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INTRODUCTION

The implementation of the HR Strategy at the Institute of Organic Chemistry of the Polish Academy of Sciences 
was initiated in 2016, when the Institute formally endorsed the principles of the European Charter for 
Researchers and the Code of Conduct for the Recruitment of Researchers. The subsequent internal analysis 
resulted in the first Action Plan for 2017 2019, whose objectives were systematically implemented and reported 
to the European Commission. Despite temporary disruptions caused by the SARS-CoV-2 pandemic, the Institute 
continued to advance its HR Strategy through subsequent reviews and updates, including the comprehensive 
reassessment conducted in 2021, which culminated in the Updated Action Plan for 2021 2023.

In April 2023, the Internal Review report was submitted to the European Commission, after which the Institute 
entered the waiting phase for the scheduled site visit. Throughout this period, the Institute remained committed 
to the objectives outlined in the Action Plan and pursued the continuous development of its HR Strategy in 
practice.

In light of the extended waiting period, a further internal analysis was undertaken between January and March 
2025. This review was guided by the New European Charter for Researchers, introduced in December 2023, and 

residual gaps, and propose targeted improvement measures. The process was informed primarily by strategic 
discussions between the Board of Directors and the Heads of Research Groups in February 2025, during which 

In contrast to earlier evaluation cycles, the 2025 review did not include a general employee survey. This decision 
was based on the outcomes of previous consultations, which had demonstrated that many expectations 
expressed by staff members, although valuable, could not be realistically addressed due to external legal, 
structural, or financial constraints. Instead, the 2025 analysis placed emphasis on managerial-level consultations, 
thereby ensuring that the new Action Plan for 2025 2027 is both strategically relevant and operationally feasible, 
while remaining fully consistent with the principles of the New European Charter for Researchers.

INTERNAL ANALYSIS 

At the outset of 2025, the Institute initiated an internal analytical process aimed at preparing the Action Plan for 
the period 2025 2027. The methodology was based on a comprehensive review of the outcomes and 
experiences gained during the implementation of the previous Action Plan for 2023 2025, with particular 
attention paid to identifying both effective measures and areas requiring further improvement. The analysis also 

with the Heads of 
Research Groups, held in February 2025, which was dedicated to defining the main strategic directions for the 

Furthermore, due to the prolonged uncertainty regarding the timing of the site visit within the Renewal Phase of 
the HR Excellence in Research award, and in the absence of a confirmed schedule for this evaluation, the Institute 
decided to conduct an in-depth analysis of the alignment of the planned activities for 2025 2027 with the New 
European Charter for Researchers. This approach was adopted to ensure that the new Action Plan remains fully 
compliant with current European standards and responsive to evolving expectations in the area of research 
careers, irrespective of delays in the external assessment process.

WORKING GROUP
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The internal analysis was conducted by the Working Group responsible for the implementation of the HR 
strategy. At the time of the analysis, the Working Group comprised:

Steering Committee:

Prof. Daniel Gryko - Director of the IOC PAS (R4)
- Research Director (R4) 

Dr Piotr Lipkowski - Deputy Director

Working Group:

P - Research Director (R4, Head of the Working Group)
Prof. Dorota Gryko - Head of the PhD Studies (R4)
Dr hab. Cina Foroutannejad - Research staff representative (R3)
Dr - Research staff representative (R2)
Mgr Wojciech Depa - PhD Students representative (R1)
Dr Katarzyna Goliszewska - Representative of the administrative staff, HRS4R Coordinator
Dr Aleksandra Butkiewicz - Representative of the administrative staff, Secretary of the WG
Mgr Katarzyna Piskorek- - Representative of the administrative staff
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ACTION PLAN 

STRENGTHS

The Institute of Organic Chemistry PAS has developed a solid and mature framework for human resources 
management that is well aligned with the core principles of the European Charter for Researchers. A key strength 
of the Institute lies in its transparent, open and merit-based recruitment procedures, which fully comply with 
OTM-R principles and national legislation. Recruitment processes are clearly structured, internationally 
advertised, and conducted by gender-balanced selection committees, ensuring fairness, equal opportunities and 
international openness.

Another major strength of IOC PAS is the high scientific quality, creativity and international visibility of the 
research conducted at the Institute. The Institute maintains a strong publication record, with approximately 100
120 peer-reviewed publications annually in high-impact international journals, reflecting research excellence as 
well as strict adherence to ethical standards and research integrity. Researchers operate in a stimulating research 
environment supported by advanced research infrastructure, efficient administrative support and access to 
competitive external funding.

A distinctive feature of the research environment at IOC PAS is the high degree of scientific freedom and 
independence enjoyed by researchers. Scientists are encouraged to pursue original research ideas, develop new 
research directions and build independent research profiles in line with their expertise and interests. Research 
activities are conducted in full respect of academic freedom, ethical principles and professional responsibility, 
fostering creativity, innovation and long-term scientific development.

IOC PAS has also made significant progress in Open Science, supported by a formal Open Access Policy, a 
dedicated Plenipotentiary for Open Science, regular training activities and systematic communication with 
researchers. Dissemination of research results has been substantially strengthened through the development of 
a modern bilingual website and an active institutional presence on social media, increasing the visibility and 
societal impact of scientific achievements beyond the academic community.

Furthermore, the Institute demonstrates a strong commitment to ethical standards, gender equality, 
inclusiveness and internationalisation. The Gender Equality Plan (2022 2027), anti-mobbing procedures and 
inclusive recruitment practices have contributed to a diverse and respectful research community, with a growing 
proportion of international researchers and doctoral candidates. Researchers at different career stages are 
actively involved in governance structures, ensuring representation, dialogue and shared responsibility for 
institutional development.

In addition, IOC PAS supports work life balance and flexible working arrangements, taking into account the 
diverse personal and professional situations of researchers. Wherever the nature of research allows, flexible 
working time arrangements and understanding of individual needs contribute to a supportive and sustainable 
working environment, reinforcing long-term researcher wellbeing and productivity.

CHALLENGES 

Despite these strengths, the internal analysis identified several key challenges that require systematic action in 
the period 2025 2027. The most significant challenge is the need to comprehensively revise and modernise the 
researcher assessment and career progression system in order to fully align it with the expectations of the New 
European Charter for Researchers.
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While a structured four-year evaluation system is in place, it remains largely focused on traditional research 
outputs and does not yet sufficiently reflect the broad range of competencies and contributions increasingly 
expected at the European level. These include teaching, mentoring and supervision, leadership and 
management, science communication, cooperation with industry, societal engagement, Open Science practices, 
mobility, teamwork, and diverse career paths. Previous attempts to introduce additional criteria proved 
insufficiently effective, highlighting the need for a more coherent, transparent and integrated assessment 
framework.

Another challenge concerns the lack of clearly formalised internal promotion pathways between academic 
positions at IOC PAS. Although national regulations define academic degrees and titles, internal promotion 
mechanisms would benefit from clearer, measurable and publicly communicated criteria, ensuring predictability, 
fairness and reduced risk of unconscious bias.

In addition, areas such as embracing diversity in a broader sense and sustainability in research management have 
not yet been systematically embedded in the HR strategy. While individual actions exist, these dimensions 
require more structured policies, clearer documentation and stronger integration into evaluation, training and 
institutional practices.

Overall, the period 2025 2027 has been identified as a strategic window to address these challenges, with a clear 
institutional priority placed on reforming researcher evaluation, systematising career progression and 
promotions, and aligning assessment pra
foundations in recruitment, research excellence and ethical conduct. 

RECOMMENDED STEPS

Based on an internal analysis, the Working Group members have identified principles that require institutional 
support and improvement. For each identified principle, the Working Group has provided a detailed account of 
the current situation at IOC PAS, proposed corrective actions that are relevant, designated personnel responsible 
for implementation, and established a timeframe for the implementation of these improvements. The Updated 
Action Plan, which outlines these measures, is presented in the following table.

RECOMMENDED ACTIONS C&C PRINCIPLE(S) WHO WHEN

ACTION 1

Continuation of information and 
communication activities carried out by the 
Plenipotentiary for Open Science, including 
regular updates on available trainings, 
changes in open access policies, and the 
distribution of educational materials.

Open Science
Plenipotentiary 

for Open 
Science

On regular 
basis

ACTION 2

Organisation of on-site training sessions, if 
needed, particularly in the case of significant 
changes in Open Science or Open Access 
regulations and policies.

Open Science
Plenipotentiary 

for Open 
Science

IV Q 2026 I Q 
2027
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ACTION 3

Include diversity aspects in Bias Awareness 
Card for Selection Committees

The task involves adding clear reminders 
about avoiding diversity-related biases to 
support fair and objective candidate 
evaluation.

Embracing Diversity
Gender 
Equality 
Officer

I-IIQ 2026

ACTION 4

Organise training on diversity / working in 
international environment

A workshop/lecture will be delivered for 
researchers and supervisors focused on 
inclusive communication, managing 
culturally diverse teams, and/or recognising 
unconscious bias.

Embracing 
Diversity

Secretariat I-IIQ 2027

ACTION 5

Introduction of mobility as a criterion in 
researcher evaluation

Mobility, including international and 
national research stays, secondments and 
other forms of mobility, will be explicitly 
recognised as a valued criterion in both the 
four-year periodic evaluation of research 
staff and the annual evaluation linked to the 

Free circulation of 
researchers

Board of 
Directors, 
Scientific 
Council

III-IV Q 2026

ACTION 6

Developing and promoting the IOC PAS 
Sustainability Policy

Develop a formal Sustainability Policy 
covering waste management, energy 
efficiency, and sustainable research 
management practices, and disseminate it 
among all employees to strengthen 
awareness and engagement in 
environmentally responsible research and 
institutional operations. The policy will be 
developed in line with the principles of the 
European Green Deal and the UN 
Sustainable Development Goals.

Sustainability of 
research

Health and 
safety officer, 

Board of 
Directors

I-IIQ 2027

ACTION 7

Revision of the four-year researcher 
evaluation system

assessment

Research 
Director, 
Scientific 
Council

II-III Q 2027
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Revision of the four-year researcher 
evaluation framework, including internal 
regulations and assessment tools, through 
the development of a transparent points-
based system complemented by structured 
qualitative assessment, balancing scientific 
achievements with other forms of 
professional activity, such as teaching and 
supervision, science communication and 
outreach, researcher mobility (including 
research stays and internships), international 
collaboration, cooperation with industry, and 
societal impact activities, in line with the New 
European Charter for Researchers.

ACTION 8

Update of the Detailed procedure for 
recruitment for scientific positions in the 
IOC PAS
The document will be updated to include 
explicit guidelines on promoting diversity 
and inclusion in job advertisements, 
ensuring that all recruitment 
announcements encourage applications 
from candidates of diverse backgrounds and 
underrepresented groups.

Recruitment

Administrative 
employee 

responsible for 
recruitment 
processes, 
Board of 
Directors

III-IVQ 2025

ACTION 9

Updating OTM-R procedures at the IOC PAS 

It is necessary to review and update the 
OTM-R Procedures to ensure their 
continued compliance with current national 
regulations, institutional practices, and 
European standards, as the document has 
been in place for several years.

Recruitment

Administrative 
employee 

responsible for 
recruitment 
processes

I-IIQ 2026

ACTION 10

Adaptation of job advertisements to new 
pay transparency regulations

Adaptation of job advertisements at IOC PAS 
to changing Polish legal regulations effective 
from January 2026, including the disclosure 
of salary ranges for advertised positions and 
information on comparable remuneration 
levels for analogous positions, in order to 
ensure transparency and compliance with 
applicable law.

Recruitment

Administrative 
employee 

responsible for 
recruitment 
processes

IQ 2026
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ACTION 11

Bias Awareness Card for Selection 
Committees

A short, one-page Bias Awareness Checklist 
will be developed for members of 
recruitment committees, highlighting 
examples of common unconscious biases 
(e.g. undervaluing CVs with career breaks, 
gendered stereotypes in assessing 
leadership potential). The checklist will be 
distributed to all committee members prior 
to interviews, serving as a practical reminder 
to support fair, objective, and gender-
sensitive evaluation of candidates.

Selection
Gender 
Equality 
Officer

I-IIQ 2026

ACTION 12

Strengthening OTM-R guidelines on fair and 
unbiased candidate evaluation
Update the OTM-R framework to include 
clear guidance for selection committees on 
fair candidate evaluation, equal treatment, 
and identification and mitigation of 
unconscious bias.

Selection

Administrative 
employee 

responsible for 
recruitment 
processes

I-IIQ 2026

ACTION 13

Improving candidate feedback after 
recruitment stages

Introduce a feedback enhancement 
mechanism ensuring that all candidates, 
including those advancing to the second 
stage, receive their percentage score from 
the first-stage evaluation. After the second 
stage, all candidates will receive a short 
written summary based on the recruitment 
protocol, outlining the main strengths and 
weaknesses of their application.

Selection

Administrative 
employee 

responsible for 
recruitment 
processes

Since III-IVQ 
2025, on 

regular basis

ACTION 14

Establish clear and transparent criteria for 
academic promotions 
Prepare and announce a document outlining 
the requirements and procedures for 
promotion to each scientific position at IOC 
PAS. The criteria should be specific, 
measurable, and communicated to all staff 
in order to increase transparency and 
predictability of career progression. This 
measure will also help reduce the risk of 
unconscious bias in promotion decisions.

Career progression

Board of 
Directors, 
Scientific 
Council

III-IVQ 2026
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ACTION 15

Revision of the format of annual research 
reporting sessions

Revision of the format of the annual research 
reporting sessions, starting from 2026, with 
increased emphasis on presentations 
delivered by early-career and newly 
appointed group leaders, in order to support 
visibility, leadership development and career 
progression of emerging research teams.

Career progression 
Board of 
Directors

IQ 2026

ACTION 16

Renovation of social facilities
Carry out the planned renovation of social 
facilities in the laboratory building to improve 
working conditions for staff.

Working conditions, 
funding and salaries

Deputy Director IVQ 2025

ACTION 17

Maintenance of the heating system
Perform maintenance of the heating system 
to ensure safe and comfortable working 
conditions.

Working 
conditions, funding 

and salaries

Deputy 
Director

IVQ 2025

ACTION 18

Improving business travel reporting and 
settlement forms
Improve the business travel application and 
settlement forms to make the procedures 
clearer and more intuitive for researchers, 
thereby increasing organisational efficiency.

Working conditions, 
funding and salaries

Business travel 
office

III-IVQ 2025

ACTION 19

Update of Welcome Packages for new 
employees

Revision and update of the Welcome 
Packages for new employees to ensure that 
they provide clear, up-to-date and 
comprehensive information on institutional 
regulations, procedures and support 
structures.

Working 
conditions, funding 

and salaries

Secretariat 
with 

contribution 
from all 

administrative 
departments

III-IV Q 2026

ACTION 20

Revision of the Charter of the IOC PAS to 
reflect organisational and research structure

Working conditions, 
funding and salaries

Scientific 
Council

IQ 2026
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Revision of the Charter of the IOC PAS aimed 
at adapting the organisational structure to 
current operational and research realities, 
including clarifying the possibilities for 
establishing research subunits and other 
internal organisational solutions, in order to 
better support scientific development, 
management efficiency and institutional 
flexibility.

ACTION 21

Structuring of the research unit framework

structure through the definition of an 
indicative range for the number of research 
groups and the number of research 
positions within each group, with the aim of 
ensuring organisational clarity, 
sustainability, and a minimum share of 
permanent (open-ended) research positions 
within the Institute.

Stability of 
employment

Board of 
Directors, 
Scientific 
Council

I-IIQ 2027

ACTION 22

Update of the organisational regulations of 
the IOC PAS

Revision of the Organisational Regulations 
to introduce clearly defined scopes of 
responsibilities for each organisational unit, 
with the aim of increasing transparency and 
improving internal coordination.

Contractual and 
legal obligations

Secretariat II-III Q 2026

ACTION 23

Review and update of English versions of 
key internal regulations

Verification of the availability and validity of 
English versions of all key internal 
regulations, including the identification of 
gaps and the preparation or update of 
missing or outdated English-language 
documents.

Contractual and 
legal obligations

HRS4R 
Coordinator I-II Q 2027

ACTION 24

Creation of a dedicated subpage on science 
communication and public engagement

Creation of a dedicated subpage on the IOC 
PAS website presenting science 
communication and public engagement 

Dissemination and 
exploitation of 

results

Secretariat, PR 
Specialist

I-II Q 2026
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activities, including information on invited 
speakers hosted by the Institute, lectures 
delivered by IOC PAS researchers at external 
institutions, research stays and internships, 

societal activities.

ACTION 25

Update of the IOC PAS promotional and 
research profile materials

Update of the IOC PAS promotional folder 

including up-to-date descriptions of research 
groups, their scientific focus and ongoing 
research activities, in order to strengthen the 
dissemination of research information, 
increase international visibility of the 

clear overview of the research environment 
to external stakeholders.

Dissemination and 
exploitation of 

results

Secretariat, PR 
Specialist, Grant 

Office
II-III Q 2026

ACTION 26

Integration of diverse academic 
contributions into the four-year evaluation 
system

The Institute will integrate the recognition of 
diverse forms of academic activity into the 
four-year evaluation system for research 
staff. In addition to scientific achievements, 
the evaluation framework will explicitly take 
into account other forms of academic 
contribution, such as science 
communication and public outreach, 
teaching and educational engagement, 
mentoring and supervision, the 
establishment of significant scientific or 
industry collaborations, and involvement in 
workshops and activities addressed to young 
audiences.

This action will involve revising the 
evaluation criteria and reporting tools used 
in the four-year assessment process in order 
to ensure a transparent, coherent and 
systematic recognition of these diverse 

educational and societal missions.

Valuing diverse 
research careers

Research 
Director, 
Scientific 
Council

II-III Q 2027
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ACTION 27

Continuation of industry engagement 
activities

Continuation, where feasible, of activities 
aimed at strengthening contacts with non-
academic sectors, including the organisation 
of meetings and lectures with industry 
representatives and the invitation of guest 
speakers from industry.

Career development 
and advise

Secretariat, 
Grant Office

2025-2027
one meeting 

per year

ACTION 28

Continuation of information activities on 
grants and external opportunities

Continuation of regular information 
activities on funding opportunities, training 
programmes, external lectures, workshops 
and other events potentially relevant for 

Career 
development and 

advise

Secretariat, 
Grant Office

2025-2027 on 
regular basis

ACTION 29
Preparation of a COFUND Postdoctoral 
Programme application

Preparation and submission of a grant 
application to a COFUND-type programme 
aimed at developing and expanding a 
structured postdoctoral programme at IOC 
PAS, including enhanced training, mobility 
opportunities and career development 
support for postdoctoral researchers.

Continuing 
professional 
development

Grant Office II-III Q 2025

ACTION 30

Continuation of internal training and 
scientific events
Continuation of activities aimed at 

knowledge and transversal competencies 
through the organisation of internal 
trainings, lectures, seminars, conferences or 
similar initiatives, with at least one such 
activity organised annually.

Continuing 
professional 
development

Secretariat, 
Grant Office

2025-2027, at 
least one 

event per year

ACTION 31
Training for Team Leaders and Senior 
Researchers
Provision of at least one targeted training 
activity for Team Leaders and senior 
researchers covering team management, 
mentoring, intercultural communication or 
related skills.

Supervision and 
mentoring

Secretariat, HR 
Department

II-IVQ 2027




