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TEMPLATE 3: INTERNAL REVIEW 24-27 

Name of Institution under review: UNIVERSIDAD DE BURGOS 

Contact information of the institution: C/ D. Juan de Austria nº1 –OTRI-OTC, Burgos, 

Web link to the published version of the organisation's human resources strategy and action plan: 
https://www.ubu.en/human-resources-strategy-researchers-hrs4r 

Web link to the organisation's recruitment policy (OTM-R principles):  

https://www.ubu.en/estrategia-de-recursos-humanos-researchers-hrs4r/selección-y-reclutamiento 

SUBMISSION DATE TO THE EUROPEAN COMMISSION: 08 DE MARCH 2024 

1 ORGANISATIONAL INFORMATION 
STAFF & STUDENTS FTE 

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

651 

Of whom are international (i.e. foreign nationality)  19 

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

158 

Of whom are women 316 

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

323 

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

259 

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

69 

Total number of students (if relevant) 8003 

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

1535 

RESEARCH FUNDING (figures for most recent fiscal year)  € 
Total annual organisational budget  88.734.860€ 
Annual organisational direct government funding (designated for 
research).  

3.455.795€ 

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

10.366.434,82€ 

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

1.010.275,17€ 

ORGANISATIONAL PROFILE (a very brief description of your organisation, max. 100 words). 

Universidad de Burgos (UBU) is a medium-sized public university located in Burgos, Castilla y León 

https://www.ubu.es/human-resources-strategy-researchers-hrs4r
https://www.ubu.es/human-resources-strategy-researchers-hrs4r/seleccion-y-contratacion
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(Spain). Established in 1994, UBU is a young university; with over 8,100 students and 1000 
teachers/researchers at 7 centres. Its educational offer consists of 26 degrees, 7 double degrees, 27 
masters and 13 PhD Programmes; 5 online degrees and 4 online masters. 
 
UBU develops its mission with a comprehensive and quality education, close to the student, 
focused on internationalization and which, in only 25 years, has become a reference in Spanish 
university research and in the transfer of knowledge towards business. At this point, it should be 
noted that it has been recognized by the Spanish Ministry of Education as a Campus of 
International Excellence (CIE). 
 
In addition, Universidad de Burgos, building on the efforts in last years within the framework of 
internationalization has been integrated into the Regional University Network-European University 
(RUN-EU) Alliance. 

 

2 STRENGTHS AND WEAKNESSES OF THE CURRENT 
PRACTICE  

2.1 ETHICAL AND PROFESSIONAL ASPECTS. 

Following the recommendations of the Consensus Report of the advisory committee members, all 
documents concerning ethical and professional aspects have been translated into English to make 
them accessible to everyone. This includes: 

• Research staff welcome guide 
• Welcome protocol 
• Manual of access and how to use the anti-plagiarism tool "Turnitin". 
• Code of good practice in research at the University of Burgos. 
• Support for researchers with disabilities 
• Scientific productivity of researchers 

 
The "Welcome Protocol" has been prepared and presented, which defines the actions to facilitate 
the integration of researchers. This document is linked to Action 6 of the Action Plan, which 
complements the Welcome Guide for Research Staff, which is given to the researcher before 
incorporation. This action has been implemented with a full-time support person for the reception 
and integration of foreign staff joining the University. The help provided will be linked both to the 
procedures for integration at the University and those related to integration in the city, services and 
administrative procedures with the relevant authorities such as visas and residence permissions, NIE, 
labour regulations and legislation, taxes, social security and benefits, homologation of qualifications, 
needs and incidents, among others. 

In order to carry out this action and take it a step further, national funding has been obtained within 
the framework of the International Talent Attraction grants, which was given to the University of 
Burgos to promote the internationalisation of research staff in R&D institutions, to promote the 
seeking and attraction of international talent and to support the integration and administrative 
procedures of the incorporated research staff. All of this is complemented by the university's strategy 
for internationalisation through the European university Alliance Regional University Network RUN 
EU. 

https://www.ubu.es/human-resources-strategy-researchers-hrs4r-english-version/ethical-and-professional-aspects
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Other actions have been carried out, such as the implementation of the Open Science and Citizen 
Science Policy of the University of Burgos, approved by the Governing Council on 20 July 2023 with 
the aim of promoting transparency, providing equal access to scientific knowledge, promoting 
collaboration and knowledge exchange, increasing the visibility of researchers and their work, and 
boosting creativity, innovation and the generation of new ideas. In line with this strategy, the 
University of Burgos joined the transformative agreements to promote free access to scientific 
information and to advance the requirements of open publishing. These agreements with publishers 
such as ELSEVIER, SPRINGER, WILEY and AMERICAN CHEMICAL SOCIETY allow researchers to publish 
in open access without having to pay the costs, which are covered by the university. In addition, we 
have participated as founding members of the working groups of the Coalition for the Advancement 
of Research Assessment (CoARA) with tasks of promoting and supporting the review and 
development of criteria, tools and procedures for research assessment in Spain with Research 
Centres, quality agencies and universities. 

During this last period, different conferences and workshops were organised through the IFIE training 
centre to train research staff in industrial and intellectual property rights, exceeding the established 
target of 2 workshops per year. One of the most significant was the workshop for the advancement 
of research evaluation within the framework of the evaluation activities of entities such as ANECA 
and AEI, with the aim of defining a new research evaluation model in line with the national and 
European standards. In relation to action 4, linked to ethical principles, professional responsibility 
and professional attitude, although each PhD student is informed of the Code of good practice in 
research, it is considered necessary to strengthen this action by organising more workshops in which 
this topic is addressed. 

 
2.2 RECRUITMENT AND SELECTION 

After the pandemic COVID 19 and the implementation of new laws (Ley 17/2022, de 5 de 
septiembre, por la que se modifica la Ley 14/2011, de 1 de junio, de la Ciencia, la Tecnología y la 
Innovación y Ley Orgánica 2/2023, de 22 de marzo, del Sistema Universitario), the OTM-R 
Recruitment Protocol has been published in Spanish and English. 

This protocol includes the latest developments in the mentioned laws, including new figures of 
professors, such as permanent lecturers and substitute lecturers. An effort has been made to include 
all teaching and research staff involved in research. Therefore, the document is divided into two 
sections, one for research staff recruitment processes and another section for the rest of the figures. 
The document was unanimously approved on 20 July 2023 by the Governing Council. 

The protocol is intended to complement the regulations for staff recruitment processes, many of 
which are regulated by national regulations. As a result, there are some limitations or inflexibilities 
when it comes to developing professional profiles adapted to the Hr Excellence standards. 

Although it is true that, regarding Action 21 of the Action Plan, specialised training has been 
promoted for the members of the Selection Committees, through training workshops, with the aim 
of improving skills to select the most suitable candidates for the profiles offered, learning how to 
analyse professional profiles to cover the needs and learning how to design effective interviews with 
appropriate questions. Although the course was planned for December 2023 and was widely 

https://www.ubu.es/bibliometria/politica-de-ciencia-abierta-de-la-universidad-de-burgos
https://www.ubu.es/bibliometria/politica-de-ciencia-abierta-de-la-universidad-de-burgos
https://www.ubu.es/publicacion-en-acceso-abierto/acuerdos-transformativos-para-la-publicacion-de-articulos-de-investigacion-en-acceso-abierto
https://www.ubu.es/publicacion-en-acceso-abierto/acuerdos-transformativos-para-la-publicacion-de-articulos-de-investigacion-en-acceso-abierto
https://www.ubu.es/te-interesa/avance-de-la-evaluacion-de-investigacion-que-criterios-son-los-adecuados-para-evaluar-la-carrera-del-investigador-en-la-universidad-de-burgos
https://www.ubu.es/te-interesa/avance-de-la-evaluacion-de-investigacion-que-criterios-son-los-adecuados-para-evaluar-la-carrera-del-investigador-en-la-universidad-de-burgos
https://www.ubu.es/human-resources-strategy-researchers-hrs4r-english-version/recruitment-and-selection
https://www.ubu.es/te-interesa/preparacion-de-entrevistas-de-trabajo
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disseminated and open to the whole community, due to the low number of applicants it was 
postponed to 31 January 2024. 

In addition, the creation of an online resource for the members of the selection committee, 
developed by the Employment Unit, is proposed for their recommended use, to ensure they are 
updated on recruitment and in line with the recommendations of the Charter & Code of Conduct 
strategy. 

On the other hand, at the moment the job offers/calls are being disseminated through different open 
formats such as the University website, the R&D offers portal of the Hr excellence award, LinkedIn (in 
many occasions), the University notice board and the web. In addition, it is intended to substantially 
increase the calls for proposals related to European projects in EURAXESS, promoting this type of 
announcements to improve visibility and increase the attraction of foreign talent at the University. In 
recent years, the following job offers have been published in EURAXESS: 2019:9, 2017:5, 2018:1, 
2019:6, 2020:11, 2021:15, 2022:4, 2023:11. 

There is diversity in the composition of the selection committees, with different backgrounds, sectors 
(private and public) and profiles, always trying to maintain parity. In addition, to ensure 
transparency, the members of the committee must sign, for all processes, a model Declaration of 
Absence of Conflict of Interest (DACI) as well as uploading their CVs. 

2.3 WORKING CONDITIONS 

The University of Burgos has made great progress in terms of working conditions, promoting 
especially since 2019 that contracts are indefinite and full-time, and approving several measures such 
as the REGULATION ON MINIMUM REMUNERATION OF RESEARCH STAFF EMPLOYED WITH FUNDS 
PROVIDED FROM PUBLIC AND PRIVATE CALLS WHOSE BASES DO NOT ESTABLISH THEM. On the other 
hand, the REGULATION ON MINIMUM REMUNERATION OF "TECHNICAL" STAFF AND STAFF " IN 
MANAGEMENT, ADMINISTRATIVE AND SERVICE FUNCTIONS RELATED TO RESEARCH, DEVELOPMENT, 
KNOWLEDGE TRANSFER AND INNOVATION" EMPLOYED WITH FUNDS PROVIDED BY PUBLIC AND 
PRIVATE CALLS WHOSE BASIS DO NOT ESTABLISH THEM were also approved. Finally, it was agreed 
with the representatives of the University's employees to recognise the seniority of all technical 
management, administration and services staff (PTGAS) by paying them bonus raise every three 
years. 
The aim of these measures is to improve the quality of research activity, guarantee employment 
stability and contribute to the development, attraction and retention of talent on the campus, 
establishing minimum salary tables for these staff with funds from grants for proposals where these 
are not established. At the same time, the University of Burgos aligns itself with the policies linked to 
the HRS4R award, the human resources strategy for research and the code of good practices in 
research. 
The Modification of the instruction for the 'Incentivisation of R&D through the management of 
indirect and liberated costs of competitive research projects' approved by the Governing Council on 
30 November 2016 has also been implemented in 2023. This modification provides additional 
resources to researchers participating in competitive projects. 
The documentation contained in this section on the University of Burgos website is available in 
Spanish and English: 

• Researcher's Guide 

https://www.ubu.es/sites/default/files/portal_page/files/retribuciones_minimas_personal_investigador_1.pdf
https://www.ubu.es/sites/default/files/portal_page/files/retribuciones_minimas_personal_investigador_1.pdf
https://www.ubu.es/sites/default/files/portal_page/files/retribucion_minimas_personal_de_apoyo_a_la_investigacion.pdf
https://www.ubu.es/sites/default/files/portal_page/files/retribucion_minimas_personal_de_apoyo_a_la_investigacion.pdf
https://www.ubu.es/sites/default/files/portal_page/files/retribucion_minimas_personal_de_apoyo_a_la_investigacion.pdf
https://www.ubu.es/sites/default/files/portal_page/files/retribucion_minimas_personal_de_apoyo_a_la_investigacion.pdf
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• Research Career Guide 
  
The University's services have been reinforced, particularly the University's Knowledge Transfer 
Office, with 4 people dedicated to the management of international projects and 3 people dedicated 
to the promotion of projects, in addition to the existing staff. It is also intended to reinforce the 
office with 2 future incorporations in Protection of the results and valorisation of the research 
activity, whose recruitment processes are currently being prepared. Within this structure, the ERC 
training school is integrated, which provides support in the application for this grant. In addition, the 
university has established an attractive programme of professional and economic incentives to 
encourage the application for this type of grant, which allows us to retain and attract research staff 
of the highest level. 
Likewise, integration in RUN EU makes the University more attractive, reinforcing the 
internationalisation of the researcher's professional context, being able to access or receive 
international teaching, through SAP (Short Advance Program), facilitating the mobility of researchers 
and staff, at the same time connecting with our European partners and helping us to attract and 
retain talent. 
Finally, on 20 December 2021, the III Equal Opportunities Plan 2022-2025 was approved, the aim of 
which is to consolidate the work carried out in previous plans. It is structured into 3 lines of action 
(people, processes and governance) with 12 measures in each case, with a total of 36 actions, 
including some notable ones such as stimulating the creation of joint teams and promoting research 
projects led by women or guaranteeing, as far as possible, the parity composition of each governing 
and representative body or commission, establishing incentives for parity where this is not a 
requirement. 
 
2.4 TRAINING AND DEVELOPMENT 

Regarding the training of the university community, the IFIE's commitment to develop a 
comprehensive training plan is highly recognised, always offering more places than members of 
teaching and research staff. Within this plan, it is worth highlighting how training needs have been 
adapted to current times, integrating Artificial Intelligence courses in different areas of knowledge. 

  

https://www.ubu.es/otri-transferencia/convocatorias-y-ayudas-colaboracion-universidad-empresa/escuela-de-formacion-erc-stg
https://www.ubu.es/otri-transferencia/convocatorias-y-ayudas-colaboracion-universidad-empresa/escuela-de-formacion-erc-stg
https://www.ubu.es/sites/default/files/portal_page/files/escuela_de_erc_grants_0.pdf
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Ilustración 1. Summary of training activities at the UBU, broken down by month and year 

The Doctoral School at the University of Burgos offers research training for all its students providing 
training in research and transversal activities, such as languages (English, French...), training in the 
protection of research results, knowledge transfer, among others. A notable new transversal training 
is focused on the activities carried out around the HR award for doctoral students. With this activity, 
our aim is to familiarise new researchers with the Hr Excellence award, to introduce them to the 
documentation related, and to involve them in the activities related. This training will be available for 
the next academic year 2024-2025. 

In addition, in agreement with Grupo 9 Universidades (a non-profit association of several Spanish 
universities), 3 training plans are launched every year: 

• Training Plan for Technical, Management and Administration and Services Staff 
• Training Plan for PhD students 
• Training Plan for University Teaching Staff 

 
These training plans, in which the University of Burgos participates by receiving and offering training, 
are complementary to other training programmes and courses such as those run by the IFIE or the 
Doctoral School of the University of Burgos. As part of the 5th edition of the Training Plan for 
Doctoral Students launched in 2024, the University of Burgos, being a member of this training plan, is 
involved in the teaching of several courses during the year 2024. It is important to point out the next 
training called "STRATEGY IN RESEARCH AND DOCTORAL TRAINING OF THE UNIVERSITY OF BURGOS. 
HR EXCELLENCE SEAL OF THE UBU". 

2.5 HAVE ANY OF THE PRIORITIES FOR THE SHORT- AND MEDIUM TERM 
CHANGED? 

No priorities have changed in the short and medium term. In fact, the priorities have become more 
important in the organisation, understanding the Hr Excellence award as a sign of attracting direct 
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talent, recognised by the institutions, and indirect, which contributes to increasing funding through 
competitive calls for proposals. 

Even so, there are certain actions or tasks included in the Action Plan that are still ongoing or have 
been readapted to the current context, in order to adapt them to the entity's means and resources. 

The pandemic that started in 2020 had an impact on the action plans and activities until the 
beginning of 2022. This, together with the new regulations from the Ministry of Science and 
Innovation and the Ministry of Universities (Ley Orgánica 2/2023, de 22 de marzo, del Sistema 
Universitario) caused a delay in the preparation of certain documentation related to the award's 
Action Plan, such as the OTM-R Protocol or the Recruitment Protocol, which would have become 
obsolete if it had been elaborated before that time. 

On the other hand, some indicators of the proposed actions have presented challenges in collecting 
them as defined in the Internal Review/Action Plan, sometimes due to technical limitations. It has 
therefore been decided to modify and readapt these indicators to suit the means and resources of 
the University, improving their collection and still providing reliable data on the status of their 
respective action. 

2.6 HAVE ANY OF THE CIRCUMSTANCES IN WHICH YOUR ORGANISATION 
OPERATES, CHANGED AND AS SUCH HAVE HAD AN IMPACT ON YOUR 
HR STRATEGY?  

On one hand, the implementation of la Ley Orgánica 2/2023, de 22 de marzo, del Sistema 
Universitario introduces important changes in the categories of teaching staff within the Spanish 
Education System, among other things. 

These changes affect almost all the principles. The Organic Law on Universities (LOSU) establishes a 
governance model and transitional regime that emphasises democratic and efficient representation 
in university governing bodies, as well as the extension of university autonomy through the 
elaboration of Statutes. A maximum period of 2 years is given to public universities to approve new 
Statutes and constitute bodies such as the Claustro and the Governing Council, with specific 
composition criteria to guarantee the representation of different sectors of the university 
community. It requires the creation of basic units to promote equality, diversity, health, career 
guidance and other services. Universities should establish mechanisms for accountability, 
transparency and compliance with ethical principles. 

Accreditation procedures have been revised to be more flexible and inclusive, incorporating 
qualitative and quantitative criteria and assessing the social impact of the teaching staff's activity. 
The open access publishing and linguistic diversity are addressed as relevant aspects in the 
evaluation of research. 

A new academic career model for Teaching and Research Staff (PDI) is established with the aim of 
creating a stable and predictable career path, reducing job uncertainty and improving the quality of 
performance. 

Modifications are introduced in aspects such as the period of contracts, dedication, training and the 
composition of the recruitment committees. Specifically, for the evaluation of merit and 
performance, the national processes of accreditation and evaluation of research activity are in the 
process of change following ANECA's acceptance of the CoARA terms. The academic career is 

https://www.boe.es/buscar/act.php?id=BOE-A-2023-7500
https://www.boe.es/buscar/act.php?id=BOE-A-2023-7500
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structured into access, stabilisation and promotion, requiring a PhD qualification. The figure of the 
Assistant disappears, and the doctoral thesis is carried out through a pre-doctoral contract funded 
either internally or externally. Access to the academic career begins as Assistant Lecturer Doctor. A 
new position of distinguished lecturer is created and substitute lecturers becomes permanent 
lecturers. 

Finally, cross-cutting measures are incorporated to promote equity and non-discrimination in the 
university environment, including gender equality plans and adjustments in the regime of dedication 
and access to mobility programmes to consider childcare responsibilities. Specific measures are also 
adopted for people with disabilities, guaranteeing their inclusion and equal access to employment 
and academic opportunities. 

Meanwhile, la Ley 17/2022, de 5 de septiembre, en vigor desde el 7 de septiembre, por la que se 
modifica la Ley 14/2011, de la Ciencia, la Tecnología y la Innovación, focuses on three main areas. 
Firstly, improving the working conditions and professional development of research staff, and the 
quality of their infrastructures and equipment. Secondly, it seeks to efficiently reinforce the transfer 
of knowledge, developing bridges between the public and private sectors in order to increase the 
commitment of the industrial sector to R&D in order to make it more competitive. And finally, it is 
designed to improve the system's governance mechanisms and the coordination and collaboration 
between public and private agents. 

2.7 ARE ANY STRATEGIC DECISIONS UNDER WAY THAT MAY INFLUENCE 
THE ACTION PLAN? 

As a result of the pandemic, it was decided to include the figure of an HR Excellence award 
coordinator, in charge of the general monitoring of the project, the dialogue with the steering 
committee, working together with the Working Group in the achievement of the objectives, 
implementing the planned actions, identifying those actions that are related to HR Excellence award 
and recognising those actions of the university where there are opportunities for improvement in 
relation to the alignment with the principles of the Charter and the Code of Conduct, as well as 
establishing new actions if necessary. This figure is designed to improve transversal communication 
between the services responsible for implementing the actions, the working group and all 
stakeholders, boosting the activity and collaboration around the activities of the HR Excellence 
award.  
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Ilustración 2. Internal structure of operation of the HR Excellence award at UBU 

On the other hand, it is important to mention the internationalisation of the University of Burgos 
through the RUN EU alliance, creating an office for cooperation with other European universities in 
the alliance, reinforcing our conviction of mobility among all university staff, collaboration and 
participation in projects, improving the integration of those who visit us... Therefore, we believe that 
this HR Excellence Award is a tool that we must work on in order to move towards a brilliant and 
promising future. 

Finally, it was decided to replace the Progress Report by the new internal figure of the university, in 
charge of the daily monitoring of the activities of the Hr Excellence award. 

The following structure is maintained with the aim of updating the Working Group, which will be 
defined in the next Action Plan. 
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Ilustración 3. Internal structure of the UBU in relation to the Working Groups of the HR Excellence Award 

3 ACTIONS 
 

Proposed ACTIONS GAP 
Princi
ples 

Timing Responsibl
e Unit 

Indicator(s) / 
Target(s) 

Current Status Remarks/Comments 

1.-Training on IPR 
addressed to 
researchers. Training 
actions will be 
focused on two 
objectives. Firstly, to 
address technical 
issues related to 
intellectual property 
rights such as how to 
identify, protect, 
manage and exploit 
IP assets, including 
licensing and spin-off 
companies. Secondly, 
to inform about in-
house regulations and 
available support 
services on the 
subject. 
The Workshops will 
be organized within 
the annual training 
plan of the IFIE in 
collaboration with 
other units of the 
UBU. Speakers will be 
both external experts 
and professionals 
coming from the 
internal support units. 

3, 8, 
31, 

Continuous OTRI 
(Knowledge 
Transfer 
Office) 

Target: 
 
-Workshops 
approved by 
governing bodies 
and included in the 
Annual training 
Plan. 
-2 Workshops 
organized/year. 
 
Indicators: 
-Number and type 
(R1 to R4) of 
attenders (90) 
-Satisfaction survey 
to evaluate the 
quality of the 
organization, 
contents, speakers, 
professional 
performance 
improvement… for 
each workshop 

Completed 
 
  
 
 

4 Workshops 
organized, all of them 
included in the Annual 
training Plan of the 
UBU (note the 
Average Satisfaction 
Rating for each event, 
according to a 1-5 
Likert scale): 
- Workshop on IPR in 
Research (Nov 26, 
2018) 
ASR: 4.58 
- Workshop on 
Innovation and 
Transfer of Research 
Results in Health 
Sciences (Dec 3, 2019) 
ASR: 3.00 
- Tech-breakfast: "The 
potential of a patent 
for my research" (Nov 
7, 2019) 
ASR: 4.83 
- Workshop on Patent 
Search (Feb 20, 2020) 
ASR: 4.23 
 
115 attenders in total, 
of which 55 
researchers: 18 R1, 15 
R2, 18 R3 and 4 R4 
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2.- Anti-plagiarism 
tool. 
Over the last few 
years, the UBU has 
been using the 
TURNTIN software to 
control plagiarism in 
academic works. This 
technology will be 
applied for the same 
purpose in the field of 
research. During the 
action plan, the main 
tasks will be focused 
on the development 
of the protocols to be 
used and their 
implementation. 
In addition to it, it will 
also be adapted to 
the needs of the 
Publications Service of 
the UBU, responsible 
for publishing and 
managing the 
production of the 
research and cultural 
creation works at 
UBU. 

3 Q2 a Q4 Vice-Rector 
for 
Academic 
Policies. 

Objective: 
 
-Tool approved by 
governing bodies. 
- Development of 
protocols for tool 
implementation. 
  
Indicators: 
 
-Number of users 
(60 users/year) and 
evolution of this 
indicator. 

Completed 
 
 
 

Available to 
researchers in Q7. 
 
-Tool approved by 
governing bodies 
(June 2020). 
- Protocol of use 
available since July 
2020.   
https://www.ubu.es/s
ervicio-de-gestion-de-
la-
investigacion/persona
l-
investigador/manual-
de-acceso-y-
utilizacion-de-la-
herramienta-
antiplagio-turnitin 
 
Indicators: 
77 users of the tool, 
of which 16 R1 
(Period 2019-2020). 
 
Update 2024: 
The number of total 
tool users by year are: 
343 (2019); 
562(2020); 689 
(2021); 587 (2022); 
750 (2023). 
 

3.- Code of Good 
Practices in Research. 
The code should be 
understood as a 
collective self-
regulation instrument 
that will reinforce and 
complement the 
commitments and 
recommendations 
included in the 
internal regulations, 
both the ones already 
in form at the UBU 
and those to be 
defined and 
incorporated during 
the HRS4R action 
plan.  
It would gather 
questions such as: 
honesty, conflicts of 
interest, research 
protocols, team 
leadership, 
supervision of 
personnel in training, 
use of facilities, 
safekeeping of 

2, 3, 4, 
7, 8 

Q3 a Q7 Doctorate 
School 

Target: 
 
-Code of Good 
Practices on 
Research published. 
-Code of Good 
practices available 
and widely 
disseminated 
among the research 
community. 
 
 Indicators: 
 
-Survey to measure 
the usefulness and 
scope of the guide 
among the research 
community: number 
and type of users, 
content 
assessment…   

Completed 
 
 
 
 
 

Code of Good 
Practices on Research 
approved by the 
Governing Board of 
the University of 
Burgos on 18 
November 2019 and 
published in the 
Official Gazette of 
Castilla y Leon on 20 
November 2019. 
http://bocyl.jcyl.es/bo
letines/2019/11/27/p
df/BOCYL-D-
27112019-15.pdf 
 
Document available 
for the research 
community since July 
2020: 
https://www.ubu.es/s
ites/default/files/port
al_page/files/codigo_
de_buenas_practicas
_ingles_y_espanol.pdf 
 
Update 2024 
 
Indicators: 

https://www.ubu.es/servicio-de-gestion-de-la-investigacion/personal-investigador/manual-de-acceso-y-utilizacion-de-la-herramienta-antiplagio-turnitin
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/personal-investigador/manual-de-acceso-y-utilizacion-de-la-herramienta-antiplagio-turnitin
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/personal-investigador/manual-de-acceso-y-utilizacion-de-la-herramienta-antiplagio-turnitin
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/personal-investigador/manual-de-acceso-y-utilizacion-de-la-herramienta-antiplagio-turnitin
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/personal-investigador/manual-de-acceso-y-utilizacion-de-la-herramienta-antiplagio-turnitin
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/personal-investigador/manual-de-acceso-y-utilizacion-de-la-herramienta-antiplagio-turnitin
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/personal-investigador/manual-de-acceso-y-utilizacion-de-la-herramienta-antiplagio-turnitin
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/personal-investigador/manual-de-acceso-y-utilizacion-de-la-herramienta-antiplagio-turnitin
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/personal-investigador/manual-de-acceso-y-utilizacion-de-la-herramienta-antiplagio-turnitin
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/personal-investigador/manual-de-acceso-y-utilizacion-de-la-herramienta-antiplagio-turnitin
http://bocyl.jcyl.es/boletines/2019/11/27/pdf/BOCYL-D-27112019-15.pdf
http://bocyl.jcyl.es/boletines/2019/11/27/pdf/BOCYL-D-27112019-15.pdf
http://bocyl.jcyl.es/boletines/2019/11/27/pdf/BOCYL-D-27112019-15.pdf
http://bocyl.jcyl.es/boletines/2019/11/27/pdf/BOCYL-D-27112019-15.pdf
https://www.ubu.es/sites/default/files/portal_page/files/codigo_de_buenas_practicas_ingles_y_espanol.pdf
https://www.ubu.es/sites/default/files/portal_page/files/codigo_de_buenas_practicas_ingles_y_espanol.pdf
https://www.ubu.es/sites/default/files/portal_page/files/codigo_de_buenas_practicas_ingles_y_espanol.pdf
https://www.ubu.es/sites/default/files/portal_page/files/codigo_de_buenas_practicas_ingles_y_espanol.pdf
https://www.ubu.es/sites/default/files/portal_page/files/codigo_de_buenas_practicas_ingles_y_espanol.pdf


 

University of Burgos  14 

 

information and 
protection of results, 
authorship, safety 
and environment, 
experimentation with 
humans and 
animals... 
The code will be 
submitted for the 
approval of the 
governing council. 

-512 visits up to 
February 2024. 
-Satisfaction survey 
on usefulness and 
relevance: 4.52 
(Likert). 
 

4.- Awareness-raising 
workshops on good 
practices in research. 
Once the Code of 
Good Practices in 
Research has been 
approved, 
presentation sessions 
and awareness-
raising workshops will 
be organized on the 
subject. 
 

2, 3, 4, 
7, 8, 

Continuous Vice-Rector 
for 
Research,Tr
ansfer and 
Innovation 

Target: 
 
-Workshops 
approved by 
governing bodies 
and included in the 
Annual training 
Plan. 
-2 Workshops 
organized/year. 
 
Indicators: 
 
-Number and type 
(R1 to R4) of 
attenders (80) 
-Satisfaction survey 
to evaluate the 
quality of the 
organization, 
contents, speakers, 
professional 
performance 
improvement… for 
each workshop 
 

Completed 
 
 

Presentation of the 
Code of Good 
Practices in Research 
on 9 July 2020 (online 
event). 
 
The following events 
on good research 
practices, aimed at all 
categories of research 
staff were organized 
(note the Average 
Satisfaction Rating for 
each event, according 
to a 1-5 Likert scale): 
 
- Workshop "Open 
Data Management in 
Research Projects" 
(Feb 13, 2019) 
ASR:4.50 
 
- Authors Workshop: 
"How to Publish 
Research Papers" 
(May 7, 2019) 
ASR: 4.08 
 
- Workshop "The 
Quality of Researcher 
Publications" 
(Nov 13, 2019) 
ASR: 4.36 
 
75 attenders in total, 
of which 44 
researchers: 3 R1, 29 
R2, 11 R3 and 1 R4. 
 
 

5.- Researcher’s 
Guide. 
It will be a tool 
specifically designed 
to help researchers to 
manage the available 
services and resources 
at the UBU, such as 
the university library, 
the knowledge 
transfer office, the 

4, 5, 8, 
12, 
13, 14 
15, 
23, 
24, 
25, 
26, 
30, 
31, 32 

Q1 a Q4 Research 
Manageme
nt Service 

Target: 
 
-Guide published. 
-Guide widely 
disseminated 
among the research 
community. 
 
 Indicators: 
 
-Satisfaction Survey 

Completed 
 
 

Document approved 
by the Research 
Commission of the 
UBU in November 
2020.  
Guide Published and 
disseminated in 
November 2020. 
https://www.ubu.es/s
ites/default/files/port
al_page/files/guia_de

https://www.ubu.es/sites/default/files/portal_page/files/guia_del_investigador.pdf
https://www.ubu.es/sites/default/files/portal_page/files/guia_del_investigador.pdf
https://www.ubu.es/sites/default/files/portal_page/files/guia_del_investigador.pdf
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human resources 
service, the research 
management service, 
complaining and 
appeals instruments, 
training offers, 
among others.  
The guide will be 
available on the 
university website. 

to measure the 
usefulness and 
scope of the guide 
in the research 
community: number 
and type of users, 
content 
assessment… 
-Number of 
downloads from the 
website and 
evolution. 
 

l_investigador.pdf 
 
Update 2024 
 
Indicators: 
 
-Nº of visits to the 
document's website: 
359 up to February 
2024  
-Satisfaction survey to 
measure the 
relevance: 4.101 
(Likert) 

6.- Welcome protocol 
for new researchers. 
This protocol would 
complement the 
Researcher Guide. It 
will provide new 
employees with the 
necessary information 
to facilitate a proper 
and quick integration 
into the university 
work environment. 

4 Q2 a Q6 Internationa
l Relations 
Service 

Target: 
 
-Welcome protocol 
defined and 
implemented. 
 
Indicators: 
 
-Number of users: 
new researchers to 
whom the service is 
provided (10/year). 
-Satisfaction survey 
to evaluate the 
quality of the 
services provided. 

Completed 
 
 
 
 
 

Welcome protocol in 
progress. 
Complementing this 
action, a Guide for 
welcoming new 
researchers has been 
elaborated. (action nr 
24).  
 
Update 2024 
 
The welcome protocol 
has been developed 
and implemented. 

7.- Service to 
researchers on 
diversity issues. 
The Diversity Unit, 
created in 2002, 
provides support to 
students and other 
personnel with 
disabilities, having 
developed a service 
charter, which 
includes the 
management of their 
accessibility needs 
and awareness 
activities. 

10 Continuous Diversity 
Unit 

Target: 
 
- Extend the scope 
of the Diversity Unit 
to provide services 
to researchers on a 
regular basis.  
 
Indicators: 
 
-Number of 
researchers to 
whom the service is 
provided. 
-Satisfaction survey 
to evaluate the 
quality of the 
services provided. 
 

Completed 
 
 

New offer of services 
to disable 
researchers, available 
since 2019. 
https://www.ubu.es/
unidad-de-atencion-
la-
diversidad/atencion-
pdipas-con-
discapacidad/atencio
n-investigadores-con-
discapacidad 
 
Indicators: 
 
The Unit provided 
professional 
assistance to 9 
researchers (8 R1 and 
1 R2) in the period. 
 
Update 2024 
 
Indicators: 
 
Service provided per 
year: 
2019/2020: 7 people, 
5(R1) 
2020/2021: 6 people, 
5 (R1) 
2021/2022: 7 people, 

https://www.ubu.es/sites/default/files/portal_page/files/guia_del_investigador.pdf
https://www.ubu.es/unidad-de-atencion-la-diversidad/atencion-pdipas-con-discapacidad/atencion-investigadores-con-discapacidad
https://www.ubu.es/unidad-de-atencion-la-diversidad/atencion-pdipas-con-discapacidad/atencion-investigadores-con-discapacidad
https://www.ubu.es/unidad-de-atencion-la-diversidad/atencion-pdipas-con-discapacidad/atencion-investigadores-con-discapacidad
https://www.ubu.es/unidad-de-atencion-la-diversidad/atencion-pdipas-con-discapacidad/atencion-investigadores-con-discapacidad
https://www.ubu.es/unidad-de-atencion-la-diversidad/atencion-pdipas-con-discapacidad/atencion-investigadores-con-discapacidad
https://www.ubu.es/unidad-de-atencion-la-diversidad/atencion-pdipas-con-discapacidad/atencion-investigadores-con-discapacidad
https://www.ubu.es/unidad-de-atencion-la-diversidad/atencion-pdipas-con-discapacidad/atencion-investigadores-con-discapacidad
https://www.ubu.es/unidad-de-atencion-la-diversidad/atencion-pdipas-con-discapacidad/atencion-investigadores-con-discapacidad
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6 (R1) 
2022/2023: 15 
people, 10(R1), 3 (R2 
and R3) 
2023/2024: 17 
people, 14(R1), 1(R3) 
 

8.- II Equal 
Opportunities Plan. 
Strengthening and 
updating of the 
measures currently in 
force within the 
framework of the I 
Equal Opportunities 
Plan, whose objective 
is to achieve equal 
treatment and 
opportunities 
between women and 
men and to eliminate 
discrimination based 
on sex. 

10, Q1 Equal 
Opportuniti
es Unit 

Target: 
-Plan approved by 
governing bodies 
and implemented. 
 
Indicators: 
 
-Number and type 
of queries made by 
researchers. 
-Gender indicators 
evolution in R&D 
field: number of 
female researchers, 
women in 
responsibility 
posts…. 
 

Completed 
 
 
 

Plan approved by the 
Governing Board of 
the University of 
Burgos on 24 October 
2018. 
 
https://www.ubu.es/s
ites/default/files/port
al_page/files/ii_plan_
de_igualdad_2018_d
ef_cg24102018.pdf 
 
Update 2024 
 
Indicators: 
Women in research: 
229(2019), 
236(2020), 244 
(2021), 250 (2022), 
258 (2023). 

9.-Programme for 
registration and 
evaluation of the 
scientific productivity 
of researchers. 
Since December 2017, 
the UBU has been 
assigned to ORCID, a 
unique, international 
and independent 
identification system 
for research 
personnel, the first 
step for the 
registration and 
subsequent 
evaluation of the 
scientific activity of 
researchers of the 
UBU.  
This evaluation will be 
managed through the 
OGMIOS tool, 
technology developed 
by the University of 
Málaga, which 
collects, classifies and 
updates the most 
relevant indicators of 
scientific production.  

11 Q1 a Q4 Vice-Rector 
for 
Research,Tr
ansfer and 
Innovation 

Target: 
-Full 
implementation of 
the tool.  
 
Indicators: 
-Number and type 
(R1 to R4) of 
researchers 
registered and 
evaluated (400/2 
years) and 
evolution. 
 

Completed 
 
 
 
 

Implemented in the 
Q1-Q7 period 
 
Tool Implemented 
and available:  
 
https://investigacion.
ubu.es/ 
 
The profiles of 
researchers are in 
process of being 
updated and 
registered in the 
database. 
 
Update 2024: 
 
Teaching and 
research staff are 
listed in the Research 
Portal database. 
Indicators of scientific 
assessment and 
research results can 
be consulted on the 
platform.  
 
Indicator: 
 
No. and type of 
researchers 
evaluated: 
2020:53 (R1), 64 (R2), 
330(R3), 68(R4) 

https://www.ubu.es/sites/default/files/portal_page/files/ii_plan_de_igualdad_2018_def_cg24102018.pdf
https://www.ubu.es/sites/default/files/portal_page/files/ii_plan_de_igualdad_2018_def_cg24102018.pdf
https://www.ubu.es/sites/default/files/portal_page/files/ii_plan_de_igualdad_2018_def_cg24102018.pdf
https://www.ubu.es/sites/default/files/portal_page/files/ii_plan_de_igualdad_2018_def_cg24102018.pdf
https://www.ubu.es/sites/default/files/portal_page/files/ii_plan_de_igualdad_2018_def_cg24102018.pdf
https://investigacion.ubu.es/
https://investigacion.ubu.es/
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2021: 66 (R1), 64 
(R2), 322(R3), 89(R4) 
2022: 61(R1), 67 (R2), 
322(R3), 89(R4) 
2023: 69(R1), 74(R2), 
340(R3), 86(R4) 
 
 
 
 

10.- Productivity-
based Research 
Financing 
Programme. 
In order to stimulate 
and assess the 
professional 
performance of 
researchers, the UBU 
will implement a 
program to allocate 
internal economic 
funds based on 
scientific productivity. 
The action will be 
addressed both to 
individual researchers 
and to the 67 
recognized research 
groups at the UBU. 

11 Q2 a Q4 Vice-Rector 
for 
Research,Tr
ansfer and 
Innovation 

Target: 
-Full 
implementation of 
the programme. 
 
Indicators: 
-Number of 
Researchers and 
research groups 
funded in the 
framework of this 
programme (30/2 
years). 
-Impact survey in 
order to assess how 
this programme 
contributes to 
improve the 
participation of the 
UBU researchers in 
public calls, 
international 
projects, new 
researchers hired… 
 

 Completed 
 
 

Programme 
implemented in a 
yearly basis (2019 
and 2020) 
https://www.ubu.es/t
e-
interesa/convocatoria
-de-ayudas-grupos-
de-investigacion-
reconocidos-gir-ano-
2020 
 
Indicators: 
 
-Research groups 
funded: 57 (2019) and 
63 (2020) 
-Researchers 
(members of these 
groups): 460 (2019) 
and 502 (2020) 
 
Update 2024: 
 
Supported research 
groups: 73 (2021), 
64(2022), 70 (2023) 
Impact survey: 4,085 
(Likert) 

11.- Guidance 
services on 
professional 
development. 
The University 
Employment Unit 
already provides 
guidance on 
professional 
development to 
students and 
graduates, including 
individualized 
coaching services. 
This action is focused 
on to extending the 
scope of this unit in 
order to provide 
coaching services to 
researchers.    
A key task will consist 
of reviewing and 
adapting the current 

25, 
30, 
38, 

Continuous Employmen
t Unit 

Target: 
- Extend the scope 
of the University 
Employment Unit to 
provide services to 
researchers on a 
regular basis.  
-Review, 
adaptation, and 
approval of current 
protocols. 
 
Indicators: 
 
-Number of 
researchers to 
whom the service is 
provided (15/year) 
and evolution. 
-Satisfaction survey 
to evaluate the 
quality of the 
services provided. 

Completed 
 
 
 

New service offer of 
the University 
Employment Unit 
with specific services 
for researchers, 
including 
individualized 
professional 
guidance, coaching 
for competence 
development and 
training actions. 
Approved in October 
2020.  
https://www.ubu.es/s
ervicio-de-empleo-
universitario-unidad-
de-
empleo/orientacion-
coaching-y-
formacion/formacion 
 
 

https://www.ubu.es/te-interesa/convocatoria-de-ayudas-grupos-de-investigacion-reconocidos-gir-ano-2020
https://www.ubu.es/te-interesa/convocatoria-de-ayudas-grupos-de-investigacion-reconocidos-gir-ano-2020
https://www.ubu.es/te-interesa/convocatoria-de-ayudas-grupos-de-investigacion-reconocidos-gir-ano-2020
https://www.ubu.es/te-interesa/convocatoria-de-ayudas-grupos-de-investigacion-reconocidos-gir-ano-2020
https://www.ubu.es/te-interesa/convocatoria-de-ayudas-grupos-de-investigacion-reconocidos-gir-ano-2020
https://www.ubu.es/te-interesa/convocatoria-de-ayudas-grupos-de-investigacion-reconocidos-gir-ano-2020
https://www.ubu.es/te-interesa/convocatoria-de-ayudas-grupos-de-investigacion-reconocidos-gir-ano-2020
https://www.ubu.es/servicio-de-empleo-universitario-unidad-de-empleo/orientacion-coaching-y-formacion/formacion
https://www.ubu.es/servicio-de-empleo-universitario-unidad-de-empleo/orientacion-coaching-y-formacion/formacion
https://www.ubu.es/servicio-de-empleo-universitario-unidad-de-empleo/orientacion-coaching-y-formacion/formacion
https://www.ubu.es/servicio-de-empleo-universitario-unidad-de-empleo/orientacion-coaching-y-formacion/formacion
https://www.ubu.es/servicio-de-empleo-universitario-unidad-de-empleo/orientacion-coaching-y-formacion/formacion
https://www.ubu.es/servicio-de-empleo-universitario-unidad-de-empleo/orientacion-coaching-y-formacion/formacion
https://www.ubu.es/servicio-de-empleo-universitario-unidad-de-empleo/orientacion-coaching-y-formacion/formacion
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protocols. One of the 
main targets of this 
action will be 
researchers with a 
fixed-term contract. 

 Indicators: 
 
-Service provided to 4 
R1 since Jun-2020, 
when the new offer is 
available. 
 
 
 

12.-Participation in 
public calls. 
To facilitate the 
continuity of R2 and 
R3 researchers, the 
current internal 
regulation will be 
modified to allow a 
greater number of 
researchers to apply 
for public calls for 
R&D projects, which 
enable the hiring of 
research staff. 

21, 25 Continuous Vice-Rector 
for 
Research,Tr
ansfer and 
Innovation 

Target: 
-Regulations 
updated and 
approved by 
governing bodies. 
-Reinforcement of 
support services for 
preparation of 
proposals. 
 
Indicators: 
-Evolution of the 
number of 
researchers (R2 and 
R3) hired in the 
framework of R&D 
projects funded. 
 

Completed 
 
 

Internal instruction to 
consolidate contracts 
of researchers 
participating in R&D 
projects funded by 
public programs.  
In force since 2019. 
 
Indicators: 
69 R2 participating in 
projects funded by 
public calls whose 
contracts have been 
converted in open-
ended contracts (43 in 
2019, 26 in 2020) 
 
Update 2024: 
 
R2 and R3 researchers 
participating in 
projects via public 
grants. 43(2019), 
35(2020), 72(2021), 
78(2022), 82(2023) 
 

13.-Regulations for 
the supervision and 
mentoring of 
postdoctoral 
researchers. 
The objective of the 
action is to support 
R2-level researchers 
in their research 
performance and the 
further development 
of their professional 
careers through 
supervision and 
mentoring. 
The specific protocols 
and practices already 
developed by the 
Doctorate School, 
addressed to PhD 
researchers, will be a 
reference to define 
the different aspects 
of this action. For 
instance, an ad-hoc 
commitment will be 
set up to regulate 

28, 
37, 
39, 
40 

Q5 a Q8 Doctorate 
School 

Target: 
 
-Regulation 
developed and 
approved by 
governing bodies. 
 
Indicators: 
 
-Number of R2 
researchers to be 
supervised and 
mentored and 
evolution (14/2 
years). 

Completed 
 
 
 
 
 
 
 

Program of 
supervision, 
orientation and 
mentoring of post-
doctoral researchers 
(R2). 
 
https://www.ubu.es/s
ervicio-de-gestion-de-
la-
investigacion/normati
va-e-impresos-de-
investigacion/supervis
ion-orientacion-y-
tutela-de-
investigadores-post-
doctoctorales 
 
Indicators: 
 
-83 R2 mentored (42 
in 2019 and 41 in 
2020)  
 

https://www.ubu.es/servicio-de-gestion-de-la-investigacion/normativa-e-impresos-de-investigacion/supervision-orientacion-y-tutela-de-investigadores-post-doctoctorales
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/normativa-e-impresos-de-investigacion/supervision-orientacion-y-tutela-de-investigadores-post-doctoctorales
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/normativa-e-impresos-de-investigacion/supervision-orientacion-y-tutela-de-investigadores-post-doctoctorales
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/normativa-e-impresos-de-investigacion/supervision-orientacion-y-tutela-de-investigadores-post-doctoctorales
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/normativa-e-impresos-de-investigacion/supervision-orientacion-y-tutela-de-investigadores-post-doctoctorales
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/normativa-e-impresos-de-investigacion/supervision-orientacion-y-tutela-de-investigadores-post-doctoctorales
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/normativa-e-impresos-de-investigacion/supervision-orientacion-y-tutela-de-investigadores-post-doctoctorales
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/normativa-e-impresos-de-investigacion/supervision-orientacion-y-tutela-de-investigadores-post-doctoctorales
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/normativa-e-impresos-de-investigacion/supervision-orientacion-y-tutela-de-investigadores-post-doctoctorales
https://www.ubu.es/servicio-de-gestion-de-la-investigacion/normativa-e-impresos-de-investigacion/supervision-orientacion-y-tutela-de-investigadores-post-doctoctorales
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supervisors/mentors-
postdoctoral 
researcher 
relationships. 
14.- Encouraging 
mobility of 
researchers. 
A strategy to 
encourage the 
participation of 
researchers in calls 
for international 
mobility (mainly 
Marie Curie-
Skłodowska) and in 
the initiative 
promoted by the 
Castilla y León 
administration of 
doctorates in industry 
will be launched. 

29 Continuous Vice-Rector 
for 
Research,Tr
ansfer and 
Innovation 

Target: 
 
-Reinforcement of 
support services for 
preparation of 
proposals. 
 
Indicators: 
 
-Number of 
researchers 
involved in 
international 
mobility actions and 
evolution -Number 
of doctorates in 
industry and 
evolution.  

Completed 
 
 

Objectives of the 
action included in the 
Line 2 of the Strategic 
Plan for Research, 
Knowledge Transfer 
and Innovation 2019-
2024.  
https://www.ubu.es/
sites/default/files/por
tal_page/files/plan_e
strategico_-2019-
2024-ubu.pdf 
 
OTRI (through the 
Unit for International 
projects EUBU) and 
Doctorate School 
directly involved. 
 
https://www.ubu.es/
otri-
transferencia/convoc
atorias-y-ayudas-
colaboracion-
universidad-
empresa/oficina-de-
proyectos-
internaciones-eubu 
https://www.ubu.es/
escuela-de-
doctorado/programas
-de-
doctorado/doctorado
-industrial 
 
Indicators: 
 
-22 researchers 
involved in 
international mobility 
actions.18 in 2019 (11 
R1, 1 R2, 4 R3 and 2 
R4) and 4 in 2020 (3 
R1 and 1 R2) 
 -13 R1 in industry 
(doctorates). 
 
Update 2024: 
 
-Researchers involved 
in international 
mobility: 
2020:10(R1), 7(R2) 
2021: 12 (R1) 
2022: 23(R1), 1(R2), 
3(R3) 
2023:23 (R1) 
 

https://www.ubu.es/sites/default/files/portal_page/files/plan_estrategico_-2019-2024-ubu.pdf
https://www.ubu.es/sites/default/files/portal_page/files/plan_estrategico_-2019-2024-ubu.pdf
https://www.ubu.es/sites/default/files/portal_page/files/plan_estrategico_-2019-2024-ubu.pdf
https://www.ubu.es/sites/default/files/portal_page/files/plan_estrategico_-2019-2024-ubu.pdf
https://www.ubu.es/sites/default/files/portal_page/files/plan_estrategico_-2019-2024-ubu.pdf
https://www.ubu.es/escuela-de-doctorado/programas-de-doctorado/doctorado-industrial
https://www.ubu.es/escuela-de-doctorado/programas-de-doctorado/doctorado-industrial
https://www.ubu.es/escuela-de-doctorado/programas-de-doctorado/doctorado-industrial
https://www.ubu.es/escuela-de-doctorado/programas-de-doctorado/doctorado-industrial
https://www.ubu.es/escuela-de-doctorado/programas-de-doctorado/doctorado-industrial
https://www.ubu.es/escuela-de-doctorado/programas-de-doctorado/doctorado-industrial
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-Industrial doctorates 
per year: 1(2019), 
0(2020), 2(2021), 
3(2022), 4(2023) 

15.- Research Career 
Guide. 
The guide will include 
general information 
on the map of the 
scientific career in 
Spain, grants, support 
units... as well as the 
UBU's own actions: 
advisory services, 
training for different 
stages, types of 
recruitment calls, etc. 

28 Q1 a Q6 Vice-Rector 
for 
Research,Tr
ansfer and 
Innovation 

Target: 
 
-Guide published  
-Guide widely 
disseminated 
among the research 
community. 
 
Indicators: 
 
-Satisfaction Survey 
to measure the 
usefulness and 
scope of the guide 
in the research 
community: number 
and type of users, 
content 
assessment… 
-Number of 
downloads from the 
website and 
evolution. 
 
 
 

Completed 
 
 
 

Document approved 
by the Research 
Commission of the 
UBU in November 
2020.  
Guide Published and 
disseminated in 
November 2020. 
 
https://www.ubu.es/s
ites/default/files/port
al_page/files/guia_de
_la_carrera_investiga
dora.pdf 
 
To be updated in the 
next period (new 
national legislation in 
process). 
 
Indicators: 
359 visits up to 
February 2024 

 

 

 

 

Proposed ACTIONS Princi
pleo(
s) 
OTM- 
R 

Mome
nt 

Responsible 
Unit 

Indicator(s) / 
Target(s) 

Current 
Status 

Remarks/Comments 

16.- OTM-R Protocol. 
It will collect the 
whole set of internal 
rules regarding the 
advertisement, 
selection and hiring of 
the research staff at 
all levels within UBU, 
as well as the 
procedures and 
practices associated 
to them.  

12, 
13, 
14, 
15, 
16, 
17, 
18, 
19, 
20 

Q1 a Q8 - Vice-Rector for 
Research, 
Transfer and 
Innovation. 
- Vice-Rector for 
Teaching and 
Research Staff  
- Human 
Resources 

Target: 
-Review and 
checking of C&C 
principles 
concerning OTM-R. 
-Reinforcement of 
the OTM-R items 
that already satisfy 
the requirements of 
the Charter & Code. 
-Implementation of 
measures for the 
items that are not 
aligned with C&C 
principles. 
-Protocol approved 
by governing 
bodies.  
- Protocol widely 
disseminated 

Completed 
 
 

The internal procedures for 
hiring researchers have been 
revised, in order to 
incorporate new 
improvements, apart from 
those detected in the initial 
gap analysis. 
In October 2020 the Research 
Commission of the UBU 
approved a first draft of the 
protocol. 
The COVID-19 crisis has 
affected to the progress in 
this action: delay in legislative 
developments concerning 
recruitment of researchers.   
 
Update 2024: 
 
The OTM-R protocol was 

https://www.ubu.es/sites/default/files/portal_page/files/guia_de_la_carrera_investigadora.pdf
https://www.ubu.es/sites/default/files/portal_page/files/guia_de_la_carrera_investigadora.pdf
https://www.ubu.es/sites/default/files/portal_page/files/guia_de_la_carrera_investigadora.pdf
https://www.ubu.es/sites/default/files/portal_page/files/guia_de_la_carrera_investigadora.pdf
https://www.ubu.es/sites/default/files/portal_page/files/guia_de_la_carrera_investigadora.pdf
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(website mainly). 
 
 Indicators: 
 
-Satisfaction Survey 
about the measures 
undertaken 
addressed to 
research 
community. 
-Number of 
downloads from the 
website and 
evolution.  

approved by the Governing 
Council on 20 July 2023. It 
was disseminated to the 
research community on 28 
Sept. 2023 and is currently 
available and implemented. 
 
Indicators: 
 
-No. visits: 298 up to Feb. 
2024. 
-Satisfaction survey of the 
measures implemented: 
4.216 (Likert) 

17.- Training on 
OTM-R. 
The university will 
organize workshops 
for the staff involved 
in the tasks of the 
Action Plan: members 
of the Strategic 
Actions Committee, 
staff from other 
involved units, etc. On 
the following stage, 
the workshops will be 
open to the rest of the 
research community 
and the service staff. 

14, 38 Q2 y Q5 - Vice-Rector for 
Research, 
Transfer and 
Innovation. 
- Vice-Rector for 
Teaching and 
Research Staff  
- Human 
Resources 

Target: 
 
-Workshops 
approved by 
governing bodies 
and included in the 
Annual training 
Plan. 
-1 Workshop 
organized/year. 
 
Indicators: 
 
-Number and type 
(R1 to R4, and 
services staff) of 
attenders (200) 
-Satisfaction survey 
to evaluate the 
quality of the 
organization, 
contents, speakers, 
professional 
performance 
improvement… for 
each workshop.  

Completed 
 
 

2 Workshops organized, both 
included in the Annual 
training Plan of the UBU 
(note the Average 
Satisfaction Rating for each 
event, according to a 1-5 
Likert scale): 
 
Workshop “HR Excellence in 
Research: Good practices in 
hiring researchers” (Feb 21, 
2019) 
ASR: 4.10 
 
Workshop-online ”HRS4R - 
Human Resources Strategy 
for Researchers in the UBU” 
(Jul 9, 2020) 
ASR: 4.70 
 
88 attenders in total, of which 
86 researchers: 8 R1, 35 R2, 
26 R3 and 17 R4 

18.-Central website 
for R&D offers. 
A section within the 
UBU website will be 
exclusively devoted to 
the advertisement of 
research job offers, 
whether they are 
framed within the 
official 
announcements in the 
institution or within 
R&D projects. 

12, 13 Q2 a Q4 - Vice-Rector for 
Research, 
Transfer and 
Innovation. 
- Vice-Rector for 
Teaching and 
Research Staff  
- Human 
Resources 

Target: 
-Web section 
implemented and 
available. 
 
Indicators: 
-Number of jobs 
offers published. 
-Number of queries 
and evolution. 
-Satisfaction Survey 
to measure the 
usefulness of the 
site. 

Completed 
 

Web section available in 
2020: 
https://www.ubu.es/human-
resources-strategy-
researchers-hrs4r/ofertas-de-
empleo 
 
Indicators: 
77 job offers published and 
32.387 queries in the period 
January-October 2020. 
 
Update 2024: 
 
-Research recruitment offers 
published: 
110(2019), 94(2020), 
163(2021), 129(2022), 
167(2023) 
 
-Accumulated views up to 
February 2024: 777318 visits 

https://www.ubu.es/human-resources-strategy-researchers-hrs4r/ofertas-de-empleo
https://www.ubu.es/human-resources-strategy-researchers-hrs4r/ofertas-de-empleo
https://www.ubu.es/human-resources-strategy-researchers-hrs4r/ofertas-de-empleo
https://www.ubu.es/human-resources-strategy-researchers-hrs4r/ofertas-de-empleo
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19.- Improve the 
advertisement of job 
offers. 
The number of job 
offers advertised 
through external 
platforms (mainly 
EURAXESS) to UBU 
will increase.  
On the other hand, 
forms and sheets 
would be created for 
each announcement 
(whether official or 
belonging to a 
project) with the aim 
of advertising it. 
Those documents will 
complement the 
official 
announcement, so 
they will have to 
include detailed 
information about the 
different aspects 
collected in the 
Charter & Code, such 
as the implications of 
the position in the 
candidate’s 
professional 
trajectory, 
institutional policy of 
gender equality, 
rights over the 
generated IPR, etc. 

12, 
13,  
15 

Q1 a Q6 - Vice-Rector for 
Research, 
Transfer and 
Innovation. 
- Vice-Rector for 
Teaching and 
Research Staff  
- Human 
Resources 

Target: 
 
- International 
dissemination of 
positions associated 
to R&D projects.  
-Design of 
complementary 
templates for 
international 
dissemination. 
 
Indicators: 
 
-Number of Job 
adverts in national 
and international 
platforms and 
evolution (40% 
increased). 

In progress 
 
 
 
 

The publication in Euraxess of 
job positions linked to 
international R&D projects in 
Euraxess will be mandatory; 
this requirement will be   
specifically included OTM-R 
protocol.  
 
Internal management forms 
and official announcement 
templates of job offers in 
process of review and 
improvement. 
 
A summarized version in 
English of the job post is 
attached to the official call. 
41 calls incorporate addenda 
in English. It will be 
progressively extended to all 
job offers for researchers. 
Indicators:  
6 job adverts released in 
Euraxess (6 job adverts 
released in Euraxess (profiles 
of the posts: 3 for R1 and 3 
for R2). 
 
Update 2024: 
Currently all researcher 
recruitment offers present a 
summary document in 
English. 
Update - The aim is to 
improve this initiative 
through the new 
incorporation from the Talent 
Attraction grant, increasing 
the publication of vacancies 
that have not been shared on 
the platform and giving more 
visibility to the current ones. 
 
Indicators: 
Job offers published on 
Euraxess and evolution: 
6(2019),10(2020), 
15(2021),4(2022), 11(2023)  

20.- Increase diversity 
in the composition of 
the selection 
committees.  
As much as the 
national and regional 
regulation allows, 
certain measures will 
be analyzed, adapting 
them to every kind of 
announcement 
regarding criteria that 
affect the 
appointment of 

14 Q2 a Q8 - Vice-Rector for 
Research, 
Transfer and 
Innovation. 
- Vice-Rector for 
Teaching and 
Research Staff  
- Human 
Resources 

Target: 
-Measures to 
increase the 
diversity of the 
selection 
committees 
approved and 
implemented. 
 
Indicators: 
-Number of job 
offers adopting 
diversity measures 
and evolution. 

Completed 
 
 

A database on participants in 
selection committees will be 
developed. 
 
The selection criteria and 
selection committee for 
assistant lecturers, assistant 
professors and associate 
professors are regulated by 
national law (see the 
following link), involving 
external staff or employees 
employed by companies.  
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members of the 
selection committees, 
such as origin, sector 
and professional 
profiles. 

-Number of 
members coming 
from other 
institutions, 
companies, etc. 
(40% increased). 

https://www.ubu.es/servicio-
de-recursos-
humanos/pdi/concursos-y-
bolsas-de-trabajo/baremos-y-
comisiones-de-seleccion-de-
plazas-de-ayudantes-de-
profesores-ayudantes-
doctores-y-de-profesores-
asociados 
 
The diversity of Research 
Staff job offers is regulated by 
the OTM-R Protocol. 

21.- Specialized 
training of the 
members of the 
Selection 
Committees.  
Within the training 
provision of the 
Institute for Training 
and Educational 
Innovation there will 
be courses of interest 
for those members of 
the research 
community 
participating in 
selection processes. 
The educational 
contents will focus on 
topics such as 
interview techniques, 
assessment of 
qualifications, etc.  

14 Continu
ous 

- Vice-Rector for 
Research, 
Transfer and 
Innovation. 
- Vice-Rector for 
Teaching and 
Research Staff  
- Human 
Resources 

Target: 
-Courses approved 
by governing bodies 
and included in the 
Annual training 
Plan. 
-2 Workshop 
organized/year. 
 
Indicators: 
-Number and 
profiles of attenders 
(60). 
-Satisfaction survey 
to evaluate the 
quality of the 
organization, 
contents, speakers, 
performance 
improvement… for 
each workshop. 
 
Update 2024: 
 
- Online resource for 
recruitment 
committees 
 
-  No. of visits/year 
of the online 
resource 
 

In progress 
 

An online course on 
preparation of job interviews, 
scheduled for November 20th 
of 2020 has been postponed.  
 
Training workshops for 
members of the selection 
committees have been 
proposed and organised. 
Workshop to prepare Job 
Interviews: 
https://www.ubu.es/te-
interesa/preparacion-de-
entrevistas-de-trabajo 
 
Indicators: 
 
Workshop Survey: 4.13 
(Likert) 
17 participants 
 
It is planned to be 
complemented with an online 
resource for selection 
committee members, which 
will include best practices, 
recommendations and 
current trends. It will be 
updated frequently. 
 

22.- Information 
about the profile of 
the members of the 
selection committee. 
A transparency 
measure will be 
implemented as the 
profiles of the 
members of the 
selection committees 
at the UBU website 
will be published in 
every announcement. 
The main gaps 
identified regarding 
this aspect have been 
detected in the 

14 Q2 a Q8 - Vice-Rector for 
Research, 
Transfer and 
Innovation. 
- Vice-Rector for 
Teaching and 
Research Staff  
- Human 
Resources 

Target: 
 
-Transparency 
measures 
concerning profiles 
of members of 
selection 
committees 
approved by 
governing bodies 
and implemented. 
 
Indicators: 
 
-Number of profiles 
published on the 
UBU website (40) 

Completed 
 
 

Since 2020, the profiles of all 
the members of the selection 
committees are published in 
the calls for research posts. A 
code assigned by the Ministry 
of Education appears next to 
each member's name, with a 
link to their official profile. 
Indicators: 
77 recruitment processes 
improved. 
 
Update 2024: 
 
Recruitment processes 
improved by the measure: 
110 (2019), 

https://www.ubu.es/servicio-de-recursos-humanos/pdi/concursos-y-bolsas-de-trabajo/baremos-y-comisiones-de-seleccion-de-plazas-de-ayudantes-de-profesores-ayudantes-doctores-y-de-profesores-asociados
https://www.ubu.es/servicio-de-recursos-humanos/pdi/concursos-y-bolsas-de-trabajo/baremos-y-comisiones-de-seleccion-de-plazas-de-ayudantes-de-profesores-ayudantes-doctores-y-de-profesores-asociados
https://www.ubu.es/servicio-de-recursos-humanos/pdi/concursos-y-bolsas-de-trabajo/baremos-y-comisiones-de-seleccion-de-plazas-de-ayudantes-de-profesores-ayudantes-doctores-y-de-profesores-asociados
https://www.ubu.es/servicio-de-recursos-humanos/pdi/concursos-y-bolsas-de-trabajo/baremos-y-comisiones-de-seleccion-de-plazas-de-ayudantes-de-profesores-ayudantes-doctores-y-de-profesores-asociados
https://www.ubu.es/servicio-de-recursos-humanos/pdi/concursos-y-bolsas-de-trabajo/baremos-y-comisiones-de-seleccion-de-plazas-de-ayudantes-de-profesores-ayudantes-doctores-y-de-profesores-asociados
https://www.ubu.es/servicio-de-recursos-humanos/pdi/concursos-y-bolsas-de-trabajo/baremos-y-comisiones-de-seleccion-de-plazas-de-ayudantes-de-profesores-ayudantes-doctores-y-de-profesores-asociados
https://www.ubu.es/servicio-de-recursos-humanos/pdi/concursos-y-bolsas-de-trabajo/baremos-y-comisiones-de-seleccion-de-plazas-de-ayudantes-de-profesores-ayudantes-doctores-y-de-profesores-asociados
https://www.ubu.es/servicio-de-recursos-humanos/pdi/concursos-y-bolsas-de-trabajo/baremos-y-comisiones-de-seleccion-de-plazas-de-ayudantes-de-profesores-ayudantes-doctores-y-de-profesores-asociados
https://www.ubu.es/servicio-de-recursos-humanos/pdi/concursos-y-bolsas-de-trabajo/baremos-y-comisiones-de-seleccion-de-plazas-de-ayudantes-de-profesores-ayudantes-doctores-y-de-profesores-asociados
https://www.ubu.es/te-interesa/preparacion-de-entrevistas-de-trabajo
https://www.ubu.es/te-interesa/preparacion-de-entrevistas-de-trabajo
https://www.ubu.es/te-interesa/preparacion-de-entrevistas-de-trabajo
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openings related to 
projects. 

and evolution. 
-Number of 
recruitment 
processes improved 
by the measure. 

94(2020),163(2021),129(2022
), 167(2023) 
 

23.-Improve the 
information supplied 
to the candidates 
after the selection 
process.  
Improvements will be 
made regarding the 
information given to 
the candidates after 
the selection process, 
whether they are 
chosen or not. The 
R&D programs 
already published the 
minutes with their 
assessment, a 
practice that will be 
extended to the rest 
of the selection 
processes. 

15 Q3 a Q8 - Vice-Rector for 
Research, 
Transfer and 
Innovation. 
- Vice-Rector for 
Teaching and 
Research Staff  
- Human 
Resources 

Target: 
-Publication of 
minutes of the 
selection processes. 
 
Indicators: 
-Number of minutes 
published and 
evolution. (40% 
increased) 
-Number of 
recruitment 
processes improved 
by the measure. 
 

Completed 
 
 
 

Since 2020, all the minutes of 
the selection processes are 
published; these reports show 
the relevant information on 
the evaluation criteria 
applied. 
 
Indicators: 
77 recruitment processes 
improved. 
 
Update 2024: 
 
Selection processes improved 
by the measure: 110 (2019), 
94(2020),163(2021),129(2022
), 167(2023)  

24.- Welcome guide. 
Tool for new 
researchers 
containing basic 
information on 
professional, logistical 
and labour aspects 
aimed at facilitating 
their quick adaptation 
to the UBU 
environment. 
 
 

4 Q6 a Q7 International 
Relations 
Service 

Target: 
-Guide published  
-Guide widely 
disseminated 
among the research 
community. 
 
Indicators: 
-Satisfaction Survey 
to measure the 
usefulness and 
scope of the guide 
 -Number of 
downloads from the 
website and 
evolution. 
 

Completed Guide approved by the 
Research Commission of the 
UBU in November 2020.  
Guide published (November 
2020). 
 
https://www.ubu.es/sites/def
ault/files/portal_page/files/m
anual_de_acogida_del_perso
nal_investigador.pdf 
 
The welcome guide was 
officially published and 
disseminated.  
(https://www.ubu.es/agenda
/jornada-politicas-de-
contratacion-en-
investigacion-de-la-ue-el-
sello-hr-excellence-en-la-
ubu). 
 
Update 2024: 
 
Indicators: 
512 visits to the welcome 
guide website up to February 
2024. 

25.-Research Portal  
This new site displays 
the results of the 
scientific activity of 
the UBU researchers, 
focused on the 
following objectives: 
-To make the society 
aware on the 
research role of the 

6, 8, 
9 

Q4 a Q7 - Vice-Rector for 
Research, 
Transfer and 
Innovation. 
 

Target: 
 
-Web service 
implemented and 
available. 
 
Indicators: 
 
-Number of queries 
and evolution. 

Completed 
 
 
 
 

Portal available: 
 
https://investigacion.ubu.es/ 
 
DIALNET program allows for 
developing this new service, 
aimed at reinforcing the 
institutional policies of 
dissemination and outreach 
to society. 

https://www.ubu.es/sites/default/files/portal_page/files/manual_de_acogida_del_personal_investigador.pdf
https://www.ubu.es/sites/default/files/portal_page/files/manual_de_acogida_del_personal_investigador.pdf
https://www.ubu.es/sites/default/files/portal_page/files/manual_de_acogida_del_personal_investigador.pdf
https://www.ubu.es/sites/default/files/portal_page/files/manual_de_acogida_del_personal_investigador.pdf
https://investigacion.ubu.es/


 

University of Burgos  25 

 

institution and its 
researchers. 
-Contribute to 
transparency in the 
use of public funding 
for R&D activities. 
-Strengthen 
institutional open 
science policies.  

-Satisfaction Survey 
to measure the 
usefulness of the 
site. 
 

The profiles of bout the 40% 
of researchers are in process 
of being updated and 
registered in the database. 
 
Update 2024: 
 
All profiles are listed and 
updated in the Portal's 
database. It is an 
indispensable tool for 
disseminating science to 
society, and is under 
continuous improvement.  
 
Indicators: 
-Number of searches and 
evolution: 128,000(2021), 
199,000(2022), 
254,000(2023). 
-No. of users and evolution: 
104,000(2021),176,000(2022)
, 239,000(2023) 
-Satisfaction survey: 4.14 
(Likert) 
 

26.- Gender equality 
in research.  
In the coming years, a 
number of specific 
measures will be 
carried out to 
promote gender 
equality in research, 
such as: 
- Improving 
information about the 
role of women in 
research. 
- Research awards 
with a gender 
perspective 
- Strengthening 
actions of the 
research activity of 
women in 
underrepresented 
areas. 
- Specific actions on 
how to incorporate 
the gender 
perspective in 
research.   

10, Q9 a Q1 Equal 
Opportunities 
Unit 

Target: 
 
-Database on 
participation of 
women in research 
-Consolidation of 
Research awards  
-Guide on how to 
incorporate gender 
perspective in 
Research. 
 
Indicators: 
 
- Gender indicators 
in R&D: number of 
female researchers, 
women 
participating as 
principal 
investigator… 
 

In progress 
 

Update 2024: 
 
- The OTRI provides support 
to researchers to include 
gender perspective both in 
research projects and in the 
scientific papers that may 
result from the research. 
- There is a database 
available in the Research 
Portal to consult the 
participation of women in 
research: 
https://investigacion.ubu.es/i
ndicadores/personas  
- Awards for gender 
perspective in university 
research have been 
implemented and 
consolidated. 
(https://www.ubu.es/noticias
/premios-la-perspectiva-de-
genero-en-las-
investigaciones-
universitarias)  
 
- Training actions on gender 
perspective in research have 
been implemented: 
-G-9.26 Training on "Gender 
Equality and Gender 
Violence" 2020,2021. 
-A.F. G-9.20. Training 
"Gendered Innovation. 
Innovating teaching and 
research from a gender 

https://www.ubu.es/noticias/premios-la-perspectiva-de-genero-en-las-investigaciones-universitarias
https://www.ubu.es/noticias/premios-la-perspectiva-de-genero-en-las-investigaciones-universitarias
https://www.ubu.es/noticias/premios-la-perspectiva-de-genero-en-las-investigaciones-universitarias
https://www.ubu.es/noticias/premios-la-perspectiva-de-genero-en-las-investigaciones-universitarias
https://www.ubu.es/noticias/premios-la-perspectiva-de-genero-en-las-investigaciones-universitarias
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approach". 2020-2021 
-A.F. G-9.25. Training 
"Advancing in teaching under 
gender perspective" 2020-
2021. 
A.F.36. Gender perspective in 
teaching and research: 
theoretical and practical 
strategies. PFP 2021-2022 
A.F.G-9.13 Course "Gendered 
Innovation. Innovating 
teaching and research from a 
gender perspective 2021-
2022. 
"Gender Perspective in 
Teaching and Research: 
theoretical and practical 
strategies" 2021-2022 
https://www.ubu.es/te-
interesa/perspectiva-de-
genero-en-docencia-e-
investigacion-estrategias-
teoricas-y-practicas  
 
Indicators: 
 
-Number of female research 
group leaders in research at 
UBU and evolution: 
27(2019),31(2020),34(2021),
34(2022),39(2023) 
-Number of female UIC 
directors and evolution: 
8(2019),8(2020),9(2021),10(2
022,12(2023) 

27.- Assurance of 
Transparency in 
researchers' 
recruitment 
processes. 
 
All staff involved in 
recruitment processes 
must complete the 
DACI document to 
ensure transparency. 

13 2024 to 
2027 

-Research 
Management 
Service 

-Human 
Resources 

Target  
 
-All staff involved in 
a call for 
employment must 
fill in the DACI 
document. 
 
Indicators: 
 
No. of processes 
incorporating DACI 
and evolution. 

New 2024 Measures are implemented to 
ensure transparency, 
guarantee impartiality and 
absence of conflict of interest. 
 
Those involved in the 
procedures and/or persons 
drafting the calls for 
proposals must complete the 
DACI document. 

28.- Fair and 
attractive economic 
environment.  
Development and 
implementation of 
policies about 
minimum salaries for 
research and 
technical staff for 
those grants and 
funding where it is 
not established by the 
bases. 

25, 26 2024 to 
2027 

-Vice-Chancellor 
for Research, 
Transfer and 
Innovation. 
- Vice-
Chancellor for 
Teaching and 
Research Staff. 
- Human 
Resources. 

Target:  
Design and 
implementation of a 
regulation on the 
minimum 
remuneration of 
research and 
technical staff for 
those calls and 
funds where it is not 
established by the 
bases.  

New 2024 The University of Burgos, in 
line with the dignification 
policy of the research activity, 
establishes the regulations 
where the minimum annual 
salary tables are included.  
 
https://www.ubu.es/sites/def
ault/files/portal_page/files/r
etribuciones_minimas_person
al_investigador_1.pdf  
https://www.ubu.es/sites/def
ault/files/portal_page/files/r
etribucion_minimas_personal

https://www.ubu.es/te-interesa/perspectiva-de-genero-en-docencia-e-investigacion-estrategias-teoricas-y-practicas
https://www.ubu.es/te-interesa/perspectiva-de-genero-en-docencia-e-investigacion-estrategias-teoricas-y-practicas
https://www.ubu.es/te-interesa/perspectiva-de-genero-en-docencia-e-investigacion-estrategias-teoricas-y-practicas
https://www.ubu.es/te-interesa/perspectiva-de-genero-en-docencia-e-investigacion-estrategias-teoricas-y-practicas
https://www.ubu.es/te-interesa/perspectiva-de-genero-en-docencia-e-investigacion-estrategias-teoricas-y-practicas
https://www.ubu.es/sites/default/files/portal_page/files/retribucion_minimas_personal_de_apoyo_a_la_investigacion.pdf
https://www.ubu.es/sites/default/files/portal_page/files/retribucion_minimas_personal_de_apoyo_a_la_investigacion.pdf
https://www.ubu.es/sites/default/files/portal_page/files/retribucion_minimas_personal_de_apoyo_a_la_investigacion.pdf
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Indicators: 
 
- Satisfaction survey 
- Number of people 
benefited by this 
measure 

_de_apoyo_a_la_investigacio
n.pdf 
 
 

29.- Stimulating 
research 
environment 

23 2023 to 
2027 

- Vice-Rector for 
Research, 
Transfer and 
Innovation. 

Objetivo: 
 
Creating a 
stimulating 
research 
environment that 
provides resources 
for research staff  
 
Indicadores: 
 
-Satisfaction survey. 
-Number of 
researchers 
benefited by the 
measure. 
 

New 2024 This measure will provide 
additional resources to 
researchers. In order to do it, 
the modification of the 
instruction for the 
'Incentivization of research 
through the management of 
indirect costs, and liberated 
from competitive research 
projects' was approved by the 
Governing Council on 30 
November 2016. 

30.- Improving the 
visibility of 
supporting 
documents to the 
research community  

38,39 2024 to 
2027 

-Doctoral School 

-Vice Chancellor 
for Research, 
Transfer and 
Innovation 

-OTRI 
(Knowledge 
Transfer Office) 

Target: 
 
To achieve a wider 
dissemination of the 
supporting 
documentation in 
the university 
community, 
especially in the 
research 
community. 
 Indicadores: 
 
- No. of 
students/year 
completing the 
cross-cutting 
activities proposed 

New 2024 The aim is to improve the 
visibility of the 
documentation and facilities 
offered by the HR Excellence 
award´s policies through 
several actions within the 
university. Initially, 
transversal doctoral activities 
and courses for the research 
community are proposed. 

31.- Development 
and integration of 
researching in 
Castilla y Leon 
through a regional 
research portal. 
 
 

9 2024 to 
2027 

- Vice 
Chancellor for 
Research, 
Transfer and 
Innovation. 

 

Target: 
Implementation of 
a tool to make 
science and 
research more 
accessible to society 
at regional level. 
 
Indicadores: 
 
- No. of visits/year 
and evolution. 
 
- Satisfaction survey 
to measure the 
utility of the 
website 

New 2024 Efforts have been made to 
implement a tool at regional 
level, with the participation of 
the four public universities of 
Castilla y León, to make 
research more accessible to 
society and make 
entrepreneurship more 
visible. It is expected to be 
available in 2024. 

 

Link to dedicated web pages on your organisation's website *: 

https://www.ubu.es/sites/default/files/portal_page/files/retribucion_minimas_personal_de_apoyo_a_la_investigacion.pdf
https://www.ubu.es/sites/default/files/portal_page/files/retribucion_minimas_personal_de_apoyo_a_la_investigacion.pdf
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https://www.ubu.com/human-resources-strategy-researchers-hrs4r 

 

3.1 COMMENTS ON THE IMPLEMENTATION OF THE OTM-R PRINCIPLES 

After the implementation of the new legislation, we have been working on the elaboration of the 
updated OTM-R Protocol, covering the changes included in the new legislation and integrating the 
OTM-R principles in the organization. 

After reviewing the figures of the Spanish university system, it was observed that there are notable 
differences in the selection and hiring process between the Research Staff and the PDI staff (Full 
Professor and Professor of University), permanent PDI staff (Permanent Professor), temporary PDI 
staff (Assistant PhD Professor), and permanent teaching staff (Associate Professor and Substitute 
Professor). For this reason, an effort was made to include all the figures in the OTM-R Protocol in two 
separate sections. 

Research Staff hired under the Research Staff category are generally linked to a project, agreement 
or research group. Therefore, each grant is different, with a specific profile, conditions defined by the 
bases and conditions of the project. In addition, each project or research group is integrated by 
specific people, different from each other, who have specific needs and it is mainly the Principal 
Investigators or those in charge of the project who know the profile they really need. Therefore, it is 
complex to define static selection committees for this type of positions. However, personnel hired 
through grants such as Ramón y Cajal, Juan de la Cierva, Marie Curie, Beatriz Galindo or Torres 
Quevedo are evaluated by external commissions by default. Meanwhile, other figures such as 
predoctoral staff at the University of Burgos are evaluated by external agencies such as ACSUCYL. In 
addition, we have made every effort to ensure that all calls for applications meet with the selection 
and hiring principles of the Charter & Code of Conduct established in the OTM-R Protocol, with a few 
new improvements:  

• The call for applications, which is widely disseminated, provides information about general 
and specific requirements, the duration, amount and application deadline, which provides a 
generous time to apply. By default, there are several ways to register the application, either 
by general application or by registry including instructions to do so. At the end of the 
document you will find the application form and related documentation. 

• New measure 28. Two regulations are approved (minimum salaries for research staff and 
minimum PTGAS salaries in research) in those programs that do not establish the bases, in 
order to dignify research activity, attract talent, improve stability and permanence of 
researchers. 

• New measure 27. The members of the selection committee must sign and commit 
themselves to the document of declaration of absence of conflict of interest, in order to 
guarantee impartiality in the recruitment process and ensure transparency. In addition, their 
profiles and ORCID code are shared, which is complemented with the information that can 
be found in the University's Research Portal. In any case, the members will generally be 
senior academic experts in the field. 

• A summary is published in English for anyone interested to apply. 
• The obligations of researchers, which are complementary to the Code of Good Practices in 

Research, are included in the document. 

https://www.ubu.es/human-resources-strategy-researchers-hrs4r


 

University of Burgos  29 

 

• The evaluation criteria are objective, in line with the described needs of the project or group, 
and are published in the call for application. These criteria generally include experience, 
mobility, languages, and academic background. 

• Information is provided at each step of the process on the claims and appeals that can be 
filed at each step of the process. 

• Information is provided on the deadlines for the submission of documentation. 
• The minutes of the selection committee will be disseminated through the same channels 

where it was published, and will include the score of each applicant, indicating the score in 
each criteria of assessment, ensuring transparency and hiring according to the merits of the 
candidate. Interested parties may submit a complaint. Therefore, the organ where they can 
do it and its deadline are indicated, always reasonable, to ensure that claims can be made. 

• After the publication of the minutes, the rector's resolution is issued, confirming the selected 
candidate and informing again of the possible ways to appeal this resolution. 

• A researcher service number is provided for any doubts or incidents that may arise during 
the process. 
 

The Council Recommendation of 18 December 2023 on a European framework for attracting and 

retaining research, innovation and entrepreneurial talent in Europe by integrating research careers 

into the European framework has also been considered in the elaboration of the Protocol. On the 

other hand, some figures of the university system, as mentioned above, are mainly regulated by 

regional and national law. In any case, these figures are considered in the OTM-R Protocol document, 

ensuring an open, transparent and merit-based process for those aspects not regulated by the 

legislation.  

Link to the dedicated OTM-R website: 

https://www.ubu.en/estrategia-de-recursos-humanos-researchers-hrs4r/selección-y-reclutamiento 

 

4 IMPLEMENTATION  
The implementation of the actions is following the established course, concluding some of them and 
advancing in others, as described in section 3 "Actions". As a result, the following have been 
developed: 

• 1 session "EU Research Recruitment Policies: The HR Excellence seal in the UBU" Introducing 
documents related to the activities of the Action Plan, and making them familiar to the 
research community. Including the Welcome Manual, Welcome Protocol, Code of Good 
Practices in Research, Recruitment Protocol, Researcher's Guide, Research Career Guide and 
Monitoring of postdoctoral researchers and professional guidance to researchers. 

• Four surveys have been launched concerning the actions implemented, mainly related to the 
documents presented: OTM-R, Welcome Protocol, Researcher's Guide, Welcome Guide…. 

• 12 working meetings reported in the online tool used for meeting minutes. 
• Continuous communication between the working groups via email and phone to push 

forward the initiatives, report indicators and make decisions. 
• Coordination with the Steering Committee for the supervision of the activities related to the 

Hr award through the Board of Directors and other University mechanisms. 
 

https://www.boe.es/buscar/doc.php?id=DOUE-Z-2023-70058
https://www.boe.es/buscar/doc.php?id=DOUE-Z-2023-70058
https://www.boe.es/buscar/doc.php?id=DOUE-Z-2023-70058
https://www.ubu.es/human-resources-strategy-researchers-hrs4r/seleccion-y-contratacion
https://www.ubu.es/agenda/jornada-politicas-de-contratacion-en-investigacion-de-la-ue-el-sello-hr-excellence-en-la-ubu
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Updates and new actions have been implemented around important policies and regulations at the 
University, in line with the HR Excellence strategy, such as the interdisciplinary training of the 
doctoral school around the HR award, the minimum salary policy, or the open science policy. 

The Scoreboard has been redesigned to become a new visual tool that allows us to know the status 
of each action quickly and effectively. In this sense, the compilation of indicators has continued. 
Some actions have been identified that cannot be properly measured with the indicators initially 
proposed. Therefore, some of them have been incorporated, modified and eliminated: 

• Action 2: A system to obtain more statistics from this tool is currently being ordered. The 
survey was carried out and as a result online workshops are planned to facilitate the use of 
the tool. 

• Action 3, 5, 15, 16, 24: Some indicators were defined that could not be collected as intended, 
such as downloads of a specific document, due to technical limitations. The website only 
allows us to know the number of accumulated page views, where there are more documents 
of the same section. This will be possible with the new university website which is currently 
under licitation. 

• Action 6. It is intended to professionalise the service with new staff, who will be in charge of 
compiling the indicators. 

• Action 7. At the moment no satisfaction surveys have been introduced in the service 
provided to researchers in the diversity unit. It is proposed to give more visibility to this 
proposal and to eliminate this indicator. 

• Action 10. It is understood that by financing the groups, the researchers belonging to the 
group are financed, therefore, the elimination of this indicator is proposed. 

• Action 18. There are technical limitations in compiling the indicator No. consultations/year 
and evolution as defined. Therefore, the number of accumulated requests is provisionally 
compiled until the new University website is implemented and operational, and the 
indicators can be collected as defined. 

• Action 20. All selection committees which are not Research Staff are under national 
legislation, where members of the selection committee from other institutions and diversity 
and gender equality issues are considered in the selection committee. On the other hand, 
Research Staff are regulated by the OTM-R Protocol. By introducing these measures, it is 
expected that all offers adopt diversity measures. Therefore, it is proposed to eliminate this 
indicator. In addition, all those hired through programmes such as Beatriz Galindo, Juan de la 
Cierva, Ramón y Cajal and similar are evaluated by an external committee. We have had 
technical limitations when compiling the number of members from other institutions. 

• Action 22. Clarification: Currently, all calls for recruitment of researchers, whether they are 
regulated by national or regional regulations, or by the OTM-R protocol. The profile, CV and 
ORCID code of the members of the selection committee can be consulted. The published 
profiles have been accounted for by the number of times they have been published, they can 
be repeated. 

• Action 23. Clarification: Minutes are always published, therefore, it is understood that all 
recruitment processes are improved. 

• Action 26. The proposed gender indicators may overlap with Action 8. Therefore, it is 
proposed to distribute the indicators between both actions. Since the indicators for women 
in positions of responsibility were not defined, now, they are defined as leading women 
researchers of Research Groups and leading women researchers of Consolidated Research 
Units. 
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Ilustración 4. Detail of Scoreboard. Action 25 

 

4.1 HOW HAVE YOU PREPARED THE INTERNAL REVIEW?   

The Internal Review has been prepared in parallel with the implementation of the actions planned in 
the Action Plan. The evolution of the actions implemented by the working groups, as well as their 
associated indicators, have been collected during the renewal period. 

The final drafting of the Internal Report (Template 3) is based on the EC Consensus Report sent in 
March 2021 and the considerations of the external supervisor. 

This final draft has been prepared by the Hr award coordinator in collaboration with the Hr award 
Working Group and the external supervisor. The document will be presented to the Steering 
Committee for approval before the deadline with the possibility to make changes and modifications. 
Once the Internal Review has been approved, the information will be uploaded to the Euraxess 
online tool.       

4.2 HOW HAVE YOU INVOLVED THE RESEARCH COMMUNITY, YOUR MAIN 
STAKEHOLDERS, IN THE IMPLEMENTATION PROCESS?             

The research community has participated in the development and implementation of the principles 
of the Charter and Code of Conduct by executing the Action Plan through various processes. First, all 
related concerns are discussed in the research commission, especially those that are associated with 
regulations or documents. This committee is made up of personnel directly involved in the award's 
working group and other figures, such as PhD professors and researchers. Subsequently, these 
aspects are approved by the Governing Council, made up of students, professors, PDI, department 
and school directors, as well as public workers. Therefore, all the actors of the university are in this 
Council, and, as a result, they participate in some way in the review and approval of these matters. 

On the other hand, researchers participate directly through the surveys and suggestions collected 
after the workshops and seminars. 
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Ilustración 5. Detail of feedback provided by researchers through surveys. Example Turnitin tool 

• Action 1, 4, 17: PDI staff participating in the training workshops are able to complete surveys 
and provide feedback on the IPR, good research practice and OTM-R training workshops for 
researchers, with the aim of implementing improvement actions. 

• Action 2: The feedback from surveys is considered. As a consequence, an online 
course/workshop is planned to understand how to use and manage the tool. 

• Action 5: The suggestions and improvements about the Researcher's Guide collected through 
surveys are considered. As a consequence, the Guide will be more widely disseminated, 
especially among new doctoral students after enrolment. 

• Action 6: The suggestions related to the Welcome Protocol collected through the surveys are 
considered, translating the document into English and putting it into practice with the new 
staff. 

• Action 8: For the development of the II Equal Opportunity Plan, collaboration has been held 
in collaboration with the University Community, the Diversity Service, the Human Resources 
Service, the management teams of the centers, faculties, schools, etc. There are therefore 
limitations in collecting the consultation requests made by the researchers, since they are 
submitted to multiple services. 

• Action 9: Comments and suggestions on the Research Portal and its evaluation of scientific 
productivity, collected through surveys, are considered. As a result, we are working on 
improvements to the Portal, implementing tools for its automatic updating, adding new 
search engines and other improvements. 

• Action 10: Suggestions made through surveys are considered in order to improve the 
program. 

• Action 16: A survey specially dedicated to this document has been launched to the research 
community. It collects feedback and comments on the document, in order to ensure its 
continuous improvement. 

• Action 18: Suggestions from PDI staff have been collected through surveys. Consequently, it 
is proposed to disseminate the tool more widely and make it more intuitive. 

• Action 24: The feedback and suggestions of the research staff concerning the Welcome 
Manual have been compiled and consequently translated into English. Other considerations 
mentioned were the dissemination of the Manual or the integration together with the 
accommodation of the international staff in English language. These actions will be 
implemented from February 2024 by the new staff incorporated.  
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• Action 25: Feedback from research staff on the Research Portal is collected through surveys. 
As in Action 9, work is being done in order to make substantial improvements.  
 

The University of Burgos is committed to continue with the monitoring and continuous improvement 
through surveys and seminars, in order to keep implementing new actions and strategies within the 
framework of the HR Excellence award policy.  

4.3 DO YOU HAVE AN IMPLEMENTATION COMMITTEE AND/OR STEERING 
GROUP REGULARLY OVERSEEING PROGRESS? 

As stated in the Action Plan, the supervision of the progress of the planned actions was carried out 
by: 

1-The Committee for Strategic Actions (CSA), in charge of the operational oversight. This Committee 
has been composed of: 

• José Miguel García (Vice-Rector for Research, Transfer and Innovation, Coordinator of WG4) 
• Azucena Ubierna (Head of the Employment Unit) 
• Beatriz Ibáñez (Community Manager at OTRI-OTC) 
• Esther González (Head of the Unit for Research Staff, Coordinator of WG5) 
• Javier Hoyuelos (R3, Director of the Educational Innovation and Training Institute -IFIE) 
• Joaquín Pacheco (R4, Director of the Doctorate School) 
• José Luis Cuesta (R4, Coordinator of WG2) 
• Mari Cruz Atanes (Director of Human Resources) 
• Raquel Ortega (Director of the Research Management Service, Coordinator of WG3) 
• Susana Cámara (Head of the Knowledge Transfer Office (OTRI-OTC), Coordinator of WG1) 

 
Part of this committee will be integrated, as it will be reflected in the next action plan, in the Hr 
Excellence award Working Group. 

2- A High-level Steering Committee, in charge of the institutional follow-up of the HRS4R process, 
composed of: 

• Manuel Pérez Mateos (Rector) 
• Jose Miguel García (Vice-Rector for Research, Transfer and Innovation) 
• José María Cámara (Vice-Rector for Teaching and Research Staff) 
• Joaquín Pacheco (Director of the Doctorate School) 
• Begoña Prieto (Vice Rector for Teaching and Digital Learning) 

 
For the next phase of the implementation of the Action Plan, the overseeing role of the CSA will be 
taken by the Steering Committee, within the organizational changes described in previous sections, 
in order to improve the implementation and supervision of the pending tasks of the plan and the 
facilitation of the processes. 

4.4 IS THERE ANY ALIGNMENT OF ORGANISATIONAL POLICIES WITH THE 
HRS4R? FOR EXAMPLE, IS THE HRS4R RECOGNIZED IN THE 
ORGANISATION’S RESEARCH STRATEGY, OVERARCHING HR POLICY?        

HRS4R is fully aligned with the institution's R&D strategy. In March 2019, the Governing Council of 
the University of Burgos approved the Strategic Plan for Research, Knowledge Transfer and 
Innovation 2019-2024 for the region and Spanish society through the generation of knowledge and 
its transfer to social and economic agents. 

https://www.ubu.es/sites/default/files/portal_page/files/ubu-internal_review_template3-23n.pdf
https://www.ubu.es/sites/default/files/portal_page/files/ubu-internal_review_template3-23n.pdf
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On the other hand, one of the 4 pillars of the strategic plan is addressed to the human resources 
policy in research, ensuring a structural approach to the adoption of HRS4R based on three main 
objectives: 

1. Consolidate a positive environment for the fulfilment of the institutional research role. 
2. Implement a researcher recruitment process in accordance with international OTM-R 

requirements. 
3. Involve all members of the university community to meet the principles of the Charter and 

Code, ensuring the renewal of the Excellence in Human Resources award. 
 

In addition, recognition of the award is present through its logo in a multitude of processes, portals, 
training and resources on the web, highlighting the logo on the university's homepage, in 
recruitment processes for researchers and in training days and workshops related to some of the 
principles. Another aspect to highlight is the Chancellor's report to the senate, where the necessities 
and activities that need to be developed in order to continue with our commitment and 
strengthening of the HRS4R strategy are detailed. 

We are currently working on the following Strategic Plan for Research, Knowledge Transfer and 
Innovation 2024-2027 where the policies of the HR Excellence award will be part of the backbone of 
the document. 

The HRS4R policies are integrated in the university through new and old policies in place, as we have 
seen. An example of this is the regulation of minimum salaries for research staff hired with funds 
from public and private grants whose terms and conditions do not establish them. It is pointed out in 
the document: 

“There is a direct correlation between the quantity and quality of research carried out and the 
support offered by the university to research staff. This reality is especially reflected in those who are 
hired under research projects and funds. The University of Burgos is committed to supporting these 
staff, as indicated in the documents related to the HRS4R award (HR Excellence in Research, Human 
Resources Strategy for Research) of the EU, such as the Code of Good Practice in Research...... 
Furthermore, and in accordance with the University of Burgos policy of dignifying research activity 
and the policy related to the HRS4R award, it is considered that the university must have a table of 
minimum salaries for research staff employed with funds from public and private grants that do not 
establish these minimum salaries in the bases and in the grant calls”. 

Link to the regulation of minimum salaries for research staff: 
https://www.ubu.es/sites/default/files/portal_page/files/retribuciones_minimas_personal_investiga
do_0.pdf  

Finally, the OTM-R protocol is an essential document for the application of the principles concerning 
open, transparent and merit-based recruitment, guiding university human resources services and 
selection committees in staff recruitment processes. 

4.5 HOW HAS YOUR ORGANISATION ENSURED THAT THE PROPOSED 
ACTIONS WOULD BE ALSO IMPLEMENTED? 

The HRS4R process is an institutional commitment assumed by the Governing Council of the 
University of Burgos, its highest representative and governing body. In fact, the actions contemplated 

https://www.ubu.es/sites/default/files/portal_page/files/retribuciones_minimas_personal_investigado_0.pdf
https://www.ubu.es/sites/default/files/portal_page/files/retribuciones_minimas_personal_investigado_0.pdf
https://www.ubu.es/sites/default/files/portal_page/files/retribuciones_minimas_personal_investigado_0.pdf
https://www.ubu.es/sites/default/files/portal_page/files/retribuciones_minimas_personal_investigado_0.pdf
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in the Action Plan -and its renewed version- are included in the Strategic Plan for Research, 
Knowledge Transfer and Innovation 2019-2024. 

In addition, other elements that guarantee the implementation of the planned actions and constitute 
key working elements within the HRS4R process are: 

• The Vice-Rector for Research, Transfer and Innovation, as head of the HRH Working Group 
and member of the Steering Committee, ensures the connection between the operational 
area of the Action Plan and the institutional decision-making bodies. 

• The participation of an external supervisor in the monitoring tasks, which allows the 
detection of deviations from a neutral perspective, and supports the coordination between 
the different agents and units involved in the implementation of the actions. 

• The centralisation of the next tasks in a single main working group, to be defined in the next 
Action Plan, which will hold continuous progress meetings to analyse the status of each 
action and the implementation of corrective measures if necessary. 

• The figure of the HR Award coordinator is introduced, in constant communication with all 
the stakeholders, in order to guarantee a fluid and continuous work, supporting them in 
whatever is necessary. 

• Human and capital resources have been made available to achieve the objectives of the 
Action Plan. Contingency actions have been implemented in those actions that have required 
it. 
 

4.6 HOW ARE YOU MONITORING PROGRESS (TIMELINE)? 

The monitoring process will include the following actions: 

• Regular meetings of the Working Group in order to monitor the progress of the programmed 
actions and the associated indicators. In addition, activities to consult researchers on the 
actions implemented will be identified and established. 

• One of the roles of the Vice-Chancellor for Research, Transfer and Innovation, as head of the 
Hr Award Working Group and member of the Steering Committee, is to coordinate the 
progress of the actions within the framework of the procedures for institutional supervision 
and approval by the UBU governing bodies. 

• The HR award coordinator collaborates by collecting indicators together with the services 
and staff involved, as well as being in permanent contact with all stakeholders, evaluating 
actions, identifying points for improvement, and establishing corrective actions, among other 
tasks. 

4.7 HOW WILL YOU MEASURE PROGRESS (INDICATORS) IN VIEW OF THE 
NEXT ASSESSMENT?   

The monitoring tool to evaluate the progress of the actions will be the Indicator Dashboard, 
launched during the first phase of the Action Plan, and recently modified to improve the visualisation 
of the indicators, which offers the following features: 
 

• A set of indicators assigned to each single action in order 
• Graphs to understand the current status. 
• Defined procedures for data collection. 
• List of persons in charge of collecting the information in the different services and units, and 

people responsible for the actions. 
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The HR award Working Groups will be in charge of the annual collection of indicators with the 
support of the "coordinator". There are some changes in the collection of the indicators, described in 
section 4. IMPLEMENTATION.  

4.8 HOW DO YOU EXPECT TO PREPARE FOR THE EXTERNAL REVIEW? 

The Human Resources Working Group will be in charge, together with the HR award coordinator and 
external supervisor, of the organisation's external review preparation; they will be focused on a 
regular update of progress over the next three years. For this purpose, they will be in continuous 
contact with the HR award coordinator and staff involved, considering all the information generated 
in: 

• Coordination meetings: information will be collected from the Task Forces. 
• Minutes of the working group meetings. 
• Indicator dashboard 

 
The development tasks for Template 3 will be initiated at least an appropriate time before the 
submission deadline, and will be submitted to the institutional governing bodies for approval on 
time. When preparing the site visit, the guidelines available in Euraxess will be followed. Relevant 
aspects such as the proposal of an indicative date, the identification of the HR contact person and 
the elaboration of the institutional information will be addressed before the three years period. 

 
 
 

 



 

 

 

 
 
 
 
 
 

 
 

 
 
 

C/ Hospital del Rey s/n 
09001 Burgos (España) 

Tel: 947 25 87 31 
sec.investigacion@ubu.es 
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