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. Organisational information

STAFF & STUDENTS FTE

Total researchers = staff, fellowship holders, bursary holders, full-time or part- 2172

time PhD students involved in research

Of whom are international (i.e. foreign nationality) N/A (see
explanation (1)
below)

Of whom are externally funded (i.e. for whom the Organization is host 187

organisation)

Of whom are women 383

Of whom are stage R3 or R4 = researchers with a large degree of autonomy, 1306

typically holding the status of principal investigator or professor

Of whom are stage R2 = in most organisations corresponding to postdoctoral 631

level

Of whom are stage R1 = in most organisations corresponding to doctoral level 235

Total number of students (if relevant) 240

Total number of staff (including management, administrative, teaching and 2676

research staff)

RESEARCH FUNDING (figures for most recent fiscal year) M EUR

Total annual organisational budget 1305.0

Annual organisational direct government funding (designated for research) 1160.0

Annual competitive government-sourced funding (designated for research, 534

obtained in competition with other organisations — including EU funding)

Annual funding from private, non-government sources, designated for research 3.0

(1) CERN being an international organisation, the notion of national and international staff cannot
be applied. For the purpose of the table above, staff members were identified as stage R3 and
R4 researchers, fellows as stage R2 researchers and doctoral students as R1 researchers.

Organisational profile

Founded in 1954, CERN straddles the French—Swiss border near Geneva and has 23 Member
States, with other nations from around the globe contributing to and participating in its research
programmes. As of 2017, more than 17 500 people from around the world were working together
to push the limits of knowledge. CERN'’s staff members, numbering around 2500, take part in the
design, construction and operation of the research infrastructure. They also contribute to the
preparation and operation of the experiments, as well as to the analysis of the data gathered for
a vast community of users, comprising over 12 200 scientists of 110 nationalities, from institutes
in more than 70 countries.

At CERN, physicists and engineers probe the fundamental structure of the universe. They use
the world’s largest and most complex scientific instruments to study the basic constituents of
matter — fundamental particles. Particles are made to collide at energies close to the speed of
light. The process gives physicists clues about the very early Universe shortly after the Big Bang.
Studying how particles are produced and interact offers insights into the fundamental laws of
nature.
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CERN'’s organisational structure is as follows:

Director-General

DG units (DG): Translation, Minutes and Council Support; Internal Audit; Legal Service;
Occupational Health & Safety and Environmental Protection Unit (HSE)

Director for Accelerators and Technology

Deputy Director for Accelerators and Technology
Beams (BE)

Engineering (EN)

Accelerator Systems (SY)

Technology (TE)

Director for Finance and Human Resources

Finance and Administrative Processes (FAP)

Human Resources (HR)

Industry, Procurement and Knowledge Transfer (IPT)
Site and Civil Engineering (SCE)

Director for International Relations

Diplomatic and Stakeholder Relations (IR-DS)
Education, Communications and Outreach (IR-ECO)

Director for Research and Computing

Deputy Director for Research and Computing
Scientific Information Service (RCS-SIS)
Experimental Physics (EP)

Information Technology (IT)

Theoretical Physics (TH)

Project and Study Management

Advanced Wakefield Experiment (AWAKE)
CERN Neutrino Platform

Future Circular Collider (FCC) Feasibility Study
High-Field Magnets R&D Programme (HFM)
High-Luminosity LHC (HL-LHC)

Linear Collider Studies (CLIC and LCS)

Muon Colliders

Physics Beyond Colliders (PBC)

Science Gateway

Worldwide LHC Computing Grid (WLCG)
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2. Strengths and weaknesses of the current practice

Ethical and professional aspects

The Organization broadly meets the principles in this area. Ethical principles are embedded in
the legal framework of CERN, composed of the Staff Rules and Regulations, Administrative
Circulars and Operational Circulars and other policies, guidelines and official documents. Ethical
principles are specifically outlined in the preamble and chapter 1 of the Staff Rules and
Regulations. In addition, as part of the Human Resources Strategy and global reflection on
CERN values, the CERN Code of Conduct was developed, built on a set of core values:
integrity, commitment, professionalism, creativity and diversity. The CERN Code of Conduct is
available here. An anti-fraud, anti-harassment and conflict of interest policy complete the
framework. Upon signing their contract, future members of the personnel are reminded to
acquaint themselves with the Staff Rules and Regulations and the CERN Code of Conduct.

Although ethical principles are well anchored at policy and procedure levels, some specific
aspects required further awareness raising. The ways in which researchers’ work impacts the
CERN programme are now part of the onboarding session and the communication course.
These include specific information related to intellectual property rights and entrepreneurship at
CERN. Another important step taken has been the development of a coherent set of policies on
the management of CERN’s intellectual property, including patents, software and startup
creation.

Open science is already practised at CERN and, although the gap analysis found that principle
8 (dissemination, exploitation of results) of the connected European Charter for Researchers
was fully implemented, a point of improvement has been identified in this domain. CERN is
working towards an Open Science Strategy. Having developed the Open Access Policy in 2014
and the LHC Open Data Policy in 2020, the Organization set up the Open Science Strategy
Working Group in 2021. Its two main objectives are to:

e create a platform for regular exchanges between all active stakeholders;

e develop an organisation-wide Open Science Policy.

Recruitment and selection

Based on its long experience of recruiting personnel from across a wide range of profiles and at
international scale, CERN has continuously improved its recruitment policy, which is built upon
five principles:

1. Recruit excellence

2. Source talent for today and tomorrow

3. Get the right people in the right place at the right time
4. Encourage and value diversity

5. Recruit ethically

To ensure better implementation of these principles:

e All positions are published on the CERN career pages and the EURAXESS website, as
well as on specific job portals across CERN’s Member States.
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e The recruitment process is made very transparent to the future candidate, who can easily
find information on CERN’s career pages, including videos and guidelines.

¢ In addition to that, several internal procedures (Administrative Circulars) support the
implementation of the recruitment policy. They provide the legal framework, encompassing
the composition of selection boards, induction, career transition measures and contract
duration.

Since 2018, when the action plan was established, CERN has strengthened its recruitment and
selection process in various ways and framed the actions around three main objectives:

e Make recruitment policy more transparent.
e Enhance the integration of one’s overall experience.

e Increase the attractiveness of the Organization.

One example is the revised CERN career website, which has been available since September
2022, whose revision was based on the Potentialpark survey rating approach.

The graduate programme

One of CERN’s key priorities over the past two years has been to streamline its programme for
graduates. A new graduate programme has been developed, which will simplify the current
myriad of opportunities and enhance the geographical spread of applications and thus the
diversity of CERN'’s talent pipeline. The primary aim of the programme is to train future
generations of physicists, engineers and technicians, the majority of whom will return and bring
strong competencies back to their home countries, while a small number may subsequently be
hired by CERN. The scope of this review has been limited to graduates; the student
programmes (i.e. the technical, administrative, doctoral and summer student programmes)
remain unchanged for the time being. This new programme was approved by the CERN Council
in June 2022, i.e. at the highest level of the Organization.

The goal is to offer three programmes for graduates, each with a clear identity:

1. Early-career professionals (Origin): a real work opportunity in a technical or
administrative field, where graduates learn on the job and from the best. From technician up
to master’s level.

2. Project graduates (Quest): time-limited, results-focused, project-based work opportunities
for graduates looking to further hone their skills and build their professional network. From
master’s to PhD level.

3. Research fellows: will now focus purely on postdoctoral candidates aiming to pursue a

research or academic career in physics or engineering.

In addition, graduates under these schemes will all be employed members of personnel, which
means that they will benefit from CERN health insurance cover as well as membership of the
Pension Fund.

This will be a major evolution in how CERN recruits and hires graduates across different
countries and domains.

The rollout of the new programmes is under way, and the first new hires under this initiative will
be welcomed as of January 2023.
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When the pandemic hit Europe in March 2020, CERN switched to “safe mode” — reducing the
number of people on site from over 10 000 to some 300. However, as soon as was feasible,
CERN returned to operations with the minimum on-site presence (respecting all safety
measures) and maximum telework. CERN continued to recruit and onboard personnel during
this period, but mostly in a virtual mode.

It is interesting to note that applications to CERN positions increased significantly during the
pandemic — perhaps a reflection of the attraction of science as a solution to these types of
challenges.

Post pandemic, many lessons were learned and the recruitment model was kept primarily
virtual. Furthermore, the Organization carried out a full review of its remote working policy to
provide a more flexible framework whilst still maintaining the focus of work and collaboration on
site — which is part of CERN’s DNA.

Working conditions and social security

As an international organisation, CERN plays the role of both employer and social provider,
providing, inter alia, health insurance, retirement cover (and a specific internally managed
Pension Fund) and various allowances and indemnities depending on individual circumstances.
A range of support structures are available to all members of the personnel to ensure the
optimal quality of their working life (a medical service with on-site psychologists, a social affairs
service, an ombud, access to telework and part-time work, spouse employment support, etc.) as
well as a range of social activities through clubs.

Every five years, as per the Staff Rules and Regulations, CERN reviews the financial and social
conditions of members of the personnel with a view to ensuring that the conditions offered by
the Organization allow it to recruit and retain staff members of the highest competence and
integrity from all its Member States and to remain attractive for fellows and graduates in relation
to comparable research institutions.

CERN has a dedicated Occupational Health & Safety and Environmental Protection unit. All
newcomers to the site, regardless of their status, must follow a basic safety course. In their
induction interview, all staff and fellows must complete a compulsory questionnaire covering
aspects related to their health, safety and working conditions. This identification of occupational
hazards is reviewed yearly.

As set out under “Commitment” in the Code of Conduct, all CERN contributors are expected to
promote and maintain a safe and healthy environment, following relevant safety rules.

During the initial phase of the HRS4R process, the gap analysis helped identify areas for
improvement. They concern:

e specific needs of people with a physical disability working at CERN;
e psychological risk prevention;

e gender balance;

e support for career development;

e internal justice.
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Specific needs of people with a physical disability working at CERN

Specific measures for people with a physical disability working at CERN have been
implemented. They include:

e Enhancement of facilities’ physical accessibility for wheelchairs: the CERN building
infrastructure contains a number of older buildings, some of which are not easily accessible
for people with limited mobility. Recently, the SCE department published a map indicating
all the buildings that are or have been made accessible for wheelchair users.

o A specific internship targeting students with disabilities.
e A dedicated central budget to assist with specific workplace adaptations.

o [Efforts to enhance webpage accessibility for people with visual or hearing impairments are
under way.

The specific working-condition needs of people with a physical disability are systematically
integrated into the civil engineering consolidation programme.

Psychological risk prevention

A dedicated stress prevention programme, “Work Well Feel Well’, has been launched to
identify, remedy and prevent stress in the workplace. In this context, a series of tangible
measures have been put in place to prevent negative stress, increase individuals’ coping
abilities and enhance existing support systems. Additional information is provided below under
the question addressing the changes in the priorities for the short and medium term.

Gender balance

The Enlarged Directorate has endorsed CERN'’s long-term efforts on gender diversity as
constituting a Gender Equality Plan (GEP), as defined by the European Commission. A new
webpage, co-developed by the Organization’s Diversity and Inclusion (D&l) programme and its
EU Projects Office, provides a summary of the growing catalogue of actions and learnings in
place that aim to increase awareness of gender diversity and to promote and celebrate diversity
and inclusion in the workplace.

CERN appointed its first Equal Opportunities Officer in 1996, and its D&l programme was
established in 2011. Since then, many actions and activities have been launched that go a long
way towards fulfilling the requirements for a GEP, including, most recently, the 25 by '25
initiative. With the Enlarged Directorate’s endorsement this summer, followed by publication on
a dedicated webpage, CERN’s gender equality actions now constitute a GEP aligned with the
defined requirement under the European Union’s Horizon Europe programme.

Support for career development

CERN has put in place actions to support researchers’ development. The efforts encompass a
range of actions, from the implementation of the “Focus on your career’ programme, which is a
structured discussion with the supervisor, to the promotion of existing programmes for career
development.
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Internal justice

As an intergovernmental organisation, CERN enjoys certain privileges and immunities aimed at
safeguarding its independent functioning, such as immunity from legal proceedings in national
courts. CERN has established an internal justice system, with the Administrative Tribunal of the
International Labour Organization (ILOAT) being the appellate tribunal, to fulfil its legal
obligation to provide appropriate alternative means of redress to its personnel.

A technical internal justice working group was tasked with reviewing the Organization’s internal
mechanisms for internal investigations, dispute settlement and disciplinary procedures, with a
view to identifying possible areas for improvement.

Training and development

Aligned with its mission to foster its personnel’s continuous development through a systematic
and sustained learning culture, in recent years CERN has focused its efforts on expanding its
personnel’s learning opportunities via newly available software and e-learning tools and
methodologies, thereby bringing about a shift in the Organization’s learning culture. In
September 2018, CERN launched a new Learning Management System centralising all learning
opportunities in a single platform: the CERN Learning Hub. The platform is the gateway to
learning at CERN and provides a vast array of learning resources including e-learning resources
for all personnel. In addition, personnel can access customised internally created e-learnings,
an e-library, a commercial e-learning platform for self-paced learning, and online feedback tools
(360-degree feedback surveys for CERN managers and leaders).

The deployment of this platform strongly supports the enhancement of a culture of increased
feedback at all levels, which was identified as an area for improvement during the initial phase.

E-learning at CERN

More than 60 online courses are available on the Learning Hub. The majority of these e-
learnings are custom-built in house and address CERN-specific topics such as CERN
processes and procedures, data privacy, risks and awareness related to CERN safety matters,
and specific software applications. The majority are mandatory for those performing a specific
function or role in the Organization and are therefore combined with an online exam to certify
the acquired competencies.

E-library

In an effort to provide broad access to learning and to enhance learning opportunities, CERN
also offers a variety of e-resources beyond instructor-led online courses. In this context, the
CERN Learning & Development group partners with the CERN Library to offer easy access to
just-in-time learning to anyone linked through the Learning Hub.

Online feedback tool for managers

CERN has also introduced a tool for providing real-time feedback to managers. The CERN 360-
degree feedback is integrated in both the leadership and the management programmes for
newly appointed senior leaders (group leaders/deputy group leaders) and new supervisors. Line
managers, peers, subordinates and partners can provide feedback to their leaders and
managers. The opportunity to provide feedback using an online survey tool was introduced at
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CERN to encourage a feedback culture and strengthen the leadership and management skills in
the Organization.

Impact of COVID-19 on learning at CERN

Prior to 2020, learning at CERN was delivered primarily in classroom format. At the start of the
COVID-19 pandemic, the L&D team moved swiftly to transform the learning offer to online
learning environments. This transformation provided CERN learners with continuous access to
learning opportunities. The L&D team also broadened and adapted the learning offer to include
support on leading/working remotely, support with mental health and well-being and the use of
online tools to continue working efficiently and effectively.

Learning priorities going forward

Several priorities have been identified for L&D in the future: continuing to develop the new and
existing managerial and leadership population is a priority (building the skills and competencies
of the future); continuing to modernise the learning space with the implementation/introduction
of new learning technologies and platforms to support learners; providing a learning
environment that enables learners to become more autonomous in their choice of learning with
the introduction of personalised learning journeys; and continuing to support a culture of
feedback and peer-to-peer learning and networking.

Have any of the priorities for the short and medium term changed?
The “25 by ’25” Diversity & Inclusion initiative

Diversity is a core value for CERN. Its rich, collaborative work environment brings people
together from all over the world to work towards a common goal. In 2021, CERN'’s Diversity &
Inclusion programme proposed a new strategy aimed at improving gender and nationality
diversity across the employed members of the personnel (staff and fellows). In March 2021,
CERN’s Enlarged Directorate endorsed this new strategy, called “25 by ’25” and embedded the
objectives in the Organization’s strategic objectives plan.

The two-pronged initiative contains an aspirational target to increase the proportion of women
from 21% (as of 31 December 2020) to 25% by the end of 2025, with a particular focus on
women in science, technology, maths and engineering (STEM). This also lay the foundations for
CERN’ Gender quality plan. The second strategic aim is to increase the nationality diversity
among the staff and fellows’ population. Concretely, the nationality target seeks to identify
nationality clusters that exceed 25% in any department or departmental group. This is one
additional effort among other initiatives to improve the Member States’ return in proportion to
their contribution to the CERN budget.

During the initial implementation period, each department Head appointed departmental focal
points to undertake an in-depth review of the department’s diversity maturity level across seven
areas including recruitment, leadership and training. Following this exercise, each department
selected a number of actions from an extensive list aimed at improving their respective gender
and nationality diversity. The list of actions chosen and the rollout for implementation and
tracking is the department’s 25 by ’25 Fitness Plan.
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In respect of nationality, wherever a nationality cluster exceeding 25% is identified, tailor-made
improvement plans for future hires will be developed in collaboration with the Human Resources
department and the group or department in question.

Furthermore, outreach, sourcing and communications actions, with specific efforts such as
direct sourcing by CERN managers when recruiting staff members, will continue to focus on
gender and nationality diversity.

Work Well Feel Well

CERN has decided to tackle stress in the workplace that can have negative health effects. A
dedicated stress prevention programme, “Work Well Feel Well”, has been launched to identify,
remedy and prevent stress in the workplace. In this context, a series of tangible measures have
been put in place to prevent stress, increase individuals’ coping abilities and enhance existing
support systems.

It is worth mentioning that, during the lockdown induced by the pandemic, the “Work Well Feel
Well” project team established a structure to help members of the personnel to stay well.
Resources, tips and advice were regularly shared to help support employees.

From a project started a few years ago, this increasingly important need for a healthy working
environment has become one of the HR department’s strengths. The department continuously
offers its employees resources and opportunities through workshops, talks and dedicated
training courses on the subject.

Have any of the circumstances in which your organisation operates,
changed and as such have had an impact on your HR strategy?

Data privacy

New regulations on data privacy, specifically the General Data Protection Regulation 2016/679
(GDPR) and the Swiss Data Protection Act (FADP), have impacted CERN’s approach to data
privacy. As an intergovernmental organisation, CERN applies solely its own internal rules and
as such, the Organization developed Operational Circular No. 11, entitled “The processing of
personal data at CERN”, which was approved by the Director-General. The purpose of this new
circular is to set out the Organization’s approach to data privacy. It brings together the privacy
principles and the rights and obligations of the Organization with regard to the processing of
personal data.

This circular entered into force at CERN on 1 January 2019 and required significant resources
to guarantee its implementation. Among the actions taken was the creation of the Data Privacy
Coordination Committee (DPCC), which is chaired at HR departmental level. This new
regulation impacted most HR processes, making the development and publication of a privacy
notice mandatory for all HR processes involving the collection of personal data. It also required
a cultural and behavioural change that is mainly monitored through training activities.
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COVID-19

The COVID-19 pandemic has had a significant impact on work in general and on the
implementation of the HRS4R action plan in particular. The lockdowns and the need to work
remotely slowed down the implementation of the action plan. Among the efforts made by the
Organization to maintain a high level of workforce engagement was the revision of the telework

policy.
Telework and flexible working hours

Telework allowing members of the personnel to work under flexible arrangements had already
been implemented at CERN several years prior to the COVID-19 pandemic. Integrating the
lessons learned from the pandemic, this process has been both streamlined and enhanced to
offer increased flexibility whilst maintaining the focus of work on the CERN site.

The main modifications concern:
e the introduction of telework opportunities also for associated members of the personnel;
e the setting up of a single procedure for both regular and occasional telework;

e the introduction of a new general telework limit of 40% of contractual working time in any
two-week period.

More flexible working hours have also been introduced since March 2020 in the context of the
COVID-19 health situation.

This flexibility is subject to the needs of the service. Members of the personnel can choose to
work occasionally or regularly from 7.00 a.m. to 4.00 p.m. (with a one-hour lunch break) or from
10.00 a.m. to 7.00 p.m. (with a one-hour lunch break) (or any other work schedule between
these two extremes) while being considered to be working normal hours.

They must discuss the compatibility of the desired working hours with their direct supervisor
beforehand and obtain their agreement in writing.

Are any strategic decisions under way that may influence the action plan?

The Russian Federation’s invasion of Ukraine has impacted CERN, which is in the
unprecedented situation of aggression by an Observer State against an Associate Member
State. CERN has over 1000 members of the personnel affiliated with Russian institutes and
over 100 with Ukrainian institutes. There are Ukrainian nationals working at CERN for Russian
institutes and vice versa. After more than 60 years of scientific collaboration with the Russian
Federation, this unprecedented situation led the CERN Council to suspend collaboration with
the Russian Federation. Conversely, for Ukraine, special support programmes were put in
place, including dedicated positions advertised for Ukrainian nationals displaced by the conflict.
Furthermore, for programmes for which Ukrainian nationals had been selected but were unable
to attend (e.g. CERN’s summer student programme), adaptations were made to run them
online.
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The economic crisis of 2022 has had an impact on raw materials and electricity prices and
resulted in general inflation, in response to which the CERN Council has asked the
Management to come up with a savings plan. The proposed plan is multi-pronged and includes
a component whereby current CERN staff undergo a crisis levy of 2.5%, i.e. a pay reduction of
2.5%, compensated by five days’ leave. This plan was supported by 71% of staff in a
referendum. Such savings protect the personnel from alternatives such as a hiring freeze or
workforce reduction. In the future, the scope of activities and projects (and as a consequence in
terms of human resources adjustment) might be impacted by the economic crisis if it translates
in greater losses of the purchasing power.
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3. Revised action plan

CERN received the HRS4R Award in 2018. Owing to the pandemic, the Organization asked to
defer the Interim Assessment that should have taken place in 2020. During 2021 and 2022,
CERN pursued its HR Excellence Strategy and identified new actions. Since receiving its Award
in 2018, CERN has not used the HRS4R e-tool for the application to the HR Award. As a result,
the actions identified since 2021 and already fully implemented will appear as NEW to clearly
distinguish them from the measures identified during the initial phase. In addition, the 2023—
2025 Action Plan will include all new actions since 2021.

The 2023-2025 Action Plan is composed of 25 measures spread over the four clusters of the
European Charter for Researchers and the Code of Conduct for the Recruitment of
Researchers: ethical and professional aspects, recruitment and selection, working conditions
and social security, and training and development.

Of the 25 measures:

. 2 are related to ethical and professional aspects

o 7 are related to recruitment and selection

o 15 are related to working conditions and social security
o 1 is related to training and development

o 7 are completed

o 1 is extended.

The list of the completed actions during the initial phase is provided in appendix 1.

The 2023-2025 action plan is provided in appendix 2.

Comments on the implementation of the OTM-R (Open, Transparent and
Merit-based Recruitment) principles

The careers webpages reviewed against the Potentialpark survey rating approach provide
extensive information on CERN recruitment procedures and practices, including the CERN
recruitment policy.

In addition, CERN migrated its Applicant Tracking System to a new system in May 2018. The
full implementation of this new application platform contributed to delivering increased openness
and transparency.

Overall, CERN has implemented the majority of the principles of OTM recruitment. However, the
following aspect remains to be improved: ensure that job advertisements include career
development potential when relevant.
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4. Implementation

As part of the self-assessment, the CERN Group Leaders in charge of implementing the actions
met with the Project Leader and reported on implementation progress. Detailed follow-up of the
planned actions was carried out, with a statement of the achievements made in 2018-2019 —
this initial assessment completed in 2019 was followed by a second one in 2022 during which
proposals for new actions were made. Owing to the COVID-19 pandemic, no formal evaluation
was carried out between those two assessments.

This collective work resulted in the production of this report and the revised action plan for
2023-2025. The action plan will be presented in April 2023 to the CERN EU Steering Group,
which includes the CERN Directorate and Enlarged Directorate.

These documents are published on the CERN website at: https://hr.web.cern.ch/hr-excellence.

General overview of the implementation process

In its Medium-Term Plan (MTP), CERN sets out its scientific and financial strategy for the
upcoming five years. It integrates HR objectives for the coming five years as well as prospects
and longer-term goals. The HRS4R was built on the main drivers as defined in the MTP. The
implementation of the HRS4R is therefore part of the CERN strategy.

In this context, the implementation status of the actions defined in the initial action plan was
monitored through routine HR Management Board tasks. Each HR Group Leader reported on
progress made. For the actions where the responsibility for implementation fell to the HR
department, the follow-up was performed by the HR Excellence Project Leader, who reports
directly to the Head of the HR department.

Since receiving the Award, all the actions planned in the initial phase have been completed,
except for one that has been extended. The list of completed actions is provided in appendix 1.

The extended action is connected to the selection procedure. With a view to continuously
improving the selection process, the candidate survey implemented for staff positions should be
extended to graduates.

Although researchers were involved in defining the initial action plan, keeping them informed of
progress made during the implementation process has been challenging, particularly in the light
of the COVID-19 lockdowns. More generally, despite the encouraging progress in delivery of the
action plan, communication on the HRS4R project across the Organization needs to be
improved. Based on these lessons learned from the implementation phase, two new actions
have been identified, with a view to ensuring increased engagement by the various
stakeholders:

e Set up a communication forum between HR and the research community.

e Establish an HRS4R communication plan.
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How have you prepared the internal review?

At management level, a presentation was made to the Finance and Human Resources Director
and his team to secure senior management support for the HRS4R project. This presentation
led to a slight modification of the organisation of the HRS4R project. The Implementation
Committee presented in the submission file from 2018 has been replaced by the HR Excellence
Project Team.

The membership is described below:

CERN DG
Directorate

EU Steering Group

HR Excellence Project Team

HR Project Leader

cooperates Secretary
Senior staff representative of
the research community

(MCSG, EP R&D, TSC)

Management Board

EU Steering Group
representative

The tasks of the HR Excellence Project Team include in particular:

e coordinating the implementation of the HRS4R process, including (contributing to) the
development of the internal review and the preparation of the external review;

e communicating with the CERN Director-General/Directorate through the EU Steering

Group;

proposing changes to the action plan, including new actions;

e monitoring progress of the action plan;

ensuring harmonisation of the HRS4R process with the Organization’s research strategy.

The HR Excellence Project Leader’s duties include:

o development of the internal review; the preparation of the external review;
e  preparation of input to update the action plan.

The HR Excellence Project Leader reports to the EU Steering Group and cooperates on a
regular basis with the HR Management Board.

At the level of actions, in addition to the regular monitoring of the implementation status of
actions by the HR Management Board, two comprehensive assessments have taken place, one
in 2019 and the second in 2022. The HR Excellence Project Leader conducted individual
progress reviews with the person in charge of each action. The discussions focused on the
progress that had been made and the adaptations that had occurred. In 2022, those individuals
were asked to provide ideas for new actions to be rolled out over the next three years.
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How have you involved the research community, your main stakeholders,
in the implementation process?

The research community is involved at several levels:

They are members of the EU Steering Group to which the HR Excellence Project Team reports
directly. The EU Steering Group is composed of the Director-General, Directors, Department
Heads and key persons in the Organization who are responsible for EU matters.

They are members of the new HR Excellence Project Team representing in particular the Marie
Curie Steering Committee, the Experimental Physics R&D Committee and researchers’
selection committees.

Beyond the involvement of researchers through membership of these committees, the research
community, as core staff, participate directly in HR projects.

Annual reporting will be shared with members of the personnel to keep them informed about the
progress of the HR Excellence Project.

Nevertheless, the involvement of the research community in the implementation process has
been identified as an area for improvement for 2023—2025. To this end, an action has already
been identified: to set up a communication forum between HR and the research community.

Do you have an implementation committee and/or steering group regularly
overseeing progress?

The HR Excellence Project Team’s remit includes monitoring progress of the action plan. The
HR Excellence Project Team Leader reports twice a year to the EU Steering Group*.

* The EU Steering Group is composed of the Director-General, Directors, Department Heads and
key persons in the Organization who are responsible for EU matters.

Is there any alignment of organisational policies with the HRS4R? For
example, is the HRS4R recognised in the organisation’s research strategy,
overarching HR policy?

The Organization’s HR goals and objectives as reflected in the MTP document are fully aligned
with the Charter and Code principles. They set out to:
e support increased transparency of the recruitment policy and processes;

e support the modernisation of HR by continuously reviewing and optimising HR policies and
procedures, according to the Organization’s ongoing priorities and strategic objectives for
the workforce;

o foster well-being and an inclusive and respectful workplace with ongoing initiatives such as
the Diversity & Inclusion programme’s 25 by ‘25 strategy;

e contribute to increasing the Organization’s attractiveness through the implementation of the
new graduate programmes and associate statuses offering candidates the opportunity to
hone their knowledge and skills to meet the Organization’s needs.
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How has your organisation ensured that the proposed actions would be
implemented?

The action plan has been built on the Organization’s Medium-Term Plan and, as such, the
action plan does not stand alone but responds to the Organization’s HR needs. In this context, it
is the various HR domain experts who proposed and formulated the actions, thereby providing
greater surety of their implementation.

How are you monitoring progress (timeline)?

Most of the actions fall under the HR department’s responsibility. As such, progress is
monitored through regular reporting to the HR Management Board. With regard to the actions
outside the HR department’s responsibility, the HR Excellence Project Leader carries out
individual progress reviews with the person in charge of each of the actions. It is planned to
report to every EU Steering Group meeting on the progress of implementation and any issues
encountered so that senior management has an overview of the HR Excellence Strategy.

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

The indicators developed during the design of the action plan will be used as a tool to facilitate
the monitoring of progress.

How do you expect to prepare for the external review?

The external review will be prepared by the HR Excellence Project Team on the basis of the
results of the regular monitoring. The Project Team will:

. evaluate progress made, propose corrective measures if needed and report to the EU
Steering Group, a high-level committee in EU matters composed of the Director-General,
Directors, Departments Heads and key persons in the Organization who are responsible
for EU matters;

o start organising the visit about a year in advance.

Over the next three years, the Organization will pursue implementation of the revised action
plan, focusing efforts on improving HR Excellence communication within the Organization and,
where relevant, integrating the HRS4R into the surveys regularly conducted by the HR and
other departments.

Additional remarks/comments about the proposed implementation process
As explained in the section related to the preparation of the internal review, the organisational
structure of the implementation team has been changed to better integrate the research
community.

In addition, one gap — related to principle 8 (dissemination, exploitation of results) of the
European Charter for Researchers — that had been overlooked during the initial phase has been
added to the action plan. Please refer to the “Ethical and professional aspects” section above
for more information.
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