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1. Presentation of Université Clermont Auvergne (UCA)
The creation of Université Clermont-Auvergne, on 1 January 2017, is the result of a process of
convergence between the two former universities of Clermont (Université Auvergne and Université
Blaise-Pascal), which was built around a strategic project validated in July 2014 by the entire university
community. This project aims to develop the Clermont Auvergne higher education and research site,
in order to increase the quality of the services provided to users and to society, to strengthen its
reputation and its attractiveness at different levels (regional, national, international) and to contribute
even more clearly to the cultural, social and economic development of the region of which it is a
stakeholder. The creation of a single university, responsible for the territorial coordination of all the
actors of higher education and research, aims to ensure that Université Clermont Auvergne is a driving
force of the Auvergne-Rhône-Alpes region. Harnessing all the fields of knowledge, Université Clermont
Auvergne intends to implement an innovative policy in terms of initial and continuous training,
research and the professional integration of its students while also playing a major role within the local
community and on the international stage.
The “CAP 20-25” project submitted by Université Clermont Auvergne, for the entire site was selected
by the international jury of the Investments for the Future Programme (PIA) in February 2017.
Deployment of this project should enable the university site to reach a new milestone in its structuring
in order to increase its national and international visibility and strengthen the interplay between the
different disciplinary fields, different types of training and different actors involved in the development
of higher education and research (university, schools, research agencies, health care institutions,
businesses, local authorities). The I-SITE award (engineering and smart mobility, earth sciences,
international development, agronomy and environment, health-mobility) consolidates the strategic
positioning that is essential for Université Clermont Auvergne, which aims to promote the
consolidation of all the territorial higher education and research actors in order to make the Clermont
Auvergne site a large international training and research centre.
The UCA, the target establishment of the ISITE, is however even larger than the focuses of the CAP
2025 project. It is a multidisciplinary university ranked by the largest bodies of international rankings
(Shanghai, THE, etc.).

1.1. Key figures
Université Clermont Auvergne comprises:
 Around 35,000 students of whom 1,046 are doctoral students
 3,500 foreign students including 500 as part of inter-university partnerships and 150 jointly
supervised theses
 3,320 permanent staff, including 1,281 tenured researchers and lecturer-researchers and 1937
technical and administrative staff including 3,204 staff (all statuses combined) in the 38
research laboratories in partnership with many institutions and organisations (CNRS, INSERM,
INRA, IRD, VetAgroSup, IRSTEA, etc.) and 3 federative structures
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5 collegiums which group the scientific and teaching units around an identified and clear
disciplinary spectrum of five Doctoral Schools which covers the areas of Law-EconomicsManagement, Life Sciences-Health-Environment, Literature-Languages-Social Sciences and
Humanities, Technology-Sciences for Engineers and Fundamental Sciences
20 components: 3 faculties, 7 training and research units, 2 technical training institutes, 4
schools, 1 observatory, 1 PolyTech institute, 1 teacher training college and 1 IT Institute
More than 170 courses including 17 DUTs, 2 DEUSTs, 1 PACES (first common year for health
studies), 3 paramedical training courses, 3 preparatory cycles, 27 bachelor’s degree courses,
51 vocational bachelor’s degrees, 7 engineering degree, 1 law initiation and 81 master’s
degrees
Estimated budget of €300m
Premises covering 350,000 m²
550 partnership agreements in Europe and worldwide

4

1.2. Organisation of the UCA
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2. The HRS4R process at Université Clermont Auvergne
The European Human Resources Strategy for Researchers, also called HRS4R was launched by the
European Commission in 2008. It aims to improve the practices of organisations and institutions
working in the research field in relation to recruitment and the working conditions of researchers. The
European Commission grants an “HR Excellence in Research” award to institutions which adopt this
process. The latter makes institutions more attractive as well as helping to secure funding until 2020.
This HRS4R strategy is based on the principles of the European Charter for Researchers and the Code
of Conduct for the Recruitment of Researchers adopted by the European Commission on 11 March
2005.
The European Charter for Researchers is a set of general principles and requirements that relate to the
role, responsibilities and duties of researchers and their employers or funding organisations. It aims to
ensure that the relations between the different parties will contribute to success and performance,
the transfer and sharing of data and the development of the researchers’ careers.
The Code of Conduct for the Recruitment of Researchers is a set of principles and requirements which
are intended to improve recruitment, with fairer and more transparent selection procedures and it
also provides various methods for assessing their worth.
The HRS4R strategy is therefore based on the principles of the Charter and the Code of Conduct which
comprises 40 points whose main focuses are:
 Professional and ethical aspects;
 Recruitment;
 Working conditions and social security;
 Access to research training and continuous development.
Université Clermont Auvergne has included the European dimension in its teaching and research
activities and the recruitment of its lecturer-researchers. The process for making an HRS4R award
application is therefore a strategic objective for the UCA which aims to:
 Develop the policy of excellence of our University in the research field;
 Contribute to the international reputation of the University and its attractiveness;
 Participate in the construction of the European research area.
The active approach of the institution aimed at launching a process of converging its internal
procedures with the provisions contained in the Charter and the Code is based on the tool made
available by the European Commission: the Human Resources Strategy for Researchers - HRS4R,
broken down into five stages:
1. Internal analysis of the institution’s current practices in relation to the forty points of the
Charter and the Code of Recruitment of Researchers, involving the key research actors (gap
analysis);
2. Publication on the institutional website of the action plan to be undertaken on the basis of the
results of the self-analysis, setting out the objectives to be achieved and progress indicators;
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3. Assessment and recognition of the human resources strategy by the European Commission,
followed by the award of the HR Excellence in Research logo;
4. Implementation of the human resources strategy through the application of the action plan
and internal self-assessment 2 years later;
5. External assessment 3 years later and renewal of the award.

2.1. Method
Work at Université Clermont Auvergne on the HRS4R began in February 2017. This application for the
award is considered as the opportunity for the merged University to carry out a harmonisation of its
practices in the fields of research and recruitment and in relation to the working conditions of the
researchers. This work is also part of the development of the quality approach within the University,
which in particular aims to improve the services provided by strengthening coherency in the human
resources strategy for researchers of the institution. Finally, this process should allow us to develop
and give visibility to our attractiveness within the European Research Area.
In this document, we show, step by step, the HRS4R process followed by our institution. We have
worked as follows:
 First stage of the HRS4R process: Gap Analysis.
 Second stage: HR strategy and action plan.
 HR award application.

2.2. Internal analysis results: Gap Analysis
The process used to compare our internal analysis with those of the principles set out in the
Charter and the Code is summarised in the diagram below:

February

Marc
h
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First stage: Gap Analysis

Constitution of
the Steering
Committee

Constitution of
the Working
Groups

HRS4R
process
seminar

Meeting of
the Working
Groups
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Gap
Analysis
Summary

To successfully carry out the process in favour of the award application, a presentation of
the HRS4R process to political, administrative and scientific representatives aimed at setting up the
Steering Committee was held in February 2017. On 24 March 2017 the Steering Committee was
established. On 5 April 2017, the Steering Committee took part in a seminar on the HRS4R process.

2.3. The Steering Committee
The Steering Committee includes political, administrative and scientific representatives. It validates
the working group’s improvement proposals and constructs the institution’s HRS4R strategy and action
plan. In November 2017, the members were as follows:
Political representatives
Oscar Komla AWITOR: Europe Officer, Coordinator
Vianney DEQUIEDT: Vice-President of the Select Academic Committee responsible for Collegiums
Anne FOGLI: Vice-President HR, Ethics and Integrity
Anne GARRAIT-BOURRIER: Vice–President International policy development
Pierre HENRARD: Vice-President Research and Academic Commission responsible for Research
Agnès ROCHE: Vice-President Working conditions and Labour Environment
Representatives of the operational departments
Aurélie GROSCLAUDE: Research and Exploitation Department
Stéphanie LAMAISON: International Relations Department
Frédéric MARRE: Human Resources Department
Samira RIAD: EURAXESS Auvergne Service Center Manager
Claire SORIANO: Research and Exploitation Department, Europe Unit
Representatives of the researcher community
Delphine AUCLAIR: Research engineer (LMV)
Patrice BEGIE: PhD student in Management Science (C.R.C.G.M)
Mohamed ALI BOUHIFD: Researcher (LMV, CNRS)
Radhouane DALLEL: University Professor and Hospital Practitioner (CHU)
Jean-Philippe LUIS: Lecturer-Researcher (LLSH)
Sylvie NORRE: Lecturer-Researcher (LIMOS)
Cedric PEIRS: Researcher (CRCN, Inserm)
Quentin RODRIGUEZ: PhD student in Philosophies et Rationalites (PHIER)
The Steering Committee was tasked with the following missions:
 Participate in the development of the internal analysis and decide on the actions put forward
by the UCA in its action plan,
 Oversee implementation of the adopted action plan.
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At the same time, the Steering Committee then set up working groups and inter-group sessions to
work on the four main focuses, examine the feasibility of the proposed measures and estimate the
time scales for their implementation. This work also aims to ensure that the various departments (HR,
Research, DRI, DGS, etc.), and the researchers who are systematically represented move forward
together.

2.4. Description of the results of the internal analysis
The working groups met on several occasions between 5 March and 13 June to analyse the various
internal rules and procedures in the light of the principles of the Charter and the Code. The results of
the work are recorded in the table below. The Steering Committee met on 22 September 2017 to
analyse and adopt the results of the various working groups (see Gap Analysis document).
The internal analysis carried out by the Steering Committee identified some of the strong points of our
human resources policy about which communication campaigns will be targeted as well as some
improvement points which appear to need particularly urgent action.

2.4.1. Strengths
Université Clermont Auvergne has strengthened its identity and visibility, around its fundamental
missions – multidisciplinary research, innovative training provision – but also general values that form
a general framework for action and create a community: the affirmation of the social and
environmental responsibility of a university, in phase with the societal issues on the one hand and the
consolidation of governance and steering tools ensuring sustainable and harmonious development of
all its activities at the national, European and international levels on the other.
UCA’s internal assessment thus shows that a large part of the 40 points are already being implemented
within the institution but that progress is at different stages. Since 2017 when the UCA was created, it
has been involved in strengthening its human resources policy.

1. Professional and ethical aspects





Ethics and Integrity Committee: the Ethics and Integrity Vice-President chairs this committee.
A scientific integrity adviser and a research correspondent within the HRD have also been
appointed.
The Ethics Charter: the UCA has adopted the ethics charter for staff covering alert procedures
and management of conflicts of interest in the event of a violation of scientific integrity.
Scientific integrity training: training courses have been established to prevent violations of
scientific integrity.
Research good practices guide: a data protection officer been appointed to ensure good
research practices are used.
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University ombudsman: UCA employees may call on the services of the ombudsman to resolve
disputes and difficulties arising in the internal life of the institution.
Decision-making bodies: the employees participate in decision-making bodies. The researchers
have elected representatives on the Board of Directors, the Technical Committee, the
Academic Committee and the H&S Committee.

2. Recruitment and training









The doctoral students’ teaching department: doctoral students benefit from flexible
organisation of their teaching (192 hours maximum of equivalent directed classes, spread over
3 years). The teaching tasks are carried out on a voluntary basis and are included in the
doctoral contract.
Assistance for lecturer-researchers when taking up their posts: the research commission
grants 1000 euros to each new lecturer-researcher (PR or MC) when joining the laboratory.
Diffusion Cell of Technical and Industrial Scientific Culture: these two centres under the
authority of the Research and Promotion Department (DRV) promote the dissemination of
scientific and technical culture and information to the public and staff.
Lecturer-researcher frame of reference: the UCA has a frame of reference and assignment
rules for bonuses for educational responsibilities, as well as bonuses for administrative
responsibilities.
Theses charter: this has been designed for thesis supervisors (HDR holders) and post-doctoral
researchers;
Individual training pathway: this pathway is constructed year by year thanks to the DRV officer.
International recruitment of lecturer-researchers: the international policy is a key element of
attractiveness in particular through the strong impetus given to international recruitment. The
UCA has established a tenure track system for the long-term recruitment of young talent. It is
directed at doctoral students having completed their doctorate abroad.

3. Working conditions and social security





Professional support: the implementation of a plan for limiting precarious employment,
harnessing tools of anticipatory management of jobs and skills, the staff training strategy and
the mobility and career development advisory service.
Parity and professional equality: the UCA is a signatory of the charter for gender equality in
higher education. A Gender Equality Steering Committee has been set up. There are equality
advisers in each component of the UCA. The Steering Committee regularly proposes actions in
favour of equality. A crèche is dedicated to UCA staff, aimed at allowing everyone to better
reconcile family and professional life.
Prevention, health and safety: a policy for the prevention of occupational risks and psychosocial risks (RPS) with regular staff monitoring by the occupational medical service and a single
document on the assessment of occupational risks are produced; in the field of psycho-social
risk prevention, there is a psycho-social risks unit which meets regularly, and reports its
activities to the President of the University, and annually to the Health and Safety Committee.

10

A more extensive health in the workplace unit, with a multidisciplinary team (doctors, work
psychologist, ergonomist, nurses) will be set up in 2018.
 Social policy: an ambitious policy of social, cultural and leisure activities, overseen by a
dedicated unit. Activities related to well-being at work are organised (stress management for
example), as part of the CLASS service, open to all staff.
 Disability policy: establishment of a multi-annual disability guideline in 2018-2021. This
strategic multi-annual guideline aims to consolidate and develop the mechanisms for receiving
and supporting disabled students and staff.

4. International relations





The EURAXSS Auvergne (CSEA) services centre helps foreign researchers working in the
Auvergne, as well as the structures that receive them with the procedures related to their
arrival and residence in France.
The CSEA is the regional form of the EURAXSS network set up by the European Commission to
promote researchers’ mobility within the European Research Area. This unit attached to the
International Relations Office of Université Clermont Auvergne and partners, acts as the
adviser for the administrative procedures related to the reception of foreign researchers.
It offers personalised information and support to researchers and their families before they
arrive in the Auvergne, during their stay and after they leave; it acts as a point of entry for
researchers seeking practical information and support.

2.4.2. Improvement prospects
The work of analysing the rules and internal practices in relation to the forty principles of the Charter
and the Code has revealed possible and achievable improvements that can be made in various areas.
It has also been used to set the general objective and priority focuses of the human resources strategy
for UCA research, as well as the measures to be implemented in the 2018-2022 period. The table below
shows the architecture of the gap analysis tool.
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I. Professional and ethical aspects
Point
1. Research freedom

Actions
Communication of the European Charter for Researchers and the Code for
the Recruitment of Researchers and Lecturer-researchers by putting the
document online on the UCA website.

2. Ethical principles

3.Professional
responsibility

Putting the post descriptions online, translated into English (UCA, Euraxss
site). Preparation of a lecturer-researcher booklet, specifying the career
development of lecturer-researchers, their rights and obligations, their
working conditions, environment, confidentiality of results etc.
Existence of a Scientific Integrity adviser: procedures in the event of a
violation of scientific integrity still need to be implemented.

4. Professional attitude

Communication of the Research Professions Ethics Charter.

5. Contractual and legal Awareness-raising about exploitation and procedure for exploitable
obligations
research results (patents, etc.).
6. Accountability

7. Good practice in
research
8. Dissemination,
exploitation of results
9. Public engagement
10. Non-discrimination

The UCA is going to set up an IRB (Institutional Review Board) within the
UCA’s Ethics and Integrity Committee to issue ethical opinions excluding
with respect to research involving human subjects (RIHS). Participation in
the ethical reflection group of the large region, AuRA.
Set up good practice guidelines for laboratory research.
Preparation of an awareness-raising guide for lecturer-researchers and
students about exploitation and the procedure to follow in the event of
exploitable research results.
Encourage the lecturer-researchers to publicise their research to the
general public
Put on the UCA website links to: the IT adviser, the UCA ombudsman, the
Defender of Rights, Gender Equality Committee in the UCA.

11. Evaluation/appraisal Preparation of a lecturer-researcher booklet to send to recruitment and
systems
which sets out career developments (promotions, thesis supervisor status
(HDR), change of professional category, CNU procedures, etc.).
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II. Recruitment
12. Recruitment

Publication of the admission criteria for doctoral students in the Doctoral
Schools on the Doctoral Schools’ websites; A policy of granting for
secondary-school teachers time off from teaching for preparation of a
doctorate is planned.

13. Recruitment (Code)

Revise the format of the description of the positions to include a
satisfactory description of the working conditions; Plan for systematic
publication of the position profiles of PAST open to recruitment.
14. Selection (Code)
The CAP 20-25 project and its “policy of talent” programme gives the
opportunity to finance the participation of international experts in the
selection committees’ work.
15. Transparency (Code)
For ATER positions, it will be necessary to define the communications
procedures for candidates who are not selected.
16. Judging merit (Code)
Preparation of a guide for the chairs of selection committees which will
include a section putting the emphasis on the importance of considering
the totality of the candidates’ experience.
17. Variations in the The Doctoral Schools should ensure that they do not penalise candidates
chronological order of for a contract who are finishing their first professional experience.
CVs (Code)
18. Recognition of
mobility experience
(Code)
19. Recognition of
qualifications (Code)
20. Seniority (Code)

Follow-up of profiles first-recruited at the university and for those having
an international experience should be considered.

21.
Postdoctoral
appointments
(Code)

The establishment of a salary table according to “seniority” for all the postdoctoral contracts of the institution; Establishment of assistance for
preparation of the EPST competitive examination for post-docs.

Portfolio, see point 16.
Vigilance on the absence of a mention of the age limit for recruitment in
particular for post-doctorates seems necessary.
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III. Working conditions and Social Security
22. Recognition of the Preparation of a welcome booklet for doctoral students.
profession
23. Research
environment

24. Working conditions
25. Stability and
permanence of
employment
26. Funding and salaries

27. Gender balance

Improve quality of life in the workplace and strengthen the measures for
employees regarding stress management, the fight against
precariousness, psycho-social risk management, well-being at work,
combating harassment.
Adoption of a frame of reference in 2018 / Flexibility in organisation of the
teaching department.
The UCA is engaged in a policy of combating precariousness.

Support with project aid (post-doc call for projects, cross-cutting actions)
and support for international mobility. Funding of these actions must be
supported.
The UCA is a signatory of the charter for gender equality in higher
education. A Gender Equality Steering Committee has been set up.
Equality advisers in each component of the UCA have not yet been
appointed. The Steering Committee regularly proposes actions in favour
of equality.

28. Career development

The UCA is establishing a mentoring and tenure track policy. Career
guidance and professional integration must be strengthened.
29. Value of mobility
Adoption in early 2018 of a mobility charter Communicate to foreign
researchers a translation of their employment contract in English,
insertion on the university site of a guide to residence formalities.
30. Access to career An annual letter from the HRD is sent to each BIATSS contractual employee
advice
offering him/her help with seeking employment and the next stage of
his/her career. An HRD employee is entirely dedicated to career advice, a
“mobility career adviser”. The UCA must strengthen this career advice
policy.
31. Intellectual Property The Research and Promotion Department has a contracts centre and a
Rights
innovation transfers centre.
A profit-sharing measure is planned for the lecturer-researchers and
BIATSS contractual employees with known percentages. Thinking on the
patent bonus.
32. Co-authorship

See point 8.
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33. Teaching

Teaching training set up for young lecturer-researchers. Allows 32 hours
of time off in the department per lecturer. The UCA has a frame of
reference for lecturer-researchers, and rules for assigning bonuses for
educational responsibilities. All the tasks of lecturer-researchers still need
to be properly coordinated.

34. Complaints / appeals

UCA employees may use the services of the University ombudsman, a
scientific integrity adviser or the psycho-social risks monitoring unit. All
these roles must work together for the good of the staff.
35.
Participation
in The EPST researchers and the HU must be represented on the various
decision-making bodies.
committees. The UCA must remain vigilant that there is broad
participation of lecturer-researchers in the decision-making bodies.

IV. Access to research training and continuous development
36. Relation
supervisors
37.
Supervision
managerial duties

with Skill portfolios must be expanded, opening access to all documents and
Internet links from the DRV site (doctoral space), translating documents
into English.
and A tutor is needed in addition to the thesis supervisor and the development
of co-supervisory practices. A tutor needs to be established for new
lecturer colleagues (MCF) as well as a module for information and training
on researcher careers (careers, HR mechanisms and processes).

38.
Continuing
Professional
Development

Support and training with seeking different contracts and project
preparation. Support, information and training about HR career
management processes. Generalisation of the portfolio.
39. Access to research Policy must be developed with regard to CRCT, promote the professional
training and continuous training leave policy, internal training courses including those of the
university library (themes: language, voice, etc.). Commitment to receiving
development
all the researchers in research teams.
40. Supervision.
The mentoring policy must be promoted, thesis monitoring committees
must be generalised. Training must be developed by the research
managers for the Lecturers, Portfolio.
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3. HR Strategy UCA 2018-2022 Action Plan
Our action plan is based on the existing situation to which a continuous improvement process will be
applied. It is part of the political desire of our establishment and in no case is an isolated issue.
HRS4R is an integral part of the institution’s strategy with the application for the “HR Excellence in
Research” award. It will form part of the institution contract. The new organisation of our university
already takes into account this strategy to better apply it through the HR department, gender equality
office, CLASS unit (leisure and Campus life), H&S committee, disability unit, well-being at work unit.
The HRS4R Steering Committee is the guarantor of the implementation of the actions which it contains.
This Steering Committee is mainly made up of lecturer-researchers which include all disciplines and
which represent the researcher community. They ensure that the implementation process of which
they are the main beneficiaries is complied with.
As part of the gap analysis process, HRS4R advisers, members of the Steering Committee will be
appointed in each department involved (HRD, DRI, DRV, CAC, DAJI, Europe Unit) to follow-up and
implement the strategy and the monitoring reports coordinated by the mission officer.
A shared directory dedicated to HRS4R, has been created on the University’s server and is accessible
to all members of the Steering Committee for sharing source documents.
Detailed follow-up of the actions planned with a statement of what has been done will be set up with
a debrief per quarter.
The Steering Committee will meet as often as necessary each year to implement the action plan and
finalise the overview and will oversee an internal assessment after two years.
An assessment by assessors mandated by the European Commission is also planned after five years.
The concrete implementation of the UCA multi-year action plan of is set out in detail in the table which
follows.
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Contacts
Professor Matthias BERNARD
Mrs. Samira RIAD
President of Université Clermont
International Relations Office
Auvergne Clermont
EURAXESS Auvergne Center
49, Bd François-Mitterrand - CS
Université Clermont Auvergne
60032
36 Boulevard Côte Blatin
63001 Clermont-Ferrand Cedex 1 63001 Clermont-Ferrand Cedex1
samira.riad@uca.fr
+33 (0)4 73 17 72 71
+33 (0)4 73 40 63 21
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Professor O. K. AWITOR
HRS4R Project Coordinator
Université Clermont Auvergne
IUT de Clermont-Ferrand
5, avenue Blaise-Pascal - CS
30086 Cedex
63178 Aubière
komla.awitor@uca.fr
+33 (0) 4 73 17 71 66 / (0) 6 07
301293

Annex
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