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1. Organisational Information 

Please provide a limited number of key figures for your organisation. Figures marked * are compulsory. 

STAFF & STUDENTS FTE 

Total researchers = staff, fellowship holders, bursary holders, PhD. students either full-time or part-time involved in research * 2014 

Of whom are international (i.e. foreign nationality) *    35 

Of whom are externally funded (i.e. for whom the organisation is host organisation) *     0 

Of whom are women *  1127 

Of whom are stage R3 or R4 = Researchers with a large degree of autonomy, typically holding the status of Principal Investigator or Professor. *  1383 

Of whom are stage R2 = in most organisations corresponding with postdoctoral level *   181 

Of whom are stage R1 = in most organisations corresponding with doctoral level *   450 

Total number of students (if relevant) * 26547 

Total number of staff (including management, administrative, teaching and research staff) *   2757 

 

 

RESEARCH FUNDING (figures for most recent fiscal year) € 

Total annual organisational budget                                                                                                                                                              133.266.557,00 EUR  



RESEARCH FUNDING (figures for most recent fiscal year) € 

Annual organisational direct government funding (designated for research)                                                                                367.388,00 ЕUR  

Annual competitive government-sourced funding (designated for research, obtained in competition with other organisations – including EU funding) 

8.279.306,00 EUR 
 

Annual funding from private, non-government sources, designated for research 

2.420.000,00 ЕUR 
 

 

 

ORGANISATIONAL PROFILE (a very brief description of your organisation, max. 100 words) 

The Ss. Cyril and Methodius University in Skopje is the first state university in the Republic of North Macedonia, established in 1949. It represents a 
community of 23 faculties, 5 scientific institutes, 4 public scientific institutions as affiliated members, 1 affiliated higher education institution, and 7 affiliated 
organizations. It offers study programs in all scientific disciplines. Research activities are conducted at the scientific institutes. At the University more than 
23.483 students are enrolled in the first cycle of studies, 1.287 in the second and 1.777 doctoral candidates; and there are over 2.757 academic, research, 
and administrative staff. 

 

Paragraphs: 0, Words: 0 

2. Strengths and weaknesses of the current practice 

Please provide an overview of the organisation in terms of the current strengths and weaknesses of the current practice under the four thematic headings of 

the Charter and Code at your organization. 

Note: Click on the name of each of the four thematic headings of the Charter and Code to open the editor and provide your answer. 

 

Ethical and professional aspects* 
Strengths 



o The Statute and the Code of Ethics of Ss. Cyril and Methodius University in Skopje regulate the academic freedom that includes the freedom in 
scientific research work. It derives from the Law on Higher Education and the Law on Scientific and Research Activity. At the University exists freedom 
in expressing academic thought and most researchers have not encountered restrictions on their research freedom. 

o The University has adopted the Code of Ethics that regulates the ethical principles and the professional responsibility of researchers. The Code of 
Ethics states that all members of the university community must safeguard the well-being and interests of the University in the spirit of academic 
freedom, reasonable discussion, criticism, tolerance, and the responsible and honest pursuit of optimal solutions. 

o The Ss. Cyril and Methodius University in Skopje has implemented Intellectual Property Policy that sets out the fundamental principles for the 
creation, protection, and utilization of intellectual property and the rights arising from it within the framework of the University. The IP rights are 
also regulated in the Statute and the Code of Ethics.  

o The evaluation of the research staff at the University is conducted transparently and objectively. 
o The University has adopted Open Science policy that aims to promote open, accessible, interoperable, reproducible, and responsible research 

practices. It emphasizes transparency and equity in research, which supports the fair recognition of all contributors, including early-career 
researchers. The University has established an Open Science Center. 

o The University has Repository of Scientific and Artistic Works that represents a digital archive of collections containing records of the University’s 
scientific and artistic output. At the same time, it provides open and controlled access to the available content, enabling its searchability and further 
easy processing. 

o The University has adopted the Declaration on Gender Equality and the Gender Equality Plan of the Ss. Cyril and Methodius University in Skopje 
for 2022–2025 and for 2026-2028. 

o Provision of Annual award granted to scientists and artists who demonstrate outstanding achievements in scientific research and artistic activities. 
o The University has established Center for Advanced Interdisciplinary Research (CeNIIs) since 2021. This Centre serves as a hub that connects 

scientists and researchers who work and create abroad, and are native to our country. 
o The University has established a Center for Advanced and Post-Doctoral Research – CAPRIS UKIM LLC. 
o The University has established a Center for Sustainable Development. 
o The University has established a Quality Assurance Center. 
o The University has established a Center for Intellectual Property. 
o The University has established а University Communications Center. 
o The University has established dedicated Project Office that provides advisory support services in pre-award and post-award projects. 

Weaknesses 
o The familiarity with the strategic goals of the University regarding scientific research activities is medium. There is a need to better promote the 

strategic goals, organize workshops and other events. 
o Promotion of the scientific research results with the goal of strengthening public awareness of the role of research in the sustainable development 

of society. More promotional events and publications about the research results at unit levels could improve this weakness.  
o Usage of e-tools for data management could be improved. 



 

 

Recruitment and selection* 
Strengths 

o As a public University, the Ss. Cyril and Methodius University in Skopje adheres to the recruitment principles that are regulated by the Law on Higher 
Education, Law on Labour Relations and the Collective Agreement of the Ss. Cyril and Methodius University in Skopje, 

o The University has adopted an internal Rulebook on the special conditions and the procedure for selection into teaching-scientific, scientific, 
teaching-professional, and associate titles and demonstrators at the Ss. Cyril and Methodius University in Skopje that specifies the conditions and 
procedure of recruitment, work, composition and obligations of the Review committee for selection of the staff and the selection process. It is 
published at the University website. 

o Gender balance and non-discrimination are protected and regulated in the Gender Equality Plan, Declaration on Gender Equality, the Statute and 
the Ethical Code.  

o Stability and continuity in employment are addressed in the Code of Ethics and the University provides safety and health standards and good 
working conditions. 

o The career development of researchers at the University is linked to the process of appointment to academic titles. 
o Feedback from mobility participants at the Ss. Cyril and Methodius University in Skopje consistently highlights the transformative value of 

international mobility.  
o The Ss. Cyril and Methodius University has established a Career Center that is regulated by the Regulation on the Career Center of the Ss. Cyril and 

Methodius University in Skopje. It is an internal organizational unit of the Ss. Cyril and Methodius University in Skopje, without legal entity status, 
which consists of the career centers of the University’s units. It organizes internships and facilitates students’ first access to the labour market and 
networking; organizes workshops; develops a system for establishing an Alumni Association of the University and maintains records of former 
students (alumni); assists students in obtaining information for career planning, career development, professional training, and career counseling; 
conducts labour market research; performs other tasks related to career counseling. 

o The recognition and listing of researchers at the Ss. Cyril and Methodius University in Skopje, including early-career researchers as co-authors in 
academic outputs are guided by the Rulebook on the Organization of Publishing Activities at Ss. Cyril and Methodius University in Skopje. 

o The Ss. Cyril and Methodius University in Skopje maintains a digital repository that collects, stores, and disseminates scientific publications. This 
platform ensures that all contributors, including early-career researchers, are properly credited for their work. 

 
Weaknesses 
 

o The Rulebook on the special conditions and the procedure for selection into teaching-scientific, scientific, teaching-professional, and associate titles 
and demonstrators at the Ss. Cyril and Methodius University in Skopje will be published in English is proposed. 



o Organization of trainings of early-stage researchers as part of their teaching commitment could be improved. Increased access to training is 
proposed. 

o Job advertisements are not published at the web page and are not accessible and sufficient for international applications. 

 

Working conditions* 
Strengths 

o The University provides good working conditions, good paid work and salaries, flexible working hours, sabbatical leave is possible. 
o The University provides equal conditions for advancement to all members of the university community. 
o There is a gender balance, and all men and women are treated equally. 
o Researchers feel respected and recognized as professionals in their work environment. 
o The career development of researchers at the University is linked to the process of appointment to academic titles, for which the selection criteria 

include: acquired education, results from scientific research work, results and experience in teaching activities and mentoring of junior teaching 
and research staff, as well as professional-applied or professional-artistic activities. Based on these criteria, general and specific conditions for 
appointment to teaching-scientific, teaching-professional, teaching, and associate titles are prescribed. 

o The University take occupational safety and health measures for their employees in every aspect related to work. They provide employees with 
appropriate occupational safety and health training and implement procedures for risk assessment at workplaces. 

o Staff participants similarly acknowledged the professional and personal benefits of mobility, including strengthened research collaboration, 
curriculum innovation, and broader academic networking. All reported gaining valuable experiences that contributed directly to their teaching, 
research, and international engagement capacities. 

 
Weaknesses 

o Trainings for skills and competence developments. 
o Provision of career development advisory support.  

 

 

Training and development* 
 
The University has Strategic plan 2024-2029 and Action plan 2024-2029 that envisage trainings and developments of the researchers. 
The University has established a Career Centre, which plays a key role in assisting early-career researchers. 
 

 



3. Actions 

The Action Plan and HR Excellence in Research strategy must be published on an easily accessible location of the organisation’s website. 

 

Please provide the web link to the organization's Action Plan/HR Strategy dedicated webpage(s). Multiple links must be comma separated. 

https://ukim.edu.mk/hrs4r/human-resources-strategy-for-researchers/ 

 

Please fill in the list of all individual actions to be undertaken in your organisation's HR Excellence in Research to address the weaknesses or strengths 

identified in the Gap-Analysis. The listed actions should be concise, but detailed enough for the assessors to evaluate the level of ambition, engagement and 

the expected implementation process. The institution should strive to provide a detailed plan, not just an enumeration of actions. 

Note: Choose one or more of the principles automatically retrieved from the GAP Analysis with their ratings. 

 



Proposed ACTIONS 

Proposed actions 
 
GAP principle 

Timing (quarter 
/yearly) 

 
Responsible Unit Indicators/Targets 

Aim: Promotion of Research freedom as the basic value of the University mission and activities. 

Promotion of Research freedom 
in the public speeches of the 
Rector and leading professors of 
the units and senior professors 
during the school year and for 
the important events for the 
University.  
 

1. Research 
freedom  

1Y 
2Y 
3Y 

Rector, Vice-rectors 
Deans and Directors of 
the Scientific institutes 
and senior professors 
 
 
 

Baseline value: m=3.93 satisfaction rate of freedom of 
expressing academic thought; and m=3.89 satisfaction 
rate of academic freedom in implementation of 
scientific research activities. 
 

Indicator/Target:  m=4.00 

• Satisfaction rate of more than m=4.00 
existence of freedom in expressing academic 
thought and of freedom in implementation of 
scientific research activities.  
 

Means of verification:  
Survey among academic staff R1-R4.  
 



Identification of the problem 
among the researchers from 
medical and health sciences, 
who rated academic freedom 
lower compared to other 
sciences. 

1. Research 
freedom 

2Y Institute for 
Sociological, Political 
and Juridical Research 

Baseline value: 
In terms of scientific fields, there is a certain 
deviation only among researchers from the medical 
and health sciences, who rated academic freedom 
lower compared to other sciences. 
 
Indicator/target: 
Higher rated academic freedom among the 
researchers from medical and health sciences. 
 
Means of verification: 
Conduct two focus groups with researchers from 
medical and health sciences. 

Aim: Researchers should be familiarized with the strategic goals governing their research environment, funding mechanisms and their responsibilities. 

Annual plan for conducting of 
informative session at the units 
about the strategic goals 
governing research 
environment, funding 
mechanisms and their 
responsibilities. 
 
 

4. Professional 
attitude 

1Y 
2Y 
3Y 

Vice-rectors 
 
 

Baseline value:  
Familiarity with the strategic goals of the University 
regarding scientific research activities is rated with an 
average score of m=3.26.  
The average value for the question related to 
familiarity with the rules and procedures at UKIM for 
applying for international projects is m=3.17. 
 

Indicator/Target:  3,5 
Each unit should adopt Annual plan for an informative 
session in their annual agenda.  
 
Means of verification:  
Report for conducting informative sessions. 
 



Aim: To learn how to apply methods of collection and analysis, the outputs and, where applicable, details of the data and open it to internal and external 
scrutiny. 

Plan for organization of info 
sessions (seminars) at Units 
levels to strengthen the 
accountability considering the 
research, methods of collection 
and analysis following the 
procedures, as well as financial 
management. These should be 
compulsory for younger 
researchers and doctoral 
students. 

6. Accountability 2Y  Vice-rectors 
HR office 

Baseline value:  
No regular informative sessions about the mission 
and the goals of the University on long run and 
information about accountability 
 
Indicator/Target:  
5 info sessions on annual base  
 
Means of verification:  
Report in PdF for the conducted info 
sessions/seminars. 

Aim: Researchers should be familiar with the current national legal requirements regarding data protection and confidentiality protection requirements, 
and undertake the necessary steps to fulfil them at all times. 

University will promote data 
protection and protection from 
information technology disasters.  
 

7. Good practice in 
research 

2Y  
 

IT department/FINKI Baseline value: The level of protection of computer 
data (passwords, handling of personal data, data 
backup) is rated with an average score of M = 3.66.  
 

Indicator/Target:  m=4.00 
Initial event for identification of the issues regarding 
the indicator. 
 
Means of verification:  
Survey of the academic and administrative staff for 
level of protection of the data 

Aim: All researchers should ensure, in compliance with their contractual arrangements, that the results of their research are disseminated and exploited, 
e.g., communicated, transferred into other research settings or, if appropriate, commercialized. 



The initiative that will be 
undertaken by the University 
units is organization of at least 5 
annual promotional events with 
the public or private sector. 
 

8. Dissemination, 
exploitation of 
results 

1Y 
2Y 
3Y 

University Faculties and 
Scientific Institutes 
 
 

Baseline value:  
No specific events where the results from the 
scientific researches are promoted, disseminated and 
offered to the general public. 
 

Indicator/Target:  than results from 1st survey 
There will be 5 events on larger scale annually on the 
University level. 
 
Means of verification:  
Reports from the promotional events  
 

Aim: Researchers should ensure that their research activities are made known to society at large in such a way that they can be understood by non-
specialists, thereby improving the public’s understanding of science. 

Public and media activities and 
organizing events of the 
dissemination and exploitation 
of the results of research 
activities. 
Especially these events will be 
addressing the researches 
funded by the public funds. 
 

9. Public 
engagement 
 

2 Y 
3 Y 

University Faculties and 
Scientific Institutes 

Baseline value: 12.7% of researchers believe that 
their unit never organizes activities aimed at 
promoting the unit’s work nor they inform the 
broader public about their activities. 
26% of assistants assistant stated that they have 
never participate in such events.  
 
Indicator/Target:  
< 12.7% of the researchers that believe that their 
unit never organize public promotion activities;   
<26% of the assistants that have never participate in 
such event; 
 
Means of verification:  
Every unit should prepare the Plan for public 
promotion of their research activities.    



Aim: To strengthen open and internationally accessible recruitment through clear recruitment information, improved online visibility, systematic 
monitoring, regulatory alignment and increased use of EURAXESS. 

Preparation and publication of 
the official English version of the 
Rulebook on the special 
conditions and the procedure for 
selection into teaching-scientific, 
scientific, teaching-professional 
and associate titles and 
demonstrators on the 
University's website. 

12. Recruitment 1Q–2Q/1Y: 
Preparation, 
translation and 
publication of the 
English version of 
the Rulebook. 
 
4Q/1Y, 4Q/2Y, 
4Q/3Y: Annual 
monitoring of 
website download 
statistics. 

Rectorate 
HR Office 

Baseline value: No official English version of the 
Rulebook is available on the University website; 
consequently, no baseline data on downloads are 
available. 
 
Indicators/Target:  

• Official English version of the Rulebook is 
published and publicly available on the 
University website.  

• Number of downloads of the English 
Rulebook during each reporting year: ≥50 in 
Year 1, ≥100 in Year 2, and ≥150 in Year 3. 

 
Means of verification: University website (URL), 
officially published Rulebook (PDF), and annual 
monitoring reports including website download 
statistics. 



Establishment of an annual 
monitoring mechanism for the 
online publication and 
international visibility of 
academic and research 
vacancies, aligned with 
HRS4R/OTM-R principles and 
EURAXESS practices. 

12. Recruitment 2Q–4Q/1Y: 
Monitoring 
mechanism 
established. 
 
4Q/2Y, 4Q/3Y: 
Annual monitoring 
report prepared 
and published. 
 

Rectorate 
HR Office 

Baseline value: Online publication and international 
visibility of academic and research vacancies are not 
yet systematically monitored and documented in a 
format aligned with HRS4R/OTM-R principles and 
EURAXESS practices. 
 
Indicator/Target: One annual monitoring report 
prepared and published in the second and third year. 
 
Means of verification: Annual monitoring reports 
(PDF) published on the University website (URL), 
including data on compliance with online publication 
and international visibility requirements, as well as 
relevant website analytics (page views and download 
statistics). 



Introduction of a university-wide 
mechanism requiring all faculties 
and institutes to publish 
academic and research vacancies 
intended for international 
recruitment in English on their 
official websites, followed by 
their centralized publication on 
the University website. 

12. Recruitment 3Q/1Y – 
continuous 
thereafter. 

Rectorate 
Faculties and Institutes 
HR Office 

Baseline value: A university-wide mechanism 
requiring faculties and institutes to publish academic 
and research vacancies intended for international 
recruitment in English on their official websites, with 
subsequent centralized publication on the University 
website, has not yet been established. 
 
Indicators/Target:  

• ≥60% of academic and research vacancies 
intended for international recruitment are 
published in English on the official websites of 
the faculties and institutes; 

• ≥60% of academic and research vacancies 
intended for international recruitment are 
published in English on the central University 
webpage. 

 
Means of verification: URLs to the relevant vacancy 
announcements on the official websites of the 
University, faculties and institutes, and the annual 
monitoring report (PDF), including the total number 
of academic and research vacancies intended for 
international recruitment and the number and 
percentage published through each channel. 



Review and alignment of 
relevant University regulations 
and procedures to facilitate 
international recruitment and 
the employment of foreign 
researchers. 

12. Recruitment Q1–Q4 / 1Y Rectorate 
HR Office 

Baseline value: Existing University regulations and 
procedures provide a framework for the recruitment 
and employment of foreign researchers; however, 
further review and alignment are needed to support 
more effective international recruitment. 
 
Indicators/Target:  

• Relevant University regulations and 
procedures reviewed and areas requiring 
further alignment identified by the end of the 
first year; 

• Necessary amendments and/or procedural 
recommendations prepared, where 
applicable, to facilitate the recruitment and 
employment of foreign researchers within the 
first year. 
 

Means of verification: List of reviewed University 
regulations and procedures; amended regulations 
and/or procedures, where applicable. 



Publication on the EURAXESS 
portal of academic and research 
vacancies open to international 
competition, including project-
funded research positions. 

12. Recruitment 1Q/2Y – 
continuous 
thereafter. 

Rectorate  
Faculties and Institutes 
HR Office  

Baseline value: Academic and research vacancies 
open to international competition are not 
systematically published on the EURAXESS portal, and 
no institutional system is currently in place to collect 
and monitor data on applications submitted by 
candidates from abroad across the University. 
 
Indicators/Target:  

•  ≥60% of academic and research vacancies 
open to international competition are 
published on the EURAXESS portal from Year 
2 onwards.  

• Number of applications submitted by 
candidates from abroad across the University: 
≥5 in Year 2 and ≥10 in Year 3. 

 
Means of verification: URLs to the published 
EURAXESS vacancies and annual monitoring reports 
(PDF) published on the University website (URL), 
including data on the publication of vacancies on the 
EURAXESS portal and the number of applications 
submitted by candidates from abroad across the 
University during each reporting year. 

Aim: To ensure clear, complete and consistent presentation of researcher vacancy information through a standardized University-wide English-language 
vacancy announcement template. 



Development and 
implementation of a 
standardized University-wide 
English-language vacancy 
announcement template for the 
recruitment of researchers, 
including information on the 
position, eligibility criteria, 
selection procedure, required 
documentation, working 
conditions, career development 
opportunities, contact details 
and relevant links. 

13. Recruitment 
(Code) 

3Q–4Q/1Y; 
continuous 
thereafter. 

Rectorate  
Faculties and Institutes 
HR Office 

Baseline value: No standardized University-wide 
English-language vacancy announcement template is 
currently available for the recruitment of researchers. 
 
Indicators/Target:  

• Standardized University-wide English-
language vacancy announcement template 
for the recruitment of researchers developed 
and adopted; 

• Standardized template in English applied in 
≥90% of relevant researcher vacancy 
announcements published by faculties and 
institutes. 

 
Means of verification: Standardized English-language 
vacancy announcement template (PDF) published on 
the University website (URL) and sample vacancy 
announcements demonstrating its application. 

Aim: To support consistent application of open, transparent and merit-based selection principles across the University through supplementary OTM-R 
guidelines and their effective dissemination. 



Development of supplementary 
university guidelines on the 
application of OTM-R principles 
in selection procedures, in 
accordance with national 
legislation and the University's 
internal acts. 

14. Selection (Code) 3Q/1Y Rectorate  
HR Office 

Baseline value: No supplementary university 
guidelines on the practical application of OTM-R 
principles in selection procedures are available. 
 
Indicator/Target: One set of university-wide 
supplementary OTM-R guidelines for selection 
procedures developed and published on the 
University website. 
 
Means of verification: Supplementary OTM-R 
guidelines (PDF) published on the University website 
(URL). 

Communication and 
dissemination of the 
supplementary OTM-R 
guidelines to all faculties and 
institutes. 

14. Selection (Code) 4Q/1Y Rectorate 
HR Office 
 

Baseline value: Supplementary university-wide OTM-
R guidelines have not yet been developed, 
communicated and disseminated to faculties and 
institutes. 
 
Indicator/Target: Supplementary OTM-R guidelines 
communicated and disseminated to 100% of faculties 
and institutes. 
 
Means of verification: Communication and 
dissemination records, the supplementary OTM-R 
guidelines (PDF), attendance lists (where applicable), 
and the annual monitoring report (PDF). 

Aim: To provide a formal document (Code) regulating postdoctoral appointments. 



Adoption of formal Guidelines 
for the recruitment and 
appointment of postdoctoral 
researchers 

21. Postdoctoral 
appointments 
(Code) 

2Y Vice Rector for Science Baseline: No formal document (Code) regulating 
postdoctoral appointments. 
 
Target: One formal document regulating 
postdoctoral appointments. 
 
Means of verification: Report tracking composition of 
project teams.  

Aim: To ensure continued support to the available mechanisms for postdoctoral appointments. 

Continued institutional support 
for the Center for Advanced 
Interdisciplinary Research 
(CeNIIs) and the Center for 
Advanced and Postdoctoral 
Research (CAPRIS) 

21. Postdoctoral 
appointments 
(Code) 

2Y/3Y Vice Rector for Science Baseline: CeNIIs established (2021); CAPRIS 
established (March 2024), two fellowship calls held 
to date.  
 
Target: Continued/increased annual activities 
(number of organized meetings, events, network 
members – at least 5 in 2Y and at least 10 in 3Y) 
 
Means of verification: Reports on the work of CENIIs 
and CAPRIS.  

Aim: To further understand the identified problems related to the recognition of the profession, prior to devising suitable measures. 



Conduct a qualitative study 
comprising five focus groups 
with R1 and R2 researchers from 
different fields of research 

22. Recognition of 
the profession 

1Q/2Y Institute for 
Sociological, Political 
and Juridical Research 

Baseline: Mean agreement on feeling recognized as 
professionals — 3.98 overall, 3.55 among doctoral 
candidates, 3.71 among assistant 
professors/research assistants (vs. 4.23 among full 
professors). Mean agreement on being treated as 
professionals — 3.86 overall, 3.47–3.48 among 
doctoral candidates/assistants (vs. 4.16 among full 
professors). 
 
Target: Improved understanding of the challenges 
underlying the baseline findings, prior to devising 
measures to narrow the gap identified in the 
baseline survey. 
 
Means of verification: Five focus group reports. 

Aim: To further understand the identified problems related to the research environment, prior to devising suitable measures. 

Conduct a qualitative study 
comprising five focus groups 
with R1 and R2 researchers from 
different fields of research 

23. Research 
environment 

1Q/2Y Institute for 
Sociological, Political 
and Juridical Research 

Baseline: Mean agreement on adequacy of 
equipment/resources — 3.09 overall; 2.96 among 
social scientists; 2.74 among assistant 
professors/research fellows; 2.90 among 
assistants/research assistants. 
 
Target: Improved understanding of the challenges 
underlying the baseline findings, prior to devising 
measures to narrow the gap identified in the 
baseline survey. 
 
Means of verification: Five focus group reports. 

Aim: To further understand the identified problems related to the working conditions, prior to devising suitable measures. 



Conduct a qualitative study 
comprising five focus groups 
with R1 and R2 researchers from 
different fields of research 

24. Working 
conditions 

1Q/2Y Institute for 
Sociological, Political 
and Juridical Research 

Baseline: Mean agreement on flexible working hours 
— 2.84 among medical/health sciences researchers 
(vs. 3.79 overall). Mean agreement on feeling 
overwhelmed by work tasks — 4.12 among 
medical/health sciences researchers (vs. 3.72 
overall). 
 
Target: Improved understanding of the challenges 
underlying the baseline findings, prior to devising 
measures to narrow the gap identified in the 
baseline survey. 
 
Means of verification: Five focus group reports. 

Aim: To inform the research staff on UKIM’s gender equality policies. 



Disseminate information on 
UKIM's gender equality policies 
to all staff through the Catalogue 
of institutional policies, 
regulations, and other relevant 
documents. (The catalogue will 
consolidate several activities 
envisaged under the Action Plan 
and serve as a central resource 
to improve staff access to 
institutional policies and 
regulatory documents. This 
activity is based on the survey 
findings, which showed that a 
considerable proportion of 
respondents were not familiar 
with several institutional policies 
and regulations.) 

27. Gender balance 4Q/1Y  HR Office Baseline: 34.5% of respondents do not know 
whether UKIM has a gender equality policy. 
 
Target: Increase the number of responders who are 
familiar with gender balance [At least by 5%]. 
 
Means of verification: Regular staff survey. 

Aim: To inform the research staff on UKIM’s career development policies. 



Disseminate information on 
UKIM's career development 
policy through the Catalogue of 
institutional policies, regulations, 
and other relevant documents. 
(The catalogue will consolidate 
several activities envisaged 
under the Action Plan and serve 
as a central resource to improve 
staff access to institutional 
policies and regulatory 
documents. This activity is based 
on the survey findings, which 
showed that a considerable 
proportion of respondents were 
not familiar with several 
institutional policies and 
regulations.) 

28. Career 
development 

4Q/1Y  HR Office Baseline: 19.8% of respondents do not know 
whether a career development policy exists. 
 
Target: Increase the number of responders who are 
familiar with career development [At least by 5%]. 
 
Means of verification: Regular staff survey 

Aim: To introduce a mechanism enabling career planning among newly employed researchers. 



Require newly employed junior 
staff to hold a career 
development advisory support 
with their organizational unit 
head within the first six months 
of employment, resulting in a 
written career plan, to be 
reviewed upon each renewal of 
their academic appointment 
(e.g., five years for assistant and 
associate professors, three years 
for research assistants). 

28. Career 
development 

2Y/3Y Faculties and Institutes Baseline: No formal requirement for career 
development conversations/plans currently exists. 
 
Target: At least 50% of newly employed junior staff 
with a documented career plan on file. 
 
Means of verification: Inclusion of the number of 
prepared career plans in the annual reports of 
university units. 

Aim: To inform the research staff on UKIM’s mobility policies, in line with identified weaknesses. 



Communicate the available 
administrative mechanisms for 
portability of social security and 
grants to staff, through the 
Catalogue of institutional 
policies, regulations, and other 
relevant documents. (The 
catalogue will consolidate 
several activities envisaged 
under the Action Plan and serve 
as a central resource to improve 
staff access to institutional 
policies and regulatory 
documents. This activity is based 
on the survey findings, which 
showed that a considerable 
proportion of respondents were 
not familiar with several 
institutional policies and 
regulations.) 

29. Value of 
mobility 

4Q/1Y  HR Office Baseline: 51% of respondents do not know whether 
UKIM has mechanisms enabling the portability of 
social security during international mobility. 
 
Target: Increase the number of responders who are 
familiar with administrative mechanisms [At least by 
5%]. 
 
Means of verification: Regular staff survey 

Aim: To continually inform the research staff on mobility possibilities. 

Further disseminate information 
on mobility opportunities, 
including beyond Erasmus+, 
covering other forms of mobility 
(e.g., bilateral agreements, 
intersectoral, and virtual 
mobility) 

29. Value of 
mobility 

1Y 
2Y 
3Y 

Erasmus Coordinators Baseline: Dissemination currently focused primarily 
on Erasmus+ mobility opportunities. 
 
Target: Strengthened dissemination of mobility 
opportunities, covering a wider range of sources and 
programs. 
 
Means of verification: Number of information 
notices/communications disseminated to staff. 



Aim: To provide an institutional mechanism for development of skills and competencies in regard to career development. 

Development of University 
mechanism for establishment of 
a Career Advice System 
 

30. Access to career 
advice 

Q4/1Y Nominated Experts 
from the University 
HR Office 
 

Baseline: No mechanism has been developed. 
 
Target: At least 10 career advice consultations. 
 
Means of verification: Reports 

Aim: To inform the research staff on UKIM’s mechanisms for career counselling support. 

Disseminate information on 
available career counseling and 
support, through the Catalogue 
of institutional policies, 
regulations, and other relevant 
documents. (The catalogue will 
consolidate several activities 
envisaged under the Action Plan 
and serve as a central resource 
to improve staff access to 
institutional policies and 
regulatory documents. This 
activity is based on the survey 
findings, which showed that a 
considerable proportion of 
respondents were not familiar 
with several institutional policies 
and regulations.) 

30. Access to career 
advice 

4Q/1Y  HR Office Baseline: Mean agreement that UKIM/unit provides 
career counseling and support — 3.35 (excluding 
'don't know'); 18.8% respond 'don't know', 19.6% 
disagree. 
 
Target: Increase the number of responders who are 
familiar with career development [At least by 5%]. 
 
Means of verification: Regular staff survey 

Aim: To enhance the awareness of academic staff of the institutional policies, documents, rights, and responsibilities related to intellectual property. 



Organise two awareness-raising 
events on intellectual property. 

 31. Intellectual 
Property Rights 

 3Q/2Y; 3Q/3Y Center for Intellectual 
Property 

Baseline value:  Approximately 30% of the 
respondents did not know how to answer the 
questions related to intellectual property rights and 
protection. 
 
Indicator/Target: < 25% 
 
Means of verification: Data from the Survey 

Aim: Improving the level of knowledge of the institutional documents, procedures, processes, and mechanisms related to conflict resolution. 

Develop a catalogue of 
institutional policies, regulations, 
and other relevant documents. 
(The catalogue will consolidate 
several activities envisaged 
under the Action Plan and serve 
as a central resource to improve 
staff access to institutional 
policies and regulatory 
documents. This activity is based 
on the survey findings, which 
showed that a considerable 
proportion of respondents were 
not familiar with several 
institutional policies and 
regulations.) 

34. Complains/ 
appeals 

4Q/1Y HR Office Baseline value:  Approximately 30% of the 
respondents did not know how to answer the 
questions related to conflict resolution. 
 
Indicator/Target: < 25% 
 
Means of verification: Number of views of the 
document published on the University's website/  
Data from the Survey 

Aim: To gain a better understanding of collaboration and knowledge transfer from senior to younger researchers. 



Conduct a qualitative study 
comprising five focus groups 
with R1 and R2 researchers from 
different fields of research  

37. Supervision and 
managerial duties 

1Q/2Y Institute for 
Sociological, Political 
and Juridical Research 

Baseline value:  Identified differences between young 
and senior researchers  
 
Indicator/Target: Identifying problems  
 
Means of verification: Number of participants / 5 
focus group reports 

 

 

Add another row + 

Note: Use "Add another row" button to add a new "proposed action". 

Unselected principles: 

() 1. Research freedom() 2. Ethical principles() 3. Professional responsibility() 4. Professional attitude() 5. Contractual and legal obligations() 6. Accountability() 

7. Good practice in research() 8. Dissemination, exploitation of results() 9. Public engagement() 10. Non discrimination() 11. Evaluation/ appraisal systems() 

12. Recruitment() 13. Recruitment (Code)() 14. Selection (Code)() 15. Transparency (Code)() 16. Judging merit (Code)() 17. Variations in the chronological order 

of CVs (Code)() 18. Recognition of mobility experience (Code)() 19. Recognition of qualifications (Code)() 20. Seniority (Code)() 21. Postdoctoral appointments 

(Code)() 22. Recognition of the profession() 23. Research environment() 24. Working conditions() 25. Stability and permanence of employment() 26. Funding 

and salaries() 27. Gender balance() 28. Career development() 29. Value of mobility() 30. Access to career advice() 31. Intellectual Property Rights() 32. Co-

authorship() 33. Teaching() 34. Complains/ appeals() 35. Participation in decision-making bodies() 36. Relation with supervisors() 37. Supervision and 

managerial duties() 38. Continuing Professional Development() 39. Access to research training and continuous development() 40. Supervision 

The establishment of an Open Recruitment Policy is a key element in the HR Excellence in Research strategy. Please also indicate how your organisation will 

use the Open, Transparent and Merit-Based Recruitment Toolkit and how you intend to implement/are implementing the principles of Open, Transparent 

and Merit-Based Recruitment. Although there may be some overlap with a range of actions listed above, please provide a short commentary demonstrating 

this implementation. If the case, please make the link between the OTM-R checklist and the overall action plan. (max. 1000 words) * 
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The University will publish the Rulebook on the special conditions and the procedure for selection into teaching-scientific, scientific, teaching-
professional, and associate titles and demonstrators at the Ss. Cyril and Methodius University in Skopje, in English, on the University webpage. To further 
support the consistent operational application of OTM-R principles, the University will develop a set of supplementary University-wide OTM-R guidelines 
for selection procedures. This Guidelines will be developed by the staff from the Rectorate and HR Office. Then, this Guidelines will be published and 
communicated to 100% of Faculties and Institutes and it will be made accessible to the relevant bodies and administrative services and communicated 
and disseminated to all faculties and institutes. Implementation will be evidenced by the published guidelines, communication and dissemination records, 
attendance lists where applicable, and annual monitoring reports. As part of the HRS4R Action Plan, the University will review the relevant regulations and 
procedures, introduce the online publication in English of vacancies intended for international recruitment, and publish at least 60% of vacancies open to 
international competition on EURAXESS from Year 2 onwards. The University will also monitor the number of applications submitted by candidates from 
abroad, with targets of at least 5 applications in Year 2 and at least 10 in Year 3. Progress will be measured through vacancy URLs, channel-specific 
publication data, website analytics and annual monitoring reports.  
The University will develop a comprehensive follow-up system via the HR Office that will track the progress and areas of improvements of the 
implementation of the objectives of the OTM-R policy. It will track the progress and areas of improvements of the implementation of the objectives of the 
OTM-R policy and will report on the progress of the implementation and achievements to the Steering Committee. The Steering Committee will control 
and oversee the process of implementation of the principles of OTM-R at the University.  

 

◢  

Paragraphs: 0, Words: 0 

If your organisation already has a recruitment strategy which implements the principles of Open, Transparent and Merit-Based Recruitment, please provide 

the web link where this strategy can be found on your organisation's website. Multiple links must be comma separated: 

 

URL: 

https://ukim.edu.mk/wp-content/uploads/2024/10/67_292059973.pdf  

4. Implementation 

General overview of the expected overall implementation process of the action plan: (max. 1000 words) 

                 Source         StylesFormat  

 

https://ukim.edu.mk/wp-content/uploads/2024/10/67_292059973.pdf
javascript:void('Cut')
javascript:void('Copy')
javascript:void('Paste')
javascript:void('Paste%20as%20plain%20text')
javascript:void('Paste%20from%20Word')
javascript:void('Undo')
javascript:void('Redo')
javascript:void('Spell%20Checker')
javascript:void('Link')
javascript:void('Unlink')
javascript:void('Anchor')
javascript:void('Image')
javascript:void('Table')
javascript:void('Insert%20Horizontal%20Line')
javascript:void('Insert%20Special%20Character')
javascript:void('Maximize')
javascript:void('Source')
javascript:void('Bold')
javascript:void('Italic')
javascript:void('Strikethrough')
javascript:void('Remove%20Format')
javascript:void('Insert/Remove%20Numbered%20List')
javascript:void('Insert/Remove%20Bulleted%20List')
javascript:void('Decrease%20Indent')
javascript:void('Increase%20Indent')
javascript:void('Block%20Quote')
javascript:void('Formatting%20Styles')
javascript:void('Paragraph%20Format')
javascript:void('About%20CKEditor%204')


The HRS4R process at the University will be done in the form of a project. The implementation will be done according to the predefined strategy and 
methodology that will be used by the respective groups in the implementation process. The overall implementation, coordination, management and 
monitoring of this process will be defined in the Procedure for implementation of the Action plan of the Human Resources Strategy for Researchers – 
HRS4R at the Ss. Cyril and Methodius University in Skopje, that will be develop in the first month of starting the implementation process and will be 
published at the University webpage, both in Macedonian and English. 
The main body responsible for implementation of the HRS4R will be the Working Group on implementation of the HR Excellence in Research process that 
will include the HR Office as well. The Sterring Committee will provide oversight and supervision of the entire HRS4R process. The Steering Committee will 
be responsible for controlling the implementation of the Action plan. It will provide strategic guidance and direction, offer high-level advice, set priorities 
and provide support to both groups. This Committee will support the implementation of the HRS4R across the University.  The main process will be based 
on collaboration, regular communication on the implementation process, networking and organization of meetings and events. Researchers from all R1–R4 
levels of the University will be equally consulted, and feedback will be provided on the implementation of the specific activities wherever needed. 
The HR Office from the WG on implementation will report on the activities. 
The work will be done in three levels:  
1st level interaction: regular joint meetings (at least 6 times a year), defining the tasks to be done and timeframe according to the Action plan;  
2nd level interaction: e-mails and phone communication, carry out activities at every unit with respects to the time and quality, communicate the research 
community accordingly;  
3rd level interaction: reporting on the implementation and update the Steering Committee.  
The Working Group will be responsible for the overall performance of the tasks derived from the Action plan. The guiding principles of this group will be 
creating synergies and delivery of tasks. 
This process will be coordinated and monitored by the HR Office, information and data will be collected, the performances of the Working Group will be 
evaluated, the process of implementation of the Action plan will be monitored. 
Steering Committee (composed of the Rector, four Vice-Rectos, Deans and Directors) that is the highest governance and decision-making body chaired by 
the Rector. This composition is connected to the Rector’s Board which will ensure a strong link to be developed between the strategic decision-making and 
policy development at the University and the HRS4R process.  
The Steering Committee will be meeting at least two times a year for the purpose of the HRS4R process with the task of adopting yearly Reports on the 
progress of implementation and assessing the progress that will be developed by the HR Office. At the meetings, the members of the HR Office will present 
the progress on the implementation of the Action plan and the Committee will adopt those Reports on the implementation of the HR Excellence in Research 
process. Affirmative measures, improvements in the work and corrective actions may be suggested, if needed. The main tasks will be to monitor the overall 
process of implementation of the Action plan and measure the impact achieved. The impact will be measured by the feedbacks from the Surveys that will 
be provided respectively during the HRS4R process.  
The university administration offices from the Rectorate coordinated by the Secretary General, especially involved in research support activities, will support 
the preparation of the documentation and execution of the administrative tasks. Quality procedures will be part of this process, respecting the key 
documents and the principles of the European Charter for the Researchers and the Code of Conduct for the Recruitment of Researchers. 



 

◢  

Paragraphs: 0, Words: 0 

Make sure you also cover all the aspects highlighted in the checklist below, which you will need to describe in detail: 

Note: Click on each question of the checklist to open the editor. 

How will the implementation committee and/or steering group regularly oversee progress?* 

Detailed description and duly justification (max. 500 words) 

The Steering Committee will be the main body for overseeing and monitoring the process of the implementation of the Action plan of the Human Resources 
Strategy for Researchers – HRS4R at the University. It will be composed of the Rector, the four Vice-Rectos, the Deans and the Directors. This structure 
ensures a balance between ongoing leadership, expertise and knowledge at university level. To take decisions on the overall implementation process of 
the HRS4R, the Steering Committee will organize meetings with the HR Office (at least two times a year) or upon request, if needed. At these meetings, a 
presentation will be made on: 

- implemented tasks and obligations from the Action plan on quarterly basis,  
- report on the progress, and  
- inform about any obstacles or differences from the plan with regards to the timeframe and resources that may arise. 

The Steering Committee will prepare and adopt yearly Reports on the progress of implementation at university level. This Report will include:  
- the progress of the implementation;  
- finished activities and follow-up on the results and the impact;  
- ongoing and upcoming activities;  
- corrective measures;  
- timeframe;  
- and any other issue that needs to be arise in front of the Steering Committee.  

In this regard, the staff from the administration offices from the units and the Rectorate will support the process for preparation of the needed 
documentation for the meetings. Accordingly, the Steering Committee will oversee the process of the implementation and will play significant role in 
monitoring the process and improving the quality of HRS4R at the University. All the new decisions, procedures and affirmative measures that will be 
proposed by the Working Group on implementation of the HR Excellence in Research process will be reviewed and adopted by the Steering Committee. The 
established bodies at the University include representatives from all Faculties and Institutes. In addition to being responsible for informing their colleagues 



about the activities undertaken at the university level compromising all R1-R4 researchers, they will also be responsible for implementing the Action Plan 
at the level of their respective unit. 

 

How do you intend to involve the research community, your main stakeholders, in the implementation process?* 

Detailed description and duly justification (max. 500 words) 

The implementation of the Human Resources Strategy for Researchers – HRS4R at the Ss. Cyril and Methodius University in Skopje will be done by 
involvement of the whole research community both at unit and university levels. Some of the researchers at all levels ranks R1-R4 will be part of the Working 
Group on implementation and the Steering Committee and some of them are already being members of the governing bodies, such as, the Senate, the 
Rector’s Board, the Teaching and Scientific Councils’ members at the faculties, i.e. the Scientific Council’s members of the institutes. Additionally, this process 
will influence all the other researchers from the University who will be strongly encouraged to take part in the implementation of the activities and tasks 
from the Action plan and be involved in the HRS4R process. The University will promote the HRS4R process and will emphasize the importance of HRS4R 
for the research community of our University. This will be done through the HR Office and senior management of the University. The promotion will be 
done during meetings, events and daily communication. The researchers at all levels will be introduced the HRS4R process, will be consulted and 
communicated where needed and will be encouraged and supported by the Working group to take part in the process of implementation of the HRS4R. 
The process will include involvement of all research community in several ways:  

- they will be introduced the HRS4R process,  
- guided and encouraged by the members of the Working Group during the implementation phases,  
- active involvement in meetings, workshops and networks, 
- active part in the Surveys and providing feedbacks. 

The channels of communication that will be used are: onsite and online meetings, workshops, e-mails exchanges and phone communication. They will be 
also encouraged to provide feedbacks and suggest improvements. 

 

How do you proceed with the alignment of organisational policies with the HRS4R? Make sure the HRS4R is recognized in the organisation’s research 

strategy, as the overarching HR policy.* 

Detailed description and duly justification (max. 500 words) 

The HRS4R will be recognized at the University as part of its overall strategy. The University will emphases the importance of the HR policy that will be 
shared and introduced in order to raise the awareness on the HRS4R process. The Ss. Cyril and Methodius University in Skopje adheres to the OTM-R policy. 
The University’s main acts that have elements incorporated from this policy are the Statute of the Ss. Cyril and Methodius University in Skopje; the Rulebook 
on the special conditions and the procedure for selection into teaching-scientific, scientific, teaching-professional and associate titles and demonstrators 



at the Ss. Cyril and Methodius University in Skopje (University Gazette No. 411/2018 and No. 426/2019), and the Collective Agreement of the Ss. Cyril 
and Methodius University in Skopje (Official Gazette of the Republic of North Macedonia No. 287 of December 29, 2022). The Rulebook sets the criteria of 
the OTM-R policy for open, transparent and merit-based system of recruitment of academics and researchers (Teaching and Scientific, Scientific, Teaching 
and Associate Titles and Demonstrators).  

 

How will you ensure that the proposed actions are implemented?* 

Detailed description and duly justification (max. 500 words) 

The Action plan will be introduced at the Rector’s Board and the main governing body that is composed of the Rector, the Vice-Rectors, the Deans, i.e. the 
Directors of the Units, and the President of the University Student Assembly, and it is governed by the Rector. The Secretary General of the University also 
participates in the work of the Rector's Board, without voting rights. The Deans and the Directors will introduce the Action plan in front of the Teaching and 
Scientific Councils’ members at the faculties, i.e. the Scientific Council’s members. 
The implementation will be done according to the predefined strategy and methodology that will be used by the respective groups in the implementation 
process. The overall implementation, coordination, management and monitoring of this process will be defined in the Procedure for implementation of 
the Action plan of the Human Resources Strategy for Researchers – HRS4R at the Ss. Cyril and Methodius University in Skopje, that will be develop in the 
first month of starting the implementation process and will be published at the University webpage, both in Macedonian and English. The main 
implementation will be done through the Working Group on implementation, and the HR Office will follow on this process and coordinate the 
implementation. The HR Office will regularly report on the activities and achieving the targets of the Action plan, to the Steering Committee.  
The proposed actions will be implemented under the governance and supervision of the Steering Committee which members will be responsible for the 
implementation of the proposed actions. They will provide reports on the implementation and the progress. Follow-up activities will also support this 
process, conducting Surveys and feedbacks. 

 

How will you monitor progress (timeline)?* 

Detailed description and duly justification (max. 500 words) 

Internal review and monitoring on the progress and results of the HRS4R process will be part of the Procedure for implementation of the Action plan of the 
Human Resources Strategy for Researchers – HRS4R at the University.  
The monitoring of the progress of the implementation of the HRS4R will be done by the Steering Committee. Several monitoring and evaluation methods 
will be applied:  

- Periodic internal monitoring at unit level, done by the HR Office, by providing updates and overall performance and directions; and 
- Continuous monitoring at university level (assessing the performance of all tasks and activities against set objectives), by the Steering Committee.  



The HR office will provide annual reports on the progress of the activities to the Steering Committee. The annual reports will then be presented at the 
Senate of the University that is both a governing and professional body of Ss. Cyril and Methodius University in Skopje. 

 

How will you measure progress (indicators) in view of the next assessment?* 

Detailed description and duly justification (max. 500 words) 

The indicators listed in the Action plan and in the OTM-R checklist will be used to measure the progress of the results. The progress will be also measured 
on the statistic basis of: 

- number of researchers involved in the implementation of the activities; 
- number of usages of the new tools with regards to HRS4R (e-tools, web statistics trends, social media analyses);  
- number of participants the events (promotional events, trainings, workshops);  
- number of researchers’ satisfaction surveys; 
- feedbacks from participation at HRS4R events (workshops and promotional events); 
- web-based surveys. 

 

 

Additional remarks/comments about the proposed implementation process: (max. 1000 words) 
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Description of the composition and the structure of the Ss. Cyril and Methodius University in Skopje is provided below. 
The Ss. Cyril and Methodius University in Skopje is a public University that integrates the functions of its Faculties and Institutes (functional integration of 
educational, scientific/research and artistic activities) and with its bodies ensures their coordinated action, in accordance with the Law on Higher Education. 
The Ss. Cyril and Methodius University in Skopje is composed of 28 units: 23 Faculties (Architecture; Civil Engineering; Economics; Mechanical Engineering; 
Medicine; Pedagogy; Law; Natural Science and Mathematics; Dental Medicine; Technology and Metallurgy; Veterinary Medicine; Design and 
Technologies of Furniture and Interior; Dramatic Arts; Electrical Engineering and Information technologies; Agricultural Sciences and Food; Computer 
Science and Engineering; Fine Arts; Music; Physical Education, sport and health; Forest science, landscape architecture and environmental engineering; 
Pharmacy; Philology; and Philosophy) and 5 Institutes (Economics; Agriculture; Earthquake Engineering and Engineering Seismology; Sociological, 
Political and Juridical Research; and Animal Science and Fishery). 
According to Article 148 of the Statute, the governing bodies of UKIM are: the University Senate, the Rector and the Rector’s Board. 
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The main governing body of the University is the Rector (Article 170 of the Statute) who within the scope of his/her powers defined by law and the 
University's regulations, represents the University without limitations. The Rector may delegate some of his/her powers to the Vice-Rectors and the 
Secretary General. The university has four vice-rectors - for Teaching; Science; International cooperation; and Finance, investments and developments. 
The Dean represents the Faculty and the Director represents the scientific Institute, without limitations, within the scope of his/her powers defined by law 
and the University's regulations, (Articles 77-78 of the Statute). The Rector’s Board is one of the governing bodies of the University, that among other, is a 
decision-making body for the international cooperation of the University and may perform tasks entrusted by the Rector within the scope of its competences 
(Article 208 of the Statute).  The Rector's Board consists of the Rector, the Vice-Rectors, the Deans, i.e. the Directors of the Units, and the President of the 
University Student Assembly, and it is governed by the Rector. The Secretary General of the University also participates in the work of the Rector's Board, 
without voting rights (Article 207 of the Statute).  
The University Senate is both a governing and professional body of Ss. Cyril and Methodius University in Skopje. It comprises representatives from the 
University’s units and affiliated members, as well as representatives from the University Student Assembly. The Senate is chaired by its President. The Rector, 
Vice-Rectors, and the General Secretary participate in the work of the University Senate without voting rights. 
The research activities at the University are done by the staff of the units (faculties and institutes) and are supported by the administration. The main 
coordination unit is the Rectorate that has direct and seamless access to all the networks, data base of research results from different entities of the 
University, and any specific expertise needed from all units. The Project Office at the Rectorate provides research advisory services and support to the 
researchers at the level of pre-award and post-award services in access to EU funding.  
The Ss. Cyril and Methodius University in Skopje is the main research performer in the country and has active participation in international projects. The 
academic staff manages and participates in scientific and research projects in Horizon Europe, Digital Europe Programme, ERASMUS+, Single Market 
programme, LIFE, Creative Europe, COST, NATO, as well as in projects from the Instrument for Pre-Accession (IPA) and bilateral agreements. Previous active 
participation is envisaged in Horizon 2020, COSME, CIP, FP7, FP6, CIP-IEE-2013, TEMPUS and other programmes.  

 


