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1. Introduction 

 

In the Consensus Report issued by the European Commission in the 
Implementation Phase Interim Assessment, the following question, regarding the 
University of Valencia (UV), was answered affirmatively: Is the implementation of 
the HR strategy and Action Plan sufficiently embedded within the organisation’s 
management structure (e.g. steering committee, operational responsibilities) so 
as to guarantee a solid implementation? 

However, in their assessment, the reviewers pointed out that: 

A survey of the researchers of the different aspects of the action plan 
could be useful and strengthen the organization's effort.  

And in the Additional comments of the Consensus Report, they mentioned that: 

Think about using a survey to understand if the researchers are aware 

of what the institution is doing on the HRS4R.  

Following this recommendation, the offices of the vice-principals for research and 
that for planning, quality and information technologies, have designed and 
implemented a survey. The questionary was designed to assess to what extent 
UV researchers consider that the principles inspiring the HRS4R, that is, the 
principles of the Charter & Code (C&C), permeate the policies of the institution in 
terms of human resources management for research. 

While the most important milestone is to implement the principles of the C&C, it 
is also important to know, accordingly to the researchers, if the policies 
implemented are actually effective, not taking the success for granted. Thus, the 
rationale of the survey is to ask for the feedback of the researchers working at 
the UV about this effectiveness.  

However, there are two possible approaches in the design of the questionnaire: 
(1) to try to analyse the level of visibility or awareness of the HR policies carried 
out under the HRS4R label or (2) to focus the questions on their effectiveness to 
achieve the C&C principles, not paying attention to the visibility of such policies. 
It is this second approach that has been adopted to design the questionnaire, 
considering that it is useless for the researcher to be aware of a particular action 
if he/she does not believe that it has had a positive impact on the principles of 
HR management that permeate the seal. 

Following this approach, the questionnaire (Annex 1), was structured into four 
sections, corresponding to the four sections of the C&C: Ethical and Professional 
Aspects, Recruitment, Working Conditions and Social Security, and Training. 
Each section of principles was introduced by a general question, for example: 
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The code of conduct for the recruitment of researchers sets out 
a number of principles that should be followed by institutions 
when recruiting research staff. Please, indicate the extent to 

which you agree with the following statements. 

Then, a question for each of the 40 C&C principles was developed. For instance: 

The UV ensures there are clear standards in the recruitment of teaching 
and research staff. 

The UV facilitates access to disadvantaged groups (e.g., disabled) or 
researchers resuming their research centre. 

The questionnaire was completed with a block of classification questions that 
were considered to potentially induce different perceptions: type of researcher 
(R1 to R4), age, years of experience at UV and gender. 

In addition to this introduction, this report includes the following sections: 
methodology, general results, results by group, and conclusions.  
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2. Methodology 

The results presented here are derived from a survey based on a structured 
online questionnaire, conducted in three languages: Spanish, Valencian, and 
English. 

The questionnaires were distributed via email with a dedicated link for each 
recipient. Each researcher received the link directly to their institutional email 
address. Adjunct professors did not receive the link. The link was personalised 
using a unique token than prevents the questionnaire from being answered more 
than once since it is invalidated after the first access. 

Fieldwork took place between March 9th and April 4th, 2023, without any 
intermediate reminders. 

There was no previous sampling, the link was sent to the entire population. Based 
on the information from the 2021/2022 academic year (provisional data), the 
population of professors/researchers is 3,727 individuals. The sample size - 
number of valid surveys collected - was 386 (10.4% of the population). A 
questionnaire was considered valid only if the respondent answered all the 
questions. 

Given the indicated sample, the maximum error without crossing results by 
classification variables in the exploitation of results in the estimation of 
proportions and in the most unfavourable situation of population variance 
(p=q=50%) and for a confidence level of 95%, will be 4.72%. 

Table 1 shows the sociodemographic profiles of the sample. Regarding the main 
variable, the type of researcher, the sample closely matches the population in R2 
(21.8% in the sample per 20.8% in the population) and R3 (44.8% in the sample 
per 40.1% in the population). On the other hand, R1 (20% in the population per 
8.3% in the sample) is underrepresented and R4 (19% in the population per 
25.1% in the sample) is overrepresented. 

The sample is balanced by age, since the less represented groups are those 
where the population is smaller either because it is still early for them to hold a 
research position (18-24) or because the rate of retirements is already high (65 
and over). 
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Table 1. Sample demographics 

 

 

  

Researcher classification
N

Vertical 

percentage

R1 32 8,3

R2 84 21,8

R3 173 44,8

R4 97 25,1

Total 386 100,0

Age
N

Vertical 

percentage

18-24 2 0,5

25-34 48 12,4

35-44 79 20,5

45-54 111 28,8

55-64 121 31,3

65 and more 25 6,5

Total 386 100,0

Years in university (experience)
N

Vertical 

percentage

< 1 18 4,7

1-5 62 16,1

6-10 47 12,2

11-20 98 25,4

21-30 74 19,2

> 30 87 22,5

Total 386 100,0

Gender
N

Vertical 

percentage

Male 194 50,3

Female 157 40,7

Not binary / DNA 35 9,1

Total 386 100,0
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Population structure regarding gender seems to be well represented in the 
sample. The proportion of male researchers is the same as that in the UV census 
data. However, given that there is a category included in the survey that it is not 
included in the census (non-binary, do not wish to answer), it is not possible to 
determine if the structure is exactly the same, but it is not foreseen a significant 
imbalance given the low percentage of the new category. 

Finally, one-third of the sample has been at UV for 10 years or less, thus the 
remaining two-thirds form a sample with long-standing trajectory in the institution. 
These figures are very similar to the population data with 25.7 years as the 
average seniority of the staff. 
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3. Results analysis 

The results will be displayed as follows: first, the assessment of the C&C 
objectives achievement as answered by UV researchers. These results will show 
the data associated with each of the principles but grouped in the 4 sections of 
the C&C. To ease the analysis of data, each table and chart show the statement 
of the given principle. Nevertheless, as mentioned before, the reader may refer 
to Annex 1 to find the exact wording of the questionary. 

Secondly, to evaluate whether there are significant differences in the assessment 
of each group, averages of each section will be shown for each of the 
classification variables (type of researcher, age, years at the university, and 
gender)  

Although the results will be presented using summary graphs showing the mean 
values of the scales used, Annex 2 contains tables of frequencies and 
percentages to allow a thorough evaluation of data. 

3.1. Compliance with the principles of C&C at the Universitat de 
València according to the opinion of researchers 

Although we will go immediately into the details of the principles from each block, 
Figure 1 shows the average values of the four blocks of the C&C and the overall 
average on a scale. Remember, 1 means the respondent completely disagrees 
that this principle is being applied at UV and 5 indicates complete agreement with 
this fact. The value 3 is the midpoint of this scale. Well, according to the data 
presented in the opinion of the researchers, the level of compliance of all the C&C 
sections is remarkable. Average of all sections is 3.9 out of 5, above the midpoint 
of the scale. Averages of Blocks 1 (Ethics) and 2 (Recruitment) are even above 
4 out of 5. Only block 3 (Working conditions) is just slightly below average (3.5 
out of 5) but also above midpoint. In summary, a general overview, and before 
going into details of each of the principles and before assessing possible 
differences due to the characteristics of respondents, it can be stated that, in the 
opinion of researchers, the impact of human resources policies on the 
achievement of the principles that inspire the HRS4R seal is satisfactory, 
although there is still significant room for improvement. 
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Figure 1. Average embedding of C&C blocks in UV human resources 
strategy according to researchers 
1-5 scale (1 Not at all embedded; 5 Completely embedded) 

 

Figures 2-5 provide the same information, but now going into the detail of each 
of the principles from each block. The principles are ordered from the highest 
level of perceived implementation at the UV to the lowest level to ease the 
detection of areas for improvement. 

In block 1, no principle is below the midpoint of the scale. Above the block 
average we find respect for freedom of research, observance to ethical practices 
in research, no perceived discrimination of any kind (gender, age, ethnic, social, 
etc.) towards their researchers. The biggest area for improvement is in public 
engagement, i.e., the dissemination of research to society in such a way that it 
can be understood by non-specialists. 

In block 2, again, no principle falls below the intermediate level of the scale. As 
strengths, the data highlight that selection processes are carried out by 
committees in which there is an appropriate balance of expertise and gender, 

3,9

3,9

3,5

4,0

4,2

1 2 3 4 5

All blocks

B4. Training

B3. Working conditions and Social Security

B2. Recruitment

B1. Ethical and professional aspects

1 = Totally disagree; 5 = Totally agree
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which act according to the principle of judging merit, i.e., they consider a wide 
range of candidates' abilities. As areas for improvement, the principle of variation 
in the chronological order of CVs, i.e., to be able to consider as a valuable 
element the stops in the research career. 

There are also no principles below the average of the scale in Block 3. Standout 
as strength, the gender balance among research staff, their participation in 
decision-making bodies and the easiness for their participation in teaching. As 
elements for improvement, the data pointed out that it is necessary better career 
development advice and job stability. 

Finally, in block 4, once again, there are no principles not reaching the midpoint 
of the scale. Support for further training during the research career stands out 
favourably. On the other hand, the relationship with supervisors, i.e., a structured 
and regular relationship that allows all the advantages of supervision to be 
exploited is highlighted as an area for improvement. 

In conclusion, according to the results, although there is still room for 
improvement in the areas indicated, the detailed analysis of the C&C principles 
confirms what was indicated after the analysis of each block average: the 
researchers perceive that these principles form part of the HR management 
culture in the UV. 
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Figure 2. Average embedding of C&C principles in UV human resources 
strategy according to researchers. Block 1. Ethical and professional 
aspects 
1-5 scale (1 Not at all embedded; 5 Completely embedded) 
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Figure 3. Average embedding of C&C principles in UV human resources 
strategy according to researchers. Block 2. Recruitment 
1-5 scale (1 Not at all embedded; 5 Completely embedded) 
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Figure 4. Average embedding of C&C principles in UV human resources 
strategy according to researchers. Block 3. Working conditions and Social 
Security 
1-5 scale (1 Not at all embedded; 5 Completely embedded) 
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Figure 5. Average embedding of C&C principles in UV human resources 
strategy according to researchers. Block 4. Training 
1-5 scale (1 Not at all embedded; 5 Completely embedded) 
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3.2. Differences in the perception of compliance with the principles of 
C&C at the University of Valencia according to the profile of the 
researcher 

 

The previous section might give a misleading view of the researchers’ perception 
of the level of integration of the C&C principles in the UV's HR policies. To avoid 
this, it is necessary to carry out a differentiated analysis by type of research 
group. A satisfactory average may hide a heterogeneity of perspectives and that 
certain segments of the sample have a more critical view that needs to be brought 
to light if policies are to be made more effective by specifically targeting these 
critical groups. 

Four possible sources of heterogeneity of perspectives have been analysed: the 
type of researcher (R1-R4), their age, the time of their association with the UV 
and their gender.  

Two non-exclusive approaches have been followed in the analysis of these 
potential differences. First, a statistical approach was used to determine whether 
the mean of the variables (average perception in each block) is significantly 
different in each group (type of researcher, age segment, segment of years of 
association and gender). The one-factor analysis of variance was complemented 
with a Tukey's post hoc test when the null hypothesis of equality of means could 
be rejected to detect in which groups these means were different. Tables 2 to 5 
show the results obtained. 

In general, it can be concluded that, except for gender, there are hardly any 
significant difference in the ratings, with no differences at all with respect to the 
overall rating. In block 4 (training) only R4 researchers seem slightly more 
satisfied than R2 researchers and in block 3 (working conditions and social 
security) there are differences associated with the time at the university, but 
without a clear pattern (seniority, more or less perception of compliance). These 
differences are not even significant at 1%. 

However, as we pointed out, there are indeed differences according to gender in 
blocks 1, 2 and 3. However, when we look more closely at these differences, we 
see that they are not between men and women, but that they are coming from 
the non-binary group or from those preferring not to declare their gender. This 
result will require further analysis and an assessment of whether they require 
additional measures to be incorporated into the new HRS4R plan. 



 

16 

 

 

 

Table 2. Degree of UV Charter & Code principles following according to researchers 

by type of researcher

Average in a 1-5 scale

R1 R2 R3 R4 Total

B1. Ethical and professional aspects 4,2 4,1 4,2 4,2 4,2 F(3,382)=0,863

B2. Recruitment 3,9 3,8 4,0 4,0 4,0 F(3,382)=1,118

B3. Working conditions and Social Security 3,6 3,4 3,6 3,6 3,5 F(3,382=1,209

B4. Training 3,9 ab 3,6 b 3,9 ab 4,1 a 3,9 F(3,382)=2,833*

All blocks 3,9 3,7 3,9 4,0 3,9 F(3,382)=1,625

a,b Homogeneous groups attending Tukey`s post hoc test

*p<0,05; **p<0,01

ANOVA F test
Principle Block

Researcher classification

Table 3. Degree of UV Charter & Code principles following according to researchers 

by researcher's age

Average in a 1-5 scale

18-24 25-34 35-44 45-54 55-64 65+ Total

B1. Ethical and professional aspects 4,3 4,2 4,1 4,2 4,2 4,1 4,2 F(5,380)=0,166

B2. Recruitment 4,0 3,9 3,9 4,0 4,0 3,9 4,0 F(5,380)=0,191

B3. Working conditions and Social Security 4,1 3,5 3,5 3,5 3,6 3,5 3,5 F(5,380)=0,283

B4. Training 3,9 3,8 3,9 3,8 3,9 3,8 3,9 F(5,380)=0,167

All blocks 4,1 3,8 3,9 3,9 3,9 3,8 3,9 F(5,380)=0,166

a,b Homogeneous groups attending Tukey`s post hoc test

*p<0,05; **p<0,01

ANOVA F test
Principle Block

Age (years)
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Table 4. Degree of UV Charter & Code principles following according to researchers 

by researcher's years in university (experience)

Average in a 1-5 scale

<1 1-5 6-10 11-20 21-30 >30 Total

B1. Ethical and professional aspects 4,2 4,0 4,3 4,1 4,2 4,2 4,2 F(5,380)=1,367

B2. Recruitment 3,9 3,7 4,2 3,9 4,0 4,0 4,0 F(5,380)=1,670

B3. Working conditions and Social Security 3,7 b 3,3 a 3,8 b 3,4 a 3,5 a 3,7 b 3,5 F(5,380)=2,330*

B4. Training 3,8 3,7 4,0 3,8 3,9 4,0 3,9 F(5,380)=0,929

All blocks 3,9 3,7 4,1 3,8 3,9 4,0 3,9 F(5,380)=1,708

*No significant differences for any block

ANOVA F test
Principle Block

Years in university

Table 5. Degree of UV Charter & Code principles following according to researchers 

by researcher's gender

Average in a 1-5 scale

B1. Ethical and professional aspects 4,2 a 4,2 a 3,8 b 4,2 F(2,283)=4,02*

B2. Recruitment 4,1 a 4,0 a 3,4 b 4,0 F(2,283)=7,76**

B3. Working conditions and Social Security 3,7 a 3,5 ab 3,1 b 3,5 F(2,283)=5,77**

B4. Training 3,9 3,9 3,5 3,9 F(2,283)=2,83

All blocks 4,0 a 3,9 a 3,5 b 3,9 F(2,283)=5,68**

a,b Homogeneous groups attending Tukey`s post hoc test

*p<0,05; **p<0,01

Total ANOVA F test
Principle Block

Male Female Not binary

Researcher's gender
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Despite showing that the differences by groups in the conclusions obtained in the 
previous point are minor in terms of statistical significance, we consider that it is 
worth taking a graphic approach to the results. This allows us to assess the 
differences beyond significance since this may be influenced by a sample size 
that, although sufficient in terms of sampling error, is not excessive. 

Graphs 6 to 9 illustrate the previous tables and allow us to visualise the 
magnitude, always small, of the differences between the scores of the blocks and 
the groups marked by each classification variable. The results, unsurprisingly, 
confirm the above analysis. There are hardly any differences by classification 
variable, except for a slightly less positive general evaluation of the R2 in relation 
to the rest of the researcher profiles, imperceptible differences by age, perhaps 
a slightly less positive evaluation among the older segment, and the group that 
has been associated less than 5 years to the UV who seem somewhat more 
critical with consolidation of the C&C principles, although always with scores 
above the midpoint of the scale in all the blocks. By gender, it is observed that 
the non-binary or refuses to answer group is more critical in general with the 
levels of implementation. 
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Figure 6. Degree of UV Charter & Code principles embedding according to 
researchers by type of researcher and principle's block 
1-5 scale (1 Not at all embedded; 5 Completely embedded) 
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Figure 7. Degree of UV Charter & Code principles embedding according to 
researchers by age of researcher and principle's block 
1-5 scale (1 Not at all embedded; 5 Completely embedded) 
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Figure 8. Degree of UV Charter & Code principles embedding according to 
researchers by years in UV of researcher and principle's block 
1-5 scale (1 Not at all embedded; 5 Completely embedded) 
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Figure 9. Degree of UV Charter & Code principles embedding according to 
researchers by gender of researcher and principle's block 
1-5 scale (1 Not at all embedded; 5 Completely embedded) 
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4. Conclusions 

In a very schematic way, since this report has been very limited in length and 
does not require great efforts of synthesis, the main conclusions of the UV 
research staff assessment on their perception of the implementation level of the 
C&C principles in the UV HR policy, can be summarised as follows: 

• The aim of the survey was to determine the perception of UV researchers 
regarding the implementation level of the C&C principles that inspire the 
HRS4R seal in the UV HR policies. 

• The sample size of 386 completed questionnaires guarantees for a 
population of 3,727 researchers a maximum error of 4.72%, a figure that 
allows confidence in the representativeness of the results. 

• The overall assessment of the implementation level of the principles is 3.9 
out of 5, on a scale where 1 means no implementation at all and 5 means 
full implementation. The perception is therefore satisfactory. 

• The results are equally satisfactory per blocks. 4.2 out of 5 in block 1 
(ethical and professional aspects), 4 out of 5 in block 2 (recruitment), 3.9 
out of 5 in block 4 (training) and 3.5 out of 5 in block 3 (working conditions 
and social security). The room for improvement is higher in block 3, always 
considering that the score is at the intermediate level of the scale. 

• When the analysis focuses on each of the 40 individual principles. Again, 
all scores are above the intermediate level of the scale, with areas for 
improvement in the principles: public engagement, variation in the 
chronological order of CVs, career development counselling, job stability 
and tenure and relationship with supervisors. 

• The differences in this positive opinion according to the different types of 
researchers (R1 to R4, age, experience in the university and gender) are 
minimal. 

The results of this survey will be considered in the proposals for new actions in 
the revised action plan.  



 

24 

 

5. Anex 1. Questionnaire 
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6. Anex 2. Detailed responses 

 

  

Table A2.1. Degree of UV Charter & Code principles following according to researchers

Horizontal percentages and average in a 1-5 scale

Block 1. Ethical and professional aspects

Principle
Totally 

disagree
Disagree

Neither 

agree or 

disagree

Agree
Totally 

agree
Mean

1 2 3 4 5 1-5

Research freedom 3,4 5,2 4,1 20,7 66,6 100,0 4,4 1,0

Ethical principles 2,8 3,9 9,8 24,4 59,1 100,0 4,3 1,0

Professional responsibility 3,6 6,5 12,2 25,9 51,8 100,0 4,2 1,1

Professonal attitude 2,8 6,2 14,0 37,8 39,1 100,0 4,0 1,0

Contractual and legal obligations 2,8 8,0 19,7 36,3 33,2 100,0 3,9 1,0

Accountability 2,3 2,8 13,0 26,7 55,2 100,0 4,3 1,0

Good practice in research 2,1 4,1 18,7 31,9 43,3 100,0 4,1 1,0

Dissemination, exploitation of results 2,3 4,9 10,9 35,5 46,4 100,0 4,2 1,0

Public engagement 4,7 11,7 17,1 31,3 35,2 100,0 3,8 1,2

Non-discrimination 5,4 5,2 6,7 18,1 64,5 100,0 4,3 1,1

Evaluation/appraisal systems 3,6 4,4 11,1 22,5 58,3 100,0 4,3 1,1

Block 1 average 4,2 0,8

Total
Standard 

deviation
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Table A2.2. Degree of UV Charter & Code principles following according to researchers

Horizontal percentages and average in a 1-5 scale

Block 2. Recruitment

Principle
Totally 

disagree
Disagree

Neither 

agree or 

disagree

Agree
Totally 

agree
Mean

1 2 3 4 5 1-5

Recruitment (a) 5,2 6,0 8,8 36,3 43,8 100,0 4,1 1,1

Recruitment (b) 3,9 6,2 30,6 26,4 32,9 100,0 3,8 1,1

Recruitment (code) (a) 6,7 9,8 8,5 33,2 41,7 100,0 3,9 1,2

Recruitment (code) (b) 4,4 7,8 10,1 34,7 43,0 100,0 4,0 1,1

Selection (code) 3,6 3,9 14,2 26,9 51,3 100,0 4,2 1,1

Transparency (code) 2,8 4,4 17,1 29,5 46,1 100,0 4,1 1,0

Judging merit (code) 2,8 9,1 8,8 30,1 49,2 100,0 4,1 1,1

Variation in the chronological order of CVs (code) 4,9 11,9 29,5 21,8 31,9 100,0 3,6 1,2

Recognition of mobility experience (code) 4,1 7,5 13,7 37,6 37,0 100,0 4,0 1,1

Recognition of qualifications (code) 5,2 10,6 16,3 35,2 32,6 100,0 3,8 1,2

Seniority (code) 4,1 8,0 17,6 34,5 35,8 100,0 3,9 1,1

Postdoctoral appointments (code) 3,4 4,9 23,8 27,5 40,4 100,0 4,0 1,1

Block 2 average 4,0 0,9

Total
Standard 

deviation
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Table A2.3. Degree of UV Charter & Code principles following according to researchers

Horizontal percentages and average in a 1-5 scale

Block 3. Working conditions and Social Security

Principle
Totally 

disagree
Disagree

Neither 

agree or 

disagree

Agree
Totally 

agree
Mean

1 2 3 4 5 1-5

Recognition of profession 7,8 14,8 12,2 33,7 31,6 100,0 3,7 1,3

Research environment 7,3 16,8 15,0 30,6 30,3 100,0 3,6 1,3

Working conditions 7,8 15,5 13,5 30,3 32,9 100,0 3,7 1,3

Stability and permanence of employment 14,0 21,2 21,5 22,5 20,7 100,0 3,1 1,3

Funding and salaries 10,9 15,8 16,1 31,3 25,9 100,0 3,5 1,3

Gender balance 3,9 5,4 18,7 27,2 44,8 100,0 4,0 1,1

Career development 11,9 11,1 21,8 30,8 24,4 100,0 3,4 1,3

Value of mobility 7,0 11,4 29,5 27,7 24,4 100,0 3,5 1,2

Access gto career advice 10,6 18,9 33,4 18,7 18,4 100,0 3,2 1,2

Intellectual property rights 5,4 9,1 33,2 27,7 24,6 100,0 3,6 1,1

Co-authorship 8,5 11,7 29,3 26,7 23,8 100,0 3,5 1,2

Teaching 7,5 11,1 12,2 37,0 32,1 100,0 3,8 1,2

Complaints / appeals 12,2 11,4 30,1 19,7 26,7 100,0 3,4 1,3

Participation in decision making bodies 4,4 6,7 24,6 28,8 35,5 100,0 3,8 1,1

Block 3 average 3,5 1,0

Total
Standard 

deviation
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Table A2.4. Degree of UV Charter & Code principles following according to researchers

Horizontal percentages and average in a 1-5 scale

Block 4. Training

Totally 

disagree
Disagree

Neither 

agree or 

disagree

Agree
Totally 

agree
Mean

1 2 3 4 5 1-5

Relation with supervisors 5,2 8,3 24,1 33,7 28,8 100,0 3,7 1,1

Supervision and managerial duties 4,7 7,5 19,4 34,7 33,7 100,0 3,9 1,1

Continuing professional development 4,7 6,7 16,6 30,1 42,0 100,0 4,0 1,1

Supervision 4,1 8,0 18,9 27,2 41,7 100,0 3,9 1,1

Block 4 average 3,9 1,0

Total
Standard 

deviation
Principle
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