European Charter for Researchers and Code of Conduct for the
Recruitment of Researchers: Overview workshop 1.

11. Supervision

22. Recognition of

the profession

23. Research
environment

Charter and code principles

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

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

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

Employers and/or funders of researchers should
ensure that the most stimulating research or
research training environment is created which
offers appropriate equipment, facilities and
opportunities, including for remote collaboration
over research networks, and that the national or
sectoral regulations concerning health and safety in
research are observed. Funders should ensure that

National legislation and organisational regulation UiB — Survey - page

Regulations for the PhD degree at UiB

Act relating to working environment, working
hours and employment protection, etc.

HSE- actionplan


https://regler.app.uib.no/regler_en/Part-2-Research-Education-Dissemination/2.1-Research/2.1.1-Administrasjon-av-forskerutdanning/REGULATIONS-FOR-THE-PHILOSOPHIAE-DOCTOR-PhD-DEGREE-AT-THE-UNIVERSITY-OF-BERGEN
https://lovdata.no/dokument/NLE/lov/2005-06-17-62
https://lovdata.no/dokument/NLE/lov/2005-06-17-62
http://ekstern.filer.uib.no/poa/Hms/HMS-handlingsplan/HSE%20Action%20Plan%202016-2018.pdf

24. Working
conditions

25. Stability and
permanence of
employment

26. Funding and
salaries

adequate resources are provided in support of the
agreed work programme.

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

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

Employers and/or funders of researchers should
ensure that researchers enjoy fair and attractive
conditions of funding and/or salaries with adequate
and equitable social security provisions (including
sickness and parental benefits, pension rights and
unemployment benefits) in accordance with existing
national legislation and with national or sectoral
collective bargaining agreements. This must
include researchers at all career stages including
early-stage researchers, commensurate with their

Gender equality action plan

Diversity and inclusion action plan

Instructions for registering hours and overtime for
UiB employees

Forskrift om ansettelsesvilkar for stillinger som
postdoktor, stipendiat, vitenskapelig assistent og
spesialistkandidat (NO)

Statsansatteloven § 9 (NO)

Forskrift til statsansatteloven § 3 (NO)

Working Environment Act § 13

Hovedtariffavtalene i staten (NO)

Statens Pensjonskasse

Lov om folketrygd (NO)

Forskrift om ansettelsesvilkar for stillinger som
postdoktor, stipendiat, vitenskapelig assistent og
spesialistkandidat (NO)



http://www.uib.no/en/strategy/109146/gender-equality-action-plan
http://ekstern.filer.uib.no/ledelse/Handlingsplan_Mangfold_Inkl_ENG.pdf
https://regler.app.uib.no/regler_en/Part-3-Human-Resources-and-HSE/3.1-Human-Resources/3.1.9-Working-hours/Instructions-for-registering-hours-and-overtime-for-UiB-employees
https://regler.app.uib.no/regler_en/Part-3-Human-Resources-and-HSE/3.1-Human-Resources/3.1.9-Working-hours/Instructions-for-registering-hours-and-overtime-for-UiB-employees
https://min.rettsdata.no/#/Dokument/gF20060131NR102
https://min.rettsdata.no/#/Dokument/gF20060131NR102
https://min.rettsdata.no/#/Dokument/gF20060131NR102
https://lovdata.no/dokument/NL/lov/2017-06-16-67?q=statsansatteloven
https://lovdata.no/dokument/SF/forskrift/2017-06-21-838
https://lovdata.no/dokument/NLE/lov/2005-06-17-62
https://www.regjeringen.no/no/dokumenter/hta-2016-2018/id696502/
https://www.spk.no/en/
https://lovdata.no/dokument/NL/lov/1997-02-28-19?q=Folketrygdloven
https://min.rettsdata.no/#/Dokument/gF20060131NR102
https://min.rettsdata.no/#/Dokument/gF20060131NR102
https://min.rettsdata.no/#/Dokument/gF20060131NR102

28. Career
development

29. Value of
mobility

30. Access to
career advice

legal status, performance and level of qualifications
and/or responsibilities.

Employers and/or funders of researchers should Momentum career development program

draw up, preferably within the framework of their
human resources management, a specific career
development strategy for researchers at all stages
of their career, regardless of their contractual
situation, including for researchers on fixed-term
contracts. It should include the availability of
mentors involved in providing support and guidance
for the personal and professional development of
researchers, thus motivating them and contributing
to reducing any insecurity in their professional
future. All researchers should be made familiar with
such provisions and arrangements.

Employers and/or funders must recognise the value | Sabbatical
of geographical, intersectoral, inter- and trans-
disciplinary and virtual mobility as well as mobility
between the public and private sector as an
important means of enhancing scientific knowledge N
and professional development at any stage of a Mobility

researcher’s career. Consequently, they should

build such options into the specific career The RCN policy 2016-2020
development strategy and fully value and

acknowledge any mobility experience within their

career progression/appraisal system.

This also requires that the necessary administrative

instruments be put in place to allow the portability

of both grants and social security provisions, in

accordance with national legislation.

Financial support stays abroad

Employers and/or funders should ensure that Medarbeidersamtaler (NO)
career advice and job placement assistance, either

in the institutions concerned, or through

collaboration with other structures, is offered to

Page 35-39

Page 15

Page 35-39


http://www.uib.no/en/research/110492/momentum-%E2%80%93-career-development-program-young-researchers
https://cp.compendia.no/universitetet-i-bergen/employee-handbook/70326
http://www.uib.no/en/med/67056/financial-support-stays-abroad-employees-faculty
http://www.uib.no/en/foremployees/30821/mobility
https://www.forskningsradet.no/servlet/Satellite?cid=1254019357379&pagename=VedleggPointer&target=_blank
https://cp.compendia.no/universitetet-i-bergen/lederhandbok/70154#openstep=70159

researchers at all stages of their careers,
regardless of their contractual situation.

31. Intellectual Employers and/or funders should ensure that IPR- reglement (NO)

Property Rights researchers at all career stages reap the benefits of
the exploitation (if any) of their R&D results through
legal protection and, in particular, through
appropriate protection of Intellectual Property
Rights, including copyrights.
Policies and practices should specify what rights
belong to researchers and/or, where applicable, to
their employers or other parties, including external
commercial or industrial organisations, as possibly
provided for under specific collaboration
agreements or other types of agreement.

Arbeidstakeroppfinnelsesloven

32. Co-authorship | Co-authorship should be viewed positively by Page 27
institutions when evaluating staff, as evidence of a
constructive approach to the conduct of research.
Employers and/or funders should therefore develop
strategies, practices and procedures to provide
researchers, including those at the beginning
of their research careers, with the necessary
framework conditions so that they can enjoy the
right to be recognised and listed and/or quoted, in
the
context of their actual contributions, as co-authors
of papers, patents, etc, or to publish their own
research results independently from their
supervisor(s).

33. Teaching Teaching is an essential means for the structuring | Handlingsplan for kvalitet i utdanning (NO) Page 31-34 and 38
and dissemination of knowledge and should
therefore be, considered a valuable option W'th'n the Forskrift om ansettelsesvilkar for stillinger som
researchers’ career paths. However, teaching
responsibilities should not be excessive and should
not prevent researchers, particularly at the spesialistkandidat (NO)
beginning of their careers, from carrying out their
research activities. Matnat

postdoktor, stipendiat, vitenskapelig assistent og



https://regler.app.uib.no/regler/Del-2-Forskning-utdanning-og-formidling/2.1-Forskning/2.1.5-Formidling-og-forvaltning-av-forskningsresultater/Reglement-om-haandtering-av-ansattes-rettigheter-til-forsknings-og-arbeidsresultater-ved-Universitetet-i-Bergen
https://lovdata.no/dokument/NL/lov/1970-04-17-21?q=arbeidstakeroppfinnelse
http://www.uib.no/strategi/110057/handlingsplan-kvalitet-i-utdanning-2017%E2%80%932022#innsatsomr-de-c-utdanningsledelse
https://min.rettsdata.no/#/Dokument/gF20060131NR102
https://min.rettsdata.no/#/Dokument/gF20060131NR102
https://min.rettsdata.no/#/Dokument/gF20060131NR102
http://www.uib.no/node/112159/samling-av-dokumenter

34.
Complaints/appeals

35. Participation in
decision-making
bodies

Employers and/or funders should ensure that
teaching duties are adequately remunerated and
taken into account in the evaluation/appraisal
systems, and that time devoted by senior members
of staff to the training of early stage researchers
should be counted as part of their teaching
commitment.

Suitable training should be provided for teaching
and coaching activities as part of the professional
development of researchers.

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

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

The research ethics commitee

Guidelines for notification at UiB

Working Environment Act chapter 6

Etiske retningslinjer mellom veileder og kandidat

Regler om styringsorganene



http://www.uib.no/en/ledelsen/96167/research-ethics-committee
https://regler.app.uib.no/regler_en/Part-3-Human-Resources-and-HSE/3.1-Human-Resources/3.1.6-Notification-Whistleblowing/Guidelines-for-notification-Whistleblowing-at-the-University-of-Bergen
https://lovdata.no/dokument/NLE/lov/2005-06-17-62
http://www.uib.no/student/48966/etiske-retningslinjer-relasjonen-mellom-veileder-og-student-eller-kandidat-ved
https://regler.app.uib.no/regler/Del-1-Overordnede-rammer/1.3-Regler-for-styringsorganene/1.3.2-Fakultet/Regler-for-fakultetsorganene

