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HR Excellence in Research 

Executive Summary of the Computer Vision Center HRS4R Action Plan 
2024-2027 
The Computer Vision Center (CVC) has assumed the HRS4R framework as a practical instrument to improve 
the daily experience of researchers and strengthen the institution as a whole. During the current 
implementation cycle, the centre has moved beyond the definition of policies and has focused on creating 
concrete structures, procedures, and support mechanisms that address the needs of researchers at different 
career stages. The actions implemented since the last renewal reflect a commitment to transparency, career 
development, inclusion, well-being, and responsible research practice. At the operative level, this action plan 
was developed through a collaborative and inclusive process led by the HR Excellence in Research Award 
Monitoring Committee and the Steering Committee, with the active participation of research staff and 
professionals from across the institution’s management areas. It is fully aligned with the principles of the 
European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers, while 
remaining closely aligned with the new CVC Strategic Plan 2026–2029, approved by the Governing Board on 
30 June 2025. 

One of the main priorities has been to improve the support available to researchers throughout their careers. 
To achieve this, CVC strengthened its Talent Office and launched the TALENT Programme, which has already 
provided 82 grants to students at different educational levels, creating a pipeline that connects 
undergraduate, master's, and doctoral training with research careers. This effort has recently been expanded 
through the introduction of the Teresa Mañé mobility grants for PhD researchers and the Maria Rúbies PhD 
Grant, developed jointly with the Universitat Autònoma de Barcelona. In parallel, mentoring programmes 
have been established to support researchers applying for highly competitive funding opportunities such as 
ERC grants, while doctoral researchers benefit from dedicated accompaniment activities including reading 
groups, CVCRD events, and support from the Talent Manager. Together, these initiatives provide a structured 
framework for talent attraction, development, and retention.  

CVC has also worked to strengthen transparency and trust within the organisation. A complete review and 
consolidation of internal procedures has been carried out, covering topics ranging from onboarding and data 
management to safety procedures and internal regulations. The institution established a formal HR reference 
point and implemented a new whistleblowing channel in compliance with Spanish legislation, providing 
confidential and protected mechanisms for reporting concerns. Researcher evaluation has also evolved 
through the introduction of research statement assessments coordinated with the Scientific Advisory Board, 
combining quantitative indicators with qualitative expert feedback. Looking ahead, this process will be 
further transformed through the integration of CoARA principles, moving towards a more comprehensive 
and responsible approach to research assessment that recognises a broader range of academic contributions.  

Recognising that research excellence depends on the well-being of researchers, CVC has made psychosocial 
health a strategic priority. Psychosocial risk assessments have been integrated into occupational risk 
prevention activities, complemented by dedicated studies, focus groups, institutional satisfaction surveys, 
and a Mental Health Programme developed in collaboration with the Psychology Service of the UAB. More 
recently, coaching activities have been introduced for senior researchers to support leadership development 
and personal well-being. These initiatives reflect a proactive approach that goes beyond regulatory 
compliance and seeks to create a healthier and more supportive work environment.  

Equality, diversity, and inclusion have also been strengthened through concrete institutional measures. The 
implementation of the Equality Plan has been accompanied by dedicated protocols addressing workplace 
harassment and equal opportunities. During the next period, these efforts will be expanded through a new 
Equality Plan adapted to the current reality of an increasingly international and multicultural organisation, a 
dedicated protocol on sexual violence, and the development of an LGBTQ+ Action Plan. Beyond internal 
policies, CVC promotes inclusion through outreach and education initiatives such as ExperimentAI, Women 
in Science activities, collaborations with schools, citizen engagement programmes, and participation in 
networks that support women and underrepresented groups in STEM disciplines.  
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The centre has also recognised the importance of fostering a stronger sense of community following the 
disruptions caused by the COVID-19 pandemic. A broad programme of social, cultural, and scientific activities 
has been developed, including internal research days, hackathons, Talent Day events, celebrations linked to 
Catalan traditions, and activities reflecting the diverse cultures represented within the institution. These 
initiatives have helped rebuild informal interactions, strengthen collaboration across groups, and reinforce 
the sense of belonging among researchers and professional staff. Researchers have also been actively 
involved in shaping the future of the institution through participatory processes that contributed directly to 
the development of the Strategic Plan 2026–2029.  

At the strategic level, CVC is preparing for future challenges in research and innovation. Open Science has 
become a dedicated institutional priority, supported by a working group, data management resources, open 
repositories, and participation in the Catalan Open Research Area ecosystem. Citizen engagement activities 
have been integrated into outreach initiatives and collaborations such as ExperimentAI and the UAB-Cruïlla 
Chair. At the same time, the institution has strengthened its commitment to innovation and societal impact 
through the creation of a new Innovation Unit, designed to help researchers access technology transfer 
opportunities, innovation programmes, and pathways for translating research results into practical 
applications. These actions complement ongoing efforts in technology vigilance and knowledge transfer. 

The proposed actions are being implemented throughout the 2024–2027 period. As part of the HR Excellence 
in Research renewal cycle, CVC is currently undergoing the Renewal Assessment process. The Internal Review 
for Renewal Assessment was submitted in March 2026, and the institution is currently awaiting the outcome 
of the assessment. Following the assessment results, CVC will review the current Action Plan if necessary and 
define updated actions for the next three-year implementation period. 

Action Plan 2024-2027 
During the current HRS4R implementation cycle, CVC has successfully completed 14 actions, demonstrating 
substantial progress in strengthening the institutional framework that supports researchers. These 
completed actions include the consolidation of internal procedures, the establishment of dedicated HR 
support mechanisms, the implementation of researcher evaluation processes involving the Scientific 
Advisory Board, the development of talent attraction and mentoring programmes, the reinforcement of 
equality and anti-harassment policies, and the revitalisation of the social and scientific life of the institution 
after the pandemic. In parallel, 2 actions remain ongoing, reflecting areas that require continuous monitoring 
and long-term commitment, namely psychosocial well-being and technology vigilance. Looking ahead, 9 new 
actions have been incorporated into the strategy to address emerging priorities and future challenges. These 
include the implementation of a new Equality Plan, the development of dedicated protocols on sexual 
violence and LGBTQ+ inclusion, the reformulation of researcher assessment in line with CoARA principles, 
the expansion of talent retention initiatives, the strengthening of Open Science practices, and the further 
promotion of inclusive STEAM activities. Together, these completed, ongoing, and new actions illustrate the 
evolution of CVC from establishing the core structures required to support researchers towards building a 
more mature, inclusive, and future-oriented research environment that combines scientific excellence, 
researcher development, institutional responsibility, and societal impact.



    
 
 
 
 

HR Excellence in Research 

 

LIST OF ACTIONS 

 

Action Description 
Current 
status 

Time frame Remarks 

1 Compilation of all the 
existing documents, 
including the revision of 
procedures such as 
welcome pack, complaint 
address, data backup, 
building evacuation, etc. 

Completed Q4 2025 Research data, websites, and administrative information are regularly backed up to ensure data protection and 
continuity. In addition, the backup of the new ERP system (Fundanet) is outsourced, providing an additional layer 
of security for institutional data. 

2 Appointment of a 
responsible persona as 
the HR reference point. 
Create an anonymized 
tool to facilitate the 
submission of complaints 
as well as a guideline 

Completed Q2 2024 The Computer Vision Center is an organization committed to best practices, transparency, and regulatory 
compliance, both in its relations with its own staff and with third parties. 

In this regard, and in order to comply with Law 2/2023, which regulates the protection of individuals who report 
regulatory infringements and the fight against corruption (commonly known as the “Whistle-blower Protection 
Law”), an Internal Communication Channel has been implemented. This channel may be used by anyone 
connected to the CVC. 

As established in Article 25 of the law, a link has been added to the CVC website under the name "Internal 
Channel / WhistleBlowing," through which you can access the form to submit any communication for this 
purpose. The previous internal communication channels were deactivated. 

3 Qualitative and 
quantitative assessment 
of the Research 
Statement for every 
researcher, through the 
Scientific Advisory Board 
(SAB) 

Completed Q1 2025 The qualitative and quantitative assessment of the researchers through their research statement was 
implemented for all the PI, in coordination with the SAB. Specific quantitative results were provided using the CVC 
Score as a reference, while qualitative analysis was provided through the interviews with the SAB. 
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4 New CVC website and 
Outreach section 

Completed Q2 2025 CVC has a brand-new look. As we celebrated CVC's 30th anniversary in 2025, we have taken the opportunity to 
reflect on how far we have come and, more importantly, to look ahead to where we are going.  

https://www.cvc.uab.es/blog/2025/07/28/cvc-launches-a-new-visual-identity/ 

New corporative image added, new dynamic image for outreach.  

5 KTT strategy for eficient 
technolgy vigilance 

In progress Q4 2027 The CVC’s strategy for efficient technology vigilance is established in the new Strategic Plan 2026–2029, where this 
topic is formally integrated as a key institutional priority. Within this strategic framework, the plan defines a 
dedicated strategic axis addressing knowledge and technology transfer (KTT), along with its corresponding 
objectives and performance indicators. 

 The catalogue web page was implemented, however, the explosion of Generative AI in the last years recommends 
making this action to be in continual progress.   

6 Equality Plan (2021) Completed Q4 2021 All existing protocols and resources related to equality, diversity and inclusion can be consulted on the Equality, 
diversity and inclusion portal and also through the internal communication channels. 

7 Protocol for dealing 
with, preventing and 
eradicating workplace 
harassment at CVC 

Completed Q4 2021 The protocol can be consulted on the Equality, diversity and inclusion website and also through the internal 
communication channels. 

8 Psychosocial risk 
evaluation plan 

In progress Q3 2027 A healthy working environment also requires the identification and management of potential psychosocial risks. On 
the one hand, psychosocial risk assessment is already fully integrated into the CVC’s Occupational Risk Prevention 
Plan, in accordance with current legislation. 

Beyond regulatory compliance, the CVC is strongly committed to fostering a positive and supportive work 
environment for all its staff. For this reason, since 2022 the institution has implemented several initiatives 
specifically aimed at monitoring, understanding and improving psychosocial well-being in the workplace. 

In November 2022, the CVC conducted a Psychosocial Factors Study to identify potential risks and areas for 
improvement. Based on the conclusions of this assessment, focus groups were organised in October 2023 to 
address the identified risk factors in greater depth and gather qualitative insights from staff. 

In 2024, the CVC launched a Mental Health Programme, which included seminars and workshops delivered in 
collaboration with the Coaching and Academic Support Unit of the UAB Psychology Service (UCAA-UAB) with the 
aim of strengthening mental health awareness, resilience and emotional well-being across the organisation. The 
content of this programme can be consulted on the CVC website. In addition, at the time of submitting this interim 



    
 
 
 
 

HR Excellence in Research 

assessment, a set of coaching sessions for R3-R4 researchers has been initiated within the framework of this Mental 
Health Programme to further support staff well-being and personal development. 

In June 2025, the CVC carried out a comprehensive Satisfaction Survey to identify organisational and relational 
aspects requiring further improvement. The results of this survey will inform new actions and continuous 
improvements within our ongoing psychosocial risk prevention strategy. 

Through these efforts, the CVC demonstrates its proactive, continuous and structured approach to ensuring a 
healthy, safe, and supportive working environment for all members of the institution. 

9 Document on 
Remuneration policy 

Completed Q3 2021 The document was approved by Governing Board in July 2021. The current policy will be complemented with the 
bonus and acknowledgement policy in accordance with the CVC Strategic Plan. 

10 Post-COVID re-activation 
of the social component 
at CVC 

Completed Q4 2025 Since the renewal of the HR award in November 2022, CVC has notably reactivated internal social and team-building 
events to strengthen collaboration, cohesion, and a sense of community among staff. 

A selection of representative activities illustrates this renewed emphasis. Some events are linked to Catalan culture, 
aiming to invite staff from other nationalities to discover our traditions and local identity, such as Sant Jordi, Sant 
Joan, or La Castanyada. Others reflect the diverse cultures represented at the CVC, for example, the Chinese New 
Year celebration, which fosters inclusion and intercultural exchange. 

Sant Jordi 

Additionally, annual academic or research-focused activities play an important role in promoting professional 
exchange, learning, and collaboration, such CVCRD & CVCRD Junior, the first CVC Internal Hackathons, and Talent 
Day. 

Talent Day 2025 at CVC 

Talent Day 2024 at CVC 

First CVC Internal Hackathon 

CVCRD 2025 

This year, the CVC also held a special event to celebrate its 30th anniversary, for which a promotion and 
dissemination of the CVC’s history were carried out through social media summaries and an anniversary video. 
Comprehensive information about the 30th anniversary can be found on the CVC 30th anniversary web 

Further details of these events can be found on the CVC Outreach and Events website. 
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Through this combination of cultural and academic initiatives, the CVC has successfully reinvigorated its social 
environment, fostering teamwork, engagement, and a stronger sense of belonging among all members of the 
centre. 

All actions completed in Q4 2025. 

11 Researchers will 
participate in the CVC 
roadmap aligned with 
the implementation of 
the CVC Strategic Plan 

Completed Q1 2026 Strategic meetings have been held involving a representative sample of the CVC community, including 
management, heads of administrative and support areas, and research staff. During these meetings, participants 
actively contributed to the discussions and planning that ultimately shaped the content of the new CVC Strategic 
Plan 2026–2029, which was presented at Government Council meeting in January 2026. 

12 Mentoring and 
accompaniment for 
Researchers at all levels 
to apply to ERC grants 

Completed Q4 2025 Through the Research Project Office (RPO) and the Talent Office, has implemented a mentoring programme to 
support researchers in preparing their ERC proposals. This programme focuses on scouting and accompanying 
potential candidates, providing guidance and assistance throughout the application process. 

The initiative, successfully implemented, aims to increase the number and quality of ERC applications submitted by 
CVC researchers, ensuring that researchers at all career stages have access to tailored mentoring and support for 
this highly competitive funding opportunity. 

13 Accompaniment at PhD 
level through formal and 
nonformal actions: 
CVCRD and reading 
groups 

Completed Q4 2024 Since 2024, CVC has a Talent Manager as person of reference. 

14 «Bridge Grants 
Program» 

Completed Q4 2023 CVC grants for linking the Master students to PhD grants or the private sector. 

15 New EQUALITY PLAN 
2026-2030 

New Q3 2026 A new Equality Plan is currently underway, after the end of the previous Equality Plan. The institution is presently 
engaged in the negotiation phase with the Negotiating Commission to agree on and finalise the updated version of 
the plan, which will cover the period 2026–2029. The new equality plan has to be compulsory aligned with the new 
Spanish regulatory framework, and also adapted to the changing reality of the Center post pandemic, 
internationalisation, multiculturality, etc. 

All existing protocols and resources related to equality, diversity and inclusion can be consulted on the Equality, 
diversity and inclusion portal and also through the internal communication channels. 
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16 New protocol addressing 
sexual violence 

New Q3 2026 The purpose of this protocol is to establish a clear, operational, and protective framework to prevent, detect, and 
respond to all forms of sexual violence that may occur in the workplace, in order to guarantee the right to work 
free from violence, discrimination, and degrading treatment. 

Through this protocol, which will be negotiated by the Equality Plan’s Negotiating Commission, the requirements 
set out in Spanish Equality Organic Law will be fulfilled. 

17 Creation of a LGBTQ+ 
Action Plan & Protocol 

New Q3 2026 As part of our commitment to fostering an inclusive, safe, and respectful working environment, the CVC has initiated 
the development of a Plan for the Protection of LGTBIQ+ Individuals. This plan will establish a comprehensive 
framework to ensure the protection of LGTBIQ+ rights within the institution, promote equality and non-
discrimination, and provide specific measures, procedures, and awareness-raising actions to support LGTBIQ+ staff. 

The Negotiating Commission of the Equality Plan will actively participate in defining and developing the actions 
included in this plan, ensuring an inclusive, representative, and coordinated approach. The Commission is 
composed equally of legal representatives of the workers (the social side) and representatives of the entity 
(Management and Human Resources). 

The plan will be developed in alignment with current legislation and best practices, and in coordination with the 
relevant internal bodies. Its implementation will further strengthen the CVC’s commitment to diversity, inclusion, 
and the well-being of all members of the organisation. 
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18 TALENT PROGRAMME Completed Q3 2023 In September 2023, the CVC launched the TALENT Programme, a strategic initiative aimed at attracting, supporting, 
and nurturing young scientific talent at different stages of their academic and research careers. The first call of the 
programme was issued in October 2023, marking the starting point of a structured effort to promote early 
engagement in research. 

Since that initial call, the programme has continued to expand, with subsequent editions increasing both the 
number of grants offered and the budget allocated. Throughout the programme’s lifetime, a total of 82 grants have 
been awarded, enabling the CVC to welcome and support a wide range of students at different levels of their 
academic training. This growth has enabled the CVC to welcome and support a wider range of students across 
various levels of their training, providing meaningful research experiences and fostering a stronger talent pipeline 
for the future. 

In 2024, the programme was further reinforced by the appointment of a Talent Coordinator, Dr. Jordi González, 
one of our associated researchers, full professor in Computer Science and Academic Secretary and Vice Dean for 
Academic Affairs of the School of Engineering at UAB, with extensive experience in supporting students’ career 
development from the undergraduate stage and in coordinating the doctoral programme. This role ensures closer 
follow-up, improved guidance for participants, and a more coherent long-term strategy for talent development at 
the CVC. 

 

19 

Reformulation of the 
Research Statement 
Evaluation Procedure 
under CoARA 

New Q4 2027 This new procedure will integrate the principles of Coalition for Advancing Research Assessment (CoARA), ensuring 
alignment with responsible research assessment standards.  

Following the identification of the most appropriate assessment instrument and the restructuring and expansion 
of the Scientific Advisory Board (SAB) to enhance its operational capacity and foster closer interaction with 
researchers, the institution will develop and implement a revised Research Statement evaluation procedure.  

The renewed evaluation system will replace the current CVC Score-based approach and is expected to be 
significantly more comprehensive, transparent and efficient, with fair and inclusive criteria. Clear evaluation KPIs, 
documented procedures and explicit consequences linked to career development, internal funding eligibility and 
institutional recognition will be established. Annual reviews of the process are expected, identifying specific cases 
that would help to fine tune the metrics and procedures with dynamic adaptability to the career stage of the 
researchers. 
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20 TALENT PROGRAMME–2 New Q2 2027 Following the positive outcomes of the first TALENT Programme, and in alignment with the CVC Strategic Plan 2026–
2029, a new programme will be further expanded in 2026. The program will be particularly oriented to retain talent 
by providing grants in all the pre-doctoral levels (pre R2). In addition to pre-graduate, graduate and master grants, 
the program will also introduce the “Teresa Mañé” PhD Mobility and Training Grant, which is specifically oriented 
to R1. This new grant is designed to strengthen the internationalisation and advanced training of PhD students. The 
grant consists of a €3,000 individual allowance aimed at supporting international research stays and high-quality 
training activities during the PhD period.  

This initiative reinforces the institution’s commitment to:  

- Enhancing doctoral researchers’ international exposure and mobility,  

- Supporting structured career development pathways,  

- Promoting research excellence through global collaboration,  

- Aligning doctoral training practices with European standards under the HRS4R framework.  

The implementation of this grant will be monitored through participation rates, international mobility indicators, 
and satisfaction surveys, contributing to the attractiveness and competitiveness of the CVC research environment.  

At the time of submission of this Interim Assessment, the resolution of the first semester 2026 call has been officially 
published. A total of 20 grants have been awarded under the TALENT Programme, distributed as follows:  

- 7 Rosa Sensat grants  

- 11 Elena Maseras grants  

- 2 grants corresponding to the first edition of the “Teresa Mañé” PhD Mobility and Training Grant  

The successful launch and uptake of this call confirm the consolidation and progressive expansion of the TALENT 
Programme, as well as the effective implementation of the new mobility scheme. The awarding of the first Teresa 
Mañé grants demonstrates the relevance of reinforcing internationalisation and advanced training opportunities at 
the doctoral level.  

This milestone represents a concrete step in the deployment of the CVC Strategic Plan 2026–2029 and further 
strengthens the institution’s structured approach to talent attraction, development, and retention in line with 
HRS4R principles.  

All information about the TALENT Programme is publicly available on our website: 
https://www.cvc.uab.es/internship/ 
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21 Launch of the “Maria 
Rúbies” PhD Grant 

New Q4 2026 In 2025, the CVC, in collaboration with the Universitat Autònoma de Barcelona, launched the CVC‑UAB “Maria 
Rúbies” PhD Grant, a new doctoral fellowship embedded within the UAB PhD Programme in Computer Science. 
This initiative aims to attract highly talented early‑stage researchers to pursue four‑year doctoral training in 
cutting‑edge areas of computer vision and artificial intelligence that are strategically aligned with both the CVC’s 
and UAB’s research priorities, with a strong emphasis on generating societal impact and relevance.  

All details regarding the programme, including eligibility criteria, application procedures, deadlines and supervision 
frameworks, are publicly accessible on the CVC website: CVC-UAB "Maria Rúbies" PhD Grant. 

22 Open Science Strategy New Q4 2027 The CVC, alignment with its strategic plan, has created a working group on Open Science. The tasks of this group 
will be aligned with the EU Open Science approach, and locally integrated in the CORA (Catalan Open Research 
Area) and connected to its tools: eiNa DMP, the open data repository, Repositori de Dades de Recerca and open 
publication in the Portal de la Recerca de Catalunya.  

Citizen science activities have also been integrated into institutional programs such as Experiment AI and the 
collaboration with the Chair UAB-Cruïlla  

All the activities can be consulted on Outreach portal.   

CVC’s open datasets are now continuously accessible and maintained in the portal, and publications are accessible 
to the citizens in the public repository. A role for data management has been created.   

23 Establishment of the CVC 
Innovation Unit 

New Q2 2026 In line with the objectives of the CVC Strategic Plan 2026–2029, approved on 30 June 2025 by the CVC Governing 
Board, the organisation has initiated a management team restructuring aimed at improving operational processes, 
strengthening the achievement of strategic objectives, and fostering a more agile and coordinated working culture.  

As part of this reorganisation, several management areas have been consolidated into three main units:  

- Research Projects Unit  

- Innovation Unit (newly established)  

- Finance Unit (operational since 2023)  

To ensure optimal coordination and efficient leadership, a new level of responsibility -Unit Heads- has been created. 
Unit Heads are responsible for supervising and aligning the different operational areas to ensure coherent 
implementation of strategic priorities.  

The creation of the Innovation Unit specifically aims to intensify the innovation dimension of the CVC Strategic Plan. 
This unit is dedicated to facilitating the translation of research results into technology transfer and practical 
applications. It provides Principal Investigators (PIs) with structured support to access innovation pathways, 
including participation in technology transfer programmes, innovation mentoring, and path-finder initiatives. By 
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consolidating these resources, the Innovation Unit enhances CVC’s capacity to accelerate the societal impact of 
research outcomes.  

This organisational update strengthens strategic governance, supports researchers in accessing professional 
development and innovation pathways, and fosters an environment where operational efficiency, collaboration, 
and research impact are maximised. 

24 STEAM Initiatives with 
Gender and Inclusion 
Perspective 

New Q4 2027 The CVC actively develops and participates in STEAM outreach, education, and citizen engagement initiatives that 
integrate gender and inclusion transversally. These efforts encompass both internal projects and participation in 
local, national, and European events and networks.  

Key actions include activities linked to the following initiatives:  

ExperimentAI – An AI outreach project targeting diverse audiences, with the transversal axis “Women in AI” to 
highlight female researchers as role models.  

Educational outreach and science dissemination – Activities such as the ARGÓ Programme, school visits, Open Day, 
workshops, and participatory experiences designed to ensure inclusion and female representation.  

Visibility of diverse women in science – Initiatives like the #CVCWomenInScience poster collection showcase women 
of different ages, backgrounds, and professional trajectories.  

Inclusive educational projects – “Learning by Doing” initiatives with thematic and participatory approaches to 
engage all students, with special attention to girls’ interest in technology.  

Engagement with diverse communities – Activities for non-traditional audiences, including elderly women in 
collaboration with Red Cross, and participatory projects during International Women and Girls in Science Day (11F).  

Participation in festivals and cultural events – Including Festa de la Ciència, European Researchers’ Night, and 
Festival Cruïlla, integrating AI and computer vision in public cultural spaces with a gender-aware approach.  

Support for women researchers – Recognition and mentoring of female scientists through initiatives such as Premis 
Dona TIC, 11F events, school visits, and open labs, with a focus on diversity and social inclusion.  

Networks and expert databases – Active participation in national and international networks promoting gender 
equality in STEM (AMIT, SCIE Mujeres en Informática, Women in AI, ELLIS, EIGE, UN Women, Donestech).  
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European projects with social and gender perspective – Engagement in projects such as InterVisions (CERV) and 
EPSP, which critically analyze AI impact on gender equality and promote societal participation in science and 
technology.  

These initiatives collectively promote gender equity, foster inclusion, and enhance public engagement in STEAM, 
aligning with the CVC Strategic Plan 2026–2029 and HRS4R principles of researcher development, societal impact, 
and diversity in science.  

All these initiatives and more, can be consulted at our Outreach section.  

25 Revision of the Protocol 
for Dealing with, 
Preventing and 
Eradicating Workplace 
Harassment at CVC 

New Q4 2026 In compliance with recent changes in Spanish legislation, this protocol is being revised to ensure full alignment with 
the Spanish regulatory framework, which establishes the requirement for a separate and specific protocol 
addressing sexual violence. 

 


