruling. A new family policy component makes it easier for young scientists to combine family and career during the qualifying phase than used to be the case in the past. In addition, the Fixed-Term Contracts in Science Act specifically regulates the fixed-term employment of young scientists in third party funded projects and thus provides a secure legal basis for fixed-term employment relationships which follow on from the qualifying phase.  



The expansion of the tenure track model, the introduction of junior professorships in the higher education legislation of the Länder, special career paths for junior team leaders in the research institutions (e. g. junior research groups of the Helmholtz Association) and programmes organized by the research funding organizations are some of the measures which have been introduced to meet the needs of young scientists for independent team leadership, a transparent and reliable career choices and regular employment in the field of science.   





For these reasons, it is generally intended to adhere to the system of scholarships, particularly as a means of funding doctoral students and scientists who are mobile in the short term. 





3.3. Flexibility in contracts, administrative regulations and relevant national legal provisions for experienced researchers and retired and end-of-career researchers 





Consideration is being given to the idea of permitting able and willing researchers to continue to work after reaching the age of retirement. In principle, it is already possible for a retired professor or a professor emeritus to continue to obtain third-party funding at German research funding institutions.  





With effect from 2009, German federal civil service legislation has made it possible for professors to defer their retirement until the age of 75 in individual cases due to their special scientific work and providing this is in the interest of the employer. The non-university research institutions, which apply the budget law of the Federal Government (particularly the Helmholtz Association, Max-Planck Society and Fraunhofer Society), may apply the same conditions to their senior scientists. The Helmholtz Association has introduced Helmholtz Professorships which are financed by the Impulse and Networking Fund in order to give excellent researchers who are due to retire soon the opportunity to continue their research. 





The Länder also offer various options that allow researchers to work beyond the age of 65. For example, the reform of civil service law in Baden-Württemberg, which has already been mentioned above, not only raises the pension age limit to 67, but also allows for continued employment beyond this age by providing a number of incentives. A further example is the “Research 65 plus” professorship scheme in Lower Saxony, which gives outstanding researchers an opportunity to continue conducting research at universities beyond the retirement age while their positions can be advertised and filled with younger researchers. Since the programme started in 2008, a total of 13 applications from universities have been approved. The total funding volume in the Land of Lower Saxony is three million euros.





The “Johann Gottfried Herder Foundations Initiative" for emeritus and retired faculty has been promoting the activities of retired German university teachers at institutions of higher education abroad since 1999. In the meantime, this initiative, which was introduced by German foundations, has provided funding for 250 visiting lecturers in 31 countries worldwide. These have taught a total of over 600 semesters and received support from the HRK (German Rectors' Conference) and the German Academic Exchange Service (DAAD). The DAAD is now continuing the Herder Programme together with three foundations and is expanding it with regard to both regions and content.  





3.4. Promoting women, dual-career couples and work-life balance





Over the last year, the share of women professors has risen from 16.2 % to 17.4 % and that of women in leadership positions at non-university research institutions from 8.4 % to 11.4 %. Nevertheless, women are still under-represented in leadership positions in science in Germany. All stakeholders in the government and science sector are aware of this deficit. A variety of measures have been introduced to remedy this situation. For example, in recent years the technical universities in particular, in cooperation with research institutions and companies in private industry, have developed Land-sponsored coaching and mentoring programmes to support highly qualified young female researchers. These include the TANDEMplus programme at the RWTH Aachen or the SciMento programme at the Technical University Darmstadt. The Robert Bosch Foundation also offers intensive training under its “Fast Track” programme for outstanding young female academics. This two-year programme provides the highly qualified candidates with training and mentoring to help them build a career in science and research. 



At the Helmholtz Management Academy, the percentage of women across the three year groups is 


48 %. The Helmholtz Mentoring Programme “In Führung gehen” (“Taking the lead”) helps young women to acquire the tools they need to actively plan their careers and take on leadership roles. The target groups of this programme are women researchers with doctorates who already have experience as group or project managers and young women working in administration or management who want to take on leadership positions. The Impulse and Networking Fund provides funding for five W2/W3-level positions every year for outstanding women researchers working at Helmholtz centres.



The low number of women in this sector means, however, that adequate representation can only be achieved in the long term. Developments in recent years have shown steady progress, but the process of change is slower than desired. For example, women account for approximately 33.5 % of junior professorships, whereas the overall share of women professors only amounts to 17.4 %. A raft of measures is to be introduced to increase the pace of change.



In the “Equal Opportunities for Researchers” campaign, the large German science organizations agreed in 2006 to increase the share of women in top positions in science over the next five years. The document, which was signed by the Presidents of the science organizations, stipulates the instruments and measures which will be used to achieve this common goal. The results will be evaluated in 2011.  



The Programme for Women Professors, which was developed by the Federal Ministry of Education and Research and introduced in November 2007, is an instrument for promoting top women scientists which will enable the Federal Government and the Länder to create at least 200 new positions for women professors at German higher education institutions over the next five years. The German Research Foundation's (DFG) "Research-oriented standards on gender equality ", which were approved by a majority of the member organizations on 2 July 2008 and which will now be introduced on a voluntary basis, will contribute towards a further increase in the percentage of women in science and research. 





Since 2008, it has been possible to apply for funds for equal opportunities measures in all collaborative projects of the German Research Association (DFG). This ring-fenced funding can be used to increase the number of women researchers at project manager level, support young women researchers involved in the research collaboration in pursuing their research careers, or making researchers’ workplaces more family-friendly. In addition, funds to compensate for the loss of working hours resulting from maternity leave, parental leave or nursing care leave can be applied for in all DFG research projects. The DFG addresses the efforts of universities with regard to equal opportunities measures and the compatibility of work and family life when evaluating collaborative projects, particularly within the Initiative for Excellence. Individual circumstances (such as longer qualification phases or periods of time without publications as a result of time spent caring for children) are also taken into account when assessing researchers’ performance.





In the meantime, a number of higher education and research institutions have introduced Dual-Career programmes and service agencies which advise and support the spouses or partners of their scientific staff, particularly when they too are scientists. All kinds of support are feasible providing that the possible employment of spouses or partners at a scientific institution does not run counter to the principle of selecting the best. Heidelberg University began the gradual introduction of a Dual Career Service for spouses and partners of new scientific staff in 2006. There are currently more than 30 Dual Career Services nationwide. A national network of these service agencies is currently being set up.





The question of childcare, particularly for under-three-year-olds, and the provision of full-day care facilities has been a problem in Germany for a long time, making it very difficult for women to pursue a career in the science sector. The Federal and Länder governments have made improvements in this field a declared political goal and have provided additional funding. The institutions of higher education and other non-university research institutions are expanding their own nursery and day-care facilities. The Child Support Act (KiföG), which entered into force on 16 December 2008, is an important step in the right direction. It sets out to provide an average of one childcare place for every three under-three-year-olds nationwide by 2013. Approximately a third of the new places will take the form of day-care. 





In addition, there are other initiatives, for example the Hertie Foundation’s “family-friendly university” audit, which presents awards to universities and universities of applied sciences for family-friendly conditions for work and study. More than 100 institutions of higher education had already been audited by 30 August 2010. Non-university research institutions such as the German Research Association (DFG) and the Max Planck Society (MPG) have passed the “family and career” audit.





The “Family at the University” programme, which is sponsored by Robert Bosch Foundation, the Federal Government Commissioner for the New Federal States and the Centre for University Development (CHE) also pursues the aim of promoting family-friendly universities and making this a feature of German universities. The programme, which currently includes 8 universities, is not only intended to make it easier to balance family and a career in science but also to secure sufficient skilled staff by offering attractive framework conditions.





Plans





There are a number of good examples and exemplary procedures aimed at making working conditions for scientists more attractive under the given legislative and institutional conditions in Germany. These measures will be studied with regard to their consequences, shortcomings identified and further future activities initiated. 





1. Efforts to encourage the continued employment of older or retired researchers 


1. Improving the career prospects of young researchers by encouraging opportunities for further training and structured programmes for upcoming researchers  (Initiative for Excellence)


1. The further removal of institutional barriers to achieving a work-life balance 


1. Comparison and analysis of the success of current dual-career models at German higher education and science institutions  


























4. Improving the training, competencies and experience of researchers 





Current situation





4.1. Imparting key competencies during studies 





In addition to providing upcoming scientists with experience in their field of research and specialist training, Germany also sees a need to teach them key competencies based in the broadest sense on the current demands and findings on the labour market for research. 





The communication of key competences has already made its mark on the curricula at bachelor and master's degree level in the course of the Bologna reforms and the discussions on the level of "employability". The key competences which are to be attained are defined in the Qualifications Framework for German Higher Education Qualifications. Germany has also introduced measures to ensure the involvement of industry in evaluating curricula as all study courses are reviewed by independent accreditation agencies whose commissions and groups of experts must always include an employers' representative. Industry is in a position to influence training to meet the requirements of the labour market by encouraging its representatives to play an active role in the accreditation process. Industry can also update the institutions of higher education on its needs through the university councils which have been established almost everywhere in the meantime and where senior representatives of industry can contribute their experience.  





4.2. Key competencies for upcoming scientists





As far as training young scientists during their doctoral phase is concerned, Germany like the rest of Europe concentrates on the performance of independent research work as the key aim of training (cf. Salzburg II recommendations of the European University Association (EUA) on the reform of doctoral education of 21 October 2010). The doctoral phase is thus recognized as the first phase of a research activity and the beginning of a scientific career or as the transition from study to independent research activities. In recent years, the doctoral phase has been undergoing changes in Germany, from the work of an individual that is supervised by individual professors to a more structured doctoral phase in which considerable importance is attached to organizing interdisciplinary dialogues and interdisciplinary exchanges between doctoral students and to more intensive subject-specific mentoring. Furthermore, there are also plans to offer doctoral students courses in further key and ancillary competencies which should increase their ability to compete on the labour market for both scientific and non-scientific staff. A wide range of courses are already being offered by inter-university or subject-specific graduate centres at universities and by research centres which cooperate with the universities, for example the Max Planck Society (MPG). 





In this context, it does not seem wise to settle on a standardized national competence programme, particularly since the individual disciplines cover very different vocational fields. For example, additional information in the field of commercial property rights may be very important for a doctoral student in mechanical engineering, but will be less useful for someone studying in the humanities. In this context, there is also reason to doubt whether the doctoral student actually benefits from intensive training involving multi-tasking abilities in the context of setting up a business, dealing with scientific bureaucracy, project leadership, the management of commercial property rights or corporate communication, to name just a few examples. Such packages of competencies have to be at the expense of the necessary concentration on independent research work, which is the central element of the doctoral phase. There is broad consensus in Germany that all universities and research institutions should provide courses to enable upcoming scientists to acquire additional competencies at subject and institutional level or in institutional cooperation. They should be able to choose from this range of courses according to their aptitude and interests and the potential benefits. 





Germany therefore opposes the introduction of standardized national skills agendas for upcoming scientists. Furthermore, the term "curriculum for doctoral programmes" is not compatible with the nature of the doctoral phase in Germany, which is research-based. 





4.3. Key competencies for experienced scientists  





It is a matter for the science institutions to decide whether these competence centres for upcoming scientists also offer further training opportunities for experienced scientists or whether they set up further establishments to deal with the individual requirements of experienced scientists, for example in the field of the professionalization of teaching. Many universities and universities of applied sciences already offer their scientists individual further training opportunities which also relate to the competencies stated in the European Researchers' Partnership and refer to cooperation between higher education and research institutions and industry.      





4.4. Cooperation between institutions of higher education and industry 





Cooperation between institutions of higher education and industry is traditionally close in Germany in areas such as engineering and chemistry. The OECD’s figures confirm this, according to which 53 % of all German companies which cooperate with external partners in developing their innovation processes cooperate with universities. Many doctoral theses are completed in close cooperation with industry and often within industry, and commercial companies can also become partners in research training groups and graduate schools. For example, industry very often funds doctoral students or provides grants for theses. Special programmes are often funded by the Economics Ministries at federal of Länder level and explicitly encourage mobility and exchanges of scientists between research institutions and SMEs. 





Technology transfer networks have been established in many Länder. Transfer and patent agencies have been set up at the research institutions or at Länder level. Furthermore, all the Länder and many institutions also have facilities which advise people intending to set up in business or assist them on the road to entrepreneurship. 





Germany does not therefore see any real need for a fundamental change in the ties between institutions of higher education and non-university research institutions and companies. It does, however, see a need to expand cooperation between higher education institutions, research institutions and companies in the interest of enhancing innovativeness and optimizing existing approaches on the basis of the experience gained to date.  





Plans: 





· Optimizing the existing forms of cooperation between higher education and research institutions and companies by consolidating current cooperation and pooling existing measures as well as through the mutual exchange of tried and tested procedures


· Continuing the reform of the doctoral phase with a view to increasing the number of structured doctoral programmes and further enhancing the mentoring of doctoral students 
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Open recruitment and portability of grants: Progress and Future Plans





			Country


			Progress


			Future Plans





			MEMBER STATES


			


			





			Austria


			· Recognition of qualifications is ensured through Austria’s membership in the ENIC/NARIC network which facilitates recognition of qualifications.


· On 1 October 2009, an amendment to the University Act 2002 came into force: Universities have to post now research job vacancies internationally, at least EU-wide. EURAXESS Jobs is mentioned in the legal commentary as a possible cost-free tool to post jobs internationally. Further promotion of the use of EURAXESS Jobs resulted in 77 additional registrations (by 15.11.2010) since June 2009. 


· EURAXESS Austria (www.euraxess.at) is online since October 2009. The layout of  the updated national portal is now in line with the layout of the European EURAXESS  Portal. The portal offers well structured and up-to-date-information for mobile researchers. The portal was maintained on a regular basis.


The Austrian Federal Ministry of Science and Research supports universities  in improving the recruitment of highly qualified researchers for a professorship by financing the project “Enhancing Quality in Recruitment Procedures”, coordinated by the Austrian Agency for Quality Assurance AQA. Ten Austrian universities participate in the project which aims at improving the transparency and quality of the key processes of recruitment procedures (e.g. job advertisement, search process, setting up of a selection committee, of qualification and selection criteria), with a focus on ensuring equal opportunities for all candidates. The project will result in quality criteria and recommendations for such recruitment procedures at the end of 2010.


· DACH-agreement – an agreement between the major science funds of Germany, Austria and Switzerland. In this framework the initiatives “money follows researcher”, “money follows cooperation line” and “lead agency procedure” are accomplished and ensure portability of grants. All three initiatives are part of the “European Grants Union” within the framework of the EUROHORCS “vision for a globally competitive ERA and road map for actions”.


			·  Further promotion of the use of EURAXESS.





			Belgium


			Belgian universities are autonomous regarding their hiring policy.



Encourage institutions to subscribe to the European Charter for Researchers and to join the HR Strategy System. This is done for the Federal Scientific Institutions too.



The language requirements for several funding applications were relaxed. 



The Lisbon recognition convention has been in force in Belgium since 1 September 2009. 



Within the Research Foundation - Flanders, an inter-university workgroup is developing a proposal for an accurate and objective evaluation of aspiring candidates from Flanders and abroad. 


Investigations will be made to assess whether Flemish companies can be included in our Euraxess services. 



A new Flemish section was added to the Belgian Euraxess website. 



A workshop was organised to discuss ways in which Flanders can be made more attractive as an environment for foreign researchers. 



The Rector’s Conference of the French Community (CRef) has set up an interuniversity working group labelled “EURAXESS Jobs” whose mission is to implement a coherent publication strategy for the research positions available in the universities. 



In 2010, the non profit organization “Objectif Recherche” has joined the group and managed to develop an interface form to ensure a smooth and structured transfer of vacancies from their job website “Doctorat.be” to the European EURAXESS job platform.



The working group has defined a communication strategy towards the researchers’ community to raise awareness about the EURAXESS Job Portal. The objectives are to encourage the publication of job vacancies and the posting of their CV online. All media channels are used; direct mailing (e-mail + letter), publication of articles in newsletters, creation of EURAXESS pages on the universities’ websites, information/training sessions, presentations at Faculty Council meetings, creation of facebook pages etc.



The Rectors have signed the commitment for quality assurance for the EURAXESS jobs portal, a non-legally binding document according to which their administration commit to provide updated and reliable information to be made available on the Portal.


The Fund for Scientific Research (FNRS) has incepted and developed the EURAXESS website for the French Community. It displays all relevant information regarding EURAXESS Jobs, Services and Rights.



The Research Administration of the French Community (DGENORS) has organized various information sessions towards research centres, high schools and private sector.



In accordance to the principles laid down in the European Charter for Research and the Code of Conduct for their Recruitment, the FNRS is reforming its evaluation system in order to better fit the international quality standards. In that frame, major improvements have been brought to the transparency of the procedures, the internationalization of the evaluation and the openness of the schemes.


At the federal level, research programmes include the possibility of funded foreign partners.


			Investigations will be made to see whether any legal obstacles still exist to the implementation of the Charter and the Code, with a view to removing these obstacles, where desirable. Communication is a key element. More information is needed on the advantages, for the institutions and the researchers
.


Investigations will be made to assess whether or not the language arrangements for higher education can be made more flexible



Check how to simulate openly publishing research posts in projects (e.g. via Euraxess). 


The national Euraxess site will be revised (BE is part of a Euraxess TOP network investigating this issue). Implement the French-speaking euraxess website



Within the French Community of Belgium the EURAXESS network will become a privileged tool to implement the Government strategic objectives regarding the researcher’s mobility policy. In that perspective the FNRS and the DGENORS will be working in close collaboration with the Ministry of Research and report officially to the Government on a regular basis. Several EPR-NAP actions will contribute to the realization of the “Marshall Plan 2.green” (the Government multiannual economical development plan) 


On the operational level, the following elements will be implemented in 2011:



· Grants and Fellowships publicly funded by the French Community and Walloon Region will be posted online



· The Academic recognition procedure will be simplified for the foreigners’ candidates at FRIA Grants



An English version of the website www.doctorereninvlaanderen.be will be created.


Implement tools which can allow faster information about vacancies on the Euraxess portal  









			Bulgaria


			


			





			Cyprus


			Support for Young Researchers- PENEK: development of the right conditions for the future permanent integration of young scientists in the R&D system of Cyprus.


The Research Promotion Foundation is willing to examine and adopt best practises that may be proposed by the EU.


			National Mobility Portal (Euraxess Cyprus): the portal is expected to be launched by end 2009 and will provide useful information for researchers moving to Cyprus as well as job opportunities.


Research Promotion Foundation as EURAXESS Service Centre in Cyprus is providing this kind of services and it is participating at all the meetings and work groups of EURAXESS network.





			Czech Republic


			The 2009 National Research, development and Innovation policy for the years 2009 – 2015 foreseen, inter alia, a programme to advance the quality of human resources in RD:  the system of post-docs openings based upon public competition at excellent Czech research institutes, which is open also to foreign researchers.


			Increase the awareness among research institutions and universities of the possibility to advertise job opportunities via EURAXESS-jobs. Promoting the campaign.





			Denmark


			The Ministerial Order on the Appointment of Academic Staff: stipulates that positions at professor and associate professor levels have to be posted internationally and that an assessment committee must be set up.


Ministerial Order on the Appointment of Academic Staff at universities: see previous section for description.


Workindenmark.dk: a coordinated initiative between all relevant government authorities to provide information about practicalities of moving to Denmark as well as a description of the research environment in the country.


In the beginning of 2011 four International Citizens Services’ centres opened in Denmark. The aim of these centres is to be a one-stop-shop where foreigners can receive guidance and help e.g. on how to fill out the necessary papers when arriving to Denmark, guidance on how to find a job, a place to live, schools, childcare, where to learn Danish and on the living and working conditions. Accompanying family members can also receive help to settle and finding a job which is interesting for international researchers who often stay in Denmark for a longer period and therefore often bring their families.



Besides, Danish companies can receive help to recruit employees from abroad and receive guidance on what to do when the foreign employee arrives so the employee as fast as possible gets settled in Denmark.


			





			Estonia


			According to the Research and Development Organisation Act and University Act, all regular teaching and research positions in R&D institutions have to be filled by public competition. The Estonian higher education and research system is unlike many other European countries already since 1990´s built up a broad institutional autonomy and academic and research institutions have a right to perform their own personnel policies. 


Depending on the institution, either all or a selection of the vacancies is also advertised in English on the institution’s website. EURAXESS Jobs portal is increasingly used in cases where universities are specifically looking for someone from abroad to fill the position.  In some financing instruments there is a recommendation to publish vacancies on EURAXESS portal.  However, the default language for the advertisements is Estonian.


Present R&D financing instruments are in most cases open for international cooperation activities and actively used for this purpose.


			Continuing promotion of use of the Estonian EURAXESS Portal and EURAXESS Services network among main employers (also for private sector) and funders.





			Finland


			New act on universities (to enter into force 1/1/2010): strengthen universities’ autonomy – universities will be able to pursue their own human resources policies whilst the government will continue to be responsible for funding the public dutieA of the universities.


			





			France


			Decree august 2006: Legible and fair recruitment of doctoral candidates nationwide, open recruitment to all candidates.


Recruitment of young researchers through a doctoral contract: three years term for both universities and public research institutions; secures social aspects of a genuine
 work contract; can be extended under circumstances (e.g maternity leave). Public research organizations have the obligation to post job vacancies for statutory competitive examinations on their own web sites and on the national portals


Regular meetings of all EURAXESS service centre's delegates with the National co-ordinator bridge-head (CPU)


			Ongoing national strategy for positions in research and higher education: GALAXIE (for research and teaching staff in higher education) and Emploi Scientifique (national portal for research job opportunities for doctorate holders and public and private sectors) to improve the link with EURAXESS Jobs.





			Germany


			· The majority of researchers in Germany are in the public sector (i.e. civil servants or public sector employees). The constitutional principle of the selection of the best ensures the openness of recruitment procedures in this sector, aided by the provisions of equality legislation and the General Anti-Discrimination Act of 2006. For university teachers, recruitment is strongly competition-based and under the current Lander law the Lander Ministries are increasingly transferring the right to appoint staff to the respective universities and research institutions. Furthermore, the openness of advertisement and recruitment procedures in the higher education sector is guaranteed under the Lander Higher Education Laws. The involvement of external experts guarantees the transparency and competitiveness of the recruitment. The compulsory international advertising of every fixed-term or permanent vacancy for researchers should be the rule.



· Scholarship-holders are selected in a procedure involving experts and the applicants’ nationality is generally considered irrelevant. The scholarships are increasingly being advertised internationally.



· Advertising of positions for university teachers takes place via national and international newspapers and journals which are known among the international community of scientists. The EURAXESS portal is very used in Germany (of the 886 vacancies listed on 25 February 2009, 450 were from Germany). The decision to advertise every vacant research position and scholarship on the internet is for the respective institutions to decide autonomously. Finally, there are service centres at numerous German institutions of higher education which support mobile researchers by providing counselling.



· Germany has reliable procedures for assessing and recognizing foreign academic and professional qualifications. 



· Finally, Germany indicated that it is important to distinguish between transnational European, national and regional mobility (Länder). Whilst some funding organizations (e.g. German Research Foundation) offer schemes to enable the portability of grants to a certain extent on the basis of agreements between organizations, there are doubts about the benefits of free portability in cases where the original host institution has established special infrastructures or particular resources for the research project. On the other hand, the German contribution recognizes that it is a positive step to provide scholarships for shorter or longer stays abroad which are necessary for research purposes.






			Optimising links between German platforms which publish vacancies


Increasing awareness of the possibility of advertising vacancies via EURAXESS-jobs


Expanding the “Information and Communication Platform for Young Researchers” (KISSWIN)


Studying possible measures to support and improve internal counselling and information services for mobile researchers at higher education institutions.





			Greece


			The number of research job vacancies published on the EURAXESS Jobs portal exceeded the estimated goal for 2010 (more than 200 vacancies) and reached the number of 279. The University of Ioannina became the 12th Greek EURAXESS Local Contact Point covering the Western Greece region.


			Increase of the awareness regarding the possibility of advertising vacancies via EURAXESS-jobs, support of the Greek EURAXESS network services.








			Hungary


			The government gives support for the Hungarian EURAXESS Office through the National Office for Research and Technology. The EURAXESS Office with its network of regional Contact points has become fully operational. The national EURAXESS portal has been finalized in line with the European EURAXESS Portal. The national portal is considered as the major information source for mobile researchers on practical mobility related issues. In order to ensure the up-to-date and high quality information on the Hungarian EURAXESS Portal the Office is involved in high-level stakeholder consultations on social security issues. 



In January 2009 one more Higher Education Institution (University of Pecs) signed the Charter and the Code joining the 11 signatories in Hungary.



In 2010: 



Since January 1, 2008, there is a legal obligation (Act XXXIII of 1992) to recruit researchers who are public servants openly and to publish all public research jobs on a central governmental recruitment site (www.kozigallas.gov.hu). Although it is a step towards open recruitment and can be considered as a certain progress, it is only at national level and unfortunately, many of the vacancies are still advertised internally. 



Corvinus University of Budapest signed the Charter and the Code. University of Pécs started the implementation of the HR strategy.



The promotion of EURAXESS Jobs, the C&C and the HR strategy was continued with the active involvement of the Hungarian EURAXESS Office.



In the framework of the Hungarian EURAXESS contact point training, a whole section was dedicated to the promotion of EURAXESS Jobs, the C&C and the HR Strategy.





			· Promotion campaign: It is planned to launch a promotion campaign to encourage more institutes to sign the Charter and the Code with the help of the Hungarian EURAXESS Office. At the same time we will encourage institutions which have already signed the Charter and the Code to step further in the next phase and start implementing their HR strategy.


· Monitoring report on the implementation of the Charter and the Code Monitoring report to be prepared by the end of 2010. 


· Promoting the advertisement of researcher positions through EURAXESS (It is aimed to ensure that publicly funded researchers' positions are openly advertised online


For 2011:



Further promotion of EURAXESS Jobs, C&C and the HR Strategy





			Ireland


			Open Recruitment is implemented in the Third Level Sector. Euraxess, as well as other means, is used to advertise posts.


			The issue of portability of grants will be further considered.





			Italy


			Minister's letter to the rectors: to advertise all positions of 'ricercatore' (approx. = assistant profs) on a new Ministerial website and on EURAXESS, for at least 1 month


			Proposal of a new law for universities to reduce ‘internal’ recruitment, increase open (including international) recruitment, increase transparency procedures.





			Latvia


			


			





			Lithuania


			Grants for high level researchers in order to attract them to do research in Lithuania and to promote their mobility nationally as well as internationally


Law on Research and Studies (adopted 30/04/2009 by Lithuanian Seimas (Parliament)) Universities and Institutions of Research are responsible for open, transparent, competition based recruitment of researchers.



Financial support for postdoc's as well as for researchers short time visits to other institutions including non-academic sectors and business enterprises


This is a part of national "umbrella-type" project (intersectoral mobility) dedicated for postdocs’ financial support.


			





			Luxembourg


			The law on the new national financing scheme AFR for early stage and experienced (post-doctoral) candidates was passed in 2008 and the first recipients under the new law started in 2009.  


Main feature of this scheme is that work contracts for doctoral and post-doctoral candidates are the rule. A stipend without work contract may only be allocated if:



· the host institution has no possibility to offer a work contract to the grant applicant



· a work contract would result in a net salary for the beneficiary below  ¾ of the amount received for a fellowship without work contract.



For AFR fellowships without work contract, a supplement up to 300 EUR per month to cover health and accident insurance (and possibly a contribution to a public pension scheme) is added to the fellowship.



Other features of the scheme include transportability of the scholarship (international and intersectorial) and openness of the system to candidates coming from abroad or being trained abroad.  


All the research institutions publish their offers on EURAXESS.


			It is foreseen in the National Action Plan to invite the research institutions to help spread the information on the services EURAXESS can offer to researchers.





			Malta


			As regards recruitment of researchers at University, the University of Malta has an established selection process for recruiting researchers which involves the creation of Selection Boards to establish criteria and ensure equal opportunity and fair treatment of all applicants. The criteria are non-discriminatory towards applicants from other countries. The University adopts a formal procedure for the appointment of Research Staff, whereby all appointments are confirmed by its Council. The University of Malta has a formalised procedure governing the recruitment of research staff. All official calls are advertised via the University of Malta website (http://www.um.edu.mt/hrmd/vacancies) and the Government Gazette, and can therefore be accessed internationally. The option also exists to advertise key specialised research posts in international journals. In cases where there is a need to establish recognition of qualifications from other countries, the University refers to and adheres to the decisions of the Malta Qualifications Council (MQC) (www.mqc.gov.mt) which incorporates the Malta Qualifications Recognition Information Centre (MQRIC). MQC deals with the recognition and comparability of both academic and vocational qualifications.


As regards recruitment of researchers in the public service, this is carried out through the Public Service Commission, which is a constitutionally appointed organ with its own regulations. Public Calls can be assessed on-line through the Department of Information, the Management and Personnel Office, the Public Service Commission websites and government’s official on-line recruitment portal.


While there is no dedicated service specifically for researchers moving between institutions, sectors and countries, the Employment and Training Corporation ensures that such information in general is available on the EURES Malta website www.euresmalta.com and also through its Eures Advisors. A dedicated office within the Employment and Training Corporation is also available. A Eures Freephone line 800 765 05 and e-mail eures.etc@gov.mt are also in place.


			It is planned to encourage research institutions to help spread the information on the services EURAXESS can offer to researchers and to advertise researcher posts on it.





			Netherlands


			The universities and research institutions in The Netherlands have full autonomy in setting their own recruitment policies for researchers within the context of European rights to freedom of movement, national immigration law (where relevant for non-EU citizens) and other relevant legislation. These policies are often publicly available on their websites. In consequence  the institutions currently recruit staff and researchers on a worldwide basis.


More technical aims to these objectives are met in initiatives taken by the stakeholders.



Website Academic Transfer. In 2009, the Association of Universities joined forces with the Association of Academic Medical Centers and the Employers Association of Research Organisations. They set up a website for the recruitment of researchers. Academic Transfer is internationally accessible. It wants to fight the structural fragmentation of the European researcher's labour market, which hinders the trans-national mobility of researchers within the EU. The website informs about job-vacancies, career opportunities and developments in the Dutch and international academic job-market. AcademicTransfer is closely cooperating with the EURAXESS - Researchers in Motion web-site. This electronic gateway is of course also the entry point to a wealth of practical information on living, working and relaxing in the European countries involved. 



AcademicTransfer has gradually grown to an independent company. Since last year it owns career.edu, a service for universities and government research agencies, such as the NIH, CERN, CNRS, etc and it cooperates with the websites jobs.ac.uk and PostgraduateStudentships.co.uk in the UK.






			Research institutions will make further efforts to increase the level of international experience and encourage researchers to undertake international mobility and collaboration with partners elsewhere in Europe and worldwide in the context of schemes such as the Marie Curie mobility schemes and ERASMUS MUNDUS.








			Poland


			


			





			Portugal


			Priority area 1: Open recruitment and portability of grants



FCT is the Ministry’s agency that has managed structural funds for the 2 to 3 past decades. The Foundation evaluates the proposals submitted by the candidates in response to openly advertised calls, namely, the Foundation’s website and in the main Portuguese newspapers. Proposals are evaluated by panels in different research fields: researchers from all research institutions are invited to participate in the evaluation exercises carried out by FCT.



Higher education institutions and research laboratories can post their vacancies in the eracareers portal; private institutions were also invited to publish vacancies in the portal. So far, approx. 12500 jobs and fellowships have been posted in the portal.


The launching of EURAXESS Portugal is expected by mid-March. There is awareness that publicly funded research positions should be openly advertised namely in Euraxess; the Foundation is looking at the possibility of strongly discouraging the publication of vacancies in other language than English by transparent software analysis of text. 



At the level of the portal’s contents, a strong effort is being made to make available updated information to incoming researchers, both European and third country nationals; in a second phase information regarding outgoing researchers will also be made available



Portability of grants is already a common practice; It is possible in two different situations: 



1.Either the ESR /Post-Doc follows his/her supervisor, whenever he/she changes from one institution to another or


2.When the ESR is dissatisfied with his/her supervisor or host institution and finds another supervisor in a different team/institution; in this latter case, the transfer requires that agreement is achieved between parties.






			





			Romania


			The National RDI Plan (NPII), elaborated under the coordination of the National Authority for Scientific Research is the main instrument for the implementation of the National RDI Strategy for 2007‐2013 and has 2 specific programmes  dedicated to HRM, ‘’Human Resources’’ and ‘’Ideas’’, both run by the Executive Agency for Higher Education and Research Funding, which in particular ensures the management of research programmes mostly addressing the development of scientific careers and increasing the research capacity in universities.



RO is preparing a National Action Plan in the context of the National RDI Strategy for 2007-2013. 



The RDI system in Romania has a strong focus on research careers, among the major objectives being the following:



· A three-times increase of the number of researchers until 2013, together with the decrease of the average researcher age below 40 years;



· Provision of an average annual number of 2000 doctoral scholarships;



· An increased share of PhDs and doctoral students, up to over 50% of all researchers;



· An increased interest for the research career by providing access and career development facilities for performant researchers;



· Attracting experienced researchers, and young post-doctoral and doctoral researchers OF ANY NATIONALITY, while turning Romania into a destination of interest for scientific excellence;



· An increased access to performance research infrastructures through the participation to large international research infrastructures, the development of research facilities of national relevance, and through support for establishing performant laboratories with multiple users.


			A Recommendation from the Minister of Education, Research, Youth and Sports will be sent to the rectors of all public and private universities encouraging them to publish their research vacancies on EURAXESS Portal and also to join the organizations that already signed the European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers., as key elements in the European Union’s policy to make research an attractive career, which is a vital feature of its strategy to stimulate economic and employment growth.








			Slovak Republic


			


			





			Slovenia


			· The EURAXESS portal has been on-line since November 2009;



· Special Contract-Agreement for 2010 was signed with the CMEPIUS Centre, stating support of the MHEST to human resources capacities at CMEPIUS to coordinate the EURAXESS activities and to keep them abreast with the European requirements and the network.



· Consultation process for the HE Master Plan addressed the issues of EPR, involving special consideration of portability of grants and of open recruitment. Special consideration of the issues was carried out also within the Expert Group for Human Resources in Science.



· The University of Maribor was awarded the HR excellence acknowledgement, three other Slovene research entities entered the process.



· Measures to promote the use of EURAXESS and principles of open recruitment were foreseen under the RISS Strategy, efficient information network is considered a prerequisite for efficient research work in the country and attracting numerous population to scientific careers.



Annual Conference &Training for the EURAXESS project were held on 13 December 2010.



The four Slovenian Universities became members of the national EURAXESS network in autumn 2010.



A decision on special offices/services for scientific career counselling at universities was taken at the beginning of 2010.



Consultation on quality assurance issues in the field of HE had been carried out, National agency for QA in HE was established at the end of 2009 and Director was nominated in February 2010.



A systematic approach to setting new objectives and corresponding measures in both national strategic documents, for the area of Research and innovation and for the Area of Higher Education
.





			Further promotion of the use of EURAXESS









			Spain


			The major Spanish programme for the recruitment of researchers, the Ramón y Cajal Programme, has allowed the incorporation of around 3200 researchers over the last 8 years into the Spanish system. Up to 20% were non-nationals, and 22% of  Spanish researchers  were working abroad, so overall the programme allowed around 42% of outcomers into the Spanish system. The national programme to hire early post-docs offered during the last 4 years around 1500 fellowships, with 27% of foreign researchers and 18% of national working abroad. As to the regional programmes, ICREA (from the Catalonian Government) is hiring over 40% of non-nationals, and Ikerbasque (new programme of the Basque Country) has hired so far 78% of non-nationals.



Although some calls (ICREA; Ikerbasque, others) are published internationally and in English, the national programmes are only announced nationally (on line) and in Spanish (even though the application can be done in English).


As to the portability of grants, ES recognise that there are still room for improvement and is willing to learn from others how to deal with this.



To the aim of promoting the openness of the Spanish R&D&I system, the Ministry of Science and Innovation has promoted the participation of Spanish institutions in the Marie Curie Action COFUND. Ten cofunded fellowship programmes were awarded in the 2010 call. 



Significant efforts have been made by the Spanish Fundation for Science and Technology (FECYT) to promote the use of the EURAXESS job tool by Spanish institutions. This has led in 2010 to an increase in the job posted by Spanish institutions of a 300% as compared to 2009.





			ES plans to give more international publicity to its programs using Euraxess and other tools.









			Sweden


			Inquiry on ways to extend the autonomy of Swedish HEIs delivered to the government in 2008.


			Government Bill to increase the autonomy of HEIs





			United Kingdom


			The UK Government has implemented the EC Equal Treatment Framework Directive 2007/8 in a way that requires UK public sector research institutions and HEIs to review and implement the actions necessary for the full implementation of the Directive in their policies and practices in recruiting and employing researchers.


Individual UK institutions already provide practical assistance through international offices to foreign researchers wishing to relocate to the UK for a period of work, e.g. help finding accommodation, provision of childcare, help setting up bank accounts, advice on local schools. A mobility portal (Euraxess-UK-www.britishcouncil.org/new/Euraxess-Home/) has been set up at the national level to provide advice and information that will help reduce the barriers to greater international mobility. Its operation will be further developed in the future


			UK public sector research institutions and HEIs will be encouraged to make the maximum use of the EURAXESS portal when they are advertising research posts.


The relevant UK authorities will work with the Commission to develop a closer relationship between Jobs.ac.uk and the EURAXESS portal, ideally leading to full compatibility and sharing of content.









			ASSOCIATED COUNTRIES


			


			





			Albania


			


			





			Bosnia&Herze-govina


			


			





			Croatia


			The principle of systemic transparency must be adhered to in the process of the recruitment of researchers. This principle promotes a system which is open, active, adaptable to modern markets and based on clear decision-making and funding criteria. For the purpose of the realisation of this objective, the following measures are proposed in the National Action Plan:   



1. Citizenship should not be a requirement in the selection process and in reaching the final decision on the recruitment of a researcher to a position in the field of R&D. In order to implement this measure the Ministry of Science, Education and Sports shall make amendments to the -Regulation on the Registry of Scientists (Official Gazette “Narodne novine”, No. 72/04, 80/04) by deleting citizenship from the list of requirements for entry into the Registry of Scientists;  



2. In accordance with the principle of systemic transparency, all public institutions should be encouraged to publish all R&D vacancies both in the Official Gazette “Narodne novine” and on the central EURAXESS portal, which was set up by the European Commission – Directorate General for Research in an effort to develop R&D; 



3. Allow portability of individual grants and, in agreement with - the coordinator of the project and the -researcher organisation, allow relocation of early-stage researchers between projects and between organisations, so as to advance researchers’ careers and promote researcher mobility;  



The Ministry of Science, Education and Sports has launched a consultation process with the competent bodies of the state administration with a view towards, in the future, taking periods of employment abroad into account in calculating researchers’ salary coefficients.


			1. Ministry of Science, Education and Sports proposed the amendments to the Regulation on the Registry of Scientists (Official Gazette “Narodne novine”, No. 72/04, 80/04), which have not yet entered into force



2. Several public institutions publish some R&D vacancies both in the Official Gazette “Narodne novine” and on the central EURAXESS portal



3. In progress



4. In progress









			Iceland


			


			





			Israel


			


			





			Lichtenstein


			


			





			Montenegro


			


			





			Norway


			Fast track scientific visa’ new regulation from 2009: to speed up employment procedures for specialized personnel from third countries.


Examples of portability of grants: a) from UK to NO b) from Norway to Austria

From 2006 the Ministry of Education & Research demand in their budget letter to universities and other HEIs that they should advertise researcher jobs on the EU portal


			





			FYROM


			


			





			Serbia


			


			





			Switzerland


			Agreements with Germany, Austria, Italy (at national level) and France (at university level) for recognition of qualifications. Additionally most universities have internal regulations on recognition of qualifications.


Swiss house of scientific exchange (Swissnex office): Swiss science houses and science consulates established abroad to provide information about job opportunities in the country they are established and in Switzerland.



Swiss Euraxess Portal for Researchers: provides useful information for researchers moving to Switzerland. The portal also contains the contact details of the regional Euraxess service centres at the Swiss universities.


The project Swiss Network of Mobility Centres, which was funded by the European Commission, ended in May 2010. In July 2010 the Rectors of the Swiss Universities expressed their commitment to a further support of EURAXESS in Switzerland. 


Report “Mapping of EURAXESS Service Centres” that analyzes the structures and activities of the Swiss EURAXESS Service Centres. For more information: http://www.sbf.admin.ch/htm/dokumentation/publikationen_aktuell.html.


Lead Agency Process, projects comprising German and/or Austrian and/ or Luxembourgian segments will now only be evaluated by one institution, the "Lead Agency". The partner organisations will recognise the Lead Agency's funding decision with their input and fund the segment to be conducted in their country.


For researchers who move abroad it is possible to make a request for ongoing SNSF funding to continue. The project can either continue in Switzerland while being managed from abroad or transferred to the new location. Agreements are in place for this with most European countries.


			





			Turkey


			· In Turkey, majority of the researchers (65%) are employed in universities.
 Higher Education Council (HEC) determines the regulations of employment in public universities. According to Higher Education Council (HEC) regulations, all open research positions in public universities must be announced in their web-site at least 15 days prior to the application deadline .  According to regulation accepted in the official gazette numbered 26953 and dated 31.07.2008, general qualifications of university staff and the publication requirements of the vacancy are determined. Other public organisations are also obligated to publication of vacancies with their respective regulations. In order to ensure the fairness in the employment general examination (Public Personnel Selection Exam (KPSS)) are applied. Public organisations require a relavant KPSS score as a prerequisite in the selection process.  There is no specific strategy for promoting open recruitment in private universities and private research organizations


As an output of International Researchers Coordination Committee (IRCC) www.workpermit.gov.tr website has been established, providing extensive information related with procedures of work permits.  Job postings to EURAXESS Turkey portal is increasing.


Work permit processes for the international researchers were improved, applications are now to be concluded in 30 days in comparison to 45 days earlier. For those are studying in universities and public research institutes for maximum 2 years and working in projects in the frame of EU Pre-accession programs, work permit requirement removed. 






			It is planned to improve the EURAXESS network and continue the promotion of the portal in order to increase the total number of job and vacancy announcements.








� (NOTE EC) deleted from the 2009 Report: A working group “euraxess Jobs” has been created by the Cref (French-speaking universities rector’s council) in order to implement tools which can allow a fast communication of research positions on the Euraxess portal. This group also intends to elaborate and promote publication of publicly funded research positions and to list the different types of grants and contracts.




� (NOTE EC) Deleted from the 2009 report: In 2009, the FNRS-FRS has implemented a reform of their mandate system in order to better motivate refusal of projects, to suppress the age requirement and to a integrate more international experts in the selection committee  









� (NOTE EC) Achieved objectives since the 2009 Report: Relaxing the language requirements for funding applications; adoption of more open policy vacancy publication by the universities of the French community; reviewed the structure and organisation of the Flemish Euraxess network; organise a workshop to discuss ways in which Flanders can be made more attractive as an environment for foreign researchers. 



















� (Note EC) "genuine" replace the word "traditional" in the 2009 Report.




� (NOTE EC): text deleted from the 2009 Report: Strengthening of the "scientific career counselling services", enhancement of mechanisms like EURAXESS, improvement of administrative services for researchers (with special emphasis on tax regulations, on the diploma recognition process); Continuation of efforts to remove or to diminish administrative barriers for the employment of foreign researchers; Introduction of new mechanisms (or renewal of the already existing but non-operational mechanisms) and incentives that would stimulate and support first employments of young doctors of science, primarily in industry, but elsewhere as well.




� (NOTE EC) Text deleted from the 2009 Report : Within the process for establishing objectives of the NAP and identifying the measures for their achievement, a need for an analysis of the current employment trends for young Ph.D.-s appeared as  a long-term objective; as a first step towards it monitoring of employment trends is foreseen (by disciplines and by sectors), an overview of human resources in the national research sphere will be carried out, according to several internationally comparable indicators (with special emphasis on young Ph.D.s).









� In terms of FTE, 43% of researchers are employed in universities.
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Overall Progress in EPR Implementation





			Country


			Progress





			MEMBER STATES


			





			Austria


			Austria started the preparation of the National Action Plan at the beginning of 2009. In the following consultation all relevant stakeholders had been involved. There had been early agreement on the priorities of the action plan which had an impact on legislative and administrative projects under way, e.g. on the amendment to the university law or on the negotiations for performance agreements with autonomous universities. 



In December 2009 the National Action Plan has been adopted by the Council of Ministers. Since the beginning of preparation the following progress has been made:



· In October 2009 an amendment  to the University Act 2002 came into force – now universities have to advertise research jobs internationally and committees and boards at universities will have to have at least a share of 40% of women; During 2010, universities have started to implement additional measures to increase the share of women at all career stages and to allow for a better compatibility of scientific career and private life, which are supported by further efforts of the Austrian Federal Ministry of Science and Research and of Universities Austria (the former Austrian Rectors’ Conference). 


· Promotion of Charter and Code is part of the National Action Plan. In 2009, five further Austrian universities have signed Charter and Code as a result of the promotion activities; in 2010 five additional universities (as a result of the performance agreements) and one research institution have signed C & C (by 15.11.2010). 


· In October 2009 the collective agreement for universities came into force allowing for better working conditions and career prospects -  including a new standard career model and higher minimum wages for researchers at universities; During 2010, universities have started to implement the collective agreement and to modify existing career models. Now universities offer transparent career perspectives by differentiating between fixed-term positions and positions to pursue a career path which includes the possibility to qualify for a permanent position.


· With the term 2009/10 universities have replaced 2year doctorate curriculums by a 3year doctoral training. The enhancement of duration is aiming at improving the quality of PhD training together with additional measures by universities agreed upon in performance agreements for the period 2010 - 2012. During 2010, universities have started to implement new doctoral curricula and further initiatives to improve quality, skills and supervision in doctoral training, especially by developing structured doctoral programmes. In 2010, the new research institute IST Austria (Institute of Science and Technology Austria) has successfully established a Graduate School offering a PhD programme in the Natural Sciences.



· Continuation and improvement of ongoing programmes that foster the cooperation between academia and industry;



· Creation, continuation and improvement of programmes that increase the interest of young people in (natural) science and technology and attract young people to science and research. In 2010, the new Information campaign “MINT” was launched by the Federal Ministry of Science and Research to attract more students into scientific careers in the studies of mathematic, computer science, natural science and technology.








			Belgium


			In 2010 the Belgian EU presidency hosted a conference on the EPR as well as a seminar on the scientific visa. A report will be published early 2011.


In Flanders, after a first advice of the Flemish science policy council in 2008, stakeholders consultation on the action plan was started in May 2009. The Flemish action plan was published at the beginning of March 2010.  Some actions implemented, others are under way
.



French Community.  The action plan should be approved by the end of March 2011. However, most of the planned actions have already been launched. Three working groups have been created by the Rector’s Conference (CRef) in order to develop a structured approach of:



· The online publication of R&D job vacancies



· The identification of human resources strategies by the universities implementing the principles of the Charter and the Code



· The legal and administrative support of mobile researchers



Besides, two specific groups (the Scientific Policy Council of the Walloon Region – CPSRW - and the Roundtable on Higher Education) scrutinized the researcher’s career and produced recommendations.  The Government policy declaration as well as the “Marshall Plan 2.Green” (the Government multiannual economical development plan) contain several actions aiming at reinforcing the public awareness on researcher’s careers.



Federal science policy: for what concerns the competences still devoted to the Federal State, concertation and dialogue with the relevant departments (either Federal of in the Communities) is continuously going on to improve policy orchestration. On the sole Federal level, contacts with the Social Security department are crucial and will be reinforced. The implementation of the Charter and the Code will be fostered among the Federal Scientific Institutions. Barriers to mobility (e.g. scientific visa) will be investigated further
.









			Bulgaria


			The legislation for promotion of research and academic career development in Bulgaria is undergoing deep changes trying to respond to the new European reality and to get closer to the best models in other European countries.  


New changes in the Bulgarian legislation were introduced in order to respond to the new European reality and to get closer to the best models in other European countries. 



The new changes in the Low for the promotion of the scientific research, aimed at:



· promoting interaction between research and economy



· supporting the qualification and training of the researchers



· creating conditions to attract young people in research



· encouraging dissemination of knowledge



opening labor market and creation of bridge structures between universities scientific organizations and business;


A new draft of National strategy for the development of research was developed in 2010.  Problems, tendencies and other issues related to the future development of the human capital in research and needs to attract more young people to research career are strongly emphasized in the draft of the Strategy.  Stakeholders’ consultation in now in process. 



Encouraging participation in the international exchange and research mobility through the implementation of the joint projects and programs and other form of cooperation is also a part of the national research agenda.






			Cyprus


			Stakeholders’ consultation is now in process and the National Action Plan is being drafted in order to be approved by the end of 2009.



Support for Young Researchers- PENEK: development of the right conditions for the future permanent integration of young scientists in the R&D system of Cyprus.



The Research Promotion Foundation is willing to examine and adopt best practises that may be proposed by the EU.



The “Development of Human Resources in Research” aims at the quantitative and qualitative development of human resources engaged in research activities by: - Attracting and incorporating new researchers in the RTDI sector that have recently completed their doctoral programmes - Training and directing new scientists that are currently preparing their doctoral dissertations in order for them to become the next generation of researchers - Preparing the younger generations via the establishment of the view that following a career in research could be an excellent option for professional development



Two new measures were introduced by the Research Promotion Foundation for this period that aims to bridge the gap supply and demand of innovation through a mechanism of inter-mediation among research/academic institutions and SMEs.





			Czech Republic


			In 2009 the National Research, development and Innovation policy for the years 2009 – 2015 was adopted. Within this policy one of the chapters is dedicated to human resources in RD. Based upon this policy 3 programmes are foreseen to advance the quality of human resources in RD: a) the system of post-docs openings based upon public competition at excellent Czech research institutes, which is open also to foreign researchers; b) Programme “Return” which is aimed at researchers returning from abroad and which enables continuation of their research work in their home institution; c) support to young researchers who carry out research in SMEs.



In addition two Operational Programmes were adopted: OP Education for Competitiveness and OP Research and Development for Innovation, which focus on RD activities (including further education of researchers, improving working conditions, promotion of research activities).



The Action Plan will be finalized when the Tertiary Education Reform is adopted as several areas of the Partnership will be touched by this reform.


The Ministry of Education, Youth and Sports of the Czech Republic in cooperationwith interested institutions has prepared strategic documents which deals also with the mobility of researchers. Those documents should be adopted by the end of 2011:



· National Action Plan for Development of Human Recourses in Research 



· Innovation Strategy of the Czech Republic as a national reflection to Innovation Union. 



National Reform Programme.





			Denmark


			In 2006 The Danish Government launched a comprehensive strategy for Denmark in the global economy “Progress, Innovation and Cohesion” to secure reforms and adjustments in order to reap the full benefits of globalization and gear the society for the future.  The strategy contains 350 specific initiatives, in particular:



· A large part of the initiatives aims at strengthening the quality and governance of education and research, promoting entrepreneurship and innovation and increasing the number of young people, who complete an upper secondary education programme and take a higher education;



· Improving the efficiency of public spending on education and research, in particular by allocating more public funds in open competition, and on increasing competition and internationalization in the Danish economy as a whole; and, 



· Quality and relevance are the key sustaining principles in this development. All university study programmes must meet international standards, and the universities should have the capacity to swiftly develop new study programmes that meet the changing needs of the labour market and society.



In this framework, the following targets were set to be achieved by 2010:



· The intake of PhD scholarships (2,400) should be doubled compare to the 2006 intake;



· Industrial PhD scholarships (150) should be doubled compare to the 2006 intake; and, 



· The brightest students must have the opportunity to pursue an elite education. From 2007-2009 25m DKR has been allocated to initiate elite education programmes. In 2008 and 2009 34 programmes have been approved as elite programmes at the Danish universities.


Another important initiative has been a reform of the Danish universities, which includes a merger process in 2007. At present Denmark have 8 universities and 3 research institutions. Since 2003 the Danish universities have been self-governing institutions with external Boards/Chairman and have a management structure with an appointed Rector, Dean and Head of Department.





			Estonia


			The reception of new EU Structural Funds which can now be used for human resource development has triggered a revision, foreseen in the near future, of the Research and Development Act in order to create better career possibility for researchers. 



EE also has a number of strategies related to research careers:



· R, D & I strategy for 2007-2013 – ‘knowledge-based Estonia’; (http://www.hm.ee/index.php?popup=download&id=7669: measures of Development of Human Resource, p 26-27)


· Higher Education strategy for 2006-2015;



· Strategy for the internationalization of Estonian higher education for 2006-2015; and,



· Operational Programme for Human Resource Development for 2007-2015.


Particular attention is paid to talented young people, to trying to discover them and bring them to research already at their school-age. Targeted activities support development of career model and opportunities of development R&D personnel; facilitating the movement of people and knowledge between education and research institutions; enterprises are encouraged to participate in R&D, the stimuli are created for students and researchers to start their own businesses
. The reception of new EU Structural Funds which can now be used for human resource development has triggered a revision.  Research and Development Act is foreseen in order to create better career possibility for researchers. 


Main indicators:



· an increase in the proportion of employees engaged in research and development to 8 researchers and engineers per 1000 employees by the year 2013  (5.0 in 2004 and EU25 average 5.5; 5,63 in 2007; 6,06 in 2008; 7,24 in 2009););


· an expansion of Doctoral studies to achieve 300 PhD graduates by the year 2015 (105 in 2002/03; 161 in 2007/08)



Finally, progress have been made in the following specific areas:



The Rectors Conference has approved the main principles of the European Charter for Researchers and the Code of Conduct in October 2005; And Estonian public universities have signed the Agreement on Good Practice in the Internationalization of Estonia’s Higher Education Institutions (http://www.ern.ee/index.php?option=com_content&task=view&id=33&Itemid=52), which guides the employment of foreign research staff and the enrolment of international students. All universities that host EURAXESS Services Centres have signed the Agreement on Good Practice;


· The Rectors Conference will participate in the second cohort of the European Commission WG Institutional Human Resources Strategy Group from 2011;


Present R&D financing instruments are in most cases open for international cooperation activities and actively used for this purpose (e.g. research projects, which are led or participated by foreign researchers albeit only if the proposal is submitted via Estonian R&D organization);



The Estonian Science Foundation has joined the EUROHORCs’ initiative “Money Follows Researcher” and accordingly agreed to finance research carried out in foreign institutes if the project was started in the Estonian R&D institution.








			Finland


			The National Action Plan for researchers and doctoral education was adopted in 2007 and contains many of the principles listed in the EPR.



Concerning priority area 3, two major reforms took place:



Universities have gained legal entity status as corporations under public law or private foundations – this has led to financial autonomy and restructuring of the administrative and decision-making system; and,



Structural development of HEIs – this has allowed for more alliances and cooperation in relation to programmes, equipment and support between higher education institutes.



With regard to mobility:



In January 2009 the internationalization strategy of the HEIs was adopted;



In January 2009 social security for grant receivers without employment contracts was made mandatory.








			France


			In France the implementation of the EPR is an ongoing process, where the research policy set up is consistent with the priority lines of the partnership for researchers.



This national policy is implemented through, in particular::



· the research programming law, passed on April 18 2006 



· the law dealing with the new liberties and commitments of the universities (LRU), passed on August 10 2007.


· the National Research and Innovation Strategy published in 2008 by the Ministry for Research gave major research priorities for the next four years. Around such priorities, research bodies are reorganizing across their institutional borders, which led to the creation of alliances over major promising research themes (health and life sciences, information and communication sciences, energies research, environment and sustainable development, humanities and social sciences). The priority areas are in line with the socioeconomic needs and the scientific disciplines where France has a leadership position. They respond to society’s challenges, they correspond to new economic opportunities with strong innovation potential and they require interdisciplinary research for which France can mobilise top researchers. 


· the “Future-oriented investments” programme, a national funding scheme launched beginning 2010 consist in, regarding research and higher education, supporting research organizations to take up the challenge of the National Research and Innovation Strategy. It aims, through calls for tenders managed by the National Research Agency (ANR), at:



· helping promote research by setting up Technological research institutes, a national fund for public research valorisation and a specific fund to strengthen the “Carnot Institutes” dedicated to joint research,


· support excellence laboratories for the recruitment of very high level researchers and projects,


· and fund excellence equipments (EQUIPEX)


Representing 21,9 Bn€ of the 35 Bn€ of the national loan, these investments will strengthen confidence in the French scientific excellence, based upon the conviction that they are the source of today and tomorrow’s growth



Future-oriented investments are in line with the Lisbon Strategy for Growth and Jobs. They represent two of the Strategy's three pillars – the economic pillar (investments in the digital economy, innovative industrial processes, SMEs, higher education, training and research) and the environmental pillar (investments in renewable energies, the nuclear energy of tomorrow, transport and sustainable urban planning, and green building renovations).


More specifically action plans for researchers were set up for specific targets:



· the young researchers action plan



· the career plan



Both these plans meet the priority action lines of the European partnership for researchers.


Specific progress made for young researchers: 



Publication of the decree (23 April 2009) establishing a "doctoral contract" for all young researchers engaged in doctoral training in public institutions – a genuine 3-year public law contract in simpler terms, including social security and a salary with a guaranteed minimum..



Increase, in 2008 and 2009, of the number of CIFRE conventions – a conventional research training device in industry dedicated to doctoral trainees. 



Upgrade the early stages of the lecturers’ career – their wages raised by taking into account the doctoral period and earlier contractual activities in research. 



Offer common chairs by universities and research organizations – these lecturers, hired by both a university and a research organization through a competitive exam, will be entitled to a significant bonus (6 000 to 15 000 euros) and a research allowance (up to 20 000 euros per year). 



 Reinforce the Institut Universitaire de France: ongoing process including the increase in the number of laureates Progress made for all researchers:


Progress made for all researchers:



Offer all higher education and research personnel opportunities for rapid preferment, regardless of whether they are professors and lecturers, researchers, administrative or technical staff. 



Improve the bonus policy: 



* Recognise all the pedagogical commitment of professors and lecturers by taking into account during evaluation all facets of their teaching and research mission and by raising the pedagogic responsibility bonus. 



* Recognise the quality of the scientific activity of professors, lecturers and researchers, and their commitment in doctoral training by awarding a bonus for scientific excellence (“Prime d’excellence scientifique”). 


The bonus is also for laureates of an international or national scientific prize or giving an exceptional contribution to research (professors at the Collège de France, laureates of the European Research Council, laureates of the common chairs universities and research organisations). Members of the Institut universitaire de France are automatically granted
. 



The National Research Agency (ANR) allows project holders dedicate part of their funding (all calls for tenders) to hire young researchers; 



Also has a specific “young researchers’ programme” (Programme jeunes chercheurs).


In April 2010, publication by the ministry for higher education and research, of a guidebook on autonomy of universities. This 15 page guidebook gives general and specific information to students, all staff, young teacher-researchers on bonus policy, partnerships with the private sector…The thematics are illustrated by the pioneer universities experiences



The 51 public universities (out of 83) with broaden responsibilities and competences in the frame of the 2007 law on universities’ autonomy, may recruit researchers through long term working contracts (art L.954-3 code de l' Education)
; all year round by local procedures. 



Another 24 universities will become autonomous by January 1st, 2011 which altogether encompasses 90% of French public universities. 


Progress made to strengthen the links between the universities, the public research organizations and the corporate world reinforced from 2010 by future-oriented investments:



· Specific fund for Carnot Institutes dedicated to joint research: 33 institutes comprising 13 000 research professionals; a multidisciplinary research network for its industrial partners



· “National alliance for life and health sciences” set up in April 2009 by seven of the biggest research organizations (CEA, CNRS, INRA, INRIA, INSERM, IRD, Institut Pasteur and the Conference of university presidents-CPU). This alliance should strengthen the organizations in their coordination assignment of public research and in their partnerships with the universities



· June 2010: publication by the ministry for higher education and research of a private-public pathways Vade-mecum, a guidebook for researchers and teacher-researchers dedicated to cooperation with the corporate world









			Germany


			Systematic and open recruitment procedures for researchers:



The majority of researchers in Germany are in the public sector (i.e. civil servants or public sector employees). The constitutional principle of the selection of the best ensures the openness of recruitment procedures in this sector, aided by the provisions of equality legislation and the General Anti-Discrimination Act of 2006. For university teachers, recruitment is strongly competition-based and under the current Lander law the Lander Ministries are increasingly transferring the right to appoint staff to the respective universities and research institutions. Furthermore, the openness of advertisement and recruitment procedures in the higher education sector is guaranteed under the Lander Higher Education Laws. The involvement of external experts guarantees the transparency and competitiveness of the recruitment. The compulsory international advertising of every fixed-term or permanent vacancy for researchers should be the rule.



Scholarship-holders are selected in a procedure involving experts and the applicants’ nationality is generally considered irrelevant. The scholarships are increasingly being advertised internationally.



Advertising of positions for university teachers takes place via national and international newspapers and journals which are known among the international community of scientists. The EURAXESS portal is highly used in Germany (of the 886 vacancies listed on 25 February 2009, 450 were from Germany). The decision to advertise every vacant research position and scholarship on the internet is for the respective institutions to decide autonomously. Finally, there are service centers at numerous German institutions of higher education which support mobile researchers by providing counseling.



Germany has reliable procedures for assessing and recognizing foreign academic and professional qualifications. 



Finally, Germany indicated that it is important to distinguish between transnational European, national and regional mobility (Länder). Whilst some funding organizations (e.g. German Research Foundation) offer schemes to enable the portability of grants to a certain extent on the basis of agreements between organizations, there are doubts about the benefits of free portability in cases where the original host institution has established special infrastructures or particular resources for the research project. On the other hand, the German contribution recognizes that it is a positive step to provide scholarships for shorter or longer stays abroad which are necessary for research purposes.



Meeting the needs of mobile researchers regarding social insurance and supplementary pensions:



Salaried employees researchers – they must be insured under the statutory pension insurance scheme. In the event that they move abroad, Regulation 1408/71 contains a mechanism governing the safeguarding of claims and the coordinated payment of benefits by the national pension funds for mobility within the EU. There is also a wide network of bilateral social insurance agreements with a large number of third countries which regulate the safeguarding of entitlements. 



Civil servant researchers – they do not receive a statutory pension but are instead paid a pension from the budget of their respective public-sector employer. The status of civil servant however presupposes a corresponding offer of employment from the future employer: alternatively the researcher may be employed as a salaried employee. Senior researchers at a number of non-university research institutions may be employed on contracts similar to those of the civil servants, thus enjoying the same benefits.



Scholarships – a long term scholarship holder status is increasingly regarded as problematic in view of the fact that education and study periods only count partly towards a pension and the resulting limited entitlement to benefits under both the pension insurance scheme and the unemployment insurance system. The later the researcher takes up employment which is liable to social insurance, the lower his pension entitlement. Scholarship-holders in the post-doc phase should be informed of the possibility of paying voluntary contributions into the statutory pension insurance fund in proportion of their income.



Improving employment and working conditions to make scientific careers more attractive:



Performance related payment – the necessary framework conditions are established by the legislation of the Federal Government and Lander and by the parties to a wage agreement as well as by measures below legislation level. As a result of the increasing autonomy of the institutions of higher education and non-university research institutions, the institutions themselves are assuming more and more responsibility for shaping attractive employment and working conditions. The Federal and Lander remuneration laws make it possible to grant professors variable performance-related payments and bonuses in addition to their basic salary. The federal remuneration law and the laws of most of the Lander are still ‘capping’ performance-related pay with the so-called ‘payment-framework’. The federal government and Lander have introduced more flexibility in this context for non-university research.



Young researchers – the 2006 Collective Agreement of the Public Services of the Lander which was signed by 14 of the 16 Lander, takes into account the special needs of scientists through more flexible regulations on working hours as well as special payments (for example for particular achievements in the field of third-party funding). Non-university research institutions, which apply the pay legislation of the Federal Government and thus the TVöD (Public Sector Collective Agreement), have been given budgetary powers by the funding agencies enabling them to grant scientists and scientific staff bonuses and supplements. The Fixed-Term Contracts in Science Act, which entered into force in April 2007, introduced a new family policy component making it easier for young scientists to combine family and career during the qualifying phase than used to be the case in the past. In addition, the Fixed-Term Contracts in Science Act specifically regulates the fixed-term employment of young scientists in third party funded projects and thus provides a secure legal basis for fixed-term employment relationships which follow on from the qualifying phase.



End-of career researchers - In principle, it is already possible for a retired professor or a professor emeritus to continue to obtain third-party funding at German research funding institutions. With effect from 2009, German federal civil service legislation has made it possible for professors to defer their retirement until the age of 75 in individual cases due to their special scientific work and provided this is in the interest of the employer. The non-university research institutions, which apply the budget law of the Federal Government, may apply the same conditions to their senior scientists.



Women, dual-career couples and work-life balance - Women in Germany are still under-represented in leadership positions in science, accounting for 16.2% of all professorships and 8.4% of leadership positions at non-university research institutions. The large German science organizations agreed in 2006 to increase the share of women in top positions in science over the next five years. The Programme for Women Professors, which was developed by the Federal Ministry of Education and Research and introduced in November 2007, is an instrument for promoting top women scientists which will enable the Federal Government and the Länder to create at least 200 new positions for women professors at German higher education institutions over the next five years. The German Research Foundation's (DFG) "Research-oriented standards on gender equality ". In the meantime, a number of higher education and research institutions have introduced Dual-Career programmes. The question of childcare, particularly for under-three-year-olds, and the provision of full-day care facilities has been a problem in Germany for a long time, making it very difficult for women to pursue a career in the science sector. The Federal and Länder governments have made improvements in this field a declared political goal and have provided additional funding. The Child Support Act (KiföG), which entered into force on 16 December 2008, is an important step in the right direction. It sets out to provide an average of one childcare place for every three under-three-year-olds nationwide by 2013. Approximately a third of the new places will take the form of day-care.



Improving the training, competencies and experience of researchers:



During studies - The communication of key competences has already made its mark on the curricula at bachelor and master's degree level in the course of the Bologna reforms and the discussions on the level of "employability". The key competences which are to be attained are defined in the Qualifications Framework for German Higher Education Qualifications. Germany has also introduced measures to ensure the involvement of industry in evaluating curricula as all study courses are reviewed by independent accreditation agencies whose commissions and groups of experts must always include an employers' representative.



For upcoming scientists - In recent years, the doctoral phase has been undergoing changes in Germany, from the work of an individual that is supervised by individual professors to a more structured doctoral phase in which considerable importance is attached to organizing interdisciplinary dialogues and interdisciplinary exchanges between doctoral students and to more intensive subject-specific mentoring. There is broad consensus in Germany that all universities and research institutions should provide courses to enable upcoming scientists to acquire additional competencies at subject and institutional level or in institutional cooperation. They should be able to choose from this range of courses according to their aptitude and interests and the potential benefits. Germany therefore opposes the introduction of standardized national skills agendas for upcoming scientists. Furthermore, the term "curriculum for doctoral programmes" is not compatible with the nature of the doctoral phase in Germany, which is research-based.



Experienced scientists - Many universities and universities of applied sciences already offer their scientists individual further training opportunities which also relate to the competencies stated in the European Researchers' Partnership and refer to cooperation between higher education and research institutions and industry.



Cooperation between institutions of higher education and industry - Cooperation between institutions of higher education and industry is traditionally close in Germany in areas such as engineering and chemistry. Many doctoral theses are completed in close cooperation with industry and often within industry. For example, industry very often funds doctoral students or provides grants for theses. Special programmes are often funded by the Economics Ministries at federal of Länder level and explicitly encourage mobility and exchanges of scientists between research institutions and SMEs. Technology transfer networks have been established in many Länder. Transfer and patent agencies have been set up at the research institutions or at Länder level. Germany does not therefore see any real need for a fundamental change in the ties between institutions of higher education and non-university research institutions and companies. It does, however, see a need to expand cooperation between higher education institutions, research institutions and companies in the interest of enhancing innovativeness and optimizing existing approaches on the basis of the experience gained to date.









			Greece


			· Since 2009, research came under the competence of the Ministry of Education, Lifelong Learning and Religious Affairs. It is expected that scientific cooperation between Higher Education Institutions and Research Centres of the public sector will be accelerated while lifelong learning will give a new impetus in the overall research effort


· Up to now 8 institutions
 (4 Universities, 2 Research Institutions, 2 Associations) have undersigned the Charter and Code. One more university has recently initiated the process and last autumn the Rectors’ General Assembly unanimously adopted the C@C principles. 


· Four from the above institutions (National Hellenic Research Foundation and Centre for Research & Technology Hellas, Universities of Crete and Ioannina) have been committed to adopt and implement a human resources strategy plan. Two Research Centres (National Hellenic Research Foundation and Centre for Research & Technology Hellas) are finalizing their human resources strategy plan and are in the process of drafting it and publishing it on their institution’s website. 


· The National Strategic Reference Framework (2007–2013) is an important source for research funding in Greece. In this framework already two calls have been published for cooperation among Higher Education Institutions, Research Centres and the Industry (“THALES” and “COOPERATION”). It is expected for a new call for post-doctoral fellowships. “POSTDOCS” was launched last autumn while in the framework of multilateral and bilateral agreements and relevant calls, mobility of researchers is being given high importance
. 



· A new Law on research and technology being finalised
 making provisions for the principles of the Charter and Code to be given high priority.   


· Sustainable horizontal cooperation among the Ministries, in particular with the Ministry of Labour and Social Security, in issues related to the four key areas of the EPR will be fostered. 








			Hungary


			Due to the long process of the national stakeholder consultations and the changes in the R&D&I strategy, the Action Plan could not be approved in 2010. The Action Plan has been redrafted and the objectives, priorities and measures are now based on the “Science-Innovation” programme of the New Széchenyi Plan (2011-2013). One of the main horizontal priorities of the new strategy is human resources development: having sufficient, suitably trained and skilled R&D&I workforce in industry and public R&D&I  sector is inevitable for economical development based on knowledge and innovation. 



Although in Hungary, all the main objectives of the EPR are considered as priority issues which may significantly contribute to ensuring the availability of sufficient and highly-qualified researchers in Europe, our first priority is „Providing attractive employment and working conditions” which is of utmost importance for us in order to retain our best researcher-talents in Hungary and to attract others from the rest of the world. New funding schemes have been launched in 2009 aiming at supporting training and mobility of researchers (Mobility Programme, Impetus Young Investigator Programme) increasing the number of young post-docs employed (National Technology Programme), providing adequate research infrastructure  (NEKIFUT Programme). In order to promote women researchers, a coordination body - the Hungarian Women in Science Committee of Experts – was established to work out and coordinate the suggestions, actions and tools to facilitate women’ careers in S&T. In the first half of 2010, several programmes were published (e.g. IT development and improvement of infrastructure in higher education institutions; Support scheme for the preparation of FP projects) to create more favourable working conditions. The planning of the New Széchenyi Plan was also started this year having this priority as one of its objectives.


„Enhancing the training, skills and experience of researchers” is also seen as high priority in Hungary as excellent researchers contribute to the competitiveness of the economy and are the driving force of innovation. Our related actions and measures include supporting life-long learning and the improvement of PhD schools, evaluation of researchers’ performance, establishment of a modern higher education reacting to the demands of the economy as well as industy-academia partnerships in the training programmes. In 2010, programmes (such as: Research University Programme; Support of scientific workshops and schools) were published under the New Development Programme 2 to support this objective.


Certain progress has been achieved  in the priority axis “Open recruitment and portability of grants”: the government gives support for the Hungarian EURAXESS Office through the National Office for Research and Technology. The EURAXESS Office with its network of regional Contact points has become fully operational. The national EURAXESS portal has been finalized and is considered as the major information source for mobile researchers on practical mobility related issues. In January 2010 one more Higher Education Institution (University of Pecs) signed the Charter and the Code joining the 11 signatories in Hungary. Later in 2010, Corvinus University of Budapest signed the Charter and the Code and University of Pécs started the implementation of the HR strategy. The promotion of EURAXESS Jobs, the C&C and the HR strategy was continued with the active involvement of the Hungarian EURAXESS Office.



In order to enhance the national stakeholder consultation concerning the priority ”Meeting the social security and supplementary pensions needs of mobile researchers” ,a working group has been set up in 2009 comprising all the relevant national organizations: (Ministry of Social Affairs and Labour, the Ministry of Health, the Ministry of Finance, the National Health Insurance Fund, Central Administration of National Pension Insurance, Hungarian EURAXESS Office). In 2010, the members of the working group worked closely together throughout the year discussing upcoming issues in the field of social security and pension of mobile researchers. Experts of the working group were often invited to info days to inform mobile researchers on these issues. Close relation was established between the EURAXESS Office and the members of the working group supporting each others’ work.



Apart from these, “Increasing the attractiveness of S&T careers” is regarded as a high priority in our draft Action Plan. Therefore, one of the main objectives of the “Human resources development” horizontal priority under the “Science-Innovation” programme of the New Széchenyi Plan is to improve the quality and modernise the structure of the training in the field of natural sciences and engineering both at secondary, higher-education and doctoral level 








			Ireland


			The availability of sufficient suitably educated, high quality researchers and the removal of obstacles to the mobility of researchers are important elements of the national strategy for science and technology. Priorities for IE are to clarify the position relating to various categories of researchers in relation to social security and pensions and to enhance the attractiveness of Research employment and working conditions. Work is continuing on the development of a framework for researcher careers and funding provision is foreseen for the further development of structured PhD programmes.





			Italy


			RECRUITMENT 



Major Reform Act of the University System (approved by the Parliament at the end of 2010, enters into force the 29th of January 2011) contains a new recruitment procedure according to which the universities can autonomously hire the research personnel, provided that the candidates have acquired a national ‘certification’ (abilitazione nazionale’). Also, it allows foreign candidates (or Italians working abroad) to be directly hired, provided that they have the same position in the foreign institutions they are working for.



RECRUITMENT 



University Reform Act (article 18, paragraph 1., article 24, paragraph 2.) specifically requires that all the positions are advertised in the ‘European websites’ (EURAXESS Jobs).



PORTABILITY OF GRANTS 



University Reform Act formally states the principle “money follows researchers (article 7, paragraph 4.), although it makes reference to an ‘agreement’ by the funder(s). 



RECRUITMENT & WORKING CONDITIONS 



University Reform Act (articles 22 and 24) contains two measures a) to limit the maximum period in a 'post doc' position to 4 years; b) to introduce a 'tenure track' like path, with a transparent career path for researchers (maximum 6 year-term contract and access to tenure upon positive evaluation).


FLEXIBILITY ABOUT END-OF-CAREER STAFF 



Research institutions increasingly use contracts to maintain links with retired academic staff. This procedure has now become more ‘official’ as a consequence of a Ministerial Decree, allowing these contracts to be authorised until the age of 72.



GENDER & EQUAL OPPORTUNITIES 



A document has been produced jointly by the Ministry of University and Research and by the Department for Equal Opportunities suggesting some concrete measures to be adopted. The document is currently brought to the attention of the two Ministers. In addition, a “School on Gender Mainstreaming” has being proposed jointly by the Ministry of University and Research and by the Department for Equal Opportunities. The initiative is currently brought to the attention of the two Ministers



GENDER & EQUAL OPPORTUNITIES 



A “School on Gender Mainstreaming” has being proposed jointly by the Ministry of University and Research and by the Department for Equal Opportunities. The initiative is currently brought to the attention of the two Ministers



DOCTORAL PROGRAMMES 



New regulations concerning Doctoral Studies are included in the recently approved University Reform Act (article 19, paragraph 1.), which foresees doctoral curricula jointly managed by universities and non-academic entities





			Latvia


			





			Lithuania


			The Ministry of Education and Science and the Science Council have established the ‘Researchers’ careers development programme’, which is to be implemented in two rounds (2008-2010 and 2011-2015) and covers all stages of a researcher’s career
.



Grants for high level researchers in order to attract them to do research in Lithuania and to promote their mobility nationally as well as internationally



Law on Research and Studies (adopted 30/04/2009 by Lithuanian Seimas (Parliament)) Universities and Institutions of Research are responsible for open, transparent, competition based recruitment of researchers.



Financial support for postdoc's as well as for researchers short time visits to other institutions including non-academic sectors and business enterprises



This is a part of national "umbrella-type" project (intersectoral mobility) dedicated for postdocs’ financial support.



Financial support for students' of all cycles of studies. Including quality development of doctoral studies, students' traineeship. Funding informal education of researchers with the aim to improve their qualifications and competences



Reconsider and elaborate the rules of law-regulated research with the aim to consolidate equal rights of men and woman in research. 



Create measures of financial support (programmes, projects, stipends etc.) for representatives of minor gender.



Funding projects dedicated for improvement of PhD studies and the projects related to informal education of researchers at all stages of their career.



Funding of projects with the aim to create new jobs from 1 to 3 years for high qualified researchers at knowledge based and high-tech enterprises








			Luxembourg


			Attractive working conditions have been introduced by the new ( law voted in August 2008) AFR funding scheme which supports PhD and postdoctoral research training projects in Luxembourg and abroad, up to 4 years for PhDs and up to 2 years for postdocs.



The main objective of the scheme is to improve the general working conditions and career perspectives of researchers. The main novelty of the AFR scheme is the promotion of work contracts between AFR beneficiaries and their host institutions. The beneficiaries are entitled to full access of social security coverage, including health and pension insurances, during the whole duration of their research training.



The AFR funding scheme is in line with the principles advocated in the European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers.



Moreover, the AFR scheme promotes public / private partnerships by paying an incentive for research projects carried out in collaboration with the private sector.



The AFR programme has no thematic limitations and is open to all researchers, regardless of their nationality, desirous to engage into research training in Luxembourg or abroad. In the selection process, the interest of the project in the context of Luxembourg R&D  is one of the evaluation criteria.





			Malta


			Malta’s National Strategic Plan for Research and Innovation 2007-2010 identifies human capacity as one of its seven strategic priorities and makes several recommendations to this end along the whole spectrum (from attracting students to study science subjects to promoting inter-sectoral mobility of established researchers.



Various efforts are ongoing in terms of researcher careers and mobility. As regards recruitment of researchers at University, the University of Malta has an established selection process for recruiting researchers which involves the creation of Selection Boards to establish criteria and ensure equal opportunity and fair treatment of all applicants. The criteria are non-discriminatory towards applicants from other countries. The University adopts a formal procedure for the appointment of Research Staff, whereby all appointments are confirmed by its Council. The University of Malta has a formalised procedure governing the recruitment of research staff. All official calls are advertised via the University of Malta website (http://www.um.edu.mt/hrmd/vacancies) and the Government Gazette, and can therefore be accessed internationally. The option also exists to advertise key specialised research posts in international journals. In cases where there is a need to establish recognition of qualifications from other countries, the University refers to and adheres to the decisions of the Malta Qualifications Council (MQC) (www.mqc.gov.mt) which incorporates the Malta Qualifications Recognition Information Centre (MQRIC). MQC deals with the recognition and comparability of both academic and vocational qualifications.


As regards recruitment of researchers in the public service, this is carried out through the Public Service Commission, which is a constitutionally appointed organ with its own regulations. Public Calls can be assessed on-line through the Department of Information, the Management and Personnel Office, the Public Service Commission websites and government’s official on-line recruitment portal.



Malta has also undertaken a number of measures to enhance the training, skills and experiences of researchers and to develop a consistent “national skills agenda.” Measures are two-fold: on the one hand financial incentives are provided for skilled individuals to undertake research careers particularly in higher value added and expanding economic sectors and on the other hand through the co-ordination of experts from different sectors to share information on developments and assess future skills needs through a variety of research initiatives.


The National Strategic Plan for Research and Innovation (2006-2010) recommended increased investments in human resources in research and innovation. In response to this recommendation, a new scheme of scholarships was introduced part-financed by the European Union Operational Programme II – Cohesion Policy 2007-2013. The Strategic Educational Pathways Scholarships Scheme (STEPS) worth €10 million, supports post-graduate specialisation at a Masters or Doctoral level both in Malta and abroad. During 2009, 37 Doctoral scholarships and 143 Masters scholarships have been awarded under the scheme. It is aimed at supporting research in science and technology, reducing skills mismatches in high value added and expanding economic sectors; improving the quality and relevance of the education system; and increasing the capacity and level of research, innovation and development activity in Malta.


The National Commission for Higher Education Malta (NCHE) launched in 2009 its recommendations for a Further and Higher Education Strategy up to 2020. The development of a new Further and Higher Education Act is anticipated to provide a regulatory framework to address many of the weaknesses being encountered by stakeholders and open new opportunities for the sector to become a centre for excellence in the coming years. NCHE is very active in shaping the national skills agenda, organising in 2009 a Skills for the Future conference which brought together more than 200 experts of the education sector, namely the Ministry of Education, Culture, Youth and Sports, heads of education institutions, heads of government agencies as well as stakeholders in the education sector to share knowledge and understanding about the development of their respective sectors and future skills needs associated with them. Following this initial effort, research was undertaken to identify what information and data is readily available, and what areas and sectors require further analyses in the future to inform policy formulation on skills in the future. The findings of the conference along with the research undertaken are the basis of the Skills for the Future Report. The final part of the report outlines a number of recommendations by the National Commission for Higher Education in Malta which emerge from the findings of the conference and studies undertaken.



The proposed NCHE European Social Fund project “An Early Identification of Skills Needs Observatory in Malta” intends to provide an adequate and sustainable research basis for skills forecasting in Malta. The University of Malta (Institute for Sustainable Development) is starting up an initiative in this area, starting with the ICT sector.



There is no formal programme for placement of researchers in industry, however the Malta Council for Science and Technology through the National R&I Programme industry-academia collaborative projects which promote skills and knowledge transfer among researchers.



At the University of Malta there is a considerable level of collaboration between academia and industry, however until recently the links were initiated and maintained by individual academics primarily of their own initiative. There was no formal university-wide programme to encourage such links. Significant collaborations have sprung up between the Department of Chemistry and the Generic Pharmaceutical companies, and between various engineering departments and individual companies, including in the areas of manufacturing, materials and renewables. The appointment at University of the Director for Corporate and Knowledge Transfer will address this area of concern.


The National Commission for Higher Education has been actively promoting the development of a structured dialogue between higher education and the business sector. A University-Business Forum has been set up and the first event took place successfully in March 2010 on the Digital Games Production theme.





			Netherlands


			In 2007 The Netherlands adopted the strategic agenda for higher education, research and science policy. In this agenda measures are taken to strengthen the leading role of independent and pure scientific research, to focus on national research priorities; to stimulate a solid social embedding of scientific research  and to achieve independence and proper quality assessment. The priorities of the EPR are mostly integrated in already existing national policy strategies. Our Research Council, the Netherlands Organisation for Scientific Research - NWO, has a leading role in implementing our national policies for researchers. In the framework of the strategic agenda the Netherlands Organisation for Scientific Research (NWO) extended the Innovational Research Incentives Scheme (also known as the Veni-Vidi-Vici schemes). The scheme targets the best research talent, irrespective of nationality. It is an open competition for researchers from abroad as well as from the Netherlands. Successful candidates will be among the top ten to twenty per cent of their peer group. Moreover, the creation of the European Research Council means that European research funds too will be distributed more in competition and with a greater personal focus.



The NWO developed a "veni, vidi, vici" strategy:



· Veni grants offer researchers who have only recently completed their doctorates the opportunity to develop their ideas over a further three years. The maximum amount of grant is € 250,000.



· Vidi grants are targeted at researchers who have completed their doctorates and already spent some years conducting post-doctoral research, thereby demonstrating the ability to generate new ideas and bring them independently to fruition. They will be given the opportunity to develop their own innovative lines of research and themselves to appoint one or more researchers to assist them in the task. The maximum amount of grant is € 800,000.



· Vici grants are directed at senior researchers who have shown that they have the ability to successfully develop their own innovative lines of research and to act as coaches for young researchers. They will be enabled to build up their own research teams, often in advance of a regular professorial appointment. Their lines of research must be given a structural place within the research institution. The maximum amount of grant is € 1,500,000. 



Other priority area s in the talentdriven policies are:


· Mobility of young researchers.


· Improve the presence of Women in Science:


· Improve research opportunities for Ethnic minorities.



· Attract knowledge migrants.



In 2010 a new government was appointed. In 2011 a new strategic agenda will be published








			Poland


			





			Portugal


			Enhancing the training, skills and experience of researchers



Training & Skills,



Attracting Young People  to study science



Portugal has made a huge effort to attract Young People to study science, particularly in recent years:



One very good example is “Ciência Viva”, a programme that involves primary and secondary school students in scientific activities and environments: http://www.cienciaviva.pt/home/index.asp?accao=changelang&lang=pt; With 19 agencies spread all over the country, this programme promotes all year-round activities, including the summer holidays period;



Other private and public institutions open their doors to the general public once a year, and carry out activities targeted to secondary students: these activities can have a duration of 2 weeks per student.



On the other hand, FCT is funding a large number of PhD fellowships, in all fields of research, both in the country and abroad. PhD students can also opt for doing their PhDs in Portuguese universities with one or more stays in a university abroad. Foreign students are also eligible for PhD fellowships to pursue research activities in Portuguese research institutions. 


Further to the implementation of the Bologna process in Portuguese universities there has been a restructuring of courses of the different cycles; Recognition of courses is granted at national level by the Ministry of Science, Technology and Higher Education, via the Directorate for Higher Education. 



Although this process influences directly the training and skills of researchers, there is not a national agenda for skills.



FCT awards PhD and Post-Doc fellowships and funds employment contracts for Post-Docs.



P.I.- Mechanisms promoting a competitive approach regarding projects submitted by young researchers have been implemented by the Foundation, recently. The guide for evaluators for project funding refer measures that promote the involvement of young researchers, as well as the assessment of proposals based not on seniority but rather on the potential revealed by the PIs curriculum vitae in the absence of prior concrete accomplishments. This measure is proving to be effective and young post-docs  are succeeding in obtaining funding for their projects.



The Foundation will envisage the improvement of PhD fellowship application forms in view of the assessment of their future career development. 



Portugal recognizes degrees attributed abroad, and the recognition of diplomas does not constitute an obstacle to mobility.



Senior Researchers



The Foundation has launched a programme for Invited Chairs regarding non standard career paths at senior level. The job description of these chairs refer tasks such as: Leading  a research team ;Participating in the training of researchers and students, particularly post-graduate students; Ensuring the interaction between researchers and students and activities, namely through training courses and contacts with technical teams; Developing advanced education courses and programmes in related fields, namely at the doctorate and post-doctorate levels; Giving lectures and seminars and contribute to the promotion of scientific culture in their particular work area.


Industry and inter-sectoral mobility



A measure has been implemented regarding the funding of PhDs in companies; there are 124 PhD fellowships in industrial environment; 



In the programmes Ciência 2007 and 2008 launched by the Foundation companies and SME’s with research capacity were eligible to apply as host organisations; Within the Foundation’s Ciência 2007 and Ciência 2008 programmes, as well and in the Cofund proposal, Companies/SMEs with research capacity were eligible as host institutions.


Working conditions:



Public Universities and Research Laboratories have their own teaching and research staff hired as civil servants.



Both public and private universities can sign employment contracts with a defined time length with researchers; universities have been granted a high level of administrative and financial autonomy.



In 2007 and 2008 FCT launched two programmes, Ciência 2007 and Ciência 2008, addressed to Post-Docs; the goal of these programmes was to hire researchers by standard employment 5-year contracts for career development; these two programmes funded over 1100 Portuguese and foreign researchers, in Portuguese institutions.



The Foundation is also negotiating a Cofund proposal with REA for the return of EU/AS nationals from Third Countries in view of their career development, and host institutions will hire researchers under mandatory employment contracts.



Priority area 1: Open recruitment and portability of grants



FCT is the Ministry’s agency that has managed structural funds for the 2 to 3 past decades. The Foundation evaluates the proposals submitted by the candidates in response to openly advertised calls, namely, the Foundation’s website and in the main Portuguese newspapers. Proposals are evaluated by panels in different research fields: researchers from all research institutions are invited to participate in the evaluation exercises carried out by FCT.



Higher education institutions and research laboratories can post their vacancies in the eracareers portal; private institutions were also invited to publish vacancies in the portal. So far, approx. 12500 jobs and fellowships have been posted in the portal.


The launching of EURAXESS Portugal is expected by mid-March. There is awareness that publicly funded research positions should be openly advertised namely in Euraxess; the Foundation is looking at the possibility of strongly discouraging the publication of vacancies in other language than English by transparent software analysis of text. 



At the level of the portal’s contents, a strong effort is being made to make available updated information to incoming researchers, both European and third country nationals; in a second phase information regarding outgoing researchers will also be made available.



Portability of grants is already a common practice; It is possible in two different situations: 



1.Either the ESR /Post-Doc follows his/her supervisor, whenever he/she changes from one institution to another or


2.When the ESR is dissatisfied with his/her supervisor and finds another supervisor in a different team/institution; in this latter case, the transfer requires that agreement is achieved between parties.



Meeting the social security and supplementary pensions needs of mobile researchers



Information regarding Social Security is being collected and structured; meetings between Euraxess bridgehead representative and social security communication unit have taken place and there is a commitment from social security to validate all the information that is being prepared, focusing this specific group of workers, before uploading it in the Portuguese portal; 



As a Member-State Portugal has adopted the European legislation on Social Security. Social security bilateral agreements exist with a number of third countries:



Andorra, Argentina, Austrália, Brasil, Cabo Verde, Canadá, Canadá - Quebeque, Chile, Estados Unidos da América, Marrocos, Reino Unido, Channel Islands (Jersey, Guernesey, Herm, Jethou e Man), Uruguai, Venezuela.



No rules in place easing international mobility of researchers when concluding bilateral and multilateral social security agreements with third countries.



FCT funds Portuguese researchers abroad as well as foreign researchers in Portugal; incoming and outgoing mobility and brain circulation have been encouraged and supported; this is particularly true in what concerns the recognition of diplomas; the transfer of pension rights for mobile researchers is therefore an issue for further study, clarification and improvement



There is concern regarding the issue of pension needs and an effort to find solutions is welcome; the European Social Fund could be one possibility of supporting the supplementary pension needs of mobile researchers during a transition period. Others sources of funding will be explored in order to converge in that direction.



Working conditions


PhD Fellows funded by the Foundation can opt for the minimum voluntary social insurance at the Foundation’s expense. 



Fellows can pay higher contributions but at their own expense.


To achieve adequate gender representation in selection and funding bodies



There are no neither positive nor negative discrimination policies in place.



Neither gender balance measures nor work-life balance measures are in place. Legislation regarding maternity and paternity protection has been put in place and applies to researchers.



Fellowships awarded by the Foundation consider maternity or paternity leave.



There is an adequate gender balance in the Portuguese scientific community. It is important to note that the scientific Portuguese community has at the moment 44% of women researchers.








			Romania


			The strategic objectives and the long term priority research directions, defining the perspective of the overall development of  the RDI system are set by the National RDI Strategy for the period  2007-2013 –  National Strategy, and by the National RDI Plan for the period 2007-2013 – National Plan, adopted by Government Decision nr. 217/2007, respectively by Government Decision nr. 475/2007.


The National RDI Plan (NPII), elaborated under the coordination of the National Authority for Scientific Research is the main instrument for the implementation of the National RDI Strategy for 2007‐2013 and has 2 specific programmes  dedicated to HRM, ‘’Human Resources’’ and ‘’Ideas’’, both run by the Executive Agency for Higher Education and Research Funding, which in particular ensures the management of research programmes mostly addressing the development of scientific careers and increasing the research capacity in universities.



RO is preparing a National Action Plan in the context of the National RDI Strategy for 2007-2013. 



The RDI system in Romania has a strong focus on research careers, among the major objectives being the following:



· A three-times increase of the number of researchers until 2013, together with the decrease of the average researcher age below 40 years;



· Provision of an average annual number of 2000 doctoral scholarships;



· An increased share of PhDs and doctoral students, up to over 50% of all researchers;



· An increased interest for the research career by providing access and career development facilities for performant researchers;



· Attracting experienced researchers, and young post-doctoral and doctoral researchers OF ANY NATIONALITY, while turning Romania into a destination of interest for scientific excellence;



· An increased access to performance research infrastructures through the participation to large international research infrastructures, the development of research facilities of national relevance, and through support for establishing performant laboratories with multiple users.


Types of projects financed by the national HR Programme/NPII presently:



1 Postdoctoral research projects



2 Research projects stimulating the setting up of young , independent research teams



3 Research projects stimulating the return of Romanian researchers to RO



4 Complex reintegration projects



5 Research projects for PhDs



6 Mobility for PhDs projects



              7 Mobility for researchers projects



8 Awards – research results



9 Awards – ST innovation



             10’’Stefan Odoleja’’ Fellowships (financial support for PhD programmes)


EPR implementation so far:


· The National Authority for Scientific Research has established under its supervision a Working Group for the EPR implementation in RO, consisting of the most relevant national public bodies identified for implementing the 4 Axes of EPR, namely: the National Authority for Scientific Research, the Executive Agency for Higher Education and Research Funding, the Romanian Office for Immigration (ROI- Ministry of Internal Affairs) and the National House for Pensions and Other Insurance Rights. A common work procedure was set up for the representatives in the national WG (the protocol between the NASR and ROI- monitoring the progress made in implementing the Scientific Visa Directive- is already in force).



· The structure of the national delegation in the SGHRM has been reshaped in order to better respond to EPR requirements (final nominations end of February)



· The Romanian EURAXESS network componence: new EURAXESS Service Centers and Local Contact Points joined the network, located in universities, national RD institute, chambers of commerce, regional development agencies; specific training for the network from BHO envisaged mid April (topic: EPR and Scientific Visa Directive- transposed Directive, conditions for admission of 3rd country researchers in RO, authorised organisations, hosting agreement provisions, implementing institutions.


Systematically open recruitment 


- The Romanian EURAXESS Portal is now in the pipe line, work is in progress in order to be coherent with the new template, content of the website and information structure provided by the Commission


-Official letter sent to Romanian consulates and to EURAXESS Service centers informing them about the Scientific Visa package (also about existing national regulations and the implementing institutions in RO)


-Future action: The RO universities have a high level of autonomy and  the national legislation does not impose online advertising of public research positions (only publication in the Romanian Official Journal, newspapers and at the university headquarters); we intend to send a Recommendation from the Minister of Education, Research, Youth and Sports addressing the rectors of all public and private universities encouraging them to publish their research vacancies on EURAXESS Portal and also to join the organizations that already signed the European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers., as key elements in the European Union’s  policy to make research an attractive career, which is a vital feature of its strategy to stimulate economic and employment growth.


Meet the social security and supplementary pensions needs of mobile researchers;



- there are no special security means for researchers compared to other professionals (all are mobile workers); bilateral agreements  and mutual conventions on social security are not specific to researchers alone;


-supplementary pensions: private pension funds administrators have to be certified by the Commission for Private Pensions System Supervision and Monitoring and register in the Private Pensions Administrators Register available at www.csspp.ro. Presently there are 11 private pension administrators in RO;


- currently we use EUlisses Portal for information on social security in EU (we post EUlisses information on our national website www.ancs.gov.ro and it will be linked to EURAXESS too) and we explore the issues related to social security and mobility (national WG Axis 2 members)



-ACTIONS: improve information posted on the internet concerning social security and supplementary pension rights, particularly through better linkages between national information websites.


Provide attractive employment and working conditions



- The Government Decision no. 475/2007 approving the implementation of the National RDI Plan 2007-2013 establishes new ceilings of the salaries of researchers undertaken projects within the NPII (significant increase from 1500 Euros to 4300 Euros man/month, depending on activity category and professional level/function);


-Material sent to all the Chambers of Commerce and Industry in Romania and to EURAXESS Service centres, presenting the funding opportunities addressing industry-academia partnerships that PEOPLE Programme offers through Marie Curie Actions.





			Slovak Republic


			





			Slovenia


			In Slovenia, the preparations for the National Action Plan for the Implementation of the European Partnership for Researchers started in spring 2009, after thorough consultation with the Rectors Conference of Slovenia and after a series of presentations/discussions on the issues of EPR at the Universities in Slovenia (involving meetings with rectors and vice-chancellors for research activities at universities). At the same time, parallel processes of evaluating the achievements of the National Research and Development Programme for 2005-2010 and of identifying areas for priority action in the next mid-term programming period were carried out, those processes were not directly interlinked at the very beginning, but nevertheless immediate synergies immediately became optional and apparent. Analysis of the prior program results pointed to open issues in the area of human resources that were closely connected to the EPR issues and that demanded response in new measures or instruments. A ministerial working party/expert group was established and an analysis of human resources in science and technology had been carried out.



The Working Party/Expert Group on Human Resources in Science was established in December 2009, upon a joint initiative of the Rectors’ Conference and MHEST, with the main objective to elaborate the document of the National Action Plan and to make recommendations to the minister on the human resources issues for integration into strategic documents of the Ministry for further research policies. Since the year 2010 was the year of the preparation of he national mid-term strategic plans for the fields of science and technology as well as for the field of higher education field, a lot of effort was invested into an analysis of the current situation regarding human resources in science and technology, to identify weak point in the present research policy measures and programs. The Expert Group was led by the Director General for Science, the nominated members were representatives of the Rectors’ Conference of Slovenia, of the two ministerial directorates (Directorate for Science and Directorate for Higher Education), KORIS (Coordination of Research Institutes of Slovenia), of the Slovene Academy of Sciences and Arts, The Association of Young Scientists of Slovenia, Chamber of Economy of Slovenia, of individual universities and of ministries for labor and social affairs and for finance.



An analysis of human resources was carried out in April 2010, among the findings, special attention had been paid to the issues of employability of new Ph.D. holders and to the gender structure of research positions. Academia-industry relationships were treated also with special attention. Analysis pointed to deficiencies in assuring favorable working conditions for researchers arising from the present research system and led to identification of new indicators.



The Expert Group on Human Resources in Science submitted a report with identified measures for further actions in the four key areas of the EPR to the Minister, responsible for science, in July 2010.



In August and in September, the first draft of the National Research and Innovation Strategy document was elaborated, foreseeing measures in the four fields of the EPR. Code and the Charter are explicitly mentioned in the document, as well as the objective of creating positive environment for a joint European approach to the development of scientific careers (common EU Framework for Scientific Career).



The new strategic documents points to the importance of increased autonomy of public research institutions and consequently to their increased responsibility in building their human and development potentials. Strengthening of human resources, particularly for the needs of economy, along with promoting the role of science in society, is in the core of the research and innovation strategy and reflects in a number of measures that stimulate competitiveness of economy and establishment of supportive environment to scientific research and creativity. Following the vision of an increased visibility and recognition of researchers in society, the building of appropriate legal framework for functioning of such a new system starts and is expected to be established, through a series of legal adjustments, by the end of 2012. The key element of the system is researcher as a person, due to the fact that a higher level of development may be attained only by means of developing human resources. Increased autonomy in the employment policies of individual research organizations may lead to the changes in the employment practices, bound to the status of civil servants, and to more balanced approaches to scientific careers. 



Introduction of new skills and improvements in career possibilities for researchers are important objectives that are exposed in the Research and Innovation Strategy document, along with the introduction of stimulating legal measures that provide for social security of researchers, for favorable working conditions and for transparent recruitment procedures.



National Action Plan for the improvements of scientific career possibilities is a coherent part of the national strategy document and it involves also measures for assuring equal opportunities to the two genders.



In July 2010, the national legislation stating the payment system for civil servants (involving researchers – national and foreign) was amended, releasing some constraints to the payment of adequate monthly income to foreign researchers according to the principles of the Charter and Code. 



Special working group on gender issues in science and technology, working under the auspices of the Ministry, continued its work.



The Slovene mobility centre CMEPIUS worked on the upgrading of the EURAXESS activities and integrated all the four Slovene universities into the EURAXESS project. In December 2010, the greatest national EURAXESS event took place, presenting the possibilities of the portal to Slovene researchers and offering specific training on project preparation and management to them.



Activities for promotion of science among the young and efforts for strengthening cooperation between academia and industry continued on a permanent basis.



Even if consultation processes for the preparation of national master plans 2010- 2020 in the fields of Science and Technology and of Higher Education started as separate processes, a systematic approach to the setting of formal grounds and of new ways of financing was introduced, both for the Higher Education Area and for the field of science and Technology. 



For the HE Area, a new Quality Framework was set and a national agency for HE Quality Assurance was established already in December 2009.  A need for a coherent development of programs in both fields (research and HE) was recognized and in December 2010, a proposal for a new financial system was presented to the higher education and research spheres.



“Research and Innovation Strategy of Slovenia” document may be considered an important development of the work invested into the preparation of the National Action Plan on Implementation of EPR, and of the consultation processes led under a public debate.



National efforts for the development of research careers will be comparable to the European and international efforts, with an aim to contribute to the building of a common framework for the development of scientific career
.





			Spain


			ES is currently in the process of writing a new Law on Science and Technology. This new regulation will provide a flexible framework that will allow the necessary actions to adapt to the new need of research.



A draft was presented in February 2009 and includes between its main objectives the design of the research career, including mobility aspects as one of the key elements.



On April 2010 a coordinated action between the Spanish Government, the Autonomous Regions and the Universities was launched under the name “University Strategy 2015”. This action is aligned with the European process of modernisation of the universities and the EHEA construction. The training and skills agenda are included in this strategy.









			Sweden


			Inquiry on ways to extend the autonomy of Swedish HEIs delivered to the government in 2008.



Careers for quality



Allocation of increased financial resources to the Agency for Innovation Systems to increase the number of industry-based doctoral students.





			United Kingdom


			UK Higher Education Institutions (HEIs) and Public Sector Research Establishments (PSREs) already enjoy a high level of autonomy, creating a very diverse sector able to respond to new scientific needs and opportunities quickly and effectively.  In order to ensure high standards in their approach to researcher careers and mobility they have taken a series of initiatives as follows:-



The key instruments setting out policy on researcher career and mobility issues in the UK are the Quality Assurance Agency for Higher Education (QAA) Code of Practice and The Concordat to Support the Career Development of Researchers (The Concordat).  



The QAA Code of Practice was revised in 2004 and a special review was undertaken in 2005 -06
 The Concordat was launched in 2008 and was signed by (among others) the funding bodies, research councils and Universities UK (on behalf of higher education institutions)
. 



The Concordat and the QAA Code of Practice (which includes a joint skills statement) have been mapped on to the principles set out in the European Charter for Researchers and Code of Conduct for Recruitment of Researchers
 and are the mechanisms through which the charter and code will be delivered in the UK.



Responsibility for implementing the Concordat rests with individual HEIs and research organisation, as well as the researchers themselves. In addition, Universities UK, representing 133 UK HEIs, through their executive heads (vice-chancellors and principals), is a signatory to the Concordat on behalf of all member HEIs. The Concordat has also been endorsed by the UK Research Base Funders Forum – representing the major public and private funders of public research in the UK.  Overseeing implementation of the Concordat is a strategy group chaired by Sir Ivor Crewe and representing all the major signatories and supporters.



The strategy group has appointed a full time implementation coordinator based at Universities UK. The post is co-funded by the funding bodies and the research councils. The coordinator is responsible for measuring progress towards implementing the seven principles of the Concordat and reporting on implementation across the UK.



The coordinator works closely with Vitae
 which is also funded by the UK research councils. Vitae supports the implementation of the Concordat at national level by championing the personal, professional and career development of doctoral researchers and research staff in HEIs and PSREs.



Vitae works with HEIs and PSREs to provide specific support for doctoral researchers and research staff. It also champions the common needs and interests of all researchers; supports their development needs; and undertakes research to build the evidence base necessary for policy development in this area.



The HE sector can monitor the experience of their early career researchers through the Postgraduate Research Experience Survey and the Careers in Research Online Survey which are made available to all UK HEIs, either yearly or 2 yearly. 



The UK higher education sector funds the Equality Challenge Unit (ECU) which supports the sector to realise the potential of all staff and students (including researchers) regardless of race, gender, disability, sexual orientation, religion and belief or age, to the benefit of those individuals, HEIs and society.



HEIs have benefitted from a dedicated funding stream (known as Roberts Funding) to support the actions designed to enhance skills development amongst researchers provided for under the Joint Skills Statement and the Concordat.



Through its membership of the European University Association’s Council for Doctoral Education (EUA-CDE), the UK engages with and influences European developments relating to training and skills development for postgraduate researchers. The EUA-CDE comprises over 150 of Europe’s top universities, of which 18 are UK institutions - the largest representation from a single country. Vitae is also a member. The Council constitutes the central forum for Europe-wide discussion on key issues surrounding the provision and development of doctoral programmes. These currently include issues of particular concern to the UK, such as university-business collaboration and the status of the professional doctorate.








			ASSOCIATED COUNTRIES


			





			Albania


			





			Bosnia&Herze-govina


			





			Croatia


			Under the National Programme for the Accession of the Republic of Croatia into the European Union - 2008, the Republic of Croatia undertook the development of the Action Plan for the Mobility of Researchers, which was to be based on the EC Communication Better Careers and More Mobility: a European Partnership for Researchers (COM (2008) 317). National Action Plan was adopted in September 2009. The goals of the Action Plan for the Mobility of Researchers are:



· Removing obstacles to the mobility of researchers;



· Increasing trans-national and inter-sectoral mobility.



Within the scope of the stated goals of removing obstacles to the mobility of researchers and increasing the mobility of researchers, the following objectives are proposed: 



1. Systematically open recruitment and portability of grants



2. Meeting the social security and supplementary pension needs of mobile researchers 



3. Attractive employment and working conditions; 



4. Facilitate the recognition of Croatian researchers’ qualifications abroad; 



5. Implement other EU documents relevant to the mobility of researchers; 



6. Remove obstacles related to the regulation of residence status and the organisation of life in Croatia; 



7. Continue funding of the mobility network;



8. Foster inter-sectoral mobility of researchers. 



Since the implementation of some of the measures proposed herewith falls within the competence of other state administration bodies, the - Steering Committee for the Mobility of Researchers of the Ministry of Science, Education and Sports shall launch consultations with these competent bodies and establish cooperation directed towards the implementation of the proposed measures.  



The proposed measures shall be implemented by the end of 2010.  



It is hereby proposed that the following initiatives of the European Commission be incorporated into Croatian strategies and legislation:  



1. By implementing this Action Plan, the Republic of Croatia shall transpose the provisions of the EC Communication Better Careers and More Mobility: A European Partnership for Researchers (COM (2008) 317). Hereby being proposed is the developing of a partnership among the EU member states with the common goal of increasing the number of researchers.  



2. Include the category of researcher in the existing legislation in accordance with the recommendations of the European Commission. This specifically involves regulating and amending the definition provided in Article 2, item 5 of the Regulation on Determining Requirements for Granting Temporary Residence to Foreigners for the Purpose of Scientific Research (Official Gazette “Narodne novine”, No. 42/08), by replacing it with the word “researcher”. The Ministry of Science, Education and Sports is due to implement this measure by March 2011. 



3. It is recommended that all scientific and research institutions become signatories to and commence the implementation of the European Charter for Researcher (hereinafter: the Charter) and the Code of Conduct for the Recruitment of Researchers (hereinafter: the Code of Conduct), thus creating a more favourable environment for the mobility of researchers. The Charter lays out the rights and obligations of researchers and R&D organisations. The Code of Conduct has the goal of ensuring both the equal treatment of all researchers in Europe and increased transparency in the recruitment and employment process. Over 800 organisations from 23 European countries have signed the Charter and the Code of Conduct to date.    



In order to simplify the regulation of residence status of foreign researchers, the following measures are proposed and taken:



1. Conduct consultations with the Ministry of the Interior on the accreditation of R&D organisations for the purpose of hosting foreign researchers in line with the below model:



1.1. The organisation will submit an -application for approval on scientific visit to the Ministry of Science, Education and Sports; 



1.2. The Ministry of Science, Education and Sports will then give the approval for scientific visit to the organisation to host foreign researcher -; 



1.3. The Ministry of Science, Education and Sports will deliver the approval to the organisation and will add the organisation to the list of organisations authorised to host foreign researchers to be published on the web pages of the Ministry of Science, Education and Sports and of the Ministry of the Interior. Accredited organisations will then host foreign researcher on the basis of a temporary stay permit granted for the purpose of carrying out scientific research. Other organisations could continue to implement the existing procedure of permits granted on a case-by-case basis;   



1.4. The R&D organisation and the foreign researcher will sign a - hosting agreement; 



1.5. The researcher will enclose the -hosting agreement with the application for a temporary stay permit, which he or she will submit to the nearest police administration or consular office; 



1.6. The accreditation would be renewed periodically (for example, every 5 years). It is proposed that the procedure laid out above be incorporated into the -Regulation on Determining Requirements for Granting Temporary Residence to Foreigners for the Purpose of Scientific Research (Official Gazette “Narodne novine”, No. 42/08).



2. Conduct consultations with the Ministry of the Interior regarding the following topics:



· Ensuring that, in the cities that have R&D organisations (Dubrovnik, Osijek, Pula, Rijeka, Split, Zadar, Zagreb), the officers who are responsible for handling applications for temporary stay permits speak English;



· Simplifying the process of granting work and/or residence permits to family members of the  foreign researcher; 



· Granting temporary stay permits to foreign researchers and their family members in a single step, on the basis of - - a hosting agreement; 



· Removing other obstacles related to the recognition of primary and secondary education qualifications, provided that the reciprocity condition has been met.



It is propose that the funding of the network for the mobility of researchers to be continued, as well as that of the EURAXESS Service Centre and the network of “science managers” (administrative staff responsible for science) appointed at universities under the Seventh Framework Programme for Research and Technological Development (FP7), and that such funding be sourced from IPA (Instrument for Pre-Accession Assistance) funds and other EU funds and programmes.   



Foster Inter-Sectoral Mobility of Researchers 



The transfer of knowledge and technology from R&D organisations to industry represents the cornerstone of growth in the modern economy, and is an intentional result of the implementation of EU guidelines. The main objective is the elimination of the so-called European paradox. The European paradox refers to the perceived failure of European countries to translate scientific advances into marketable innovations. Universities and public science institutes should, in conjunction with the business sector, institute a policy of knowledge transfer and stimulate mobility of researchers between academia and industry. The following measures are proposed within this objective: 



1. Universities will be advised to consider amending their statutes so as to explicitly support cooperation between the higher education system and the business sector.  In particular this involves incorporating into these statutes a systematic exposure of students to interdisciplinary knowledge, an appraisal of interdisciplinary projects with ECTS credits, a possibility of doing theses and doctoral dissertations in collaboration with industry, and direct applicability of the obtained results to the advancement of the economy. The success of these efforts will be measured by the number of ECTS credits awarded for interdisciplinary projects, and by the number of doctoral students outside the system of junior researchers.    



2. It is proposed that science and technology faculties launch additional programmes in entrepreneurship and intellectual property, to be offered to students on all three levels of higher education as well as to researchers. This supplementary education would provide students with the advantage of an additional qualification when seeking employment. It is proposed that such programmes be accredited and incorporated into the professional development system, and that they be recognised in the form of a public document issued to experienced researchers in accordance with the Act on Adult Education (Official Gazette “Narodne novine”, No. 17/07). The success of these efforts will be measured by the number of issued public documents on the completion of these additional programmes. 



3. It is proposed that the appraisal of inter-sectoral mobility be introduced into the statutes of R&D organisations, in the descriptions of the appointment procedure for the positions of researchers, associates and experts. 



4. In accordance with the Action Plan: Investigation in Research, it is proposed that systematic investment into mentoring programmes for young researchers be made. Also, funding instruments should be developed such that they encourage researchers to choose doctoral dissertation topics that are of interest to the economy.    



5. Universities and public science institutes should provide moral and material incentives to cooperation between researchers and industry. It is recommended that opportunities for inter-sectoral mobility be increased by removing organisational obstacles in statutes of science institutions, and by ensuring the availability of advisory services for interested parties from both academia and industry.   



6. The - Steering Committee for the Mobility of Researchers of the Ministry of Science, Education and Sports will initiate consultations with the Ministry of Economy, Labour and Entrepreneurship in an effort to make necessary improvements to the relevant legislation and stimulate co-financing of joint projects of science institutions and the business sector.     



7. It is recommended that inter-sectoral cooperation be listed as a criterion in the evaluation of R&D organisations. It is recommended that this criterion be incorporated by the end of 2010.  


Active support should be provided to the implementation of all existing and future EU initiatives, schemes and instruments directed towards removing obstacles to inter-sectoral mobility (social security, pension rights, etc.) by raising awareness of their significance.





			Iceland


			





			Israel


			Social security and pension: About two years ago, The Government of Israel enacted the mandatory pension law that requires all employers to insure their employees in a comprehensive pension plan. All the researchers in Israel including visiting researchers reviving pension rights



Charter & Code: Charter & Code was adopted by all The Research Universities in Israel.



Gender balance: We can see in Israel a constant increase of the number and percentage of women in science and academic positions. There is no evidence if it is a natural process or as a result of scholarships and Grants for Advancement of women in the science which enhancing this process. However recently we gave a significant improvement to the gender balance regarding the Nobel Prize. 



 Israeli scientist Ada Yonath was awarded a Nobel Prize in chemistry, thus increasing the number of women who received a Nobel Prize in Chemistry by 33%. Ada joined Marie Curie (1911), her daughter Irene Joliot-Curie (1935) and Dorothy Crowfoot Hodgkin (1964).



R&D: R&D is already 4.2% of DGP



Scientific visa: Scientific visa in process. It was suggested to Join forces with USA, Japan and other leading countries in order to agree on a Global Researcher Visa.








			Lichtenstein


			





			Montenegro


			





			Norway


			White Paper on research policy approved by Parliament in June 2009 and defining the priority actions for areas 3 and 4.



Fast track scientific visa’ new regulation introduced 2009: to speed up employment procedures for specialized personnel from third countries.



Earmarking of grants: Increased researcher recruitment



Researcher education programmes: The institutions are encouraged to consider researcher education programmes in fields with poor recruitment.



The institutions are to develop regular plans for prioritized areas of research and recruitment programs, to be made known to early stage researchers. As a strategic measure the new White Paper opens for transfer of a restricted number of Ph.D.grants to Postdoc grants when considered highly needed.



Increasing the number of industrial Ph.D. grants.



Academia, institutions and industry are encouraged to stimulate the use of combined positions (e.g. professor II) and intersectoral researcher exchange.


Examples of portability of grants: a) from UK to NO b) from Norway to Austria

From 2006 the Ministry of Education & Research demand in their budget letter to universities and other HEIs that they should advertise researcher jobs on the EU portal 

Several gender initiatives have been in place since years.









			FYROM


			





			Serbia


			In order to introduce open recruitment the BHO was proposed changes in the law. Up to date 25 research institutions join Serbian Mobility Network by signing Declaration of commitment. Portal is full operational, and training of Service centre coordinators is expected in the next months.








			Switzerland


			Agreements with Germany, Austria, Italy (at national level) and France (at university level) for recognition of qualifications. Additionally most universities have internal regulations on recognition of qualifications.



Swiss house of scientific exchange (Swissnex office): Swiss science houses and science consulates established abroad to provide information about job opportunities in the country they are established and in Switzerland.



Swiss Euraxess Portal for Researchers: provides useful information for researchers moving to Switzerland. The portal also contains the contact details of the regional Euraxess service centres at the Swiss universities.



Lead Agency Process, projects comprising German and/or Austrian and/or Luxembourgian segments will now only be evaluated by one institution, the "Lead Agency". The partner organisations will recognise the Lead Agency's funding decision with their input and fund the segment to be conducted in their country.



For researchers who move abroad it is possible to make a request for ongoing SNSF funding to continue. The project can either continue in Switzerland while being managed from abroad or transferred to the new location. Agreements are in place for this with most European countries.



Swiss Federal Equal Opportunity at Universities Programme 2000–2011: contains several measures inc. Mentoring programmes for the promotion of female junior researchers; Incentive programme for the promotion of female professors and a work-life programme for greater balance between academic career and family (e.g. childcare facilities)



Main goals are: 



· Decrease horizontal segregation: The contents and structure of courses of studies address women and men equally. 



· Decrease vertical segregation / promotion of junior staff: In the transition from Bachelor’s to Master’s programmes, as well as from the Master’s to PhD, the gender proportion remains the same as at the preceding academic level. 



· Part-time study, compatibility: 



· Mobility: The mobility of women corresponds to their proportional presence in the corresponding academic level. 



Quality assurance: Measures for equal opportunity for students at all levels are integral components of the university quality assurance system.



CTI – the aim is s to generate more innovations out of co-operations between business and academia. Each year CTI supports several hundred projects in applied research and development (R&D) executed in collaboration between companies and universities. Businesses – above all SMEs– are thus supported in leveraging the R&D resources of the universities for their innovations and they support scientists in universities to bring out the results of their research, in conjunction with companies, onto the market, in the form of competitive products and services. 



The Confederation exclusively funds services provided by universities, paying the salaries of around 1,000 researchers each year. However, there is no cross-boarder mobility between academia and industry, the focus is limited to the cooperation





			Turkey


			As the main institution responsible for the development of scientific and technological policies, TUBITAK has been undertaking several initiatives in order to improve the research environment in Turkey. The Supreme Council for Science and Technology (SCST), which is the highest level STI policy making body in Turkey, adopted National Science and Technology Human Resources Strategy and Action Plan in its 22th meeting on 15 December 2010.  This strategy has following main aims:



· Increasing the number of R&D personnel and improving the distribution of R&D personnel with respect sector of employment,



· Enhancing research culture and improving skills and experiences of researchers,



· Improving research environment of researchers,



· Increasing mobility of researchers,



· Improving employment capacity for researchers,



To be able to prepare the strategy, 12 workshops with more than 500 researchers have been hold with the participation of all stakeholders such as international and national academicians, private sector R&D managers and public sector lab managers. During the workshops the following subjects were discussed; obstacles in research, solutions and international good practices and suggestions and mechanisms to attract international researchers to Turkey. In order to disseminate the findings of these workshop and, the problems which can be handled in short-term and develop strategies as an input for National Science and Technology Human Resources Strategy, International Researchers Coordination Committee (IRCC) established at the 18th meeting of SCST on December 2008.



International Researchers Coordination Committee (IRCC)



International Researchers Coordination Committee (IRCC) aimed to make Turkey an “attractive destination” for international researchers. The Committee was composed of relevant authorities from the Ministry of Finance, Ministry of National Education, Ministry of Health, Ministry of Industry and Trade, Ministry of Foreign Affairs, Ministry of Labour and Social Security, Higher Education Council, Directorate General of Population and Citizenship, Ministry of Interior, Intercollegiate Council (UAK), and TUBITAK. The Committee has worked on regulatory issues for international researchers, i.e. work and residence permits, contract period, wage, retirement, academic promotion, education for researchers’ children, learning Turkish, benefiting from health services, supports for scientific projects, and procedures for Turkish citizenship. The recommendations of this Committee were fed-back into SCST at its 19th meeting in June 2009. SCST designated relevant bodies to adopt their regulations for the issues recommended by the Committee. Some of the IRCC outputs are given in Box 1. Within the IRCC, a synergy was also created concerning the activities undertaken within the context of the EURAXESS Network. As the coordinator of the network in Turkey, TUBITAK launched the Turkish portal to which various authorities taking part in IRCC contributed with legal and procedural information. At the last meeting of SCST on December 2009, Committee has been terminated and the ongoing issues are transferred to the agenda of Science and Technology Human Resources Coordination Committee (STHRCC)



Science and Technology Human Resources Coordination Committee (STHRCC)



Established at the 19th meeting of SCST, the Science and Technology Human Resources Coordination Committee (STHRCC) is composed of the Ministry of Finance, Ministry of National Education, Ministry of Health, Ministry of Industry and Trade, Ministry of Foreign Affairs, Ministry of Labour and Social Security, Higher Education Council, Inter-University Counci, State Personnel Presidency, Union of Chambers and Commodity Exchanges, and TUBITAK. Based on its five working groups, the Committee has been working on important topics to improve the climate for researchers in Turkey, such as enhancing governance in higher education institutions, raising researchers’ income, and further increasing the stock of qualified HRST and university-industry collaboration. Their recommendations will be fed-back into respective policies. 



Science and Technology Human Resources Strategy Advisory Committee



In order to guide the efforts in drafting Science and Technology Human Resources Strategy, an Advisory Committee has been established by TUBITAK and realized the first meeting on April 2010. The committee consists of distinguished academicians returned from abroad, private sector representative, representatives of Higher Education Council, State Planning Organization and Ministry of Finance. Members of Advisory Committee were invited to Supreme Council for Science and Technology. The Advisory Committee is a permanent body that will serve for the follow-up the progress of the Strategy.  


Main achievements during the preparation of the National Strategy are as follows:



International researchers:



· Are privileged in obtaining Republic of Turkey citizenship;



· Have gained the right for receiving Project Incentive Bonus (PIB) from TUBITAK projects;



· Are provided with easy-access to information on work permits based on the following webpage www.workpermit.gov.tr. 


· For those are studying in universities and public research institutes for maximum 2 years and working in projects in the frame of EU Pre-accession programs, work permit requirement removed.



· Regarding duly applications for work permits will be finalized in 30 days at the latest.



Also,



· Researchers can get a preliminary permit not to exceed one year until they finalize their operations related to academic and professional qualification.



· The process of recognition of diplomas and academic promotion is also facilitated.



· Improvement of researchers income through removing deductions of revolving fund.
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� (NOTE EC) deleted from the 2009 report: actions such as stimulation of research organisations to adopt the HR Strategy as a way of implementing Charter and Code, or an inter-university workgroup, which is developing a proposal for an accurate and objective evaluation of aspiring candidates from Flanders and abroad.









� (NOTE EC) deleted from the 2009 report: The French-speaking part of the national action plan should be approved for the end of April 2010. Nevertheless, most of the planned actions have been already launched. Several working groups have been created by the French-speaking universities rector’s council in order to implement new human resources policies (adoption of human resources strategy by the universities, international publication of vacatures,...). In 2010, one of the priority objectives of the Walloon scientific council will be to scrutinize the researcher’s career. The French community policy declaration as well as the Marshall 2 green plan contain several actions aiming to reinforce the public awareness about the researcher’s careers. 




� (NOTE ED) deleted from the 2009 Report: A national action plan, which will contain all three chapters homogeneously integrated, will be made available as soon as possible. A conference on the implementation of the EPR will take place in Brussels on 8-10 November 2010.




� (NOTE EC) this period replace the sentence: A new Law on academic development was adopted, aimed at introducing flexible and expeditious procedures for acquiring of a scientific degree. Reforms aimed at:




Creating conditions to attract young professionals in scientific research and dissemination of knowledge; 




Opening up the labour market and the creation of bridge structures between universities, research organizations and businesses;




Encouraging participation in the international exchange of knowledge through the implementation of joint projects and programs and other forms of cooperation;




Supporting career development of young scientists, doctoral and post-docs;




Improving the quality of university education









� (Note EC) this period replace the following sentence in the 2009 Report: Particular attention is paid to talented young people who seek to find and bring in science to school age. Purposeful activities support development of career model and opportunities of development R&D personnel, facilitating the movement of people and knowledge, education and research institutions and enterprises and creating incentives for students and researchers in the business started.




� (NOTE EC) this replace the sentence: Since January 1st, 2010, up to 51 (of the 85) public universities with broaden responsibilities and competences in the frame of the law on universities’ autonomy, may recruit researchers through long term working contracts (art L.954-3 code de l'éducation)�; all year round by local procedures.




� This scheme will be applicable to all universities by 2012. It will also be extended to the research institutions although the current regulation enables these institutions to recruit researchers for short term contracts, up to 6 years before turning long term contracts (decree n°86-83, 17 January 1986).




� 5 Institutions in 2009 of which only 1 University 9Note EC).




� Not already achieved in 2009 (Note EC).




� The Law was already mentioned in the 2009 report. The reference to the "mobility of researchers to become a major aspect of their career development" present in the 2009 REPORT has been deleted. (Note.EC)




� Promotion of students’ research activities, doctoral–residency studies, improvement of qualifications and competences of scientists and other researchers, postdoctoral training, financing of foreign scientists’ visits, grant schemes provided to Lithuanian scientists and aimed at attracting and reintegrating of high-level researchers from abroad, as well as employment (state aid for the loan) of highly qualified personnel in enterprises, working in knowledge and innovative technology intensive economic sub-sectors. 




� (NOTE EC) text deleted from the 2009 Report: "Meetings between the Ministry of Higher Education and rectors were organized in May, in June, in July and in October 2009, to discuss the EPR. Key issues were supported by presentations of the European Partnership initiatives in the four key areas of partnership. A joint initiative of the Rectors' Conference of the Republic of Slovenia and of the MHEST for constituting an appropriate forum for discussion led to the establishment of a working party/expert group on human resources in science in December 2009. The Expert Group for Human Resources in Science was set up with the main objective to elaborate the document of the National Action Plan. The NAP considers also the issue of new indicators for the field of research that should be taken into consideration in the new National Research and Development Programme for 2011-2015, along with the gender balance issues that are addressed by a special ministerial working group. As part of the process leading to NAP, a special web-site (EPR home page) of the MHEST has been designed that would support a public debate over the EPR issues and that would stimulate contributions to the human resources area in science policy. In November 2009, the opening of the Slovenia EURAXESS Portal took place, the Portal and the services offered by the portal were presented to the audience of researchers and other interested parties in Slovenia". 




� See � HYPERLINK "http://www.qaa.ac.uk/academicinfrastructure/codeofpractice/" ��http://www.qaa.ac.uk/academicinfrastructure/codeofpractice/�




� Further information at the Concordat website: � HYPERLINK "http://www.researchconcordat.ac.uk" ��http://www.researchconcordat.ac.uk� 




� See � HYPERLINK "http://ec.europa.eu/eracareers/pdf/am509774CEE_EN_E4.pdf" ��http://ec.europa.eu/eracareers/pdf/am509774CEE_EN_E4.pdf� 




� See � HYPERLINK "http://www.vitae.ac.uk" ��www.vitae.ac.uk� 
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Providing attractive employment and working conditions: Progress and Future Plans





			Country


			Progress


			Future Plans





			MEMBER STATES


			


			





			Austria


			· A collective agreement between university representatives and the union of public employees has come into force with October 2009. It provides the basis for the improvement of career prospects and working conditions of employees at universities e.g. by a standard career model which offers more flexibility, regular evaluation and higher minimum wages for researchers; by prolonging the duration of short/fixed term contracts by the length of a maternity leave; by the possibility to get a leave for study, training or research purposes. Within the framework of the collective bargaining agreement, universities can act flexibly. The Austrian Federal Ministry of Science and Research supports the implementation of the collective agreement with additional funds and has included the implementation activities in the performance agreements with universities for the period 2010-2012 with universities.


·  During 2010, universities have started to implement the collective agreement and to modify existing career models. Now universities offer transparent career perspectives by differentiating between fixed-term positions and positions to pursue a career path which includes the possibility to qualify for a permanent position. 


· .


· The promotion of C&C and a broader implementation of the C&C principles at Austrian universities is part of the negotiations for performance agreements 2010-2012 with universities. As a first result 5 more Austrian universities signed C&C in 2009. In 2010, five additional Austrian universities have signed C & C. Furthermore, the Medical University of Graz received as the first Austrian University the HRS4R (Human Resources Strategy for researchers) acknowledgement by the European Commission. Moreover, one additional research organisation has signed Charter & Code in 2010 (by 15.11.2010).


In AT, grants by the main funding agencies provide adequate social coverage. Some programmes offer the grantee the choice between being employed on fixed term contract with full social coverage or a grant with self insurance.


· By an amendment 2009 to the University Act 2002, universities have to ensure a share of at least 40% of women in committees and boards at universities. As of October 2009, universities will have to establish or elect new committees and boards according to the new regulation.


·  A special programme “excellentia” has further enhanced the number of female full professors at Austrian universities. Since starting the programme, the percentage of women among full professors has been raised from 13% (in 2005) up to 18% in 2010


Measures to increase the share of women at all career stages and in responsible positions at universities, also measures to allow for a better compatibility of scientific career and private life and for an adequate work-life balance (e.g. child care facilities, parental leave, flexible working hours) are part of the performance agreement 2010-2012 with universities. During 2010, universities have started to implement such measures, e.g. by dedicating a certain number of “career path” positions to women, or to further expanding  capacities of child care facilities and improve their services.



To increase the share of women in top positions at universities, Universities Austria (the former Austrian Rectors‘ Conference) has set up a Task Force Gender & Diversity and will offer coachings for prospective female heads of university. The coachings address female candidates for the position of Rector of a university. The measure aims to encourage more women to apply as candidates for such a position and, in the end, to enhance the number of women among heads of university.


·  Since 2009, the Austrian Federal Ministry of Science and Research offers a special media training for female doctoral candidates and postdocs to better enable them to cope with the media and to improve the visibility of female researchers. Between March and June 2010, 50 young female researchers participated in a training.



· Programmes to foster women in R&D, Science and Technology (e.g. Laura Bassi Centres of Expertise”, „FEMtech – Women in Research and Technology”, award for equal opportunities and women in R&D) will be continued or enhanced with the aim to attract more women to R&D and to promote their career perspectives. 


·  5 Austrian universities have started a cooperation by offering a “Dual Career Service” in order to support newly recruited researchers and their partners in finding an accommodation, a new job for the partner and child care facilities; thus also enhancing the attractiveness of these universities for excellent researchers from abroad.


· 


			· The full implementation of the collective agreement will be carried out by the universities within the next years.


Further universities are expected to sign C&C end of 2010 or in 2011.


.


· Further measures to increase the share of women at all career stages and to allow for a better compatibility of scientific career and private life will be carried out by universities within the performance agreement period 2010 – 2012.





			Belgium


			The financing for tenure track mandates in Flanders will remain at a stable level and the tenure track system will be further implemented. 


Good career development opportunities and good conditions of service within the framework of the Partnership were included in the negotiations of the new collective labour agreement for higher education in Flanders
. As stipulated in this new collective agreement a working group was set up to look more closely into questions of statute and labour conditions of researchers. 


The Equal Opportunities Workgroup of the Flemish Inter-University Council has published its third VLIR report on equal opportunities.  


A Flemish government act stipulates the obligation of having a balanced gender representation in advisory bodies. Gender issues are also dealt with at the Federal level, with a particular stress put on the representation in selection jury’s, calls for tender…



Doctoral fellowships are subject to full social security.


Several fiscal measures lowering the cost of the researcher have been rearranged and made broader and simpler.



For the 2010 call, grants for postdoc fellowships and Back to Belgium have been raised in order to be more attractive. The number of eligible countries for postdoc fellowships has been enlarged. The conditions for the Back to Belgium grants have been lowered. More candidates will be selected for longer periods.



The Rectors’ Conference of the French Community set up a working group named « EURAXESS-Rights » in order to aid the adoption of the HR strategy and to reinforce the attractiveness of the universities. 



In 2010,  the Walloon Scientific Council analysed the researcher’s career and their working conditions and produced recommendations. 



Since 2009, a working group “women and science” has been created in order to identify problems, exchange good practices and elaborate solutions related to gender issues.



An international workshop on scientific visa was organised in November, under the Belgian Presidency of the EU.



Research Foundation – Flanders received the Excellence in Research-label. UHasselt is a member of the first HRS4R-group. Other universities and research institutions are also working on the implementation of C&C





			The structural funding for the Flemish universities will be increased. 



The Flemish government will stimulate taking sabbatical leave by university academics. 



Streamlining of the legal position of higher education in Flanders
.


Measures (and their impact) towards a more attractive research environment will be analysed.



Adoption and implementation by the French speaking universities of the Human resources strategies before the end of 2010.



Concrete support will be give by the government to the universities who obtain the European commission acknowledgment of their human resources strategies


Concrete propositions regarding research careers and working conditions will be made by the Walloon scientific council to the government.


The government of the French community intends to improve the status of the doctorate holders in the public service   








			Bulgaria


			


			After entry into force of the new low for the development of academic staff a framework for the development of academic staff in the Republic Bulgaria the management of these institutions will move from centralized to competitive management. 



The reform aimed at: 



· Decentralization of the system for awarding scientific degrees and academic appointments.



· Improving the quality of university education 



· Stimulating the lecturers and researchers to participate more actively in research projects – national and international









			Cyprus


			The “Development of Human Resources in Research” aims at the quantitative and qualitative development of human resources engaged in research activities by: - Attracting and incorporating new researchers in the RTDI sector that have recently completed their doctoral programmes - Training and directing new scientists that are currently preparing their doctoral dissertations in order for them to become the next generation of researchers - Preparing the younger generations via the establishment of the view that following a career in research could be an excellent option for professional development


			





			Czech Republic


			In 2009 the National Research, development and Innovation policy for the years 2009 – 2015 was adopted. Within this policy one of the chapters is dedicated to human resources in RD. Based upon this policy 3 programmes are foreseen to advance the quality of human resources in RD: a) the system of post-docs openings based upon public competition at excellent Czech research institutes, which is open also to foreign researchers; b) Programme “Return” which is aimed at researchers returning from abroad and which enables continuation of their research work in their home institution; c) support to young researchers who carry out research in SMEs.



In addition two Operational Programmes were adopted: OP Education for Competitiveness and OP Research and Development for Innovation, which focus on RD activities including improving working conditions.


The national EURAXESS Network is fully financially supported by the Ministry of Education, Youth and Sports since 2008.





			The advancement of human resources in RD is mostly foreseen in the Operational Programmes based upon the structural funds.


The Ministry of Education, Youth and Sports of the Czech Republic prepared two programmes which have direct influence on the development of the attractive employment and working conditions:



· Programme Návrat - creates conditions for faster and more successful reintegration of professionals with a lot of experience to research organizations within the Czech Republic. The realization of this program should be from 2012.



· Programme ERC CZ - indirectly supports the integration of researchers into Czech research organizations providing them satisfactory conditions for the realization of their projects which have been positively evaluated within the ERC calls but due to not sufficient financial means of the ERC, the project could not pass.








			Denmark


			To increase the number of women in research at all stages up the research career ladder a number of bottom up measures have been identified and are under implementation locally. Such measures include: mentors and role models; development of female research talents; development of a work culture; achieving a balance between working life and family life; more permanent research positions; increased competition for research positions; competition on equal terms; more women in decision-making bodies; more women in research management; and more female professors.


“Sapere Aude” programme directed at providing encouragement for individual and talented researchers to conduct their own research programme independently and to develop international networks. The programme addresses the three career stages: The post doctoral level, the associate professor level and the professor level. The aim of the first stage is to allow talented young researchers to enter and remain committed to the scientific profession. The aim of the following two stages is to enhance the international opportunities for excellent and more experienced researchers and, moreover, create role models, who can inspire younger researchers
.


			An evaluation on the conditions for researchers’ careers is currently being carried out. The evaluation is e.g. looking at whether Danish universities are adequately able to attract and retain the best Danish and foreign researchers and how researchers’ careers are handled at the universities. The target group of this evaluation is the political system, the universities and the research councils which can use this evaluation to further develop the research system.





			Estonia


			In Estonia all researchers are employees and have full social security coverage
. 



Only doctoral candidates are in position of students (all doctoral candidates have health insurance but doctoral allowance is not accompanies with payment to pension funds and the parental benefit is paid at the designated base rate). 



Discussions about improving the researcher career development opportunities begun in formal working group of Revising Research and Development Organisation Act in 2008. Since 2009 focus is on status of early-stage researchers and doctoral candidates as employees. 



The idea is to create flexible model which creates opportunity to mix different financial instrument and allow higher remuneration as salary for doctoral candidates.


In November 2010 the Government approved a project of amendment of Research and Development Organization Act and it has been sent to the Parliament for adaption. Main proposed changes:



· The position of early-stage researcher will be added in legal acts as a part to the research career model. Position of early-stage researcher is mainly meant for doctoral student to give them full social security coverage. The whole new doctoral financing model will be applied from admission in the 2012. 


The aim to enhance motivation and to ensure material confident for PhD candidates. Employment contract should strength a link between the university and PhD candidates.



· The status of Post-Doc will be defined in legal acts and mostly meant as temporary position in research group generally for a young researcher from abroad. 



Number of post-doctoral grants has been increased in recent years. In 2008 new researcher mobility programme “Mobilitas” started supported by European Social Fund. And from 2010 the Estonian Science Foundation can support a greater number of post-doctoral grant from programme ERMOS supported by Marie Curie COFUND activity.


· Support staff of R&D institutions will be added in legal acts. Currently support staff has not been consider as part of financing system.



As a regular practice of equal treatment, for female applicants for a researcher’s position or funding, the period of parental leave is taken into account in the process of evaluation and selection as well as compulsory military service.



The feminization of the higher education enrolment has increased during several years (from 51% in 1993/1994 to 60% in 2009/2010). Now first signs of this trend are noticeable also in the R&D personnel gender distribution. From 1996, the share of female researchers has continuously increased, and their number is nearly equal to that of male researchers. In 2008, the share of female researchers in Estonia was 48,5%. This trend is also observable in traditionally “masculine” areas like engineering, manufacturing and construction where the share of women among graduates has grown, but still the share of female researchers in these fields is lower than in other fields. But at the same time the share of females on higher executive positions in R&D is modest.


			Early-stage researcher as a position in research career model will be added to the legal acts as soon as possible. 



The whole new doctoral financing model will be applied from admission in the 2012 (depending on the adaption of the Research and Development Organisation Act by the Parliament).


Working group will continue to work with the concept of doctoral candidate as early-stage researcher and employee to make the position more attractive for doctoral candidates.


More statistics are needed and plan to collect, including about gender issue..









			Finland


			Ongoing process of structuring the doctoral education aiming among things other to improve career development opportunities and increase flexibility


			





			France


			Co chair system allowing a university and a public research institution to recruit together a lecturer whose profile has been defined in the frame of concerted scientific policy. This young lecturer is then appointed -by law- to the research institution and relieved of two thirds of his usual teaching duties. The lecturer benefits bonus and research allowance intended to support his/her research, the research institution refunding part of the income value of a young lecturer to the university, A lecturer in want of mobility or a research officer wanting to become a lecturer, may apply for this type of job.


The law of 10 August 2007 and the decree of 23 April 2009 give universities the opportunity to fixing the principles of human resources policy thus acknowledging researchers and teachers-researchers their commitment to their teaching and research activities by:


- Regular evaluation: every teacher-researcher is evaluated every four years taking into account his/her individual activity report (teaching and other general activities). The institutions use this evaluation to decide on promotions and bonuses



- Improving and clarifying the teachers-researchers missions: The reformed statutory decree clarifies the teachers-researchers different tasks. Tutorship, follow-up of students' integration into the job market, use of ITC, researchers expertise are valued as part of the teachers-researchers duties. Furthermore and in accordance, with the teacher-researcher teaching duties may be adjusted (with more or less teaching) still giving him/her significant time for research activities. 



- A new bonus policy. In order to stress and value the quality of teaching commitment a new bonus is being dedicated to -researchers: teaching bonus. And for both teachers-researchers and researchers: the scientific excellence bonus.



Between 2004 and 2009 a transnational governmental plan for social security coverage of young researchers was set up to favour the transient of grants to fixed term contracts; the ministry of higher education and research financially helped the involved institutions to favour fixed term work contracts



2009 legislation regarding adequate gender representation in selection and funding bodies is currently being implemented


Reinforce the Institut Universitaire de France ; the IUF promotes excellence in research; the number of its recipients in each promotion is considerably increased,



Facilitate the return of promising researchers currently abroad with the “post-doctorate return programme” funded by the National Research Agency





			The Initiatives of Excellence, in the framework of the Future-oriented investments programme launched in 2010, aim at creating academic settings among the most attractive in the world. These consortia will build on all excellence elements: laboratories of excellence, university-hospital institutes, technological research institutes and societies to accelerate technology transfer.





			Germany


			· Performance related payment – the necessary framework conditions are established by the legislation of the Federal Government and Lander and by the parties to a wage agreement as well as by measures below legislation level. As a result of the increasing autonomy of the institutions of higher education and non-university research institutions, the institutions themselves are assuming more and more responsibility for shaping attractive employment and working conditions. The Federal and Lander remuneration laws make it possible to grant professors variable performance-related payments and bonuses in addition to their basic salary. The federal remuneration law and the laws of most of the Lander are still ‘capping’ performance-related pay with the so-called ‘payment-framework’. The federal government and Lander have introduced more flexibility in this context for non-university research.



· Young researchers – the 2006 Collective Agreement of the Public Services of the Lander which was signed by 14 of the 16 Lander, takes into account the special needs of scientists through more flexible regulations on working hours as well as special payments (for example for particular achievements in the field of third-party funding. Non-university research institutions, which apply the pay legislation of the Federal Government and thus the TVöD (Public Sector Collective Agreement), have been given budgetary powers by the respective federal ministries enabling them to grant scientists and scientific staff bonuses and supplements. The Fixed-Term Contracts in Science Act, which entered into force in April 2007, introduced a new family policy component making it easier for young scientists to combine family and career during the qualifying phase than used to be the case in the past. In addition, the Fixed-Term Contracts in Science Act specifically regulates the fixed-term employment of young scientists in third party funded projects and thus provides a secure legal basis for fixed-term employment relationships which follow on from the qualifying phase.



· End-of career researchers - In principle, it is already possible for a retired professor or a professor emeritus to continue to obtain third-party funding at German research funding institutions. With effect from 2009, German federal civil service legislation has made it possible for professors to defer their retirement until the age of 75 in individual cases due to their special scientific work and providing this is in the interest of the employer. The non-university research institutions, which apply the budget law of the Federal Government, may apply the same conditions to their senior scientists.



· Women, dual-career couples and work-life balance - Women in Germany are still under-represented in leadership positions in science, accounting for 16.2% of all professorships and 8.4% of leadership positions at non-university research institutions. The large German science organizations agreed in 2006 to increase the share of women in top positions in science over the next five years. The Programme for Women Professors, which was developed by the Federal Ministry of Education and Research and introduced in November 2007, is an instrument for promoting top women scientists which will enable the Federal Government and the Länder to create at least 200 new positions for women professors at German higher education institutions over the next five years. The German Research Foundation's (DFG) "Research-oriented standards on gender equality ". In the meantime, a number of higher education and research institutions have introduced Dual-Career programmes. The question of childcare, particularly for under-three-year-olds, and the provision of full-day care facilities has been a problem in Germany for a long time, making it very difficult for women to pursue a career in the science sector. The Federal and Länder governments have made improvements in this field a declared political goal and have provided additional funding. The Child Support Act (KiföG), which entered into force on 16 December 2008, is an important step in the right direction. It sets out to provide an average of one childcare place for every three under-three-year-olds nationwide by 2013. Approximately a third of the new places will take the form of day-care.






			Improving the career prospects of young researchers by encouraging opportunities for further training and structured programmes for upcoming researchers


Efforts to encourage the continued employment of older or retired researchers


The further removal of institutional barriers to achieving a work-life balance


Comparison and analysis of the success of current dual-career models at German higher education and science institutions





			Greece


			Five institutions (1 University, 2 Research Institutions, 2 Associations) have undersigned the Charter and Code. Four of these institutions have been committed to adopt and implement a human resources strategy plan





			A new law about Research is under elaboration, EPR principles and priorities will be integrated in its philosophy, with particular attention to:



· attractive employment and working conditions 








			Hungary


			  Attractive employment and working conditions are inevitable for retaining and attracting excellent researchers. It contributes to increase the number of researchers and encourage the return and reintegration of world-class scientists working abroad. To achieve these goals, several measures have been taken and new funding schemes have been launched in 2009:


- Supporting the training and mobility of researchers, international staff-exchange and cooperation. 



- Mobility Programme (co-funded by the EU FP7 Marie Curie Actions)It aims at supporting the mobility and international training of researchers of any nationalities, as well as supporting Hungarian researchers returning to Hungary.



- "Lendület"- Impetus Young Investigator Program of the Hungarian Academy of Sciences: The newly established “Lendület” Young Investigator Programme supports young researchers from various fields of science to establish their independent laboratories in Hungary.



- 



- Offering young post-docs the opportunity to start and develop their scientific careers –increasing the number of post-docs to be employed



-  National Technology Programme (ongoing measure) One of the main goals of the National Technology Programme is to encourage the involvement and employment of post-docs in the projects and thus, to strengthen the supply of researchers for the researcher-community.



- Providing adequate research infrastructure



- National research infrastructure development strategy and programme related to ERA – NEKIFUT programme (ongoing measure)


- Its main aim is to take stock of existing Hungarian research infrastructure by collecting data in order to create and operate a Hungarian and English language open registry of strategically important and other selected infrastructures.



- Promoting gender balance in S&T


In order to promote women researchers a coordination body - the Hungarian Women in Science Committee of Experts –was established to work out and coordinate the suggestions, actions and tools to facilitate women’ careers in S&T. 


In 2010:



In the first half of 2010, several programmes were published to create more favourable working conditions. These programmes included:



- IT development and improvement of infrastructure in higher education institutions to support the development of training and research capacities of the higher education institutions in order to meet the demands of the knowledge-based economy and make them capable to provide competitive services. (Under the National Development Plan II (NDP2))



- Support scheme for the preparation of FP projects - aiming at fostering the participation of Hungarian participants in FP7 by giving additional funding for project coordinators of FP7 for proposal preparation and negotiation with the Commission.


The planning of the New Széchenyi Plan was also started this year having this priority as one of its objectives.


			Launching of the National Excellence Programme is foreseen in 2010: it is a comprehensive tendering system that allows for the predictability of teaching-researcher careers by giving support for excellent undergraduates, PhD candidates and PhD degree holders, as well as lecturers/researchers, and facilitate their mobility.


For 2011: 



The New Széchenyi Plan aims at creating more favourable working and employment conditions for researchers. It is expected to have several programmes launched with this objective.  









			Ireland


			The Advisory Council on Science, Technology and Innovation (ASC) carried out a study on researcher careers and produced a report with recommendations in October 2008. The Council recommended that a researcher career framework be established involving clearly defined levels with continuous professional development and that the terms and conditions under which researchers are employed should be consistent irrespective of the sources of funding. 



A working group involving relevant Government Departments, research funding bodies and higher education institutions was established to focus   specifically on the development of a career structure for researchers in the higher education sector. The ASC report is a key input into the considerations of the working group.






			Progress development of career structure for researchers in consultation with all stakeholders





			Italy


			Research and teaching contracts



Reserved kindergarten


			Proposal of law containing two measures a) to limit the maximum period in a 'post doc' position; b) to introduce a 'tenure track' like path, introducing a transparent career path for researchers.


To complete social coverage of researchers





			Latvia


			


			





			Lithuania


			Financial support for students' of all cycles of studies. Including quality development of doctoral studies, students' traineeship. Funding informal education of researchers with the aim to improve their qualifications and competences



Reconsider and elaborate the rules of law-regulated research with the aim to consolidate equal rights of men and woman in research. 



Create measures of financial support (programmes, projects, stipends etc.) for representatives of minor gender.


			





			Luxembourg


			The law on the new national financing scheme AFR for early stage and experienced (post-doctoral) candidates was passed in 2008 and the first recipients under the new law started in 2009.  The AFR scheme benefits currently from additional COFUND funding. The main feature of this scheme is that work contracts for doctoral and post-doctoral candidates are the rule. A stipend without work contract may only be allocated if:



· the host institution has no possibility to offer a work contract to the grant applicant



· a work contract would result in a net salary for the beneficiary below  ¾ of the amount received for a fellowship without work contract.



The current proportion is 90% work contracts and 10 % stipends. All early stage researchers and experienced researchers in Luxembourg research institutions have fixed term contracts. The 10% stipends are researchers abroad where normally the host institution has no possibility to offer a work contract to the grant applicant.



For AFR fellowships without work contract, a supplement up to 300 EUR per month to cover health and accident insurance (and possibly a contribution to a public pension scheme) is added to the fellowship.



Other features of the scheme include transportability of the scholarship (international and intersectorial) and openness of the system to candidates coming from abroad or being trained abroad.   



The same law also allows for extended short-term employment contracts of 5 years ( against the general 2 years) for all the researchers ( not only under the AFR scheme) within the public research institutions


			





			Malta


			


			





			Netherlands


			The Netherlands has a diverse research environment composed of autonomous universities and research institutions, industrial and private sector research establishments. The autonomy of these institutions allows for diverse and flexible approaches to issues like remuneration (which allows for incentives based on research impact and support for activities such as knowledge transfer and teaching) and in other areas related to employment terms and conditions.



The universities and research institutions from other sectors have implemented their respective national Collective Labour Agreements.These fit within the Dutch legislative framework on employment. Next to this the public “research sector” introducéd a tool for ensuring equal pay for researchers in similar functions in the higher education sector. 



Moreover, the Association of Universities in The Netherlands is a signatory to the Charter of Recruitment and Code of Conduct for Researchers to stipulate that researchers are recognised and valued by their employing organisation as an essential part of their organisation’s human resources and a key component of their overall strategy to develop and deliver world-class research



In our policies to provide more attractive employment and working conditions we aim at several target groups:


Mobility of young researchers. In 2010, due to budget cuts the Ministry stopped the funding the NWO for the Rubicon programme, which is aimed to provide an international experience for young postdoctoral researchers who are still at the start of their careers. Nevertheless, international mobility is essential for a research career and NWO and universities continue to stimulate mobility. Researchers participate in other international fellowship schemes or international exchange programmes
.



Women in Science: the European target figure for female professors is 25 percent, while NL has adopted a target of 15 percent. Opportunities for women are increasing, but progress is still too slow. The Ministry of Education, the Association of Universities in the Netherlands and NWO consider it a matter of urgency to take a proactive stance towards the problem of the under representation of women in this position. For that reason the Aspasia program was initiated. The program’s primary objective is to help a greater number of women lecturers in attaining positions as senior lecturers. Aspasia was launched in October 1999 as a scheme to increase the number of women senior lecturers. Aspasia premiums (worth € 100,000) were made available for university Executive Boards which promote women to a professorial level within a year. Only women could apply, which caused discussions on discrimination or standards of quality. As from 2005 onwards, the Renewal Incentive has been linked to Aspasia new-style. Female recipients of Vidi and Vici grants who qualify for Aspasia subsidies will be notified of this by NWO following the award of their grants. Premiums will be made available for those university Boards that ensure that women Vidi and Vici laureates are to be promoted to senior lecturers or professors within a year after subsidy is awarded. 


To overcome the poor representation of Ethnic minorities in science, the NL launched the Mozaïek-programme focuses on immigrant research talent and NWO and the Ministry both contribute € 2 million for this purpose. 



Graduate schools. The NL wishes to bring the training of researchers more into line with the American model of Graduate schools. In other words: a fixed term of entry, a strong focus on training and an orientation within the research school, followed by the choice of a doctorate subject. In order to expand the possibilities of students studying for doctorates, a sum of € 6 million will be available during for a pilot the period 2009-2010. 


			Further implementation of the Aspasia program.



From 2011 onwards a more structural programme can be set up with a yearly budget of € 15.








			Poland


			


			





			Portugal


			New mmechanisms promoting a competitive approach regarding projects submitted by young researchers have been implemented by the Foundation, recently. The guide for evaluators for project funding refer measures that promote the involvement of young researchers, as well as the assessment of proposals based not on seniority but rather on the potential revealed by the PIs curriculum vitae in the absence of prior concrete accomplishments. This measure is proving to be effective and young post-docs are succeeding in obtaining funding for their projects.



The Foundation has also launched a programme for Invited Chairs regarding non standard career paths at senior level. The job description of these chairs refer tasks such as: Leading a research team ;Participating in the training of researchers and students, particularly post-graduate students; Ensuring the interaction between researchers and students and activities, namely through training courses and contacts with technical teams; Developing advanced education courses and programmes in related fields, namely at the doctorate and post-doctorate levels; Giving lectures and seminars and contribute to the promotion of scientific culture in their particular work area.


PhD Fellows funded by the Foundation can opt for the minimum voluntary social insurance at the Foundation’s expense. 



Fellows can pay higher contributions but at their own expense.


There is an adequate gender balance in the Portuguese scientific community. There is a positive (44%) share of women in the scientific Portuguese community.





			The Foundation will envisage the improvement of PhD fellowship application forms in view of the assessment of their future career development. 









			Romania


			- The Government Decision no. 475/2007 approving the implementation of the National RDI Plan 2007-2013 establishes new ceilings of the salaries of researchers undertaken projects within the NPII (significant increase from 1500 Euros to 4300 Euros man/month, depending on activity category and professional level/function);


			





			Slovak Republic


			


			





			Slovenia


			· Charter and Code were signed in November 2009, by the Rectors’ Conference of Slovenia, representatives of two Slovene universities took part in the first cohort of the Human Resources  Institutional Strategy building process.



· The University of Maribor acquired in June 2010 the acknowledgement of excellence in HR, the University of Primorska and the Research Centre of the Slovene Academy of Sciences and Arts joined the process and came close to completion in 2010. 



National Commission for Women in Science at MHEST continued its work under a renewed mandate.



Open Public Consultation Process on the EPR issues started in early September 2010, with the opening of a special website at the MHEST home page.



In Slovenia, researchers are paid as civil servants, in 2009, crisis measures were introduced and affected also foreign researchers working in Slovenia- MHEST entered into a consultation process with universities and with the Ministry for public Administration as well as with the Ministry of Finance. In July 2010, an amendment to the national Act on the Payment system for Public Sector was adopted and published in the Official Journal of the Republic of Slovenia, releasing the payment of monthly income to foreign researchers working in Slovenia under EU programmes or under multilateral and bilateral agreements on scientific cooperation.



For national researchers, measures for improvements in taxation regulation, with special attention on young researchers, were proposed in national strategic documents (Research and Innovation Strategy 2010-2020).





			· Measures to increase the share of Women in Research



Continuation of consultation processes for internationalization of HE sector (international Ph.D.)









			Spain


			


			ES has identified room for possible actions to achieve more attractive salaries and better working conditions for researchers.





			Sweden


			Careers for quality


			





			United Kingdom


			The revised version of the HEFCE HE Workforce Framework will build on the results of surveys of the UK research base workforce to develop recommendations to HEIs on researcher careers issues.



Code’Vitae is currently undertaking a research study designed to explore the implementation of legislation on fixed-term employment within research oriented universities.
 This will examine how universities and researchers themselves have responded to changes in the fixed-term employment legislation and will contribute to the knowledge base in implementing the Concordat principles.


Vitae, in collaboration with Sheffield University, is also undertaking a national survey which aims to collect information that will help to illustrate the current researcher labour market, recruitment processes and trends, as well as career development of people with doctorates within non-HE organisations.  Results will also be shared with HEIs to improve the current training and development programmes in order to enhance the employability and skills of doctoral graduates.


Career development is taken account of in some research council grant schemes (e.g. EPSRC first grant; BBSRC new investigator and ESRC grants). Further work in this area and its visibility will form part of the research councils’ implementation of the Concordat.


			The Concordat Strategy Group has surveyed all UK HEIs asking them to describe how their own policies and practice promote the seven principles of the Concordat. The report was published in 2010 http://www.researchconcordat.ac.uk/documents/HEIstrategicresponses.pdf . The UK has agreed with the European Commission that this survey and other implementation measures will be the basis of a UK process that is equivalent to the objectives of the ‘HR Strategy for Researchers Incorporating the Charter and


The UK HEI sector will take additional evidence-based actions to address the continuing problem of high levels of “attrition” of female researchers over the course of the career cycle.





			ASSOCIATED COUNTRIES


			


			





			Albania


			


			





			Bosnia&Herze-govina


			


			





			Croatia


			In order to create a more attractive working environment and working conditions, it is necessary to harmonise and amend regulatory provisions applicable to this area. The following measures are proposed in the realisation of this objective in the National Action Plan: 



1. To improve the career development opportunities for early-stage researchers by moving towards “flexicurity principles”. The principle of flexibility allows researchers to obtain the same qualification by following various educational pathways. This is achieved through the implementation of the horizontal and vertical progression of the education system and the facilitation of lifelong learning. It is necessary to grant early-stage researchers the possibility of spending up to two years in another organisation, country or sector without losing their working positions with their primary employers.   



2. Raise the flexibility threshold in administrative procedures applicable to senior and end-careers researchers (over the age of 60). Allow them mobility for short-term stay in other research organisations and industry, both in Croatia and abroad, without losing their working positions with their primary employers.



3. Funds granted to researchers should also include adequate social security coverage for the entire duration of the research period. The Steering Committee for the Mobility of Researchers shall initialize consultations with competent authorities in an effort to improve the relevant legislation and remove the obstacles in mobility related to the pension insurance of foreign researchers. 



4. The Steering Committee for the Mobility of Researchers shall hold consultations with municipal and local authorities with a view towards providing foreign researchers with temporary residence in Croatia, which includes certain benefits available to Croatian citizens (e.g. special fares for local transportation, use of student dormitories etc.).


5. The Steering Committee- for the Mobility of Researchers shall hold consultations with the Ministry of Finance in an effort to improve the relevant legislation and remove the obstacles to mobility related to the income tax liability applicable to stipends paid out by an intermediary public R&D organisation for the purpose of financing short-term mobility periods (up to a year).    





			





			Iceland


			


			





			Israel


			


			





			Lichtenstein


			


			





			Montenegro


			


			





			Norway


			Several gender initiatives have been in place since years.


Earmarking of grants: Increased researcher recruitment


Researcher education programmes: The institutions are encouraged to consider researcher education programmes in fields with poor recruitment.


The institutions are to develop regular plans for prioritized areas of research and recruitment programs, to be made known to early stage researchers. As a strategic measure the new White Paper opens for transfer of a restricted number of Ph.D.grants to Postdoc grants when considered highly needed.


A governmental Bill (coverage not specified)


			Incentive to increase the share of women in higher researcher positions in natural sciences, technology and medicine.


Qualification initiative for women





			FYROM


			


			





			Serbia


			


			





			Switzerland


			Swiss Federal Equal Opportunity at Universities Programme 2000–2011: contains several measures inc. Mentoring programmes for the promotion of female junior researchers; Incentive programme for the promotion of female professors and A work-life programme for greater balance between academic career and family (e.g. childcare facilities)



Main goals are: 



· Decrease horizontal segregation: The contents and structure of courses of studies address women and men equally. 



· Decrease vertical segregation / promotion of junior staff: In the transition from Bachelor’s to Master’s programmes, as well as from the Master’s to PhD, the gender proportion remains the same as at the preceding academic level. 



· Part-time study, compatibility: 



· Mobility: The mobility of women corresponds to their proportional presence in the corresponding academic level. 



Quality assurance: Measures for equal opportunity for students at all levels are integral components of the university quality assurance system.


Support for Dual career couples (DCC) at the universities: All 10 Swiss universities, some in collaboration, have established locally adapted DCC-commitments in order to reach the main goal of the programme, the increase of the proportion of female professors from 14% up to 25% by the year 2012. Often it is women’s research careers that suffer disproportionately for the sake of mobility or child-rearing, as is evidenced by the low numbers of women in professorial positions. With that in mind, the before mentioned Federal Equal Opportunity at Universities Programme, as part of its efforts to promote work-family compatibility (module 3), is running a pilot project to support dual career couples at Swiss universities. Over a three-year time span, the pilot project will support measures aimed at improving work-family infrastructure at Swiss universities. The ultimate goal of the project is to raise the number of women in research careers. In addition to its support for structural measures that help dual career couples indirectly, the Federal Equal Opportunity at Universities Programme has established a fund that grants direct support to partners.



“Protected time”/décharges projects of the federal programme of equal opportunity. Excellent female researchers at a critical career point (thesis, habilitation) are receiving a “protected time” periode of approx. 6 months in order to perceive their careers without any teaching and administration tasks. The programm finances the salaries of the respective replacements.



The Swiss University Conference SUK has decided in 2010 to prolongue the Federal Programme for Gender Equality (FPGE) in the year 2012. It has also decided to support 9 SUK Programmes in the political periode 2013-2016, one of them will be a new Gender Equality Programme. 



A national electronic Platform for gendersensible promotion of academics/researchers has been established in the course of the FPGE. Its portal "academequal" will be launched in 2011. Two FPGE Mentoring projects at faculty level have started in 2010. A total of 12 DCC couples have been financially supported until 2010.



Salary increase of the SNSF PhD’s: By 2010 the SNSF raised the salaries of PhD students. This level of funding is adjusted periodically to ensure the attractiveness of research careers in Switzerland.



The implementation of the Charter & Code is still going on and is pushed on national level. The first institution received the HR Excellence in Research Logo, four other institutions are participating in the second cohort of the Institutional HR Strategy Group. Some other institutions run through the process individually. 






			SER will start with an Expert Group on Social Security issues among the different Stakeholder.





			Turkey


			One of the main stimulating objectives that trigger recent developments and establishment of related committees*, aims to improve employment and working conditions of researcher, is to make Turkey an attraction center for national and international researchers. For instance, foreign researchers conducting project funded by TUBITAK was disadvantaged compared to Turkish researchers, because they could not obtain Project Incentive Bonus. Related regulation has been amended. 



* International Researchers Coordination Committee (IRCC) and Science and Technology Human Resources Coordination Committee (STHRCC)


			Related with the aim of “Improving working environment of HRST” following actions is planned to be implemented:



· Restructuring academic promotion criteria,


· Enhancing support mechanisms for attending international conferences,


· Enhancing research infrastructure,


· Improving social conditions in universities like lodging, child-care and recreational facilities,


· Improving governance in universities,


· Developing support mechanisms for designing career paths in private sector, (including dual career paths)


· Enhancing intersectoral cooperation via joint projects and thesis conducted with universities and private sector,












� (NOTE EC) in the 2009 Report this was part of the future plans. 




� (NOTE EC) deleted from the 2009 Report: In 2009 the French Community set up a working group on the position of women in research, in order to identify problems women encounter during their careers and to find solutions (legislative changes, guidelines,…).




� (NOTE EC) deleted from the 2009 Report The Rectors’ Conference of the French Community set up a working group named « EURAXESS-Rights » in order to aid the adoption of the HR strategy and to reinforce the attractiveness of the universities. In 2010,  the Walloon Scientific Council analysed the researcher’s career and their working conditions and produced recommendations. Since 2009, a working group “women and science” has been created in order to identify problems, exchange good practices and elaborate solutions related to gender issues. In 2010, one of the the priority objectives of the Walloon scientific council will be to analyse the researcher’s career and the working conditions of the researchers.




� (NOTE EC) deleted from the 2009 Report The barriers to mobility will be investigated further, with a particular stress on scientific visa. An international workshop will be organised in November, under the Belgian Presidency of the EU.




� (NOTE EC) In the 2009 Report "Sapere Aude" was on the "future plan" session.




� (NOTE EC) In the 2009 Report Estonia mentioned the following future plan: Discussions about improving the career development opportunities begun in formal working group of Revising Research and Development Act in 2008.since 2009 focus is on status of early-stage researchers and doctoral candidates as employees. Details of the new financing model are on the table however major points are set. Position of early-stage researcher will be added as a part to the career model of researchers. The idea is to create flexible model which creates opportunity to mix different financial instrument and allow higher remuneration for doctoral candidates. Early-stage researcher as a position in career model will be added to the legal acts as soon as possible (supposedly in 2010) The whole new doctoral financing model will be applied from admission in the 2012.









� (NOTE EC) The following reference to the Rubicon programme has been deleted: The Rubicon programme is directed at promising young postdoctoral researchers who are still at the start of their careers but whose academic strengths give them the potential to become established figures in the Dutch research world. Young researchers are encouraged to dedicate themselves to a career in postdoctoral research. It does so by giving them the chance to enhance their career prospects by spending up to two years at a top research institution outside the Netherlands or one year at an excellent Dutch research institution. This means that the Rubicon programme also offers talented researchers from abroad the opportunity to obtain grants to spend one year conducting research in the Netherlands. If the period is to be spent abroad, the minimum duration is six months. If it is to be spent in the Netherlands, the duration must be neither more nor less than one year. 




� (NOTE EC): text deletd from the 2009 Report: "Further cooperation with the Ministry of Labour and Social Affairs is foreseen, mainly in view of enhanced coordination in between the governmental departments of science and labour".




� Researchers, Fixed-term Contracts and Universities: Understanding Law in Context, Vitae, � HYPERLINK http://www.liv.ac.uk/law/elprg/Fixed_term_Employment_Project/ ��www.liv.ac.uk/law/elprg/Fixed_term_Employment_Project/�
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Enhancing the training, skills and experience of researchers: Progress and Future Plans





			Country


			Progress


			Future Plans





			MEMBER STATES


			


			





			Austria


			· Universities have replaced 2 year doctoral training by 3 year doctoral training as of winter term 2009/2010. Enhancing of duration is also aiming at improving the quality of doctoral training. Such plans and projects of universities are part of the performance agreements 2010 – 2012 with universities. During 2010, universities have started to implement new doctoral curricula and additional measures in order to improve quality, skills and supervision in doctoral training. Some universities have introduced doctoral thesis agreements between the doctoral candidate and the university to specify the thesis project and to ensure adequate supervision. A number of universities are in the course of establishing new organisational structures for doctoral training and the supervision of doctoral candidates, e.g. doctoral schools or doctoral centres. In addition, some universities are engaged in developing new, more structured doctoral programmes to supplement and broaden doctoral training.  


The Austrian Science Fund (FWF) offers a special funding programme for  structured doctoral programmes (“Doktoratskollegs”). A “Doktoratskolleg” is a result of a joint initiative by several scientists or scholars whose research is of internationally leading standard. PhD students are employed by contracts with full social coverage. In 2010, 8 additional structured doctoral programmes funded by the Austrian Science Fund were implemented at universities.



The Institute of Science and Technology Austria (IST Austria),  a new research institute dedicated to basic research and graduate education in the Natural Sciences, has successfully established a Graduate School in 2010. It offers an innovative and  structured PhD programme open to applicants from all countries which combines advanced coursework and research. Admitted PhD students are employed with four-year or five-year contracts with full social coverage and an internationally competitive salary.  


Programmes to increase mobility and cooperation and to foster better links between academia and industry will be continued or extended, such as: 


· Christian Doppler Laboratories – aim of the programme is to  promote and strengthen application-oriented basic research carried out  by academia in collaboration with industrial partners 


· Competence centres for knowledge transfer between academia and industry (COMET), programme administered by the Austrian Research Promotion Agency (FFG). 



· Young experts Initiative - Bachelors, Masters, Junior Researchers and PostDocs are supported financially to do their thesis or their scientific work in SMEs and act as link between academia and SMEs(programme administered by FFG). 



· Josef Ressel Centres
: programme to promote research projects between universities of applied sciences and industry with a special focus on SME (programme administered by FFG)


· COIN (Cooperation and Innovation): programme to promote cooperation between industry (especially SMEs) and universities of applied sciences and non-academic research institutions (programme administered by the FFG);



· Laura Bassi Centres of Expertise: newly created excellence centres in application-oriented basic research with a special focus on career development of female researchers – 8 centres started in fall 2009.


· 


			The key competences which are to be attained by doctoral training will be defined in the Qualification Framework for Austrian Higher Education Qualifications (level 8) which is under way.



There is an ongoing process to develop and implement additional structured and innovative doctoral programmes at universities. 


Based on the future demand by industrial partners, the number of Christian Doppler laboratories shall be increased.



The number of competence centres will be increased.



The current number of 3 centers shall be increased during the next view years.





			Belgium


			The Flemish universities will further develop and expand their doctoral schools with particular reference to a three-pronged objective relating to the education and training of young researchers:



· More international recruiting of doctoral graduates;



· Better availability of courses of study and training which offer both the broadening and
the deepening of inter-disciplinary skills and the development of transferable skills; 



· Improvement of career prospects for doctoral graduates. 


Doctoral programme, Baekeland, situated on the bridge between the academic and the non-academic world: doctoral research on demand, with a shared responsibility between the university and the non-academic employer.


 The doctoral schools of the French community were set up in 2005. Currently, there are 21 doctoral schools within the French community.



Launched in 2005, the first post-doc scheme aims to train young researchers in collaboration with private company or research centres. This scheme has been confirmed under the new political term (2009-2014).


The doctoral schools of the French Community were set up in 2005. Currently, there are 21 doctoral schools within the French community. For the first time, they have been assessed in 2010. 



Launched in 2005, the first post-doc scheme aiming at training  researchers in collaboration with private company or research centres has been evaluated.  



In 2010, the French Community administration was involved in the FREREF project on the transition from university to labor market: the case of the doctorate holders.  





			Stakeholders consultation will be organised on skills needed for different research profiles. 



The need for inter-sectoral mobility will be clearly delineated. The concept will be accurately defined and the tools for promoting inter-sectoral mobility will be listed, streamlined and (as far as possible) consolidated. 



Investigations will be made to assess whether or not a solution can be developed which will allow students from third countries to follow international training exchange programmes in Flanders.


 Several the universities of the French Community have planned measures to promote inter-sectoral mobility and to reinforce the trainings offered to the researchers in order to improve their economic and managerial skills.





			Bulgaria


			Number of national funding schemes supporting PhD and Post-Doc studies and research projects related to the development of their career 


Supporting schemes of the National Science Fund and Structural Funds: 



National Science Fund schemes:



· Fellowships for early  stage researchers;



· Fellowships for eminent scientists;



· Reintegration grants;


· Joint mentorship between academia and business;



· Projects for bilateral scientific cooperation 


Structural fund schemes - OP "Human resource development"


Two targeted activities:


· Support for new and/or running doctoral programs;


· Support for development of post-doctors and young scientists;





			After entry into force of the new low for the development of academic staff in 2010, academic positions will be filled under the conditions and procedures established by law and the rules accepted by the relevant Universities and Research institutions. Universities and Research organizations will train PhD students meeting the governmental requirements and in line with the specific conditions and regulations of the relevant institution which will be introduced. 


The changes of the law for promotion of scientific research will encourage career development of young professionals in scientific research, knowledge transfer and international research cooperation. The law will enter into force in 2010. 








			Cyprus


			Two new measures were introduced by the Research Promotion Foundation for this period that aims to bridge the gap supply and demand of innovation through a mechanism of inter-mediation among research/academic institutions and SMEs.


			





			Czech Republic


			The Education for Competitiveness Operational Programme was adopted. It focuses on the area of human resources in RD through education of various skills needed for RD, making conditions for research and development more attractive, creating appropriate environment for research and stimulating cooperation.






			A new Tertiary Education Act currently debated in Parliament (Among other things under this act Research Universities should be established). The new Tertiary Education Act should be adopted during 2010.


The Ministry of Education, Youth and Sports of the Czech Republic financially supports a program which has a direct influence on the development of of researchers:



· Mobility support - short-term bilateral mobility program for researchers when the researcher stays employed at his/her home organization








			Denmark


			By 2010 the intake of PhD scholarships is to be 2,400 annually, corresponding to a doubling of the 2006 intake in order to provide enough researchers for the future. And at the same time secure and increase the quality of the PhD training.


Industrial PhD programme: a three-year research project and research training programme with an industrial focus conducted jointly by a private company, an Industrial PhD student and a university. The student is employed by the company and enrolled at the university. A wage subsidy to a private company is provided.


			





			Estonia


			Foreseen activities for the period 2009-2013 fostering entrepreneurship activities in HEI-s is planned under the joint activities of Ministry of Economics and Communication and Ministry of Education and Research
. (funded mainly from the European Structural Funds): 



· defining of learning outcomes on entrepreneurship studies in all three cycles, followed by HEI-s updating curricula’s (with the priority in science and engineering fields);



· providing opportunities for teaching personnel to refresh their competencies;



· cross-border mobility schemes  and mobility schemes to facilitate movement between academia and enterprises;



· provision of didactic support for entrepreneurs involved with the teaching assignments in HEI-s, and further development of the joint program;



· strengthen the leadership and administration skills as well as professionals skill  of administrative and managing personnel of universities;



· trainings to develop entrepreneurship, technology transfer and  innovation-skills for R&D institution, universities and businesses sector;



A main priority has been the enhancement of the quality and efficiency of doctoral studies:



· Doctoral Schools were set up in 2005. Currently there are 13 Doctoral Schools which attract 2/3 of Estonian doctoral students and all six public law universities. Doctoral Schools allow additional mobility opportunities, winter and summer schools and development of curricula, enhance transferable and social skill to emphasis interdisciplinary research and cooperation between universities and private sector. There are special activities supported to participation in training for supervisors (tutors) and professors and lecturers of doctoral study as well as nurturing new generation of supervisors to provide high-grade doctoral studies.



New measures are created in 2010 to motivate people to continue and finish their studies – state is giving them the “second change” to get free education. The returners of doctoral studies will participate in Doctoral Schools which help them to find extra supervisors, participate in summer schools, conferences and activities provided by other doctoral schools (incl. mobility) and so on.



Doctoral Studies and Internationalization Programme ”DoRa” funded by Social Fund has increased a possibilities for mobility (from 2008):



· To strengthening of research cooperation between universities and companies 2008 new measure as so called Industrial PhD was launched. It allows universities to train doctoral candidates in cooperation with companies. The practical work of doctoral candidates will be done in internship bases, but studies will continue in the university.



· Funding of the studies of international doctoral students who intend to defend their theses in Estonia or study in Estonia for shorter period. In 2010 a new scholarship scheme for international master students was launched as support for future doctoral students;



· Special attention is placed for priority areas specified in Estonian  R&D strategy;



· Cross-border mobility possibilities has increased for young researchers;



Grants for  researchers and lecturers: 



· Support is allocated for bringing a top level specialist in Estonia. (Top researcher grants are financed by Researchers Mobility Programme “Mobilitas” and  Top lecturers are financed by Doctoral Studies and International Programme ”DoRa” since 2008);



Post-doctoral grants are financed for incoming post-docs but also for Estonian post-docs to go abroad. From 2010 the Estonian Science Foundation can support a greater number of post-doctoral grant from programme ERMOS supported by Marie Curie COFUND activity.





			Further development of entrepreneurship and economic courses and modules for students of non-business studies and provision of funds to increase the accessibility of such courses. 



Many of the measures (Doctoral Schools, Industrial PhD programme, incoming top researchers and top lecturers programmes, continuous trainings for supervisors and professors) are new for Estonia and we continue with their implementation. Appropriate adjustments will be made to reach objectives and meet the expectations of the target groups.





			Finland


			Funding for "Researcher mobility in working life". This form of funding is designed to promote and support the mobility of researchers across the borders between academia, business and industry, and public administration.



 In addition to this, the research council has funding for doctoral studies of employed persons. The aim of this form of funding is to promote doctoral studies of persons working within industry, business, research institutes and public administration.


			





			France


			Industrial contracts for training through research/PhDs.



This device subsidizes all French legal company that hires a doctoral trainee. Recruited on either a permanent or a 3-year contract the trainee studies for his PhD while carrying out a research work within a company and academic laboratory It encourages exchanges between public research laboratories and socio-economic environments ( mostly SMEs) and contributes to helping doctors find work in companies of all sizes. Initiated by the French Ministry of Higher Education and research and run by the ANRT since 1981, the CIFREs have already succeeded in bringing together over 6,000 companies and 4,000 academic research laboratories, involving 12,000 PhDs.


Doctoral patronage: enables doctoral schools to propose PhD projects to private companies. The company contributes to the financial support of the doctoral research, through the doctoral school, but for the PhD trainee



The vocation of doctoral patronage is to contribute to the competitiveness and innovation of French business. It encourages exchanges between academia and social-economic environments and contributes to helping doctors find work in companies.


			





			Germany


			Continuing the reform of the doctoral phase with a view to increasing the number of structured doctoral programmes and further enhancing the mentoring of doctoral students


Optimizing the existing forms of cooperation between higher education and research institutions and companies by consolidating current cooperation and pooling existing measures as well as through the mutual exchange of tried and tested procedures.  



Specifically,


· During studies - The communication of key competences has already made its mark on the curricula at bachelor and master's degree level in the course of the Bologna reforms and the discussions on the level of "employability". The key competences which are to be attained are defined in the Qualifications Framework for German Higher Education Qualifications. Germany has also introduced measures to ensure the involvement of industry in evaluating curricula as all study courses are reviewed by independent accreditation agencies whose commissions and groups of experts must always include an employers' representative.



· For upcoming scientists - In recent years, the doctoral phase has been undergoing changes in Germany, from the work of an individual that is supervised by individual professors to a more structured doctoral phase in which considerable importance is attached to organizing interdisciplinary dialogues and interdisciplinary exchanges between doctoral students and to more intensive subject-specific mentoring. There is broad consensus in Germany that all universities and research institutions should provide courses to enable upcoming scientists to acquire additional competencies at subject and institutional level or in institutional cooperation. They should be able to choose from this range of courses according to their aptitude and interests and the potential benefits. Germany therefore opposes the introduction of standardized national skills agendas for upcoming scientists. Furthermore, the term "curriculum for doctoral programmes" is not compatible with the nature of the doctoral phase in Germany, which is research-based.



· Experienced scientists - Many universities and universities of applied sciences already offer their scientists individual further training opportunities which also relate to the competencies stated in the European Researchers' Partnership and refer to cooperation between higher education and research institutions and industry.



· Cooperation between institutions of higher education and industry - Cooperation between institutions of higher education and industry is traditionally close in Germany in areas such as engineering and chemistry. Many doctoral theses are completed in close cooperation with industry and often within industry. For example, industry very often funds doctoral students or provides grants for theses. Special programmes are often funded by the Economics Ministries at federal of Länder level and explicitly encourage mobility and exchanges of scientists between research institutions and SMEs. Technology transfer networks have been established in many Länder. Transfer and patent agencies have been set up at the research institutions or at Länder level. Germany does not therefore see any real need for a fundamental change in the ties between institutions of higher education and non-university research institutions and companies. It does, however, see a need to expand cooperation between higher education institutions, research institutions and companies in the interest of enhancing innovativeness and optimizing existing approaches on the basis of the experience gained to date.






			





			Greece


			


			Life-long training and development of skills, in particular transferable skills, to render researchers able to assume other roles (transfer of technology, IPR, activities of innovation, spin-off companies setting etc) are equally remain of major importance.


Mutual learning, exchange of good practices and benchmarking.





			Hungary


			The National Development Plan II (NDP2) of Hungary, named “The New Hungary development Plan” serves as the National Strategic Reference Framework of Hungary for the period 2007 - 2013. There are certain actions in the framework of this Plan which aim at enhancing the training and skills of researchers. 



One of the main social actions is “Expansion of the capacities of R&D&I&E of tertiary education, thus supporting the enhancement of institutional cooperation with businesses”. The aim of this action is to establish the HR and organisational conditions necessary for the enlargement of higher education Research & Development capacities in the interest of institutional cooperation with businesses. Calls supporting the following actions have been published so far:



· Improving the quality of higher-education by developing research, development, innovation and education. 


· Developing complex higher-education services. The main aim of this call is to make higher-education institutions more modernized and competitive. Education shall be responding to economic and labour market demands, and shall provide training in competencies such as management skills.


In 2010:



- Research University Programme was published. The „Research University” title was awarded by the Ministry of Education and Culture on the basis complex criteria such as:



· research capacity



· doctorate courses, talent care



· publication activities by the field of science of FTE researchers holding a scientific degree and university professors, college and university associate professors



· fundamental and applied R&D&I supports and  incomings



Universities awarded the „Research University” title were the beneficiaries of extra budgetary grant. 



- Call for the support of scientific workshops and schools was published. Its main aim was to give support to scientific colleges, PhD schools and scientific student groups. Among others, the following activities can be funded:



· research and development;



· development of human resources, trainings;



· improvement of research skills;



· infrastructure.






			For 2010:


In the framework of the National Development Plan II, the following actions are planned to be supported:



- Expanding the offering of training courses facilitating the development of managerial competencies and meeting local demands; 


- Expanding higher education institutional service provision and client capacity necessary for the expansion of research potential; support for activities associated with knowledge and technology transfer; 


- Publishing and circulating information dissemination documents that present how scientific research results are utilised


Apart from these, 



· labour market feedback and career monitoring systems are planned to be set up; and



· a Business Fellowship Programme is foreseen to encourage students to engage in scientific disciplines which meet the demands of industry and to strengthen links and cooperation between academia and industry with the aim of involving industry in the training of researchers. 



For 2011: 



One of the main priorities of  the “Science –Innovation” programme under the New Széchenyi Plan is to change the existing trends in higher education and reform e.g. the doctoral training system in the field of engineering and natural sciences. New programmes are being published such as 


· Improving higher education through the development of research, innovation and education;


· Improving training methods and content with special regard to trainings in the field of mathematics, natural sciences and engineering.









			Ireland


			Universities and research-funders have introduced "structured PhD programmes." These programmes provide candidates with both discipline-specific and generic skills development opportunities allowing students acquire a broad range of generic skills with the ultimate aim of producing more 'rounded' and flexible graduates, that are highly adaptable and employable across a variety of jobs. To help coordinate the changes in Irish doctoral education, the Irish universities ' with Higher Education Authority support, have formed a "Fourth Level Ireland" Network, to mediate and help direct the changes in doctoral education. Similar initiatives are being introduced for early stage postdoctoral researchers.


			IE is in the process of developing better interaction with other sectors, such as industry and especially for PhD placements. The continued roll-out of structured PhD programmes is planned with the aim that this will become the standard mechanism for the education of PhD students





			Italy


			


			Skill grid for researchers: to increase transparency and consciousness of prerequisites for access at various career levels


New Regulatory Act for Doctoral Studies, possibly including a sort of “Contract Doctoral”



Extra-academy stage for PhDs





			Latvia


			


			





			Lithuania


			Funding projects dedicated for improvement of PhD studies and the projects related to informal education of researchers at all stages of their career.


Funding of projects with the aim to create new jobs from 1 to 3 years for high qualified researchers at knowledge based and high-tech enterprises


			





			Luxembourg


			The law on the new national financing scheme AFR for early stage and experienced (post-doctoral) candidates was passed in 2008 and the first recipients under the new law started in 2009.  The AFR scheme benefits currently from additional COFUND funding. The main feature of this scheme is that work contracts for doctoral and post-doctoral candidates are the rule. A stipend without work contract may only be allocated if:



· the host institution has no possibility to offer a work contract to the grant applicant



· a work contract would result in a net salary for the beneficiary below  ¾ of the amount received for a fellowship without work contract.



The current proportion is 90% work contracts and 10 % stipends. All early stage researchers and experienced researchers in Luxembourg research institutions have fixed term contracts. The 10% stipends are researchers abroad where normally the host institution has no possibility to offer a work contract to the grant applicant.



For AFR fellowships without work contract, a supplement up to 300 EUR per month to cover health and accident insurance (and possibly a contribution to a public pension scheme) is added to the fellowship.



Other features of the scheme include transportability of the scholarship (international and intersectorial) and openness of the system to candidates coming from abroad or being trained abroad.


			





			Malta


			In relation to the development of national skills agendas, in 2008, the National Commission for Higher Education Malta (NCHE) addressed the need for a national skills agenda by organising a conference entitled “Skills for the Future”. The Skills for the Future conference brought together more than 200 experts of the education sector, namely the Ministry of Education, Culture, Youth and Sports, heads of education institutions, heads of government agencies as well as stakeholders in the education sector to share knowledge and understanding about the development of their respective sectors and future skills needs associated with them.



Following this initial effort, research was undertaken to identify what information and data is readily available, and what areas and sectors require further analyses in the future to inform policy formulation on skills in the future. The findings of the conference along with the research undertaken are the basis of the Skills for the Future Report. The final part of the report outlines a number of recommendations by the National Commission for Higher Education in Malta which emerge from the findings of the conference and studies undertaken.



 The proposed NCHE European Social Fund project “An Early Identification of Skills Needs Observatory in Malta” intends to provide an adequate and sustainable research basis for skills forecasting in Malta. The University of Malta (Institute for Sustainable Development) is starting up an initiative in this area, starting with the ICT sector.


In relation to linking academia and industry, there is at present no formal programme for placement of researchers in industry, however MCST funds through the National R&I Programme industry-academia collaborative projects which promote skills and knowledge transfer among researchers.



 At the University of Malta there is already some collaboration between academia and industry, however until recently the links were initiated and maintained by individual academics primarily of their own initiative. There was no formal university-wide programme to encourage such links. Significant collaborations have sprung up between the Department of Chemistry and the Generic Pharmaceutical companies, and between various engineering departments and individual companies, including in the areas of manufacturing, materials and renewables. The recent appointment at University of the Director for Corporate and Knowledge Transfer will address this area of concern.


			





			Netherlands


			Universities and other research institutions in The Netherlands stress the importance to researchers of acquiring transferrable skills.



Most institutes provide for training facilities to develop transferrable skills. Especially in the PhD-programmes both discipline-specific and generic skills development opportunities are provided, allowing students to acquire a broad range of generic skills with the ultimate aim of producing more flexible graduates, that are highly adaptable and employable across a variety of jobs.


			





			Poland


			


			





			Portugal


			Enhancing the training, skills and experience of researchers



Training & Skills,



Attracting Young People  to study science



Portugal has made a huge effort to attract Young People to study science, particularly in recent years:



One very good example is “Ciência Viva”, a programme that involves primary and secondary school students in scientific activities and environments: http://www.cienciaviva.pt/home/index.asp?accao=changelang&lang=pt; With 19 agencies spread all over the country, this programme promotes all year-round activities, including the summer holidays period;



Other private and public institutions open their doors to the general public once a year, and carry out activities targeted to secondary students: these activities can have a duration of 2 weeks per student.



On the other hand, FCT is funding a large number of PhD fellowships, in all fields of research, both in the country and abroad. PhD students can also opt for doing their PhDs in Portuguese universities with one or more stays in a university abroad. Foreign students are also eligible for PhD fellowships to pursue their research activities in Portuguese research institutions.


Further to the implementation of the Bologna process in Portuguese universities there has been a restructuring of courses of the different cycles; Recognition of courses is granted at national level by the Ministry of Science, Technology and Higher Education, via the Directorate for Higher Education. 



Although this process influences directly the training and skills of researchers, there is not a national agenda for skills.



FCT awards PhD and Post-Doc fellowships and funds employment contracts for Post-Docs.



P.I.- Mechanisms promoting a competitive approach regarding projects submitted by young researchers have been implemented by the Foundation, recently. The guide for evaluators for project funding refer measures that promote the involvement of young researchers, as well as the assessment of proposals based not on seniority but rather on the potential revealed by the PIs curriculum vitae in the absence of prior concrete accomplishments. This is proving to be effective and young post-docs are succeeding in obtaining funding for their projects.



The Foundation will envisage the improvement of PhD fellowship application forms in view of the assessment of their future career development. Portugal recognizes degrees attributed abroad, and the recognition of diplomas does not constitute an obstacle to mobility.


Senior Researchers



The Foundation has launched a programme for Invited Chairs regarding non standard career paths at senior level. The job description of these chairs refer tasks such as: Leading  a research team ;Participating in the training of researchers and students, particularly post-graduate students; Ensuring the interaction between researchers and students and activities, namely through training courses and contacts with technical teams; Developing advanced education courses and programmes in related fields, namely at the doctorate and post-doctorate levels; Giving lectures and seminars and contribute to the promotion of scientific culture in their particular work area.



Industry and inter-sectoral mobility



A measure has been implemented regarding the funding of PhDs in companies; there are 124 PhD fellowships in industrial environment; 



In the programmes Ciência 2007 and 2008 launched by the Foundation companies and SME’s with research capacity were eligible to apply as host organisations; Within the Foundation’s Ciência 2007 and Ciência 2008 programmes, as well and in the Cofund proposal, Companies/SMEs with research capacity were eligible as host institutions.


			





			Romania


			-Material sent to all the Chambers of Commerce and Industry in Romania and to EURAXESS Service centres, presenting the funding opportunities addressing industry-academia partnerships that PEOPLE Programme offers through Marie Curie Actions.


			





			Slovak Republic


			


			





			Slovenia


			


			Mutual learning based on best practices, since mutual learning exercise may naturally lead to the development of common voluntary guidelines and of specific indicators.





			Spain


			A new Ministry of Education has been created and will be responsible, inter alia, of the coordination of the University Strategy 2015. The training and skills agenda is an integrated part of this strategy.


The Ministry of Science and Innovation has put into place a new fellowship programme devoted to the improvement of professional training for human resources and the provision of research and innovation talent to the business sector. The programme incorporates as a core element professional training in innovation.


			Following the new competency of the new Ministry of Education, inter-ministerial actions on this field are foreseen.





			Sweden


			Allocation of increased financial resources to the Agency for Innovation Systems to increase the number of industry-based doctoral students.


			According the research Bill TTO’s will be established in eight universities.





			United Kingdom


			Vitae is developing a ‘Researcher development framework’ for planning, promoting and supporting the personal, professional and career development of researchers in higher education. It will incorporate the Research Councils’ Joint Skills Statement within the framework. The framework will describe the knowledge, skills, behaviours and personal qualities of researchers and encourage researchers to aspire to excellence through achieving higher levels of development.


RCUK is undertaking a longitudinal cohort study of doctoral graduates to understand better the career pathways and provide evidence of the contribution of doctoral graduates on the economy, culture and society in the UK. It includes a survey three and a half years after graduation, followed by qualitative projects with both doctoral graduates and their employers






			The UK will build upon existing structures to strengthen the focus on developing researcher skills across the board and will further develop the evidence base underpinning action in this field.


UK HEIs and other research institutions will be encouraged to map the impact of the careers of researchers in their research plans.


Professor Adrian Smith, the Director General of Science and Research led a review in 2010 into postgraduate provision in the UK. The review report  was published in March 2010 http://www.bis.gov.uk/one-step-beyond .


Regular reporting on the implementation of the Concordat will consider how the sector has taken forward and implemented each of the seven principles of the Concordat, and thus the EU Charter and Code, this will include the provision and take-up of transferable skills training and experiences of researchers.





			ASSOCIATED COUNTRIES


			


			





			Albania


			


			





			Bosnia&Herze-govina


			


			





			Croatia


			With a view towards boosting the competitiveness of Croatian researchers abroad, this Action plan proposes the following measures: 



1. Under the provisions of the Act on Scientific Activity and Higher Education (Official Gazette “Narodne novine”, No. 123/03, 105/04, 174/04, 2/07 – Decision of the Institutional Court of the Republic of Croatia No. 77/08) and the -Regulation on the Content of Diplomas and Diploma Supplements (Official Gazette, “Narodne novine” No. 77/08), all institutions of higher education are legally obliged to issue a diploma supplement in both the Croatian and the English language to all students graduating from any degree programme and free of charge. To insure the best possible quality and comprehensive use of this instrument, the Ministry of Science, Education and Sports shall monitor its enforcement and request regular reports on the issuance of diploma supplements from higher education institutions.  



2. Introduce the possibility to - write thesis and doctoral dissertations in a foreign language. The Ministry of Science, Education and Sports shall propose this measure by recommending that universities include in their statutes a provision on the possibility of writing thesis and doctoral dissertations in a foreign language. 






			





			Iceland


			


			





			Israel


			


			





			Lichtenstein


			


			





			Montenegro


			


			





			Norway


			Increasing the number of industrial Ph.D. grants.


Academia, institutions and industry are encouraged to stimulate the use of combined positions (e.g. professor II) and intersectoral researcher exchange.


			WG on research leadership: To strengthen the leadership and research administration skills of researchers.


Take initiative to a closer dialogue between academia and industry on how to improve intersectoral researcher mobility and knowledge transfer.





			FYROM


			


			





			Serbia


			


			





			Switzerland


			CTI – the aim is s to generate more innovations out of co-operations between business and academia. Each year CTI supports several hundred projects in applied research and development (R&D) executed in collaboration between companies and universities. Businesses – above all SMEs– are thus supported in leveraging the R&D resources of the universities for their innovations and they support scientists in universities to bring out the results of their research, in conjunction with companies, onto the market, in the form of competitive products and services. 



The Confederation exclusively funds services provided by universities, paying the salaries of around 1,000 researchers each year. However, there is no cross-boarder mobility between academia and industry, the focus is limited to the cooperation


Outward mobility:



􀂃 Fellowships for a research stay abroad: The SNSF offers prospective (doctoral and postdoc) and advanced (postoc) researchers the possibility to stay at a research institution abroad with a SNSF fellowship. The amount of the fellowship is based on personal details and cost of living in the host country and includes personal maintenance. (Detailed information about fellowships for prospective and advanced researchers: www.snf.ch)



Inward mobility:



In Switzerland, no specific policy exists to attract foreign researchers (a large part of the researchers in Switzerland (50,3% of the doctoral candidates, 45% of the research staff, 45,7% of the professors) are already foreigners.)5. However, there exist different programmes:



􀂃 SNSF professorships: programme to attract young scientists with several years of research experience to resume their careers at a Swiss higher education institution, especially on return from a stay abroad. The funding covers the salary of the applicant (at assistant professor level), a contribution to research costs (incl. collaborators) and a contribution to infrastructure costs. One of the conditions of participation implies a Swiss university degree or at least two years activity at a Swiss university at the time of the submission deadline. The duration of this subsidy is 4 years and can be extended by a maximum of 2 years.



􀂃 Ambizione: This programme aims at encouraging young scientists, especially on return from a stay abroad. The programme is geared for young researchers who would like to conduct, manage and lead an independently planned project at a Swiss university. Ambizione is aimed at qualified researchers from Switzerland who are spending a stay abroad or have returned after a stay abroad, e.g. within a fellowships for advanced researchers. Moreover, Ambizione would like to attract the best, next-generation foreign talents to carry out research work in Switzerland.



􀂃 Marie Heim-Vögtlin (MHV) Programm – Promotion of women: To increase the number of women in research, the SNSF annually awards a limited number of Marie Heim-Vögtlin (MHV) subsidies. MHV subsidies are aimed for female doctoral and postdoctoral candidates within all disciplines funded by the SNSF and aim to facilitate the recipients research, and provide extra money for childcare. The MHV subsidies support the integration in a host institution at a Swiss



University, ETH or University of Applied Sciences. The MHV Programme preferable supports where no other means of such re-integration exist.



􀂃 Sciex-NMSch (2009-2016): For six to 24 months, Sciex (scientific exchange) Fellows from the EU8 will join a research team at a Swiss partner institution. They will be fully integrated in the ongoing research work, contribute their own ideas and results and benefit from specific knowledge through exchanges with experienced professionals and young researchers. Doctoral candidates  will be able to prepare a doctoral degree under the joint supervision of their own supervisor and the Mentor at the Swiss institution. Swiss Research Institutions, which want to employ Sciex Fellows must sign a performance agreement which is based on the Charter and Code for Researchers. The employment contract of Sciex Fellows corresponds to a “collective labour agreement” for sciex participants (more information: www.sciex.ch)



Inward and outward mobility:



􀂃 International short research visits: The SNSF provides various types of funding for short individual visits world-wide. They are aimed to initiate or to consolidate international collaborations, for limited periods of research abroad, or to fund for researchers from abroad to visit Switzerland. Individual research visits may range from one week to a maximum of three months in any country. The SNSF can contribute to travel and living expenses. (Detailed information:www.snf.ch)



􀂃 cotutelles de thèse: Doctoral students (research staff) from all disciplines enrolled at Swiss Universities can apply for so-called “cotutelles de thèse” programmes with French and Italian Universities. This includes financial aid to cover additional costs incurred by preparing a doctoral thesis at two Universities.



Training skills for PhD’s



􀂃 ProDoc (2008-2011): The Swiss National Science Foundation (SNSF) and the Rectors’ Conference of the Swiss Universities (CRUS) contribute finances to chosen Swiss doctoral programmes (ProDoc) and to a certain number of participants. Funding is approved for training schemes of doctoral candidates (candocs) and for their research needed to complete the doctorate. The call is



open to all scientific disciplines. A ProDoc includes at least 12 directly involved candocs, of whom a maximum of ten may benefit from SNSF funding in the framework of the programme. ProDoc has a modular structure. Research modules (RM) cover the salaries and research expenses of the candocs, and complement a central training module (TM) that integrates training and management activities of the programme. The ProDoc formed by the different modules constitutes a coherent unit. A ProDoc will initially last for 3 years (training module).


			





			Turkey


			TUBITAK has a wide range of funding programmes for researchers aiming to develop their careers, skills and experience. These programmes range from national and international phd, post-doc scholarships, covering the expenses for participation of an international conference, organizing national and international events, short-term research scholarship in international universities and research centers.  



State Planning Organization (SPO) funds universities to develop researcher human resources development programmes which aim to train phd graduates according to national priorities, needs of the universities and industry.


“Increasing research culture, enhancing skills and  experiences of researchers” and “Increasing mobility of researchers” are the relevant aims of the National Science and Technology Human Resources Strategy and Action Plan; various strategies and actions set to obtains these aims like: Establishing post-doc mechanism, enhancing national, intersectoral and international mobility mechanisms.





			Science and Technology Human Resources Strategy, include this area as one of the focus areas and implementation of action items will be monitored regularly. Main strategies related with this aim is as follows:



· Developing mechanisms for improving skills of researchers,



· Adopting Post-doc mechanism,



· Supporting interdisciplinary studies and cooperation,



· Developing support mechanism to enabling young successful researchers to establish their own research groups,



Enhancing national, intersectoral and international mobility of researchers.
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� (NOTE EC) Forschungslabors für FH has been deleted.




� (Note EC) The Contribution from EE has been completely rewritten. Please refer to the 2009 Report.
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Meeting social security and supplementary pension needs of mobile researchers: Progress and Future Plans





			Country


			Progress


			Future Plans





			MEMBER STATES


			


			





			Austria


			· Information posted on the internet concerning social security and supplementary pension rights, particularly through better linkages between national information websites, was amended and improved in 2010.


			· The information will be updated at regular intervals









			Belgium


			Belgian government actors consult regularly with other on matters relating to action points which fall under the jurisdiction of the Federal Government. The main issues include visa problems for non-EU citizens, the flow of information, social security and tax arrangements.


The Flemish minister for innovation has set up a working group on obstacles for mobile researchers. 



Euraxess.be contains crucial and relevant information for researchers coming in Belgium (what to do, administrative acts, social security requirements, etc.). 


New bilateral social security agreements have been signed in 2009 (India, Uruguay, FYR Macedonia, Rep. of Korea). Belgium has now 22 bilateral agreements.


			New agreements are in the pipeline
. Some “big” countries are still absent from the list of bilateral agreements.



The Guide for mobile researchers, among others containing information on social security, will be in 2011
.





			Bulgaria


			


			





			Cyprus


			


			





			Czech Republic


			


			Improve information concerning social security, health security and pension rights particularly in cooperation among EURAXESS CZ, Ministry of Labour and Social Affairs and Ministry of Education, Youth and Sports. All those information public and update via websites (Ministry of Education, Youth and Sports, EURAXESS CZ).





			Denmark


			Workindenmark.dk is a co-ordinated initiative between all relevant governmental authorities where information on e.g. social security can be found.


			





			Estonia


			Ongoing updates to ensure that information websites are always up to date.


Estonia supports research cooperation with third countries; however, in issues of pension need all employees are treated equally irrespective of their field of occupation. Estonia also encourages other Member States to implement the ‘visa directive’.


			No further action envisaged





			Finland


			


			





			France


			CLEISS: French institution in charge of implementing the legal international framework and of ensuring the good coordination of national security systems for mobile workers, including researchers website for all beneficiaries and bulletin for organizations, employers and mobile people. Hence it informes foreign institutions on French legislation changes.


Tress network: training and reporting on European social security


			FR considers that the “labour law” for all workers is more protective than any specific rule for researchers only. It’s in the interest to have common worker status in France; and for mobile researchers it’s a guarantee of good social security coverage. Moreover, thanks to the new social security coordination improvement, and to EURAXESS, researchers’ mobility will be easier.





			Germany


			· Salaried employees researchers – they must be insured under the statutory pension insurance scheme. In the event that they move abroad, Regulation 1408/71 contains a mechanism governing the safeguarding of claims and the coordinated payment of benefits by the national pension funds for mobility within the EU. There is also a wide network of bilateral social insurance agreements with a large number of third countries which regulate the safeguarding of entitlements. 



· Civil servant researchers – they do not receive a statutory pension but are instead paid a pension from the budget of their respective public-sector employer. The status of civil servant however presupposes a corresponding offer of employment from the future employer: alternatively the researcher may be employed as a salaried employee. Senior researchers at a number of non-university research institutions may be employed on contracts similar to those of the civil servants, thus enjoying the same benefits.



· Scholarships – a long term scholarship holder status is increasingly regarded as problematic in view of the fact that education and study periods only count partly towards a pension and the resulting limited entitlement to benefits under both the pension insurance scheme and the unemployment insurance system. The later the researcher takes up employment which is liable to social insurance, the lower his pension entitlement. Scholarship-holders in the post-doc phase should be informed of the possibility of paying voluntary contributions into the statutory pension insurance fund in proportion of their income.






			Improving the provision of information in cooperation with the insurance carriers, the institutions of higher education and other research organisations and EURAXESS Germany at the Alexander von Humbolt Foundation (AvH).


Organising further training events in order to improve the ability of the science institutions to provide counselling.


Strengthening cooperation between the national supplementary insurance funds responsible for researchers with the aim of improving the dissemination of information to mobile scientists in the European framework. The VBL has already introduced measures along these lines via its European umbrella organisation


Extending bilateral social insurance agreements to include further States where this is politically and economically possible.





			Greece


			


			Cooperation between the Ministry of Education and the Ministry of Labour and Social Security in issues related to meeting the Social Security and Supplementary Pensions Needs of Mobile Researchers will be fostered
. 









			Hungary


			A working group was set up in 2009 with the coordination of the National Office for Research and Technology with relevant stakeholders from the Ministry of Social Affairs and Labour, the Ministry of Health, the Ministry of Finance, the National Health Insurance Fund, Central Administration of National Pension Insurance, Hungarian EURAXESS Office to discuss and monitor issues and actions concerning social security and pension rights of mobile researchers.


During the stakeholder consultations we came to the conclusion that there were no serious problems or obstacles in the field of social security or pension rights concerning incoming or outgoing researchers and we should focus on providing more and better information for mobile researchers. .An informal agreement has also been reached on further cooperation related to these issues.



Regular meetings or others forms of consultations are foreseen between the members of the Working group. 



In 2010: 



The members of the working group worked closely together throughout the year discussing upcoming issues in the field of social security and pension of mobile researchers. Experts of the working group were often invited to info days to inform mobile researchers on these issues. Close relation was established between the EURAXESS Office and the members of the working group supporting each others’ work.


			· Promoting information available on social security and pension rights Researchers undergoing transnational mobility shall be provided adequate and up-to-date information on social security and pension right issues, including regulations. All national stakeholders agreed on cooperating in this task. The Hungarian EURAXESS office will serve as a tool to disseminate information.



· Easing the international mobility of researchers by special clauses in bilateral and multilateral agreements It is aimed to include rules easing international mobility of researchers when concluding bilateral and multilateral social security agreements. NKTH foresees to conduct surveys to determine in which international relations social security issues play a significant role.


For 2011: 



Continuing the work of the working group, strengthening cooperation between the members, disseminating all relevant information among researchers in this field.





			Ireland


			Guidance on sources of information on social security and pension issues is available from the Euraxess Ireland office. 



Since 2000-2002, Post Docs are designated employees of universities and pay full Pay Related Social Insurance, (PRSI) which will also cover them for State pension provision. PhD students are not employees and therefore do not qualify for social security or State pension.


			Discussions to take place with Irish social security authorities to clarify the position relating to various categories of researchers in relation to social security and pensions.





			Italy


			


			Information campaign on Social Security rights.


Supplementary pension fund for researchers to increase social security coverage for researchers.


Increase social security coverage for (mobile) researchers





			Latvia


			


			





			Lithuania


			LT does not have special measures in place for researchers.





			Currently researching the issues related to rules easing international mobility of researchers and will implement appropriate solutions in the future.





			Luxembourg


			The law on the new national financing scheme AFR for early stage and experienced (post-doctoral) candidates was passed in 2008 and the first recipients under the new law started in 2009.  


Main feature of this scheme is that work contracts for doctoral and post-doctoral candidates are the rule. A stipend without work contract may only be allocated if:



· the host institution has no possibility to offer a work contract to the grant applicant



· a work contract would result in a net salary for the beneficiary below  ¾ of the amount received for a fellowship without work contract.



For AFR fellowships without work contract, a supplement up to 300 EUR per month to cover health and accident insurance (and possibly a contribution to a public pension scheme) is added to the fellowship.






			A EURAXESS workshop on social security and pension rights is foreseen to be organised by EURAXESS with experts from the Ministry of Social Affairs.





			Malta


			


			





			Netherlands


			Social security: the Association of Dutch Universities has an important role as an employers' association. It sees to the signing of a collective employment agreement that will contribute optimally to the function of the university as a working organization. As of December 1999, the universities have had their own regulations (Collective Employment Agreement of Universities) covering unemployment, illness and incapacity, and health insurance. In case of unemployment, university employees are eligible for unemployment benefit and possibly additional unemployment benefit. In case of a university employee's illness or incapacity; the continuation of pay during illness, is covered. Moreover, PhD’s are employees according to national law, so they will receive social security as well.



The Collective Employment Agreement also meets the objectives set out in the Partnership with respect to the provision of attractive employment and working conditions and to enhancing the training, skills and experience of researchers. E.g. postdoctoral workers have a special budget (or a so called backpack) which provides them for training other than the training they get in a traditional academic way. It is meant to equip them for the needs of the modern knowledge economy and keep them informed about career opportunities outside the academic world or skills needed to develop for patenting etc.



Supplementary Pensions: given the different starting positions, each Member State can focus on different aspects of the overall objectives of the partnership in each national plan. Considering its efforts in open recruitment, social security and training facilities for researchers, NL see these issues already been taken care of in our national policies. The upcoming retirement of a generation of researchers and the questions with regard to the transferability of supplementary pensions are a priority issue. The Netherlands is looking for ways to ease the problems in this field. 


A first prerequisite in this debate is the need of a full engagement of stakeholders to support policy interventions. It is needed to avoid policy externalities of collateral damage. Its objective is to ensure that policy delivers in the way it is intended and meets the needs of researchers. At the present time researchers suffer from a lack of accurate, reliable, coordinated and comprehensible information and advice. Many researchers do not understand the pension's situation and are unable to assess the impact of moving on their future financial status in retirement. Information deficits are perhaps one of the greatest problems facing researchers who move between jobs, between sectors and between countries. 


To the operation of supplementary schemes, we have to be aware of the fact that the complexity and diversity in the organisation of pension systems contribute to information deficits. Even if the quality of research careers is increased in combination with the financial viability of pensions, researchers would need significantly improved information and advice to mitigate the impact of mobility on pensions The need for more targeted information on pensions will thus be one of our first priority actions for the near future. 






			





			Poland


			


			





			Portugal


			Working conditions


PhD Fellows funded by the Foundation, both in the country and abroad,  can opt for the minimum voluntary social insurance at the Foundation’s expense. They also are granted a personal accident insurance.



Public Universities and Research Laboratories have their own teaching and research staff hired as civil servants. Academics can enjoy sabbatical leaves and move into other countries while keeping their rights in terms of social security and pensions.



Meeting the social security and supplementary pensions needs of mobile researchers



Information regarding Social Security is being collected and structured; meetings between Euraxess bridghead representative and social security communication unit have taken place and there is a commitment from social security to validate all the information that is being prepared, focusing this specific group of workers, before uploading it in the portuguese portal, both in Portuguese and English languages; 



As a Member-State Portugal has adopted the European legislation on Social Security. Social security bilateral agreements exist with a number of third countries:



Andorra, Argentina, Austrália, Brasil, Cabo Verde, Canadá, Canadá - Quebeque, Chile, Estados Unidos da América, Marrocos, Reino Unido, Channel Islands (Jersey, Guernesey, Herm, Jethou e Man), Uruguai, Venezuela.



No rules in place easing international mobility of researchers when concluding bilateral and multilateral social security agreements with third countries.



FCT funds Portuguese researchers abroad as well as foreign researchers in Portugal; incoming and outgoing mobility and brain circulation have been encouraged and supported; this is particularly true in what concerns the recognition of diplomas; the transfer of pension rights for mobile researchers is therefore an issue for further study, clarification and improvement.


There is concern regarding the issue of pension needs and an effort to find solutions is welcome; the European Social Fund could be one possibility of supporting the supplementary pension needs of mobile researchers during a transition period. Others sources of funding will be explored in order to converge in that direction.






			





			Romania


			- there are no special security means for researchers compared to other professionals (all are mobile workers); bilateral agreements  and mutual conventions on social security are not specific to researchers alone;



-supplementary pensions: private pension funds administrators have to be certified by the Commission for Private Pensions System Supervision and Monitoring and register in the Private Pensions Administrators Register available at www.csspp.ro. Presently there are 11 private pension administrators in RO;



- currently we use EUlisses Portal for information on social security in EU (we post EUlisses information on our national website www.ancs.gov.ro and it will be linked to EURAXESS too) and we explore the issues related to social security and mobility (national WG Axis 2 members)






			-ACTIONS: improve information posted on the internet concerning social security and supplementary pension rights, particularly through better linkages between national information websites.








			Slovak Republic


			


			





			Slovenia


			· The National Mobility Centre posted all the relevant information regarding social security and pension regulation on the EURAXESS portal – besides the available information posted, linkages to national platforms and information websites were made during 2010, taking into consideration the recent changes and amendments of legislation.



The Ministry of Higher Education, Science and Technology cooperated with the Ministry of Interior and the  Ministry of Labour on behalf of specific EPR issues, under the Expert Group for Human Resources in Science framework;



Cooperation had been extended in 2010 also to participation to the national process of implementing EU Directives on High-Skilled Workers and on Employing HS Foreign Workers (two pieces of national legislation are in the process of finding governmental consent).



Participation to the work of the Council for Integration of Foreigners led by the Ministry of Interior was carried out throughout 2010, special programmes for foreigners, on Slovene language and culture, were established, along with entry points offering general  information to foreigners.





			· Continuous updating of information;



Special measures for increasing social security of researchers in Slovenia (for stimulation of employment of researchers ), co-financing or reduction of taxes for research
.








			Spain


			Since 2006 Early Stage Researchers are covered with almost full social security (including all social benefits but unemployment compensation) during the first two years of their PhDs. After this training period, all researchers are offered work contracts with full social security coverage.



Supplementary pensions are subject to private law in ES. In our opinion a top (COM) – down (EU27)


			The Law of Science has been passed at the Ministry’s Council and sent to Parliament. The Law considers a Research career with new contractual positions.





			Sweden


			


			





			United Kingdom


			Universities UK and others have suggested that the transferable skills training of researchers should encourage a greater awareness of pension rights and systems so they are empowered to manage their financial affairs more proactively. This advice might also be integrated with careers advice.


			Relevant UK institutions will work to further develop the coverage and depth of advice on pensions and social security issues available both to mobile researchers coming to the UK and to potentially mobile researchers from the UK looking to move elsewhere. This advice might also be integrated with careers advice.


UK institutions will seek to make use of flexibility around the definitions of posted or seconded workers (from the UK to other EU member states and beyond) to improve provision for mobile researchers within existing legal frameworks.


UK institutions will also work with the relevant Government departments to further explore the scope for better transferability of pension rights within existing arrangements.


The UK will collaborate with Hewitt Associates in their feasibility study into the possibility of a pan-European pension scheme for researchers being undertaken on behalf of the European Commission.





			ASSOCIATED COUNTRIES


			


			





			Albania


			


			





			Bosnia&Herze-govina


			


			





			Croatia


			With a view towards enhancing researchers’ social security and facilitating the transferability of pension insurance, the following measures are proposed in the National Action Plan:  



1. Improve the system of disseminating information related to legal provisions and procedures governing social security issues. Proposed ways of putting that into place include the publishing of this information in the English language on the EURAXESS portal and discussing with the Croatian Pension Insurance Institute the possibility of publishing the information in the English language on their web page; Information’s made available on the EURAXESS portal



2. Launch a consultation process with the competent bodies of the state administration with a view towards reaching bilateral agreements on social security with the USA, Finland, Greece, Portugal and Spain. 






			1. publishing of information in the English language on the internet site of the Croatian Pension Insurance Institute is in consultation process; all the information’s about social security for foreigners are provided on the EURAXESS portal in English language



2.  At a time when the Republic of Croatia becomes a member of the EU all the issues of social insurance are regulated by the automatic application of EU Regulation 883/04 and the insured from all EU countries the right to health care during his stay in Croatia implemented under the European health insurance card





			Iceland


			


			





			Israel


			


			





			Lichtenstein


			


			





			Montenegro


			


			





			Norway


			NO posted/link to information on transferability on social security on EURAXESS. No portal. 

NO explores state and possible solutions on transfer of supplementary pension rights



			





			FYROM


			


			





			Serbia


			


			





			Switzerland


			In accordance with the Agreement on the Free Movement of Persons between Switzerland and the EU, relations with EU Member States are governed by the provisions of the Regulation (EEC) No. 1408/71 and its implementing regulation Regulation (EEC) No. 574/72. Both regulations coordinate the various European social security systems.



For EFTA countries, Regulation (EEC) No. 1408/71 and No. 574/72 apply as well.



Up to the last year, Switzerland has concluded international social security agreements with 44 countries to date. The objectives of these agreements are: guaranteeing the equal treatment of citizens from the contracting States, the determination of the applicable legislation, and the payment of social security benefits abroad.
 



All Swiss universities were made aware of the social charges for Marie-Curie-Fellowships which should be paid by the employer and not by the fellow.





			EURAXESS information on social security will be updated. 



Implementation of a new Expert Group on Social Security under the lead of the State Secretariat for Education and Research (consisting of Experts from the Federal Social Insurance Office, State Secretariat of Economic Affairs, Federal office for Migration, Swiss National Science Foundation, Rector’s Conference, EURES)








			Turkey


			Turkey has bilateral social security agreements with 21 countries. Citizens of countries of which signed social security agreement based on the reciprocity principal can certify subjecting to insurance in their own country.


			International Researchers Coordination Committee concluded that, bilateral agreements should also be made with the countries attracting Turkish researchers, so that social benefits will not be an obstacle for researchers that are considering to return back to Turkey.








� (NOTE EC) deleted from the 2009 Report: Amend and improve information posted on the internet concerning social security and supplementary pension rights, particularly through better linkages between national information websites.









�(NOTE EC) deleted from the 2009 Report: It is difficult to know whether they will be finalised in 2010 or later.




� (NOTE EC) This period replace the following statement from the 2009 Report: Euraxess information on social security will be updated (a guide exists in English for foreign researchers).




� Replace: A new law about Research is under elaboration, EPR principles and priorities will be integrated in its philosophy, with particular attention to:




social security and supplementary pension rights of  mobile researchers (especially in the light of the reform of the social security system currently in process) (NOTE EC)









� (NOTE EC) Text deleted from the 2009 Report: "Efforts to enhance the mobility of researchers have to be pursued, to introduce new programmes (of formal and of non-formal nature) and to give access to them, within national and international schemes, and to establish relevant evaluation mechanisms (of permanent nature").




� This Information was missing in the 2009 Report
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Mapping of National Focus Areas in EPR Implementation





			Country


			Open Recruitment


			Social Security & Pension


			Working Conditions


			Training & Skills


			Other Priorities





			MEMBER STATES


			


			


			


			


			





			Austria


			X


			


			X


			X


			· Attract young people to Science and Research





			Belgium


			X


			X


			X


			X


			Scientific Visa





			Bulgaria


			X


			X


			X


			X


			Attract young people to study science





			Cyprus


			X


			


			X


			X


			





			Czech Republic


			


			


			X


			X


			Attract young talented students to study science



Reintegration program after maternity leave








			Denmark


			X


			


			X


			X


			





			Estonia


			X


			X


			X


			X


			Attract young people to study science








			Finland


			


			


			X


			X


			





			France


			X


			X


			X


			X


			Autonomy of universities








			Germany


			X


			X


			X


			X


			





			Greece


			


			X


			X


			X


			





			Hungary


			


			


			X


			X


			Attract young people to study science





			Ireland


			


			X


			X


			


			





			Italy


			X


			X


			X


			X


			





			Latvia


			


			


			


			


			





			Lithuania


			


			


			X


			X


			





			Luxembourg


			


			


			


			


			





			Malta


			X


			


			


			X


			Attract young people to study science





			Netherlands


			X


			X


			


			


			Improve research opportunities for Ethnic minorities. Attract knowledge migrants. 





			Poland


			


			


			


			


			





			Portugal


			


			X


			X


			X


			Attract young people to study science





			Romania


			X


			


			X


			X


			





			Slovak Republic


			


			


			


			


			





			Slovenia


			X


			X


			X


			X


			Autonomy of universities





			Spain


			X


			


			X


			X


			





			Sweden


			


			


			


			


			





			United Kingdom


			X


			X


			X


			X


			





			ASSOCIATED COUNTRIES


			


			


			


			


			





			Albania


			


			


			


			


			





			Bosnia&Herze-govina


			


			


			


			


			





			Croatia


			X


			


			X


			X


			





			Iceland


			


			


			


			


			





			Israel


			


			


			


			


			





			Lichtenstein


			


			


			


			


			





			Montenegro


			


			


			


			


			





			Norway


			


			


			X


			X


			





			FYROM


			


			


			


			


			





			Serbia


			X


			


			X


			X


			





			Switzerland


			X


			X


			X


			X


			Scientific Visa





			Turkey


			X


			


			X


			X


			Increasing number of HRST and improving their sectoral distribution,



Increasing mobility of researchers,



Improving the employment capacity of HRST.
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23 November 2009 
  



Ministry of Education and Research Sweden
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The Swedish National Action Plan on EPR 
 
The need for adequate human resources for R&D was pointed out in the 
Lisbon Strategy 2000 and has since then been followed by a mobility 
strategy 2001, Researchers in ERA 2003, the Charter and Code 2005, 
scientific visa 2005 and the funding for researchers, mobility and careers 
has been increased both in FP6 and FP7.  
 
One of the initiatives in the Green paper, ERA New Perspectives 2007 
resulted in the Commission proposal of a European Partnership for 
Researchers (EPR). Each member state is expected to deliver an action 
plan, before the end of 2009, with suggested actions in four key areas. 
 
 
1. Open recruitment and portability of grants 
 
State of play: In the Swedish Ordinance for Higher Education there are 
rules for employing teachers/researchers:  Before employing a teacher 
permanently or for a fixed period, the higher education institution 
(HEI) shall announce the vacancy and by advertisement or other 
equivalent procedure provide information about it e.g. on the 
EURAXESS portal.  
 
To assure that the information on the EURAXESS Sweden is adequate 
the Swedish Agency of Innovation Systems in cooperation with three 
other national R&D funding agencies has been appointed to administrate 
the portal. 
 
Among the four national funding agencies the Swedish Research Council 
has signed a letter of intent (Money Follows Researcher, a 
EUROHORC initiative), which allows portability of individual grants. 
The Swedish Research Council for Environment, Agricultural Sciences 
and Spatial Planning gives personal stipends directly to the researcher. 
The Swedish Agency for Innovation Systems does not give personal 
stipends, but to co-operational projects. 
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Action: The government is currently preparing a Bill with the aim to 
increase the autonomy of HEIs, including the institutions’ staff 
responsibility. However, in a system with autonomous HEIs, is not 
foreseen a regulation on advertisement of positions in a specific way, 
such as EURAXESS.  
 
 
2. Meeting the social security and supplementary pensions needs of mobile 
researchers 
 
State of play: Information on Swedish social security matters is found on 
the home page for the Social Insurance Agency, which is linked via 
EURAXESS SWEDEN.  The Nordic Social Insurance Portal concerns 
information on social security for mobility between the Nordic 
countries.   
 
The Swedish social insurance is divided into a residence-based insurance 
relating to guarantee benefit and allowances, and a work-based insurance 
relating to benefits for loss of income. Both insurance categories apply 
equally to anyone living or working in Sweden. Sweden has social 
security agreements with about 15 third-countries.  
 
The work-based insurance comprises all employees and the residence-
based insurance also long-term residents. A researcher is seen as an 
employee, even a doctoral student who later is employed in Sweden.  A 
doctoral student with employment is categorized as a long-term resident 
as well as one with a research student grant. 
 
Universities must allocate at least 75 % of the funding for research 
students for employment and state funding is not to be used for 
stipends. Some universities already provide employment for all doctoral 
students and this trend is on-going. A research student grant is supposed 
to be transferred to an employment as a doctoral student no later than 
after two years. It is only students with stipends that need to make 
arrangements for health insurance cover, either with an insurance 
company in the home country or through an arrangement with the 
university institution. 
 
The conditions for supplementary pensions are regulated not by law, but 
by collective agreements between employers and unions. Therefore it can 
be difficult to encourage pan-EU pension schemes targeted at 
researchers. 
 
Action: None. 
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3. Attractive employment and working conditions 
 
State of play: The employment conditions for teachers/researchers at 
HEIs are specified in the Swedish Higher Education Act and Higher 
Education Ordinance.  
HEIs and national funders are responsible for taking measures for career 
development. The awareness of career development has increased within 
HEIs and funders over the years. 
The number of entrants 2008 to doctoral studies was 3 200 (47 % 
women) and 30 % of them came from abroad (30 % women). Since 1998 
all applicants for doctoral studies must have guaranteed financing for a 
whole doctoral period. Among the almost 17 000 PhD-students (2008) 
54 % are employed as a doctoral student, 18 % have some other kind of 
employment, 11 % have a research student grant and 9 % stipends.  
 
Both HEIs and public funding agencies are obliged to have an adequate 
gender representation in boards, committees etc, often taken as the 
interval 40 - 60 %. 
 
Action: The government is currently preparing a Bill with the aim to 
increase the autonomy of HEIs, including the institutions’ staff 
responsibility. 
 
 
4. Enhancing the training, skills and experience of European researchers 
 
State of play:  According to The Higher Education Ordinance the 
faculty board has the overall responsibility for the education in terms of 
quality, effectiveness, organisation, study plans and supervision, and for 
coordination of courses and training of supervisors. The faculty board is 
also responsible for general superintendence of third level education. For 
each research student, the faculty board has to appoint at least two 
supervisors. One of them is to be appointed principal supervisor. The 
research student is entitled to supervision during his or her education. A 
HEI providing third level education must provide training for 
supervisors. At least one of a research student’s supervisors must have 
undergone such training or have been found by the faculty board to have 
corresponding skills. 
 
Action: According to the research Bill 2008 “A boost to research and 
innovation”, technology transfer offices will be established at eight 
universities promoting innovation and the use and transfer of knowledge 
in order to facilitate commercialisation of research results. 










_1358663994.pdf




          Septemb er 2 0 0 9  
 



German Contribution to the 
"Europ ean P artnership  f or R esearchers: B etter Careers and M ore M obility " 



(R esearch P artnership ) of  the M ember S tates and A ssociated S tates of  the Europ ean U nion and 
the Commission in accordance with the Conclusions of  the 2 8 9 1 st Comp etitiv eness Council  



in B russels on 2 6  S ep tember 2 0 0 8   
(F oP aD eutschland) 



 
T he natio nal situatio n and natio nal pro j ects o f the Federal Repub lic o f G ermany in the co ntex t o f 
ex isting, ex tended o r new  measures to  impro v e the career situatio n o f researchers in Euro pe and to  



increase the mo b ility o f researchers 
 



 
 
 
 
Introduction 
 
T he G erman o b j ectiv es and measures w ithin the framew o rk  o f the Research Partnership are b ased o n 
the prio rity lines o f actio n fo rmulated b y the Co mpetitiv eness Co uncil o n the b asis o f the 
Co mmissio n' s co mmunicatio n to  the Euro pean Parliament and the Euro pean Co uncil "B etter Careers 
and Mo re Mo b ility: A Euro pean Partnership fo r Researchers" (B russels, 2 3  May 2 0 0 8;  SEC (2 0 0 8) 
1 9 1 1 / 1 9 1 2 ): 
 



1 . systematic o pen recruitment o f researchers 
2 . meeting the needs o f mo b ile researchers w ith regard to  so cial insurance and supplementary 



pensio ns 
3 . impro v ing emplo yment and w o rk ing co nditio ns in o rder to  enhance the attractiv eness o f 



scientific careers  
4 . impro v ing the training, sk ills and ex perience o f researchers.1 
 



I n so  far as a need fo r implementatio n and o ptimiz atio n is identified in the fo ur central areas at 
natio nal lev el, the necessary measures w ill b e intro duced to  realiz e the renew ed L isb o n Strategy and to  
estab lish the Euro pean Research Area. Here measures can b e tak en to  link  up w ith the Federal 



                                                 
1 For ease of reading, this report will as a rule use the male form for professions which are not gender neutral. This is taken to include the 
female form. 
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G o v ernment' s ex isting initiativ es: T he Federal Repo rt o n the Pro mo tio n o f Y o ung Researchers 
(B uW iN ) and the I nfo rmatio n and Co mmunicatio n Platfo rm fo r Y o ung Researchers (KI SSW I N ) 
pro v ide an impo rtant b asis fo r further measures.   
 
T he indiv idual pro j ects o f the Federal G o v ernment are describ ed under the respectiv e main po ints o f 
the repo rt.   
 
Co ncrete suggestio ns fo r implementatio n fo rmulated b y the EU  sho uld therefo re hav e the character o f 
reco mmendatio ns in o rder to  safeguard natio nal co mpetencies and the principle o f sub sidiarity. T his 
includes maintaining tried and tested co unselling and legal regulato ry systems that are aimed at the 
o v erall go al.   
 
 
1 .  S y stematic op en recruitment p rocedures f or researchers  
 
 
Current situation 
 
 
1 . 1  O p en recruitment p rocedures f or scientists and the p ublic adv ertisement of  v acancies 
 
T he large maj o rity o f researchers in G ermany are emplo yed as civ il serv ants (Beamte) o r pub lic secto r 
emplo yees ( A n g es tel l te). T he co nstitutio nal principle o f the selectio n o f the b est ensures the o penness 
o f recruitment pro cedures in this secto r, aided b y the pro v isio ns o f eq uality legislatio n (gender 
mainstreaming) and the G eneral Anti-Discriminatio n Act o f 2 0 0 6 .  
Recruitment pro cedures fo r univ ersity teachers in G ermany are traditio nally stro ngly co mpetitio n-
b ased. U nder current L ä n d er  law , the L ä n d er  Ministries are increasingly transferring the right to  
appo int staff to  the respectiv e univ ersities and research institutio ns.    
Furthermo re, the o penness o f adv ertisement and recruitment pro cedures in the higher educatio n secto r 
is guaranteed under the L ä n d er  Higher Educatio n L aw s. T he mo st recent L ä n d er  Higher Educatio n 
L aw s no t o nly stipulate the traditio nal supra-regio nal and pub lic adv ertising o f v acancies, b ut also  
ex plicitly demand that v acancies are adv ertised internatio nally (depending o n the impo rtance o f the 
po sitio n o r in so me cases as a general rule) and o nly allo w  ex ceptio ns in special cases.  
 
T he inv o lv ement o f ex ternal ex perts alo ng w ith a co mparativ e ev aluatio n o f applicatio ns guarantees 
the transparency and co mpetitiv eness o f the recruitment o f univ ersity teachers in G ermany. I n 
G ermany, it is traditio nally no t po ssib le to  b eco me a pro fesso r at the institutio n o f higher educatio n 
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w here o ne receiv ed o ne' s academic training. T he strictly regulated ex ceptio ns under L ä n d er  legislatio n 
w ere intro duced o n the b asis o f the T enure-T rack  Mo del in the interest o f ensuring mo re transparent 
and faster career paths fo r upco ming scientists: this mo del sho uld b e applied mo re w idely – also  in the 
field o f no n-univ ersity research. I n the meantime, j unio r pro fesso rs w ho  hav e prev io usly held fix ed-
term co ntracts and w ho se w o rk  is co nsidered ex cellent in their specific sub j ect area may b e granted a 
permanent co ntract. As a rule, ho w ev er, the researcher must hav e gained the do cto rate req uired to  set 
o ut o n such a career path o utside the institutio n o f higher educatio n w hich is recruiting him. T his is in 
the interest o f ensuring academic o penness. 
 
T he co mpulso ry internatio nal adv ertising o f ev ery fix ed-term o r permanent v acancy fo r researchers 
sho uld b e the rule. Ex ceptio ns must, ho w ev er, b e allo w ed in j ustified cases.  
 
1 . 2  Granting  of  scholarship s 
 
Scho larship-ho lders are selected in a pro cedure inv o lv ing ex perts and the applicant' s natio nality is 
generally co nsidered irrelev ant. Scho larships are increasingly b eing adv ertised internatio nally. Fo r 
ex ample, the G erman Research Fo undatio n (DFG ) reco mmends that scho larships sho uld b e adv ertised 
internatio nally w ithin the framew o rk  o f its scho larship funding. T his has resulted in an increasing 
numb er o f applicatio ns fro m ab ro ad.   
 
1 . 3 Inf ormation and sup p ort serv ices  
 
T he pub lic and/ o r internatio nal adv ertising o f po sitio ns fo r univ ersity teachers usually tak es place v ia 
natio nal and internatio nal new spapers and j o urnals w hich are k no w n amo ng the internatio nal 
co mmunity o f scientists and w hich as a rule also  already hav e an I nternet po rtal. T he EU RAX ESS 
J o b s Po rtal mak es it po ssib le to  adv ertise ev ery research v acancy internatio nally. G ermany mak es the 
mo st use o f this po rtal co mpared w ith its Euro pean partners. O f the 886  v acancies listed o n 
2 5  Feb ruary 2 0 0 9 , 4 5 0  w ere fro m G erman o rganiz atio ns. I n additio n, the "EU RAX ESS Deutschland" 
po rtal o ffers co mmented link s o n the mo st impo rtant j o b  ex changes fo r researchers and j o b  po rtals in 
G ermany. Furthermo re, "EU RAX ESS Deutschland" also  pro v ides info rmatio n and o rientatio n 
regarding v isas, w o rk ing co nditio ns, so cial insurance and tax atio n. T he ho mepage o f the G erman 
Recto rs'  Co nference pro v ides link s to  the j o b  ex changes o f the indiv idual Memb er States. I n additio n, 
the B MB F-funded "I nfo rmatio n and Co mmunicatio n Platfo rm fo r Y o ung Researchers" (KI SSW I N ) 
has b een o perating since 2 0 0 8. KI SSW I N , w hich is also  accessib le in English, pro v ides easy-to -access 
and straightfo rw ard info rmatio n o n the general situatio n and career paths in G ermany. Furthermo re, it 
enab les interested yo ung researchers fro m all o v er the w o rld to  lo o k  fo r j o b  v acancies and scho larships 
in the field o f science and research free o f charge.  
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T he decisio n to  adv ertise ev ery v acant research po sitio n and ev ery research scho larship o n the I nternet 
sho uld, ho w ev er, b e a matter fo r the respectiv e institutio ns to  decide auto no mo usly so  that they can 
reach the relev ant target gro ups and k eep the co st and effo rt inv o lv ed in indiv idual recruitment 
pro cedures at a calculab le lev el.  
 
T he gro w ing internatio nal co mpetitio n fo r ex cellent researchers is pro mpting the increasing 
internatio naliz atio n o f recruitment effo rts in G ermany. T his is also  demo nstrated b y the 
internatio naliz atio n strategies intro duced b y many institutio ns o f higher educatio n and research 
o rganiz atio ns. I n additio n, there are serv ice centres at numero us G erman institutio ns o f higher 
educatio n w hich suppo rt mo b ile researchers b y pro v iding co unselling and info rmatio n serv ices. I t is 
therefo re to  b e assumed that the co mparativ ely small numb er o f fo reign univ ersity teachers, 
researchers, j unio r research staff and do cto ral students currently w o rk ing at G erman higher educatio n 
institutio ns and research o rganiz atio ns w ill increase in the years to  co me.  
 
1 . 4  A ssessment and recog nition of  f oreig n academic and p rof essional q ualif ications  
 
G ermany has reliab le pro cedures fo r assessing and reco gniz ing fo reign academic and pro fessio nal 
q ualificatio ns. T he o rganiz atio ns w hich emplo y fo reign researchers are familiar w ith these to  v arying 
degrees.   
 
1 . 5  P ortability  of  g rants   
 
As far as the po rtab ility o f research grants is co ncerned, it is essential to  differentiate b etw een 
transnatio nal Euro pean, natio nal and regio nal mo b ility ( L ä n d er ). Many research funding o rganiz atio ns 
such as the G erman Research Fo undatio n (DFG ) o ffer schemes w hich enab le the po rtab ility o f grants 
to  a certain ex tent (e.g. the Mo ney Fo llo w s Researcher scheme). T hese presuppo se relev ant 
agreements b etw een the o rganiz atio ns o f the L ä n d er  co ncerned. Since the funding inv o lv ed is pub lic 
funding, a b alance must b e so ught b etw een o utgo ing and inco ming researchers w ith regard to  the 
po rtab ility o f funding. Ho w ev er, there are do ub ts ab o ut the b enefits o f free po rtab ility in cases w here 
the o riginal ho st institutio n has estab lished special infrastructures o r particular reso urces fo r the 
research pro j ect. O ne must also  co nsider the fact that the aim o f strengthening a natio nal o r regio nal 
research prio rity can b e thw arted b y the full po rtab ility o f research grants and that this is no t in the 
interest o f pub lic funding o rganiz atio ns. I t is, ho w ev er, w ise to  co ntinue to  pro v ide scho larships fo r 
sho rter o r lo nger stays ab ro ad w hich are necessary fo r research purpo ses. T his is already b eing 
practised b y funding o rganiz atio ns such as the Alex ander v o n Humb o ldt Fo undatio n (Av H) and 
scientific o rganiz atio ns such as the Max  Planck  So ciety (MPG ).  
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P lans 
 
• O ptimiz ing link s b etw een G erman platfo rms w hich pub lish v acancies  
• I ncreasing aw areness o f the po ssib ility o f adv ertising v acancies v ia EU RAX ESS-J o b s  
• Ex panding the "I nfo rmatio n and Co mmunicatio n Platfo rm fo r Y o ung Researchers 



"(KI SSW I N )  
• Studying po ssib le measures to  suppo rt and impro v e internal co unselling and info rmatio n 



serv ices fo r mo b ile researchers at higher educatio n institutio ns  
 
 
2 .  M eeting  the needs of  mobile researchers reg arding  social insurance and sup p lementary  
p ensions  
 
Current situation 
 
T he pro fessio n o f researcher o r scientist in G ermany is characteriz ed b y a lo ng phase o f training and 
career selectio n. B efo re o b taining a permanent emplo yment co ntract, a scientist must ex pect to  hav e to  
undergo  freq uent changes in his status (salaried emplo yee, scho larship-ho lder). Scientists in G ermany 
o ften mak e their mark  in fix ed-term pro j ects, w o rk ing in different research gro ups. T he pro fessio n is 
also  characteriz ed b y a high lev el o f mo b ility in a natio nal and internatio nal co ntex t. I n G ermany, this 
is regarded as a guarantee fo r assuring the q uality o f research and is therefo re co nsidered an o b ligato ry 
part o f a pro mising career as a scientist. T his desired and necessary mo b ility means that scientists are 
inv o lv ed in different natio nal so cial insurance and tax  systems. Co mmunity legislatio n o n j o b  mo b ility 
regulates the resulting need fo r co o rdinatio n.  
T he co nseq uences o f internatio nal mo b ility fo r researchers in G ermany w ith regard to  pensio n 
entitlements in their v ario us j o b s w ill b e describ ed b elo w . I n this co ntex t, it is particularly impo rtant to  
tak e into  acco unt perio ds o f emplo yment w hich are sub j ect to  so cial insurance co ntrib utio ns (including 
perio ds o f training) as w ell as priv ate inv estments in supplementary pensio n schemes.    
 
2 . 1  R esearchers with salaried emp loy ee status (Angestellte) (in emp loy ment relationship s which 
are g ov erned by  collectiv e ag reements or p riv ate law/ non-collectiv e ag reements) 
 
I n G ermany, researchers w ho  are salaried emplo yees must b e insured under the statuto ry pensio n 
insurance scheme (G erman Pensio n I nsurance;  DRV;  first pillar o f pro v isio n fo r retirement). I n the 
ev ent that the researcher mo v es ab ro ad, Euro pean Co uncil Regulatio n 1 4 0 8/ 71  co ntains a mechanism 
go v erning the safeguarding o f claims and the co o rdinated payment o f b enefits b y the natio nal pensio n 
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funds fo r mo b ility w ithin the EU . Furthermo re, G ermany has co ncluded a w ide netw o rk  o f b ilateral 
so cial insurance agreements w ith a large numb er o f third co untries w hich regulate the safeguarding o f 
entitlements. T his netw o rk  is ex emplary w ithin the EU  and is currently b eing ex tended.   
 
T he situatio n w ith regard to  supplementary insurance fo r salaried researchers is mo re difficult. T here 
is no  mechanism in the field o f o ccupatio nal pensio ns in the Euro pean U nio n w hich guarantees the 
right to  a co mb inatio n o f entitlements o r to  their po rtab ility. Mo b ile researchers in Euro pe must 
therefo re carefully study the regulatio ns o f the indiv idual natio nal supplementary insurance schemes 
and, fo r instance, pay attentio n to  the different rulings co ncerning accrued pensio n rights and no n-
fo rfeiture perio ds. Multiple mo b ility, fo r ex ample, o ffers yo ung researchers lo ts o f ex perience and is 
particularly b eneficial fo r their careers. Ho w ev er, it also  inv o lv es the serio us risk  o f researchers hav ing 
to  fo rfeit claims to  b enefits o r lo sing accrued rights, o ften inv o lv ing a v ery b ureaucratic and time-
co nsuming pro cedure to  secure claims.   
 
I n G ermany, supplementary o ccupatio nal insurance fo r scientists emplo yed in the pub lic secto r o r no n-
univ ersity research institutio ns is pro v ided in the fo rm o f co mpulso ry insurance thro ugh the Pensio n 
I nstitutio n o f the Federal Repub lic and the L ä n d er  (VB L ) o r in the L ä n d er  o f Hamb urg and Saarland 
thro ugh their o w n supplementary insurance institutio ns. T he VB L  impo ses a statuto ry q ualifying 
perio d o f 6 0  co ntrib utio n mo nths b efo re b enefits can b e claimed.  
I n o rder to  do  j ustice to  the special situatio n o f scientists w ith fix ed-term emplo yment co ntracts, the 
pub lic-secto r co llectiv e b argaining partners in 2 0 0 2  intro duced the po ssib ility o f ex empting emplo yees 
w o rk ing in research at univ ersities o r research institutio ns fro m VB L  co mpulso ry insurance 
co ntrib utio ns. T his ex emptio n fro m co mpulso ry insurance is o nly po ssib le if the q ualifying perio d o f 
6 0  co ntrib utio n mo nths canno t b e fulfilled due to  the duratio n o f the fix ed-term co ntract, the emplo yee 
has no t prev io usly b een liab le to  pay co mpulso ry insurance co ntrib utio ns under a supplementary 
insurance scheme, and he sub mits an applicatio n fo r ex emptio n fro m co mpulso ry insurance to  his 
emplo yer (w ithin 2  mo nths o f starting his co ntract). He can then register instead w ith the v o luntary 
(funded) insurance scheme. T he emplo yer co ntrib utes to w ards the co st o f v o luntary insurance. 
Vo luntary insurance ex cludes certain so cial co mpo nents w hich are featured in co mpulso ry insurance 
(e.g. crediting parental leav e), b ut o ffers the insured perso n flex ib ility and the immediate, co ntractually 
agreed no n-fo rfeiture o f claims.     
 
I n cases w here the emplo yment relatio nship co ntinues b eyo nd a to tal perio d o f 5  years, the emplo yee 
is registered w ith the co mpulso ry insurance scheme fro m this time o nw ards. T he q ualifying perio d o f 
6 0  co ntrib utio n mo nths in the co mpulso ry insurance scheme do es no t hav e to  b e co mpleted. I t is 
co nsidered to  hav e b een fulfilled if the uninterrupted emplo yment relatio nship w ith o ne and the same 
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emplo yer ends after the emplo yee reaches the age o f 3 0  (2 5  in the case o f perso ns insured fro m 2 0 0 9  
o n) and the w ho le o f the entitlements are thus legally v ested.  
 
W ith this instrument the VB L  has estab lished a gatew ay fo r yo ung scientists o n fix ed-term co ntracts 
fro m G ermany and ab ro ad to  preserv e their entitlements. Acco rding to  the VB L , appro x imately 4 5 ,0 0 0  
activ e science emplo yees w ith fix ed-term co ntracts w ere registered in the v o luntary insurance scheme 
at the end o f 2 0 0 8.   
 
Ho w ev er, the internatio nal po rtab ility o f claims fo r supplementary insurance entitlements is currently 
o nly admissib le in ex ceptio nal cases (transfer to  an EU  autho rity).   
 
I nfo rmatio n ev ents at G erman institutio ns o f higher educatio n hav e sho w n that many fo reign scientists 
in particular hav e v irtually no  k no w ledge o f the pensio n systems and their effects. T he VB L  and the 
scientific o rganiz atio ns therefo re see a need to  intensify and pro fessio naliz e the pro v isio n o f 
info rmatio n o n supplementary pensio n schemes, including fo r ex ample the ab o v e-mentio ned 
alternativ es fo r b o th G erman and fo reign scientists.   
 
I t is therefo re impo rtant that tho se peo ple co ncerned sho uld hav e easy-to -access, easily understandab le 
and reliab le info rmatio n o n the effects o f their mo b ility o n their future pensio n entitlements. At the 
same time, despite the significant differences in the Euro pean o ccupatio nal pensio n schemes regarding 
b enefit lev els, preco nditio ns fo r claiming b enefits and tax atio n o n payments to  the so cial insurance 
system, tho ught must b e giv en to  the po ssib ility o f co mb ining o r transferring claims o r mak ing them 
po rtab le.  
  
 
2 . 2  R esearchers with civ il serv ant status ( B ea m te) 
 
T he maj o rity o f G erman pro fesso rs as w ell as o ther gro ups o f scientific staff at institutio ns o f higher 
educatio n hav e the status o f civ il serv ants (Beamte). T his represents a special emplo yment relatio nship 
in the Euro pean co ntex t. T he principle o f emplo yment and alimentatio n fo r life characteriz es the 
special fo rm o f pensio n b enefits granted to  civ il serv ants, w ho  are b o und to  their emplo yers thro ugh a 
special relatio nship o f lo yalty. T hey do  no t receiv e a statuto ry pensio n b ut are instead paid a pensio n 
fro m the b udget o f their respectiv e pub lic-secto r emplo yer. T he legal b asis fo r this is the Federal Civ il 
Serv ants'  Pensio ns Act, w hich w ill b e replaced in the indiv idual L ä n d er  b y the respectiv e L an d  Civ il 
Serv ants'  Pensio ns Acts fo llo w ing the Federalism Refo rm. T he status o f civ il serv ant, ho w ev er, 
presuppo ses a co rrespo nding o ffer o f emplo yment fro m the future emplo yer: alternativ ely the 
researcher may b e emplo yed as a salaried (pub lic-secto r) emplo yee ( A n g es tel l te).  
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Senio r researchers at a numb er o f no n-univ ersity research institutio ns (particularly Helmho ltz  
Asso ciatio n, Max  Planck  So ciety and Fraunho fer So ciety) may b e emplo yed o n co ntracts similar to  
tho se o f civ il serv ants. T heir co ntracts thus place them in a similar po sitio n to  civ il serv ants w ith 
regard to  remuneratio n and retirement co v er, altho ugh they co ntinue to  b e sub j ect to  co mpulso ry 
memb ership o f the statuto ry unemplo yment and so cial insurance schemes. 
 
A sub seq uent change fro m civ il serv ant status to  the status o f a salaried pub lic-secto r emplo yee 
req uires a fo rmal discharge. Retro activ e insurance co ntrib utio ns must b e paid b y the fo rmer emplo yer 
fo r the future salaried emplo yee transferring to  the statuto ry pensio n insurance scheme. Ho w ev er, 
retro activ e insurance in the supplementary pensio n scheme, fo r ex ample the VB L  is no t po ssib le. As a 
salaried pub lic secto r emplo yee, the perso n co ncerned is sub j ect to  co mpulso ry memb ership o f the 
statuto ry so cial insurance scheme, fro m w hich civ il serv ants in G ermany are ex empt. All this mak es 
the shift fro m civ il serv ant status to  salaried emplo yee status unattractiv e and may co ntrib ute to  the 
lo w  lev el o f internatio nal and inter-secto ral mo b ility (science – industry). G ermany is, ho w ev er, 
co nsidering intro ducing refo rms in this area w hich w ill also  tak e the interests o f mo b ility in the higher 
educatio n and research secto r into  acco unt.    
 
2 . 3 R esearchers with scholarship s 
 
Scho larship-funded research activ ities are w idespread in G ermany, particularly during the do cto ral 
phase b ut also  in the po st-do c phase b ecause they o ffer spo nso rs as w ell as scho larship-ho lders a high 
lev el o f flex ib ility and freedo m. Fo r ex ample, scho larship-ho lders are free to  cho o se w here to  co nduct 
their research, their research to pic and their ho st institutio n, and this freedo m is highly v alued b y 
researchers. Furthermo re, these types o f research activ ities enab le scho larship-ho lders to  co ncentrate 
o n their research activ ities w itho ut hav ing to  perfo rm additio nal administrativ e task s o r b eing b o und 
b y instructio ns.  
 
A lo ng-term scho larship-ho lder status is increasingly regarded as pro b lematic in v iew  o f the fact that 
educatio n and study perio ds o nly co unt partly to w ards a pensio n and the resulting limited entitlement 
to  b enefits under b o th the pensio n insurance scheme and the unemplo yment insurance system. T his 
applies in particular to  the po st-do c phase. T he later the researcher tak es up emplo yment w hich is 
liab le to  so cial insurance, the lo w er his pensio n entitlement. T he lack  o f entitlements is less serio us 
during the PhD phase due to  the reductio n in the numb er o f scho o l years and the anticipated sho rter 
perio ds o f study in G ermany. Ho w ev er, scho larship-ho lders in the po st-do c phase sho uld b e info rmed 
o f the po ssib ility o f paying v o luntary co ntrib utio ns into  the statuto ry pensio n insurance fund in 
pro po rtio n to  their inco me.    
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O rganiz atio ns w hich pro mo te mo b ility are therefo re increasingly co nsidering pro v iding additio nal 
grants fo r scho larship-ho lders in the po st-do c phase w hich can b e used to  co ntrib ute to  priv ate pensio n 
insurance schemes. Vario us research funding o rganiz atio ns are calling fo r the creatio n o f full o r part-
time j o b s w hich are sub j ect to  co mpulso ry so cial insurance w ithin the framew o rk  o f co o rdinated o r 
structured research pro j ects instead o f scho larships.   
 
N either the G erman science and research funding o rganiz atio ns no r pub lic and priv ate spo nso rs w ant 
to  ab o lish the po ssib ility o f granting scho larships, particularly in the do cto ral phase. I nstead, they are 
mak ing a co ncerted effo rt to  pro v ide additio nal pensio n insurance and further so cial insurance co v er in 
o rder to  maintain the attractiv eness o f this fo rm o f funding and to  reduce the risk  o f o ld-age po v erty 
fo r yo ung scientists w ho  o nly find their w ay into  emplo yment w hich is sub j ect to  co mpulso ry so cial 
insurance o r into  a po sitio n as a civ il serv ant relativ ely late. 
 
 
P lans 



 
• I mpro v ing the pro v isio n o f info rmatio n in co o peratio n w ith the insurance carriers, the 



institutio ns o f higher educatio n and o ther research o rganiz atio ns and EU RAX ESS 
G ermany at the Alex ander v o n Humb o ldt Fo undatio n (Av H) 



• O rganiz ing further training ev ents in o rder to  impro v e the ab ility o f the science 
institutio ns to  pro v ide co unselling   



• Strengthening co o peratio n b etw een the natio nal supplementary insurance funds 
respo nsib le fo r researchers w ith the aim o f impro v ing the disseminatio n o f info rmatio n to  
mo b ile scientists in the Euro pean framew o rk . T he VB L  has already intro duced measures 
alo ng these lines v ia its Euro pean umb rella o rganiz atio n.  



• Co nsidering the pro v isio n o f priv ate pensio n insurance fo r scho larship-ho lders in the po st-
do c phase thro ugh the research funding o rganiz atio ns  



• Ex tending b ilateral so cial insurance agreements to  include further states w here this is 
po litically and eco no mically po ssib le   



 
 
3.  Imp rov ing  emp loy ment and work ing  conditions to mak e scientif ic careers more attractiv e 
 
3. 1 .  P erf ormance-related and mark et-oriented p ay ment  
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Attractiv e emplo yment and w o rk ing co nditio ns are the preco nditio n fo r recruiting yo ung talent and fo r 
the co mpetitiv eness o f the pub licly funded science secto r. T he necessary framew o rk  co nditio ns are 
estab lished b y the legislatio n o f the Federal G o v ernment and L ä n d er  and b y the parties to  a w age 
agreement as w ell as b y measures b elo w  legislatio n lev el. As a result o f the increasing auto no my o f 
the institutio ns o f higher educatio n and no n-univ ersity research institutio ns, the institutio ns themselv es 
are assuming mo re and mo re respo nsib ility fo r shaping attractiv e emplo yment and w o rk ing co nditio ns. 
Statuto ry amendments and new  w age agreements in recent years mean that perfo rmance is mo re 
highly reco gniz ed in G ermany than used to  b e the case in the past. T he federal and L ä n d er  
remuneratio n law s mak e it po ssib le to  grant pro fesso rs v ariab le perfo rmance-related payments and 
b o nuses in additio n to  their b asic salary. T hese payments may b e granted w ithin the framew o rk  o f 
nego tiatio ns to  recruit a pro fesso r o r to  enco urage him to  stay o n in a po sitio n, fo r special 
achiev ements in the field o f science and teaching, art, further training and pro mo ting yo ung talent, as 
w ell as fo r perfo rming functio ns o r special task s w ithin the framew o rk  o f the management o r self-
administratio n o f the institutio n o f higher educatio n, and fo r co nducting priv ately funded research 
pro j ects.  
T he federal remuneratio n law  and the law s o f mo st o f the L ä n d er  are still "capping" perfo rmance-
related pay w ith the so -called "payment framew o rk " (V er g ab er ah men ). T he Federal G o v ernment and 
L ä n d er  hav e intro duced mo re flex ib ility in this co ntex t fo r the field o f no n-univ ersity research. T he 
Federalism Refo rm has pro v ided the L ä n d er  w ith the o ppo rtunity to  lift the restrictio ns o f the 
"payment framew o rk " and to  thus giv e the institutio ns o f higher educatio n and science institutio ns 
greater flex ib ility w hen granting perfo rmance-related and mark et-o riented pay w ithin the o v erall 
b udget. So me L ä n d er  are mak ing use o f this o ppo rtunity.  
 
3. 2 .  Imp rov ing  career p rosp ects f or y oung  researchers  
 
T he 2 0 0 6  Co llectiv e Agreement o f the Pub lic Serv ices o f the L ä n d er  (T V-L ), w hich w as signed b y 1 4  
o f the 1 6  L ä n d er , tak es into  acco unt the special needs o f scientists thro ugh "Special regulatio ns fo r 
emplo yees at institutio ns o f higher educatio n and research institutio ns". I n ter  al i a it includes mo re 
flex ib le regulatio ns o n w o rk ing ho urs as w ell as special payments, fo r ex ample fo r particular 
achiev ements in the field o f third-party funding. N o n-univ ersity research institutio ns, w hich apply the 
pay legislatio n o f the Federal G o v ernment and thus the T Vö D (Pub lic Secto r Co llectiv e Agreement), 
hav e b een giv en b udgetary po w ers b y the funding agencies enab ling them to  grant scientists and 
scientific staff b o nuses and supplements.  
 
As already stated, the principle o f selecting the b est, the b an o n internal recruitment and the 
pro fessio nal dev elo pment o f scientists w hich is characteriz ed b y stro ng co mpetitio n in different fix ed-
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term pro j ects and research gro ups are facto rs w hich mak e it impo ssib le to  appo int all scientists 
inv o lv ed in the dev elo pment pro cess o n a permanent b asis. Fix ed-term co ntracts are essential.  
 
T he Fix ed-T erm Co ntracts in Science Act, w hich entered into  fo rce in April 2 0 0 7, tak es into  acco unt 
the specific interests o f scientists w ith regard to  specific fix ed-term perio ds o f emplo yment. I t states 
the po ssib ilities fo r fix ed-term co ntracts during the q ualifying phase w hich w ere prev io usly co v ered 
b y the Framew o rk  Act fo r Higher Educatio n, the so -called 1 2  o r 1 5 -year ruling. A new  family po licy 
co mpo nent mak es it easier fo r yo ung scientists to  co mb ine family and career during the q ualifying 
phase than used to  b e the case in the past. I n additio n, the Fix ed-T erm Co ntracts in Science Act 
specifically regulates the fix ed-term emplo yment o f yo ung scientists in third party funded pro j ects and 
thus pro v ides a secure legal b asis fo r fix ed-term emplo yment relatio nships w hich fo llo w  o n fro m the 
q ualifying phase.   
T he ex pansio n o f the tenure track  mo del, the intro ductio n o f j unio r pro fesso rships in the higher 
educatio n legislatio n o f the L ä n d er , special career paths fo r j unio r team leaders in the research 
institutio ns and pro grammes o rganiz ed b y the research funding o rganiz atio ns are so me o f the 
measures w hich hav e b een intro duced to  meet the needs o f yo ung scientists fo r independent team 
leadership, a transparent and reliab le career cho ice and regular emplo yment in the field o f science.    
 
Fo r these reaso ns, it is generally intended to  adhere to  the system o f scho larships, particularly as a 
means o f funding do cto ral students and scientists w ho  are mo b ile in the sho rt term.  
 
3. 3.  F lex ibility  in contracts,  administrativ e reg ulations and relev ant national leg al p rov isions f or 
ex p erienced researchers and retired and end-of -career researchers  
 
Co nsideratio n is b eing giv en to  the idea o f permitting ab le and w illing researchers to  co ntinue to  w o rk  
after reaching the age o f retirement. I n principle, it is already po ssib le fo r a retired pro fesso r o r a 
pro fesso r emeritus to  co ntinue to  o b tain third-party funding at G erman research funding institutio ns.   
 
W ith effect fro m 2 0 0 9 , G erman federal civ il serv ice legislatio n has made it po ssib le fo r pro fesso rs to  
defer their retirement until the age o f 75  in indiv idual cases due to  their special scientific w o rk  and 
pro v iding this is in the interest o f the emplo yer. T he no n-univ ersity research institutio ns, w hich apply 
the b udget law  o f the Federal G o v ernment (particularly the Helmho ltz  Centres, Max -Planck  So ciety 
and Fraunho fer So ciety), may apply the same co nditio ns to  their senio r scientists.     
 
T he Helmho ltz  Asso ciatio n has intro duced Helmho ltz  Pro fesso rships w hich are financed b y the 
I mpulse and N etw o rk ing Fund in o rder to  giv e ex cellent researchers w ho  are due to  retire so o n the 
o ppo rtunity to  co ntinue their research. T he "Mo b ility Pro gramme J o hann G o ttfried Herder" has b een 
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pro mo ting the activ ities o f retired G erman univ ersity teachers at institutio ns o f higher educatio n in 
Central and Eastern Euro pe since 1 9 9 9 . I n the meantime, this initiativ e, w hich w as intro duced b y 
G erman fo undatio ns, has pro v ided funding fo r 1 3 3  v isiting lecturers in 2 1  co untries. T hese hav e 
taught a to tal o f almo st 4 0 0  semesters and receiv ed suppo rt fro m the HRK (G erman Recto rs'  
Co nference) and the G erman Academic Ex change Serv ice (DAAD). T he DAAD is no w  co ntinuing the 
Herder Pro gramme to gether w ith three fo undatio ns and is ex panding it w ith regard to  b o th regio ns and 
co ntent.   
 
Mo re and mo re such pro grammes are b eing launched in G ermany. Fo r ex ample, the "L o w er Sax o ny 
Pro fesso rship – Research 6 5  plus" o f the L an d  o f L o w er Sax o ny is a new  pro gramme w hich enab les 
o utstanding researchers to  co ntinue their research w o rk  at univ ersities b eyo nd retirement age.   
 
3. 4  P romoting  women,  dual-career coup les and work -lif e balance 
 
W o men in G ermany are still under-represented in leadership po sitio ns in science, acco unting fo r 
1 6 .2 %  o f all pro fesso rships and 8.4 %  o f leadership po sitio ns at no n-univ ersity research institutio ns. 
All stak eho lders in the go v ernment and science secto r are aw are o f this deficit. A v ariety o f measures 
hav e b een intro duced to  remedy this situatio n. T he lo w  numb er o f w o men in this secto r means, 
ho w ev er, that adeq uate representatio n can o nly b e achiev ed in the lo ng term. Dev elo pments in recent 
years hav e sho w n steady pro gress, b ut the pro cess o f change is slo w er than desired. A raft o f measures 
is to  b e intro duced to  increase the pace o f change. 
T he large G erman science o rganiz atio ns agreed in 2 0 0 6  to  increase the share o f w o men in to p 
po sitio ns in science o v er the nex t fiv e years. T he do cument, w hich w as signed b y the Presidents o f the 
science o rganiz atio ns, stipulates the instruments and measures w hich w ill b e used to  achiev e this 
co mmo n go al. T he results w ill b e ev aluated in 2 0 1 1 .   
T he Pro gramme fo r W o men Pro fesso rs, w hich w as dev elo ped b y the Federal Ministry o f Educatio n 
and Research and intro duced in N o v emb er 2 0 0 7, is an instrument fo r pro mo ting to p w o men scientists 
w hich w ill enab le the Federal G o v ernment and the L ä n d er  to  create at least 2 0 0  new  po sitio ns fo r 
w o men pro fesso rs at G erman higher educatio n institutio ns o v er the nex t fiv e years. T he G erman 
Research Fo undatio n' s (DFG ) " R e s e a r c h -o r i e n t e d  s t a n d a r d s  o n  g e n d e r  e q u a l i t y  " , w hich w ere 
appro v ed b y a maj o rity o f the memb er o rganiz atio ns o n 2  J uly 2 0 0 8 and w hich w ill no w  b e intro duced 
o n a v o luntary b asis, w ill co ntrib ute to w ards a further increase in the percentage o f w o men in science 
and research.  
 
 
I n the meantime, a numb er o f higher educatio n and research institutio ns hav e intro duced Dual-Career 
pro grammes w hich adv ise and suppo rt the spo uses o r partners o f their scientific staff, particularly 
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w hen they to o  are scientists. All k inds o f suppo rt are feasib le pro v iding that the po ssib le emplo yment 
o f spo uses o r partners at a scientific institutio n do es no t run co unter to  the principle o f selecting the 
b est. Heidelb erg U niv ersity b egan the gradual intro ductio n o f a Dual Career Serv ice fo r spo uses and 
partners o f new  scientific staff in 2 0 0 6 . Similar pro grammes are also  in place at the T U  and L MU  in 
Munich and at the univ ersities o f B o chum, Essen, Saarb rü ck en, Ko nstanz  and Stuttgart.  
 
T he q uestio n o f childcare, particularly fo r under-three-year-o lds, and the pro v isio n o f full-day care 
facilities has b een a pro b lem in G ermany fo r a lo ng time, mak ing it v ery difficult fo r w o men to  pursue 
a career in the science secto r. T he Federal and L ä n d er  go v ernments hav e made impro v ements in this 
field a declared po litical go al and hav e pro v ided additio nal funding. T he institutio ns o f higher 
educatio n and o ther no n-univ ersity research institutio ns are ex panding their o w n nursery and day-care 
facilities. T he Child Suppo rt Act (Kifö G ), w hich entered into  fo rce o n 1 6  Decemb er 2 0 0 8, is an 
impo rtant step in the right directio n. I t sets o ut to  pro v ide an av erage o f o ne childcare place fo r ev ery 
three under-three-year-o lds natio nw ide b y 2 0 1 3 . Appro x imately a third o f the new  places w ill tak e the 
fo rm o f day-care.  
 
P lans 
 
T here are a numb er o f go o d ex amples and ex emplary pro cedures aimed at mak ing w o rk ing co nditio ns 
fo r scientists mo re attractiv e under the giv en legislativ e and institutio nal co nditio ns in G ermany. T hese 
measures w ill b e studied w ith regard to  their co nseq uences, sho rtco mings identified and further future 
activ ities initiated.  
 
• Effo rts to  enco urage the co ntinued emplo yment o f o lder o r retired researchers  
• I mpro v ing the career pro spects o f yo ung researchers b y enco uraging o ppo rtunities fo r further 



training and structured pro grammes fo r upco ming researchers   
• T he further remo v al o f institutio nal b arriers to  achiev ing a w o rk -life b alance  
• Co mpariso n and analysis o f the success o f current dual-career mo dels at G erman higher 



educatio n and science institutio ns   
 
 
4 .  Imp rov ing  the training ,  comp etencies and ex p erience of  researchers  
 
Current situation 
 
4 . 1  Imp arting  k ey  comp etencies during  studies  
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I n additio n to  pro v iding upco ming scientists w ith ex perience in their field o f research and specialist 
training, G ermany also  sees a need to  teach them k ey co mpetencies b ased in the b ro adest sense o n the 
current demands and findings o n the lab o ur mark et fo r research.  
 
T he co mmunicatio n o f k ey co mpetences has already made its mark  o n the curricula at b achelo r and 
master' s degree lev el in the co urse o f the B o lo gna refo rms and the discussio ns o n the lev el o f 
"emplo yab ility". T he k ey co mpetences w hich are to  b e attained are defined in the Q ualificatio ns 
Framew o rk  fo r G erman Higher Educatio n Q ualificatio ns. G ermany has also  intro duced measures to  
ensure the inv o lv ement o f industry in ev aluating curricula as all study co urses are rev iew ed b y 
independent accreditatio n agencies w ho se co mmissio ns and gro ups o f ex perts must alw ays include an 
emplo yers'  representativ e. I ndustry is in a po sitio n to  influence training to  meet the req uirements o f the 
lab o ur mark et b y enco uraging its representativ es to  play an activ e ro le in the accreditatio n pro cess. 
I ndustry can also  update the institutio ns o f higher educatio n o n its needs thro ugh the univ ersity 
co uncils w hich hav e b een estab lished almo st ev eryw here in the meantime and w here senio r 
representativ es o f industry can co ntrib ute their ex perience.   
 
4 . 2  K ey  comp etencies f or up coming  scientists 
 
As far as training yo ung scientists during their do cto ral phase is co ncerned, G ermany has traditio nally 
alw ays co ncentrated o n the perfo rmance o f independent research w o rk  as the k ey aim o f training. T he 
do cto ral phase is thus reco gniz ed as the first phase o f a research activ ity and the b eginning o f a 
scientific career o r as the transitio n fro m study to  independent research activ ities. I n recent years, the 
do cto ral phase has b een undergo ing changes in G ermany, fro m the w o rk  o f an indiv idual that is 
superv ised b y indiv idual pro fesso rs to  a mo re structured do cto ral phase in w hich co nsiderab le 
impo rtance is attached to  o rganiz ing interdisciplinary dialo gues and interdisciplinary ex changes 
b etw een do cto ral students and to  mo re intensiv e sub j ect-specific mento ring. Furthermo re, there are 
also  plans to  o ffer do cto ral students co urses in further k ey and ancillary co mpetencies w hich sho uld 
increase their ab ility to  co mpete o n the lab o ur mark et fo r b o th scientific and no n-scientific staff. A 
w ide range o f co urses are already b eing o ffered b y inter-univ ersity o r sub j ect-specific graduate centres 
at univ ersities and b y research centres w hich co o perate w ith the univ ersities.  
 
I n this co ntex t, it do es no t seem w ise to  settle o n a standardiz ed natio nal co mpetence pro gramme, 
particularly since the indiv idual disciplines co v er v ery different v o catio nal fields. Fo r ex ample, 
additio nal info rmatio n in the field o f co mmercial pro perty rights may b e v ery impo rtant fo r a do cto ral 
student in mechanical engineering, b ut w ill b e less useful fo r so meo ne studying in the humanities. I n 
this co ntex t, there is also  reaso n to  do ub t w hether the do cto ral student actually b enefits fro m intensiv e 
training inv o lv ing multi-task ing ab ilities in the co ntex t o f setting up a b usiness, dealing w ith scientific 
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b ureaucracy, pro j ect leadership, the management o f co mmercial pro perty rights o r co rpo rate 
co mmunicatio n, to  name j ust a few  ex amples. Such pack ages o f co mpetencies hav e to  b e at the 
ex pense o f the necessary co ncentratio n o n independent research w o rk , w hich is the central element o f 
the do cto ral phase. T here is b ro ad co nsensus in G ermany that all univ ersities and research institutio ns 
sho uld pro v ide co urses to  enab le upco ming scientists to  acq uire additio nal co mpetencies at sub j ect and 
institutio nal lev el o r in institutio nal co o peratio n. T hey sho uld b e ab le to  cho o se fro m this range o f 
co urses acco rding to  their aptitude and interests and the po tential b enefits.  
 
G ermany therefo re o ppo ses the intro ductio n o f standardiz ed natio nal sk ills agendas fo r upco ming 
scientists. Furthermo re, the term "curriculum fo r do cto ral pro grammes" is no t co mpatib le w ith the 
nature o f the do cto ral phase in G ermany, w hich is research-b ased.  
 
4 . 3 K ey  comp etencies f or ex p erienced scientists   
 
I t is a matter fo r the science institutio ns to  decide w hether these co mpetence centres fo r upco ming 
scientists also  o ffer further training o ppo rtunities fo r ex perienced scientists o r w hether they set up 
further estab lishments to  deal w ith the indiv idual req uirements o f ex perienced scientists, fo r ex ample 
in the field o f the pro fessio naliz atio n o f teaching. Many univ ersities and univ ersities o f applied 
sciences already o ffer their scientists indiv idual further training o ppo rtunities w hich also  relate to  the 
co mpetencies stated in the Euro pean Researchers'  Partnership and refer to  co o peratio n b etw een higher 
educatio n and research institutio ns and industry.       
 
4 . 4  Coop eration between institutions of  hig her education and industry   
 
Co o peratio n b etw een institutio ns o f higher educatio n and industry is traditio nally clo se in G ermany in 
areas such as engineering and chemistry. Many do cto ral theses are co mpleted in clo se co o peratio n 
w ith industry and o ften w ithin industry. Fo r ex ample, industry v ery o ften funds do cto ral students o r 
pro v ides grants fo r theses. Special pro grammes are o ften funded b y the Eco no mics Ministries at 
federal o f L ä n d er  lev el and ex plicitly enco urage mo b ility and ex changes o f scientists b etw een research 
institutio ns and SMEs.  
 
T echno lo gy transfer netw o rk s hav e b een estab lished in many L ä n d er . T ransfer and patent agencies 
hav e b een set up at the research institutio ns o r at L ä n d er  lev el. Furthermo re, all the L ä n d er  and many 
institutio ns also  hav e facilities w hich adv ise peo ple intending to  set up in b usiness o r assist them o n 
the ro ad to  entrepreneurship.  
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G ermany do es no t therefo re see any real need fo r a fundamental change in the ties b etw een institutio ns 
o f higher educatio n and no n-univ ersity research institutio ns and co mpanies. I t do es, ho w ev er, see a 
need to  ex pand co o peratio n b etw een higher educatio n institutio ns, research institutio ns and co mpanies 
in the interest o f enhancing inno v ativ eness and o ptimiz ing ex isting appro aches o n the b asis o f the 
ex perience gained to  date.   
 
P lans:  
 
• O ptimiz ing the ex isting fo rms o f co o peratio n b etw een higher educatio n and research 



institutio ns and co mpanies b y co nso lidating current co o peratio n and po o ling ex isting 
measures as w ell as thro ugh the mutual ex change o f tried and tested pro cedures 



• Co ntinuing the refo rm o f the do cto ral phase w ith a v iew  to  increasing the numb er o f structured 
do cto ral pro grammes and further enhancing the mento ring o f do cto ral students  










_1358663992.pdf




 
 
 
  



  



Memorandum   
  
13 January 2011 
  



Ministry of Education and Research Sweden
 



 



 



 



 



 



 
  



SGHRM 



 
The Swedish National Action Plan on EPR      (updated 2010)                                     
 
The need for adequate human resources for R&D was pointed out in the 
Lisbon Strategy 2000 and has since then been followed by a mobility 
strategy 2001, Researchers in ERA 2003, the Charter and Code 2005, 
scientific visa 2005 and the funding for researchers, mobility and careers 
has been increased both in FP6 and FP7. 
 
One of the initiatives in the Green paper, ERA New Perspectives 2007 
resulted in the Commission proposal of a European Partnership for 
Researchers (EPR). Each member state is expected to deliver an action 
plan, before the end of 2009, with suggested actions in four key areas. 
 
 
 1. Open recruitment and portability of grants  
 
The Government Bill Academia for this day and age – greater freedom 
for universities and other higher education institutions (Govt. Bill 
2009/10:149) aims to increase the freedom of publicly funded 
universities. The detailed regulation of teaching positions in higher 
education legislation will be less extensive. Several categories of fixed-
term employment contracts should cease to be regulated by the Higher 
Education Ordinance. The general rules on fixed-term contracts found in 
the Employment Protection Act (1982:80) will then apply to employees 
at publicly funded higher education institutions.  
Before employing a teacher permanently or for a fixed period, the higher 
education institution (HEI) shall announce the vacancy and by 
advertisement or other equivalent procedure provide information about 
it e.g. on the EURAXESS portal.  
To assure that the information on the EURAXESS Sweden is adequate 
the Swedish Agency of Innovation Systems in cooperation with three 
other national R&D funding agencies has been appointed to administrate 
the portal. 
The Government believes that the universities will not jeopardise their 
reputation by misusing their increased freedom when recruiting. The 
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Employment Ordinance (1994:373) is still valid and the government 
recommends the universities to secure that issues like those found in the 
Charter and Code, signed up by the The Association of Swedish Higher 
Education, are in place.  
  
Among the four national funding agencies the Swedish Research Council 
has signed a letter of intent (Money Follows Researcher, a 
EUROHORC initiative), which allows portability of individual grants. 
The Swedish Research Council for Environment, Agricultural Sciences 
and Spatial Planning gives personal stipends directly to the researcher. 
The Swedish Agency for Innovation Systems does not give personal 
stipends, but to co-operational projects.  
 
 
2. Meeting the social security and supplementary pensions needs of mobile 
researchers  
 
Information on Swedish social security matters is found on the home 
page for the Social Insurance Agency, which is linked via EURAXESS 
SWEDEN. The Nordic Social Insurance Portal concerns information on 
social security for mobility between the Nordic countries.  
The Swedish social insurance is divided into a residence-based insurance 
relating to guarantee benefit and allowances, and a work-based insurance 
relating to benefits for loss of income. Both insurance categories apply 
equally to anyone living or working in Sweden. Sweden has social 
security agreements with about 15 third-countries.  
The work-based insurance comprises all employees and the residence-
based insurance also long-term residents. A researcher is seen as an 
employee, even a doctoral student who later is employed in Sweden. A 
doctoral student with employment is categorized as a long-term resident 
as well as one with a research student grant.  
Universities must allocate at least 75 % of the funding for research 
students for employment and state funding is not to be used for 
stipends. Some universities already provide employment for all doctoral 
students and this trend is on-going. A research student grant is supposed 
to be transferred to an employment as a doctoral student no later than 
after two years. It is only students with stipends that need to make 
arrangements for health insurance cover, either with an insurance 
company in the home country or through an arrangement with the 
university institution.  
The conditions for supplementary pensions are regulated not by law, but 
by collective agreements between employers and unions. Therefore it can 
be difficult to encourage pan-EU pension schemes targeted at 
researchers.  
The procedure for approving a private and public organisation for 
employing third country researchers seems to be quick and smooth. 
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3. Attractive employment and working conditions  
 
 The number of entrants 2009 to doctoral studies was 3 400 (49 % 
women) and 31 % of them came from abroad (39 % women). Since 1998 
all applicants for doctoral studies must have guaranteed financing for a 
whole doctoral period. Among the about 17 200 PhD-students (2009) 55 
% are employed as a doctoral student, 19 % have some other kind of 
employment, 10 % have a research student grant and 9 % stipends.  
Both HEIs and public funding agencies are obliged to have an adequate 
gender representation in boards, committees etc, often taken as the 
interval 40 - 60 %.  
The Government Bill Academia for this day and age – greater freedom 
for universities and other higher education institutions will give 
universities increased freedom to recruit researchers and the possibility 
to offer more attractive positions. 
 
 
4. Enhancing the training, skills and experience of European researchers  
 
According to The Higher Education Ordinance the faculty board has the 
overall responsibility for the education in terms of quality, effectiveness, 
organisation, study plans and supervision, and for coordination of 
courses and training of supervisors. The faculty board is also responsible 
for general superintendence of third level education. For each research 
student, the faculty board has to appoint at least two supervisors. One of 
them is to be appointed principal supervisor. The research student is 
entitled to supervision during his or her education. A HEI providing 
third level education must provide training for supervisors. At least one 
of a research student’s supervisors must have undergone such training or 
have been found by the faculty board to have corresponding skills.  
According to the research Bill 2008 “A boost to research and 
innovation”, technology transfer offices were established at eight 
universities promoting innovation and the use and transfer of knowledge 
in order to facilitate commercialisation of research results. 










_1358663837.pdf




REPUBLIC OF CROATIA 



MINISTRY OF SCIENCE, EDUCATION AND SPORTS 



 



 



 



 



 



 



 



Action Plan for the Mobility of Researchers 



2009 ‐ 2010 



 



 



 



 



 



 



 



 



 



 



Zagreb, September 2009  



 











Contents 



1. Introduction......................................................................................................................................... 3 



1.1. European Research Area .......................................................................................................... 3 



1.2. Strategic and Legal Framework in the Area of the Mobility of Researchers............................ 6 



2. Present State of Affairs........................................................................................................................ 7 



3. Goals .................................................................................................................................................... 8 



4. Objectives and Measures .................................................................................................................... 8 



4.1. ‐ Systematically open recruitment and portability of grants ................................................... 8 



4.2. ‐  Meeting the social security and supplementary pension needs of mobile researchers....... 9 



4.3. ‐Attractive employment and working conditions .................................................................... 9 



4.4. Facilitate the Recognition of Croatian Researchers’ Qualifications Abroad .......................... 10 



4.5. Implement Other EU Documents Relevant to the Mobility of Researchers .......................... 11 



4.6. Remove Obstacles in the Regulation of Residence ‐ and the Organisation of Life in the 
Republic of Croatia ........................................................................................................................ 11 



4.7. Continue Funding of the Mobility Network ........................................................................... 12 



4.8. Foster Inter‐Sectoral Mobility of Researchers ....................................................................... 14 



5. Recommendations............................................................................................................................. 15 



6. The Authors of the Action Plan ......................................................................................................... 15 



7. References......................................................................................................................................... 16 



 











1. Introduction 



Under the National Programme for the Accession of the Republic of Croatia into the European Union 
‐ 2008,  the Republic of Croatia undertook  the development of  the Action Plan  for  the Mobility of 
Researchers  (hereinafter  “Action Plan”), which was  to be based on  the  EC Communication Better 
Careers and More Mobility: a European Partnership for Researchers (COM (2008) 317). 



In the context of the Action Plan the following terms shall be defined as specified below:  



1. Researcher:  In  the  EC  Communication  Researchers  in  the  ERA:  One  Profession, Multiple 
Careers  (COM  (2003)  436  of  18  July  2003),  the  European  Commission  defined  the  term 
researcher  as  ‐  Professionals  engaged  in  the  conception  or  creation  of  new  knowledge, 
products,  processes,  methods  and  systems,  and  in  the  management  of  the  projects 
concerned.".  This  definition  encompasses  –experienced  researchers  and  –early‐stage 
researchers  ‐  as  defined  in  the  Act  on  Scientific  Activity  and  Higher  Education  (Official 
Gazette “Narodne novine”, No. 123/03, 105/04, 174/04, 2/07 decision of the Constitutional 
Court of the Republic of Croatia 46/07) as well as other researchers that fall within the scope 
of the above definition.   



2. Mobility of researchers: The term mobility of researchers refers to the potential for a change 
in workplace and/or occupational capacity on  the part of an employee,  research  fellow or 
trainee, and which may entail a change in organisation, country or sector.  



3. Inter‐sectoral mobility:  Refers  specifically  to  the mobility  of  researchers  between  industry 
and academia1. 



4. ‐ Hosting agreement: Refers to an agreement signed between  ‐ research organisation and  ‐
researcher,  under which  the  researcher  agrees  to  –to  complete  the  research  project  and 
organisation undertakes to host the researcher for that purpose.‐    



1.1. European Research Area 



The idea of establishing the European Research Area (ERA) was first adopted at the Lisbon European 
Council  in  March  2000.  The  need  to  open  up  to  the  rest  of  the  world,  i.e.  to  enhance  job 
opportunities  for  researchers  from  non‐EU  member  states,  was  underlined  as  one  of  the 
prerequisites  for  the creation of  the ERA. Recommendations of  the European Commission  foresee 
that the number of researchers in Europe will grow by 700,000 by 2010 as a result of the admission 
of researchers from non‐EU countries and the return of EU‐originating researchers to the EU member 
states from abroad.   



Early reactions to this initiative gave more prominence to the role of human resources and mobility, 
and  explored  concerns  regarding  obstacles  to  the mobility  of  researchers.  This  resulted  in  an  EC 
Communication  entitled  A Mobility  Strategy  for  the  European  Research  Area  (COM  (2001)  331), 
issued by the European Commission in June 2001.  



                                                            
1 The term “academia” as used in this document refers to universities, public research organisations, and other publicly‐funded bodies 



carrying out R&D work. The term “industry” refers to the business sector, i.e. private enterprises, SMEs, etc. 
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The Strategy is aimed at contributing to the solutions to some of the burning issues that Europe has 
faced in recent years. Some of these issues are:  



• Relatively  low participation of the R&D workforce as a proportion of the total workforce  in 
Europe as compared to other regions, especially in industry;    



• Rapidly decreasing interest in fundamental research (mathematics, physics), carrying a risk of 
major shrinkage of the R&D workforce in the region;     



• An aging researcher population without prospects for full regeneration; 



• Fierce competition among employers to attract research talent; 



• Structural fragmentation of the European labour market, reflected in a lack of harmonization 
in areas such as social security, taxation and the transferability of pension rights.  



The key elements of A Mobility Strategy for the European Research Area are: 



• Establishing and fostering an environment that encourages the mobility of researchers, i.e.: 



o Legal  improvements,  primarily  related  to  the  admission  of  researchers,  access  to 
employment, social security and taxation; 



o The creation of conditions to  improve the availability of  information to researchers, 
including  a  comprehensive  collection  of  statistical  data  on  the  mobility  of 
researchers;  



o The provision of practical assistance to mobile researchers, i.e. setting up a network 
of Mobility Centres and national Ombudsmen2; 



o Qualitative improvements in terms of organising meetings on mobility, the exchange 
of  best  practices  and,  in  the  long  run,  the  drafting  of  a  quality  charter  for  the 
reception of foreign researchers.    



• Financially supporting the development of a critical mass of mobile researchers  in the ERA, 
on the local, regional, national and EU levels.  



One  part  of  the  Strategy  follows  up  on  work  that  was  carried  out  by  an  expert  group  of  high 
commissioners of the EU member states, which presented to the European Commission in April 2001 
an analysis of the key obstacles to the mobility of researchers. 



A resolution of the European Commission passed in December 2001 laid the groundwork for setting 
up an internet portal and networks of Mobility Centres, and identified three specific priorities for the 
mobility strategy implementation: enhancing administrative, legal and regulatory mobility capacities; 



                                                            
2 An ombudsman is an impartial individual responsible for handling researchers’ complaints/appeals by 
providing confidential and informal assistance in dealing with workplace conflicts, lawsuits and complaints, 
with a view towards promoting fair and equal treatment in an organisation or enhancing the quality of a 
working environment.   
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improving  the provision of  information and services  to mobile  researchers; and conducting studies 
aimed at identifying future actions. Furthermore, the Resolution strongly emphasises the need for EU 
candidate countries  to participate  in  the Strategy’s  implementation as part of a highly coordinated 
approach to it.    



The coordination of the Strategy’s implementation is the responsibility of the Steering Group for the 
Implementation of  the Mobility Strategy.  In  January 2003 Steering Group membership, which had 
until  that point only  included  representatives of  the member  states  and  the  candidate  countries, 
expanded to include representatives of the associated countries to the Sixth Framework Programme 
for  Research  and  Technological  Development  (FP6),  i.e.  representatives  of  Norway,  Lichtenstein, 
Iceland, Switzerland and  Israel. Since 2004, the Steering Group’s scope of work grew to encompass 
new political initiatives in the area of human resources. The Steering Group consequently changed its 
name  into  the  Steering  Group  for  Human  Resources  and Mobility  in  the  ERA.   With  Serbia  and 
Macedonia  having  joined  the  Seventh  Framework  Programme  for  Research  and  Technological 
Development (FP7) in 2007, the Steering Group came to consist of 36 representatives.  



One  of  the major  obstacles  to  the mobility  of  researchers  is  the  group  of  requirements  for  the 
admission of  researchers  from  the so‐called  third countries.  In 2002, nine member states and  two 
candidate  countries  allowed  for  special  treatment  of  researchers  as  compared  to  other  mobile 
workers, whereas five member states and nine candidate countries failed to do so. The admission of 
researchers  from  third  countries was also adopted as  the  focal point of  the part of  the European 
Commission’s  Work  Programme  for  2003  that  dealt  with  legislation.  In  2003,  the  policy  of 
encouraging the mobility of researchers was reinforced by the adoption of a Communication entitled 
Researchers in the ERA: One profession, multiple careers   (COM (2003) 436) and the document 2003 
‐ Action Plan: Investing in Research. As a follow‐up to the Action Plan, in its Communication of June 
2004, the European Commission promoted a plan to increase the participation of researchers in the 
total workforce from six to eight out of every 1,000 jobs.  



In March 2005,  the European Commission adopted  the European Charter  for Researchers and  the 
Code  of  Conduct  for  the  Recruitment  of  Researchers.  The  principles  underpinning  these  two 
documents are directed towards granting equal rights and obligations to all researchers regardless of 
where in Europe they work. Both for the researchers and for the organisations that employ them, the 
Charter  sets  out  roles  and  responsibilities  that  seek  to  foster  the  successful  creation,  transfer, 
exchange  and  dissemination  of  knowledge.  The  Charter  also  aims  to  enhance  the  quality  and 
transparency of  the  researcher  selection process,  the career advancement process, and all criteria 
relevant to both of these processes.    



The document Green Paper ‐ the European Research Area: New Perspectives, published in 2007, had 
as its main purpose the launch of a public debate. A debate indeed ensued, and was followed up by 
the publishing of the Communication Better Careers and More Mobility: a European Partnership for 
Researchers  (COM  (2008)  317).  In  light of palpable discontent with  the pace  at which  the  Lisbon 
objectives had been  fulfilled,  this Communication  laid down a new,  revised  strategy  for  increasing 
researcher mobility.  The  list  of  responsibilities  of  the  Steering  Group  for  Human  Resources  and 
Mobility in the ERA was also redefined and expanded to include the implementation of the European 
Partnership for Researchers.    
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1.2. Strategic and Legal Framework in the Area of the Mobility of Researchers 



Based on the Strategy of the Development of the Republic of Croatia “Croatia in the 21st Century” – 
Science (Official Gazette “Narodne novine”, No. 108/03), passed by the Government of the Republic 
of  Croatia  in  2003,  on  5 May  2003  the  Government  adopted  a  document  entitled  Science  and 
Technology Policy of the Republic of Croatia 2006 – 2010, setting out a vision of the development of 
the science and technology  infrastructure  in Croatia. Some of the key objectives of this science and 
technology policy  include encouraging  research partnerships, reinforcing  the system of support  for 
talented  young  researchers,  building  strong  links  between  science  and  industry  and  creating  a 
favourable environment for their parallel development.      



On  the basis of  this document  the Action Plan 2007 – 2010 “Science and Technology Policy of  the 
Republic of Croatia” was passed. Among the activities envisaged  in the Plan, the following activities 
aimed at fostering mobility were listed:   



‐  financially  supporting  the  growth  of  research  groups  to  a  critical mass  of  EU  significance  and 
competitiveness, combined with mobility measures;  



‐ supporting mobility between the business sector and the public science & technology network. 



As  a  follow‐up  to  these  documents,  the  Action  Plan  to  Encourage  Investment  into  Science  and 
Research was drafted, reiterating that a successful R&D activity requires a critical mass of researchers 
and equipment.  The document also states that in order to be competitive on the global level, it is of 
vital importance to urgently intensify cooperation among researchers both on the domestic and the 
international level.  



In October 2007 the Agency  for Mobility and EU Programmes was  founded pursuant to the Act on 
the Agency for Mobility and EU Programmes (Official Gazette “Narodne novine”, No. 107/07). In June 
2008, the Agency assumed the role of an umbrella organisation for the EURAXESS Programme, and 
the  Republic  of  Croatia  thus  became  a  member  of  the  EURAXESS  network  for  the  mobility  of 
researchers. 



In April 2008,  the Minister of Science, Education and Sports, upon approval by  the Minister of  the 
Interior, passed the ‐Regulation on Determining Requirements for Granting Temporary Residence to 
Foreigners for the Purpose of Scientific Research (Official Gazette “Narodne novine”, No. 42/08). The 
‐Regulation presents a  transposition of part of  the acquis of  the European Union by abolishing  the 
requirement  for  a  work  permit  for  foreigners  that  have  temporary  residence  in  Croatia  for  the 
purpose of carrying out scientific research.      



In March  2009,  the  Croatian  Parliament  adopted  the  Act  on  the  Amendments  to  the  Alien  Act 
(Official Gazette “Narodne novine”, No. 109/03, 79/07, 36/09),  incorporating  the provisions of  the 
above‐mentioned  ‐Regulation  into  the  regulation  of  residency  as  it  applies  to  foreign  researchers 
staying in Croatia for the purpose of conducting scientific research.   



Moreover,  the  Ministry  of  Science,  Education  and  Sports  founded  in  early  2009  an  Expert 
Commission for the Approval of the Admission of Foreign Scientists. 
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In April 2009, the Ministry of Science, Education and Sports appointed the ‐ Steering Committee for 
the Mobility of Researchers with the task of drafting an action plan for the mobility of researchers, 
which would identify the obstacles to the mobility of researchers and formulate steps, measures and 
proposals for removing these obstacles on the national level.   



2. Present State of Affairs 



The  issue of researcher mobility  in the Republic of Croatia has  in the past four years been explored 
within  two  projects  partially  funded  by  the  EU  Framework  Programme  for  Research  and 
Technological Development. These projects are  “WEB‐MOB: Development of Researchers Mobility 
Policy Guidelines for the Region of Western Balkans” and “WBC‐INCO.NET: Coordination of Research 
Policies with the Western Balkans”.  



The  results  of  the  research  carried  out  within  the  WEB‐MOB  and  WBC‐INCO.NET  projects  give 
numerous examples of good practice and high‐quality solutions that are in place in Croatia.   



Praiseworthy according to the research  is the development of the EURAXESS Service Centre, which 
currently  employs  four  people,  and  the  role  that  the  Centre  had  played  in  linking  together  the 



organisations  relevant  to  researcher  mobility  –  especially  its  work  in  publishing  A  Foreign 
Researcher’s Guide to Croatia. Furthermore, it is noted that the administrative procedure regulating 
foreign  researchers’  stays  in Croatia was  considerably  simplified. Croatia  is also  recognized  as  the 
leading country in the Western Balkans in terms of the intensity of its bilateral cooperation with the 
countries in the region in carrying out scientific projects.    



Also, through its appointed representatives Croatia has been actively partaking in the activities of the 
European Commission’s expert groups promoting the mobility of researchers, i.e. the Steering Group 
on Human Resources and Mobility in the ERA and the Human Resources Strategy Group. 



Reports published under the WEB‐MOB and WBC‐INCO.NET projects also  list some obstacles to the 
mobility of researchers that have yet to be removed. 



These include primarily: 



‐ Insufficient social security options available to foreign researches;  



‐ Printed  information (fliers, web pages) published by public organisations that are scattered, 
unclear and often available only in the Croatian language;  



‐ Difficulties  in  the  process  of  the  recognition  of  qualifications  acquired  prior  to  the 
introduction  of  the  Bologna  system,  and  of  diplomas  acquired  in  countries  that  have  not 
introduced the Bologna system;  



‐ Problems in bringing family members to Croatia. 



Intensified activities in the area of researcher mobility promotion have in the Republic of Croatia led 
to an increasingly prominent need for a system that would facilitate researcher mobility. Since 2004, 
over 100  scientists have  returned  to Croatia. Since  it was  founded  in August 2008,  the EURAXESS 
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Service Centre has been contacted by more  than 20  foreign  researchers who needed assistance  in 
their relocation to Croatia. Additionally, the Expert Commission for the Approval of the Admission of 
Foreign Scientists, founded in early 2009, had by August of the same year approved the admission of 
11 foreign scientists.    



3. Goals 



The goals of the Action Plan for the Mobility of Researchers are: 



‐ Removing obstacles to the mobility of researchers; 



‐ Increasing trans‐national and inter‐sectoral mobility. 



4. Objectives and Measures 



Within  the  scope  of  the  stated  goals  of  removing  obstacles  to  the mobility  of  researchers  and 
increasing the mobility of researchers, the following objectives are proposed:  



1. ‐ Systematically open recruitment and portability of grants 



2. ‐; Meeting the social security and supplementary pension needs of mobile researchers  



3. Attractive employment and working conditions;  



4. Facilitate the recognition of Croatian researchers’ qualifications abroad;  



5. Implement other EU documents relevant to the mobility of researchers;  



6. Remove obstacles related to the regulation of residence status and the organisation of life in 
Croatia;  



7. Continue funding of the mobility network; 



8. Foster inter‐sectoral mobility of researchers.  



 
Below are the proposed measures for realising the listed objectives and meeting the defined goals of 
this Action Plan.   



4.1. ‐ Systematically open recruitment and portability of grants 



The  principle  of  systemic  transparency must  be  adhered  to  in  the  process  of  the  recruitment  of 
researchers. This principle promotes a system which  is open, active, adaptable  to modern markets 
and based on clear decision‐making and  funding criteria. For  the purpose of  the  realisation of  this 
objective, the following measures are proposed:    
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1. Citizenship  should not be a  requirement  in  the  selection process and  in  reaching  the  final 
decision on  the  recruitment of  a  researcher  to  a position  in  the  field of R&D.  In order  to 
implement  this  measure  the  Ministry  of  Science,  Education  and  Sports  shall  make 
amendments  to  the  ‐Regulation  on  the  Registry  of  Scientists  (Official  Gazette  “Narodne 
novine”, No. 72/04, 80/04) by deleting citizenship from the list of requirements for entry into 
the Registry of Scientists;   



2. In accordance with  the principle of  systemic  transparency, all public  institutions  should be 
encouraged to publish all R&D vacancies both  in the Official Gazette “Narodne novine” and 
on the central EURAXESS portal, which was set up by the European Commission – Directorate 
General for Research in an effort to develop R&D;  



3. Allow portability of individual grants and, in agreement with ‐ the coordinator of the project 
and  the  ‐researcher  organisation,  allow  relocation  of  early‐stage  researchers  between 
projects  and  between  organisations,  so  as  to  advance  researchers’  careers  and  promote 
researcher mobility;   



4. The Ministry of Science, Education and Sports has  launched a consultation process with the 
competent  bodies  of  the  state  administration with  a  view  towards,  in  the  future,  taking 
periods of employment abroad into account in calculating researchers’ salary coefficients.  



4.2.  ‐    Meeting  the  social  security  and  supplementary  pension  needs  of  mobile 
researchers 



With  a  view  towards  enhancing  researchers’  social  security  and  facilitating  the  transferability  of 
pension insurance, the following measures are proposed:   



1. Improve the system of disseminating information related to legal provisions and procedures 
governing  social  security  issues.  Proposed  ways  of  putting  that  into  place  include  the 
publishing of this information in the English language on the EURAXESS portal and discussing 
with the Croatian Pension Insurance Institute the possibility of publishing the information in 
the English language on their web page;  



2. Launch a consultation process with the competent bodies of the state administration with a 
view towards reaching bilateral agreements on social security with the USA, Finland, Greece, 
Portugal and Spain.  



4.3. ‐Attractive employment and working conditions 



In order to create a more attractive working environment and working conditions, it is necessary to 
harmonise  and  amend  regulatory  provisions  applicable  to  this  area.  The  following measures  are 
proposed in the realisation of this objective:  



1. To  improve  the  career  development  opportunities  for  early‐stage  researchers  by moving 
towards  “flexicurity principles”. The principle of  flexibility allows  researchers  to obtain  the 
same qualification by  following various educational pathways. This  is achieved  through  the 
implementation of the horizontal and vertical progression of the education system and the 
facilitation of lifelong learning. It is necessary to grant early‐stage researchers the possibility 
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of spending up to two years  in another organisation, country or sector without  losing their 
working positions with their primary employers.    



2. Raise  the  flexibility  threshold  in  administrative  procedures  applicable  to  senior  and  end‐
careers  researchers  (over  the age of 60). Allow  them mobility  for  short‐term  stay  in other 
research organisations and industry, both in Croatia and abroad, without losing their working 
positions with their primary employers. 



3. Funds granted  to researchers should also  include adequate social security coverage  for  the 
entire  duration  of  the  research  period.  The  Steering  Committee  for  the  Mobility  of 
Researchers shall  initialize consultations with competent authorities  in an effort to  improve 
the  relevant  legislation  and  remove  the  obstacles  in  mobility  related  to  the  pension 
insurance of foreign researchers.  



4. The  Steering  Committee  for  the  Mobility  of  Researchers  shall  hold  consultations  with 
municipal  and  local  authorities  with  a  view  towards  providing  foreign  researchers  with 
temporary residence in Croatia, which includes certain benefits available to Croatian citizens 
(e.g. special fares for local transportation, use of student dormitories etc.). 



5. The   Steering Committee‐  for  the Mobility of Researchers shall hold consultations with  the 
Ministry of Finance in an effort to improve the relevant legislation and remove the obstacles 
to  mobility  related  to  the  income  tax  liability  applicable  to  stipends  paid  out  by  an 
intermediary  public  R&D  organisation  for  the  purpose  of  financing  short‐term  mobility 
periods (up to a year).     



4.4. Facilitate the Recognition of Croatian Researchers’ Qualifications Abroad  



With a view towards boosting the competitiveness of Croatian researchers abroad, this Action plan 
proposes the following measures:  



1. Under the provisions of the Act on Scientific Activity and Higher Education  (Official Gazette 
“Narodne novine”, No. 123/03, 105/04, 174/04, 2/07 – Decision of the Institutional Court of 
the  Republic  of  Croatia No.  77/08)  and  the  ‐Regulation  on  the  Content  of  Diplomas  and 
Diploma  Supplements  (Official  Gazette,  “Narodne  novine”  No.  77/08),  all  institutions  of 
higher education are legally obliged to issue a diploma supplement in both the Croatian and 
the  English  language  to  all  students  graduating  from  any  degree  programme  and  free  of 
charge. To  insure  the best possible quality and  comprehensive use of  this  instrument,  the 
Ministry of Science, Education and Sports shall monitor its enforcement and request regular 
reports on the issuance of diploma supplements from higher education institutions.   



2. Introduce the possibility to ‐ write thesis and doctoral dissertations in a foreign language. The 
Ministry of Science, Education and Sports shall propose this measure by recommending that 
universities  include  in  their  statutes  a  provision  on  the  possibility  of  writing  thesis  and 
doctoral dissertations in a foreign language.  
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4.5. Implement Other EU Documents Relevant to the Mobility of Researchers  



It is hereby proposed that the following initiatives of the European Commission be incorporated into 
Croatian strategies and legislation:   



1. By  implementing  this Action Plan,  the Republic of Croatia shall  transpose  the provisions of 
the  EC  Communication  Better  Careers  and  More  Mobility:  A  European  Partnership  for 
Researchers  (COM  (2008) 317). Hereby being proposed  is  the developing of a partnership 
among  the  EU  member  states  with  the  common  goal  of  increasing  the  number  of 
researchers.   



2. Include  the  category  of  researcher  in  the  existing  legislation  in  accordance  with  the 
recommendations  of  the  European  Commission.  This  specifically  involves  regulating  and 
amending  the  definition  provided  in  Article  2,  item  5  of  the  Regulation  on  Determining 
Requirements for Granting Temporary Residence to Foreigners for the Purpose of Scientific 
Research  (Official  Gazette  “Narodne  novine”,  No.  42/08),  by  replacing  it  with  the  word 
“researcher”.  The  Ministry  of  Science,  Education  and  Sports  is  due  to  implement  this 
measure by March 2011.  



3. It  is  recommended  that  all  scientific  and  research  institutions  become  signatories  to  and 
commence  the  implementation  of  the  European  Charter  for  Researcher  (hereinafter:  the 
Charter) and the Code of Conduct for the Recruitment of Researchers (hereinafter: the Code 
of Conduct),  thus creating a more  favourable environment  for  the mobility of  researchers. 
The Charter  lays out  the  rights and obligations of  researchers and R&D organisations. The 
Code  of  Conduct  has  the  goal  of  ensuring  both  the  equal  treatment  of  all  researchers  in 
Europe and  increased  transparency  in  the  recruitment and employment process. Over 800 
organisations from 23 European countries have signed the Charter and the Code of Conduct 
to date.     



4.6. Remove Obstacles in the Regulation of Residence ‐ and the Organisation of Life in the 
Republic of Croatia  



In order to simplify the regulation of residence status of foreign researchers, the following measures 
are proposed: 



1. Conduct consultations with the Ministry of the Interior on the accreditation of R&D organisations 
for the purpose of hosting foreign researchers in line with the below model: 



1.1. The  organisation  will  submit  an  ‐application  for  approval  on  scientific  visit  to  the 
Ministry of Science, Education and Sports;  



1.2. The Ministry of Science, Education and Sports will  then give  the approval  for scientific 
visit to the organisation to host foreign researcher ‐;  



1.3. The  Ministry  of  Science,  Education  and  Sports  will  deliver  the  approval  to  the 
organisation and will add the organisation to the list of organisations authorised to host 
foreign  researchers  to  be  published  on  the  web  pages  of  the  Ministry  of  Science, 
Education and Sports and of  the Ministry of  the  Interior. Accredited organisations will 
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then  host  foreignresearcher on  the basis of  a  temporary  stay permit  granted  for  the 
purpose  of  carrying  out  scientific  research.  Other  organisations  could  continue  to 
implement the existing procedure of permits granted on a case‐by‐case basis;    



1.4. The R&D organisation and the foreign researcher will sign a ‐ hosting agreement;  



1.5. The researcher will enclose the ‐hosting agreement with the application for a temporary 
stay permit, which he or she will submit to the nearest police administration or consular 
office;  



1.6. The  accreditation  would  be  renewed  periodically  (for  example,  every  5  years).  It  is 
proposed  that  the  procedure  laid out  above be  incorporated  into  the  ‐Regulation on 
Determining  Requirements  for  Granting  Temporary  Residence  to  Foreigners  for  the 
Purpose of Scientific Research (Official Gazette “Narodne novine”, No. 42/08). 



2. Conduct consultations with the Ministry of the Interior regarding the following topics: 



‐ Ensuring that, in the cities that have R&D organisations (Dubrovnik, Osijek, Pula, Rijeka, Split, 
Zadar, Zagreb), the officers who are responsible for handling applications for temporary stay 
permits speak English; 



‐ Simplifying the process of granting work and/or residence permits to family members of the  
foreign researcher;  



‐ Granting temporary stay permits to foreign researchers and their family members in a single 
step, on the basis of ‐ ‐ a hosting agreement;  



‐ Removing  other  obstacles  related  to  the  recognition  of  primary  and  secondary  education 
qualifications, provided that the reciprocity condition has been met. 



4.7. Continue Funding of the Mobility Network  



With a view towards facilitating the mobility of researchers, the following measures are proposed:  



1. The EURAXESS Service Centre at  the Agency  for Mobility and EU Programmes shall provide 
researchers with the information required in the process of their relocation for the purpose 
of conducting research.   



2. The EURAXESS Service Centre shall assist researchers by providing them with the most recent 
information, in both printed and electronic formats, on the following topics:    



2.1. Accommodations  



2.2. The education system 



2.3. Intellectual property rights and protection  



2.4. Croatian Language courses 



2.5. The recognition of foreign qualifications 
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2.6. Salaries and taxes 



2.7. Society and culture 



2.8. Pension and health insurance 



2.9. Residence permits 



3. We propose that the funding of the network for the mobility of researchers be continued, as 
well  as  that  of  the  EURAXESS  Service  Centre  and  the  network  of  “science  managers” 
(administrative  staff  responsible  for  science)  appointed  at  universities  under  the  Seventh 
Framework Programme  for Research and Technological Development  (FP7),  and  that  such 
funding be sourced  from  IPA  (Instrument  for Pre‐Accession Assistance)  funds and other EU 
funds and programmes.    



EURAXESS  is a European Commission programme designed with  the goal of  increasing  the 
mobility  of  scientists  and  researchers.  The  EURAXESS  network  encompasses  35  European 
countries  and  200  EURAXESS  centres  located  in  all major  European  cities.  The  EURAXESS 
programme brings together four European Union  initiatives that share the common goal of 
transforming  Europe  into  the  centre  of  excellence  for  careers  in  R&D.  These  four  EU 
initiatives are: Jobs, Services, Rights and Links.   



The  services and benefits provided by  the EURAXESS Service Centre and  the Local Contact 
Points with the Croatian universities include:   



1. Assisting  foreign  researchers  with  their  relocation  to  Croatia  for  the  purpose  of 
conducting  scientific  research by providing practical  information on  living and working 
conditions in Croatia. 



2. Assisting Croatian researchers with their relocation to EU member states for the purpose 
of conducting scientific  research. On  the  Internet portal of EURAXESS Croatia, Croatian 
researchers  can  find  practical  information  related  to  other  countries  of  the  European 
Research Area. On the portal they can also browse vacancies available in these countries.   



3. Assisting Croatian scientists with the process of their return to the Republic of Croatia.  



4. Assisting Croatian R&D organisations in recruiting top‐quality personnel through the Jobs 
tool.  



5. Proposing to the competent bodies further steps in removing obstacles to the mobility of 
researchers.   



With the support of the FP7 HR‐MOB project,  implemented by the Agency for Mobility and 
EU Programmes, the EURAXESS Service Centre and the Croatian network for the mobility of 
researchers were set up  in  June 2008. The EURAXESS Service Centre within  the Agency  for 
Mobility  and  EU  Programmes  currently  employs  four  people,  but  Local  Contact  Points 
established  at  Croatian  universities  also  participate  in  the  realisation  of  the  programme 
objectives. The role of the Local Contact Points was assumed by “science managers”, who are 
currently  active  at  the  Universities  of  Zagreb,  Osijek,  Rijeka,  Zadar,  Split  and  Dubrovnik. 
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Similar  infrastructure  is  soon  to be put  into place at  the Ruđer Bošković  Institute and  the 
University of Pula. The activities of the EURAXESS Service Centre and the Local Contact points 
are the following: realisation of the objectives of the HR‐MOB project, implementation of the 
EURAXESS guidelines, removal of obstacles to mobility and provision of advisory services to 
both  Croatian  and  foreign  researchers  and  scientists.  The  existing  model  of  EURAXESS 
funding expires in June 2011. It is therefore necessary to plan for the funding of the mobility 
network  using  the  pre‐accession  fund  as  of  2010  on,  and  to  plan  for  the  funding  of  the 
EURAXESS Service Centre as of 2011 on.      



4.8. Foster Inter‐Sectoral Mobility of Researchers  



The  transfer  of  knowledge  and  technology  from  R&D  organisations  to  industry  represents  the 
cornerstone of growth in the modern economy, and is an intentional result of the implementation of 
EU guidelines. The main objective is the elimination of the so‐called European paradox. The European 
paradox  refers  to  the perceived  failure of European  countries  to  translate  scientific advances  into 
marketable  innovations. Universities  and  public  science  institutes  should,  in  conjunction with  the 
business  sector,  institute  a  policy  of  knowledge  transfer  and  stimulate  mobility  of  researchers 
between academia and industry. The following measures are proposed within this objective:  



1. Universities will be advised  to  consider amending  their  statutes  so as  to explicitly  support 
cooperation between the higher education system and the business sector.  In particular this 
involves  incorporating  into  these  statutes  a  systematic  exposure  of  students  to 
interdisciplinary  knowledge,  an  appraisal  of  interdisciplinary  projects with  ECTS  credits,  a 
possibility  of  doing  theses  and  doctoral  dissertations  in  collaboration  with  industry,  and 
direct applicability of the obtained results to the advancement of the economy. The success 
of these efforts will be measured by the number of ECTS credits awarded for interdisciplinary 
projects, and by the number of doctoral students outside the system of junior researchers.     



2. It  is  proposed  that  science  and  technology  faculties  launch  additional  programmes  in 
entrepreneurship and  intellectual property,  to be offered  to students on all  three  levels of 
higher  education  as well  as  to  researchers.  This  supplementary  education would  provide 
students with  the advantage of an additional qualification when seeking employment.  It  is 
proposed  that  such  programmes  be  accredited  and  incorporated  into  the  professional 
development system, and that they be recognised in the form of a public document issued to 
experienced  researchers  in  accordance with  the  Act  on  Adult  Education  (Official  Gazette 
“Narodne novine”, No. 17/07). The success of these efforts will be measured by the number 
of issued public documents on the completion of these additional programmes.  



3. It is proposed that the appraisal of inter‐sectoral mobility be introduced into the statutes of 
R&D organisations,  in  the descriptions of  the  appointment procedure  for  the positions  of 
researchers, associates and experts.  



4. In accordance with the Action Plan: Investigation in Research, it is proposed that systematic 
investment  into  mentoring  programmes  for  young  researchers  be  made.  Also,  funding 
instruments should be developed such that they encourage researchers to choose doctoral 
dissertation topics that are of interest to the economy.     
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5. Universities  and  public  science  institutes  should  provide moral  and material  incentives  to 
cooperation  between  researchers  and  industry.  It  is  recommended  that  opportunities  for 
inter‐sectoral  mobility  be  increased  by  removing  organisational  obstacles  in  statutes  of 
science institutions, and by ensuring the availability of advisory services for interested parties 
from both academia and industry.    



6. The  ‐  Steering  Committee  for  the  Mobility  of  Researchers  of  the  Ministry  of  Science, 
Education and  Sports will  initiate  consultations with  the Ministry of Economy,  Labour and 
Entrepreneurship  in an effort  to make necessary  improvements  to  the  relevant  legislation 
and stimulate co‐financing of joint projects of science institutions and the business sector.      



7. It is recommended that inter‐sectoral cooperation be listed as a criterion in the evaluation of 
R&D organisations. It is recommended that this criterion be incorporated by the end of 2010.   



8. Active  support  should  be  provided  to  the  implementation  of  all  existing  and  future  EU 
initiatives,  schemes and  instruments directed  towards  removing obstacles  to  inter‐sectoral 
mobility (social security, pension rights, etc.) by raising awareness of their significance.    



5. Recommendations 



This Action Plan  recommends a  systematic  stimulation of mobility on all  levels. Project organisers 
and  leaders will be advised to  list and describe  in the very project proposal every  form of scientist 
and researcher mobility envisaged by the project, without discrimination on any grounds.   



Cooperation with  the bodies of state and  local government will be reinforced with a view  towards 
alleviating and ultimately eliminating existing obstacles  in  the  transitional period.   This will  create 
conditions  for  the  realisation of  the  fifth  freedom  of  the  European Union:  the  free movement of 
knowledge, which in turn will be conducive to the establishment of a knowledge‐based society.    



Since the  implementation of some of the measures proposed herewith falls within the competence 
of other state administration bodies, the ‐ Steering Committee for the Mobility of Researchers of the 
Ministry of  Science, Education and  Sports  shall  launch  consultations with  these  competent bodies 
and establish cooperation directed towards the implementation of the proposed measures.   



The proposed measures shall be implemented by the end of 2010.   



6. The Authors of the Action Plan 



The Action Plan has been developed by the ‐ Steering Committee for the Mobility of Researchers of 
the Ministry of  Science,  Education  and  Sports: Neven Duić,  the  chairman, Hrvoje Meštrić, Dalibor 
Marijanović, Dunja Potočnik, Bojana Grubišin, Jelena Štimac, Suzana Karabaić,  Ivana Pavlaković and 
Ida Škevin. 
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The European Partnership for Researchers 
- Danish State of Play and Action Plan   



The need for excellent human resources for research and development is a key challenge facing Europe. The 
European partnership for researchers between the Commission and the Member States is a welcomed initia-
tive in order to secure the availability of the necessary researchers and ensuring that researchers across 
Europe benefit from the right training, attractive careers as well as transparent and attractive career perspec-
tives, and the removal of barriers to their mobility. As the core producers of new knowledge and the main 
agents in its transfer and exploitation, researchers are indispensable if Europe is to succeed in creating a 
fifth freedom  the free movement of knowledge. Thus, Denmark stresses the importance of the realisation 



of the internal market for knowledge as one of the key conditions for a competitive, internationally oriented 
European Research Area. This paper contains national actions already undertaken and actions envisaged in 
the near future in order to contribute to the realisation of the European partnership for researchers.   



1. Introduction 
In 2006 The Danish Government launched a comprehensive strategy for Denmark in the global economy 
Progress, Innovation and Cohesion to secure reforms and adjustments in order to reap the full benefits of 



globalisation and prepare Denmark for the future.   



The strategy contains 350 specific initiatives, which together entails extensive reforms of education and re-
search programmes and substantial improvements in the framework conditions for growth and innovation in 
all areas of society, including entrepreneurship and innovation policy. A large part of the initiatives aims at 
strengthening the quality and governance of education and research, promoting entrepreneurship and innova-
tion and increasing the number of young people, who completes an upper secondary education programme 
and finish a higher education. The strategy also focus on improving the efficiency of public spending on 
education and research, in particular by allocating more public funds in open competition, and on increasing 
competition and internationalisation in the Danish economy as a whole. A central objective is that the in-
vestment in research and development should amount to 3 per cent of GDP by 2010.    



One of the key goals is to develop top level universities with strong and attractive academic environments 
that can retain and attract talented students and researchers globally, and which can provide the foundation 
for a dynamic development in society. Quality and relevance are the key sustaining principles in this devel-
opment. All university study programmes must meet international standards, and the universities should have 
the capacity to swiftly develop new study programmes that meet the changing needs of the labour market and 
society. Moreover, by 2010 the number of PhD scholarships and industrial PhD scholarships should be dou-
bled compared to the 2003 intake in order to provide enough researchers for the future. The brightest stu-
dents must have the opportunity to pursue an elite education, so that they match the level of the best abroad. 
Focus on good teaching at the universities should be intensified, and new super professorships should attract 
highly qualified researchers and teachers. Universities should also set objectives for utilising the results de-
rived from research and cooperate with the business community.   



Another important initiative has been a reform of the Danish universities, which includes a merger process in 
2007. At present, Denmark has 8 universities and 4 government research institutions. Since 2003 the Danish 
universities have been self-governing institutions with external Boards/Chairman and have a management 
structure with Rector being appointed by the Board. Deans and Heads of Department are appointed by the 
Board on recommendations by Rector. Thus, the legal framework focus on autonomy and accountability, and 
each university conducts three-year development contracts with the Minister of Science. In 2009 there is a 
national university evaluation taking place. An international evaluation panel is to assess the impact on the 
universities with regard to the mergers, and consequences of the University Act of 2003. Some aspects of 
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importance, that the evaluation should provide knowledge about, is: assess the level of codetermination of 
employees and students, the free academic debate, the level of research freedom, and the level of autonomy 
of the institutions.  



Together, many of these initiatives already provide a good foundation for a higher level of education and 
research and thus contribute directly and indirectly to the realisation of the partnership and its goals. How-
ever, it is an ongoing process to ensure and provide the most optimal and attractive conditions.  



 



2. Open recruitment and portability of grants 
2.1. Recruitment 
The Danish universities themselves decide the number of faculty positions, how they are posted and filled. 
The Ministry of Finance does, however, put a limit to the number of management positions (salary scale 37 
and above). As part of the establishment of more elements of autonomy for the universities in the scientific 
area, the previously restricted number of full professorships was set free in 2008. The universities can, here-
after, decide for themselves how many professorships they want. For experienced full professors (salary 
scale 38) the Ministry of Finance continues to have, however, a fixed frame of 255 positions for the universi-
ties as a whole.     



The common government-rules for posting positions and appointing apply to the scientific and administra-
tive positions. Amongst other things, the rules include demands on prohibition of discrimination, demands of 
open postings and objective justifications.     



These rules are supplemented, as regards scientific employees, by the Ministerial Order on the Appointment 
of Academic Staff at universities, which among other things stipulate that positions at professor and associ-
ate professor levels have to be posted internationally, and that an assessment committee must be set up. One 
purpose of the declaration is to increase the international mobility as well as an open competition is expected 
to ensure sufficient competition to the positions, hence providing the Danish universities with the best possi-
ble talent. Open competition also ensures an objective and professional assessment of the applicants.     



The Ministerial Order has been adjusted as part of the establishment of more elements of autonomy for the 
universities. Hence the universities have an option of, as regards scientific employees, to deviate from certain 
government-rules, for ex-ample regarding posting vacancies or short-term appointment conditions.   



The government authority, CIRIUS, provides a formal assessment of non-Danish degrees, diplomas and 
certificates and information about recognition of qualifications. The assessment offered by CIRIUS is a brief 
statement saying what a person s foreign qualification corresponds to in Denmark. As part of the Bologna 
process, Denmark has also developed a national action plan for recognition.   



 



In 2010 the Ministry of Science, Technology and Innovation will initiate a dialogue with the univer-
sities about open recruitment, including broad job advertisements and international advertisement.  



 



In 2010 the Ministry of Science, Technology and Innovation will begin to monitor recruitment at 
the universities in an annual report instead of every third year.   



 



2.2. Portability of grants   
As member of EUROHORCs, the Danish Council for Independent Research has signed the Money Follows 
Researcher Scheme. The Danish Council for Strategic Research to a large extent follows the criteria outlined 
in EUROHORCs' Money Follows Researcher Scheme, even though the Council is neither a member nor has 
signed the letter of intent for the scheme. However, the possibility of transferring a grant has to be consid-
ered case-by-case. Thus in each individual case the decision on whether, when, to what extent and how a 
grant is transferred is entirely placed with the involved Council.   
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Moreover, it is important to emphasise that The Danish Research funding bodies have no requirements to the 
applicants citizenship or the home country of the research institutions, and there are no requirements regard-
ing a specific geographic location of the implementation of the research activities in question. This means 
that anyone  including citizens of other countries and Danish citizens employed abroad  may apply for 
funding from the Danish Council for Strategic Research and the Danish Council for Independent Research. 
However, it is a precondition that the funded research activities promote and strengthen Danish research.   



 



A website will be established to notify Danish researchers about the possibilities offered by the 
Money Follows Researchers Scheme and other mechanisms initiated by EUROHORCs to encour-
age mobility of researchers.  



 



3. Meeting the social security and supplementary pensions needs of mobile researchers 
3.1. Access to readily available and targeted information 
Workindenmark.dk is the official website of Denmark for international recruitment and job seeking. As indi-
cated, the objective of workindenmark.dk is to provide Danish employers and international job seekers, in-
cluding researchers, with a comprehensive portal on recruitment in Denmark. On the website, international 
job seekers can easily set up a profile and search for vacant jobs in their area of work. Likewise, Danish em-
ployers can easily post job adverts and seek new employees in the job and CV database.     



In addition, there is a wide range of important information for job seekers, including researchers, and em-
ployers relating to the recruitment and hiring process and residing in Denmark. This include information on 
working in Denmark, life in Denmark, rules for residence and work, tax rules, welcome package, know 
before you go , education and qualifications, a wide range of information on social security and pension 
rights, and links to all relevant national authorities     



Moreover, the website features special sites for researchers on research policy in Denmark, the research 
landscape in Denmark, the researcher taxation scheme, international research network in the EU, and with 
links to all universities, links to the university hospitals and relevant private foundations, link to the Danish 
Ministry of Science, Technology and Innovation (official website for the national research councils), and 
link to the EU website EURAXESS.     



Additionally, the websites Denmark.dk and borgerservice.dk also provides relevant information on social 
security and pension rights.   



3.2. General information on social security 
In Denmark, social security is mainly financed by taxes. Via your taxes you are paying into the Danish wel-
fare system which you will also benefit from through, for instance, education, elderly care, medical treatment 
and hospitals. The public health service, for instance, includes doctors, specialists, hospitals, home-care, 
health-care and child dental care. The health service network is based on the principle of equal access to the 
services offered by the health service for all citizens. Moreover, in Denmark you have the option of insuring 
yourself against unemployment. In order to gain access to unemployment insurance you must be a member 
of an unemployment insurance fund, called A-kasse. The A-kasse can advise you on and help you in getting 
unemployment benefit payments if you should become unemployed.   



 



No national actions are envisaged concerning social security and supplementary pension rights for 
mobile researchers.  
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4. Attractive employment and working conditions 
4.1. Attractive employment and working conditions in general   
In Denmark, wage, salary and employment terms are traditionally agreed between a labour organisation and 
an employers organisation. Some employment conditions are also determined by law, for instance those 
concerning parental leave and holidays. In many cases, the conditions agreed between the parties in a collec-
tive agreement substitutes the regulations in the law as these conditions are usually more advantageous to the 
employee.    



The Minister of Finance negotiates collective agreements on behalf of the public-sector employers, including 
the universities. As part of this process, the universities may express their wishes through the Ministry of 
Science, Technology and Innovation. The terms for the faculty staff at the universities are thus basically the 
same as those applying to other public-sector employees. Certain pay supplements have been agreed sepa-
rately for the university area.     



Under the new remuneration scheme  the collective agreements fix a base salary. The universities are free 
to offer both permanent pay supplements and one-off bonuses. There is thus no upper limit to the remunera-
tion of employees. The salaries paid to the employees are negotiated between the university and the employ-
ees trade union representatives. High-ranking academic staff negotiates their own salaries with the univer-
sity. Generally, publicly funded researchers in Denmark, including PhDs, have an employment contract, 
either a permanent or fixed term contract.   



As part of the establishment of more autonomy for universities, full professors in pay grade 37 were ex-
empted from the special rules on executives in 2008 such that there is no longer any upper limit to the remu-
neration of this group either.   



 



In 2010 the Ministry of Science, Technology and Innovation together with the relevant labour or-
ganisations will pay visit to each university in order to talk about the implementation of the new 
remuneration scheme.  



 



4.2. The Sapere Aude Programme 
The Danish Council for Independent Research (DFF) is in the process of launching a comprehensive career 
programme for excellent researchers, the Sapere Aude programme. The programme will start March 2010.    



The new council initiative is directed at providing encouragement for individual and talented researchers to 
conduct their own research programme independently and to develop international networks. The pro-
gramme addresses the following three career stages:  The post doctoral level (DFF postdoc), the associate 
professor level (DFF Starting Grant) and the professor level (DFF Advanced Grant). The aim of the first 
stage is to allow talented young researchers to enter and remain committed to the scientific profession. The 
aim of the following two stages is to enhance the international opportunities for excellent and more experi-
enced researchers and, moreover, create role models, who can inspire younger researchers. 
   
It is desirable that grantees, having successfully completed the second stage at national level, proceed and 
participate in the European Research Council s (ERC) Starting Grant competition.  Generally, the Danish 
Council for Independent Research funds specific research activities, within all scientific areas, that are based 
on the researchers own initiatives and that improve the quality and internationalisation of Danish research. 
Thus, the new career programme for excellent researchers will further contribute to the international orienta-
tion of Danish researchers.         
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The Sapere Aude Programme 



 
a career programme for excellent researchers  will be launched in 



March 2010. The aim of the programme is to provide talented researchers with the opportunity to 
create research projects and develop international networks.    



 



4.3. Female research talents 
Regarding the legislation on gender equality, employers are not allowed to discriminate employees for rea-
sons of gender, ethnic origin, etc. as regards public employers, this is inherent in the general equality princi-
ple of administrative law; however, the integration of EU law into the Danish legal system probably enables 
the introduction of a general factuality requirement for all employers. As a consequence of this requirement, 
the employer must have a legal objective, and the funds used must be relevant and not more excessive than 
necessary. The gender equality directives are implemented in Danish law via, for instance, the Act on Gender 
Equality and the Act on Equal Treatment of Men and Women.     



The prevailing legislation on gender equality  and the general framework for public institutions  allows for 
launching of initiatives to promote gender equality. The universities can, for instance, focus on ensuring that 
more women are employed in all research positions  also at the top levels, if this will result in enhanced 
equality between men and women in the individual field.     



All the way up the research career ladder there is a considerable loss of female research talents. This problem 
was the subject of a round table discussion on women and research held by the Ministry of Science, Tech-
nology and Innovation in February 2009. A number of representatives from the Danish universities, research 
councils and private business enterprises participated in the meeting. The issue discussed was how Denmark 
can improve its retention of female research talents. The discussion resulted in numerous concrete initiatives. 
A recurring proposal was that the ministry should gather best practice initiatives in this area. The argument 
was that an overall presentation of the current initiatives could serve as inspiration, and it will then be up to 
the universities and other research institutions to evaluate which ideas they wish to develop further. This is 
the background for a mapping of the initiatives for recruitment and retention of female talents in the world of 
Danish research which resulted in the publication Female research talents  the unused reserve of Danish 
research . The mapping was brought about by asking all Danish universities and other research institutions 
and the research funding bodies what they do  or plan to do  in order to increase the share of women in 
Danish research.   



 



The Ministry of Science, Technology and Innovation will continue to monitor the development in 
the field of more women in science and whether the stimulated progress through a bottom-up ap-
proach will lead to lasting structural changes.  



 



5. Enhance the training, skills and experience of researchers  
5.1. The PhD Programme 
The Danish PhD Programme is designed to provide young researchers with quality skills in order to contrib-
ute to the knowledge based economy/society. The PhD programme is a research programme aiming to train 
PhD students at an international level to undertake research, development and teaching assignments in the 
private and public sectors, for which a broad knowledge of research is required. In 2006 an international 
evaluation panel concluded that the Danish PhD training has a high international quality level.   



The PhD programme consists of:    



Independent research work under supervision and a PhD thesis  
PhD courses equivalent to 30 ECTS   











 



6



 



 



Participation in active research environments including stays at mainly foreign research institutions    
Teaching experience or other forms of knowledge dissemination    



All PhD programmes have to be organised within a PhD-school. Each university establishes a number of 
PhD-schools for example at Faculty or University level. The head of each PhD-school appoints the PhD su-
pervisor and approves the PhD-students on recommendation from the academic representatives in the PhD 
committee. The regulation regarding PhD-programmes will be changed during 2010 in order to enable the 
universities to enter into mutual binding collaborations with foreign universities regarding research and edu-
cation.    



 



The total intake of PhD scholarships is to be 2,400 annually from 2010, corresponding to a doubling 
of the 2003 intake in order to provide enough researchers for the future. This number includes the 
Industrial PhD scholarships.   



 



Politically it has been agreed that political discussions will take place in 2010 on the state of play 
concerning the development in the planned doubling of the PhD intake at the universities.   



 



In 2010 the regulation regarding PhD-programmes will be changed in order to enable the universi-
ties to enter into mutual binding collaborations with foreign universities regarding research and 
education.   



 



5.2. The Industrial PhD Programme 
An Industrial PhD education is a three-year research project and research training programme with an indus-
trial focus conducted jointly by a private company, an Industrial PhD student and a university. Universities 
and students of all nationalities may be accepted. The student is employed by the company and enrolled at 
the university. Public organisations and institutions may also apply for approval of an Industrial PhD project 
in cooperation with a university, as long as the project lives up to the general requirements described in the 
programme guidelines. Public organisations and institutions have until now not been entitled to financial 
support.     



The company hires the Industrial PhD student for the three-year duration of the project as a full-time em-
ployee on the ordinary terms for salaried employees. Salary is agreed between the student and the company, 
but must correspond as a minimum to the pay rate of the collective agreement for PhD students employed in 
the Danish state. The company receives a subsidy to cover roughly half of the student s salary, and the en-
rolling university receives a subsidy to cover tuition fees.  



The programme includes a compulsory business course. The aims of the course are to increase students 
understanding of the commercial aspects of research and innovation projects in private companies. It pro-
vides an introduction to areas such as communication, innovation, knowledge management, intellectual 
property rights and business ethics and thus provides the students with essential complementary skills.     



 



The intake for the Industrial PhD programme is to follow the general doubling of PhDs, thus from 
2010 150 Industrial PhDs are to start up annually. In addition, funds have been earmarked to start 
up approximately 20 Industrial PhD projects in the public sector in 2010 and 2011.  



  



5.3. Competence development for researchers  
Competence development is included in all employee-employer contracts in Denmark and is agreed upon 
between the two parties. All categories of professors at Danish Universities are employed to conduct re-
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search and to teach students. Danish universities offer courses and training to researchers and part-time 
teaching staff often through Centres for Learning or Learning Labs. Many courses are offered within themes 
related to teaching and examination of students. Other courses are aimed at developing different types of 
skills such as entrepreneurship, management of complex projects and making research accessible to students.     



6. Other relevant initiatives  
6.1. Elite Programmes at the universities 
The focus of one of the initiative in the Government s strategy is to establish elite programmes at master 
level at the universities. The Government wishes to place Denmark at the forefront in the global economy as 
one of the leading countries within high technology and as one of the most competitive countries in the 
world. A renewed and increased focus on the elite and on the development of talent is seen as a significant 
means in the achievement of this objective. Thus, the universities must attract and retain talented students 
and researchers, nationally and internationally. The Danish elite programmes are targeted at particularly mo-
tivated and talented students. The focus is to foster graduates that are able to take on extraordinary chal-
lenges in academic research or leading positions in the professional world. In the Danish context there are 
currently two officially recognised models for university elite programmes at master level: 
Elite Graduate Programmes and Professionally Oriented Elite Graduate Courses.   



6.2. Goals concerning internationalisation in the universities development contracts 
The universities set up goals every three years in their development contracts. The universities and the Min-
istry of Science, Technology and Innovation have talks on the goals and which indicators are suitable prior to 
signing the contracts. The goals cannot be set by the Ministry, as they are voluntary.   



One focus area chosen by the Ministry for the 2008-2010 contracts is internationalisation in relation to re-
search and education. In order to qualify the initial talks, the Ministry suggested that the universities should 
adopt different indicators to measure their progress. One indicator suggested is the number of researchers 
who where employed abroad at their previous employment, which six universities chose to adopt. Another 
indicator is the number of study programmes taught in English at the universities, which four universities 
chose to adopt. Study programmes taught in English can facilitate an international study environment and 
recruitment of students to research carriers at the universities.   



6.3. The researcher taxation scheme 
The scheme was revised in 2008 to allow the possibility of choosing between 25 per cent gross tax for three 
years and 33 per cent gross tax for five years. Moreover, foreign researchers have now the possibility of 
shorter stays in Denmark as guest teachers before appointment under the special tax scheme.   



The change was made in order to increase the Danish business community and Danish research institution s 
ability to attract and retain international researchers and key employees and provide them with better oppor-
tunities in order to adjust to the Danish society - a society where families to a large extent has two incomes.   



6.4. Monitoring and Indicators 
As recognition of the growing importance of globalisation and the flow of workers including researchers 
across boarders, there is a need for better monitoring these movements. Therefore, the work on indicators 
reflecting important parts of this development is intensified at national level. Focus is placed on the attempt 
to make a brain-circulation indicator reflecting the movement of highly skilled people, including researchers, 
in and out of the Danish labour market.        
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National Action Plan for Researchers


The following National Action Plan for Researchers is Austria's response to the Communication issued by the European Commission (EC) entitled "Better Careers and More Mobility: A European Partnership for Researchers“
 as well as the related conclusion by the European Council
. 


In essence, the Communication calls for a three-year partnership between the Member States and the EC whose objective is to guarantee a sufficient number of researchers in Europe. Using a focused and coherent approach, this partnership is intended to make measurable progress in the following areas:


1. Open and competitive recruitment of researchers as well as cross-border portability of research grants


2. Social security and supplementary pension needs of researchers


3. Attractive employment and working conditions of researchers


4. Enhancing the training, skills and experiences of researchers


This National Action Plan is divided into the four axes designated by the European Commission (EC) as well as - with reference to the supplementary suggestions made by Ministers Gago (PT) and Biltgen (LUX)
 - an additional area comprising "efforts to raise and retain interest in science and research in pupils and young people", listing Austria's highest-priority fields of action in this regard. Those measures aimed at supporting the objectives envisaged by the action plan within these fields of action are also detailed below. Italicised text refers to relevant passages of the current Government Programme (abbreviated Gov. Prog.).


This document was compiled under the auspices of the Federal Ministry of Science and Research (BMWF) along with the Federal Ministry of Labour, Social Affairs and Consumer Protection (BMASK), the Federal Ministry for Education, Arts and Culture (BMUKK), the Federal Ministry for Transport, Innovation and Technology (BMVIT), the Federal Ministry of Economy, Family and Youth (BMWFJ), Universities Austria (UNIKO), the Austrian Association of Universities of Applied Science (FHK), the Austrian Council for Research and Technology Development (RFTE), the Austrian Science Board, the Federation of Austrian Industries, the Austrian Federal Economic Chamber (WKO) and the Austrian Trade Union Federation as well as with the additional involvement of  the Austrian Chamber of Labour. 


Summary


As a response to the European Commission (EC) Communication entitled "Better Careers and More Mobility: A European Partnership for Researchers" (COM/08/317, 23 May 2008), Austria has compiled the following "National Action Plan for Researchers". This action plan encompasses the four key areas set out in the EC communication - though these will be weighted differently in the national context - and also takes up the related supplementary suggestions made by Ministers Gago (PT) and Biltgen (LUX) 
 . Given that Austria has taken a leading role within Europe on the portability of research grants, there is not much left to do in this area; however, a greater focus will be put on the creation of better conditions for open and labour market-oriented recruitment of researchers, as well as advertising open research positions internationally. With regard to social security and supplementary pension schemes for researchers, the emphasis will be on improved information and better access to these sources of information. Creating attractive employment and working conditions for researchers will also be a key issue that goes beyond making career paths both more secure and more flexible to include measures aimed at promoting equality and increasing the numbers of women in science and research. Where the improvement of researchers' training and skill sets is concerned, doctoral programmes in particular will come in for qualitative improvement in order to meet the needs of an increasingly global, dynamic and knowledge-based society, also through stronger links between universities and the business sector. As an indication of the need to guarantee a sufficient number of highly qualified people in science and research in Austria over the long term, initiatives aimed at early-stage retention of junior researchers complete this set of measures. Taken together, these efforts will enhance Austria's international standing as a base for research, thereby also making a significant contribution to our country's overall economic competitiveness. 


Introduction


In today's knowledge-based societies, innovative scientific discoveries and their application through technology are the key to prosperity. 



The positive impact of technological advances, research and innovation on Austria's economic productivity helped to make Austria one of the richest countries in Europe in the past. Research and development, along with technological innovation, represent key economic factors for the future too, especially for a small country like Austria. Austria's highly efficient science and research system has developed rapidly in recent years. Without technological progress, domestic economic growth would have been only a third of its rate over the last 15 years, meaning less than one percent a year. In other words, two thirds of domestic economic growth relies on technological advances, research and innovation. These future growth factors also represent an opportunity for Austria to overcome the current economic crisis more quickly than its competitors, given the right degree of commitment.


While concrete forecasts about the ultimate effects of the financial and economic crisis on the future demand for education and training in science and research cannot yet be made, nothing is likely to change over the long term when it comes to the rising demand for skills in research, technology and development (RTD). To the contrary: Increased investment in education, research and innovation are the need of the hour, especially during difficult economic times, in order to move out of the negative part of the business cycle as quickly as possible. For that reason, education, research and innovation will continue to increase in importance in Europe over the long term - along with educational qualifications in related fields, especially the natural sciences and technology.   



The Austrian Federal government is accordingly committed to "secure the foundations of our country's future prosperity... through a substantial investment in education, science and research..." (Programme of the Austrian Federal Government 2008 -2013 -  Gov. Prog., Preamble). "The Federal Government considers the development and harnessing of new knowledge to be a core mission which will benefit our future prospects. Research carried out in the country's universities, institutes of applied sciences, research centres outside universities, in small and medium-sized businesses (SMEs) and in industry makes an important contribution toward solving social challenges while ensuring competitiveness, economic growth and jobs. The Government's innovation-driven research policy will strive for networked access that is based on the cooperation of all players and takes into account the diverse interactions between the generation of knowledge and its use both within and outside the research world. The Federal Government is aware that a successful research policy can only continue to succeed if the various measures of the different players complement one another and are directed towards a common goal. In the field of research, Austria has been through an unprecedented catch-up process. The Federal Government proposes to set itself the goal of increasing the country's research ratio to 3% of GDP by 2010 and to 4% by 2020. It would like to see Austria promoted from the "followers" league to the league of "innovation leaders", thus making the Republic one of the most innovative countries in the EU. (Gov. Prog., p. 42) "The international attractiveness of Austria as a business location must be further reinforced by high availability of qualified workers, modern infrastructure, security, a comprehensive social security system and attractive fiscal conditions." (Gov. Prog., p. 14)


The Austrian Research Dialogue held in 2007-2008 on the central challenges for Austria as a science and research base outlined those areas of concern that would be decisive in driving Austria's evolution into a hub for research, technology and innovation. The most important factors were considered to be: recruiting people to Austria as a locus of research and bringing research careers, basic research and infrastructure up to world-class levels, as well as improving Austria's position in the global knowledge landscape through transparency, internationalisation and a better-defined country profile. 



In this context, the current National Action Plan for Researchers is aimed at enhancing Austria's international attractiveness and competitiveness, as well as strengthening the European Research and Economic Area more broadly. 



Axis 1: 
Open Recruitment and Portability of Research Grants


The international aspect of research and development plays an important role in the creation and diffusion of knowledge.  Researchers' experiences in international research institutes form the basis for successful cooperative efforts in international research, which in turn support the Austrian national economy. In order to enhance scientific-technological competency as well as Austrian research capabilities to the fullest extent, Austrian researchers must work more closely in future with the most innovative top researchers internationally. To this end, cooperative relationships with the best research facilities in the world must be strengthened while Austria itself is made more attractive to the most innovative researchers. 


"Research thrives in particular on researchers and their expertise, training, skills and innovations. If Austria is to be able to stake a claim to be a leader in the area of research, the best people in the field of R&D must be headhunted and brought to the country." (Gov. Prog. p. 46) "It shall further increase mobility from and to Austria, as well as across sectors." (Gov. Prog., p. 49) "The objective is optimum integration of immigrants. Measures: Examination of a criteria-led immigration system which allows labour market access and integration support to qualified people wishing to immigrate to Austria on the basis of clear and transparent criteria. Expansion of employment options for students and graduates. Improvements in residence regulations for top managers, scientists and artists." (Gov. Prog., p. 31) The latter measures in particular represent the larger context which will foster international recruitment on the basis of public, international and transparent advertisement of research positions. 



Given the right conditions, it will be easier not only to attract highly mobile, globally sought-after talent in research and science to Austria, but also to weight their decision in favour of taking up a position in Austria. Austria must enhance its appeal - as a place to work for the most qualified people internationally, especially researchers - in order to come out ahead in the global competition for talent.


A key objective in this regard is to promote mobility, cooperation and an open labour market for researchers through international, transparent advertisement of research jobs, and to position Austria accordingly in the European Research Area and its networks.


Given the importance of the Government's aim to "make it possible to actively recruit world-class research staff not least in the university system" (Gov. Prog., p. 50),  another objective consists in bringing accomplished researchers to Austrian universities through a selection and appointment procedure backed by quality assurance, while preserving the autonomy of the universities. Implementation of non-discriminatory application procedures is also a goal over the long term. 



Similarly, one other high-priority objective in this area is to improve, expand and design information services for mobile researchers to be more user-friendly. 


Measures under Axis 1: Open recruitment


With the overarching goal of transparent, public and international advertisement of research jobs, renewed efforts are being made to increase the number of publicly financed research positions advertised on the Internet, particularly on the "EURAXESS Researchers in Motion" Internet platform (http://ec.europa.eu/euraxess). Additional lobbying efforts are being undertaken at those universities which gained autonomy in the areas of human resource management, organisation and finances with the University Act of 2002, and at a broad range of interest groups and research funding organisations. Using selection and appointment procedures backed by quality assurance, universities will be able to actively recruit outstanding international scientists and offer new hires additional support in settling into the Austrian environment at their discretion. The performance agreements between the Ministry of Science and Research (BMWF) and the universities negotiated in 2009 for the 2010-2012 period are to include plans put forward by the universities to improve general conditions for mobility and an open European labour market for researchers. 



Since it is equally important for the universities of applied science to ensure the international advertisement of job vacancies for publicly funded R&D staff, the Austrian Association of Universities of Applied Science (FHK) will lobby its members to promote the advertisement of jobs by universities of applied sciences on the EURAXESS job portal.


In terms of an open, transparent and independent advertisement and application procedure for researchers, the FHK will support and increase awareness among its members for the principles of the European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers.



The EURAXESS job portal is already valued by leading international firms as a tool for cross-regional talent scouting. To further bolster its use in the private sector, the BMWF is partnering with the Federation of Austrian Industries to prepare an overview of EURAXESS that will be made available to all innovative industrial enterprises in Austria. 


Measures under Axis 1: Services for Mobile Researchers 



In order to ensure appropriate information and advisory services are provided to mobile researchers, the national EURAXESS portal (www.euraxess.at) must be overhauled and improved. Apart from enhancing content, this would include making the site more user-friendly and updating its layout. 


The effectiveness of the national EURAXESS network must be improved, and the participating institutions linked together more closely. Finally, there must be a review at the national level on the feasibility of greater coordination between EURAXESS (Researchers in Motion) and EURES (European Job Mobility Portal) in order to guarantee that optimised services are provided to mobile researchers.


Measures under Axis 1: Portability of Grants


For researchers, being able to take grants with them from one institution to another would greatly enhance their own mobility. In Austria, grants have not only been largely made portable as part of Austrian Science Fund (FWF) projects carried out through the EUROHORCS (European Heads of Research Councils) initiative called "Money follows researcher", but this policy has been actively practised for a number of years through the umbrella agreement “DACH” between the FWF, the German Research Foundation (DFG) and the Swiss National Science Foundation (NSF). A simplified method of applying for and carrying out joint research projects with partners abroad is essential to  having an effective network in the international scientific system. As part of the DACH agreement, there is a limited option for financing participation in international projects through national funding ("Money follows cooperation line").  The "Lead Agency Process" offers a wider range of options. Predicated on mutual trust among the research funding agencies involved in evaluating and approving project proposals, this process allows transnational projects - with Austrian, German and Swiss components - to be submitted to a single research funding agency, namely the lead agency. The partner organisations agree to accept the evaluation and decision of the lead agency, funding the segment of the project to be conducted in their country. The three initiatives described above are key elements of the "European Grants Union", which in turn is part of EUROHORC's "Vision for a globally competitive ERA and road map for actions".


Moreover, research fellowships and programmes administered by the Austrian Academy of Sciences may be used either domestically or abroad. 


Axis 2: 
Social Security and Supplementary Pension Needs for Mobile Researchers


As highly mobile workers, researchers are often faced with a range of different national social security schemes in the course of their careers. EEC Regulation no. 1408/71 along with other coordination rules at the EU level is intended to prevent the application of varying national laws from having a negative impact on mobile workers. However, information regarding national legislation on points of social security must be further improved. 



The objective is to expand information about social security for researchers and make it more easily accessible in order to keep researchers on the move optimally informed and up to date about these issues. In addition, the current government programme envisages "special rules for scientists coming from abroad (residence status, social insurance, pension insurance) to make Austria more attractive as a research base" (Gov. Prog., pp. 49-50).


Measures under Axis 2: Access to Information about Social Security


The information about international social securityon the homepage of the Federal Ministry of Labour, Social Affairs and Consumer Protection (www.bmask.gv.at) that is currently available only in German will be translated into English.


Austrian social insurance companies and agencies are making efforts to continuously improve their information, as well as assure the quality of their responses to enquiries and requests for advice.


The advisory obligations of social insurance companies often go beyond general enquiries, extending to the legal status of workers moving across borders. 



According to article 80 of EEC Regulation 1408/71, the Administrative Commission on Social Security for Migrant Workers is concerned with improving the flow of information between Member States and the insured. Austria will also make a constructive contribution toward continual improvement of this practice.


The Federal Ministry of Labour, Social Affairs and Consumer Protection (BMASK) is planning to improve its own informational activities with regard to occupational pensions, with improvements to the information available on the Internet a current priority.


Where information on social security has been updated or expanded, it must also be made available in the national EURAXESS portal. Accordingly, the portal will be updated to reflect the most current developments on social security. The feasibility of holding training courses for the employees of the national EURAXESS network on social security should also be reviewed in order to guarantee that mobile researchers are receiving the most accurate information on questions about social security. 



Measures under Axis 2: Exceptions under Regulation 1408/71


According to Article 17 of Regulation 1408/71, two or more Member States may, by common agreement, provide for exceptions to the provisions of Articles 13 to 16 in the interest of certain workers or categories of workers. By the terms of these exceptions, the legal regulations of a worker's country of origin apply for a longer period than the 24 month limit usual for a posting to another country. The purpose of Article 17 agreements is to facilitate mobility through continued application of the laws which previously applied to a worker in the area of social benefits, ensuring that insurance coverage is maintained and that a change in responsibility does not create additional paperwork.


As the responsible government authority for Article 17 agreements, the BMASK has always been open to approving these arrangements when they have been in the interest of the individual, and will continue with an even more careful, case-by-case approach when it comes to researchers.


Measures under Axis 2: Bilateral and Multilateral Agreements with Third Countries


The bilateral and multilateral agreements concluded between Austria and third countries generally allow for the option of a posting to another country as well as exception agreements. BMASK makes use of these instruments on the basis of the same principles as in EU matters; i.e., being essentially open to such arrangements when they are in the interest of the insured person. Here too, special consideration will be given to the situation of researchers.


Axis 3:
Attractive Employment and Working Conditions


Investments in human potential play a key role in the future of research and innovation. Having a sufficient number of well-qualified researchers, favourable career and work opportunities and conditions that facilitate mobility are all important factors in establishing Europe as a leading area for research and ensuring that Austria takes on an appropriate role in the European Research Area.


In order to keep the best minds in Austria - avoiding a so-called "brain drain" - renewed efforts are needed to improve the employment and working conditions of researchers, particularly those in the early stages of their careers. 



A number of institutions which are active internationally have taken up the issues surrounding researcher needs and have already begun to implement strategic concepts aimed at retaining junior researchers, particularly in the natural sciences and technology. Given the global competition for the best minds in science, it is essential for Europe as well as for Austria to place the retention of junior scientific talent at the heart of research, educational and innovation policy efforts. 


Accordingly, a key objective of this Action Plan consists in retaining junior scientific talent at the national level to the fullest extent possible. In addition to training a sufficient number of highly skilled graduates fully prepared to meet the needs of the labour market, this effort is aimed primarily at fostering the development of young scientists while also improving their working conditions and career prospects. Concrete examples of supporting researchers in this way include awarding appropriate recognition to their experiences abroad and giving positive weight to periods of mobility in their careers. 



An additional objective encompasses efforts to promote equality between men and women. Additional efforts must be made to improve opportunities for women as well as to better utilise their talents: "More women in top positions, on boards, panels and committees, and in supervisory positions at universities, in research institutes outside university, and in research support institutions. [The government] shall take more account of gender budgeting in research support and improve the compatibility of childcare and a scientific career. It shall target support for new and young scientists in scientific-technical fields." (Gov. Prog., p. 49) "Existing measures to further the careers of women researchers shall be further consolidated." (Gov. Prog. p. 46)


Measures under Axis 3: Attractive Careers and Working Conditions for Researchers


As research institutions, universities are important players in qualitative as well as quantitative terms. About a quarter of the people working in research and development in Austria are employed by universities. As a means of improving their working conditions and career prospects, a new, more flexible set of employment rules under the collective bargaining agreement that has been negotiated is envisaged within the broader framework of the 2002 Universities Act. The collective bargaining agreement covering university employees is now the foundation for private-law employment contracts at the autonomous universities. There are provisions of the collective bargaining agreement which stipulate improvements in the career options and working conditions for both young and established researchers, such as a career model with performance evaluations, an increase in the starting salaries of junior researchers, taking into consideration periods of maternity or paternity leave for temporary contracts, and the option of taking a period of leave to be used for teaching or research either abroad or in the business sector. The universities will implement this collective bargaining agreement over the next several years using additional funds from the BMWF.


Together with the universities, the BMWF also aims to incorporate specific plans and goals by individual universities to implement the primary principles of the European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers (Charter & Codex) into the 2010-2012 performance agreements as part of putting the collective bargaining agreement into action. In specific terms, this involves career development and the implementation of career models which would allow junior researchers - who have the appropriate qualifications and also satisfy periodic performance reviews - to be offered permanent positions. Toward the goal of creating conditions that foster mobility as well as an open European labour market for researchers, universities must award positive recognition to or even proactively encourage periods of mobility in the careers of young researchers. 



Career opportunities in research and development, along with information about recent developments concerning Austria as an innovation hub, are to be publicised through the BMVIT's programme called "brainpower austria" (http://www.brainpower-austria.at/webfiles/home.asp). Apart from the website, this programme includes services aimed at exchange and growth in the scientific community such as an online job portal, interview and relocation grants for job hunters and new hires, as well as travel and speaking grants. “If Austria is to be able to stake a claim to be a leader in the area of research, the best people in the field of R&D must be headhunted and brought to the country." (Gov. Prog. p. 46) Facilitating communication between scientists abroad and those in the Austrian scientific community is an important first step toward this goal. 



Measures under Axis 3: Measures to Promote Gender Equality 


Austria will continue to actively promote the role of women in research and technology both as a goal in itself, as well as with a view to supporting the overall aim of equality. At the heart of these efforts are measures to improve equality of opportunity between men and women in research, technology and innovation (RTI) over the long term.  Since 2004, a programme called "FEMtech - Women in Research and Technology" (www.femtech.at) has employed activities such as networking events, cooperative schemes between universities and the business sector to recruit junior female researchers for RTI companies, and even establishing new, gender-related fields of research, all with the larger goal of promoting equality of opportunity. The first call for grant proposals to two new programme lines came in 2008 - FEMtech Career Paths and RTI-Projects - along with the inauguration of the FEMtech competence centre, which has taken over responsibility for execution. An expansion of these activities, as well as additional calls for proposals and other measures, are planned for the period going into 2010.


In 2009, the first “national prize for equal opportunities in and woman in R&D” was inaugurated, with 10 awards of €10,000 each.


The "fForte Coaching" programme offered by the Federal Ministry for Transport, Innovation and Technology (BMWF) is a 2-semester course aimed at helping women put together successful grant proposals. It also provides information on various sources of funding as well as personality development, among other things, in order to increase the proportion of women in a range of research funding programmes.


The BMWF is planning additional measures to increase the number of women in top positions in science and research as well as to expand upon the actions prescribed in gender equality legislation. The 2009 Act amending the 2002 Universities Act contains a number of new rules concerning the promotion of women's interests and gender equality at universities, in particular the mandatory application of  § 11 section 2 Z 3 of the Federal Equal Treatment Act (B-GlBG) relating to collegial boards, which allows the seats on all collegial boards designated under the 2002 Universities Act to be filled through gender-specific nominations. The extent to which these same rules apply to other science and research institutions will have to be determined over the next several years.    



The "excellentia" programme has boosted the proportion of women holding professorships from 13% to 16% since 2005. As part of their 2010-2012 performance agreements, the BMWF and the universities have as a joint goal the sustainable increase in the number of women among scientific and artistic staff at every stage of their training and career paths, particularly in those areas where the ratio of women is significantly below 40%, as well as in executive positions at the universities. Special emphasis will be placed on measures to award more Ph.D. degrees to women. Leading indicators of gender equality, along with other developments at the universities, will be monitored on an ongoing basis. Use of the gender monitoring tool will be expanded to include the planning and administration of equity policies at the universities as well as research funding. 



Gender equality programs will be designed to support the desired outcomes outlined by the universities.


As part of their performance agreements, the universities' plans to develop and promote career models and working conditions that foster a better balance between work and private life (such as flexible working models for women returning to the workforce, institutionalised contact between universities and researchers during parental or educational leave, flexible childcare and other need-based expansion of childcare facilities) will be launched.


In order to achieve equality of opportunity between women and men in resource distribution over the long term, the BMWF will include support of junior researchers and mobility in its gender budgeting pilot projects.


In addition, there will be a broader attempt to ensure that, in the case of funding measures targeted at both women and men, the women's share of awarded grants is not lower than the women's share of the submissions - assuming that the quality of all the submissions is equal, and that there is no fixed percentage of funding designated for female researchers. Otherwise, there will continue to be grants designated exclusively for female researchers (such as programmes to promote women's careers). 



Through the "Laura Bassi Centres of Expertise", the BMWFJ supports a forum in which highly skilled female and male researchers from academia and the private sector work together (also see the measures under Axis 4 entitled "Stronger Links Between Academia and the Business Sector"). To address the shortage of women in executive roles, female scientists were encouraged to apply for the top positions within the Laura Bassi Centres of Expertise, much as the team itself was put together with the aim of a desirable gender balance for research.  The Laura Bassi Centres of Expertise were inaugurated in autumn 2009. 



Axis 4: 
Enhancing the Training, Skills and Experiences of Researchers


Milestones for a career in research are set early; usually no later than by the time of a doctoral training. The doctoral training is the turning point for research-oriented careers, whether within universities or outside the academic world.


In Austria, autonomous universities are the providers of qualified doctoral training. An amendment to the 2002 Universities Act
 increased the length of a doctoral training from two years to a minimum of three years in accordance with current European standards. Starting in the 2009/2010 academic year, two-year doctoral training will no longer be offered. The objective of the universities
 and the BMWF in making this change is to implement qualitative improvements in doctoral training as well as to accelerate the growth of PhD courses and structured doctoral programmes. The Austrian Science Fund (FWF) plays a special role in fostering doctoral training with a focus on excellence. As part of the FWF's support for innovative structures, focuses of research and networks, doctoral programmes will also be established on a wider basis in line with the international model, thereby contributing to a higher level of competitiveness both in the main and at the very top (also see Gov. Prog. p. 48). This initiative will be supplemented by setting up a doctoral programme at the highest level at the Institute of Science and Technology (IST) Austria.


Traditional demarcations are not only becoming more fluid between academic disciplines, but also between the business sector and academia. Given that a great deal of knowledge is generated on the borders and edges of established subject areas, the transfer of this type of knowledge through activities related to research and science can be encouraged through targeted training and employment opportunities for young researchers. Accordingly, an additional objective consists in "further increasing mobility… between sectors" (Gov. Prog. p. 49) and in "setting new priorities in support for… knowledge transfers from our universities" (Gov. Prog. p. 48). Both the speed and quality of innovation processes depend on the synergies between academic and industrial research as well as the level of cooperation between these two realms. 



A range of support programmes (such as COMET, the Christian Doppler Laboratories, Laura Bassi Centers, Young Experts) is aimed at stimulating cooperation between the Austrian business sector and top researchers at universities or non-academic research institutions, thereby creating attractive employment and research opportunities for junior scientists. Because many firms, particularly small and medium-sized enterprises (SMEs), are not in a position to expand their research capabilities internally, a separate programme on "Human Resources for the Business Sector" is intended to complement the existing palette of support programmes with the objective of making innovation know-how available to Austrian companies (also see Gov. Prog. p. 45). 



Measures under Axis 4: Enhancing the Training and Skills of Researchers


Because the qualifications and competencies of doctoral graduates are to be integrated into the European Qualifications Framework (EQF) and the National Qualifications Framework (NWF), compiling a National Skills Agenda for (young) researchers is not currently a priority. The Dublin descriptors define requirements for graduates of doctoral courses, and can be used in this regard to outline both the broad skill sets and specific competencies expected of doctoral graduates.


It is the responsibility of the autonomous universities to create a curriculum and set up a qualified doctoral training. As part of the change from four-semester to six-semester minimum doctoral training (2006 amendment to 2002 Universities Act), the universities are also required to implement qualitative improvements in the organisation and support of these programmes. 



As part of their 2010-2012 performance agreements, the universities and BMWF jointly plan to accelerate the pace of improvements at the universities, particularly in the area of support, acquisition of extended capabilities and transferable skills, as well as the inclusion of interdisciplinary and international aspects. 



The FWF will continue to support and expand the establishment of doctoral programmes with the aim of developing highly skilled junior scientific personnel who can be part of outstanding teams.


The Institute of Science and Technology Austria (IST Austria) is a new cutting-edge research institution which will carry out basic research in the natural sciences at the highest level. The IST Austria will set up its own graduate school and PhD programmes, drawing on links with universities at home and abroad. 



Besides, cooperation between universities of applied science with national and international universities for the doctoral training is also crucial. This effective cooperative model will continue to be pursued, not least because it also provides alumni of universities of applied sciences with enhanced career prospects.


Measures under Axis 4: Stronger Links between Academia and the Business Sector


Successful R&D funding programmes aimed at fostering cooperation between science and business will be continued and/or expanded, making available to them the appropriate resources (see Gov. Prog. p. 45). 



This includes the Christian Doppler Research Association (CDG), which aims to foster links between academia and the business sector as well as strengthen application-oriented basic research, along with continuous improvement in the areas overseen by the BMWFJ. 


Within individual Christian Doppler laboratories (CD Labs), small groups of researchers work together with industry partners on new, application-oriented basic research. One of the guiding principles behind the funding programme is the improvement of education and career options for young scientists, whether in terms of an academic career or a job in the business sector. Academic papers, dissertations on practical issues and “Habilitation” (postdoctoral promotion) undertaken within the CD Labs, together with industry contacts, are all intended to have a positive impact on university teaching practices. An additional goal is to establish international research partnerships, particularly in the European Research Area. The positive effects arising from these forms of academic-industry partnerships increase with the number of CD Labs. Based on budgetary resources and projected future demand for this type of academic-industry cooperation, the 59 CD Labs (as of April 2009) are expected to increase to 72 to 84 by 2012. 



An additional programme aimed at supporting human potential at the interface between science and industry is COMET, the competence centre programme. The explicit goals of the COMET programme include the recruitment of highly skilled researchers, the creation of attractive opportunities to develop and use the skills of researchers in science and industry as well as the transfer of know-how across the interface between science and business. As part of putting this form of cooperative research into practice, the competence centres are also developing a qualification programme aimed at human resources and career development for their scientific-technical staff, alongside measures aimed at gender mainstreaming. Following an initial call for proposals, the first new competence centres opened at the beginning of 2008. As the programme continued, the second call for proposals for the establishment of additional competence centres was initiated at the end of 2008, with the result that approximately 500 additional researchers will be employed in the new competence centres starting in 2010. 


To promote cooperation and communication between science and industry at a different level, the "Young Experts" programme (http://www.ffg.at/content.php ) was launched in 2008.  By providing funding to junior researchers and post-docs alongside bachelor's and master's candidates, the programme - which runs until 2010 - is intended to enhance cross-sector mobility as well as knowledge transfer between research and business. Funding for post-docs in particular will generate a high degree of added value for small and medium-sized enterprises (SMEs) in their internal efforts to carry out R&D, resulting in greater cross-sector mobility and stronger links between academia and the business sector. 



 The "Laura Bassi Centres of Expertise"
 are research centres supported by the BMWFJ which promote excellence in application-oriented basic research where highly skilled researchers from academia and private industry work together. Their projects have an interdisciplinary focus, with the goal of making new discoveries in research and creating new products and processes for industry. Apart from the scientific calibre of their applications, researchers were selected on the basis of their descriptions of the centre's management, career and team development among individual employees, along with their concrete vision of working with industry partners (also see measures under Axis 3, "Measures to Promote Equality"). In autumn 2009, eight centres began operation. 



In order to utilise research capabilities at universities of applied sciences and support long-term cooperative relationships with industry as well as the universities, the BMWFJ commissioned the Josef Ressel Centres - Research Laboratory for Universities of Applied Sciences as a pilot programme. With an emphasis on SMEs as well as a strong regional focus, the Josef Ressel Centres are intended to support universities of applied sciences with a background in research to achieve high standards in R&D. An additional aim of the Centres - with reference to the objectives outlined in the Universities of Applied Sciences Studies Act - is to further improve the quality of education available through the universities of applied sciences, in terms of sound vocational training with an emphasis on practical skills. Both the programme and the centres will be evaluated in 2010. Assuming the evaluation results are positive, the three currently active Josef Ressel Centres may continue operation for up to another three years in a second phase, under the auspices of the COIN programme.


The COIN programme (Cooperation & Innovation http://www.bmwfj.gv.at/coin) was founded as a joint initiative of the BMWFJ and the BMVIT to promote cooperation between science and industry, and is projected to run until 2013.  One of its key aims is to strengthen ties between private companies (especially SMEs) and universities of applied sciences, as well as non-university research institutions. The human potential responsible for not only generating knowledge but putting it into practice in the form of innovative products, processes and services is at the heart of this effort, with the goal of stimulating innovation by small and medium-sized companies.


Axis 5: 
Efforts to raise and retain interest in science and research in pupils and young people


In a knowledge-based economy, having a highly skilled workforce is a key factor in the future development of Austria as a science and research hub. Efforts to position Austria over the long term in the group of front runners in research and technology implies a rising demand for highly skilled workers as well as timely measures to ensure there is an appropriate supply of such workers in place. 



The most effective way of retaining junior talent in research is to direct appropriate early-stage efforts at children and young people, with an emphasis on increasing their interest in research, technology, innovation and creativity at the start, followed up by advice and information on choosing a course of study and career. Demonstrating the real-life application of such work while also fostering personal contact with today's researchers and innovators will pique young peoples' interest early on and help maintain it over the long term.


"To ensure that the Austrian research system will also be able to have sufficient researchers and capable innovation specialists in the future, the Federal Government will particularly turn its attention to the next generation of R&D researchers. A broad campaign at schools, research institutions and companies shall seek to get young people interested in R&D. It should build on existing best practice models ("Young People Innovate," "Sparkling Sciences," "Research Goes to School"). (Gov. Prog. p. 46) 



Accordingly, a central objective of the National Action Plan for Researchers consists in stimulating interest in research and development along with the natural sciences and technology among children and young people at an early age, thereby encouraging their later decisions to pursue studies and a career in these fields. In order to bring about such a sustained interest in research-related fields, these projects must reach children at the earliest age possible. This will help ensure that there is a sufficient number of highly skilled people working in research and science in future.


Measures under Axis 5: Efforts to raise and reatain interest in science and research in pupils and young people


The tried and tested programme "Young People Innovate" sponsored by the BMUKK and the BMWFJ is aimed at inspiring young people to explore technology and innovation, with the eventual goal of embarking on a science or technology-related course of study. The contest, held at schools throughout the country, allows students aged 15-20 to put their innovative or creative ideas into practice in the form of projects either related to business, design, engineering and science or IT, media technologies and climate protection. The juried evaluation rewards interdisciplinarity in terms of project selection, along with the social components of teamwork needed in the working world. The success of Austrian winners in international competitions such as the "European Contest for European Scientists," INTEL-ISEF, and the annual award of patents, all indicate the efficacy of this measure.


The IMST project 
 is a flexible support system intended to strengthen innovation in the teaching of mathematics, information technology, the natural sciences and German (MIND is the German acronym for these subjects) in Austria. The goal of this programme is to enhance the appeal of school instruction while improving its quality over the long term. IMST provides financial and subject-matter support to initiatives (teaching, school projects and networks) in the areas of mathematics, natural sciences, information technology, German language and related subjects. IMST is characterised by a high level of cooperation between practical teaching, science, school administration and educational agencies, as well as the application of specialised - but also cross-disciplinary - teaching, as pupils experience it on an everyday basis and ideally help shape as well. Gender sensitivity and gender mainstreaming are guiding principles in all these measures. The primary activities of IMST include quality development and quality assurance through the support and diffusion of innovation for schools. Targeted at the level of teachers and pupils as well as on a regional and cross-regional basis, these measures are intended to raise the level of pupils' performance along with their interest in MIND subjects.


To enhance the appeal of natural sciences and technology in general and the attractiveness of research, innovation and technology to children and young people in particular, the "generation innovation" programme (www.generation-innovation.at) was established as a joint initiative of the BMVIT and the BMUKK, taking as its point of departure the "Innovation Goes to School" pilot programme (started in 2007). From 2009 onward, educational institutions, research institutes and private companies are partnering to implement projects in research, technology and innovation (RTI). By 2010, a quantitative and qualitative improvement in these pilot region projects should be apparent. In 2009, a mentoring program for schoolchildren interested in RTI was inaugurated with the goal of having 100 participants by the end of the year. An additional increase in participants and stronger links between the RTI sector and the educational system was planned for 2010. 



As part of the Sparkling Science programme (http://www.sparklingscience.at/), the BMWF is supporting research proposals in which young people are involved in scientific project teams engaged in research and communicate their joint research findings to the public as well as to the educational sector.


In the initial programme phase of Sparkling Science - ongoing until 2010 - research proposals with a broad subject matter and institutional basis were encouraged in order to test various models of cooperation for their impact and efficiency. As the programme continues, the focus will shift to changing the structural basis of partnerships between research institutions and schools in order to foster changes in the system as a whole. By the end of the programme, long-term cooperative partnerships should be a fixed element of the Austrian research and educational system.


In addition, successful initiatives such as "kid's universities" are to be continued, together with a range of events hosted by researchers for children between 7 and 12. The role of non-university institutions and media publicity will be given priority in these efforts. 



One initiative aimed specifically at fostering the interest of girls in technology is FIT (a German acronym for Women in Technology), a project sponsored by the BMUKK which is part of the cross-ministry initiative called fForte (a German acronym for Women in Research and Technology, www.fforte.at) that provides girls from school year 9 onward information about pursuing a course of studies at a technical institute of higher education in Austria (universities, universities of applied sciences, colleges) as part of information days and visits to schools by female instructors. FIT is meant not only to stimulate interest in technology among girls, but also to demonstrate that technology can be an exciting career option for young women, primarily by highlighting women who work in technical fields, as well as creating personal contacts and occupational role models for among them. 



Closing Remarks


Under the auspices of the BMWF, a focus group has been set up as an advisory panel for the National Action Plan for Researchers. The primary responsibilities of the panel are to pursue the objectives of the National Action Plan for Researchers as well as to monitor the implementation of the Action Plan on the national level. 



� COM/08/317, 23 May 2008




� 13671/08, 30 September 2008




� Communication of European Council President no. 1003/09, 18 May 2009




� Communication of European Council President no. 1003/09, 18 May 2009




� 2006 Amendment to the Universities Act, Federal Law Gazette I No. 74/2006




� Also see the (new) recommendations of Universities Austria on doctoral programmes (resolution by plenary council on 3 December 2007).




� These research centres receive 60% of their funding from the BMWFJ and 35% from private companies, while the remaining 5% comes from their own financial sources.




� IMST is a German acronym for "Innovation Makes Schools Top-Class". The original name was "Innovations in Mathematics, Science and Technology Teaching". With a view toward extending the programme to German language instruction, the name was changed to "Innovation Makes Schools Top-Class" in 2010.
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                                                                    Shadow Action Plan for Human Resources and Mobility 2009-2010





The European Partnership for Researchers 


Norwegian (Shadow) Action Plan for Human Resources and Mobility


(2009-2010)


In April 2009 the Norwegian government presented a White Paper on research policy, which was endorsed by the parliament in June 2009 (Climate for Research, Report No. 30 (2008-2009) to the Storting). The White Paper states that Norway is to be actively engaged in following up the European Partnership for Researchers (EPR), as described in the Communication from the Commission to the Council and the European Parliament of May 2008 (Better Careers and More Mobility. A European Partnership for Researchers, COM(2008)317) and in Council Conclusions of September 2008 (13671/08). One of the recommendations of the White Paper is that Norway is to develop a national shadow action plan on human resources and mobility mirroring the national action plans developed by the EU member states. 


This document, covering the years 2009-2010, presents status and/or proposed measures within the four action lines of the partnership – all of which are considered to be of great importance to the development of a single European market for researchers. However, in line with the priorities of the White Paper, priority is given to action line 3 (Attractive employment and working condition, including gender issues) and action line 4 (Enhancing the training and skills of European researchers, including intersectoral mobility).


The implementation of several of the relevant measures will depend on institutional follow-up. Norwegian support to the European Partnership for Researchers is closely related to the implementation of Charter and Code, coordinated with EURAXESS initiatives. 


Action line 1: Systematically open recruitment


· Open, transparent and competition-based recruitment procedures are established.



Norwegian institutions have a high degree of autonomy regarding the hiring of research personnel.


· According to the annual letter from the Ministry of Education and Research on the budgetary provisions for the following year all higher education institutions funded by the government are to publish researcher job vacancies on the EURAXESS Job portal.



· Improved information and assistance services for mobile researchers have been established as part of the ERAMORE/EURAXESS initiatives.



· The Research Council of Norway (RCN) has signed EUROHORCs Letter of Intent “Money Follows Researchers”. However, as RCN funded contracts are entered with the research institution, not with the individual researcher, portability of grants demands approval by the institutions.


Action line 2: Meeting social security and supplementary pensions needs


· In order to ensure that researchers and their employers have access to readily available and targeted information on social security and supplementary pension rules, the Norwegian EURAXESS portal links to adequate information provided by the relevant national bodies. 


· Norway acknowledges the existing challenges regarding pension rights issues for researchers’ mobility as well as the challenges concerning social security and pension rights issues for researchers’ mobility to and from third countries. How these challenges can best be met is being considered. 


· Researchers are part of an international labour market. The White Paper states that the Norwegian government will continue its efforts to make it easier for skilled workers and highly qualified specialists (including researchers) from third countries to start working in Norway.





Action line 3: Providing attractive employment and working conditions


· The new White Paper emphasizes the need of increasing the number of Ph.d.-grants, improving the quality of the Ph.d.-training and increasing the share of grantees finishing their Ph.d. within prescribed time frame. It also focuses on the importance of reducing the share of temporary researcher positions and of improving gender balance at all researcher levels and in all scientific fields. The institutions’ responsibility for career advice and -opportunities, including individual career plans, and the principle of research based higher education are also addressed. 





· Institutions are free to offer senior researcher positions to end-of career researchers to allow them to pursue and develop their individual research career and make their original position e.g. professorship available for up and coming researchers.



· In Norway all researchers, including researchers on Ph.d. and Postdoc levels, have employee status and thus receive adequate social security coverage. The exemption is Ph.d. students from third countries receiving stipends/fellowships over the budget for development cooperation. They have students’ status and social coverage as students.



· Initiatives to obtain gender balance and equality have a long tradition in Norway. This is reflected both in legal documents and current practice: All higher education institutions have action plans for gender balance and there is a required gender balance (40%) in selection and funding bodies, boards etc. A national “Women in Science” committee and website was established in 2004 and in 2007 an annual national equality award to the institution with the best gender equality initiatives was introduced. There is a majority of women among students and grantees. The main challenge is the “leaky pipe line”: In 2007, the share of female professors was 18% in average, in natural sciences 10%, in technology only 6%. Thus, a central issue in the new White Paper is how to improve the gender balance at all researcher levels and in all scientific fields. 





Action Line 4: Enhancing the training, skills and experience of researchers


· The new white paper emphasizes the need of strengthening the leadership and research administration skills of researchers, and introduces the following measures:  





· The new White Paper stresses the need to ensure better links between academia/research institutions and industry, and introduces the following measures:  





”Fast Track Visa”. Legislative action aimed at speeding up employment procedures for specialized personnel, including researchers, from third countries. Introduced from 1 January 2010, mirroring aspects of the EU directive “Fast Track Scientific Visa”. 














Earmarking of research grants. Financial action aimed at increased recruitment in the annual budgets allocations to the institutions.  









Researcher Education Programmes and Schools. Administrative action in which the institutions are encouraged to consider researcher education programmes in fields with poor recruitment. 









Research/recruitment plans. Administrative action: The institutions are to develop regular plans for prioritized areas of research and recruitment programs, to be made known to early stage researchers. 









Transfer of Ph.D.grants to Postdoc grants. As a strategic measure the new White Paper opens for transfer of a restricted number of Ph.D.grants to Postdoc grants when considered highly needed. Main objective: To facilitate career planning for early stage researchers and give institutions a strategic tool to optimize researcher recruitment and career paths.














Women in Science Incentive. Administrative/financial action: Incentive to increase the share of women in higher researcher positions in natural sciences, technology and medicine.









Qualification Initiative for Women: Administrative action: Assessing new qualification measures to maintain and develop female researchers’ skills and competence in order to improve the gender balance at all researcher levels and in all scientific fields – in particular in fields dominated by male researchers.














Working Group on research leadership. Administrative action: A national working group to be established and be given the task  of proposing  adequate measures and initiatives to strengthen the leadership and research administration skills of researchers. 









Researcher mobility and exchange: Administrative action: Institutions are to encourage researchers' stay at excellent research institutions abroad. Main objective: Increased researcher mobility and exchange for improved scientific quality.














Industrial Ph.D. grants. Financial action aimed at increasing the number of industrial Ph.D. grants. Main objective: To improve transfer of knowledge between academia and industry.Indicators: Number of industrial PhD-grants per year.









Combined positions and increased intersectoral exchange. Administrative action: Academia, institutions and industry are encouraged to stimulate the use of combined positions (e.g. professor II) and intersectoral researcher exchange. Main objective: To improve knowledge transfer between academia, institutions and industry.









Academia/industry dialogue: Administrative action aimed at initiating a closer dialogue between academia and industry on how to improve intersectoral mobility. Main objective: To improve intersectoral researcher mobility and knowledge transfer.
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2nd Meeting of the ERA Steering Group on Human Resources and Mobility (SG HRM) in the European Research Area



Brussels, 12 May 2009


Updated Mandate and Working Methods of the ERA Steering Group on Human Resources and Mobility (SGHRM)


1) Mandate


a) The SGHRM is the structure to promote, monitor and report on the implementation of the European Partnership for Researchers (EPR) 
 and on other activities related to researchers’ career and mobility (e.g. Charter and Code, Scientific Visa, EURAXESS activities) at EU and national levels;


b) SGHRM members will provide information on the overall plans devised at national level for the implementation of the EPR and will report regularly on the actions undertaken or envisaged to execute these plans as well as on developments regarding other activities related to researchers’ career and mobility;


c) The group's mandate includes the following tasks:



· strengthen mutual learning activities through information exchange, identification of best practices and, where appropriate, the use of peer-reviews;



· define and use appropriate indicators for monitoring progress, both at national and Community levels;



· develop common guidelines where they can reinforce a consistent implementation of actions of common interest or inspire new or improved actions; 


· contribute to the definition of Community actions;



· liaise with other relevant groups and stakeholders to make better use of existing initiatives, such as the EURAXESS activities by strengthening links with the national Bridgehead Organisations and to ensure effective coordination with activities of the People Specific Programme;



with the aim of supporting the coherent development of policies and measures at national level along the priority lines of action proposed in the EPR and of enhancing complementarities and synergies between national and Community actions;


d) The policy background of the work of the SGHRM is formed by the Lisbon and Barcelona objectives with a view of the realisation of a European Research Area with the required highly qualified and mobile human resources in research;


e) The scope of the activities of the SGHRM derives from the EPR, the related Council Conclusions from the September 26, 2008 Competitiveness Council and further orientation given in this context
, but will also include other relevant actions, not explicitly covered in the EPR;



f) The group will report regularly to CREST or to the Competitiveness Council as appropriate on the work undertaken and the results achieved, especially with respect to the four key areas of the EPR. It will report for the first time on the progress made by the end of 2009. It will subsequently evaluate the overall progress towards the implementation of the EPR priority lines of action by the end of 2010;



2) Working Methods



The group will meet regularly and with a frequency in accordance with the objectives to be achieved within the set timeframe (indicative 4-6 times/year).  Small working groups, consisting on a voluntary basis of interested delegates and/or of external experts with relevant expertise may, where appropriate, be established by the SGHRM to work, for a defined period of time, on specific issues of common interest or on priorities more relevant to some countries than others.  The working groups would report their results to the SGHRM plenary which would in turn decide on the subsequent follow-up.  The decision on establishing working groups as well as their mandate, working methods and expected debriefing will be taken by the SGHRM. 


The working methods will include:



· plenary meetings, 


· multi-lateral exchanges using technological methods available to all delegates such as teleconferencing or on-line,


· written contributions on relevant topics, prepared by individual delegates,


· preparation of joint documents (e.g. case studies, best practices, questionnaires),


· seminars and workshops on specific issues,



· invitation of external experts or speakers to the SGHRM meetings, seminars or workshops on an ad-hoc basis,


The SGHRM will decide on what issues to focus on as well as on the appropriate choice as to which of the above working methods to use either individually or in combination.



The draft annual work plan and the draft agenda of each meeting will be approved by the SGHRM members.  


3) Composition and Roles


· Members



The SGHRM is composed of one representative and one alternate per country, both designated by national research ministries from Member States and from countries associated to the Framework Programme (Associated States).  It is up to each country administration to internally organise itself to present its agreed views to the SGHRM.  The nominated delegates can be accompanied by relevant colleagues or stakeholders as judged appropriate. The Commission will take part in the group as a member.


· Chair



The Chair will be a Member State representative in the group and will be elected by the SGHRM members.  The elected Chair will have a mandate for a period of 2 years.


· Vice Chairs



The SGHRM could elect Vice Chairs who could both provide support to the Chair and act as the Heads of working groups, if appropriate.  


· Secretariat



Secretariat will be provided by the Commission services.


4) Other Organizational Issues


· Location of the meetings


The meetings will normally be held in Brussels in the Commission premises or in other available meeting and conference centers


· Pre-Reading material


Delegates will normally receive any pre-reading material at least one week ahead of each meeting.


· Travel reimbursement for the participants


Delegates will receive refunding of their travel expenses through the standard reimbursement procedure for Expert Groups.  Reimbursement will be for 1 delegate/country.



· Language regime


The working language for the SGHRM will be English.


ANNEX 1: HISTORY AND CURRENT STATUS OF THE GROUP



Based on the Council resolution
 on the Commission’s Communication “A Mobility Strategy for the European Research Area” of 2001
, the Steering Group for the Implementation of the Mobility Strategy has been active since 2002, with a mandate to implement together with the Commission the actions laid down in the above mentioned Communication. The Steering Group is composed of representatives of Member States (since 2003 also with Associated States’ representatives).  Further policy developments materialised in 2003, notably the Communication on the careers of researchers in the ERA
 and the 3% Research Investment Action Plan, implied a number of important new actions concerning human resources and mobility in R&D.  Accordingly, as of 2004, the mandate of the Steering Group has been expanded to also cover the relevant actions stemming from these Communications and the group has been renamed into the “Steering Group for Human Resources and Mobility in the ERA” (SGHRM).  Up to this moment and until the last SGHRM meeting held on June 19, 2008, the Commission has been acting as both Chair and Secretariat for the Group.



Following the adoption by the Commission of the Communication "Better careers and more mobility; a European Partnership for Researchers"
 in May 2008, the September, 2008 Competitiveness Council adopted Council Conclusions affirming its commitment to the Partnership implementation and recognising that the "the "Human Resources and Mobility" Steering Group, the mandate of which will have to be adapted, is the most appropriate forum for conducting this partnership in a flexible manner".  Therefore, the group is now being re-launched with an adapted mandate and with the re-nomination of its members to ensure they have the right profile for such updated mandate.


� (COM(2008)317 final




� Notably the outcome of the Ministerial discussions on the Gago/Biltgen paper




� Council Resolution of 10 December 2001, OJ C367 of 21 December 2001









� COM(2001)221 final of 21 June 2001




� COM(2003)436 final of 18 July 2003 « Researchers in the European Research Area : one profession, multiple careers »




� (COM(2008)317 final
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Commission Proposal



ERA SGHRM Working Groups - objectives, outcomes and profiles


Introduction



This note provides a proposal by the Commission services for the objectives, outcomes and composition of the Working Groups (WGs) installed by the ERA Steering Group Human Resources and Mobility in accordance with the operational principles for these WGs and bearing in mind the need to produce concrete outcomes to be available by the end of 2009. The WGs should help the SGHRM to effectively deliver on the concrete action points for researchers. 


WGs would ideally consist of 5-10 members from SGHRM delegates, topic-specific national representatives, non-governmental experts and other stakeholders. The Working Groups would preferably be chaired by a SGHRM delegate.


During the May 12, 2009 SGHRM meeting, several delegates have expressed that the themes for the 4 WGs remain broad.  Therefore, our goal in this proposal has been to select for each WG a concrete focused priority element with a clear outcome driven objective for this first wave of WGs. The proposal builds on the views collected from delegations at the 12 May meeting and their written input into the meeting. The selection proposed here does not imply that other action points are less important. They can be addressed in other formats within the SGHRM or in a next wave of WGs in 2010. 


ERA-SGHRM WG - Provide attractive employment and working conditions 


Outcome: Recommendations on flexicurity for researchers in the context of the crisis



Focus/Goal is to encourage Member States to improve the career development opportunities for early-stage researchers by moving towards "flexicurity principles".



Operational Objective is to identify and analyze the key elements involved in developing flexicurity schemes for researchers by examining existing experiences and planned initiatives in national schemes with a view of formulating relevant recommendations based on good practice.  The WG would assess the impact of the existing schemes and make the assessment as to which elements actually contribute to improve the working conditions of researchers. Specific attention should be given to measures developed as a response to the economic crisis. This outcome should also be a valuable input into the overall reporting on the Lisbon strategy and the response to the crisis.  


Members
 and Stakeholders Profile would include countries with experience applying the flexicurity principle to their researchers' population and could include experts from Employment or Industry Ministries. Stakeholders to invite would include representatives of social partners and associations from universities and the research community. Additional experts should be knowledgeable on labour market issues. DG Employment would need to be involved either as a member or as an invitee on an ad hoc basis.


ERA-SGHRM WG - Meet the social security and supplementary pension needs of mobile researchers


Outcome: Proposals to better utilise derogations foreseen in Regulation 1408/71(and Reg. 883/04) for the benefit of researchers


Focus/Goal is to better utilise the existing legal framework, including the use of appropriate bilateral and multilateral agreements on derogations foreseen in Regulation 1408/71(and Reg. 883/04) for the benefit of researchers.


Operational Objective is to identify and analyze the key elements involved in the application and the derogations allowed in Regulation 1408/71(and Reg. 883/04) for the benefit of researchers involved in cross-border mobility and to examine whether researchers are treated equally to other categories of workers and formulate, when appropriate, the justification for a special position of researchers in this regard
, resulting from the typology of their mobility (e.g. many short term spells in another country). The outcome of the WG can be a factual note for discussion to be used as a preparation of key issues to be dealt with at the Joint meeting EPSCO/Competitiveness Councils during the first half of 2010 under Spanish Presidency, as was announced at the 29 May Competitiveness Council.


Members and Stakeholders Profile would include countries representatives from Social Affairs Ministries.  Additional experts should be knowledgeable on social security issues.  DG Employment would need to be involved either as a member or as an invitee on an ad hoc basis.


ERA-SGHRM WG - Enhance the training, skills and experience of researchers


Outcome: Draft descriptors for modern researchers' competences


Focus/Goal is to provide guidance to national authorities in defining their National Skills Agendas for researchers to be fully equipped with the right, comparable and acknowledgeable set of skills necessary to be competitive in the modern knowledge economy. 


Operational Objective is to identify and analyze the key elements defining the skills and training profile of modern researchers.  This comprises an inventory of competences researchers need to operate in an open innovation environment in such a way that these competences can be learned, taught and assessed in academia, enterprise and self study. The descriptors of these competences should be compatible with national skills agenda's (National Qualifications Frameworks), the Framework for Qualifications of the European Higher education Area (Bologna Process) and the European Qualifications Framework for lifelong learning (EQF). The exercise would also contribute to the New Skills for New Jobs Initiative. The outcome of the WG can be a guidance note on modern researchers' competences.


Members and Stakeholders Profile would include countries representatives specialised in skills development. Stakeholders to invite would include the EUA Council for Doctoral Education, EURODOC, BUSINESS EUROPE and accreditation bodies. Additional experts would need to be knowledgeable in the field of sectoral qualifications frameworks.  DG Education and Culture would need to be involved either as a member or as an invitee on an ad hoc basis.


ERA-SGHRM WG - Monitoring and Indicators


Outcome: Developing headline indicators for the EPR



Focus/Goal is to ensure the necessary methodology and indicators are in place for the timely monitoring of the EPR.



Operational Objective is to review the monitoring needs based on the EPR priority lines of action and as a first step identify appropriate indicators (and existing/potential sources) to ensure proper and feasible monitoring within the timeframe of the partnership.  The WG would propose two sets of indicators: i) key indicators to be produced for all Member States via EUROSTAT and ii) additional indicators with more detailed data and further breakdowns.


Members and Stakeholders Profile would include countries representatives with experience in developing and using R&D indicators, carrying out surveys or national impact assessments with indicators. Focus should be more on the link between indicators and policy rather than on the statistical measurement of indicators. Stakeholders/experts to invite would be the EUROSTAT (for indicators work), MORE study consultants for indicators as well as ERAWATCH and OECD. The WG will interact closely with the EPEC consortium on the Monitoring Study they are conducting.


_______________________________


� In addition to SGHRM delegates who should be part of each WG 




� This work would be based on the results of a separate questionnaire assessing the situation in each country regarding public Social Security coverage of researchers.
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INTRODUCTION FROM LORD DRAYSON TO THE NATIONAL ACTION PLAN ON RESEARCHER CAREERS AND MOBILITY IN THE EUROPEAN RESEARCH AREA



For Europe to fulfil its economic potential and address the great challenges of our times, it must invest in research. That includes creating an environment in which the brightest young people choose research careers.  



Our institutions need not only recruit talent wherever it exists; they must also provide attractive working conditions and equip researchers with the broad skills and experience necessary to develop their careers, such as working abroad and moving between academia and industry. National governments need to back these opportunities.



For these reasons, the United Kingdom strongly supports the careers and mobility pillar of the European Research Area initiative. Together with the UK research base, the Department for Business, Innovation and Skills has created this UK National Action Plan.



The UK already has one of the most open science communities globally, with our universities enjoying a high level of autonomy. For several years, our research institutions have been working to address issues like skills training, workforce diversity and closer relations between academia and industry. 



Such initiatives are all described in the Plan, alongside case studies which may be of interest to European partners. At the same time, it outlines areas where we are seeking to improve.



I look forward to seeing progress achieved across Europe on this important subject through close collaboration among institutions and nation states.



UK NATIONAL ACTION PLAN ON RESEARCHER MOBILITY AND CAREERS WITHIN THE EUROPEAN RESEARCH AREA



KEY BACKGROUND CONDITIONS AND INSTITUTIONS



The UK research base is already one of the most open in the world both as regards recruitment of researchers and scientific collaborations (over 40% of UK scientific papers now have one or more non-UK co-authors), these aspects being mutually reinforcing   The UK Government is committed to encouraging this openness in its support to the science base.  In addition to its overall role in  funding research through  national funding bodies and support of the UK’s seven Research Councils, the UK Government funds a number of dedicated fellowship schemes (Newton International Fellowships, Dorothy Hodgkin Fellowships) which seek to attract the best early career researchers from around the world to UK institutions.


UK Higher Education Institutions (HEIs) and Public Sector Research Establishments (PSREs) already enjoy a high level of autonomy, creating a very diverse sector able to respond to new scientific needs and opportunities quickly and effectively.   In order to ensure high standards in their approach to researcher careers and mobility they have taken a series of initiatives as follows:-


· The key instruments setting out policy on researcher career and mobility issues in the UK are the Quality Assurance Agency for Higher Education (QAA) Code of Practice and The Concordat to Support the Career Development of Researchers (The Concordat).   



· The QAA Code of Practice was revised in 2004 and a special review was undertaken in 2005 -06
  The Concordat was launched in 2008 and was signed by (among others) the funding bodies, research councils and Universities UK (on behalf of higher education institutions)
. 



· The Concordat  and the QAA Code of Practice (which includes a joint skills statement) have been mapped on to the principles set out in the European Charter for Researchers and Code of Conduct for Recruitment of Researchers
 and are the mechanisms through which the charter and code will be delivered in the UK.



· Responsibility for implementing the Concordat rests with individual HEIs and research organisation, as well as the researchers themselves. In addition, Universities UK, representing 133 UK HEIs, through their executive heads (vice-chancellors and principals), is a signatory to the Concordat on behalf of all member HEIs. The Concordat has also been endorsed by the UK Research Base Funders Forum – representing the major public and private funders of public research in the UK.   Overseeing implementation of the Concordat is a strategy group chaired by Sir Ivor Crewe and representing all the major signatories and supporters.



· The strategy group has appointed a full time implementation coordinator based at Universities UK. The post is co-funded by the funding bodies and the research councils. The coordinator is responsible for measuring progress towards implementing the seven principles of the Concordat and reporting on implementation across the UK.



· The coordinator works closely with Vitae
  which is also funded by the UK research councils.  Vitae supports the implementation of the Concordat at national level by championing the personal, professional and career development of doctoral researchers and research staff in HEIs  and PSREs.


· Vitae works with HEIs and PSREs to provide specific support for doctoral researchers and research staff.  It also champions the common needs and interests of all researchers; supports their development needs; and undertakes research to build the evidence base necessary for policy development in this area.


· The HE sector can monitor the experience of their early career researchers through the Postgraduate Research Experience Survey and the Careers in Research Online Survey which are made available to all UK HEIs, either yearly or 2 yearly. 


· The UK higher education sector funds the Equality Challenge Unit (ECU) which supports the sector to realise the potential of all staff and students (including researchers)  regardless of race, gender, disability, sexual orientation, religion and belief or age, to the benefit of those individuals, HEIs and society.


· HEIs have benefitted from a dedicated funding stream (known as Roberts Funding) to support the actions designed to enhance skills development amongst researchers provided for under the Joint Skills Statement and the Concordat.


· Through its membership of the European University Association’s Council for Doctoral Education (EUA-CDE), the UK engages with and influences European developments relating to training and skills development for postgraduate researchers. The EUA-CDE comprises over 150 of Europe’s top universities, of which 15 are UK institutions - the largest representation from a single country. Vitae is also a member. The Council constitutes the central forum for Europe-wide discussion on key issues surrounding the provision and development of doctoral programmes. These currently include issues of particular concern to the UK, such as university-business collaboration and the status of the professional doctorate.


OPEN RECRUITMENT AND PORTABILITY OF GRANTS


CURRENT UK PRACTICE



UK research institutions have full autonomy in setting their own recruitment policies for researchers within the context of European rights to freedom of movement, national immigration law (where relevant for non-EU citizens) and other relevant legislation. These policies are often publicly available on their web sites. In consequence UK HEIs currently recruit staff and researchers on a world wide basis. Universities UK estimates that 20% of staff at UK HEIs come from outside the UK, half of these from elsewhere in the EU while the overall figure for researchers is even higher. Some 35% of Vitae’s 2009 Careers in Research On-line Survey responses came from non-UK researchers. At post-graduate level some 40% of doctoral candidates come from outside the UK.


This openness is supported by a series of initiatives:-


· The QAA Code of Practice and Concordat stress the importance of recruiting, selecting and retaining researchers with the highest potential to achieve excellence in research (Precept 6  and Principle 1 respectively) and the need to promote diversity in all aspects of the recruitment and management of researchers (Precept 6 and Principle 6).


· UK academic and research sectors benefit from a dedicated web-based recruitment site (www.jobs.ac.uk).  The advertisements posted there are accessible world wide and the site is subscribed to by the major research actors in the UK, .as well as European, North American and Commonwealth Universities.


· Many UK research institutions (152 registered organisations as of 11/08/09)  also advertise vacancies through the EURAXESS jobs website


· The UK is signatory under the Euraxess Services Network’s Declaration of Commitment with the British Council serving as the UK’s  Bridgehead Organisation (BHO).  The EURAXESS-UK portal is now live and adheres to the European Commission’s guidelines. Two HEIs (the Universities of Durham and Dundee) have signed up to be EURAXESS Local Contact Points, and work is ongoing to sign up more.



· Vitae has undertaken a survey of the employment taken up by UK doctorate holders after graduation (including analysis of international mobility and inter-sectoral mobility) This analysis, What Do Researchers Do? was published in June 2009 and breaks data down by subject as well as by subject groups. Its main conclusion is that  a significant  proportion of doctorate holders are employed in both public and commercial research as well as in other innovative wealth creating sectors
.


· In September 2009 Vitae published the results of the 2009 Careers in Research Online Survey.
 CROS will provide valuable UK-wide statistics on recruitment and development of research staff.



· Individual UK research councils have bilateral arrangements which allow for grant portability with specific partner research funding bodies both within Europe and beyond.


CASE STUDIES


· A major UK research funder, the Wellcome Trust, operates a scheme to support outstanding researchers, either medically qualified or science graduates, who wish to establish a research career in an academic institution in selected European countries: Croatia, Czech Republic, Estonia, Hungary, Poland, Slovakian Republic and Slovenia.



· The Wellcome Trust also funds collaborations between researchers in countries with developed market economies and those in the UK or Republic of Ireland. Furthermore, researchers who have a track record of Wellcome Trust funding as a principal investigator, co-investigator or fellow may apply directly for support without needing a UK-based collaborator.



· The British Council runs bilateral exchange programmes with France, Germany, Netherlands, Belgium, Italy, Poland and Portugal, aimed at encouraging scientific collaboration and the mobility of early-career researchers. These are matched-funded by national partners.


· The fellowships offered by the research councils as well as other research funders have world-wide visibility and significant recognition within their target subject communities both in the UK and beyond. The majority of the fellowships are open to UK and overseas candidates regardless of nationality, and are assessed in competition with each other. Many research council fellowships have a strong international element as international collaboration is actively encouraged as part of the process of building an international reputation.  Many awards include the option to undertake research training outside the UK.  A survey of fellows’ nationalities suggests that, depending upon the discipline, between 20% and 50% of all research council fellows are from outside the UK.



· The Environmental and Physical Sciences Research Council (EPSRC) and the Deutsche Forschungsgemeinschaft (DFG) have an agreement to promote the mobility and networking of researchers. It is possible for a principal investigator moving to an academic post at a German university to have the grant transferred to the German university. As with a transfer in the UK, the written agreement of both original and new universities as well as the EPSRC is required. The DFG operates a reciprocal arrangement for staff at a German university moving to one in the UK.



· The Economic and Social Sciences Research Council (ESRC) has recently launched schemes which encourage international stays during doctorates, and which provide funding to support internationalisation projects.


FUTURE INITIATIVES


· UK public sector research institutions and HEIs  will be encouraged to make the maximum use of the EURAXESS portal when they are advertising research posts.


· The relevant UK authorities will work with the Commission to develop a closer relationship between Jobs.ac.uk and the EURAXESS portal, ideally leading to full compatibility and sharing of content.



· Individual UK institutions already provide practical assistance through international offices to foreign researchers wishing to relocate to the UK for a period of work, e.g. help finding accommodation, provision of childcare, help setting up bank accounts, advice on local schools.  A mobility portal (Euraxess-UK-www.britishcouncil.org/new/Euraxess-Home/) has been set up at the national level to provide advice and information that will help reduce the barriers to greater international mobility.  Its operation will be further developed in the future


· The UK Government has implemented the EC Equal Treatment Framework Directive 2007/8 in a way that requires UK public sector research institutions and HEIs to review and implement the actions necessary for the full implementation of the Directive in their policies and practices in recruiting and employing researchers.  


· UK institutions will make further efforts to increase the level of international experience and encourage UK researchers to undertake international mobility and collaboration with partners elsewhere in Europe and world wide in the context of schemes such as the Marie Curie mobility schemes and ERASMUS MUNDUS.


· From the academic year 2010-2011, four UK HEIs will participate in consortia offering doctoral degrees as part of ERASMUS MUNDUS.  



· UK institutions will seek out and where relevant apply best practice drawn from other fields in the education sector which are involved in international mobility issues (e.g. at undergraduate level and  masters/doctoral levels though the ERASMUS and ERASMUS MUNDUS programmes respectively).


MEETING THE SOCIAL SECURITY AND SUPPLEMENTARY PENSIONS NEEDS OF MOBILE RESEARCHERS



CURRENT UK  PRACTICE



UK institutions offer pensions and social security provisions for mobile researchers in a variety of ways:-


· The Universities Superannuation Scheme (USS) is a multi-employer superannuation scheme that covers academic staff at many (though not all) UK universities. Researchers working in the UK are recognised as a clearly eligible group whatever their national origins and many join the scheme.   Researchers at other institutions are covered by other schemes (e.g. Teachers Pension Scheme or Local Government Pension Schemes).


· The USS is able to accept the transfer of pension rights for anyone transferring from within or outside the EU into their scheme (so long as the former scheme was a recognised overseas pension scheme).


· With regard to transferring out, the USS is willing to pay transfer values to all recognised pension arrangements, including recognised qualifying overseas pension schemes.


· The USS does not offer pensions advice, though it does provide a list of independent financial advisors to members of the scheme.


· If a member of a UK scheme is moved abroad for a short period (whilst remaining in the employment of a UK university) the Pensions Regulator allows for them to be treated as a seconded worker for (generally) up to five years.  During this time they would benefit from all UK pension rights, including the ability to remain a member of a UK-based pension scheme.


· Universities UK is undertaking a long term examination of pensions provision in the UK university sector with the Guild of Higher Education and the Universities and Colleges Employers’ Association.


· Within Government, the UK’s Department of Work and Pensions (DWP) works to ensure that the EU level coordination of social security systems guarantees the rights of persons exercising their right to free movement - i.e. that persons are not disadvantaged in terms of social security when they move from one EU country to another.  The regulations provide for equality of treatment; aggregation of insurance periods; and the possibility to export benefits.  


 



· DWP also works to ensure that comprehensive information is available regarding the rights and responsibilities of those wishing to move to another Member State, and where necessary, encourages them to make appropriate provision for themselves.


CASE STUDIES


· Information on and transparency of international job opportunities is being reinforced in order to establish an environment which creates opportunities for worker mobility. Public employment services have a key role in this, in  cooperation with the services provided by the European Employment Service (EURES).  In the case of the UK, this involves the Jobcentre Plus service working with EURES and each year participating in more than 40 European job days throughout the European Economic Area to promote vacancies in UK in occupations where there is a UK skills shortage.  Many of these events are targeted at graduates and take place on University campuses. 


· If an overseas researcher comes to the UK for a short period of time before moving on, they can participate in USS and receive pension rights which they have accrued in the scheme. These can either be preserved and held until such point they are payable at retirement, or transferred-out of USS to another pension arrangement- which may be back in their home country - provided it is a qualifying recognised occupational pension scheme. 


  FUTURE INITIATIVES



· Relevant UK institutions will work to further develop the coverage and depth of advice on pensions and social security issues available both to mobile researchers coming to the UK and to potentially mobile researchers from the UK looking to move elsewhere. This advice might also be integrated with careers advice.


· Universities UK and others have suggested that the transferable skills training of researchers should encourage a greater awareness of pension rights and systems so they are empowered to manage their financial affairs more proactively. This advice might also be integrated with careers advice.



· UK institutions will seek to make use of flexibility around the definitions of posted or seconded workers (from the UK to other EU member states and beyond) to improve provision for mobile researchers within existing legal frameworks.


· UK institutions will also work with the relevant Government departments to further explore the scope for better transferability of pension rights within existing arrangements.



· The UK will collaborate with Hewitt Associates in their feasibility study into the possibility of a pan-European pension scheme for researchers being undertaken on behalf of the European Commission.


ATTRACTIVE EMPLOYMENT AND WORKING CONDITIONS


CURRENT UK  PRACTICE



The UK has a very diverse research environment composed of autonomous HEIs, PSRE’s and private sector research establishments.   The autonomy of HEIs and other institutions allows for diverse and flexible approaches to issues like remuneration (which allows for incentives based on research impact and support for activities such as knowledge transfer and teaching) and in other areas related to employment terms and conditions.   HEIs have implemented the national Framework Agreement for the Modernisation of Pay Structures.  This has been carried out 2004 onwards in partnership with the trade unions and this has provided the framework within which HEIs have addressed the need to assure equal pay for work of equal value.  There are national agreements and guidance e.g. Joint Negotiating Committee for Higher Education Staff (JNCHES) guidance and reports, and these fit within the UK legislative framework on employment.   JNCHES in particular serves as a tool for ensuring equal pay for researchers in the higher education sector. Under JNCHES higher education institutions are required to conduct equal pay reviews.   Remuneration in so-called “shortage” scientific areas has been the subject of attention.  In particular, RCUK commissioned specific research on salary and stipend issues in 2006 which sought to examine the impact of pay issues on recruitment in these areas.



A series of actions has been undertaken within the context of this diversity to ensure attractive employment and working conditions for researchers:-



· UK institutions are signatories to the Concordat, which states that  “Researchers are recognised and valued by their employing organisation as an essential part of their organisation’s human resources and a key component of their overall strategy to develop and deliver world-class research…In particular, employers should ensure that the development of researchers is not undermined by instability of employment contracts. This approach should be embedded throughout all departmental structures and systems” (Principle 2) and that “The importance of researchers’ personal and career development, and lifelong learning, is clearly recognised and promoted at all stages of their career.” (Principle 4). In addition, “Diversity and equality must be promoted in all aspects of the recruitment and career management of researchers” (Principle 6).   These principles are being implemented by HEIs and other research institutions.


· Vitae works with HEIs and PSREs to provide specific support for doctoral researchers and research staff.  It also champions the common needs and interests of all researchers and undertakes research to build the evidence base necessary for policy development in this area.


· The UK HE funding bodies have encouraged action in this field.  For instance, the Higher Education Funding Council for England (HEFCE) encourages HEIs to have formal human resources strategies and provides funding to support these under the Rewarding and Developing Staff in HE initiative; it also encourages institutions to develop recruitment and retention schemes.  


· HEFCE has developed an HE workforce framework, which is intended to identify key issues and challenges in the sector and inform strategic planning at the institutional level; this is currently being revised in the light of ongoing research on staffing in English HEIs. 


· The Scottish Funding Council (SFC) has supported the launch of the Scottish Research Career Co-ordination Forum which brings together research career professionals (including HR staff) and university senior managers to share best practice and to co-ordinate development activities.  SFC explicitly recognises the contribution to early career researchers in its Research Excellence Grant funding model and continues to support international mobility through the Scottish Overseas Research Student Awards Scheme (SORSAS).  SFC  continues to support research career and mobility development through individual university launch events across Scotland.


· All HEIs in the UK are required to audit their practices in terms of their impact on staff and students, in terms of race, gender and disability. This includes assessing the impact of their policies and practices on the career progression of researchers. Where negative impact is identified, then procedures should be put in place to address that impact where possible. 



· The Athena SWAN Charter, funded by the UK Resource Centre for Women in Science and the Equality Challenge Unit, recognises and celebrates good employment practice for women working in science, engineering and technology (SET) in higher education and research.  Any university or research institution which is committed to the advancement of the careers of women in SET in higher education and research can apply for membership. The total number of awards to date is 53 (1 gold, 24 silver and 28 bronze)
 



· Evidence has shown that women, particularly women with partners and children, face the greatest obstacles to their mobility in pursuing a career in scientific research. Initiatives to promote the role of women in science have therefore been important in helping women to break into scientific careers in the UK.
 The UK Resource Centre for Women in Science is the Government’s lead organisation for the provision of advice, services and policy consultation regarding the under-representation of women in science, engineering, technology and the built environment (SET).  It was launched in September 2004, and is funded by the  

 HYPERLINK "http://www.berr.gov.uk/" \t "_blank" Department for Business, Innovation and Skills (BIS). It works with employers; professional bodies; education institutions; women's organisations and networks; policy institutes; sector skills councils; the Government and many others to promote gender equality in SET. It offers tailored services and support for women at all career stages: including getting started, returning after a break, seeking promotion and aspiring to leadership.



CASE STUDIES


· The University of Sheffield’s Women Academics Returners’ Programme (www.shef.ac.uk/hr/diversity/warp.html) provides a grant of £10,000 to women academics and researchers who return to work after maternity leave, to cover teaching duties or to support research activities. The university has committed over £1.5m to the programme. Fifty four women have participated to date.   Prior to introducing the programme, nearly all female academics and researchers returned to work following maternity leave but nearly one in four of them would subsequently leave the university. Since introducing the programme, this proportion is now one in seven. The university estimates that the women who participated in the programme have subsequently generated over £6.2m in research income for the university, benefiting the university as well as their own careers.


· HEFCE has supported the development of a self- assessment tool for people management in HEIs.  This self-assessment tool is intended to  enable institutions to assess their own progress in people management, while providing assurance to stakeholders that they are supporting continuous improvement.


· Vitae have produced a series of six briefing documents providing guidance and cases studies on implementing the Concordat principles.
  These are targeted at different stakeholders within higher education, eg human resources, senior management and principal investigators.



· The Vitae report of the 2009 Careers in Research Online Survey (CROS) provides evidence of researchers’ job satisfaction, how valued they feel and whether their contributions are recognised. It explores researchers’ views of institutions’ approach to equality and diversity policies and practice.  


· The Universities of Birmingham, Bristol, Derby and Leeds have come together with funding from HEFCE to transform staff wellbeing across higher education. This is a new initiative that is designed to:



· find out what work is being done in staff wellbeing across the sector


· help institutions learn about staff wellbeing from each other


· share best practice


· There are a number of funding schemes for postdoctoral scientists who have recently decided to return to high-quality research after a career break.


· The Wellcome Trust provides the holders of its non-clinical research fellowships with significant salary enhancements which are awarded in addition to the fellows’ basic pay as set by their employing institutions.



FUTURE INITIATIVES



· The UK HEI sector will take additional evidence-based actions to address the continuing problem of high levels of “attrition” of female researchers over the course of the career cycle.



· The revised version of the HEFCE HE Workforce Framework will build on the results of surveys of the UK research base workforce to develop recommendations to HEIs on researcher careers issues. 



· The Concordat Strategy Group will shortly send a survey to all UK HEIs asking them to describe how their own policies and practice promote the seven principles of the Concordat. A report will be published in 2010. The UK has in principle reached agreement with the European Commission that this survey will be the basis of a UK process that is equivalent to the objectives of the ‘HR Strategy for Researchers Incorporating the Charter and Code’.



· Vitae is currently undertaking a research study designed to explore the implementation of legislation on fixed-term employment within research oriented universities.
 This will examine how universities and researchers themselves have responded to changes in the fixed-term employment legislation and will contribute to the knowledge base in implementing the Concordat principles. 


· Vitae, in collaboration with Sheffield University, is also undertaking a national survey which aims to collect information that will help to illustrate the current researcher labour market, recruitment processes and trends, as well as career development of people with doctorates within non-HE organisations.   Results will also be shared with HEIs to improve the current training and development programmes in order to enhance the employability and skills of doctoral graduates.


· Career development is taken account of in some research council grant schemes (e.g. EPSRC first grant; BBSRC new investigator and ESRC grants). Further work in this area and its visibility will form part of the  research councils’ implementation of the Concordat.


ENHANCING THE TRAINING, SKILLS AND EXPERIENCE OF EUROPEAN RESEARCHERS



CURRENT UK  PRACTICE



The UK Government has recognised for some time that researchers need to acquire high quality skills which will enable them to be flexible and employable in a wide range of situations.   HEIs and research establishments also should take adequate account of the need both to develop the careers of researchers and to work effectively on the transfer of knowledge.   According to Lord Leitch, in his review on skills, which reported to the UK government in December 2006, “higher level skills are the key drivers of innovation, entrepreneurship, management, leadership and research and development.”



In order to meet these requirements, UK institutions have developed a number of strategies:-


· The Concordat states that “Researchers are equipped and supported to be adaptable and flexible in an increasingly diverse, mobile, global research environment.” (Principle 3)  and recognises the need to support researchers in developing professional skills that they will need to be both effective researchers and highly skilled professionals in whatever field they choose to enter.  Signatories to the Concordat have also committed to ensure that “the importance of researchers’ personal and career development, and lifelong learning, is clearly recognised and promoted at all stages of their career.” (Principle 4).


· Actions on career development and the acquisition of broader skills by researchers in the UK have been underpinned by a separate funding stream (‘Roberts funding’) over and above the direct funding which research institutions receive to undertake research projects.  This funding (committed to 2010/11) is currently distributed to universities through RCUK, on behalf of the research councils for the researchers they support. 


· The Higher Education Funding Council for England (HEFCE) in conjunction with the other UK funding bodies is currently conducting a consultation exercise on a new framework for assessing the quality of research - the Research Excellence Framework (REF) - which will be used to allocated research block grant funding in future.   One proposal is that the REF should explicitly assess the impact that university research departments have made on the economy and society.    The REF will also seek to facilitate greater mobility of researchers between academia and research users (such as business and policymakers).


· Vitae has been very active in supporting the activities of universities in the skills field, particularly in the sharing of good practice.   In addition   the Rugby Team, a sector-led group with an interest and expertise in this area, currently considers ways to evaluate the effectiveness of skills development in early career researchers on behalf of the UK HE sector.



· The QAA Code of practice includes a joint statement of skills that doctoral research students funded by the research councils are expected to develop during their research training.



· HEIs and other research institutions continue to stress the importance to researchers of acquiring transferrable skills.  The Concordat underlines that “individual researchers share the responsibility for the need to pro-actively engage in their own personal and career development, and lifelong learning.” (Principle 5).


· HEFCE’s “Higher Education Innovation Fund” (HEIP) is designed to support and develop a broad range of knowledge exchange activities which result in economic and social benefit by providing funding for projects designed to engage and support links between HEIs, businesses and the wider community- thereby also raising researcher skills. 


· The other funding bodies also operate funds with similar objectives.  The  Higher Education Funding Council for Wales’ Third Mission Fund supports activities that stimulate and direct the application and exploitation of knowledge to the benefit of the social, cultural and economic development of society. In Northern Ireland, a regional version of HEIF has been adopted as the province’s  primary funding tool for promoting knowledge transfer activities and is supported by “Connected”, a ground-breaking funding initiative (the first of its kind in the UK) involving collaboration between the region’s higher and further education sectors which is aimed at identifying and meeting the knowledge transfer needs of businesses and the wider community in a coordinated and holistic fashion.  In Scotland Knowledge Exchange is supported thorugh the Knowledge Transfer Grant (sfc.ac.uk) and through SPIRIT (Strategic Priority Investments in Research and Innovation Translation) and specifically targets SMEs through the innovation voucher schemes for universities and for colleges and via the business-university connecting organisation, (Interface www.interface-online.org.uk).   


· A growing number of UK Ph.D.s across all disciplines, including the arts and humanities, involve links with industry and business (many are jointly delivered between industry and an HEI).  This enhances knowledge transfer from academia to industry and vice versa.


· There are also an increasing number of researcher jobs in industry which seek to improve knowledge transfer (e.g. through the Technology Strategy Board’s Knowledge Transfer Partnerships).  There have been opened to Europe-wide recruitment through linking the Knowledge Transfer Partnerships website www.ktponline.or.uk to the EURAXESS database.


CASE STUDIES



· The chemistry departments of the Scottish universities have established ScotChem, a major new collaborative venture for the pooling and enhancement of resources for chemistry research in Scotland. It brings together the major players in research in chemical sciences through the creation of new structures to generate enhanced critical mass and enable joint access to major resources with the aim of strengthening links between academic and industrial research.


· The UK’s Technology Strategy Board (TSB) sponsors Knowledge Transfer Partnerships (KTPs) along with 19 other government organisations.   The scheme enables companies to obtain knowledge, technology or skills which they consider to be of strategic competitive importance, from the further/higher education sector or from a research and technology organisation. The knowledge sought is embedded into the company through a project or projects undertaken by a good quality individual recruited for the purpose to work in the company.  


· The British Council has been offering career development workshops to early-career researchers who are being supported under our bilateral exchange programmes.  The workshops have been run by Vitae and have proved very popular.  


· In 2007, EPSRC provided £1.4M of funding to 28 organisations to support training and course development in the area of entrepreneurship with the aim of increasing awareness and encouraging innovative approaches to the exploitation of research. A collaborative project with several of the organisations and Vitae led to the 2008 report Exploring intrapreneurship in researcher development.



· Wellcome Trust Sir Henry Wellcome Postdoctoral Fellowship awards provide a unique opportunity for the most promising newly qualified  researchers (from the UK/European Economic Area (EEA) or with a relevant UK/EEA degree) to make an early start in developing their independent research careers, working in the best laboratories wherever they may be worldwide.



· The 1994 Group institutions published a research report in January 2009 on the impact of the Roberts’ career development and transferable skills funding.  The survey found that in 1994 Group Institutions, the benefits of increased financial resources include: 


· More effective resource management and planning, which improved co-ordination of training provision; 



· Widened scope and extent of training programmes; 



· Greater engagement of researchers with skills development; 



· Greater support for supervisors and principal investigators; 



· Greater provision of researchers’ induction; 



· Improved personal development planning and record keeping practices; 



· Increased researcher feedback and representation; 



· Better inter- and intra-university collaborations; 



· More researcher-led innovation; 



· Extended networking and mentoring within the research community; 



· Raised awareness of and skills in knowledge transfer; and 



· Broadened employer engagement and researcher-specific careers’ advice.



· The Researchers in Residence scheme, funded by the Wellcome Trust and the research councils, facilitates a mutually beneficial relationship between researchers and secondary school students by placing researchers (PhD and post doctoral) in secondary schools across the UK. This scheme offers researchers the opportunity to use their expertise as a researcher and develop their communication skills by going into a school or college and helping create quality experiences for the pupils. All Researchers in Residence are trained in how to communicate their research to non-specialists, and supported throughout the process.



· The Times Higher Education Supplement award for Outstanding Support for Early Career Researchers has been sponsored by RCUK and Vitae for four years and celebrates excellent support provided by UK HEIs in making research an attractive career path and helping early career researchers achieve their full potential. It provides an opportunity to highlight and showcase some of the ways in which UK research organisations are providing outstanding support for early career researchers.  



· The University of St Andrews GRADSkills programme (a THES award winner) supports early career researchers in developing generic skills to enhance their research capabilities and widen their future employability. It provides a range of dedicated courses, workshops, on-line resources and training events throughout the year, including an annual conference called ‘Research Futures’. Research Futures aims to raise awareness of the opportunities for researchers to become more involved in policy development; move between academia and industry; engage with wider audiences; be innovative and entrepreneurial; access national and international awards and funding;  undertake cutting-edge research, and acquire the skills required to succeed in these areas.


· Vitae has developed a range of resources to support universities in enhancing the personal, professional and career development of researchers. These include: training programmes, such as ‘Effective researcher’, ‘Broadening horizons’, Advancing in academia’ ‘Part-time researcher’; a database of training resources and materials; and a database of trainers and developers. Vitae also hosts a database of practice, where institutions can share examples of how they provide professional and career development opportunities for researchers. Currently there are over 600 examples of good practice. 



· The Rugby Team has published an update report on the implementation of their Impact Framework,
 which provides an overview of known evaluation activity relating to researcher training and development, mapped against the framework. It presents evidence that researcher training and development activity: 



· improves research outputs, grant writing success, fellowship success and performance in research;


· enhances the postgraduate researcher and supervisor experience;


· enhances employability; and


· enhances and increases the public understanding and outreach activity of researchers.


· The Teaching and Learning Research Programme (TLRP) received funding from (HEFCE), the Department for Children, Schools and Families (DCSF), the Welsh Assembly Government, Northern Ireland Executive and the Scottish Government.  The TLRP projects have been influential in system-wide initiatives within and beyond the UK and the findings cover all sectors of education including preschool, each phase of school, further and higher education, workforce development, apprenticeships and lifelong learning. They have affected England’s review of teaching and learning methods for the future - 2020 Vision, the recent curriculum reviews in Scotland and Northern Ireland and the Pedagogic Strategy in Wales,  



· Impacts: Success in Shaping Public Policy and Services, the third in Research Councils UK's (RCUK) series of publications celebrating the impact of research, was published in July 2009. The publication provides a variety of case studies highlighting how research provides a vital evidence base to inform public policy and services, as well as showcasing the benefits that research brings to society and the economy. It provides examples of collaborative training and placements.


FUTURE INITIATIVES



· The UK will build upon existing structures to strengthen the focus on developing researcher skills across the board and will further develop the evidence base underpinning action in this field.


· The Secretary of State for Business, Innovation and Skills, Lord Mandelson, has recently announced a review into postgraduate provision in the UK. The review will be led by Professor Adrian Smith, the Director General of Science and Research, drawing on expertise from universities and business and will report in early 2010. Following the outcomes of the review, the UK Government will consider the future development of a comprehensive policy framework for postgraduate study, encompassing both taught and research masters as well as studies at doctorate level.  


· Regular reporting on the implementation of the Concordat will consider how the sector has taken forward and implemented each of the seven principles of the Concordat which will include the provision and take-up of transferable skills training and experiences of researchers.


· Vitae is developing a ‘Researcher development framework’ for planning, promoting and supporting the personal, professional and career development of researchers in higher education. It will incorporate the Research Councils’ Joint Skills Statement within the framework. The framework will describe the knowledge, skills, behaviours and personal qualities of researchers and encourage researchers to aspire to excellence through achieving higher levels of development. These will be collected under four domains:



· professional and intellectual attributes;


· personal effectiveness;


· research organisation and governance; and


· impact and influence.



. 



· RCUK is undertaking a longitudinal cohort study of doctoral graduates to understand better the career pathways and provide evidence of the contribution of doctoral graduates on the economy, culture and society in the UK. It includes a survey three and a half years after graduation, followed by qualitative projects with both doctoral graduates and their employers.


· UK HEIs and other research institutions will be encouraged to map the impact of the careers of researchers in their research plans.


� See � HYPERLINK "http://www.qaa.ac.uk/academicinfrastructure/codeofpractice/" ��http://www.qaa.ac.uk/academicinfrastructure/codeofpractice/�









� Further information at the Concordat website: � HYPERLINK "http://www.researchconcordat.ac.uk" ��http://www.researchconcordat.ac.uk� 









� See � HYPERLINK "http://ec.europa.eu/eracareers/pdf/am509774CEE_EN_E4.pdf" ��http://ec.europa.eu/eracareers/pdf/am509774CEE_EN_E4.pdf�




 




� See � HYPERLINK "http://www.vitae.ac.uk" ��www.vitae.ac.uk� 




� As such, BHOs act as coordinators at national level of the network and liaise with the European Commission, national governments and other organisations. They act also as a link to the Steering Group for each country.’  The British Council, as the BHO, is encouraging individual universities to become Local Contact Points. The Local Contact Points support the staff of their own institution by providing assistance to researchers coming to or leaving the institution. They offer hands-on-support on matters with mainly a local dimension and are often in face-to-face contact with the researchers and/or their families.









� Vitae (2009), What do researchers do? First destinations of doctoral graduates by subject, � HYPERLINK http://www.vitae.ac.uk/wdrd ��www.vitae.ac.uk/wdrd�









� Vitae (2009), Careers in Research Online Survey (CROS) 2009: Analysis of aggregated UK results, � HYPERLINK http://www.vitae.ac.uk/cros ��www.vitae.ac.uk/cros�









� See � HYPERLINK "http://www.vitae.ac.uk/policy-practice/167-142951/Careers-in-Research-Online-Survey-CROS-2009-available-online.html" ��http://www.vitae.ac.uk/policy-practice/167-142951/Careers-in-Research-Online-Survey-CROS-2009-available-online.html� 









� See � HYPERLINK "http://www.wellcome.ac.uk/Funding/Biomedical-science/Grants/Fellowships-and-personal-awards/International-fellowships/WTX024868.htm" ��http://www.wellcome.ac.uk/Funding/Biomedical-science/Grants/Fellowships-and-personal-awards/International-fellowships/WTX024868.htm�














� For further information see: Universities UK (2008) Researcher mobility in the European Research Area: Barriers and Incentives









� See � HYPERLINK "http://www.rcuk.ac.uk/cmsweb/downloads/rcuk/researchcareers/salariesstipends.pdf" ��http://www.rcuk.ac.uk/cmsweb/downloads/rcuk/researchcareers/salariesstipends.pdf�




� See � HYPERLINK "http://www.athenaswan.org.uk/html/athena-swan/" ��http://www.athenaswan.org.uk/html/athena-swan/�




 




� Universities UK (2008) Researcher mobility in the European Research Area: Barriers and Incentives, p9-10









� Vitae (2009) Concordat briefings to engage stakeholder groups 




� HYPERLINK "http://vitae.ac.uk/policy-practice/56351/Concordat-briefings-to-engage-stakeholder-groups-.html" ��http://vitae.ac.uk/policy-practice/56351/Concordat-briefings-to-engage-stakeholder-groups-.html� 




� See � HYPERLINK "http://www.wellcome.ac.uk/Funding/Biomedical-science/Grants/Fellowships-and-personal-awards/Basic-biomedical-fellowships/WTD004380.htm" ��http://www.wellcome.ac.uk/Funding/Biomedical-science/Grants/Fellowships-and-personal-awards/Basic-biomedical-fellowships/WTD004380.htm�




� Researchers, Fixed-term Contracts and Universities: Understanding Law in Context, Vitae, � HYPERLINK http://www.liv.ac.uk/law/elprg/Fixed_term_Employment_Project/ ��www.liv.ac.uk/law/elprg/Fixed_term_Employment_Project/�









� Leitch Review of Skills (December 2006), Prosperity for All in the Global Economy: World Class Skills – Final Report









� The Rugby Team’s mission is to 'propose a meaningful and workable way of evaluating the effectiveness of skills development in early career researchers'. 




 � HYPERLINK http://www.vitae.ac.uk/rugbyteam ��www.vitae.ac.uk/rugbyteam�









� Joint Statement of the UK Research Councils' Training Requirements for Research Students � HYPERLINK http://www.vitae.ac.uk/jss ��www.vitae.ac.uk/jss�









� CRAC, Vitae (2008) Exploring intrapreneurship in researcher development � HYPERLINK "http://vitae.ac.uk/policy-practice/375-63031/Feature-Enterprise-at-work---exploring-intrapreneurship-in-researcher-development-.html" ��http://vitae.ac.uk/policy-practice/375-63031/Feature-Enterprise-at-work---exploring-intrapreneurship-in-researcher-development-.html�




 




� See � HYPERLINK "http://www.wellcome.ac.uk/Funding/Biomedical-science/Grants/Fellowships-and-personal-awards/Basic-biomedical-fellowships/WTX033549.htm" ��http://www.wellcome.ac.uk/Funding/Biomedical-science/Grants/Fellowships-and-personal-awards/Basic-biomedical-fellowships/WTX033549.htm�




� Rugby Team (2009), The Rugby Team Impact Framework: one year on � HYPERLINK "http://vitae.ac.uk/CMS/files/upload/RTIF_update_Sept09.pdf" ��http://vitae.ac.uk/CMS/files/upload/RTIF_update_Sept09.pdf�  
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 Report 28 April 2010


Towards a European Research Career Framework


Since the advent of the Lisbon Agenda in 2000, creating an internal market for researchers has been a European policy aspiration. It is now important to understand that creating a European Research Area (ERA) is now copper fastened in the Treaty of Lisbon as a clear objective.


The Union shall have the objective of strengthening its scientific and technological bases by achieving a European research area in which researchers, scientific knowledge and technology circulate freely, and encouraging it to become more competitive, including in its industry, while promoting all the research activities deemed necessary by virtue of other Chapters of the Treaties”



The ERA policy has been alluded to in the Framework Programmes in particular through the Marie Curie Actions. However with the Treaty of Lisbon the Framework Programme now becomes a tool for achieving the ERA objective.


“As a complement to the activities planned in the multiannual framework programme, the European Parliament and the Council, acting in accordance with the ordinary legislative procedure and after consulting the Economic and Social Committee, shall establish the measures necessary for the implementation of the European research area”
.



An integral component of ERA is the development of researcher competencies. By this we mean the capability, knowledge, understanding and skills of researchers. This is a specific objective of the European Partnership for Researchers through its fourth element, Enhancing the Training and Skills of Researchers. The aim is to ensure researchers have the necessary skills to turn knowledge into results including by creating stronger links between universities and industry. First it is important to define the exact attributes that are required to be a researcher. It should be recognised that there are researchers in all sectors (public and private) and, perhaps more importantly, that they can move between sectors. 


Higher Education should be based at all levels on state of the art research and development thus fostering innovation and creativity in society. We recognise the potential of higher education programmes, including those based on applied science to foster innovation. Consequently, the number of people with research competencies should increase
.


This quote stresses the importance of researchers’ competencies in the EHEA. International and intersectoral mobility are recognised as integral parts of the European Research Area (ERA) and the European Higher Education Area (EHEA). The output of this WG will facilitate mobility by enabling comparisons between different country and sectoral research career structures. The term “training” is used following the wording of the European Partnership for Researchers. It is important to understand that by training we mean continuous professional development (cpd). 



For the purposes of clarity in this document the Frascati definition of research and development is adopted:



Research and experimental development (R&D) comprises creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society and the use of this stock of knowledge to devise new applications. R&D is a term covering three activities: basic research, applied research and experimental development.
 


The Working Group recognised that the area of Training and Skills is vast and we must maintain a clear focus.  Consequently, we are concentrating strictly on the Commission’s outcome proposal, a draft set of descriptions for researcher competencies.  The outcome will be a set of broad descriptors placed in distinct categories. We accept that this can only be a starting point as follow-up requires methodologies to deliver these competencies. We must ensure that we recognise the profession of “researcher” and identify those competencies necessary for highly diverse careers in the education, research, public and private sectors.  Therefore the outcome must be applicable to diverse career paths and not linked to any particular career. Moreover it is not intended that these are actual job descriptions nor as a template for formal career assessment. 



The competencies should describe the capability, knowledge, understanding and skills of researchers within well defined categories. The Group agreed that it is important that the issue is considered within numerous contexts including;



· Individual Researcher – Researchers should be able to benchmark and assess their competencies against any competency descriptors informing researchers’ decisions on their research development requirements, enabling researchers to prepare a personal development plan. 


· Host Institution – take into account the different types of institutions, universities, research centres and companies. Here we are looking from the employer perspective. This is a broad template applicable to all sectors. It should be possible by adding sectoral competencies to map this into specific areas (e.g. teaching for the academic area)  



· National – the competencies can be used as part of the national innovation system and to make cross country comparisons. 



· Global – Europe should have an internationally recognised structure to help define our place in the global research community and support the development of the ERA. 


While not delving into the details for any identified competence we acknowledge that how and whether it will be taught, learned, assessed and recognised may be important for implementation. The long term sustainability and use of competencies in different sectors should be considered. It is of paramount importance to understand that they are not intended as a list of tick boxes. 


Principles of the Approach



It is important to agree on basic principles to establish a straightforward procedure for identifying a set of descriptors. 



· Recognise that research excellence is the prime factor.



· Focus on those core competencies linked to research and not on other competencies that may be relevant for a particular profession, for example, teaching in academia



· Recognition that these descriptor categories do not reflect typical research career progression. It may well be that they can be mapped into such a structure but primarily they are an overarching framework to encompass researchers in all sectors.



· Recognise the transferability of the competencies and skills to other environments and fields of research where they can be applied and used



· Disassociation of the descriptors of researcher competencies from any particular job title or career track.


Categories


Regardless of any particular profession one can outline some broad categories that describe the different career profiles for researchers. There are five broad categories for researchers which are independent of any particular sector.



(i) New Researcher



(ii) Recognised Researcher 



(iii) Established Researcher



(iv) Leading Researcher


(v) Star Researcher



It is important to understand that within each category a descriptor is not fixed. An individual researcher may possess competences at different levels. Apart from the first, these categories should not be considered as stages on a progressive career path. Each category identifies both the necessary research competencies (bold typeface) for that category and the desirable ones (normal typeface). It should also be assumed that a researcher in one category will also have accumulated/acquired the necessary competencies of the preceding categories. It must also be remembered that the competencies identified are applicable across a wide range of careers, including higher education, the private and public sectors
. 



New Researcher



This is a transitional phase for someone new to research that would last typically for 2-3 years. The individual would normally progress to the next category after having demonstrated the capacity to conduct research. This category includes researchers in training, new doctoral candidates or early career research assistants.


At the end of this phase the researcher will:


· Have received mentoring and guidance as this is a progressive learning phase. 


· Have the ambition to develop knowledge of research methodologies and discipline 



· Have demonstrated a good understanding of a field of study


· Have demonstrated the ability to produce data under supervision


· Be capable of critical analysis, evaluation and synthesis of new and complex ideas


Recognised Researcher



Here we are including;



· those who are close to completing a doctorate 


· those who have recently completed a doctorate but have not yet established a significant level of independence,


· researchers with an equivalent level of experience. 


These descriptors are adapted from the well accepted Dublin Descriptors for the Third Cycle of the EHEA
.  


Necessary competencies



· Has demonstrated a systematic understanding of a field of study and mastery of research associated with that field 



· Has demonstrated the ability to conceive, design, implement and adapt a substantial  programme of research with integrity 



· Has made a contribution through original research that extends the frontier of knowledge by developing a substantial body of work, innovation or application. This could merit national or international refereed publication or patent. 


· Demonstrates critical analysis, evaluation and synthesis of new and complex ideas 



· Can communicate with their peers 


· Takes ownership for and manages own career progression, sets realistic and achievable career goals, identifies and develops ways to improve employability.


Desirable competencies


· Can communicate with the wider community, and with society generally, about their areas of expertise


· Can be expected to promote, within professional contexts, technological, social or cultural advancement in a knowledge based society



Established Researcher



This describes researchers who have developed a level of independence. 


Necessary competences



· Has an established reputation within their field


· Identifies research problems and opportunities



· Identifies appropriate research methodologies and approaches



Desirable competencies


· Makes a positive contribution to the development of knowledge, research and development through co-operations and collaborations



· Can secure research funding / budgets / resources


· Communicates their research effectively to the research community and wider society 



· Is innovative in their approach to research



· Is committed to professional development of their own career and acts as mentor for others. 


Leading Researcher


This is a researcher leading their research area or field. It would include the team leader of a research group or head of an industry R&D laboratory. Additionally, leading researchers include individuals who operate as lone researchers. 


Necessary competences



· Has  an international reputation in their field



· Demonstrates critical judgment in the identification and execution of research activities



· Makes a substantial contribution (breakthroughs) to their research field



· Recognises the broader implications and applications of their research 



Desirable competences


· Is an expert at managing and leading research projects



· Is skilled at managing and developing others



· Has a proven record in securing significant research funding / budgets / resources


· Is an excellent communicator and networker within and outside the research community [creating networks]



· Is able to create an innovative and creative environment for research                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                        


· Acts as a professional development role model for others.


Star Researcher



This category is for acknowledged world leaders in their field.  In some areas, they might be one of only a few other individuals with similar credentials. 


Necessary competencies



· Is acknowledged as international leader in their area


· Has a global impact on their research area and beyond


· Shapes the development of and opens up new research areas and/or interdisciplinary approaches



Desirable competences


· Is an inspirational role model for other researchers



· Is an outstanding communicator both within and outside the research community



� Treaty of Lisbon, EU Official Journal, C306, Vol 50, page 85. 2007




� Treaty of Lisbon, EU Official Journal, C306, Vol 50, page 86. 2007




� The Bologna Process 2020 – The EHEA in the new decade, Communique of the European Ministers responsible for Higher Education, Leuven, 28-29 April, 2009




� OECD, Frascati manual  2002, p. 19.




� Researchers in the European Research Area; One Profession, Multiple Careers, Brussels, July 2003, COM(2003) 436 final




� � HYPERLINK "http://www.eua.be/bologna-universities-reform/bologna-basics/bologna-an-overview-of-the-main-elements/" �http://www.eua.be/bologna-universities-reform/bologna-basics/bologna-an-overview-of-the-main-elements/�
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ERA Steering Group on Human Resources and Mobility (SGHRM)


Working Group on Monitoring and Indicators


Final report


Remit of the Group


1. A Working Group (WG) on Monitoring and Indicators was created at the SGHRM plenary meeting on 24 June 2009. The Group's remit was to propose a set of key indicators to monitor and assess progress within the European Partnership for Researchers (EPR). A short timeframe of 6-9 months was agreed upon. 


2. In addition to the work on indicators, the Group was actively involved in re-drafting the EPEC questionnaire that was sent out to Member States in September as part of the 2009 annual reporting exercise for the EPR. It also provided input into the ongoing ERA indicators project (ERA Objectives, Indicators and Targets).


Composition and working methods


3. The WG elected Hans Borchgrevink (Norwegian Research Council) as its chair. The Group was made up of delegates from several countries (Austria, Bulgaria, Croatia, Czech Republic, Denmark, Finland, Greece, Spain and United Kingdom) as well as representatives from Eurostat, the EPEC study on EPR monitoring and the MORE study on the mobility and career paths of EU researchers. A full list of WG members is included in Annex I. 



4. Following a kick-off meeting on 24 June, the WG subsequently met on three occasions (14 September, 13 October and 30 November) and reported back to the SGHRM plenary sessions of 14 October and 1 December. The work was also presented to the CREST Workshop on ERA Indicators on 20-21 January. This final report is submitted for approval by the SGHRM plenary session on 23 February 2010.


Towards a set of key indicators to monitor the EPR


5. In developing a set of key indicators, the WG opted for a stepwise approach. First, it carried out a review of the policy needs based on the EPR priority lines of action. Second, it identified an extended list of indicators that could be used to measure progress on each of the policy issues. Based on this extended list, the WG then selected a number of 'key' indicators which were presented to the other SGHRM members and working groups for comments. The indicators were revised on the basis of feedback from several countries. The WG is now submitting a final set of 12 'key' indicators for approval by the SGHRM.


6. In selecting the most appropriate indicators, the WG faced a trade-off between data availability and policy relevance. It also had to distinguish between indicators that existed in one country (or in a small number of countries) and indicators that can be constructed from international data sources. The group agreed to focus on indicators that can be monitored at European level and to draw on a range of sources for which comparable data are available for EU Member States and, as far as possible, other third countries. Moreover, the sources chosen should allow indicators to be produced for a sustainable period in the future. This has the advantage of ensuring an adequate level of comparability with which to monitor progress between countries as well as minimising the burden on national authorities to collect new data. 


7. For each identified policy issue, the WG has produced a one-page summary describing the 'key' indicator as well as suggesting a number of breakdowns (e.g., by gender, research field) and complementary indicators that may be needed to properly monitor progress. It provides guidance on how the key indicator should be interpreted, i.e. what the indicator measures and, equally important, what it doesn't measure. The summary sheet also includes information on the data source, methodological issues and areas for further development (Annex II). 



8. The terminology and definitions used draw largely from internationally-recognised classifications, manuals and data collection exercises. For example, researchers are defined according to the Frascati Manual. For certain terms such as 'early-stage researchers', the WG has proposed to adopt the Marie-Curie definitions.


Further development work



9. The WG agreed on the need to improve some of the existing indicators and further develop new ones to better monitor the EPR. In particular, it is important to develop indicators that are based more on output and actual performance, rather than simply measuring inputs, such as the flow of mobile researchers. In order to allow for more routine monitoring in the future, the summary sheets in Annex II include recommendations to modify some existing data sources on researchers. This has implications for both future surveys and administrative sources and will need to be explored further with Eurostat and the national statistical authorities.



The set of key indicators in the overall EPR monitoring exercise


10. The set of key indicators proposed by the WG should be seen as part of a broader package to monitor progress in the EPR. In this context, the Commission recently launched a call for tender
, in line with the 2009 People Programme, that aims to set up and operate an information and monitoring system for the implementation of the EPR.



11. The Group believes that the key EPR indicators should serve a number of purposes. Publication of the indicators should lead to more informed debate and allow for improved evidence-based policymaking with which to assess progress and performance. As data should be readily available for up to 10 of the 12 key indicators, it will be possible in the short-term to establish a baseline scenario, i.e. where do Member States stand in relation to the priority action lines set out in the EPR? This in turn should allow proper monitoring to take place in the future. Provided that the indicators can be produced at regular intervals over time - and that is the aim - policy makers will be able to assess the direction and pace of change in each country as well as the response to various policy initiatives. The indicators should also provide important input into the 2010 EPR reporting exercise. 


12. At the same time, the Group concluded that appropriate monitoring of the EPR would also require some additional statistics/indicators at national level. Moreover, there was consensus that for a number of policy issues identified in the EPR, a quantitative measurement was either not appropriate or not feasible and that in order to assess progress in these areas, a more qualitative assessment of the situation was needed.



Compatibility between the EPR indicators and ERA indicators


13. The WG Chair Hans Borchgrevink presented the set of EPR indicators to the CREST Workshop on ERA Indicators on 20-21 January. It was acknowledged that the ERA core indicators on human resources and mobility should be fully compatible with the appropriate EPR key indicators (HR2, MOB1 and MOB2). Comments were also provided on ERA indicators 13, 15 and 17. 


14. The CREST Workshop also addressed the forthcoming 2010 edition of Science, Technology and Competitiveness (STC) key figures. This report aims to complement the ERA core indicators with a comprehensive set of indicators and economic analysis. The WG Chair proposed that the EPR indicators (both key and complementary indicators) should be included, where relevant, in the 2010 STC report.


Towards a revised remit for the WG


15. The WG believes that in order to ensure consistency and compatibility between the EPR and ERA indicators, it is important for it to closely follow the ongoing work on the ERA core indicators as well as the preparation of the 2010 STC report. 



16. As set out under point 9 above, the WG has agreed on the need for the further development of indicators and appropriate data sources. In particular, it has identified as a key data source, the researchers survey carried out in 2009 within the MORE study on mobility patterns and career paths of researchers. The final report of this study should be publicly available by September 2010 and will include recommendations for further development of indicators and future data collection. 


17. It may therefore be appropriate for the WG to reconvene in the spring and autumn 2010, budget permitting, to take stock of progress and examine the implications for the EPR indicators. This would also appear to be an appropriate occasion to discuss the issue of potential targets and benchmarks. 
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			Eurostat
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Annex II – Set of key indicators



			Code: HR1


			 





			Policy issue


			Human resource base: Increase the number of researchers





			Key indicator


			Number of FTE researchers per 1000 persons employed





			Interpretation


			The indicator allows the stock of researchers to be monitored over time. It doesn't of course reflect the number of researcher 'positions' which may be an equally important issue





			Important breakdowns


			by sector (HEI/govt/PNP/industry); gender





			EU data available in 2010?


			yes





			Source


			R&D survey





			Timeliness


			Annual; long time series





			Geographical coverage


			Europe + third country comparisons (possibly re-grouping blocks of third countries)





			Methodological issues


			FTE (or head-count)





			Further development


			look for ways to map supply against availability of positions in the public sector (by number of positions advertised)?





			Complementary indicators


			Average annual growth rate of this share of researchers (Source: R&D Survey)





			


			





			


			





			


			








			Code: HR2


			





			Policy issue


			Human resource base: Ensure an adequate supply of human resources





			Key indicator


			Number of doctoral graduates (ISCED 6) per 1 000 population aged 25-34





			Interpretation


			The indicator provides a measure of the top-end 'output' of the national education systems. It focuses however on doctorate holders only while many researchers do not have a PhD. This is less of a problem than in the past but still remains for some MS and in some sectors such as industry. A breakdown by citizenship (see complementary indicators) captures the degree of mobility of doctoral candidates





			Important breakdowns


			by field of study, e.g., 'Maths, Science and Technology' graduates; gender; citizenship; education level (also looking at ISCED 5a)





			EU data available in 2010?


			yes





			Source


			UOE education statistics





			Timeliness


			Annual; long time series





			Geographical coverage


			Europe + third country comparisons (possibly re-grouping blocks of third countries)





			Methodological issues


			For clarification, all graduates regardless of age are included in this indicator but this number is expressed as a percentage of the population aged 25-34





			Further development


			propose to modify R&D Survey so that the number of researchers by qualification becomes compulsory





			Complementary indicators


			Number of higher education graduates (ISCED 5a and 6, i.e. Bachelors, Masters, PhD) per 1 000 population aged 25-34





			


			see MOB2 for indicator on stock of doctoral candidates/researchers by citizenship





			


			





			


			





			


			








			Code: MOB1


			





			Policy issue


			Mobility: Increase the flow of mobile researchers ('outbound mobility')





			Key indicator


			Percentage of researchers who have spent a period of at least 3 months as a researcher in another country within the last 3 years





			Interpretation


			This should indicate the extent to which researchers (in higher education) are internationally mobile. It measures 'outbound mobility' which reflects in part the efforts of individual countries to make its young population mobile. The complementary indicators are important.





			Important breakdowns


			by age-group/career-stage; gender; research field; sector; education level; citizenship





			EU data available in 2010?


			yes partial higher education only





			Source


			MORE study





			Timeliness


			First data available early 2010





			Geographical coverage


			EU-27 and associated countries though mobility experience may take place anywhere in the world ; (R&D Survey: 12 MS provide the data made up largely of the new EU-12 Member States)  





			Methodological issues


			Sample size may not be sufficient to provide disaggregated data for all countries. Data currently available for higher education only. 
Reference period - data from the MORE study are available for mobility over the entire career as well as the last 3 years only.





			Further development


			Extend coverage to beyond the higher education sector. Develop indicators to assess impact of mobility and the link to researchers' career paths.





			Complementary indicators


			Percentage of PHD holders who have studied, worked or carried out research for at least 3 months in another country over the past 10 years (Source: CDH)





			


			Percentage of (early-career) researchers who have 'actively considered' or are 'open to the possibility' of being mobile in future' (Source: MORE study)





			


			Percentage of researchers indicating that their time as mobile researcher had a 'positive' or 'significant' impact on career progression (Source: MORE study)





			


			





			


			





			


			





			


			





			Code: MOB2


			





			Policy issue


			Mobility: Assess the attractiveness of national research systems ('inbound mobility')





			Key indicator


			Share of doctoral candidates (ISCED 6) with the citizenship of another country in the reporting country 





			Interpretation


			This should indicate the extent to which countries have low/high shares of non-EU and/or other EU doctoral candidates/researchers. 'Inbound mobility' reflects the capacity of countries to make their higher education/national research systems attractive for foreign students/young researchers.





			Important breakdowns


			by citizenship; gender; field of study; education level (also ISCED 5a)





			EU data available in 2010?


			yes





			Source


			UOE education statistics 





			Timeliness


			Annual





			Geographical coverage


			World





			Methodological issues


			This indicator focuses on doctoral candidates as it provides complete data coverage. For data on 'researchers' (as opposed to 'doctoral candidates') by citizenship, the source is the R&D survey. However, only 12 Member States (made up largely of the new EU-12 MS) currently provide data and this covers only 25% of EU researchers in higher education. 





			Further development


			Propose to modify R&D Survey so that data on the citizenship of researchers becomes compulsory; explore possibilities of gathering data for researchers in industry





			Complementary indicators


			Percentage of researchers with the citizenship of another country in total researchers in the reporting country (Source: R&D survey)





			


			Most attractive locations in terms of potential future mobility as perceived by researchers (Source: MORE study)





			


			Share of doctoral candidates (ISCED 6) of the reporting nationality in all other EU member states (Source: UOE)





			


			Intra-EU “net gain” of doctoral researchers (%): differences between the share of doctoral candidates with the citizenship of another country in the reporting country and the share of doctoral candidates of the reporting nationality in all other EU member states as % of total number of doctoral candidates in the reporting country (Source: UOE)





			


			





			


			








			Code: MOB3


			





			Policy issue


			Mobility: Monitor the flow of mobile researchers out of Europe





			Key indicator


			Ratio of citizens from the respective country-earning doctorates at non-EU colleges and universities to number of doctoral degrees awarded at home





			Interpretation


			Data currently available only for US. Within EU27, DE, RO, IT, UK, FR, EL, ES, BG belong to the top-30 countries with doctorates awarded in the US. On average, 1.8 doctorates are awarded to citizens of these 8 countries from US institutions for every 100 doctorates awarded at home. Greece has the highest ratio (16%), the ratio for the UK and Germany this is only 1%. 





			Important breakdowns


			by research field; gender





			EU data available in 2010?


			yes





			Source


			US Survey of Earned Doctorates (NSF)





			Timeliness


			Annual





			Geographical coverage


			EU-27 and associated countries though mobility experience may take place anywhere in the world





			Methodological issues


			 





			Further development


			Extend coverage beyond US to include other third countries





			Complementary indicators


			Number of foreign scholars in the US by country of origin (Source: Open Doors)





			


			[Other indicators may emerge from the pilot study of EU researchers in the US scheduled for early 2010 as part of the MORE study as well as data from ERA Link China and Japan]





			


			





			


			





			


			








			Code: MOB4


			





			Policy issue


			Mobility: Monitor the extent of international research collaboration and how it relates to mobility





			Key indicator


			Percentage of researchers engaged in formal collaboration with researchers from other countries, by mobility status





			Interpretation


			Mobility plays an important role in increasing international collaboration and knowledge transfer. However, virtual mobility is a growing phenomenon. This indicator should measure the extent to which researchers collaborate with other countries researchers without necessarily becoming internationally mobile for periods of 3+ months. 





			Important breakdowns


			by mobile status (i.e. those researchers who have been mobile compared with those never mobile); by sector (higher education/research institutes/industry); research field; gender





			EU data available in 2010?


			yes





			Source


			MORE survey





			Timeliness


			First data available early 2010





			Geographical coverage


			EU-27 and associated countries





			Methodological issues


			 





			Further development


			Explore other research questions into this phenomenon, e.g., short visits 1 week/1 month to other countries, active participation at international seminars, etc





			Complementary indicators


			ERA Indicators 13, 14, 15 under the headings "10. Enhance knowledge dissemination across Europe and beyond" and "11. Strengthen international cooperation in science and technology and the role of Europe in the world". These bibliometric indicators cover (13) co-publications with an author from another European country and (15) co-publications with an author from a non-European country.





			


			





			


			





			For intersectoral mobility, see indicator under "Enhancing the training, skills and experience of European researchers"





			


			





			


			








			Code: WC1


			





			Policy issue


			Open recruitment: Member States and Commission to ensure that all publicly funded researchers' positions are openly advertised online, in particular through EURAXESS





			Key indicator


			Number of researchers posts advertised through Euraxess Mobility Portal as % of total researchers per country





			Interpretation


			This indicator addresses an explicit policy action in the EPR. The data provides a rough indication as to the willingness of MS to openly advertise their researcher positions. Important caveat however - see methodological issues





			Important breakdowns


			by public / private sector (such data will be available in future)





			EU data available in 2010?


			yes





			Source


			Euraxess Portal





			Timeliness


			Annual





			Geographical coverage


			EU-27 and associated countries





			Methodological issues


			When data become available for the public/private sectors, the denominator should be adapted accordingly.
A number of countries have their own national jobs portals, e.g., UK, and do not use Euraxess. Also difficult to define a 'new'  job.





			Further development


			Need to estimate total number of open public researchers posts to calculate the approx share of posts that are openly advertised





			Complementary indicators


			[Rely on a more qualitative assessment to address these policy issues?]





			


			





			


			





			


			








			Code: WC2


			





			Policy issue


			Attractive employment and working conditions: Adopt policies that enable both men and women to pursue a scientific career with an adequate work-life balance





			Key indicator


			Glass Ceiling Index (or proportion of female academic staff by grade)





			Interpretation


			For the Glass Ceiling Index (GCI), the higher the value the thicker the glass ceiling and the more difficult it is for women to move into a higher position. A GCI of 1 indicates there is no difference between women and men being promoted. Combined with the complementary indicators, this should allow us to identify and monitor the areas where further work is required to achieve gender equality. Related to mobility, policies should enable men and women with personal/family responsibilities to engage in appropriate forms of mobility.





			Important breakdowns


			by research field; by sector (HE, govt, industry, PNP); by full-time/part-time





			EU data available in 2010?


			yes





			Source


			WiS database (SHE Figures 2009)





			Timeliness


			approx every four years though the complementary from the R&D Survey are available on an annual basis





			Geographical coverage


			Europe + third country comparisons





			Methodological issues


			Data by seniority grade are not always comparable between countries





			Further development


			Seniority grades should be integrated into international classifications; ensure that data are collected more regularly(?)





			Complementary indicators


			Percentage share of female researchers (see HR1) and average annual growth rate of this share (see Fig 1.5 p29 SHE Figures; Source: R&D Survey)





			


			Proportion of women on boards (Source: WiS database, page 99 SHE Figures 2009)





			


			Proportion of female heads of institutions in the Higher Education sector (Source: WiS database, page 97 SHE Figures 2009)





			


			Share of HEI with an equal opportunities agenda/office (Source: EUMIDA feasibility study on university data collection) 





			


			See also indicators MOB1-4 by gender





			


			





			


			





			


			








			Code: WC3


			





			Policy issue


			Attractive employment and working conditions: Monitor the variations in salary levels between countries and across sectors





			Key indicator


			Average remuneration of researchers compared with non-researchers at various career-stages





			Interpretation


			This would provide a rough indication as to the relative level of researchers remuneration between MS and across sectors. 





			Important breakdowns


			by age-group/career stage; gender; by sector (HEI, govt, industry, PNPs); by qualification (PHDs or not)





			EU data available in 2010?


			partial data from 2006/2007





			Source


			Remuneration study (2007), Career Doctorate Holders Survey (2006)





			Timeliness


			Future data collection unknown





			Geographical coverage


			EU-27 and associated countries





			Methodological issues


			Remuneration study had a number of methodological problems such as small sample size. Unable to distinguish properly between career stages which is vital. Instead of 'average' remuneration, one could consider the difference between say lower and upper quartiles.





			Further development


			Consider possibility of follow-up remuneration survey in 2010 / 2011





			Complementary indicators


			Percentage of researchers satisfied with their salary (Source: MORE survey. CDH II will also provide data on satisfaction levels with salary and allow a comparison between researchers and non-researchers) 





			


			





			


			








			Code: WC4


			





			Policy issue


			Attractive employment and working conditions: Member States, funders and employers to improve the career development opportunities for early-stage researchers





			Key indicator


			Percentage of early-stage researchers in the public sector with adequate social security coverage





			Interpretation


			This would provide an indication as to the extent to which early-stage researchers have adequate social security coverage (including pensions). For those researchers without an employment contract and thus dependent on a stipend or fellowship, social security coverage varies significantly from country to country. Flexicurity measures may provide financial support, further training, etc. This quantitative indicator can be combined with qualitative indictors on the degree of satisfaction with their career prospects (see complementary indicators).





			Important breakdowns


			by age-group; gender; citizenship





			EU data available in 2010?


			no





			Source


			-





			Timeliness


			-





			Geographical coverage


			EU-27 and associated countries





			Methodological issues


			Further methodological work is required to define the term 'adequate'.


According to the Marie-Curie definition, "early-stage researchers are defined as those in the first four years (FTE) of their research careers, starting at the date of obtaining the degree which would formally entitle them to embark on a doctorate, either in the country in which the degree was obtained or in the country in which the research training is provided, irrespective of whether or not a doctorate is envisaged." 





			Further development


			Find an appropriate data source to gather such data. EUROSTUDENT covers ISCED 5a only. One potential source would be a researchers survey similar to that carried out in the MORE study. Another potential source of information should be the project to align institutions HR strategies with the Charter and Code principles. 





			Complementary indicators


			Percentage of early-stage researchers satisfied with their 'job security' (Source: MORE survey)





			


			Percentage of early-stage researchers who are confident in the 'future prospects of their research career' (Source: MORE survey)





			


			





			


			





			


			








			Code: WC5


			





			Policy issue


			Attractive employment and working conditions: Member States, funders and employers to progressively introduce more flexibility in contractual and administrative arrangements and relevant national legislation for senior and end-of career researchers





			Key indicator


			Percentage of experienced researchers on fixed term versus permanent contracts





			Interpretation


			This should provide a rough indication as to the contractual arrangements of experienced researchers. Data are needed by age-group/years of experience in order to identify in particular the 'senior' and 'end-of-career' researchers. A high share of fixed-term contracts in a country does not necessarily mean that researchers career opportunities are lower, e.g., contracts may be easy/hard to renew. Flexicurity measures may provide financial support, further training, etc. This quantitative indicator can be combined with qualitative indictors on the degree of satisfaction with their career prospects (see complementary indicators).





			Important breakdowns


			by age-group/years of experience; gender; length of contract





			EU data available in 2010?


			yes





			Source


			MORE study





			Timeliness


			First data available early 2010





			Geographical coverage


			EU-27 and associated countries





			Methodological issues


			Sample size may be too small to provide disaggregated data for all countries. Data currently available for researchers in higher education only.
According to the Marie-Curie definition, "experienced researchers must, at the time of recruitment (i) be in possession of a doctoral degree, independently of the time taken to acquire it, or (ii) have at least four years of full-time equivalent research experience, including the period of research training, after obtaining the degree which formally allowed them to embark on a doctorate in the country in which the degree/diploma was obtained or in the host country (irrespective of whether or not a doctorate was envisaged)."





			Further development


			-





			Complementary indicators


			Percentage of experienced researchers satisfied with their 'job security' (Source: MORE survey)





			


			Percentage of experienced researchers who are confident in the 'future prospects of their research career' (Source: MORE survey)





			


			





			


			





			


			








			Code: LINK-IND1


			





			Policy issue


			Enhancing the training, skills and experience of European researchers: Member States to ensure better links between academia and industry





			Key indicator


			Percentage of researchers in higher education who have spent a period of at least 3 months working as a researcher in the private sector





			Interpretation


			Combined with the complementary indicators, this should allow us to assess the extent of both geographical mobility and collaboration between academia and industry though there are limitations (see below) as to what can be measured





			Important breakdowns


			by age-group; research field; gender; industry sector; size of company





			EU data available in 2010?


			yes





			Source


			MORE study





			Timeliness


			First data available early 2010





			Geographical coverage


			EU-27 and associated countries





			Methodological issues


			Underreporting as data are currently available from researchers in higher education only. As a result, excluded are those researchers who went from higher education to industry and stayed in industry and those who have always worked in industry. Furthermore, no data on mobility between research institutes and industry.





			Further development


			Solve problem of underreporting by more in-depth survey of researchers in industry and in research institutes in order to capture all mobility with industry. Try to identify researchers with part-time/combined positions in industry





			Complementary indicators


			Percentage of (higher education) researchers with formal collaboration with the business sector (Source: MORE survey)





			


			Percentage of researchers with placement in industry during training (Source: MORE survey, EUMIDA - university data collection) 





			


			Bibliometrics: % co-authorship from two or more sectors (univs/institutes/industry)" in total publications





			


			Bibliometrics: % authors publishing in two or more fields (e.g. hearing/brain/psychology based on keywords and/or journals)" of total publications [this indicator is related to "interdisciplinary" mobility rather than "intersectoral" mobility]





			


			





			Note: Concerning the EPR priority area "Member States to develop and support consistent national skills agendas to ensure that researchers are equipped with the necessary skills ", the WG believes that we need to rely on a more qualitative assessment to address this policy issue. The Group reached a similar conclusion regarding the EPR priority area "Meeting the social security and supplementary pensions needs of mobile researchers"








			Sources 









			Source name


			Responsible organisation


			Population


			Periodicity





			R&D Survey


			


			Eurostat


			Member state level


			Annual; long time series





			UOE - Unesco/Oecd/Eurostat education statistics


			Unesco/Oecd/Eurostat


			Member state level


			Annual; long time series





			MORE study on mobility patterns and career paths of EU researchers


			Study commissioned by DG RTD


			Individual researchers in academia, industry and PNPs


			Ad hoc data exercise 2009;
Further data collection on researchers foreseen in People Work Programme 2010





			CDH - Career Doctorate Holders Survey



 


			Unesco/Oecd/Eurostat


			Doctoral holders


			CDH I 2007, CDH II 2010





			E-CARE: European Career for researchers



 


			Study commissioned by DG RTD


			Individual researchers in A, BG, CY, EL, HU, CH, SL


			Ad hoc data exercise





			Remuneration survey of researchers



 


			Study commissioned by DG RTD


			Individual researchers


			Ad hoc data exercise 2007





			Survey of Earned Doctorates (SED)


			US NSF Survey of Earned Doctorates (SED)


			Individuals receiving research doctoral degrees in US


			Annual; long time series





			EUMIDA (Feasibility study for creating a European university data collection)


			Commission study (DG RTD, EAC, Eurostat)


			Higher education institutions


			Pilot data collection 2010;
Objective is to set up a University Register for regular data collection





			Eurodoc survey of doctoral researchers



 


			Eurodoc


			Individual doctoral researchers


			Ad hoc data exercise 2009








Annex III



� The call was entitled "Monitoring human resources policies and practices in research and assessing the impact of the 'scientific visa' package" published in the Official Journal 22 December 2009 Ref. 2009/S 246-351921. 
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SGHRM Working Group 1: “Working conditions, including open recruitment and portability of grants” 



Final report



General introduction


Human capital is one of the European Union’s richest resources and represents a significant asset for the future. Thus human capital must be put at the centre of concerns, especially highly qualified workers and, in particular, researchers due to their major contribution towards the development and the prosperity of the European knowledge-based society in a globalised world.  



In the context of the implementation of the Communication of the European Commission "Better careers and more mobility: a European Partnership for researchers"
, on the basis of the European Charter for Researchers and on a Code of Conduct for the Recruitment of Researchers
 and taking into account the Biltgen Gago report
 a Working Group "Working conditions including open recruitment and portability of grants" has been set up within the ERA Steering Group for Human Resources and Mobility. The activity of this WG during its first wave has been focused on how to improve working conditions for researchers in their early career stages by moving towards flexicurity principles
. 


The present report comprises recommendations on three main topics, i.e. on a) working conditions of researchers in their early career stages, b) gender challenges and c) how to retain human resources in R&D in the current context of the economic crisis.


1. Working conditions of researchers in their early career stages


Researchers are a particularly mobile workforce and have to show a high degree of flexibility due to the nature of their work (e.g. high competition; project oriented work; fixed-term contracts; mobility without secondment). This flexibility, however, often does not come together with sufficient security. Stipends without social security are still wide-spread in Europe for doctoral and even post-doc appointments, a practice that may hamper the efforts of making the European Research Area (ERA) more attractive. Progress to overcome this segmentation has remained limited (only partial social security in some countries or contracts for only part of the doctoral phase) or failed to materialise at all.



Researchers are a crucial work force, treat them right


If Europe is truly committed to increase the number and quality of active researchers in Europe in order to sustain a new economic model based on knowledge, then member states, funding agencies and employers should offer an attractive environment to researchers in their early career stages. In this context, it is suggested to:


· Ensure that researchers have gradually adequate security by extending the social security coverage
 to researchers with a stipend and by gradually generalizing employment contracts for researchers. In particular, explore different financial instruments and alternative approaches to support the substitution of scholarships by employment contracts (both at doctoral and postdoctoral level). This should include approaches such as tapping additional financial resources at national level and possibly using EU funds, in particular the European Social Fund.



· Consider doctoral candidates as researchers, improve their employment conditions and therefore remunerate their research work adequately.


Enhance the attractiveness of career paths of researchers 


If Europe aims at attracting and retaining researchers, it should offer competitive career perspectives from the early stages, both in the academic and the private sectors. Measures should be taken to improve recognition of the PhD qualification and ultimately increase the number of doctoral candidates enrolling in these degrees. In this context, it is suggested to:


· Employers and/or funders should ensure that researchers, regardless of their contractual situation, are given the opportunity for professional development and for improving their employability through access to measures for the continuing development of skills and competencies. 


· The value of mobility needs to be fully recognised in the career appraisal and career advancement systems for researchers, thus guaranteeing that such an experience is conducive to their professional development. 


· Employers and/or funders should be encouraged to work in tandem to ensure smooth transitions between different contracts in the spirit of flexicurity in order to combine the employment mobility with an adequate social security.  



· Funding agencies and research institutions should engage in a structural dialogue regarding the career perspectives of researchers in early career stages 


· More attention should be given to career progression of researchers in project-based public research funding (i. e. by including career progression in the evaluation system)


· Increase the number of collaborative doctoral programmes established between academia and industry


Recommendation
:  Provide more stable and attractive working conditions for researchers in


their early career stages. This includes employment contracts with adequate remuneration and social security coverage (including pension rights).  Career development should be considered at all levels, including when evaluating research proposals.


2. The Gender Challenge


Gender inequalities, whether in industry or within the scientific research community, are one of the major weaknesses of the S&T European system. Women represent a large part of the European talent pool. Unless women’s involvement in R&D activities is increased, the aim of the Lisbon strategy, i.e. of becoming the world’s leading knowledge based economy, would not be achieved.


Career breaks should not turn into a cessation of a research career


Many women in S&T take at some point a career break in order to handle work/family trade-offs. Traditional gender roles that involve women as “caregivers” and men as “providers” create strong incentives for women to reduce their employment and take on a large majority of child care responsibilities. The most obvious problems associated with such outcomes are that women bear a disproportionate burden of child care responsibilities and pay both a short- and a long-term penalty in the labor market. Employers and/or funders should aim to provide working conditions which allow both female and male researchers to combine family and work, children and career. There is a need to secure that a decent family life is compatible with working as a researcher and to secure equal opportunities between men and women. This could be done by:



· Allowing researchers in their early career stages the access to paid maternity and – for both men and women - parental leave, provided that they are the primary child career. 



· Installing schemes for covering the additional costs that parental leave can cause to the employers, providing with funding for either temporal replacements or for prolonging the time of the contract for the parent taking the leave. 


· Allowing the extension of a stipend/ short term contract for researchers in maternity and parental leave.


· Replacing short term contracts by longer ones, and thus diminishing the impact that parental leave may have for researchers in the early stages of their career


Plugging the leaky pipeline



Over the past five decades the proportion of women working in the tertiary sector has consistently increased. In terms of university students, the proportion of women is currently higher that that of men, at 54.9% for the EU-27 member states (Eurostat 2007). However, there is a general strong drop in the percentage of women when moving from one qualification level to the next, which represents an enormous waste of resources. The reasons for women to interrupt or completely abandon their research career with an above-average frequency are manifold. However, it is generally accepted that conditions for women researchers seem to be more difficult and precarious than those for male researchers. There is a real need of consistent multifaceted policies in order to fix this leaky pipeline.


· Transparent recruitment and funding structures on all qualification levels are necessary to   ensure quality oriented, not gender-biased decisions. At least 40% of every research steering committee should be composed by women.


· For retaining the women researchers in the system, mentoring schemes have been very successful which start in the PhD phase and motivate women to continue with their qualification in scientific fields. 


· Improve childcare facilities


· Careful monitoring is needed with regard to



- the proportion of (young) female versus male researchers, differentiate


  by scientific field,



- stipends versus contracts,



- duration of contracts,



- fixed term versus permanent contracts,



- part-time versus full-time contracts.


Recommendation: Take concrete measures to systematically introduce gender perspective in human resource development, eradicating gender bias both in research as well as in recruitment, appointment and promotion procedures. This should include measures to allow the access of researchers in their early career stages access to paid maternity and to parental leave, to ensure an adequate gender representation in selection and funding bodies and any other measure that enable to pursue a scientific career with an adequate work-life balance


3. The economic crisis and beyond



The global financial crisis and its repercussions on the economy have affected the European labour market significantly, which among other impacts, has forced especially companies to cut back on their human resources, including researchers. The current crisis is clearly exceptional, and exceptional measures have been taken in some countries in order to secure the maintenance of research relevant human capital. However, short-term measures should be supported by more long-term and lasting ones in order to provide researchers, especially young researchers, with transparent and attractive career perspectives and proper working conditions. In this context, reconciling security and flexibility is an important aspect.   



Keep the motor running



One overall aspect is keeping up planned national investments in research and development or even increasing investments due to the economic crisis as this must be regarded as a valuable contribution towards assuring the employment of researchers and ensuring future European growth and competitiveness. 


· National Governments should keep or increase the R&D budgets even in the current economic crisis


Preserve the researcher species


As a result of the current economic crisis, budget cuts are affecting human resources strategies. The loss of human capital will definitively have an impact in medium and long term, reducing drastically the competitiveness of the ERA.


· Specific measures based in the principles of flexicurity need to be undertaken to preserve R&D workers from unemployment


· Employers and/or funders should commit themselves as far as possible to improving the stability of employment conditions for researchers, especially researchers in their early career stages. 


· Employers and/or funders should ensure that researchers enjoy attractive conditions of funding and/or salaries with adequate and equitable social security provisions.


Recommendation:  The current crisis should be taken as an opportunity to increase the attractiveness of the researcher profession by improving the employment security of people working in R&D, including young researchers,  both in short and longer term.   


			Annexes: examples of good practices








· Working conditions



Country: BE



Issue: working conditions
Measure: In Belgium doctoral fellowships are subject to full social security contributions: the researcher’s contribution being around 13% of the fellowship, while the employer’s contribution is around 34%. Doctoral candidates are covered for health care, incapacity for work, retirement and unemployment. They are also entitled to child allowances. 



(reference): http://www.euraxess.be/docs/guide.pdf)


Country: ES


Issue: working conditions



Measure: Since 2006 all funding schemes (public and private) for doctoral candidates are subjected to the EPIF. This statute establishes the minimum conditions that funding schemes have to fulfil. These minimum conditions are:



· The 2 first years of the funding can take the form of a stipend but this stipend does include sickness benefit, maternity and paternity benefits, invalidity benefits, old age benefits, survivors’ benefit in respect of accident at work and occupation diseases covered,  death grants and family benefits. The only difference between this kind of coverage and the social coverage provided with employment contracts is that the stipend does not include unemployment compensation 



· After this 2 years training period, the funding has to cover a fixed term full time working contract for another 2 years with full social security coverage



To make their R&D systems more attractive for students enrolling in PhDs, some Autonomous Regional Governments have set in place funding schemes that provide better conditions than those established by the EPIF, offering either 4 years of full time contracts or 1 year of stipend + 3 years of full time contract.



The forthcoming Spanish Law on Science, Technology and Innovation has the intention to abolish the figure of stipends for doctoral candidates and substitute them by working contracts from the beginning of the doctoral activity.



(reference): http://www.boe.es/boe/dias/2006/02/03/pdfs/A04178-04182.pdf)



Country: ES



Issue: working conditions



Measure: All state-funding for postdoctoral positions cover working contracts with full social coverage.  Since 2007 this also apply to the “Postdoctoral research stays at foreign institutions” programme to carry out a research stay of maximum 2 years in a institution based in a foreign country. After a competitive call the selected researchers are hired by the Spanish Foundation for Science and Technology (FECYT) and are posted to the foreign research institution.
(reference): http://www.micinn.es/portal/site/MICINN/menuitem.dbc68b34d11ccbd5d52ffeb801432ea0/?vgnextoid=f427ad16497e0210VgnVCM1000001034e20aRCRD&vgnextchannel=0049282978ea0210VgnVCM1000001034e20aRCRD



Country: FI



Issue: employment conditions



Measure: GRADUATE SCHOOL SYSTEM



Early stage researchers employed by the university, mainly for 4 years fixed term contracts (similar working conditions with all other university employees), 4,500 early stage researchers out of 20 000 in total (the total number of doctoral students), 1,450 with Ministry of Education funding. The system was established in 1995 and there has been a steady growth in number of degrees (from appr. 700 degrees in 1995 to 1,500 degrees in 2008) and in the proportion of degrees obtained by female researchers (from 34 % in 1995 to 54 % in 2008). 



Network type and scientific subject-based consortia between several universities behind most of the graduate schools.



The primary basic research funding agency, the Academy of Finland, has the responsibility of the development of the graduate school system together with universities and the Ministry of Education



Country: FI



Issue: social coverage


Measure: Social Security for Recipients of Grants or Scholarships


· From 2009 on, an insurance is mandatory for researchers (and artists)  who work on grant or scholarship and without an employment contract



· the statutory pension and 



· occupational accident insurance 



· group life insurance



· sickness allowance



· For the period of grant the pension insurance accumulates the pension security in view of old age and disability for work.



· The grant holder pays the pension and occupational accident insurance premiums, amounting to 11–14 percent of the adopted annual earnings. 



· For grant holders with Finnish grants working in Finland, even with foreign background



Country: FR



Issue: working conditions



Measure: In the context of the measures aimed at increasing the attractiveness of the professions in science and teaching at higher education level, France has established in 2008 a real three years contract named “contrat doctoral".


This new contrat is similar for all research and higher education institutions. The "contrat doctoral" is open to all students making a thesis, offering for three years all social guarantees and a remuneration with a guaranteed minimum.  Two types of “doctoral contract” are proposed, one exclusively focused on research 1623 Euros gross salary per month, and another one including 84 hours of teaching (1998 euros gross income). 


Why a new "contrat doctoral"?


Nowadays, the Doctorate candidates are confronted to several legal disparities, with two different contracts for the research bodies and for the universities, and within the last, two contacts, one for the research allowance, the other one for the instruction.



The current situation had become incomprehensible and unfair for the young doctorates and inefficient for our research system. 



The new contract proposed to the doctorate candidates is simpler, offers more social guarantees and can be adapted to case by case situations. 



What is the new "contrat doctoral"?



The unique "contrat doctoral" will bring all social guarantees of a real genuine public labour contract.



In addition, the employer will have to propose to the doctoral candidate all the training needed for the execution of his missions, both related to the preparation of his thesis or to the complementary activities which will be entrusted to him, while a preparation to the occupational insertion will be ensured. 



Who can benefit from it?



Every student registered for a thesis.



What is the length of this new contract? 



It will be concluded for 3 years, and it will be possible to extend it for 1 year for particular reasons, related either to the thesis or to the personal life of the doctorate candidate, such as maternity of sickness leave.



What are the missions included within the contract?



It will be possible for the "contrat doctoral" to foresee that the doctoral candidate will have to ensure functions which are inherent to the research professions, namely the valorisation, missions of advice and expertise for enterprises or public bodies, and of course the education activities. 



What about the remunerations? 



The "contrat doctoral" will foresee that it will be possible to negociate the salary above a guaranteed minimum level, but without maximum limit. It will make it possible fort the young people having a master or for young engineers to engage themselves in a thesis without having to give up every wages claims as it is today the case and to improve the attractiveness of universities and of research bodies.



Country: LU 


Issue: working conditions



Measure: The AFR Scheme (Aides à la Formation-Recherche), managed by the National Research Fund



Luxembourg (FNR), supports PhD and postdoctoral research training projects in Luxembourg and abroad, up to 4 years for PhDs and up to 2 years for postdocs.



The main objective of the scheme is to improve the general working conditions and career



perspectives of researchers. The main novelty of the AFR scheme is the promotion of work contracts between AFR beneficiaries and their host institutions. The beneficiaries are entitled to full access of social security coverage, including health and pension insurances, during the whole duration of their research training.



The AFR funding scheme is in line with the principles advocated in the European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers.



Moreover, the AFR scheme promotes public / private partnerships by paying an incentive for research projects carried out in collaboration with the private sector.



The AFR programme has no thematic limitations and is open to all researchers, regardless of their nationality, desirous to engage into research training in Luxembourg or abroad. In the selection process, the interest of the project in the context of Luxembourg R&D will nevertheless be evaluated.




AFR-PhD funding period:



Research grants for PhDs are awarded for a period of up to 3 years; a 4th year prolongation may be awarded under justified circumstances, if the fellow presents a realistic plan, supported by the PhD supervisor, in order to finalize the PhD during the fourth year.



In case of a part-time grant (minimum 50%, to be eligible for AFR support), the maximum AFR funding period may be adapted. In this case, the initial funding period is still three years, with the possibility to renew the grant beyond this period.



Researchers, who have had external funding for a limited period of time, may apply for AFR funding for the remaining time of their PhD research project. The minimum AFR grant duration is 3 months.



Eligibility criteria:



At PhD level: applicants must be holders of a University degree allowing them to enter into doctoral training.



At PostDoc level: applicants must be holders of a PhD diploma. They can apply until up to 8 years after obtaining their PhD The postdoc research training has to be carried out in a different country from where the applicant has been principally working in the 24 months preceding the beginning of the intended postdoctoral funding period (mobility clause).



Under the AFR scheme, early stage researchers are eligible for the AFR PhD grant and consecutively for the AFR Postdoc grant (under the condition that they respect a mobility clause).



Selection criteria:



The project proposals will be assessed according to the following key criteria :



- Scientific quality of the research project



- Profile of the applicant



- Quality of the host institution



- Interest of the research project in the Luxembourg R&D setting



For postdocs, in addition:



- The potential of the research project for career development.



(reference: http://www.afr.lu/en/About-Us/The-AFR-in-Brief)


Country: SI



Issue: working conditions



Measure:  In Slovenia, two particular instruments for stimulating young people to pursue scientific careers have been established, namely the Young Researchers’ Programme and the Young Researchers for Industry Programme are open to foreign researchers – the letter provides for the link between the research institutions and business community. Young researchers are employed with full social coverage for a fixed term (now for 3 years and 6 months, prior to the period of 4 years and 6 months maximum), the Government finances their pay, social contributions and material as well as non-material cost of their research and study.  Both programmes are open to researchers from abroad, upon the condition that they are engaged within the Slovenian research institutions. Since 1986 when the programme was established, approximately 6000 young researchers participated to the programme.



· Gender



Country: AT



Issue: gender



Measure:  In Austria, women who are employed are entitled to paid maternity leave (Mutterschutz) 8 weeks before the due date and 8 weeks after birth. In case of a fellowship of the Austrian Academy of Sciences, these 4 months are added to the fellowship period. In case of a short term/fixed term contract, they are added to the contract period. 



Short term/fixed term contracts can be interrupted by a maternity leave or parental leave – the duration of the contract is then extended by the length of the leave (§ 20 of the collective bargaining agreement). 



For applicants who interrupted their scientific work for reasons of child care the age-limit for the applicant is raised by three years for each child. Fellows providing proof of care for at least one child under the age of 16 years, receive a maximum of 1.900 euro annually for child care. Fellows providing proof of care for at least one child under the age of four years (e.g. single parents) may apply for a part-time fellowship. In that case, the duration of the fellowship will be extended (not more than half the duration granted).


Country: AT



Issue: gender



Measure:   Child care facilities, flexible hours and part time schemes do already exist and are to be implemented at a larger scale by various measures by autonomous universities.



With the amendment of the university law, an adequate gender representation in search committees, selection committees and other bodies and committees at universities has to be implemented as of 1.10.2009: a percentage of at least 40% of women is now compulsory by law.   


In the Career development Program for female researchers the Austrian Science Fund (FWF) offers yearly a two day workshop for former and actual grant holders with the aim of coaching and networking. Individual coaching and personal development measures are reimbursed up to 2000,- p.a. at the Austrian Science Fund (FWF).

 Country: CH


Issue: Gender


Measure: Swiss Federal Equal Opportunity at Universities Programme 2000–2011: Besides Mentoring programmes for the promotion of female junior researchers, an incentive programme for the promotion of female professors and a work-life programme for greater balance between academic career and family (e.g. childcare facilities), Switzerland focuses on equal opportunities in general. A total budget of CHF 16 million has been set aside to cover the third period from 2008-2011. The main goals are:


· Decrease horizontal segregation: The contents and structure of courses of studies address women and men equally.



· Decrease vertical segregation / promotion of junior staff: In the transition from Bachelor’s to Master’s programmes, as well as from the Master’s to PhD, the gender proportion remains the same as at the preceding academic level.



· Part-time study, compatibility: Flexible study structures permit part-time study without considerable disadvantages.



· Mobility: The mobility of women and men corresponds to their proportional presence in the corresponding academic level.



· Quality assurance: Measures for equal opportunity for students at all levels are integral components of the university quality assurance system.



Support for Dual career couples (DCC) at the universities: All 10 Swiss universities, some in collaboration, have established locally adapted DCC-commitments in order to reach the main goal of the programme, the increase of the proportion of female professors from 14% up to 25% by the year 2012. Often it is women’s research careers that suffer disproportionately for the sake of mobility or child-rearing, as is evidenced by the low numbers of women in professorial positions. With that in mind, the before mentioned Federal Equal Opportunity at Universities Programme, as part of its effort to promote work-family compatibility (module 3), is running a pilot project to support dual career couples at Swiss universities. Over a three-year time span, the pilot project will support measures aimed at improving work-family infrastructure at Swiss universities. The ultimate goal of the project is to raise the number of women in research careers. In addition to its support for structural measures that help dual career couples indirectly, the Federal Equal Opportunity at Universities Programme has established a fund that grants direct support to partners. 




Country: DK



Issue: gender



Measure: The host institutions can apply the national maternity fund for coverage of the additional costs a maternity leave can cause.



In Denmark, pregnant women can take leave for four weeks before the birth, and they are obliged to be on leave for the first two weeks after the birth. 



· After the birth, the mother is entitled to 14 weeks of maternity leave. 



· The father is entitled to 2 weeks of paternity leave within the first 14 weeks after the birth of the child. 



· When the child is 14 weeks old, the parents are entitled to an additional 32 weeks leave between them and on public allowance. It is a condition, however, that both parents are working in Denmark. Altogether parents are entitled to 52 weeks paid maternity leave.


Public employees receive full salary during maternity leave. As a minimum, private employees are entitled to benefit, but they may be able to negotiate a higher pay. 



Country: DK



Issue: gender



Measure: the Danish Ministry of Science Technology and Innovation has published a report on national initiatives concerning the recruitment and retainment of female researchers at Danish research institutions. The purpose is to highlight and share best practice. This report is also  published in an English version (Female research talents – the unused reserve of Danish research).


.


Country: FI



Issue: social coverage


Measure: The Social Insurance Institution in Finland (KELA) supports all families with children irrespectively where the parents work. Parents are eligible for a variety of benefits from Kela as their children are born and grow up. Parents are entitled to various parental leaves, during which mothers are paid a Maternity Allowance and fathers a Paternity Allowance. Parental Allowance is payable for either the mother or the father depending on which of them looks after their child. Kela provides a monthly Child Benefit for each child under 17 years of age. Higher rates of Child Benefit apply for single parents.



Country: HR



Issue: gender



Measure: The new Gender Equality Act was brought in July 2008. It regulates general principles for the promotion of gender equality as one of the fundamental values of the constitutional order of the Republic of Croatia, and it defines and regulates the manner of protection against discrimination based on sex, and creation of equal opportunities for women and men.



In the article 17 of this Act it is said that all statistical data and information on persons collected, registered and processed in state administration bodies, bodies of units of local or regional self-government, legal entities or individual entrepreneurs, shall contain the category of sex.



In 2006 The National Policy for the Promotion of Gender Equality 2006 – 2010 was adopted. It represents the basic strategic document of the Republic of Croatia adopted in order to eliminate discrimination against women and to establish genuine gender equality by the implementation of the policy of equal opportunities for the period from 2006 to 2010.



Country: NO



Issue: gender



Measure: At universities and university colleges maternity leave entails the fixed term contract to be prolonged for up to one year for early stage researchers and post-doctors. 



Female researchers keep their salary for the one year maternity leave period. But a minimum part of the maternity leave period of one year must be given to the father of the child for couples.


Country: NO



Issue: gender



Measure:     



Foreseen



· The ministry are considering to implement an incentive program for recruitment of female researchers in fields of studies where few women have research positions. 



Ongoing



· State owned universities and university colleges must have an action plan for their gender equality work. Among measures in those plans are Mentor programs for female researchers. 



· The Ministry of Education and Research each year give a gender equality price to the higher education institution who has implemented the best gender equality actions.



· According to the university act there must be female members in selection comities



Accomplished



· Parents have the right to get a place in a kindergarten for children between one and six years of age. The government sponsor kindergartens and has set a maximum price for what parents have to pay. For children between one year and three years of age parents can choose to get a fixed sum of money instead of a place in a kindergarten if they want to take care of their child themselves. 



As a result of the gender equality work there was in 2008 50% women in the Stipendiat position (not a stipend but a position for early stage researchers who are working on a Ph.D) and 45% women in the Postdoctor-position at universities and university colleges. There are some variations between the different fields of studies and fewest women in Science and Technology.



Country: UK



Issue: gender



Measure:   The UK Resource Centre for Women in Science, Engineering and Technology is the Government’s lead organisation for the provision of advice, services and policy consultation regarding the under-representation of women in science, engineering, technology and the built environment (SET).  It was launched in September 2004, and is funded by the  

 HYPERLINK "http://www.berr.gov.uk/" \t "_blank" Department for Business, Innovation and Skills (BIS). They work with employers; professional bodies; education institutions; women's organisations and networks; policy institutes; sector skills councils; the government and many others to promote gender equality in SET. They offer tailored services and support for women at all career stages, including getting started, returning after a break, seeking promotion and aspiring to leadership.



Measure:   The UK Country Annex to the EU document mapping-the-maze-getting-more-women-to-the-top-in-research covers this topic in detail and includes a bibliography (page 69). http://ec.europa.eu/research/science-society/document_library/pdf_06/mapping-the-maze-getting-more-women-to-the-top-in-research_en.pdf


· Economic crisis



Country: NL



Issue: economic crisis



Measure: funding R&D-workers in the private sector.


The economical crisis made the turnover of many industrial companies collapse, hence they have less money available for research & development. The Dutch government, (i.e. the Ministry of Education, Culture and Science and the Ministry of Economic Affairs) drafted a policy-action plan to fight possible negative effects of the crisis in the private sector. Two initiatives were developed with a focus on the researchers/knowledge workers themselves.



1. During 2009 and 2010 an extra impulse of € 100 mln. will be available for already existing instruments of the Ministry of Economic Affairs for hightech top projects. Many of these projects are concentrated in the regio of Eindhoven. The funding is aimed at companies preventing the unemployment of their knowledge workers.



2. Another initiative was to prevent erosion of knowledge, a temporary so-called knowledge worker scheme. The knowledge worker scheme comes down to having researchers from companies that have seen their turnover tumble as a result of the economic crisis do research in fields that are of importance to society as a whole during the period to end 2010. To that purpose they will in principle be seconded to a Dutch public “knowledge institute”, such as a university, a leading technological institute, the institutes of the Dutch Organisation for Applied Scientific Research TNO, or the Netherlands Organisation for Scientific Research NWO. The main objectives of the scheme are retaining researchers with specific expertise for the Netherlands and intensifying knowledge exchange between industry and its researchers and (the employees of) the knowledge institutes. 



The company selects the knowledge institutes it wants to collaborate with and together they draw up a plan. This covers aspects like the research theme(s), the researcher(s) involved, the way the project is managed, the location where the researcher(s) will work, as well as agreements regarding intellectual property. The subject of the research must be aligned to the socially relevant focus areas as laid down in (government) innovation programmes, the research programmes of TNO or NWO’s strategy. The researcher continues to be employed by the company, and both company and knowledge institute receive a subsidy that for the company amounts to 150% of the salary cost. The scheme is mainly targeted at projects of limited duration (1 to 1.5 years), so for practical reasons they will usually be related to already existing contacts, programmes and projects. The secondment must be full-time – part-time secondments are not accepted. The applications are assessed by Senter-Novem (an agency of the Dutch Ministry for Economic Affairs that also has a co-ordinating role) and the Research Council (NWO) against three criteria: the reduction in turnover of the company; the expected contribution to themes of social relevance; and the exchange that is foreseen.



The scheme has two calls for application. In September the results of the first call were published. 128 projects were selected with a total budget of € 135 mln. There are more than 1450 knowledge workers involved in this batch. The rest of the budget (€ 45 mln.) is reserved for the second call, which is now open for applications. Already more than 120 proposals have been applied. The assessment of SenterNovem and NWO will result in an advice to the Ministers of Economic Affairs and of Education, Culture and Science. The analysis of the projects from the first call showed that there are small (only 1 knowledge worker) and large projects (more than 150 knowledge workers) and there is a balanced participation of SME’s and multinationals. The technical universities and TNO are house most of the involved knowledge workers.



Country: CH


Issue: economic crisis



Measure: The Swiss policy approach for stabilization includes economic measures, which attempt to dampen the volatility of economic development. By 11/02/2009 the Federal Council adopted substantial additional expenditure for 2009. A total amount of CHF +710 million is raised. This includes infrastructure, railway system, new regional policy projects, research, forest, nature and landscape protection, energy, tourism, restoration and maintenance of existing buildings of ETH. 



The public budget planned for allocation to R&D in 2009 has been modified by an increase of 1% (= CHF 50 million). The Swiss government launched new measures towards capacity building that are investments expected to increase productivity in the future:


-          basic research of the Swiss National Science Foundation (SNF) in the National Centers 
of Competence in Research (NCCR)



-           practice-oriented research: the innovation promotion agency CTI, Increase credit for    future technologies, more flexible application of eligibility criteria



-          additional promotion of knowledge and technology transfer



-          training measures in the field of High Performance Computing at the Universities (HPC) 



-          agricultural research



Country: SE



Issue: economic crisis



Measure:     In October 2008 the government presented the Bill “A Boost to Research and Innovation“ which increased the public investment in research and research based innovation by an additional SEK 5 billion (approx 500 million euro) 2012 compared with 2008. This investment represents an increase of 20 % in government funding of research.


1. It was decided to stick to the budget even when the crisis was increasing and there was no light in the end of the tunnel. 


2. Of the 500 million euro, 330 million euro is/will be given directly to the universities, which gives the researchers more time to do research instead of writing applications.







___________________


� (COM(2008)317 of 23.5.2008)




� (COM(2005)576 final of 11.3..2005)




� (ST10003/09 of 18.5.2009)




� (COM(2007)359 final of 27.6.2007) - The Common Principles of Flexicurity (in Annex) were adopted by the Council in December 2007.




� Social security coverage, as it is understood in this document, includes benefits and rights such as unemployment benefit, sickness benefit, invalidity benefits, benefits in respect of accident at work and occupational diseases, death grants, old age benefits and pre-retirement benefits, pregnancy and paternity leave and family benefits




� The Commission Recommendation of 11 March 2005 on the European Charter for Researchers and on a Code of Conduct for the Recruitment of Researchers offers a valuable reference framework concerning proper working conditions, transparency of recruitment processes, and attractive career development. 
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