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1. Preamble 
As a prestigious academic institution and a founding member of Ramon Llull University, IQS 
Barcelona is deeply committed to advancing excellence in research, education, and innovation. 
Rooted in the Jesuit tradition and guided by the values of Christian humanism, IQS fosters the 
comprehensive development of individuals through rigorous academic training and ethical 
responsibility. In alignment with its strategic vision and the principles of the European Charter 
for Researchers and the Code of Conduct for the Recruitment of Researchers, IQS has 
embraced the HR Excellence in Research award. This initiative reflects IQS’s dedication to 
enhancing the attractiveness and quality of academic careers, while promoting a culture of 
integrity, collaboration, and societal impact.  

Central to this commitment is the implementation of an Open, Transparent, and Merit‐based 
Recruitment (OTM‐R) Policy, which ensures that IQS attracts, selects, and retains top scientific 
and academic talent. By fostering equal opportunities, diversity, and inclusion, IQS strengthens 
its role as a catalyst for scientific progress and technological innovation, contributing 
meaningfully to the economic and social development of its surroundings. 

 

2. Scope 

Since 2021 IQS is among the 1200 European research organizations that have adhered to the 
European Charter for Researchers and a Code of Conduct for the Recruitment of Researcher.   

This procedure applies to research job positions included in projects funded by public or private 
organizations that either recommend or request to take measures to implement the European 
Charter for Researchers and the Code of Conduct for the Recruitment of Researcher from 
Research Programmes from the European Union such as: Horizon Europe, Euratom Research 
and Training Programme, Life Programme and Justice Programme. 

The different publication channels for job advertisements will be analysed in each specific case. 
The channels may be, among others: 

 

1. National and international 
2. General or specific depending on the area 
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3. Objective of IQS recruitment process 

The objective of any recruitment process at IQS is to support the institution’s strategic 
development plans in the short, medium, and long term by hiring people who are a good fit with 
the future direction of research lines and management departments. 

The IQS recruitment process enables us to approach the attraction of talent following the same 
guidelines in all processes and to standardise candidate assessment criteria. Moreover, it 
enables us to share information amongst the interested parties to facilitate and speed up the 
process from beginning to end. 

The Recruitment process starts with an analysis of the position that is being offered. This analysis 
considers the main mission of the position, the added value that it will bring to the department, 
the job responsibilities and a scientific and professional career plan. 

The personalised definition of the scientific and/or professional career plans will enable us to 
increase the employee’s degree of commitment to the institution, and as a result, to contribute 
towards the achievement of its strategic objectives. 

Through the objective participation of the people involved in the process, we guarantee both 
success and the incorporation of profiles which match the requirements of the positions offered. 

 

4. Principles of the recruitment process at IQS 

Our recruitment principles are as follows: 

- Equal opportunities (sex, gender identity, sexual orientation, age, religion, race, 
national origin, pregnancy...) 

- Respect for cultural diversity. 
- Transparency: Working conditions (legal matters, compensation, employees' benefits, 

wellness programmes, career plan and mobility). 
- Evaluation based on scientific merit and/or professional career. 
- Non-penalisation for career breaks or non-linear, and hybrid paths 

(academia/enterprise experiences). 
- Professional and personal potential of candidates. 
- Alignment of professional competences and personal attitudes with the culture 

and identity and mission of IQS. 
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All these principles are explicitly stated in each of the offers published in the following text:  

“We are an equal opportunity employer. We promote equality and inclusion. All 
qualified applicants will receive consideration for employment without regard 
to race, colour, religion, sex, national origin, disability status, gender identity, 
sexual orientation, pregnancy and pregnancy-related conditions or any other 
characteristic protected by law. We strongly welcome applications from female 
candidates as they are currently under-represented in this field of knowledge in 
our School. 

We also promote scientific and technological knowledge, business 
transformation and societal progress. At IQS we look for professionals 
committed to both these values”. 

 

5. Candidate assessment criteria 

This list is merely an example and may be adapted to suit the characteristics of each recruitment 
process and vacancy that is to be filled. 

 

Professional Merits: 

• Academic Degrees 
• Academic records 
• Research excellence 
• Research potential 
• Publications/Patents 
• Creative thinking 
• AI‑driven teaching and research competence 
• Experience in writing competitive proposals 
• Willingness to travel and participation in research visits 
• Potential eligibility for national and international fellowships 
• Supervision of master’s and PhD students and/or interns 
• Oral and written expression and/or presentation skills 
• Networking abilities 
• Outreach activities 
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Personal Skills: 

• Ability to work independently (initiative) 
• Resilience 
• Assertiveness 
• Motivation 
• Self-awareness/Self-criticism 
• Team working 
• Adaptability 

 

6. Phases or process flow 

The recruitment process has the next phases: 

 

1. Job opening Request and Approval 
a) Job opening request 

• Once the principal investigator (PI) has obtained funding to carry out a research 
project, he/she requests the Research Office to initiate a selection process. 

• The PI defines the profile of the researcher to be hired and prepares the 
application form to launch the selection process, detailing the Research Topic, 
candidate requirements, the selection process itself, key dates, the platforms 
where the job offer should be published, etc. 

• The Research Office reviews the conditions of the project call. 
• The People & Organization Department (hereinafter P&O) reviews the 

information received for publication. 
 

b) Establishment of the players in the recruitment process 
• P&O Department proposes the composition of the Selection Committee, that 

should bring together diverse expertise and competences and should have an 
adequate gender balance. It will be formed, as minimum, by: 

o Research Director 
o P&O Director 
o Identity and Mission Delegate 
o Principal Investigator 
o Other members proposed by the Research Director (Managing 

Director, Head of Research Group, specialist, etc.) 
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2. Publication, dissemination 
• P&O publishes the job offer on the IQS website, Euraxess, LinkedIn, InfoJobs, 

Biocat, Akadeus, jobs.ac.uk, etc. 
• P&O sends the links to the PI and the Research Office. 
• The PI and the Research Office disseminate the job offer and its links through 

their own networks. 
• The Research Office keeps records of the publications for justification purposes. 
• The management of the selection process is agreed between P&O and the 

PI. 
  

3. Review and classification of the received CVs. 
• The PI reviews and screens the received applications. 
• Once the applications have been assessed and classified, a shortlist of 

candidates to be interviewed is drawn up. 
 

4. Conducting interviews and making the final decision. 
 
• The PI interviews the shortlisted candidates in accordance with the principles 

of the selection process. 
• The PI must assess the academic and professional merits, as well as the personal 

skills, of each interviewed candidate. 
• The PI’s final evaluation must include a ranked list of the interviewed 

candidates, ordered from highest to lowest according to their fit with the 
defined profile. 

• The PI proposes through the Selection Report the finalist candidates to the 
Selection Committee. 

• Selection Committee interview to the finalist proposed candidates and decides 
the most appropriate candidate. 

 
5. Hiring and onboarding 

 
• The P&O team prepares the offer letter, detailing the terms and conditions 

governing the employment relationship between IQS and the candidate (salary, 
start and end dates, job category, etc.), and submits it to General Director for 
signature. 

• Once the letter has been signed by the General Director, P&O sends the offer 
to the candidate, providing all the necessary information for full understanding 
and allowing a few days for acceptance. 

• Until the selected candidate returns the signed offer letter, none of the 
“reserve” candidates are rejected. 

• Once the selected candidate sends the signed offer letter to P&O accepting the 
proposed conditions, P&O informs the remaining candidates that they have not 
been selected, thanks them for their participation in the process, and closes and 
archives the selection process. 
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The following flowchart shows the selection process. 

 

HR Excellence in Research – Recruitment process
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