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1. Scope of the document

In the ambition of being a world-class international Centre of Excellence, NOMATEN CoE develops
high impact research portfolio, in fundamental and applied science to become a focal point for
collaboration between the research community, industry and government.

Achieving this goal requires the creation of a highly professional, multidisciplinary and motivated
team of researchers and staff, and practical and effective implementation of excellence building
processes and necessary support.

This staff, research, support services and management is a key resource of the CoE, which will ensure
its successful operation and development. To guarantee the attraction and retention of the best
employees, NOMATEN CoE must implement a robust human resources strategy for research and
administrative staff, encouraging gender equality and covering such key aspects as staff recruitment,
evaluation and professional development. For the research staff, all processes must be in line with
the European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers.
For the support staff, similarly transparent, open and supportive processes should be implemented.
In all aspects, the gender equality principles must be obeyed, ensuring appropriate administrative
and management capacities for the effective and efficient running of the Centre of Excellence

The NOMATEN CoE HR strategy aims at engaging and retaining the best talents thanks to attractive
work conditions, salaries, career development and personal growth opportunities.

The HR policy is based on the highest international standards and best practices of the Advanced
Partners. All staff categories (research and administrative) will be recruited through open
international competitions to ensure a high share of foreign staff. Targeted support will be offered to
foreigners in cross-cultural adaptation and accommodation in Poland. Regular staff evaluation will be
implemented to ensure continuous staff development and increasing CoE competitiveness and a
staff development programme will be defined to build staff competencies and satisfy CoE operation
and development needs.

The following chapters of the present document describe the details of this Human Resources policy.
It is foreseen that this deliverable will be updated when NOMATEN CoE reaches its steady growth
stage.

2. Global Human Resources policy (executive summary)

NOMATEN CoE has the ambition to become a world-class international Centre of Excellence in the
field of multifunctional materials for industrial and medical applications.
Scientific excellence is the goal we want to achieve by many ways, such as by supporting:

- endless curiosity and development (scientific and personal),

- mindful leadership based on respect and trust,

- teamwork built on openness and understanding the autonomy of others,
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- individuality creating joint projects,

- creating a safe work environment to share and collaborate,

- diversity is a powerful value and source of our innovation,

- honest feedback as a base of true development,

- building our community by understanding the needs and by the system of career
development.

As part of NCBJ, NOMATEN CoE is following its implementation of the Human Resources Strategy for
Researchers (HRS4R), taking up the 40 principles of the European Charter for Researchers and the
Code of Conduct for the Recruitment of Researchers.

The HR strategy of NOMATEN CoE is based on these principles in every field of action. The HR
strategy is based on not discriminating in any way on the basis of gender, age, ethnic, national or
social origin or belief, sexual orientation, language, disability, political opinion, social and economic
condition.

One essential key for NOMATEN CoE success is to attract and maintain the best talents in all staff
categories (research and support). To reach this goal, the Centre of Excellence focuses his HR
management strategy on four pillars:
1. attractiveness enhancement by providing:
o outstanding research infrastructures,
o a stimulating scientific community, with international mobility opportunities,
o safe and modern working environment,

o well-being conditions,

2. high standards of recruitment procedures ensuring:
o a precise analysis of the CoE needs,
o arigorous and fast searching process,
o fair and equal selection based on openness, transparency and merit,

3. benevolent evaluation and career management relying on:
o periodic interviews with immediate supervisor and group discussions during “Career
Days”,
an appraisal based on objective criteria and shared performance indicators,

individual career-building strategy,

4. knowledge enhancement focusing on:

o scientific trainings, in adequacy with the CoE research agenda and involving the
Advanced Partners,

o acquisition of technical skills (computing, use of dedicated equipment and software...),
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o acquisition of soft skills (leadership, teamwork, communication...),

o HR management skills and practice improvement, for research group leaders.

HR policy has to follow the development of NOMATEN CoE and the changes taking place in the
environment. HR policy must develop. Our ambition is to be better and not stop at what is currently

possible. We can describe our HR management plans for next 5 years as follow:

Recruitment:
selection methods based on interview
Evaluation:

based on
face-to-face discussion with manager

Development of leadership:
based on training

Employer branding

based on web site and social media

Recruitment:

using advanced selection methods such as assessment
center

Evaluation:
360-degree type feedback or bottom-up evaluations
Development of leadership:

different ways for implementing idea of learning
organisation (mentoring, mutual learning)

Employer branding

employees engaged in employer branding (newsletters)

3. NOMATEN context, organisation and targets

3.1. Vision, mission and objectives

NOMATEN CoE has been created in September 2018 on the basis of the Grant Agreement from the
Foundation for Polish Science (GA MAB PLUS 2018/8, hereafter MAB Grant), with a goal to become a
world-class international Centre of Excellence in the field of multifunctional materials for industrial
and medical applications and a focal point for collaboration between the research community,
industry and government. NOMATEN CoE is a place where a multinational, multidisciplinary and
versatile team of scientists performs advanced research and creates innovations, enjoys academic
freedom, has access to world-class research infrastructures and is supported by technical,
management and business professionals.

NOMATEN mission is to serve the impelling needs of industry and society in multifunctional materials
for industrial and medical applications. Through generation, application and dissemination of break-
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through research and innovation outputs as well as training of next-generation experts, NOMATEN
CoE will improve Poland’s scientific excellence, capabilities and competitiveness, advance its research
and innovation culture, and provide long-term opportunities for economic development and societal
improvements in both Poland and EU.

The Teaming Phase 2 project encompasses the implementation of the NOMATEN CoE Business plan
during a 7-year period in line with the following two sets of objectives.

1) Excellence building objectives:

2)

- create a highly-professional, multidisciplinary and motivated team of researchers and
staff;

- build up, efficiently use and provide access to advanced infrastructure;

- establish long-term mutually-beneficial partnerships with research establishments,
industry and government;

- guarantee long-term research, operational and financial sustainability of the NOMATEN
CoE;
Impact oriented objectives:
- support the creation and delivery of excellent R&D outputs and services;

- facilitate the creation of industrially and socially vital innovations and their practical
implementation;

- train a new generation of professionals in the field of materials for industrial and
medical applications;

- strengthen the research and innovation culture in the NOMATEN CoE and beyond.

Driven by this global vision, the NOMATEN team implements a comprehensive Work Plan to achieve
specified objectives and, consequently, ensure the following impact:

improvement of Poland’s scientific capabilities and chances to seek competitive funding,
thanks to boosting human and infrastructure capacity in conjunction with nurturing
mutually-beneficial partnerships;

improvement of the research and innovation culture in Poland, thanks to the truly
international nature of the CoE and the transfer of best practices from the Advanced Partner
organisations;

creation of long-term opportunities for economic development in Poland and the EU via

effective translation of novel research results in relevant industries with large economic
footprints.

creation of long-term opportunities for societal improvement in Poland and the EU due to a
focus on domains with high societal expectations and impact.

Therefore, the NOMATEN CoE fosters Poland’s R&I performance and helps to exploit the potential of
Europe’s talent pool in the most efficient way for the purposes of Europe’s competitiveness and
ability to address future societal challenges in the framework of international cooperation.
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3.2. Legal form and positioning

The NOMATEN CoE is legally established based on an agreement, signed in June 2018, between
NCBJ, a research institution, and ENEA Wytwarzanie Ltd, an industrial partner concerning the
creation of a “Scientific-Industrial Centre” (Centrum Naukowo-Przemystowe, CNP, as defined in
Article 38 of the Act on Research Institutes of 30" April 2010). This agreement has allowed
establishing NOMATEN CoE within NCBJ as a new unit, independent in terms of scientific goals,
organisation and human resources. As noted above, the initial funding was provided by the Grant
Agreement from the Foundation for Polish Science, GA MAB PLUS 2018/8.

Therefore, the NOMATEN CoE operates under the NCBJ legal umbrella and personality as an
Independent Unit governed by internal regulations, which provide the CoE’s Director with full
autonomy to recruit the research and management staff from all over the world in the frame of open
international competition and to set and pay CoE staff the competitive salaries, thus maximizing CoE
attractiveness and engaging the best talents. This is confirmed by the fact that NOMATEN CoE has a
separate hiring and review policy (supervised by the International Scientific Committee) and a
separate remuneration policy (already formally established by the NCBJ Director and by the trade
unions operating at NCBJ). Thus, while NOMATEN CoE remains a part of NCBJ, it enjoys the freedom
in the matters of selection, evaluation and remuneration of the researchers forming it.

The NOMATEN consortium respects the European policy of non-discrimination and equality between
women and men in the Treaty of the European Union (Articles 2 and 3) and other EU policy directives
(COM (96) 67 final) and reports (EUR 20022). The project content addresses the gender dimension
through its recruitment process, and gender equality policies for CoE employees are applied to staff
evaluation and career development. In this context, the equality of female and male employees is
promoted in terms of professional advancement, career growth and acknowledgment of their
achievements (prizes, bonuses, rewards, etc...).

The NOMATEN CoE operates under the NCBJ legal umbrella and, in the context of Human Resources,
respects external and internal labour regulation such as (among others):

- the Labour Code,

- the regulation of the Minister of Family, Labour and Social Policy,

- the Law on Higher Education and Science,

- the Work Regulations of the National Centre for Nuclear Research (NCB)),

- the Collective Labour Agreement of the National Centre for Nuclear Research (NCBJ),

- the Regulations of salary and working time settlement and the rules of engagement in
performance of projects funded or co-funded from external sources at the National Centre
for Nuclear Research (NCBJ),

- the Rules for awards and bonuses applicable to employees of the National Centre for Nuclear
Research working on the NOMATEN CoE International Research Agenda,
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the order of the Director of the National Centre for Nuclear Research (NCBJ) recording of the
works due to creative activities of the employees which are subject to the regulations on the
tax-deductible costs in the amount of 50% of the revenue,

the organisational rules of NOMATEN CoE International Research Agenda, as well as the
conditions of the MAB Grant as specified by the Foundation for Polish Science,

the internal anti-mobbing procedure at the National Centre for Nuclear Research (NCBJ).

3.3. CoE Organisation

Organisation structure of NOMATEN CoE includes the following entities:

Directorate, representing the top management of the Centre of Excellence;
International Scientific Committee (ISC), actively involved in the recruitment process;

Research Groups (RG), each RGL is responsible for planning and conducting research of
his / her RG;

Industry Liaison Group (ILG), responsible for building bridges to industry. ILG coordinates
research services and industry-driven research, as well as manages communication between
NOMATEN CoE and relevant industries;

Support office, responsible for legal, certification, marketing, communication and promotion,
IPR, project management, HR management and administrative issues.
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Organisation structure of NOMATEN CoE

3.3.1. Directorate

The Directorate is responsible for the governance and management of CoE activities. The Directorate
includes the Director and the Operations Director, appointed and dismissed by the Steering
Committee from among the candidates presented by the ISC. To meet specific needs and challenges,
the Directorate may appoint advisers, consulting with the ISC and SC.

3.3.2. International Scientific Committee (ISC)

The ISC is an internal body of the NOMATEN CoE, created as part of NOMATEN CoE, as required by
the Foundation for Polish Science. It provides scientific guidance to the CoE, supporting and
supervising research excellence, directions and activities, and ensuring the autonomy of the CoE. It
comprises 11 members, at least half of which must be outstanding representatives of science, and
half must be employed by foreign scientific institutions.

Despite the fact that all the ISC members are not directly employed by NOMATEN CoE, this
Committee plays a crucial role in the management of the CoE human resources since it is responsible
for:
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regular review of the Agenda and introduction of changes as necessary, e.g. on account of
advance in global scientific research in a given domain. A review will be conducted by the ISC
at least every 4 years;
evaluation of the work of all research group leaders and their teams. The ISC conducts an
evaluation at least every 4 years;
giving opinions on the hiring decisions of the MAB PLUS implementing unit concerning
independent researchers or winners of the European Research Council competition;
announcing and executing the competition for the MAB PLUS Unit Manager (Director) held in
part 1 of the MAB PLUS project;
announcing and holding the competitions for research group leaders to work for the MAB
PLUS implementing unit, including as the manager of the MAB PLUS implementing unit
through:

o approval of the competition regulations and criteria prepared by the unit,

o approval of the scope of criteria for the manager or leader,

o evaluation of submissions and issue of recommendations for hiring the best

candidate(s).

In addition, the ISC may assist NOMATEN CoE Directorate by formulating general guidelines for the
direction of NOMATEN’s activities aimed at providing a position of an internationally recognized CoE.

3.3.3. Research Groups (RG)

The research structure of NOMATEN CoE is based on independent but coordinated Research Groups,
which are devoted to specific fundamental research areas, with potential for more as the CoE
expands its operations.

Research Group Leaders (RGLs) are “line managers” and responsible for:

setting up the Research Agendas for their groups and ensuring coordination with other
groups;
conducting and initiating world-class research;

participation in competitive programmes to ensure appropriate R&D funding for their
groups; management of existing R&D projects;

hiring and monitoring the performance of the group personnel;

selecting and inviting visiting scientists as appropriate;

ensuring the highest quality of research in their groups, including coaching and motivation
support;

preparation of necessary reports, including submission of reports for periodic evaluations.
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3.3.4.

Industry Liaison Group (ILG)

The formal structure provided by the Research Groups described above is complemented by the
Industry Liaison Group, whose personnel would be less focused on the particular research methods
and techniques. Instead, ILG provides the “translation” service between the language of scientists
and that of the industrial customers and partners. The disparity in the worldview between the
researchers and the commercial potential users and beneficiaries of the results of research is one of
the crucial why Poland has one of the lowest rates of R&D funding by industry.

The Industry Liaison Group’s main task is to facilitate the research and services offer of NOMATEN
CoE for industrial customers. The ILG will be headed by the Operations Director and will be tasked

with:

3.3.5.

industrial dissemination - the establishment of contacts with potential industrial customers,
marketing and communication efforts directed at industry and the commercial sector;

business development — Identifying industrial needs and matching them with the capacities
offered by NOMATEN CoE; acquisition of research projects and services;

industrial project management - coordination and support for the industrial research projects
performed by RGs;

industrial services management - coordination and support for industrial services.

Operations Office

The Operations Office is headed by the Operations Office Manager, who leads a group of high-level
experts in the following domains:

3.3.6.

human resources management and hospitality management for foreign specialists coming to
Poland,

financial management,

management of advanced research infrastructure,
legal issues,

IPR management,

dissemination and communication,

grant management,

ethics issues management.

NCBJ administrative and operational support

In addition to the formal organisational structure presented above, NOMATEN CoE relies on
administrative and operational support provided by specialized NCBJ departments:

HR and personnel services, including permits for work for international employees (where
necessary), payroll management, social security management, personal income tax support
and related matters, including all necessary reporting to relevant authorities;
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- financial services, including bookkeeping, tax issues, and, in particular, financial management
of competitive grants, including the Teaming and MAB PLUS programmes;

- facilities (workspace, transportation services to NCBJ location at Otwock-Swierk, local health
services);

- workplace safety measures, regulations and support structure;

- data management, including compliance with General Data Protection Regulation (GDPR)
directive;

- site security and access policies and implementation;

- ICT infrastructure (LAN network, telephone/fax access, access to the Internet, access to

subscription-based scientific literature (within the general NCBJ scope), backup services and
ICT support services;

- public procurement services;

- promotion of NOMATEN CoE through an extensive network of national and international
research partnerships;

- promotion of NOMATEN CoE via NCBJ membership and activities in numerous Polish and
international organisations, initiatives, think tanks and other forms of cooperation.

3.4. CoE staff

3.4.1. NOMATEN Director

The NOMATEN CoE Director must have practical experience in multinational scientific projects, have
an internationally recognized research record, be a member of international scientific societies,
international committees of conferences etc. In addition, he /she must have several years of
practical experience in heading large research groups, considering the planned size of NOMATEN CoE
of more than 100 researchers.

To ensure the highest standards, the NOMATEN Director post must be the subject of open,
international recruitment organised by the NOMATEN independent International Scientific
Committee (ISC), supervised by the Foundation for Polish Science experts.

It is recommended that the CoE Director be a full time employee of NOMATEN CoE, but he / she is
allowed to keep another position, as long as the total involvement does not exceed circa 150% of
full-time employment.

3.4.2. Research Group Leaders

The Research Group Leaders (RGLs) form the core of the NOMATEN CoE. As in the case of the
NOMATEN Director, the RGLs are chosen through open, international recruitment by the ISC. The
process of selection, recruitment and evaluation of the RGLs must ensure that:

- they represent the highest scientific qualifications and capacity to create and manage
research teams,
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- their proven research experience is in line with NOMATEN research agenda,

- they have the capacity to use their research autonomy to further develop and shape the
research agenda of their groups,

- they would be able to support their junior researchers on their careers,

- they would be able to support NOMATEN Directorate in shaping the overall research agenda
and NOMATEN CoE strategy.

NOMATEN CoE RGLs must fulfil the following conditions.

a) NOMATEN CoE must be indicated as the primary employer for each person employed as the
research group leader within the meaning of regulations that may affect the receipt of
funding for statutory activities.

b) RGLs must be employed by NOMATEN CoE on a full-time basis. Remuneration of the RGLs
may be fully or partially funded from another source, e.g. another grant project. However, all
research outcomes, publications, patent applications and patents obtained from the MAB
PLUS project implementation must be allocated to the MAB PLUS implementing unit.

c) If the leader and his / her team receive remuneration from another grant project or from a
source other than the MAB PLUS programme, then the topics of research tasks implemented
by that leader and his / her team must be within the scope of the Research Agenda stated in
the funding application for the MAB PLUS project, with subsequent modifications made by
ISC.

d) The RGLs may carry out teaching activities.

3.4.3. Research and technical staff

As noted above, the Research Group Leaders have the autonomy in shaping the specific focus of
their research groups in adequacy with the general NOMATEN Research Agenda. Following this, they
have the responsibility to formulate the optimal composition of their groups and to create an
environment best suited to the achievement of the research goals.

Depending on the chosen approach and topic specificity, the individual Research Groups have
varying proportions of senior post-doctoral researchers, younger postdocs, PhD students, as well as
visiting senior scientists.

The conditions of employment follow the rules described for the RGLs (with the exception of Visiting
Scientists, whose employment may be on a limited basis).

In general, the challenging Research Agenda and innovative organisational structure of NOMATEN
CoE on top of research autonomy, together with the Teaming Centre of Excellence and MAB PLUS
prestige should attract a diverse, active and success-oriented team.

3.4.4. Industry Liaison Group staff

In addition to the Research Groups focused on specific elements of the Research Agenda, the R&D
projects, especially the ones conducted with and for the industry, are handled by the ILG. The ILG is
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composed of the research, development and innovation specialists, combining the skills in applied
research with experience in working in industrial or commercial environments. Such requirement is
crucial for the ILG to provide the “translation” services, linking the research culture typical for purely
scientific institutions and the commercially oriented culture of the industry.

The ILG facilitates the creation of task-oriented Mixed Research Units, devoted to delivery of
solutions for industrial customers spanning more than one Research Group competency, as well as
for the development of the network of industrial customers.

3.4.5. Support Office staff

In addition to R&D personnel, NOMATEN CoE high-level staff includes specialists in specific
supportive domains (for example focused on legal, Project Management, Intellectual Property
Rights, Human Resources, ethics, marketing, communication and promotion...) grouped together in
the Support Office.

3.5. Key Performance Indicators and targets

Some “Output Related Indicators” show the original ambitions of the CoE in terms of Human
Resources:

Outout-related indicat NOMATEN CoE targets
dtput-related Indicator Year 3 Year 7 Year 15
Impact 1: Improvement of Poland’s scientific capabilities and chances to seek competitive funding
1 Total No of CoE staff employed up to the end of: 35+ 70+ 100+
2 Total No of CoE research staff employed up to the end of: 25+ 55+ 75+
3 No of PhD degree completions in CoE achieved up to the end - 6+ 10+
of:
Impact 2: Improvement of research and innovation culture in Poland
13 | Share of researchers under 35, % 30+ 30+ 30+
14 | Share of foreigners among CoE research staff, % 20+ 25+ 30+
20 | No of visitors to NOMATEN CoE Open Days incl. dedicated 200+ 500+ 1000+
excursions
21 | No of CoE followers in Social Media 2k+ 6k+ 15k+

3.6. Management Principles

The governance of NOMATEN CoE is based on a set of generally accepted principles, aimed at
achieving the CoE goals in a way that benefits all the stakeholders: industrial partners, government
and research community. These principles include, among others:

Efficiency and effectiveness, built around effective use of the available resources (e.g. via
complementarity of the research infrastructures of the partners), performance management
aimed at selection, evaluation and enhancement of specific capacities (both organisational
and personal), clearly defined objectives and monitoring of the progress towards achieving

them;
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- Research autonomy, excellence and integrity by adherence to high ethical standards and
application of publicly funded research. Everyone at NOMATEN research team must
recognize and accept personal responsibility for the integrity of the research activities;

- Transparency and openness: NOMATEN CoE fosters and supports a culture of transparency
and honesty which promotes good practice, recognizes relevant interests or conflicts and
deals with these openly and explicitly. The openness of the operation is designed to foster
the exchange of ideas and to be as open as possible in discussing with other scientists and
the public;

- Ethical conduct so that the public good is placed before individual interests, there are
effective measures to prevent and combat all forms of misconduct and that the potential
conflicts of interest are declared in a timely manner and persons involved must abstain from
taking part in relevant decisions;

- Sustainability and a long-term orientation, in the form of planning and execution taking into
account long-term perspective on the future of the project, its impact on Polish and
European communities;

- Gender equality, inclusiveness and diversity. As a part of achieving scientific excellence,
NOMATEN CoE mission is to attract more women to the field of materials science and radio-
pharmaceutics production and development, which is well in-line with the already realized
Polish programmes of attracting women to natural sciences. One should say that although
over the years this situation has improved significantly, there is still much work to be done in
this regard. Therefore, an important element of created CoE is to generate a team with a
well-balanced proportion of male and female employees. Special attention is given to reach
higher scientific degrees and encourage to appear as experts in the given field of promising
female PhDs and obtain habilitations (D. Sc. Degree) and professor positions.

4. Excellence and attractiveness

4.1. Actions to build attractiveness
4.1.1. Safe and modern working environment

o New infrastructure

The technical infrastructure is a critical element of NOMATEN's image as an organisation and
employer.

NOMATEN CoE provides access to several modern research infrastructures for researchers interested
in participating directly in research experiments. Therefore, it is a place where Research Group
Leaders and visiting professors can build their own laboratory from the beginning.

The main assets of the Centre of Excellence are brought by its three partners:
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- NCBJ is the largest research Institute in Poland and the only Polish research institution
operating a nuclear reactor. NCBJ has a large capacity in laboratories as well as laboratory
equipment that allows scientists to implement their research plans freely and have an impact
on innovative approaches to new challenges and ideas;

- VTT Technical Research Centre of Finland Ltd is a multi-technological research organisation,
which has a large research infrastructure addressing both the irradiated and non-irradiated
materials, as well as research facilities for recombinant protein production, characterization
and assay development, applicable in radiopharmaceutical diagnostic and therapeutic
nonclinical studies;

- at CEA, two research divisions are contributing to NOMATEN Teaming project:

o the Energy Division which provides the French government and industry with
technical expertise and innovation in nuclear power generation systems to develop
sustainable carbon-free energy, developing and operating large experimentation and
simulation tools needed for its research programmes,

o the Fundamental Research Division, achieving fundamental research in physics,
materials including nanoscience, biotechnology and health domains, proposing
notably innovative approaches and developments in diagnosis, therapeutics and
prophylaxis.

But more than the simple addition of the partners' facilities and equipment, the force and richness of
the CoE rely on the complementarity of NCBJ, CEA and VTT infrastructures and skills.

Cooperation on joint projects within the consortium gives access to a unique set of facilities and
equipment and to knowledge transfer. NOMATEN CoE creates clear rules for easy access to advanced
partners infrastructure. Researchers - regardless of their position - have a clear picture of the
workplace and the tools at their disposal to conduct challenging experiments allowing cutting-edge
research.

Moreover, the newly created CoE will attract investments in infrastructure and laboratory facilities
and equipment. NOMATEN CoE will benefit from numerous projects and initiatives - both national
and international — that will help to boost its capacity and impact.

o Collective construction of NOMATEN brand & “new things”

NOMATEN CoE is an organisation built from scratch. Employees should have a strong motivation to
cooperate and be really engaged. Directorate and Research Group Leaders are responsible for
creating a great team, but building a community demands conscious efforts from all individuals
within the team. Teamwork is not about individual achievements - it is about what the group
accomplishes together. A great team is the one whose work is based on clear objectives, clear roles,
clear communication, cooperation, and opportunities for personal development.

Therefore, a lot of effort is put into communication and integration from the beginning. Everyone
within the team is aware of his / her role and the meaning of a particular activity as part of a larger
objective.
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NOMATEN CoE is an organisation of scientists. Individual ambitions, development needs and
recognition of achievements are important for making higher motivation and for retaining the best
talents. The individual must not lose their authentic voice throughout the collaboration. Individuals
are encouraged to share their results, be present in social media, and thus actively contribute in
building the NOMATEN brand.

NOMATEN CoE is built on base of effective leadership - with trust through transparency and an
honest approach. The managers should support employees to know each other's roles and work
styles — especially in the situation that some of them start working in a new country and
environment. Directorate, Research Group Leaders and managers should be in real contact with
their staff. Research Group Leaders and managers must be available for their team so that
employees know about the existing support and can rely on it.

Creative people are intrinsically motivated by challenging and creative tasks, so they look for
opportunities to display creativity at work. Innovative people need spaces and autonomy. Their
managers need to find a balance between constraint and freedom. They cannot rely on their
position of power or rank in the organisation. Research Group Leaders are expected to provide
intellectual stimulation, create a vision and recognize achievements. They have to be able to
evaluate the ideas that are being generated to see how they fit with those of the overall
organisation. They create an environment intrinsically motivated by trust and psychological safety,
monitoring progress, providing support, and adding protective organisational buffers when
necessary.

o Safety

People are the most important resource of NOMATEN CoE and therefore, the CoE focuses on
employees, their needs and their health. Everyone should feel safe and respected in his / her working
space and team. NOMATEN CoE must create a safe working environment that people can thrive and
are willing to share and collaborate.

Working at NCBJ is fully safe. NCBJ monitors the personnel ionizing radiation exposure that covers
external and internal exposure. The individual monitoring of external exposure concerns all
occupationally exposed persons and is performed by an external institution. The individual
monitoring of internal exposure is performed by Radiation Protection Measurements Laboratory
(LPD) which is accredited by Polish Centre for Accreditation (certificate No. AB 567) and concerns
mainly the MARIA reactor and POLATOM personnel. Individual monitoring in NCBJ includes whole-
body counting, thyroid measurements and urine analyses. LPD performed also the measurements of
the working environment.

NOMATEN CoE complies with the labour protection system in Poland (expressed in Polish labour
law). National regulations concerning health and safety in research are observed. Researchers are
aware of procedures to eliminate the risk of accidents at work and occupational diseases. There is
mandatory training on Health and Safety (H&S) for employees. We use different forms of education:
e-learning, training, practical training.
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NOMATEN CoE builds safety relations between manager and employee, project manager and project
participant, head of department and division manager. As a part of NCBJ, NOMATEN CoE has defined
and published procedures for handling complaints, grievances and appeals. It concerns among other
scientific staff appraisal, complaints related to conflicts between supervisors and early-stage
researchers as well as conflicts between employees in general. HR manager will support researchers,
managers and leaders in finding a way to co-operate despite a variety of opinions, styles and
attitudes.

NOMATEN CoE respects the European policy of non-discrimination. We support the personal career
development of female and male employees. Gender policies will be applied. To increase the
scientific and technical representation of women at NOMATEN CoE, we may start sharing
information and consider starting a collaboration with the European Institute for Gender Equality or
other organisations and initiatives (Women in Engineering, Institute of Electrical and Electronics
Engineers, IEEE) and then adopt the best practices and ideas. NOMATEN CoE will foster the visibility
of women in the organization’s life by their participation in meetings, events and various types of
information materials. Interviews with interesting women with great scientific achievements from
NOMATEN, VTT, CEA and NCBJ will be published on the website.

The women network will be created, where researchers - men and women will help young women
researchers to improve their skills and development of their career by mentoring, coaching,
supporting participation in scientific events and trainings as well as encouraging utilizing the mobility
opportunities.

o Employment

The stability of employment and the competitive level of salaries is an important issue. The first
contract for research staff is for two years with the possibility of extension after a positive
evaluation. The administrative staff are hired first with a 3 months contract, then with one-year
contracts. After each period and a positive evaluation - it is possible to extend employment.
Employees have their tasks described at the beginning of employment.

It is very important to provide stability of employment conditions. In NOMATEN CoE, people have
employment contracts regulated by the Polish Labour Code. There are clear conditions of
employment and work described at “The NCBJ’s Work Regulations”.

NOMATEN CoE has a separate hiring and review policy (supervised by the International Scientific
Committee) and a separate remuneration policy (already formally established by the NCBJ Director
and by the trade unions operating at NCBJ).

o Well being

Closeness to nature, green surroundings increases creativity and calm down - positively affects the
psychological and physical conditions of employees. NOMATEN CoE is localized at Swierk - 25 km far
from the centre of Warsaw - in a quiet location. We have our own company’s buses, which drive
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employees every day. For those who want to come by themselves, we have a company parking for
cars and covered parking spaces for bicycles.

Our offices positively affect cooperation and communication. NOMATEN CoE has renovated building
- bright rooms with big windows. We create rooms for two people. Such rooms give a sense of
privacy and help focus. Employees have the opportunity to adopt their place. There are conference
rooms and social spaces where people can have big discussions and small talks.

NOMATEN CoE (and NCBJ) has many facilities for employees like two canteens with a large selection
of dishes, the Health Centre and the well-equipped educational halls. There is also the possibility of
joint team training (football team, volleyball team and fishing team).

H&S unit will prepare the programme for employees “Hygiene of life”. Employees will be involved in
the creation of this programme.

- Healthy working with making effective break during work hours

A social room with a kitchen, a zone for rest and physical activity will be created. It will be a
space where employees can sit, discuss and rest or make some basic exercises. The
information about the importance of breaks and activities people could undertake during the
day to support their health and work efficacy will be published on the Intranet.

- Healthy eating

The information about a healthy diet will be prepared and published. Water dispensers are
available at NCBJ. H&S unit will cooperate with our canteen to ensure the availability of
healthy dishes.

- Bicycle infrastructure

NCBJ has a great bicycle infrastructure with many covered parking spaces for bicycles. We try
to improve the availability of changing room with showers.

NOMATEN CoE provides employees working conditions that offer everyone the opportunity for
development and combining privacy and work. At NOMATEN, we have fixed working hours (6:30-
14:30 or 8:00-16:00) due to shuttle transportation for employees from/to their place of residence.
There is a possibility to have the individual time of work as well as partial work-time and flexible
working hours and task-oriented working time. These flexible working hours depend on the project
and require individual permission from Research Group Leaders or NOMATEN Director.

The individual solutions to support parents who return to research work after maternity/ paternity
leave are created.

4.1.2. Scientific

o Research autonomy for senior researchers

Senior researchers (e.g. Research Group Leaders) will enjoy a nearly unlimited autonomy in their
scientific work. During the recruitment, they are asked to present their research agenda and
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development plans to the International Scientific Committee and the Director of NOMATEN CoE.
Once employed as RGLs, they have considerable freedom in implementing and developing it, with
the aid of the NOMATEN Directorate. This will include not only the formation of their own team of
junior researchers and postdocs, but also the choice of external collaborators, the usage of specific
equipment, infrastructures and research techniques as well as acquiring new research grants.
NOMATEN CoE, by its very organisation and by having the ISC as an internal supervisory body
composed of world-class scientists, guarantees the autonomy for senior researchers. This is a unique
chance in EU academic world, which is dominated by the well-established structures and traditional
research directions.

o Participation in a newly created international team

Junior researchers (e.g. PhD students) and postdocs looking for a job that will enable them a
scientific career will appreciate the scientific conditions created for them at NOMATEN CoE. As the
initial groups are created shortly after a RGL has been employed, members of those groups have
equal chances at a start and their career is not limited by lack of free positions. This unique situation
makes NOMATEN CoE attractive for people at early stage of a scientific career, as they do not have to
adjust their career to long-established personal constellations.

Additionally, if they have good ideas, relevant abilities and leadership skills, they may even influence
the way how the RG implements its overall agenda.

o Exciting topics of research

Both major areas of NOMATEN research, namely materials resistant to harsh conditions and
radiopharmaceuticals, are scientifically exciting topics and form a natural challenge for any curiosity-
driven researcher. Knowledge of how closely they are related to the critical issues of modern
societies (energy sustainability and life-saving medical therapies) will surely awake additional
enthusiasm among NOMATEN researchers.

o Possibility to focus on research, write publications, participate in conferences

Continuous collaboration with CEA and VTT allows identifying strategic research interests, exchange
ideas and plan joint multidisciplinary research between the CoE and the Advanced Partners. We need
active collaboration with the international research community to be aware of what are the
prospective topics for research and what state-of-the-art equipment is available for NOMATEN’s CoE
researchers, to expand and complement partnerships as well as enter into collaborative R&D. This
collaboration will be executed by short-term travel (meetings, exhibitions, drafting of papers,
drafting of proposals, participation in professional associations and organisations).

It is very important to build personal relationships between researchers from NOMATEN CoE and
representatives of NCBJ, VTT and CEA. Close and long-term cooperation is only possible in an
atmosphere of trust and recognition of the level of expertise (not only the academic degrees but also
a level of practical skills).
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The most important and unique feature in NOMATEN CoE is the research autonomy and possibility to
strongly influence the formation of research agenda for own group (for senior scientists) and
participate in a newly formed international team (for junior scientists). Researchers have a strong
need for scientific autonomy when deciding on their own research direction and research execution.

o Highly skilled co-workers

Highly skilled co-workers offer their talent to the team, to help NOMATEN CoE succeed in achieving a
common goal. Our task as an organisation is to create the circumstances in which the best possible
results are achieved. The creativity of talented people should be encouraged. Research Group
Leaders and managers are setting up regular innovation meetings to help their team push the
boundaries for what they can and will achieve. During these meetings, everyone can share
perspectives and get inspiration. Skilled experts also has a positive impact on broader company
culture and building excellence. NOMATEN CokE will establish continuous knowledge exchange.

Main assumption of the NOMATEN CoE is to create a flexible research organisation able to rapidly
adapt to new challenges and scientific ideas. For this purpose, a transverse research unit system will
imply members to form project-oriented teams, able to solve a given problem from the different
research groups. This system will allow an efficient realization of research targets and building of
competences needed in future activities as well as will offer young researchers an opportunity to
gather experience in managing R&D projects and working with the industry.

NOMATEN builds staff competencies and nurtures new skills as a result of the implementation of
tailored staff development programmes based on the professional and career development plans of
individual researchers and the CoE’s needs.

o Cooperation with local universities

We need to make NOMATEN present at the Polish University and Technological Schools. Researchers
build scientific communities with active and close collaboration and networking. Individual contacts
are very important and developed, but this type of cooperation is implemented in the entire
organisation system. Using current contacts with universities, long-term cooperation is established.
Research Group Leaders and visiting scientists are the main actors in this process. Research Group
Leaders can have the opportunity to give lectures and support students. Student internships are
organised for the best students. The information is disseminated at universities, student’s
corporations and researchers. Participants of internships are recruited in an easy, short and clear
selection process (the description of the process will be published on the intranet).

Internships should be perfectly organised to make students positively evaluate NOMATEN CoE and
share this information. Research Group Leaders know what kind of people and skills they need.
Students have to know internship tasks before they decide about participation.
Student may be invited if the following conditions are met:

- the research agenda of the group is formed,

- laboratory with simple research devices is set up,
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- - programme of the internship/ visit is defined,
- - mentor / support for student is appointed.

NOMATEN CoE participates in events organised by universities and technological school - such as
conferences and career days. NOMATEN CoE also actively supports scientific associations of students’
corporation (visits, meetings, lectures, sponsored competitions).

NOMATEN CoE collaborates with universities and technical schools on research and implementation
of research projects and applying for project financing. We need to be in touch with research entities
interested in collaboration but also with individual researchers.

NOMATEN works with local universities on advanced training programmes for PhD students and
post-docs to help them to foster their research careers, and for industrial companies’ employees to
improve their skills, strength company R&D intensity and facilitate productivity.

NOMATEN provides access to its infrastructure for interested individuals, research centres and
industrial entities to facilitate its usage and to build sustainable connections and joint research
programmes with organisations that possess infrastructure of interest to NOMATEN.

o Cooperation with RTOs abroad

To enhance its visibility and reputation on the international scene and to broaden scientific
capabilities, NOMATEN CoE cooperates with the international high-level research organisations,
through bilateral or multilateral partnerships. Joint involvement in large-scale projects that can lead
to staff exchange, exchange of ideas, open access to research results, is a strong lever to motivate
researchers. To stimulate such collaborations, NOMATEN CoE conducts the following activities:

- Monitoring — the potential partners’ websites are scanned for new research outcomes, new
R&D activities, new products and new offerings. News related to new partnership or
cooperation agreement are analysed in order to evaluate potential implications for the CoE
activities.

- Networking - the NOMATEN CoE partners actively networks with the European research
entities, to create collaboration opportunities.

- Differentiation — continuous analysis of evolving and emerging scientific topics is used to
develop an attractive offer for partnerships.

o Cooperation with industry

Cooperation with industry is an essential part of NOMATEN CoE. After seven years of operations,
NOMATEN CokE activities will be mainly funded from the CoE’s competitive projects and cooperation
with industry (up to 80 %). Therefore, intercommunication with industrial stakeholders is relevant
from the beginning of the CoE. In support of the NOMATEN CoE commercial operations personnel
(Industrial Liaison Group), the researcher group leaders and the researchers are given an excellent
opportunity to interact with the relevant Polish and international industrial stakeholders and
customers.
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4.1.3. International networking environment

o Diversity makes the working environment interesting

Diversity is a powerful value. Each individual in NOMATEN CoE brings with him / her a unique set of
perspectives, work and life experience as well as cultural differences. Diversity is a great opportunity
to exchange ideas and points of view. However, this can be also a challenge when people from
different cultures (sometimes from conflicting cultures) work together. We need to create cultural
awareness, develop trust and confidence. The team spirit is developed among members and focuses
on similarities and the benefits arising from diversity. Cooperation and smooth working are possible
only with effective communication between people who respect their own culture as well as the
others’ cultures. We need an attitude of openness, knowledge and understanding. We should create
cross-cultural awareness by providing cross-cultural training (includes working with intercultural
awareness, different cultural values related to trust, time and motivation, communication skills and
social codes, finding similarities and overcoming differences, finding the best strategy for
collaborating across cultures).

For foreign employees who come to Poland for the first time Poland and Polish culture might be new
and strange in many ways and aspects: climate, economy, lifestyle, the behaviour of people, social
and moral values. The hospitality manager supports employees, but the support coming from the
own team is the most important in the integration process. Research Group Leaders are involved and
responsible for cross-cultural action in day-by-day work. Managers discuss with their teams on
cultural subjects. They have to listen to employees’ needs and implement their ideas (action such as:
celebrating together holidays of different cultures, small-talks or discussions about countries, regular
lunch with sharing dishes from employees’ countries). HR manager and Hospitality manager will
support them in these actions.

o Networks facilitate building of joint project applications and enable access to a wider
research infrastructure

The NOMATEN CoE and the Advanced Partners — CEA and VTT — have significant research experience
and complementary capabilities and infrastructure to build a competence platform and unite
scientists who share a common interest in developing and using state-of-the-art technology.

The CoE aims at enhancing the research and innovation capacities of research staff via intensive staff
exchange programmes and training in new research practices, instrumentation, new solutions and
processes, linking basic and applied research, research articles and proposal preparation, etc.

Staff exchange programmes are also organised.
4.1.4. Hospitality

o Integration into the working community
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Finding the best candidates is only part of building an effective team. The on boarding of new
employees can be one of the most critical factors in ensuring recently hired talent to be a productive
and contented worker. It is important to find the best way to welcome the new employee, to make
them feel good and familiarize with the organisation. It starts at the beginning of our recruitment
process and ends when new employees are fully settled into their role.

The introduction process for newly employed is standardized. We prepare an internal guide for new
employees - “Welcome kit” with such elements as:

- employee welcome message,

- NOMATEN’s mission, vision and an overview of its culture,
- guidelines for employee code of conduct,

- details on legal aspects of employment,

- summary of perks and benefits,

- description of company processes.

The first day of employment is very important. Duty of HR manager and direct manager is to ensure
that the new hires feel welcomed and comfortable. Invoking a sense of belonging in new hires will
make them feel more committed and focus better on their work. Research Group Leaders are
responsible for appointing an individual caregiver for a newcomer. The manager informs the team to
remind everyone of new employee’s start date. HR manager welcome the new hire when they get to
the office and provide an administrative procedure of hiring. Then the new employee has a welcome
meeting with his / her new manager to provide an overview of their new team, their role and how
their success will be measured. The manager has to set clear goals and performance objectives for
the new hire’s first 3 months, 6 months and year. He / she should hold an informal 30 days check-in
to address any immediate concerns followed by a 90 days check-in to see how everything is going.
The HR manager supports the new employee in finding the best way of appear in this time.

During the first 3 months, the on boarding day is organised. A meeting for all new employees
provides an opportunity to network and learn about NOMATEN CoE. The programme for the on
boarding day is prepared by HR manager.

After the first 2 months of employment, a meeting is organised to get feedback about employee's
impressions and expectations. Feedback on the on boarding process is gathered to enable
improvement of the process for future new hires.

o Welcome Point for newcomers - describe work-related practices

The Hospitality Manager provides continuous practical support to international researchers
relocating to Poland to become NOMATEN CoE employees or visiting the CoE for short periods.

The Hospitality Manager supports new employees in process of relocation to Poland, assists with
residence permits, visas and long-term stay permissions, supports to arrange necessary documents
and registrations with local authorities, helps to find accommodation, assists to understand Polish
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administrative requirements, local rules and behaviours and eases the transition, reducing stress and
interruption.

The Hospitality Manager coordinates activities and helps people to reach their full potential through
assistance with respect to:

- residence permits, visas and long-term stay permissions,

- arranging necessary documents and registrations with local authorities,
- finding accommodation,

- setting up banking / financial services,

- finding a school for children,

- informing about social security, healthcare & childcare,

- arranging Polish and/or other language training for the family,

- introducing fresh employees to Polish culture and customs.

Practical information about living in Poland is provided on the web. The “Welcome Kit” for
newcomers is in English.

There are multiple opportunities to learn the Polish language by joining language courses for those
who want this.

4.1.5. Career development

A possibility for successful career development is one of the major arguments a researcher takes into
account when considering applying for a job. A scientific career has several clear milestones (e.g.
PhD) so the ability to achieve the next certified, scientific degree is of importance. NOMATEN CoE will
surely be regarded as an attractive workplace, being able to offer the complete path from student
internships, through various forms of PhDs (Doctoral School, cotutelle mechanisms, providing true
supervision) up to habilitation and professorship (see Section 6.5 for more detailed description of
career development activities). NOMATEN CoE builds its own PhD concept, where the PhD students
share a common culture with individual elements for the research and self-development.

For senior scientists, a guaranteed scientific autonomy, the possibility to build their own research
agenda and the team of collaborating researchers is a very attractive chance offered by NOMATEN
CoE. Additionally, they will be offered a leadership training, which not also will improve their ability
to manage their own teams, but also will help to work out the mechanisms of cooperation between
various thematic groups, e.g. forming project-oriented task forces.

During the whole career path, a NOMATEN CoE employee can count on the effective help of HR
department, through private counselling or participation in a bi-annual “Career day” event with top
NOMATEN CoE management. NOMATEN CoE employees will appreciate that they can get all
information about possible career development activities, learn best practices, voice their
suggestions and contribute to the implementation of the NOMATEN CoE HR strategy.
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For many, NOMATEN CoE is a possibility to work in a truly international CoE with the unique
management style will be very attractive — material science is a highly internationalized area, so
learning how to work in such international team, every day’s usage of the foreign language, etc., is a
highly valued way of pursuing a career.

Last but not least, working in Poland (which is a member of EU), and in NOMATEN CoE (which is fairly
an international institute), will be for PhD students and postdocs a clear step forward in their life
career.

4.1.6. Mobility

Working at NOMATEN CoE provides a high level of international exposure and thus creates multiple
chances for a ‘short-time’ international mobility. NOMATEN CoE employees surely enjoy and
appreciate the close cooperation with CEA and VTT, the possibility of short visits, sabbaticals, or
being a visiting scientist elsewhere. There are also additional chances to travel for trainings,
meetings, conferences or project-related short-time assignments. Even working in Poland, they meet
people, who recently changed their job in order to be employed at NOMATEN CoE. Many people
enjoy and appreciate such a vibrant working environment — for younger people, this is a very unique
chance, which they will not easily find elsewhere. Apart from simply better work-life balance, this
high level of international exposure opens to NOMATEN CoE employees multiple chances for
mobility and also mentally prepares them for a possible job change.

NOMATEN CoE, following the VTT’s great example, will have multiple contacts with industry.
Moreover, it will have a substantial own team, people working on business aspects of scientific
activities (e.g. project and science management, business development, customer relations, IT, etc.).
That will open not only additional mobility chances by switching from the path of scientific career to
industry and commerce, but also to specialize in various aspects of science management, where they
can capitalize on their scientific background, experience, contacts and academic titles. For many
people, the existence of a parallel career path or high chance to find another job through acquired
international contacts will make NOMATEN CoE a very attractive workplace.

4.2. Actions to advertise the attractiveness

Positive employer branding will be built. NOMATEN CoE targets to have an image of a ‘great place to
work’ in the mind of current employees and active and passive candidates, as well as collaborators.
The message is that NOMATEN CoE is the best place to work for ambitious and creative researchers
who want to change the world.

A comprehensive, multi-channel content strategy to engage our target groups will be created.
NOMATEN’s story - beginnings, growth and ambitions - should be told on the Internet and social
media. NOMATEN CoE’s values will be promoted there throughout our content.

The attractiveness of NOMATEN CoE will be advertised via NOMATEN website, social media (such as
Instagram, LinkedIn, Twitter, and Facebook), scientific conferences and scientific publications.
NOMATEN website will describe the impact of NOMATEN CoE, research groups as well as newsletters
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to present research group leaders, novel scientific results, experiences from researcher exchanges
into partner organisations and if not confidential, later also examples of industrial co-operation.

NOMATEN CoE will participate to dedicated events (forums, conferences, technical exhibitions...) in
universities and engineer schools, in order to directly meet students who are looking for internships
or PhD, or those who are near the end of their studies.

NOMATEN CoE communication expert will prepare a communication plan together with the HR
manager.

5. Recruitment

The recruitment should help to achieve NOMATEN CoE’s goals that are one of the most important
source of our competitive advantage:

- scientific excellence and innovation capacity,

- team synergy.
Recruitment and selection is the first step to find out the proper way to ensure the availability of the
talents (competences) the organisation needs to accomplish NOMATEN CoFE’s strategy.
The recruitment is done in three steps:

1) analysing NOMATEN CoE’s needs of competence,

2) recruitment and selection process,

3) evaluation of the effectiveness of plans and processes.

5.1. Who do we want? Analysing NOMATEN’s needs of competence
Competitive advantage can be built if we have certainty that we know who we are looking for. The
recruitment needs analysis should describe NOMATEN CoE in three aspects:

- General level - what kind of people we want to employ so that NOMATEN CoE achieves its
goals.

- Specific needs of positions.
- Specific needs of the individual team.
General level - is the characteristics by which the basic values of the organisation will be met -

scientific excellence and innovation capacity and team synergy. The characteristics of NOMATEN CoE
employees in this regard should be as follows:

The best talents

Real enthusiasm
Diversity of experience

Team — working people

NOMATEN Page300f68
D3.1 HR Policy

Dissemination level: CO

Date of issue of this document: 31/07/2020



N@©:MATEN

The best talents - we mean not only people who have outstanding abilities, but people whose
development has no limits, their minds are open and curiosity does not stop. That is why they break
patterns and create amazing things.

Real enthusiasm - does not mean concentration on work, but real enthusiasm of performing tasks, a
preoccupation of work, which leads to exceeding the goals.

Diversity of experience - for us is to draw on all individual experiences - personal, scientific and
professional. It also means openness to others with respect and really listening and hearing each
other.

Team-working people - people who believe that talents can work together to create something
better than one could create on their own. For us that means - people who work together towards a
common goal and care about others — not only about their tasks. These are employees with the
ability to communicate well, actively listen and be responsible and honest. It is important that people
share relevant thoughts, ideas and key information, also sharing a disagreement with trust and
understanding.

Specific needs of positions - job description contains only basic information - not too many details:
position title, the general tasks, specify the functionary to whom the position reports, specifications
such as the qualifications or skills needed with the description of selection criteria. Having clear and
actual job descriptions is critical to our ability to attract qualified candidates, orient & train
employees, establish job performance standards, develop compensation programmes, conduct
performance reviews, set goals and meet legal requirements.

Preparation of the job description is the responsibility of the team leader with the support of HR
manager (a description template is attached). Therefore, job descriptions will be prepared gradually,
as the next managers are employed. The job descriptions are currently prepared for the following
positions:

- Research group leader,

- Post-docs,

- PhD students,

- HR manager,

- Hospitality manager,

- Legal counsellor,

- Dissemination and Communication Manager,
- Industry Liaison Specialist.

Foundation for Polish Science observes all calls for scientific personnel.

Specific needs of the individual team - HR manager has a discussion with the manager about what
characteristics an ideal candidate should have. It is important to take into account the tasks to be
performed by the individual, specific needs of the recruiting team and the other existing needs in
NOMATEN CoE teams. The following criteria are always considered:
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- level of education,
- level of experience,
- personality.

Of course, the basis for the discussion is the job description, but it must be considered in the context
of the work of the whole team.

5.2.Recruitment and selection process

The basic issue is how to attract the right candidates, how to build the employer branding, which can
attract people who have the personal profile we want. So the critical question is - what we can turn
them to apply for us?

We offer them:
- fair and equal selection,
- many channels to join our team,
- perfection and determination in searching,
- the certainty that the talent and enthusiast will be happy with us,
- quick decisions regarding employment.

5.3. Fair and equal selection

Recruitment in NOMATEN CoE is based on OTM-R system (Open, Transparent and Merit-based
recruitment practices in Research Performing Organisations) - according to the rules on employment
of researchers provided in the European Charter for Researchers and the Code of Conduct for
Recruitment. It guarantees equality, especially for under-represented groups, and boosts trans- and
international co-operation. Similar principles would be applied for non-research positions.

These general principles (openness, equity, non-discrimination, etc..) are not restricted to
researchers and scientific profiles, but also apply to the recruitment of the support staff.

5.3.1. Open and Transparent recruitment

All recruitment procedures are based on principles of equal opportunities for all candidates
(including internal and external). As a rule, recruitment should always be open and should be made
explicit and well justified. In NOMATEN CoE, we provide clear and transparent information on the
whole selection process, including selection criteria.

It is obligatory to make job adverts inside and outside the organisation, include international
recruitment - published on the NOMATEN's and others partners’ websites. With respect to the
research positions, we make full use of EUROAXESS to share of our jobs advert to a wider audience
and in order to avoid discriminating against candidates based on their geographical location.

Our job adverts include information on required competencies and duties, working conditions,
training opportunities, career development. We carefully pay attention to proper levels of
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qualifications and competencies and avoiding setting such kind or too many of them as a barrier to
entry. Our job adverts including information that we encourage to take part in the recruitment
process for underrepresented groups (such as women and disabled people). The job advertisements
are published in English.

We make the selection procedure as clear and similar as possible for the candidate. The process of
recruitment is conducted in English (evaluating applicants and conducting interviews).

We inform all applicants at the end of the selection. Especially, we provide adequate feedback to
interviewees. The selection committee document the recruitment process in a short internal report
for all phases of a recruitment process, which contains at least the list of candidates, names of units
they come from, scores received by the candidates during the recruitment, and details about
competition notices, selection criteria, competition dates and explanation of selection.

Applicants can make complaints about the recruitment process. It will be information about the
complaints procedure on NOMATEN website. HR staff will control and analyse every complaint and
will give the individual explanation of the situation.

5.3.2. Merit-based recruitment

There will be concerning the selection committees composed of at least two members — involving
gender-balanced.

The recruitment process based on its own criteria, however at least one of the criteria should refer to
the candidate’s scientific research or expert’s achievements to date.

We strive to ensure that the process is carried out in accordance with adopted values. All personnel
involved in the recruitment process will be appropriately trained on this procedure during special
training held on a regular basis (at least once a year). The whole recruitment process is supervised by
the HR manager.

5.4. Many channels to join our team

We want to use as many channels to attract new employees as possible. Of course, in each case, we
need to carry out a cost and potential efficiency analysis. It is important to get to know the target of
people and find out as much information as possible about where they are looking for a job.
The job offer is published for min. 21 days in required sources:

- NCBJ website (PL and ENG versions),

- website of The Ministry of Science and Higher Education (PL and ENG versions),

- website of The Foundation for Polish Science(PL and ENG versions),

- EURAXESS (only ENG version),

- for scientific positions at NOMATEN CoE, the recommended source is Research Gate (only
ENG version).
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For each recruitment, the manager/ group leader and HR manager select additional publication
locations. The costs are approved by the management of NOMATEN CoE (in the case of scientific
position) and NOMATEN’s Teaming Project Coordinator (in the case of recruitment of administrative
and management staff).

Not only is the active search for candidates important, but also we need to build the candidate pool
in advance. We want to achieve this with the following actions:

- look to and build relationships with universities and organisations for scientists, students and
experts;

- build really active NOMATEN'’s profile at LinkedIn and Facebook - employment branding
activities on true stories and recommendations from our employees;

- encourage current staff to take part in external professional activities to help attract new
talent;

- encourage current staff to recommend a job offer on their social media;
- build an internal bounty programme for employees — the financial rewards for the
employment of a person recommended by the employee.

Building a community of committed people is the basis for employee involvement in the above
activities. We need to cherish the employees' conviction that NOMATEN is an important element in
their lives — which they want to care about. Our current employees will brag about the organisation
being a great place to work. This will help increase the odds of candidates searching out the
company.

5.5. Perfection and Determination in searching

5.5.1. Clear and predictable procedure

The selection is realized by:

- the International Scientific Committee (ISC) for the recruitment of the Director and Research
Group Leaders (RGLs),

- Research Group Leaders (RGLs) for recruitment of research and technical staff to their
Research Groups,

- the Operations Director for Industry Liaison Group staff recruitment,

- the Operations Office head for Operations Office staff recruitment.

Research Group Leader will be recruited by means of an international competition run by the
International Scientific Committee.

PhD students and junior postdoctoral researchers are recruited by Research Group Leaders.

Technical staff will be recruited by NOMATEN Director, with the support of HR Manager (at the
Support Office) and the relevant Research Group Leader.

Descriptions of every type of recruitment have been prepared (in the attachment):
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- recruitment of management staff,

- recruitment of research group leader,

- recruitment of research and technical staff,
- recruitment of administrative staff.

5.5.2. Find the best selection teams

Manager/group leader who is responsible for the recruitment process sets up a Selection Committee
to evaluate applications.

For a scientific position, the committee has to be accepted by the NOMATEN CoE Directorate and
NCBJ’s Deputy Director of Science. The members are informed about their commitment before
setting up. They must be at least three people. It is recommendable that the committee consists of
the request: a researcher with experience in the field connected with the offered job, the manager of
the position, professor or PhD with habilitation, HR manager.

The selection of administrative and management staff is led by a Selection Committee consisting of
at least three people: the manager of the position, an expert from NOMATEN/NCBJ/VTT/CEA, HR
manager.

It is advisable, that the committees maintain gender equality and diversity of experience among their
members.

5.5.3. The certainty that the talent and enthusiast will be happy with us

Selection is concerned with picking up the right candidates from a pool of applicants. The methods
for selecting employees to determine whether a candidate is indeed suitable for the job. The result is
a wise hiring decision, and possibly lower turnover and higher employee retention.

We use the following methods of selection.

- Pre-selection (formal and basic requirements) of applications
HR manager receives applications, ensures completeness - creates a database. The Selection
Committee is responsible for checking the formal and basic requirements of the recruitment.
- Preliminary screening, phone interviews
Basically, the purpose of preliminary interviews is to eliminate unqualified applications based
on information supplied in application forms.
- Competence-based interview

An interview is a formal and in-depth conversation between the applicant’s acceptability.
Formal means a structured interview. It ensures that everyone is treated fairly and asked the
same pre-determined questions. We can compare candidates’ answers in a more objective
way, keeping hiring biases to a minimum.

Each question is designed to test one or more specific skills. The answer is then matched
against pre-decided criteria. Candidates are asked questions relating to their behaviour in
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specific circumstances, which they then need to back up with concrete examples. The
candidate is asked for specific explanations about his behaviour or skills by being asked to dig
further into the examples.

Before the interview, the selection committee determines which type of answers would
score positive points and which types of answers would count against the candidates.

- Case study exercise

At each recruitment can be designed individual case study to test both technical skills (for
example law knowledge, Excel ability) and broader skills such as problem solving and
creativity. In this way, we can see the strengths and weaknesses of candidates in action. The
task is developed by a manager or an expert in the committee.

- Recommendation and background checks

Manager / group leader or HR manager contacts candidate’s previous employers or
mentors/tutors from university to learn more about candidate’s employment or research
work history, educational background, and qualifications for a job.

5.5.4. Prompt decisions

We care about making good decisions. However, it is also important to consider the duration of the
process. The decision about selected candidates after the end of publication of the advertisement
should be made as soon as possible. Our ambition is that the short-list selection process will last a
maximum of 1 month.

5.6. Evaluation of the effectiveness of plans and processes

Understanding our entire recruiting process allows us to make more effective, successful hires, so we
should get the most out of your recruiting. To evaluate the effectiveness of recruitment plans, we
can use the average time of recruitment, new employee turnover, employee satisfaction survey or
average position vacancy time as measurement standards. However, it is important also use
gualitative assessments through management, members of selection committees, employee and
candidate surveys (interviews after recruitment).

We evaluate:

- quality - how many new hires remain in the organisation after 3 months, the level of
individual evaluation of a new employee, .the level of evaluation of manager,

- speed — how many recruitments take longer than 1 month from the end of publication of the
advertisement,

- cost.
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6. Evaluation and career management

6.1. Purpose and general principles

Generally, the purpose of the staff evaluation is to measure the job performance and it is
instrumental in determining whether an employee matches the requirements of the position. In the
context of the research organisation, this general statement applies well to technical-administrative
staff, whereas the focus of the researcher’s evaluation is in supporting his / her scientific career. The
managerial staff of research institutes is additionally evaluated on their effectiveness of leading their
research groups and their ability to complete departmental goals.

Evaluations are usually done either as a regular (typically annual or bi-annual) performance
evaluation process or as continuous interaction, often supported by a dedicated IT system. The main
goals are to contribute to scientific career but also to promote communication, to provide feedback
about job performance, to facilitate better working relationships, to provide a record of performance
and to define possible corrective measures.

6.2. External requirements and synchronization with CoE reporting

The staff evaluation is a part of NOMATEN CoE Performance Assessment.
The NOMATEN CoE performance assessment is implemented annually to demonstrate continuous
enhancement of excellence and sustainability.

The International Scientific Committee of NOMATEN CoE, being an internal body of NOMATEN CoE,
created under the FNP grant conditions is charged with the key role in this assessment and
evaluation, providing the NOMATEN Steering Committee and Directorate with an assessment of the
status of the CoE in terms of:

(i) research staff and facilities,
(ii) innovation capacity and societal impact,
(iii) commercialization and customer focus,

(iv) finances and sustainability,

(v) internal business processes,

(vi) strategic positioning,

(vii) international visibility.
Information required for CoE assessment is provided to the ISC in the form of a Yearly Report and
Annual Plan for the next year prepared by the NOMATEN CoE Directorate and complemented by
visits of ISC experts to the NOMATEN CoE (where necessary). Following the CoE performance

assessment, the ISC provides feedback to the Annual Plan and, where relevant, recommendations on
modifications of overall CoE strategy, management principles, etc.

Both NOMATEN Teaming Grant Agreement and the FNP MAB PLUS contract define some
requirements that NOMATEN CoE staff evaluation should comply with. The individual assessments
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and evaluations are done in the form of bi-annual appraisal interviews. The evaluation criteria are set
out in Research Agendas provided by NOMATEN CoE Director (general) and the Research Group
leaders (RGLs, specific for their research groups) as well as in the individual research plans for each
evaluated research staff member. Additional sources of evaluation criteria might be provided by the
commitments contained in specific research proposals and grant agreements.

Main individual assessment and evaluation criteria are:
- realization of the individual research plans as set out by NOMATEN CoE Director and RGLs,
- publication records,

- reward and participation in international and national projects, involvement in R&D projects
with industry, etc.,

- contribution to the realization of the output-related indicators, related to the improvement
of Poland’s scientific capabilities and the improvement of research and innovation culture in
Poland;

- implementation of corrective measures, as suggested in the previous assessments.
6.3. Current practices at NCBJ, CEA and VTT

6.3.1. Current practices at NCBJ
At NCBJ, the evaluation of research staff is carried every 2 or 4 years dependent of position.

For graduate students and post-docs, there is a well-established practice of evaluation commissions
that not only assess every two years the progress of individual scientific achievements, but also give
inspiration for future career steps.

The evaluation for professor position is carried out every 4 years.
The evaluation for the technical staff is carried out every 4 years.

Apart from the evaluation by the committee, every year the managers of NCBJ conduct the annual
conversations with their employees, to summarize the mutual cooperation between the employee
and the manager and the employee’s teamwork. This conversation is carried out according to the
well-defined script (similar questions in every case and every year). The purpose of those
conversations is the exchange of opinions about mutual relations, implementation of tasks in the
previous and the definition for the next year.

NCBJ organises following career-building activities for its employees.

1) Teamwork and leadership skills are considered as an important element of employee
development. The first edition of a talent management workshop "Future Leaders -
Programme for the development of future managers at NCBJ" was organised in 2020. The
programme included a training, mentoring and other forms of cooperation and self-
education of participants, e.g. identifying talented and motivated individuals (with
outstanding research outcomes and natural “soft” skills, describing standards for Individual
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Development Paths supported by mentoring activities, face-to-face meetings with
development experts and educational activities.

2) We implement a series of training of "soft skills" (ability to manage time, increase your
efficiency, etc.) as part of the programme for the Doctoral School.

3) HR unit organises internal trainings to improve team management.

4) As a part of on boarding procedure - the newly hired manager is supported and coached by
the HR unit.

6.3.2. Limitations coming from Polish Labour Law

According to the Polish Law on Higher Education and Science, the Institute’s researchers are
periodically evaluated. Their scientific and technical achievements are assessed by the Scientific
Council. This evaluation takes into account the criteria such as number and quality of patents and
their implementation, scientific publications as well as the conducted R&D activities. The evaluation
is carried out at least once every four years.

6.3.3. CEA best practices
At CEA, the evaluation and career evolution management is based on two integrated processes.

1) The annual Appraisal Interview

Every manager has the mandatory task to organise a face to face interview with each of
his/her subordinates, at least once a year, to provide an overview about the employee’s job,
to assess achievements and skills, and set up the objectives of the year to come, including
foreseen trainings. The manager plays his coaching role: listening the employee’s aspirations
and giving feedback based on concrete facts and development advice. Manager feedbacks
help the employee to develop his / her skills and build his / her career evolution. In an open-
minded spirit, this interview is a valuable opportunity for dialogue and discussion between
the employee and his manager.

2) The People Review

Managers at all level of the structure gather their N-1 managers. Performing the meeting,
each of them presents his organisation and each member of his team: performance, skills
and career aspirations. Collective discussion and decision making about action plans are
defined. Different pools are built (managers, “high potentials” and experts). HR staff is also
participating to these annual reviews.

6.3.4. VTT best practices

To set the team and individual goals, VTT uses yearly development discussions. It has been advised
that everyone should participate in the development discussion at least once a year. HR organises
courses, open for everyone at VTT, to guide how development discussions should be carried out.
First, development discussion is organised at a team level. Examples of the discussed items are key
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knowledge, key partners, key resources, key actions, opportunities, targets, customer value and
projects. Once the team targets have been defined, guided by VTT's strategic goals, the research
group leader will discuss separately with each team member. In individual, confidential development
discussions, goals and priorities are set for the ongoing year and feedback is received based on the
performance in the previous year. In addition, longer-term (3-5 years) development plans, such as
career targets, research exchanges, postgraduate studies, are covered in the discussion. In addition
to research goals, development targets and wellbeing targets are set and discussed. However, it is
important to notice, that feedback is given continuously and it is possible to make changes in the
goals when the need arises. If there is a need, separate follow-up discussions can be organised, for
instance, to make changes to the goals set for the rest of the year.

6.4. Strategy of staff evaluation

This Chapter describes the suggested procedures for staff evaluation, based on best examples from
CEA and VTT and compliant with Polish law. As it is quite different from the current practice in Polish
academic organization, its implementation should be done with due care and attention to details,
taking into account the feelings of employees and the possibility of their practical implementation,
without losing possibility of achieving the strategic goals of the NOMATEN CoE.

The goals, advantages, resulting rights and obligations related to suggested staff evaluation
procedures will be first discussed in a joint meeting between NOMATEN CoE Management and the
employees. Then HR experts, working with the representative of the employees and the
representative of the management, will present to the NOMATEN CoE Director an implementation
proposal (which e.g. will include the actual form of a self-assessment questionnaire and other related
documents). After approval by the Director and consultation with ISC and Legal Counsel, this
proposal will be announced to the employees as a binding regulation. Additionally (after necessary
anonymization and generalization), it will be disseminated to other academic organizations as our
contribution to the creation of a new Polish academic culture.

6.4.1. Self-assessment versus external assessment

For each of the NOMATEN CoE employees, a bi-annual face-to-face interview with the immediate
supervisor is organised to conduct performance appraisal. Additionally and prior to the interview, the
employee has each year to fill a short self-assessment questionnaire (see example in appendix 8.6)
and passes it to the supervisor, who may then request the interview outside the bi-annual cycle. The
bi-annual performance appraisal interview provides the supervisor's feedback on employees’
performance serves as a basis for modifying or changing the employee’s behaviour towards more
effective fulfilment of NOMATEN CoE goals and provides data for managers to define the CoE
activities in the upcoming year and the employees' job assignment.

6.4.2. Assessment by ISC

For all staff members, the regular evaluation is implemented by HR staff to ensure continuous
development of staff and to increase of CoE competitiveness. ISC has a special function in this
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process, namely, it is responsible for the evaluation of Research Group Leaders and top managers.
This is done as a part of the regular CoE performance assessment procedure (see deliverable D2.1). In
particular, the role of the ISC in top researcher evaluation ensures the scientific autonomy of the
CoE. Moreover, ISC in its role of supervising body for the realization of NOMATEN research agenda
may also formulate directives on what characteristics should be included in the evaluation of other
scientific staff. Basic information required for top staff evaluation is provided to the ISC in the form of
a Yearly Report and Annual Plan for the next year prepared by the NOMATEN CoE Directorate and
(whenever necessary) might be complemented by visits and interviews. As a result, ISC may provide
feedback with the recommendations on HR strategy.

6.4.3. Defining criteria and indicators

It is planned that the following criteria are used for individual staff evaluation:

- realization of the individual development plans as agreed during the previous year appraisal
interview;

- the relevance and amount of publications and public presentations, number of citations,
quality of journals;

- level of networking and recognition, e.g. membership in various scientific bodies, peer review
and expert activities, prizes, awards, etc.;

- participation in international and national projects, R&D projects with industry, etc.;

- acquiring of new soft skills, e.g. team working, customer advisory and consulting, mentoring,
leadership;

- participation in trainings;

- contribution to the improvement of research and innovation culture in Poland, educational
and popularization activities;

- implementation of corrective measures, as suggested in the previous assessment;

- soft skills (such as team working, collaborating with other RG, mentoring role).

As in the moment of writing this deliverable, only a few RGLs are employed, the definition of some
general quantitative performance indicators for each of the above criteria will be done and
announced to all employees in a few months delay, well before the round of appraisal interviews.
The rest of the individual indicators will be defined during appraisal interviews and fine-tuned to
employee’s tasks and abilities.

The scope and range of evaluation for junior staff (PhD students and postdoctoral researchers)
should be based on a unified system of measuring progress with respect to the plans set out by their
supervisors and RGLs. These development plans should combine generic components and personal
targets.
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6.4.4. Frequency and procedures of staff evaluation

The individual performance appraisal interview should be generally done at least once every two
years. We suggest having yearly a simple self-assessment questionnaire (see example in
appendix 8.6) and the biannual personal interview. After filling the self-assessment questionnaire by
the employee, either the employee or the supervisor may request the face-to-face interview. The
face-to-face interview should be done also if, in the previous year, there was a change in employee
status or there were defined some corrective measures. The interview is strictly face-to-face. It
should end with the descriptive evaluation of employee's performance and the definition of personal
goals and milestones for the next evaluation period. It may end up in the definition of corrective
measures (to be done in writing and strictly confidential) and in possible suggestions for career
development activities (e.g. training), which may be passed to higher management.

The evaluation of junior scientists (eg. PhD students, postdocs) is also done continuously by their
supervisors and RGLs on basis of their daily observations and in case of serious deficiencies may
trigger a formal performance appraisal procedure, as described above. The evaluation of teamwork-
related aspects of staff performance will also be discussed in the form of a peer-review public
discussion during the biannual “Career Day” events.

6.4.5. Definition of individual indicators and development plans

During the performance appraisal interview, possible ways of improving individual performance are
discussed and mutual expectations should be voiced. It leads to the definition of the individual
professional development plan (goals, training, mobility, etc.) and relevant indicators for the next
year. The immediate superior and the employee discuss and agree on the goals, which should be
feasible to achieve and define the respective indicators. It should be made clear, what are the
consequences of not achieving the minimum value of indicators.

The employee is allowed to express her/his career expectations, including the remuneration,
conditions of employment, personal opportunities and challenges.

6.4.6. Implementation of corrective measures

The individual performance appraisal interview may end up with the definition of corrective
measures in a written form. Such a document should define what aspect of employee’s work has to
be corrected and indicate how these corrections should be implemented and in which timeframe.
Sometimes, it may also define the threshold values of indicators, which should be achieved. During
the next appraisal interview, the progress in the implementation of corrective measures must be
assessed. In case this progress is not satisfactory, a verbal or written warning might be formulated.
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6.5. Long-term career-building strategy

6.5.1. Purpose

The purpose of the NOMATEN CoE’s career-building strategy is not only to support the CoE’s
development by their engaged employees but also to enable its employees to effectively implement
their personal career plans. From the CoE’s point of view, such a strategy should ensure a constant
supply of promotable employees, reduce labour turnover and motivate employees to improve their
skills and to help to retain the most efficient ones. For employees, a NOMATEN CoE strategy should
contribute to the improvement of their work-life balance, give them the satisfaction and feeling of
stability, develop new skills, etc. For its multinational and multicultural staff, the NOMATEN CoE
career-building strategy should contribute to acquiring team-building skills, create loyalty, feeling of
open and not limited development chances, readiness to cope with new challenges, etc. The
existence of a well-defined career-building strategy is an important factor for younger research job
seekers.

6.5.2. Elements of the career-building strategy
The NOMATEN CoE career-building strategy includes the following elements:

- An effective, open and transparent recruitment process (see Section 5 of this report), not
only contributes to the influx of prospective researchers but also creates a feeling of having
taken the right decision and the willingness to prove their value by those who get employed.
Both are the right start “holes” to develop a successful scientific career.

- The on boarding process is the important next phase — apart from effective inclusion into a
given research group and the NOMATEN team in general (typically done by the superiors),
the hospitality manager will support the foreigners in getting acquainted with Polish realities
and will handle the international, multi-culture aspects of team building activities.

- Through the employment period, a carrier building strategy is implemented by the HR
Manager with the help of NOMATEN CoE Directorate and will consist of:

a. assessment and evaluation of employees’ skills, knowledge and attitude (see Section
6.4 of this report). Additionally to appraisal interviews and related processes, we plan
to develop a self-help package to prepare for assessments;

b. support in the creation of individual career and development plans — this will include
career counselling and dedicated in-house career workshops. For candidates to
managerial positions participation in career planning, external courses are supported.

c. supply of information on job options — this will be done by promoting internal moves
(typically related to external projects and formation of project task forces), providing
information on possible and expected vacancies and personnel needs of various
Research Groups (e.g. in form of competences versus job maps);

d. access to training and skill development — apart from a series of knowledge
enhancement and training options (see Section 7 of this report), this will include
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enabling access to external learning centres, secondments, organisation of networking
events, and mentoring during the first year of employment by experienced NOMATEN
CoE employees;

e. organisation of the biannual “Career day” — the top NOMATEN CoE management, after
a round of evaluation interviews and analysing the expected needs, presents and
discusses with the staff the plans for next period, including expected recruitments,
trainings and other career-related activities. This is coupled with the sharing of best
practices and the overview of development plans for NOMATEN CoE researchers.

6.5.3. Employees retention, retirement and exit strategies

The academia in general and the research institutes, in particular, are characterized by a high level of
mobility, which linked to constant increasing of competences, often creates a possibility for a job
change. A careful balance should be found between the mobility (very much needed for the
excellence of research) and the natural wish for personal and financial development on one side and
the necessity to secure long-term sustainability of NOMATEN CoE scientific potential and
attractiveness on the other side.

In general, care is given to those who would see their long-term future connected with NOMATEN,
including, but not limited to, planning of individual career paths within the Centre’s organisation. To
retain employees, NOMATEN CoE can offer opportunities for flexible mobility, sabbatical and unpaid
holiday policy. Abroad professional stays must take place within NOMATEN Research Agenda and
require a specially fitted research program agreed with the concerned Research Group Leader. A
person going for unpaid holidays has to point to his/her replacement and should make
himself / herself available to that person for consultations.

Even in the case of researchers leaving NOMATEN CoE (for example to their own
independent/advanced research positions), a programme of preserving close links is formulated in
each case, to facilitate future collaborations and create a network of ‘'NOMATEN Alumni’.

Two years before the retirement an employee should inform the NOMATEN CoE management about
his plans. In case his successor is assigned, he should train and mentor him to take over his
responsibilities. NOMATEN CoE might also allow him to work after his retirement (typically on a
project-based basis) or continue on a volunteer basis (e.g. as professor emeritus). Whatever is the
reason for leaving NOMATEN CoE, the person is given a certificate of work and (if requested) a
recommendation letter to pursue his further career with the desire to collaborate in possible joint
projects.

7. Knowledge enhancement, training

Training in an individual or collective approach that helps to adapt and develop skills, aimed at:

- committing and developing employees; training actions help them to develop their skills to
lead their individual development plan and career evolution;
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- increasing performance and effectiveness of the organisation; training courses help to
master skills to achieve the programmes and objectives.

7.1. Scientific trainings

The scientific trainings will be aligned with the CoE Research Agenda and the Capacity Building
programme will be defined within the Work Package 6.

7.1.1. Internships, short training visits, sabbaticals, visiting scientists

It is intended that all NOMATEN CoE younger researchers are involved in a plan of short and
medium-length training visits. Those visits, of duration up to 3 months, are used to learn new
experimental techniques, conduct smaller experiments, collect data for further analysis or prepare
thesis in cotutelle system. The primary mode is the visits among the three NOMATEN partners, but if
training needs unique equipment, they are organised elsewhere. At least once per every two years,
each younger researcher should have one such training visit. An agreement with the hosting
organisation about sharing the costs of such a visit should be reached (typically this will be paid from
projects), but the situation that a person will be paid fully by the mother organisation is not
excluded.

NOMATEN CoE also offers internships (and/or simple summer jobs) to university students — they are
given a possibility to conduct simple exercises using NCBJ laboratories (which might be a part of their
Engineer or MSc diploma) and/or perform technical or maintenance works as summer students. One
of the NOMATEN CoE staff will be responsible for the formalities related to their work and each of
interns will be assigned a supervisor to overview their daily work.

For more senior researchers, a sabbatical holiday may be granted every 5 years. This can be spent at
any research organisation and used for any non-profit activity (e.g. getting acquainted with the new
research or applications field).

If a NOMATEN CoE researcher is invited by another research organisation for a period longer than 1
month, he will get an unpaid ‘visiting scientist’ holiday, providing that NOMATEN CoE Directorate in
consultation with his immediate superior (e.g. RGL) will find this visit useful for the realization of
NOMATEN goals. On the same basis, NOMATEN CoE will also be able to host and pay to external
scientists, willing to spend some time in NOMATEN CoE as visiting scientists. In both cases, the
identification of the day-to-day collaborating person(s) in the host organisation will be required.

7.1.2. PhD Education, habilitation and professorship

NOMATEN CoE will closely collaborate with the Doctoral School run jointly by NCBJ and IChTJ
(Institute of Nuclear Chemistry and Technology), which has the right to give PhD titles in several
areas of physics and chemistry. We are in the process of including Material Physics as next
specialization of our Doctoral School. The NOMATEN Ph.D. programme will aim to provide a top-
notch research environment for graduate students pursuing a Ph.D. degree in Physics by engaging
them from the beginning in research projects pursued in close collaboration with top scientists.
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These PhD student projects are often an element of research programmes supported by external
grant funding. At the same time, the Doctoral School strives to provide a teaching programme that is
tailored to the individual needs of each student. This is done in collaboration with other doctoral
programmes in Warsaw (e.g. with Institute of Nuclear Chemistry and Technology, Medical University
of Warsaw) whereby lectures organised by any of the physics graduate schools are available for
students affiliated with any of the collaborating programmes. The key element of doctoral studies
here is, of course, individual research, which often takes advantage of the unique facilities available
at NCBJ. Additionally, NCBJ is realizing a programme of interdisciplinary doctoral studies:
Radiopharmaceuticals for molecularly targeted diagnostics and therapy — “RadFarm” to increase the
quality and effectiveness in the education of PhD students in the area of radio-pharmacy and nuclear
medicine, with focus on design, synthesis, pre-clinical and clinical evaluation of new
radiopharmaceuticals for diagnostics and therapy.

Each NOMATEN PhD student will have a well-defined formal doctoral promoter and if this promoter
is not from NOMATEN, another supervisor (auxiliary promoter) from among the NOMATEN senior
researchers. The dominant mode of supervision is developmental. In the initial stages, the mode is
more directive, as the student is introduced into the project and study plan is developed. After a few
months, this becomes collaborative, as the graduate student is typically engaged in research in close
collaboration with the promoter/supervisor and other members of the research group.

The current PhD programme does not have collaborative PhD programmes yet, although they are
allowed. We have applied to organise such a collaborative programme with Joint Research Centre of
EC and we will look for such possibilities with CEA and VTT. On the other hand, the Doctoral School is
the joint undertaking of two research centres (NCBJ and IChTJ), so it is a kind of collaborative PhD
programme by itself.

Some of our Material Physics researchers have a longstanding experience in pursuing Ph.D.
education in an international setting, e.g. using cotutelle mechanism. E.g. the collaboration with
French research and academic institutions led to 7 Ph.D. theses in CSNSM Orsay and 4 in NCBJ, one
Ph.D. thesis was carried out jointly by NCBJ, CEA and Aix-Marseille University in the frames of the
cotutelle system.

Last but not least, NOMATEN CoE is formally allowed and has the intention to offer to its outstanding
scientist a possibility to obtain habilitation and/or NCBJ professorship.

7.2. Acquiring technical skills

In order to complete their scientific education, the NOMATEN CoE employees will have the
opportunity to take part in technical trainings related to their activity. The relevant trainings will be
identified in adequacy with the research team needs and with the employee’s individual
development plan discussed with his / her manager.

Technical trainings will often be related to the operation of particular software, experimental
equipment or infrastructure used by NOMATEN CoE. Those trainings will be done either by the
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vendor of the equipment or the operator of the research infrastructure and will be fully paid by
NOMATEN.

Other technical trainings will be related with the general improvement of employees’ technical skills,
such as advanced programming, Al/ML, specific computational packages and optimization, etc...

Participation in these general technical trainings will require a partial payment by the employee,
which typically increases the motivation to complete it and acquire a relevant certificate.

7.3. Acquiring transferrable and soft skills

NOMATEN CoE employees will have a possibility to attend courses on several transferrable skills
required for effective scientific work, e.g. academic writing, publishing, grant writing, project
management, IPR and patenting, etc. Many of such courses are nowadays offered in online mode
and NOMATEN CoE employees will be strongly encouraged to participate and/or obtain respective
diplomas.

HR unit will help the NOMATEN CoE employees in participation in training on useful soft and social
skills (e.g. leadership skills, time management, public presentations, etc...).

NOMATEN CoE’s researchers can participate in NCBJ’'s programme for future leaders. This is not only
workshops or trainings, but also an individualized plan for the development of competencies needed
by a leader operating in scientific or research and technical areas. A part of the programme is
working with mentors - experienced people from the scientific and managerial staff of NCBJ. The
participants cooperate to create their own projects in small groups, which can be implemented at
NCBJ.

NOMATEN CoE is committed to hire a significant proportion of employees coming from abroad and
will also host foreign students. Therefore, the CoE will offer courses of Polish language for foreigners.

7.4. HR management skills and practice improvement

The HR policies implementation effectiveness depends crucially on the scale of individual acceptance
and everyday use by all involved parties, especially senior and mid-range management. For these
reasons, the improvement of HR skills and practices is set here as a separate category.

HR manager support managers by coaching, trainings and developing managers to become the best
leaders they can be.

The Research Group Leaders and other managers responsible for their teams will have the
opportunity to attend trainings dedicated to HR skills, such as team management, evaluation &
interviews. These activities can take varied forms, from standard courses to individual mentoring,
ensuring that the impact of HR policies, programmes and specific solutions and behaviours is fully
understood and accepted. This would allow NOMATEN CoE to develop and use best HR policies in a
coherent way, throughout the whole organisation.
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HR manager actively develops a dialogue with Research Group Leadership about leadership. Working
closely with them from across an organisation, HR manager gathers insights and feedback about the
challenges teams and information they can ultimately feed into their management training approach.
NOMATEN CoE will develop and run a management training programme. The training will clearly set
out the NOMATEN CoE’s idea of what good management looks like and the best practices managers
are expected to follow. It can also offer practical advice on how to build those skills. The
management training course can take the form of a live workshop or coaching.
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8. Appendices

8.1.Job description (example)

Job description Research Group Leader N@ MATEN :

Team/ research group | name of the research group

Reports to (position) Director of NOMATEN

Management responsibility

Formulate the optimal composition of the research groups and create an environment best suited to
the achievement of the research goals.

Caring for efficiency and achieving goals

Main responsibilities and activities

1. setting up the Research Agendas for their groups and ensuring coordination with other
groups;

2. conducting and initiating world-class research;

3. participation in competitive programmes to ensure appropriate R&D funding for their
groups; management of existing R&D projects;

4. hiring and monitoring the performance of the group personnel;
5. selecting and inviting visiting scientists as appropriate;

6. ensuring the highest quality of research in their groups, including coaching and motivation
support;

7. preparation of necessary reports, including submission of reports for periodic evaluations
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8.2.Procedure for selection and evaluation of candidates for the posts of

administrative staff

GENERAL PROCESS DESCRIPTION

Process step

Responsible body

l. Definition of the positions to be
covered by the recruitment

NOMATEN Director for Scientific Organization,
Manager

Il. Recruitment announcement in
accordance with OTM-R policy and
NOMATEN specific requirements

NOMATEN HR Manager

Il Checklist  evaluation and pre-
processing of submitted applications

NOMATEN HR Manager

V. Pre-selection (formal and basic
requirements) of applications

Selection Committee

V. Evaluation of applications fulfilling
the formal and basic requirements

Selection Committee

VI. Ranking of applicants, interviews | Selection Committee
with shortlisted candidates, final
selection
VII. Negotiations and contractual matters | NOMATEN Director, NOMATEN Director for
Scientific Organization and NCBJ Director
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DETAILED PROCESS DESCRIPTION

I. Definition of the position to be covered by the recruitment

The hiring manager has a task of defining the job description and the requirements for the
candidates and offer for them. It should be done based on needs of the team.

Il. Recruitment announcement

1. Following the OTM-R principles (Open, Transparent, Merit-Based Recruitment) job
advertisement include:

detailed description of the position,

number of available positions,
— requirements in terms of qualification, scientific achievements,
— information about work conditions (salary, location, type of contract),

— information on the starting date of the competition and the deadline for documentation
delivery,

— the manner of application with the list of required documents,

— contact information of the person responsible for the recruitment process.
2. Job offer is published in required sources:

— NOMATEN website,

— NCBJ website,
3. Additionally, the information can be published in paid sources.

Information on recruitment of manager position can be forwarded to the ISC, as well as to the
NOMATEN Consortium institutional members (VTT and CEA) for further dissemination. Recruitment
information may also be shared through personal social networks.

4. During the recruitment process, the candidates who meet requirements are informed about
ongoing recruitment process.

Candidates who have submitted incomplete applications are requested to complete the missing
documents by the application deadline. Candidates who submit an incomplete application on the last
day before the deadline will have one week to complete their documents.

Il. Checklist evaluation

1. HR manager receives applications, ensure completeness. If necessary requests correction/
additions.

2. HR manager puts data into the date base:
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e Name & surname
e Nationality

Candidates who do not meet condition are excluded from the further selection process.

IV. Pre-selection (formal and basic requirements) of applications

1. Hiring manager sets up a Selection Committee to evaluate application.

They must be at least two people. It is recommended that they join the committee:
— The hiring manager
— NOMATEN HR Manager

— Optional - other person appointed by manager from NOMATEN, NCBJ who is an expert in
area of the position.

The Committee is responsible for checking the formal and basic requirements of the recruitment, in
particular:

a) Critical points to be met by candidates:

b) Other evaluated criteria for PhD student post-doctoral positions:

Requirements: definition:

Level of motivation to | motivation to involvement
work at NOMATEN and
the team

Competence to carry out | demonstrated particular skills or motivation (letter)
tasks in the team

The results of the pre-selection are recorded in the database.

The Selection Committee creates an initial ranking of applicants.

V. Checking recommendations (optional)

Manager or HR manager contacts people who may provide recommendation about the candidate
(contact details provided by the candidate).

The Selection Committee creates short-list of applicants to be evaluated in the final step.

VI. Ranking of applicants, interviews with shortlisted candidates, final selection

1. Selected candidates (short-list) will be interviewed in person or remotely to confirm final ranking
and establish conditions/requirement.

2. The final ranking for each position is transmitted to the NOMATEN Director and NCBJ Director,
authorizing him.
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3. The hiring manager initiates the formal employment contract negotiations.

VII. Negotiations and contractual matters

The manager or HR manager may initiate negotiations with selected candidates regarding specific
employment conditions accepted by Director of NOMATEN, Director for Scientific Organization and
Director of NCBJ. The Research Group Leader will be supported by the NOMATEN HR Manager and
Hospitality Manager on specific issues.

Selected candidates are presented to the Scientific Council of NCBJ.
Formal employment contracts shall be signed by the NCBJ Director.

In the case of inability to reach agreement on employment conditions with the preferred candidate,
the hiring manager is authorized to enter into the negotiations with the second-best candidate (if
such exists), or to close the recruitment and re-initiate the hiring process.
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8.3. Procedure for selection and evaluation of candidates for the posts of Research
Group Leaders

Document version: April 30th, 2020

Authors: prof Mikko Alava - Director of NOMATEN; prof Pawet Sobkowicz - Director for Scientific
Operations of CoE NOMATEN; dr Jacek Gajewski - NOMATEN Teaming WP3 (HR management)
Leader; Magda Jedrkiewicz - HR Manager

DOCUMENT PURPOSE

Establishment of the process of evaluation and selection of candidates for the posts of Research
Group Leaders, as defined in the MAB PLUS competition documentation and the MAB PLUS/2018/8
grant agreement.

LEGAL FRAMEWORK

The MAB PLUS competition documentation and the MAB PLUS/2018/8 grant agreement, National
Centre for Nuclear Research (NCBJ), HR Excellence in Research regulations; bylaws of NOMATEN
International Scientific Council.

GENERAL PROCESS DESCRIPTION

Process step Responsible body

l. Definition of the Research Group NOMATEN Director
positions to be covered by the
recruitment

1. Recruitment announcement in NOMATEN HR Manager
accordance with OTM-R policy and
NOMATEN specific requirements

. Checklist evaluation and pre- NOMATEN HR Manager
processing of submitted
applications

Iv. Pre-selection (formal and basic NOMATEN Human Resources Committee
requirements) of applications

V. Evaluation of applications fulfilling NOMATEN International Scientific Council (ISC)
the formal and basic requirements

VI. Ranking of applicants, interviews NOMATEN International Scientific Council (ISC)
with shortlisted candidates, final
selection

VII. Negotiations and contractual NOMATEN Director and NCBJ Director
matters
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DETAILED PROCESS DESCRIPTION
I. Definition of the Research Group positions to be covered by the recruitment

In accordance with the IRAP competition rules, NOMATEN Director (supported by the ISC) has a task
of defining the overall Research Agenda of the NOMATEN MAB Centre of Excellence.

Based on the Research Agenda, the NOMATEN Director prioritizes and selects the general scope of
NOMATEN MAB Research Groups, and initiates the process of recruitment of the corresponding
Research Group Leaders.

The evaluation is based on the proven research excellence, capacity to lead the Research Group as
well as the ability to formulate and execute a specific vision of the research agenda of each group.

Il. Recruitment announcement

1. Following the OTM-R principles (Open, Transparent, Merit-Based Recruitment) job
advertisement include:
— detailed description of the position,
— number of available positions,
— requirements in terms of qualification, scientific achievements,
— information about work conditions (salary, location, type of contract),
— information on the starting date of the competition and the deadline for documentation
delivery,
— the manner of application with the list of required documents,
— contact information of the person responsible for the recruitment process.
2. Job offer is published in required sources:
— NOMATEN website,
— NCBJ website,
— website of The Ministry of Science and Higher Education,
— website of The Foundation for Polish Science,
— EURAXESS.
3. Additionally, the information may be published in paid sources, such as:
— ResearchGate,
— NatureCareers.com with the banner in the Nature Materials e-alert,
—  brightrecruits.com with information in the physicsworld.com newsletter,
— cerncourier.com.

Information on recruitment is forwarded to the ISC, as well as to the NOMATEN Consortium
institutional members (VTT and CAE) for further dissemination. Information has also been
disseminated at Polish, French and Finnish universities. Recruitment information may also be shared
through personal social networks.

During the recruitment process, the candidates who meet condition of “4 year after PhD” are
informed about ongoing recruitment process. Candidates who have submitted incomplete
applications are requested to complete the missing documents by the application deadline.
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Candidates who submit an incomplete application on the last day before the deadline will have one
week to complete their documents.

1. Checklist evaluation

1. HR manager receives applications, ensures completeness. If necessary requests correction/
additions.

a) Short information about candidates

e Name & surname
e Nationality
e Current position
e Selected research group (multiple choice):
1. Material synthesis
2. Functional properties of materials
3. Analytics and characterization
4. Structure and function

b) Other information:

e number of publications (total)

e number of publications in last 5 years (2015-2019)
e Hirsch Index

e number of promoted PhD

IV. Pre-selection (formal and basic requirements) of applications

1. A Human Resources Committee has been set up to evaluate application:
— Director of NOMATEN
— Director for Scientific Operations of NOMATEN CoE
— Other person appointed by Director of NOMATEN from NOMATEN, ISC, NCBJ.
— (for example: member of ISC, a visiting scientist)
— NOMATEN Teaming project WP3 (Human Resources management) Leader
— NOMATEN and NCBJ HR Manager

The Committee is responsible for checking the formal and basic requirements of the recruitment, in
particular:
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a) Critical points to be met by candidates:

Requirements: definition: score
Seniority advance in research experience, | No =0 point
experienced in mentoring Ves = 1
Fit to NOMATEN | to what extent the research profile by the | 0-100%
Research Agenda candidate fits to NOMATEN Research
Agenda

The minimal value of the fit of research profile required for pre-selection has been set at 50%, but in
cases of demonstrated high research excellence, the Committee can decide to pass the application
to the ISC for more detailed evaluation.

Candidates who do not meet these conditions do not participate in the further selection process and
are accordingly informed by the HR Manager.

b) Other evaluated criteria:

experienced in the management of | No =0 point

research teams
Yes=1

real experienced in working in | No=0 point
multinational environments

Yes=1
experienced in promoted PhDs No=0

Yes=1
patents Yes=1

No=0

international recognition (membership | Yes=1
in International organizations (e.g.
conference/expert committees,
scientific societies)

No=0

participation in international research | No=0

projects Yes = 1
leadership in projects No=0
Yes=1

The results of the pre-selection are recorded in the IT system and made available to the ISC,
together with the applicants’ documents.
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2. HR manager puts data into the date base.
The process of ISC evaluation will be supported by an IT system:

e HR managers is system administrator (main user)
Access to the system: NOMATEN Directorate, ISC members

Each candidate has his / her own profile (with all documents):
V. Evaluation of applications fulfilling the formal and basic requirements by the ISC

1. The ISC Chairman decides about method of working - ISC can work in sub-groups as per its
bylaws. The suggested sub-group size: minimum 3 persons (evaluation decision is taken 2 votes
in favour), members have knowledge of issues concerning each of the research groups.

2. ISC Chairman reviews and formally accepts candidates as sent by the Committee and divides
their applications among the ISC members or sub-groups.

3. Candidates for specific RGL positions are ranked by ISC members/ ISC sub-groups. The following
tables provide guidelines for evaluation and scoring. The evaluation is based on the submitted
documentation. If required, ISC members may, with the ISC Chairmen approval, seek additional
information from the candidates (e.g. motivation letters, reference contacts and letters),
informing the HR Committee of such cases.

4. Evaluated criteria:

e Scientific achievements / professional merits

e Research project experience in particular as a Pl
e Profile compliance with NOMATEN CoE

e International Recognition

e Management of research teams

e Ability to receive grants

e Ability to supervision PhD students

e Experience of working with industry

e Potential of existing research

e Research vision (quality, fit to NOMATEN)

5. Candidates are assigned for each of the Research Group Leader positions.
in cases where the applicant has not indicated specific Research Group or has indicated more
than one, the ISC may suggest the best fit of the applicant.

6. ISC creates an initial ranking (short-list) of applicants to be evaluated in the final step.

Possibility to select a candidate who has the potential for a research group other than declared by
them. During the interview, the ISC and the candidates agree on this possibility.

VI. Ranking of applicants, interviews with shortlisted candidates, final selection

1. Selected candidates (short-list) will be interviewed in person or remotely to confirm final ranking
and establish conditions/ requirement (in the presence of the FNP representative). NOMATEN
Directorate will have the opportunity to actively participate in the interviews (without voting
powers in the final ranking, pt.3)
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2. Additional on-site evaluation for topmost candidates may be recommended by the ISC, with
participation of the NOMATEN Directorate (in presence of the FNP representative).

3. The final ranking for each position is transmitted by the ISC Chairman to the NOMATEN Director,
authorizing him to initiate the formal employment contract negotiations. The authorization may
indicate a single applicant or at most two topmost candidates.

VII. Negotiations and contractual matters

Based on the information of the ISC decisions, the NOMATEN Director may initiate negotiations with
selected candidates regarding specific employment conditions. The Director will be supported by the
NOMATEN HR Manager and Hospitality Manager on specific issues.

Selected candidates are presented to the Scientific Council of NCBJ.
Formal employment contracts shall be signed by the NCBJ Director.

In the case of inability to reach agreement on employment conditions with the preferred candidate
for each of the RGL positions, the NOMATEN Director is authorized to enter into the negotiations
with the second-best candidate (if such exists), or to close the recruitment for a specific RGL position
and re-initiate the hiring process.
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8.4. Procedure for selection and evaluation of candidates for the posts of members
of Research Group
Document version: April 30th, 2020

Authors: prof Mikko Alava - Director of NOMATEN; prof Pawet Sobkowicz - Director for Scientific
Operations of CoE NOMATEN; dr Jacek Gajewski - NOMATEN Teaming WP3 (HR management)
Leader; Magda Jedrkiewicz - HR Manager

DOCUMENT PURPOSE

Establishment of the process of evaluation and selection of candidates for the posts of members of
Research Group, as defined in the MAB PLUS competition documentation and the MAB PLUS/2018/8
grant agreement.

LEGAL FRAMEWORK

The MAB PLUS competition documentation and the MAB PLUS/2018/8 grant agreement, National
Centre for Nuclear Research (NCBJ), HR Excellence in Research regulations; bylaws of NOMATEN
International Scientific Council.

GENERAL PROCESS DESCRIPTION

Process step Responsible body

l. Definition of the Research Group Research Group Leader
positions to be covered by the
recruitment

1. Recruitment announcement in NOMATEN HR Manager
accordance with OTM-R policy and
NOMATEN specific requirements

. Checklist evaluation and pre- NOMATEN HR Manager
processing of submitted
applications

Iv. Pre-selection (formal and basic Selection Committee
requirements) of applications

V. Evaluation of applications fulfilling Selection Committee
the formal and basic requirements

VI. Ranking of applicants, interviews Selection Committee
with shortlisted candidates, final
selection

VILI. Negotiations and contractual Research Group Leader, NOMATEN Director
matters and NCBIJ Director
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DETAILED PROCESS DESCRIPTION
I. Definition of the Research Group positions to be covered by the recruitment

The Research Group Leader has a task of defining the overall Research Agenda of the Research
Group.

Based on the Research Agenda, the Research Group Leader initiates the process of recruitment of
members of his research group.

The Research Group Leader defines the requirements for the candidates and offer for them.
There are two positions with different requirements and offer for candidates:

e PhD student
Responsibilities
- Conducting world-class research;
- Pursuing a PhD in physics of materials;
- Contributing to the scientific atmosphere of NOMATEN CoE / MAB / IRAP.

e Post-doctoral positions
Responsibilities:
- Conducting and initiating world-class research;
- Assisting in participation in competitive programmes to acquire R&D funding;
- Contributing to the scientific atmosphere of NOMATEN CoE / MAB / IRAP.

Il. Recruitment announcement

1. Following the OTM-R principles (Open, Transparent, Merit-Based Recruitment) job
advertisement include:
— detailed description of the position,
— number of available positions,
— requirements in terms of qualification, scientific achievements,
— information about work conditions (salary, location, type of contract),
— information on the starting date of the competition and the deadline for documentation
delivery,
— the manner of application with the list of required documents,
— contact information of the person responsible for the recruitment process.
2. Job offer is published in required sources:
— NOMATEN website
— NCBJ website,
— website of The Ministry of Science and Higher Education,
— website of The Foundation for Polish Science,
— EURAXESS.
3. Additionally, the information can be published in paid sources, such as the ResearchGate.
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Information on recruitment is forwarded to the ISC, as well as to the NOMATEN Consortium
institutional members (VTT and CAE) for further dissemination. Information is disseminated at
universities. Recruitment information may also be shared through personal social networks.

4. During the recruitment process, the candidates who meet requirements are informed about
ongoing recruitment process.

Candidates who have submitted incomplete applications are requested to complete the missing
documents by the application deadline. Candidates who submit an incomplete application on the
last day before the deadline will have one week to complete their documents.

I1l. Checklist evaluation

1. HR manager receives applications, ensures completeness. If necessary requests correction/
additions.
2. HR manager puts data into the date base:
e Name & surname
e Nationality
e Academic degree

Name of the institution - current work place. Candidates who do not meet condition for being PhD
students or PhD are excluded from the further selection process. Feedback is provided to them by
HR manager.

IV. Pre-selection (formal and basic requirements) of applications

1. Research Group Leader sets up a Selection Committee to evaluate application.

They must be at least two people. It is recommended that they join the committee:

— The Research Group Leader

— NOMATEN HR Manager

— Other person appointed by RGL from NOMATEN, ISC, NCBJ. (for example: Director for
Scientific Operations of NOMATEN CoE, NOMATEN Teaming project WP3 (Human
Resources management) Leader, other RGL, a visiting scientist)

The Committee is responsible for checking the formal and basic requirements of the recruitment, in
particular:

a) Critical points to be met by candidates:

Requirements: definition: score

Fit to the Group | to what extent the research profile by the | 0-100%
Research Agenda candidate fits to Group Research Agenda

The minimal value of the fit of research profile required for pre-selection has been set at 50%, but in
cases of demonstrated high research excellence, the Committee can decide to pass the application
to further assessment.
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Candidates who do not meet these conditions do not participate in the further selection process and
are accordingly informed by the HR Manager.

b) Other evaluated criteria for PhD student post-doctoral positions:

Requirements: definition:

Level of motivation to | motivation to involvement in group research
work at NOMATEN and
the research group

Quality of education | positions at World University Rankings.

(University) Publications, patents.

Fellowships and multinational training

Competence to carry out | demonstrated particular research skills or motivation
tasks in the research | (letter)
group/project

c) Other evaluated criteria only for post-doctoral positions:

Requirements: definition:
Quality of PhD duration (above/below standard), university/department
(ranking)

Number and quality of | compared to expectations (depends on PhD degree type,
publications number of years as a post-doc)

Competence to carry out | demonstrated particular research skills or motivation
tasks in the research | (letter)
group/project

Scientific / professional | publications, patents, current position, fellowships.
merits

Fit with the position

The results of the pre-selection are recorded in the database.
The Selection Committee creates an initial ranking of applicants.
V. Checking recommendations

Research Group Leader contacts people who may provide recommendation about the candidate
(contact details provided by the candidate).

The Selection Committee creates short-list of applicants to be evaluated in the final step.

V1. Ranking of applicants, interviews with shortlisted candidates, final selection
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1. Selected candidates (short-list) will be interviewed in person or remotely to confirm final ranking
and establish conditions/ requirement (in the presence of the FNP representative). NOMATEN
Directorate will have the opportunity to actively participate in the interviews.

2. The final ranking for each position is transmitted to the NOMATEN Director and NCBJ Director,
authorizing him.

3. The Research Group Leader initiates the formal employment contract negotiations.

VII. Negotiations and contractual matters

The Research Group Leader may initiate negotiations with selected candidates regarding specific
employment conditions accepted by Director of NOMATEN and Director of NCBJ. The Research
Group Leader will be supported by the NOMATEN HR Manager and Hospitality Manager on specific
issues.

Selected candidates are presented to the Scientific Council of NCBJ.
Formal employment contracts shall be signed by the NCBJ Director.

In the case of inability to reach agreement on employment conditions with the preferred candidate,
the Research Group Leader is authorized to enter into the negotiations with the second-best
candidate (if such exists), or to close the recruitment and re-initiate the hiring process.
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8.5. Procedure of employment

1. The commission selects the best candidate and prepares the protocol/ information about
selection process.

2. The commission determines the specific offer for the candidate.
3. The offer is accepted by Director of NOMATEN.
4. The offer is accepted by Director of NCBJ (and verified by the HR Administrative Unit)

5. With the selected candidate, the representative of the commission determines the final terms of
employment.

It is recommended that the employment conditions be confirmed in writing by e-mail. If the
employment conditions change during negotiations, they are again accepted by all from 3-4 point.

6. The NCBJ’s Scientific Council make opinion on the qualifications of the selected candidates for the
position of researchers. Research Group Leader/ Director of NOMATEN presents the selected
candidate.

Candidate documents have be submitted at least 7 days before the meeting of the Council in
electronic form to the e-mail address of the secretariat of the Scientific Council.

The Scientific Council meets - once a month. During the holiday season, they meet for the last time
in June and the next meeting is in September.

7. The information about offer and opinion is sent to FNP.

8. The candidate’s documents and the opinion of the Scientific Council are forwarded to the HR
Administration Unit with the employment conditions.

The HR Administration Unit prepare employment agreement:
For UE citizens:

The candidate provides the documents confirming education and periods of employment (ENG
translation).

The candidate is referred for medical examination for a maximum of 3 weeks before employment (it
is necessary to come to Poland, to Swierk).

The employment contract is signed after obtaining positive opinion from medical centre.
The delegation to the project is prepared by HR Unit and is signed in the same time.

For non-EU citizens:

The candidate provides the documents confirming education and periods of employment (ENG
translation).

The employment contract is signed as soon as possible after obtaining a positive opinion of the
Scientific Council. There is a condition of obtaining a residence permit in the EU.
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The candidate must obtain permission to stay in Poland at the Polish Consulate (in the place of
current stay). In addition to the signed employment contract, which is the basis for issuing the
permit, NCBJ supports the candidate e.g. by issuing a support letter, information for the Polish
Consulate.

The candidate is referred for medical examination for a maximum of 3 weeks before employment (it
is necessary to come to Poland, to Swierk).

Hospitality Manager supports the candidate with all legal procedure in Poland:
e obtaining a PESEL number,
e checkinto Poland,
e opening an account in a Polish bank,

e helpin finding information on renting an apartment.
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8.6. Example of self-assessment questionnaire

The actual form of the self-assessment questionnaire will be different for researchers, members of
the ILG and administrative-technical staff. Each form of a questionnaire will be drafted by the HR
manager, consulted with RGLs and approved by the Director. An immediate superior may add
questions specific to a given person and his / her tasks. An employee may add a free message to
his / her superior and in particular request the appraisal interview. An example of such a
guestionnaire for a younger researcher is given below.

Career Path Y -Yes, | Textual or numeric field

N- No,

? - not
sure

| am familiar with my possible career paths

| am interested in an academic career path

| am interested in an international position

| am interested in another professional degree

Had my previous appraisal interview ended with the
definition of corrective measures? If yes, please described
what actions have been taken.

| would like that my appraisal interview is done this year. If
yes, please describe topics, which you would like to discuss
with your superior.

Research Performance

| have realized my personal research plan (if no, please
describe what why it has not happened)

| was author or co-author of scientific publication (if yes,
please name the title)

| have been involved in definition or realization of an
external project (if yes, please name the project and your
contribution)

| have contributed to realization of NOMATEN CoE goals (if
yes, please describe your contribution)
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I have all skills needed for a researcher. If not, please
describe what other professional skills you would like to
acquire.

Time Management and Working environment

| meet most external deadlines

My working environment fullfils all my needs. If not, please
describe the desired improvements.

| know what is expected from me at work. If not, please
describe how the situation might be improved.

| have all tools, which | need for my work. If not, please
describe other tools which you need.

Management and Leadership Skills

| have experience in developing and managing projects

| have experience in supervising and managing people

Personal and Interpersonal Skills

| feel good in my team. If not, please describe what can be
improved.

| have most of skills needed to work in my team. If not,
please describe what skills you would like to acquire.

| prefer to work alone on my current project

| prefer to work on my current project as a part of a team
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