nanociencia y nanotecnología: lo pequeño es diferente
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1 . Organi sa t io n a l I n f o r m a ti on
STAFF & STUDENTS

FTE

Total researchers = staff, fellowship holders, bursary holders, PhD. students either
full-time or part-time involved in research

148

Of whom are international (i.e. foreign nationality)

30

Of whom are externally funded (i.e. for whom the organisation is host organisation)

125

Of whom are women

56

Of whom are stage R3 or R4 = Researchers with a large degree of autonomy,
typically holding the status of Principal Investigator or Professor.

33

Of whom are stage R2 = in most organisations corresponding with postdoctoral
level

36

Of whom are stage R1 = in most organisations corresponding with doctoral level

28

Total number of students (if relevant)

60

Total number of staff (including management, administrative, teaching and
research staff)

37+148= 185

RESEARCH FUNDING (figures for most recent fiscal year)

€

Total annual organisational budget

10,224,891

Annual organisational direct government funding (designated for research)

3,461,102

Annual competitive government-sourced funding (designated for research, obtained
in competition with other organisations – including EU funding)

5,090,937

Annual funding from private, non-government sources, designated for research

882,570

ORGANISATIONAL PROFILE (a very brief description of your organisation, max. 100 words)
IMDEA Nanociencia is a private non-profit Foundation created by initiative of the Madrid Regional
Government in 2006, in order to shorten the distance between the research and society in the Madrid
region and provide new capacity for research, technological development and innovation in the field
of Nanoscience, Nanotechnology and Molecular Design. In 2007 the Ministry of Education and Science
decided to also fund part of the creation and equipment of the Institute.
The Foundation is governed by a Board of Trustees, with representatives of the national and regional
administration, Academic Institutions, industries, the Scientific Advisory Council, and experts in societal
implications of nanoscience and technology transfer.
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2 . S t r e n g t h s a n d w ea k n e s s e s
o f t h e c u rre n t pra c ti ce
Please provide an overview of the organisation in terms of the current strengths and weaknesses of the current
practice under the four thematic headings of the Charter and Code at your organization.

Ethical and professional aspects
STRENGTHS
IMDEA Nanociencia places research excellence and interdisciplinary at the core of its essence, promoting
individual creativity and collaboration between researchers from the top governing bodies and the Scientific
Advisory Committee.
Researchers perceive the institute’s research environment as one where they can carry out their work with the
Research freedom that the profession requires while acknowledging the Ethical principles reigning their
research areas.
There is a unanimous recognition of researchers and the institute’s strong commitment with society, mainly
channelled through the Dissemination and Communication Office (DCO) and the Strategic Industrial Partnership
Office (SIPO). The DCO directly collaborates with researchers in the dissemination of research outputs
and enabling outreach activities for different segments of the population: ‘Nanociencia para todos’ in
site and virtual open days for students, ‘Nanociencia to go’ programme for the elderly, participation in science
fairs and regional, national and international outreach events. While the SIPO assures that the outputs are
properly transfer to the industry and exploited. Senior researchers are particularly committed to this
duties while getting their teams involved.
There is also general agreement about the non-discrimination practices at the institute. IMDEA Nanociencia
share of women is 43% of the total staff. 43% is also the share of international researchers; either researchers
from outside Spain or Spanish researchers returning after international stays. Gender balance is actively
promoted especially since the launching of the centre’s first Gender Plan in 2019., Considerable efforts are
put into reversing imbalances in top positions through the implementation of equality policies.

WEAKNESS
Although IMDEA Nanociencia complies with national and international regulation, as shown in the GAP Analysis,
and has its internal protocols and policies for research management and good practices in research, they are
not easily available for employees to consult. There is a dissatisfaction about how internal communication is
managed in the institute. Likewise, access to information about contractual regulations and good practices
in research could be enhanced. Researchers perceive that not enough efforts are put into enabling to fami-
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liarize themselves with the strategic goals and management procedures governing the institute. The standard
procedure to inform about updates is through emails, but the information is not compiled and published for
employees to consult. In December there is an annual meeting held by the Director to report about the institute’s
activities during the year and the prospects for the following. Also, the annual scientific reports are available
on the institute’s website and there is a transparency portal that needs to be updated.
IMDEA Nanociencia has a Welcome Pack oriented to international researchers and R1 positions, which should
be extended to cover information of relevance for all employees.
There is not a unified and published protocol for appraisal or evaluation system. Some supervisors conduct an
appraisal on their trainees and evaluations of performance on tenure (R3-R4) positions for career advancement
are conducted by an external committee. Researchers miss time and support to prepare this latter evaluation,
as well as more information about what specific objectives are evaluated and criteria applied. There also need
to be a protocol for evaluation of performance for the annual variable pay.

Recruitment and selection
STRENGTHS
It is essential for IMDEA Nanociencia to be able to recruit and retain new talent and to train a new generation
of technicians and scientists in a genuine interdisciplinary field, thus it is vital for the Institute to have open,
transparent and merit-based procedures.
Since its foundation, the institute is a EURAXESS contact point and has being able to attract international and
diverse (in background, expertise, gender and nationality) talent. Through the HR department, and more recently
from the Research Support Office, IMDEA Nanociencia offers personalized assistance for international staff
(including a Welcome Pack) regarding assessment of qualification during the selection processes, facilitating
visa and residence procedures, including for family members, and supporting the relocation.
HR supports PIs in the publication of job vacancies by offering templates and centralising the publishing of
calls and job offers in English in the institute website, social media accounts and regional (madri+d foundation), national and international portals (EURAXESS, Science and Nature Careers, etc.).
Following funding organisms and national legislation rules, judgement of merits takes into consideration
a variety of merits and overall scientific trajectory, including mobility, variations on the chronological order
of the CV (contemplated in the Gender Plan) and seniority. Typically, selection practices involve review of CV
and research proposals, contact with referees and interviews. Eligibility of candidates is assesses by the HR
department and assessment of merits is performed by the PI and Project Office/HR staff. For certain positions
such as PI a selection committee is created ad hoc for the selection process.
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WEAKNESS
Recruitment and selection processes can still become more transparent and efficient. For the former, entry
and admission standards needs to be made clearer in the job offers and during interview. Communication with
candidates must also be improved, especially regarding the feedback about the strengths and weaknesses
of the applications and the career development prospects. For the latter, there are no indicators to monitor
whether the processes are efficiently covering the needs of the recruitment process.
Job offers normally include information about the assessment of merits (qualifications, skills and experience
and what weight is given to each one) and selection procedure but the institute lacks written recruitment and
selection protocols for candidates to consult.
Selection Committees are only used in the recruitment of certain positions and when funding organisms requires
but there is no written rule regarding the composition (diversity, gender balance) of them and not specific
training is required or offer for the members, though they are provide with a guidelines for judging merits.
A major part of the recruitment accomplishments are based on the openness and excellence culture of the
institute, but there is no OTM-R document where those and other needed principles have been set out.

Working conditions
STRENGTHS
Interdisciplinary plays a key role in IMDEA Nanociencia, meaning that both the structure of the organization
and working conditions must be flexible to promote collaboration between groups and an adequate research
environment.
Research lines are structured into interdisciplinary programmes that are periodically evaluated and can change
over time to adapt to the research needs. Researchers find remarkable the good collaborative relations and
the results it brings. IMDEA Nanociencia counts with 44 laboratories fitted with equipment of the highest
level, 17 laboratories of them are part of REDLAB, a regional network of infrastructure for innovation. There
are also shared infrastructures lead by specialized research staff that allows to perform a high number of
techniques within the centre.
A rich research environment is fostered, internal and external collaboration and networking is encouraged
through the SIPO and Institutional Relations and Outreach department. Weekly seminars are held where
researchers from IMDEA Nano show their job to their peers or where top researchers in key areas are invited by
the seminars committee. The institute has taken part and organized a significant number of workshops and
international conferences such as the annual Early Stage Researchers Workshop in Nanoscience.
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The working conditions are also an asset of the institute. It is a young centre where staff has an average age
of 34.5 years old, thus promoting working-life balance is vital for the functioning. Policies such as teleworking,
flexible working hours, part-time work, maternity and paternity leaves, etc. are well known and practiced by
employees regardless of their category or gender.

WEAKNESS
The weakest points of the analysis lie in this section of the C&C, while IMDEA Nanociencia fulfils with national
legislation ruling working conditions and social security issues there are some point such as stability of the
employment, salaries and participation in the decision-making bodies are generally regarded as unsatisfactory by employees.
Stability and permanence of employment is an issue the institute is well aware of. Although the limitations
to stabilising positions come from public treasury matters, the Institute seeks to provide stability by making
at least all tenured positions permanent and by retaining all staff with the longest possible contracts and
extensions, as long as they meet the quality criteria and, if the position requires it, pass the necessary evaluations or appraisals. Other positions such as PhD and postdoc are usually constrained by the duration of
the projects they are funded by.
While salaries are above those established by the collective bargaining agreements, they might be less competitive than others in the UE region, especially for some categories (R1-R2 and R4). The ranges of salaries
for different categories are for everyone to consult from the HR department but a more transparent system of
consultation could be established..
As it has been stated before, information and internal communication are weak points of the institute both
top-down and bottom-up, affecting as well to access of researchers to decision-making bodies. Participation
of researchers in those bodies must be enhance and communication must flow smoothly both ways.
Other issues such as Gender Balance, Career Development and Access to Career Advice also need to be
improved, but the institute has been taking steps in recent times. The Gender Plan will try to mitigate the glass
ceiling and leaky pipeline issues that prevent women reaching top positions. On the other hand, a Personal
Career Development plan has recently being launched for trainees but it must be accompany by career advice
and extender to the rest of positions.
Finally, complaints and appeals are usually dealt in an informal way and there is no protocol or designated
person employees can refer too when there is a conflict in the workplace.
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Training and development
STRENGTHS
Supervisory duties are highly regarded both by supervisors and by trainees. Senior researchers are recognized
by the institute for their role as supervisors, science communicators and project leaders. And trainees rate very
highly supervisor’s knowledge and experience, expertise and commitment to the supervisory duties.
In recent years the Institute has dedicated a great deal of effort into offering specialised training both in
hard and soft skills to improve researcher’s professionalism and employability in any stage of their career.
The Competitive Projects Office (CPO) has implemented two projects funded by the Ministry of Science and
Innovation through the European Networks and Managers programme: OPINA (2019-2020) and IM-PULSA
(2020-2021). These programmes aim to increase IMDEA Nanociencia success rate in European calls, the returns
obtained from the Framework Programme, and project leadership during the last phase of Horizon 2020 and
Horizon Europe (2021-2027). The programmes include delivering training in transferable and management
skills for researchers such as: Effective Visual Communication for Scientists (28 February, 2020), Language
Tools for Effective Project Writing in English (19-21 and 26-28 October, 2020), Professional development
Planning for researchers (17 December, 2020) Strategic and operational management of Intellectual Property
assets (2 and 10 December, 2020 and 20 and 28 January, 2021).

WEAKNESS
While the efforts in training has been made for all categories, a mentoring and supervisory scheme for
R3-R4 categories is missing, as well as a Personal Career Development Plan for them. There are neither a
mentoring programme for the rest of categories or a career advisor to whom personnel could refer to issues
related with career development.
The training offer could also be more structured and planned in advance with the inputs of the employees.
Publishing the envisaged annual training offer in advance should also allow staff to better plan their work
time and thus their participation in the training sessions.
The opportunities of career development within the institution must also be defined with a clear career path,
like defining criteria for promotion.
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3 . Acti on s
The Action Plan and HRS4R strategy must be published on an easily accessible location of the organisation’s website.
Please provide the web link to the organisation’s HR Strategy dedicated webpage(s):
*URL: https://www.nanociencia.imdea.org/hrs

Please fill in a sum up list of all individual actions to be undertaken in your organisation’s HRS4R to address the weaknesses or strengths
identified in the Gap-Analysis:

Proposed ACTIONS

GAP
Principle(s)

Free text -100 words max

Retrieved
from the GAP
Analysis

A1. Implementing a protocol for
internal communication.

The aim of this action is to improve
the familiarity of researchers with
good practices in research and other
issues related to ethical aspects
of research. The handbook should
contain practical information about
ethical issues in the Institute’s
research areas, safety and security
and other ethical issues related to
the C&C.

Responsible Unit

Indicator(s) / Target(s)

4, 5, 7, 11

Starting date on Q1Y1. Starting
date on Q1Y1. Protocols created
on Q3Y1. Indicators on number
of communications will be
collected annually starting
Q4Y2 as and at least until year
5. Surveys will be conducted on
Q4Y2 and Q4Y4

HR Department
Responsible / IT
dept. in charge of
the intranet

Indicators:
a) The document is created
b) Link to the intranet
c) Report including content of the
intranet and download trends
c) Number of communication actions
by type (newsletters, documents
on the intranet, emails, etc.) and
contents (management, HR and
professional issues, etc.)
Targets:
a) Creating a protocol
b) Implementing an intranet that
contains all essential information about
the institute (Handbooks, policies,
protocols, etc.)
c) Sending at least 1 Monthly
communication

2, 3, 6, 7

Starting date on Q1Y1. Good
Practices in Research Handbook
created on Q1Y2. Increase in the
degree of familiarity reflected on
the survey on Q4Y2 and Q4Y4

HR Department
Responsible of
launching and
disseminating /
Area Coordinators
and Programme
Managers in charge
of the contents

Indicators:
a) The handbook is created,
distributed and uploaded in the
intranet
b) % of researchers and technical
staff express that they are familiar
with good practices in research in the
next survey on Q4Y2
Targets:
a) Creating a good practices in
research handbook b) Distributing
the handbook and publishing on the
intranet
c) 90% of researchers and technical
staff expressing that they are familiar
with good practices in research in the
next survey

The aim of this action is to improve
the flow of internal communication
as most of the gaps found on
the analysis of the Ethical and
Professional aspects section
of the C&C, both in the surveys
and during the Working Groups
meetings, were due to a loose
internal communication strategy.
The protocol should include
efficient channels and means of
communication. The long-term goal
is to change the institute’s internal
communication culture.

A2. Launching a Good practice in
Research Handbook.

Timing (at least by year’s
quarter/semester)

action
plan
A3. Launching an Employee’s
Handbook.
The aim of this action is to improve
the familiarity of researchers
with key aspects of the institute
regarding management of research,
professionalism and contractual
obligations. The handbook should
contain key information about the
Institute, internal regulations and
management of research, as well as
other professional aspects related
to the C&C.

A4. Holding annual informative and
welcome days
The aim of this action is to make
key information about the institute
(management of research, career
path, appraisal and evaluation
systems, career development, etc.)
more accessible and enhance the
familiarity of researchers with the
handbooks, the HRS4R and C&C in
general.

A5. Upgrade the Welcome Pack.
The aim of this action is to ensure
that incoming researchers are
informed about key aspects of
the institute and good practice in
research.

A6. Displaying information about
safety and security in all the
laboratories.
The aim of this action is to make
information about safety and
security more accessible in the
workplace.

3, 4, 5, 6,
11, 25, 26,
34, 35

Starting date on Q1Y1.
Employee’s Handbook created on
Q1Y2 and increase in the degree
of familiarity reflected on the
survey on Q4Y2 and Q4Y4

HR Department

Indicators:
a) The handbook is created,
distributed and uploaded in the
intranet
b) % of researchers and technical
staff express that they are familiar
with professional and contractual
aspects
Targets:
a) Creating an Employee’s Handbook
b) Distributing the handbook and
publishing on the intranet
c) <90% of employees expressing that
they are familiar with professional
and contractual aspects in the next
survey

4, 5, 6, 11,
25, 26, 28,
30, 31, 34,
35, 38, 39

Starting date Q2Y1 First annual
event on Q3Y1 Second annual
event on Q3Y2. Targets on
improved familiarity reflected on
the survey on Q4Y2 and Q4Y4.
Possibly extend events at least
until year 5

HR Department
Responsible of
organizing the
sessions / Area
Coordinators
and Programme
Managers in
charge of defining
the content of the
sessions

Indicators:
a) Number of informative and
welcome days held
b) Number of attendees to the
informative days
c) % of employees expressing that
they are familiar with professional
and contractual aspects
Targets:
a) At least one annual informative day
and one welcome day
b) <70% of employees assist to the
annual events within 2 years
c) <50% of employees express that
they are familiar with professional
and contractual aspects within 2
years

1-7, 11, 25,
26, 28, 30,
31, 34, 35,
38, 39

Starting date on Q1Y1 and
welcome pack upgraded on
Q4Y2. Targets will be measured
gathering indicators at least up
to year 5

Research Support
Office

Indicators:
a) Number of incoming employees
receiving the welcome pack
b) Downward trends in consultations
of incoming employees about the new
information contained in the welcome
pack
Targets:
a) 100% of incoming researchers
receive the welcome pack including
the new handbooks
b) Incoming employees consultations
about the new information decreases
over time

7, 23

Starting date on Q1Y1 and
finishing date on Q4Y1

Maintenance and
Infrastructure
Department

Indicator:
a) Number of laboratories with the
information displayed
Target:
b) All laboratories display safety and
precaution rules
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A7. Implementing a career
path for researchers, technical
and management staff within
the institution, including the
definition of positions and policy
on promotion criteria and types of
contracts.

22, 25, 26,
28

Starting date Q3Y1 career
path created and distributed
on Q2Y2. Targets on improved
familiarity reflected on the
survey on Q4Y2and Q4Y4.
Reports produced until Year 5

HR Department

Indicators:
a) Career path strategy is created and
disseminated among the staff.
b) % Dissatisfaction with stability of
employment in the next survey
c) % of employees fully aware of their
type of contract and the conditions
of it
Targets:
a) Creating career paths for IMDEA
Nanociencia staff
b) Dissatisfaction with stability of
employment is <25% in the next
survey
c) 100% of the employees express
that they are familiar with their tasks
and duties according to their contract,
the duration and the prospects of
career advancement within the
institution

26

Starting date on Q3Y1 and
finishing date on Q4Y2

HR Department

Indicator:
a) % of employees expressing
dissatisfaction with salaries
Target:
a) Dissatisfaction with salaries is
<25% in the next survey

The aim is to improve the stability
of employment by offering a clear
and transparent career path inside
the institution. The suggestions for
improvement outlined in the GAP
Analysis regarding the principle
25 will be included in the career
path and the basis for practices
such as clarifying the use of
tenure-track term or make the R1
and R2 contracts as long-term as
possible should be established. The
long-term goal is to improve career
development within the institute,
stability and salary satisfaction.
A8. Including in the career
path salary ranges for different
positions and the general salary
policy.
The aim of this action is to improve
satisfaction with salaries by
increasing the transparency on
salary policies. The salary policy
should be flexible enough to allow
the institute to maintain salary
ranges broad enough to negotiate
with researchers who may be crucial
to meeting the institute’s scientific
objectives.
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A9. Implementing a transparent
evaluation or appraisal system for
each category of the staff.

11, 22, 25,
26, 28

Starting date on Q2Y1. Protocols
on Q1Y2. First report and
indicators on Q4Y2. Reports and
indicators on targets should be
gathered annually until at least
year 5.

A person appointed
by the Executive
Committee
Programme
Manager/Group
Leaders in charge of
appraisals

Indicators:
a) Appraisal and Evaluation protocols
are distributed and included in the
Welcome Pack
b) % of staff that has undergone
some form of evaluation or appraisal
annually
Targets
a) Creating Appraisal y Evaluation
protocols
b) <50% of employees undergo
evaluation or appraisal annually
within 2 years and 75% within 5 years

22, 28, 30,

Starting date on Q3Y1.
Appointment of mentors
on Q4Y1. First reports and
indicators on Q4Y2. Indicators
will be collected at least during
5 years

Research Support
Office

Indicators:
a) A document containing the
mentoring
programme scheme is created b)
Number of mentors
c) Number of mentees by position
Targets:
a) Creating a document containing
the mentoring programme scheme
b) At least 10 mentors appointed
for research categories (R1-R4) and
technical staff within 2 years and an
10% annual increase up to year 5
c) At least 25 mentees within 2 years
and 15% annual increase up to year 5

30

Starting date on Q2Y1 and
appointment of career advisor
or advisors Q4Y1. First report
on Q4Y2. Indicators and reports
will be collected at least during
5 years.

HR Department

Indicators:
a) Career advisor appointed b)
Document containing the scheme c)
Number of employees consulting d)
Annual report on the career advice
service
Targets:
a) Appointment of a career advisor/s
b) A career advice programme scheme
is created
b) Consultations to career advisor/s
increase 10% annually

The aim of this action is to
enhance the stability, promotion
and career development strategy
by having clear evaluation and
appraisal system. This will be
achieved by making researchers
aware of when evaluations will be
performed, who will perform them,
the objectives and purpose, and
what indicators should be provided.
Special attention should be paid
to the criteria retrieved from the
GAP Analysis. Distinctions should
be made between appraisal that
supervisors and mentors might
perform on trainees and evaluation
of performance on other positions or
type of contracts where contractual
issues are determined (i.e. tenure,
renewals and salary bonus).
A10. Setting up a mentoring
programme.
The aim is to offer a mentoring
programme for researchers and
technical staff. Regarding R1
and R2 positions, the programme
should be kept independent from
the supervising work performed
by PIs and clearly have a career
development orientation. Mentors
and career advisors could be
selected from a pool of internal and
external experienced researchers,
alumni and from industrial partners
of the institution. The long-term
goal is to enhance professional
development by providing career
advice.
A11. Appointment of a career
advisor.
The aim of this action is to
strengthen career advice services by
appointing a person employees can
refer to for generic career queries.
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A12. Offering training and
coaching on mentoring for
supervisors, mentors and career
advisors.

22, 28, 30

Starting date on Q2Y1.
Indicators about the programme
functioning will be collected at
least during 5 years.

Research Support
Office

Indicators:
a) Number of training actions held
b) Number of staff participating in
training or coaching sessions
Targets:
a) At least one training and coaching
activity in mentoring per year
b) All mentors and at least 50% of
scientific supervisors participate in
training or coaching sessions within
2 years

12-21

Starting date o Q1Y1. Finishing
date by Q2Y1

HR Department

Indicators:
a) The OTM-R policy is created and
published in IMDEA Nanociencia
website.
b) The OTM-R checklist is fulfilled.
Targets:
a) Create and publish an OTM-R policy
in IMDEA Nanociencia website.
b) The OTM-R checklist is fulfilled.

12-21

Starting date on Q3Y1. Protocols
created on Q1Y2. First report
and indicators on Q4Y2. Reports
and indicators on targets will
continue to be gathered at least
until year 5.

HR DepartmentResponsible

Indicators:
a) The recruitment and selection
protocol is created and distributed
b) % of recruitment and selection
processes complying with the
protocols
c) Link to the e-recruitment tool
d) Annual report on recruitment and
selection practices
Targets:
a) Creating and distributing the
recruitment and selection protocol
b) 100% of recruitment and selection
processes complies with the
recruitment and selection protocols
c) Establishing the use of
e-recruitment tools

12-21

Starting date on Q3Y1. Guides
created on Q1Y2. First report
and indicators on Q4Y2. Reports
and indicators on targets will
continue to be gathered at least
until year 5.

Competitive Projects
Office

Indicators:
a) Guides are published in IMDEA
Nanociencia website
b) Nº of downloads during recruitment
processes
c) Annual reports on the use of guides
Targets:
a) Creating the guides and publishing
the on IMDEA Nanociencia website
b) Applicants download documents
c) All PIs and selection committees
follow supporting guides

The aim of this action is to improve
supervisors, mentors and career
advisors skills on those topics. The
long-term goal is to have robust
mentoring, supervising and career
advices systems in place.
A13. Transferring OTM-R
principles into IMDEA Nanociencia
recruitment and selection policy
The aim is to provide a framework
for the best possible recruitment
and selection practices.

A14. Establishing Recruitment
and Selection procedures and
practices based on the OTM-R
principles for all types of positions.
The aim is to ensure that all
recruitment and selection
procedures fulfil the OTM-R and
C&C principles, providing the basis
for good practices in selection and
recruitment adapted for each type of
position. The protocol should include
information about recruitment
and selection method and judging
criteria while allowing the flexibility
needed to fulfil the Institute’s
Scientific Goals. The protocols
should specifically address all
principles in the section 2 of the
C&C.
A15. Creating supporting
guides for applicants, selection
committees and PIs.
The aim is to support the
implementation of the OTM-R
principles, especially transparency,
in the recruitment and selection
practices by creating guides for
those implicated in the processes.
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A16. Setting up toolkits for
the preparation of offers and
communication with applicants

12-21

Starting date on Q3Y1. Toolkits
created on Q1Y2. First report
and indicators on Q4Y2. Reports
and indicators on targets will
continue to be gathered at least
until year 5.

Competitive Projects
Office

Indicators:
a) Toolkits are created and distributed
b) Annual reports on the use of the
tools
c) % of recruitment and selection
process using the tools
Targets:
a) Creating and distributing the
toolkits b) At least 50% of recruitment
and selection processes uses the
designed tools within 2 years and
100% in 5 years

14

Starting date on Q3Y1. Protocols
created on Q1Y2. First report
and indicators on Q4Y2. Reports
and indicators will continue to
be gathered at least until year 5.

HR Department

Indicators:
a) The protocols are created
b) % of members of selection
committees that receive training
c) Document or link containing the
training programme including training
in OTM-R
d) Annual report on the use of
selection committees
e) % of selection processes that follow
the procedures
Targets:
a) Creating a protocol for the
appointment of selection committees
according to the offered positon
b) All the members of the committees
are trained in selection processes
actions
c) Including OTM-R in the training
programme
d) <50% of selection processes follow
the procedure within 2 years and
100% in 5 years

The aim of this action is to ensure
that recruitment and selection
processes follow the OTM and
C&C principles: practices will be
homogenized and calls will be in
line with the C&C principles. The
toolkits should offer templates
that can be modified with
sections defined by the category
of the position and templates for
communications with candidates
and feedback about their
applications.
A17. Implementing a protocol for
the use of selection committees
in the recruitment and selection
processes.
The aim of the action is to ensure
that selection committees are
adequately used in the processes
that require it and also that the
committees complies with the
requirements of the C&C.
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A18. Implementing a transparent
protocol for the treatment of
complaints and appeals

34

Starting date on Q2Y1. Protocol
is created on Q1Y2, first report
and indicators on Q4Y2. Reports
and indicators will continue to
be gathered at least until year 5.

A person appointed
by the Executive
Committee (EC)

Indicators:
a) The protocol for the treatment of
complaints and appeals is created
and distributed and included in the
Welcome Plan
b) A mediator is appointed
c) An annual report on the system’s
functioning
d) An email address is in service
Targets:
a) Creating a protocol for the
treatment of appeals and complaints
b) Appointment of a mediator
c) Enabling an email to receive
assistance
d) Writing a report on the system’s
functioning

25, 26, 35

Starting date on Q2Y1. Protocols
created on Q1Y2. First report
and indicators on Q4Y2. Reports
and indicators will continue to
be gathered at least until year 5.

A person appointed
by the Executive
Committee (EC)
responsible in
collaboration with
Area Coordinators

Indicators:
a) A protocol is created and
distributed
b) Number of meetings between
personnel and area coordinators
c) Number of meetings between
the executive committee and area
coordinators
d) Number of queries received in an
employee`s mailbox
Targets:
a) Creating and distributing a protocol
b) Having at least 4 annual meetings
between staff and area coordinators
c) Having at least 4 annual meetings
between the executive committee and
area coordinators
d) Enabling an employee’s mailbox to
receive queries
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Starting date on Q1Y1.
Indicators on targets will be
gathered up to 5 years.

Institutional
Relations (IR)Responsible in
collaboration
with Programme
Coordinators (project
leaders)

Indicators:
a) Increase of researchers teaching in
academic institutions b) Increase of
researchers supervising students
c) Increase of degree and master
students at the institute
Targets:
a) 10% annual increase in the
number of researchers participating in
supervision activities
b) 10% annual increase in the
number of researchers participating in
postgraduate degree in collaboration
with and academic institution
c) 10% annual increase in the number
of degree and master students in the
institute

The aim is to improve the institute’s
approach to complaints and
appeals issues by providing fair
and transparent procedures and
mediator figures. The policy should
include protocols for dealing with
conflicts between employees and
management, between supervisors
and their staff, and between peers.
The long-term goal is to improve the
quality of working environment at
IMDEA Nanociencia by addressing
the fair treatment of complaints and
appeals.
A19. Defining protocols and
channels for the participation on
the decision-making bodies.
The aim is to encourage the
participation of the staff in the
decision-making bodies by enabling
the communication between the
parties, especially to deal with the
working condition issues (stability of
employment, salaries, professional
recognition of Technicians). Already
existing protocols and channels
should be enhanced such as the
figures of area coordinators. The
long-term goal is to enhance the
involvement of researchers in the
issues related to their working
conditions and the HR management
of the Institute.
A20. Enhancing links with
academic institutions.
The aim is to foster teaching among
IMDEA Nanociencia researchers and
to attract prospective PhD students.
The long-term goal is to make
possible for willing researchers to
carry out teaching and supervising
duties in the context of their
research work.
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A21. Launching a Personal Career
Development Programme (PCDP)
for every category.

11, 21, 22,
28, 30, 36,
38, 39

Starting date on Q1Y1.
Documents created and
distributed on Q1Y2. Reports
will be produced annually up
to year 5.

Research Support
Office

Indicators:
a) A PCDP document and
implementation scheme for the
different categories is created and
distributed b) An annual report
including % of persons participating
and name of mentor/supervisor
Targets:
a) Design a PCDP for every category
b) Implementation scheme for every
category of the staff
b) At least 50% of staff has a PCDP

10, 14, 24,
27

Starting date on Q1Y1 and
finishing date on Q4Y2

Gender Working
Group

Indicator:
a) Monitoring report
Target:
b) Fully implement the Gender Plan

4, 5, 7, 28,
30, 31, 38,
39

Starting date on Q1Y1. First
report on Q4Y1. Annual reports
up to year 5.

HR DepartmentResponsible

Indicator:
a) An annual report about the
functioning and services of the
research support units
Target:
a) Increase the number of research
support services offered

The aim is to enhance the career
development of all the staff with
a complete programme based on
their needs. Training and other
activities for each category will be
drawn from the needs detected on
the PCDPs or annual surveys. The
PCDP should contain personalized
training, networking and mobility
options as well as possible career
paths out (R1 and R2) and inside
IMDEA Nanociencia. It should also
include monitoring and feedback
protocols from mentors and/or
supervisors. The long-term goal is
to keep employees updated on their
professional skills and improve
the employability of all IMDEA
Nanociencia employees.
A22. Full implementation of IMDEA
Nanociencia Gender Plan (20192023).
The aim is to boost the commitment
of the institute with gender balance
and diversity, eliminate any
possible bias on the recruitment
and selection process and ensure
that the compliance of the
non-discrimination principle, by
ensuring the full implementation
and monitoring of the Gender Plan.
The long-term goal is to enable
a cultural change to normalize
diversity in every position, including
decision making bodies.
A23. Boosting Research Support
services.
The aim is to widen the range of
services to support researchers
covering: -welcome to incoming
researchers (including informing
about ethical and professional
aspects) -career development
issues (training, PCDP, career
advice and mentoring) – research
support (patent-filling, grant
writing). The long-term goal is to
cover all the needs of researchers
regarding career and professional
development.

Research Support
Units
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A24. Launching a Training
Programme on hard and
transferable skills for every
category.

4, 5, 7, 21,
22, 28, 31,
37, 38, 39,
40

The aim is to offer a complete and
scheduled training programme for
each category. Training shall include
topics related to the Ethical &
Professional aspects such as safety
and health, management, ethics
in research, IPR, confidentiality
and data management and
others raised by the GAP Analysis
like training in supervising and
teaching. The training programme
should be made available to the
staff in advance and through
effective communication channels
(i.e. uploaded on the intranet,
mailing and newsletters, etc.) The
long-term goal is to embed training
programmes for all employees
as part of the regular activities
of the institute for professional
development.

Starting date on Q2Y. First report
and indicators on Q4Y2. Reports
and indicators will continue to
be gathered at least until year 5.
Training will be offered also at
least up to year 5.

Research Support
Units

Indicators:
a) Number of training in key skills
b) Information and schedule about the
training programme are created and
distributed
c) Annual report on training including
number and % of staff attending
training and feedback
d) Annual report with results of the
consultation and post training survey
Targets:
a) Holding annual training in key
skills
b) Creating an annual training
scheme including topics for every
category (R1-R4, technical and
management staff)
c) At least 70% of staff participate in
training annually
e) Survey staff after training sessions
f) Establishing consultation method
to detect training and other career
development needs

The establishment of an Open Recruitment Policy is a key element in the HRS4R strategy. Please also
indicate how your organisation will use the Open, Transparent and Merit-Based Recruitment Toolkit and
how you intend to implement/are implementing the principles of Open, Transparent and Merit-Based
Recruitment. Although there may be some overlap with a range of actions listed above, please provide
a short commentary demonstrating this implementation. If the case, please make the link between the
OTM-R checklist and the overall action plan.
(free text, 1000 words maximum)
Being able to recruit and retain new talent is at the core of IMDEA Nanociencia strategic goals as it
is inextricably linked to the pursuit of scientific excellence. Thus, having recruitment and selection
practices truly aligned with the Open, Transparent and Merit Based recruitment principles is seen as
an opportunity to implement better practices that will enable to attract and recruit the best
possible candidates in each process.
IMDEA Nanociencia current practices score well in the open and merit-based principles. The
recruitment procedures encourages external candidates to apply, offers are published in English in
EURAXESS and other international portals. Merits that will be considered for the position are included
in the calls and are in line with the position requirements.

action
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The OTM-R toolkit has been used to set out the actions related to these aspects of the C&C, similarly,
the actions A13, A14, A15, A16 and A17outlined in section 3 foreseen the use of the OTM-R toolkit to
enable the transference of the OTM-R principles into an internal policy for recruitment
and selection and to develop practices and procedures, internal toolkits and guides, all
based on the HRS4R. The fulfilment of the OTM-R checklist will also be used as an indicator
of the status of the processes during the implementation of the actions related to the recruitment
and selection aspects. An OTM-R group has been established to monitor the alignment of the
actions with the principles and will use the OTM-R as an assessment tool.
In particular, the following set of actions will be developed in the aforementioned practices and
procedures to cover the aspects that are not enough implemented at the moment based on the Gap
Analysis:
• All involved in the recruitment and selection processes will received training
• The use e-recruitment tools will be enhance to improve the efficiency of the processes
• Protocols for the enforcement of Selection Committees will be enhanced, including rules on
their composition and training needs in order to make a better use of selection practices
• A focus will be put on the communication with candidates, including the definition of redress
procedure in order to improve transparency

If your organisation already has a recruitment strategy which implements the principles of Open, Transparent and Merit-Based Recruitment, please provide the web link where this strategy can be found on
your organisation’s website:
URL:
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4 . Impl eme n t a t io n
General overview of the expected implementation process:
(free text, 1000 words maximum)
The implementation scheme will be similar to the one established for this Initial Phase, it has proven
to be effective and allow a smooth workflow. These are the bodies who will work on the implementation
process:
The Steering Committee (SC) The current SC will maintain the same composition: the Executive
Committee of IMDEA and the HR manager. The SC will oversee the process, provide guidance and
ultimately will approve the proposed actions.
The Implementation Working Group (IWG) Current members of the WG will be invited to join the IWG
who will be composed of at least 6 members (1 R4,1 R3,1 R2,1 R1, 1 Technician) plus staff from the
Responsible units. The invitation to participate in the IWG will be extended to the rest of employees.
The IWG will continue to provide inputs on how to implement the actions and to ensure that the actions
develop according to the C&C and HRS4R. They will also monitor the implementation of the Action Plan.
The OTM-R group. The OTM-R group will consists on HR and Project Office’s staff and their role is to
review and monitor the implementation of the OTM-R and C&C practices and principles into the recruitment and selection practices. Along with IWG they will monitor the implementation of the Action Plan.
Technical Coordinator (TC) The current Coordinator Team will continue their work offering technical
support to the teams, acting as facilitators in the meetings, being in charge of the communication
of the process to stakeholders and providing support writing deliverables.
Responsible Units (RU) The person or departments in charge of the action will work with the IWG and
OTM-R group in the development of the actions. They will be in charge of producing the deliverables
and indicators to assess the state of the actions.
The SC will remain as the ultimately responsible body of the implementation of the Action Plan and
will keep on reporting to the Board of Trustees of IMDEA Nanociencia. The SC will work along the
TC to monitor the compliance of the plan and the adequacy of the actions. The IWG and the OTM-R
group work will be enabled by the TC, who will assist them and the Responsible Units in scheduling
meetings and writing deliverables. There will be at least one meeting at the beginning of each year
and 1 quarterly meeting between IWG, OMT-R, TC and RU.
The compliance with the working timeline will be monitored by the IWG and OTM-R group. They and
the TC shall receive monthly reports on the state of the actions elaborated by the RU. Indicators for
each target will be presented to assess the compliance with the plan. IWG and OMT-R group will be
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able to give their opinion about the development of the actions to ensure that they follow the HRS4R
and C&C principles.
There will be an assessment of the compliance of the Action Plan every 6 months. TC will compile
the monthly reports and present the state of the actions to the SC, who also will be able to contribute
with their insight to the documents.
Communication with stakeholders of the process will also remain a key focus during the implementation.
The Board of Trustees will be informed on their bi-annual meetings about the state of the implementation.
The HRS4R webpage will be updated with the progresses, the Action Plan will be display and newsletters
will be emailed to the staff to keep them informed and to encourage them to keep on participating and
joining the IWG. Furthermore, researchers and technical staff will be responsible for the implementation
of some of the actions trough bodies such as Area Coordinators, Programme Managers and Project
Leaders. Also through their participation on the IWG they will be contributing with their insight and will
be responsible for monitoring the compliance with the timeline and targets. A survey will be conducted
after two years in order to assess the degree of progress in C&C implementation.

Make sure you also cover all the aspects highlighted in the checklist below, which you will need to describe
in detail:
Checklist

*Detailed description and duly justification

How will the implementation
committee and/or steering group
regularly oversee progress?

The RU will produce reports on a monthly basis from the outset of the action
under their responsibility. The reports will be sent to the TC, IWG and OTM-R
in order to assess the progress and adequacy of the actions. The TC will
forward the reports with a summary on the state of the actions to the SC
and meetings will be held every 6 months to discuss the progress of the
implementation and the adequacy of the actions. The TC will make sure that
the SC is aware of any sensible matter regarding the implementation of the
actions and will call for extraordinary meetings, also between the SC, RU, IWG
and SC, when needed.

How do you intend to involve the
research community, your main
stakeholders, in the implementation
process?

At a general level, all employees of IMDEA Nanociencia will be kept
informed about the process through website updates, emails and the new
communication strategy that will be implemented as part of the action plan.
They will also be invited to join the IWG, who will be in charge of monitoring
the compliance of the timeline and that indicators are fulfilled.
They will also be asked to provide insight on the implementation of actions
and ensure that actions comply with the HRS4R.
Researchers, through their organizational structures such as Area
Coordinators or Programme Managers will be total or partially responsible for
the implementation of some of the actions.
This robust participation is expected to help embed the C&C principles in the
organisation and contribute to the cultural change that the HRS4R will bring
to IMDEA Nanociencia.
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How do you proceed with the
alignment of organisational policies
with the HRS4R? Make sure
the HRS4R is recognized in the
organisation’s research strategy, as
the overarching HR policy.

The Executive Committee (EC) of IMDEA Nanociencia is the main executive
body of the institute and has been involved in the HRS4R since the very first
stages. Five out of six members of the EC are part of the Steering Committee
as well as the head of HR. They are aware of the C&C and the HRS4R and
as the top management bodies, they are fully committed to keep on aligning
IMDEA Nanociencia HR policies with them, starting with the implementation
of this Action Plan.
Some members of the EC are also responsible for some of the actions that
involve the development of policies whose nature require structural changes
in the organization.
The Steering Committee will play a major role in the implementation of the
HRS4R as they will oversee the process and will be the ultimately responsible
for approving policies, protocols and other actions coming from this Action
Plan.
As stated above, the process also involves the development of tools,
guides and protocols that should be followed by the HR department and
everyone involved in the different procedures (ie. Recruitment and selection,
appraisals, participation in decision-making bodies, etc.).

How will you ensure that the
proposed actions are implemented?

There is an effective control mechanism based on different monitoring and
coordination bodies each with define tasks and duties. In case of delays or the
shortcomings in implementation of the actions the TC, IWG and OTM-R group
will be able to alert the SC.
The SC as ultimately responsible will be able to dictate corrective measures to
redirect the work of the RU.
The monthly and six-monthly reports of the RU and the TC, respectively, will
contain relevant indicators as to the status of the actions that will allow
the IWG, OTM-R and SC to detect any deviation. Meetings will also work as a
control mechanism.
In addition, an internal audit will be carried out at the end of the first two
years and will include surveys, the results of which will serve as indicators of
progress.

How will you monitor progress
(timeline)?

As stated above, a meeting will be conducted at the beginning of each year
to prepare the annual work and clarify duties. Thereafter, RU will produce
monthly reports containing relevant indicators for the process since the
beginning of the action and up to the full implementation of the action.
At the end of each quarter a meeting will be held between TC, RU, IWG and
OTM-R groups to control and review the progresses made during the quarter
and plan the work for the next one.
Six-monthly reports will be produce by the TC and sent to the SC and will be
discussed in meetings.

How will you measure progress
(indicators) in view of the next
assessment?

As stated above, the indicators for the actions included in the section 3 of
this document will be included in the described reports and will be the base
of the monitoring and control strategy.

Additional remarks/comments about the proposed implementation process:
(free text, 1000 words maximum)
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