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Egal’lTlI committee

Promoting science

Coordination:
K. Mougin, M. Rabineau

Interventions in schools
ITI HIFunMat’'s promotion

Equal treatment for all

Coordination:
M. Donnard, M. Vauthier

Mentoring
Career progression

Egal’ITI committee

Université de
Strasbourg
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Promoting science

* Interventions in schools
 Féte de la Science
e N7 N = (Strasbourg & Mulhouse)
Quizz “What is this material ?
Organic chemistry . i * ITI,S promOtlon
wedicinalchemistry e Y  Videos: presentation of ITI
nterfaces Materials G et HiFunMat and of the
P ‘! mer Semiconductors s y .
T ol ... Rl Egal’lTl commitee
Nanoparticules Nalyse hampcn
Soft Matter i oty
D Functional surfaces
6 Egal’ ITI committee Université de & & Inserm
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Promoting science

* Interventions in schools
 Féte de la Science
e A .~ (Strasbourg & Mulhouse)
Quizz “What is this material ?
Q ABOUTUS - GRADUATE SCHOOL RESEARCH -~ MENTORING -~ OUTREACH y .
* |TI's promotion
vmen  Videos: presentation of ITI
Alumn] = ITIHiFunMatgradualESthﬁoﬁol HiFunMat and Of the
ey et o Egal’lTI commitee
Discover here the ca __Our Pho students v of the Master’s studie b Alumnl network
HiFunMatr,] ar p\:rforl " ’
Alumni’s carrers and portraits
In different labs
7 Egal’ ITI committee Université de & & Inserm
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Promoting science

EguaI’ITI networking day

Webinars / networking

Mentoring

https://hifunmat.unistra.fr/fmentoring/egaliti-committee

Supporting diversity

Summer school in 2023
“Equality in science”

9 Egal’ITI committee

Université de
Strasbourg
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iti-nifunmat-egal@unistra.fr

Egal’lTlI committee
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LEADERSHIP SKILLS

Do bring along your friends and colleagues from all disciplines.

All genders are welcome!

How does promoting quality SHARE YOUR

08:30 Welcoming breakfast EXPERIENCES
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“rf Quality of life at work (QWLEZF™

- First appeared in 1972

- Quality of life at work is first and foremost about
work, working conditions and the possibility
they open up or not to "do a good job" in a good
atmosphere, within the framework of its
organisation.

ANACT GWB 2024
27 February



GWB& Quality of life at work (QWL)

Quality of life at work refers to (...) actions that
make it possible to reconcile both the improvement
of working conditions for employees and the
overall performance of companies.

ANACT GWB 2024
27 February



Quality of life at work can be conceived as a feeling
of well-being at work perceived collectively and
individually which encompasses the atmosphere,
the company culture, the interest of the work, the
working conditions, the feeling of involvement,
the degree of autonomy and accountability,
equality, a right to make mistakes granted to
everyone, recognition and appreciation of the
work done.

ANACT GWB 2024
27 February



e 0 © 0o 0o © © o o o o o HO‘A'?
e Relations au travail °

o Organisation des réunions internes
Diffusion des supports internes
Rdle des instances

Evénements conviviaux

* |ieux de pause

L3 L o o o o e L o o o Kl Q 3 C
Connaissance de la stratégie, du projet d'entreprise
Clarté des réles
Diffusion des procédures de travail
Temps d'échanges sur le travail Relations
Transparence de la politique de rémunération 5
Informations sur les changements au travail,

climat social

Transparency Management

participatif, Contenu du travail Autonomy
engagement

® & & o o o o o o o
Clarté au travail
Autonomie dans le travail
Moyens pour réaliser le travail
Clarté des consignes

Gestion de I'activité

Répartition de la charge de travail

Egalité professionnelle Femmes/Hommes
Usage des outils de communication
Conciliation vie persol/vie pro
Aménagement des horaires
Prise en compte du handicap
Pyramide des ages

Egalité
professionnelle SENMCETRICVEL
pour tous Health

Equality

Compétences, .9 & 9.8 @ 8 & e 88
parcours » Prise en compte de la santé

Diffusion du DUERP

8 Adaptation des compétences
Anact )X Aract Utilisations des dispositifs

e & o o o o o o o o .
Parcours d'intégration e professionnels ® Mise en oeuvre du plan d'actions
Entretiens individuels ® Aménagement des lieux et postes
¥ Aract Gestion des compétences e Optimisation des déplacements
i ompmprerres Plan de formation * o professionnels
e
L

Skills management

and adjustement GWB 2024
27 February



BENEFITS?

Relations
au travail,
climat social

Management

participatif, Contenu du travail
engagement

“'m a
winner!”

—>

Egalité
professionnelle Santé au travail
pour tous 2

“'m a “This is
winner!” not fair!”

== W

Compétences,
parcours
professionnels

i

1A. P. Audette, S. Lam, H. O’Connor, B. Radcliff, (E)Quality of Life, J. Happiness Stud.
20(2019) 2173

DIVERSITY %Y. Ko, H. Ko, Y. Chung, C. Woo, Technol. Anal. and Strategic Management, Do gender
equality and work-life balance matter for innovation performance? 33 (2021) 148.
ANACT 3 Accenture, entreprise mondiale de conseil GWB 2024

27 February



Health at work and professional
equality: employer’s obligations

 The employer takes necessary measures

to ensure safety and protect physical and

mental health of workers/employees.

e These measures include:

1° Actions of prevention of professional risks;

2° Actions of information and training;

3° Implementation of suitable organisation
and means.

e The employer ensures that measures
evolve with changing circumstances and
tend to improve existing situations.

Code du travail Art. L4121-1

Equality in the workplace means equal job
opportunities and fairness for employees
and job applicants.

Principle of non-discrimination (Loi n° 2008-
496 du 27 mai 2008) : No one shall be
excluded from a recruiting or nomination
procedure, or from access to an internship,
or a training period, no employees can be
sanctioned, fired of be targetted with a
direct of indirect discriminatory measure, in
terms of wages, (...), working hours, (...),
due to his origin, sex, manners, sexual
orientation, gender identity, (...)

Code du travail Art. L1132-1



REPUBLIQUE :

FRANCAISE Gender Equality Plans

fsfg%? Référentiel

Fraternité des Plarjs ’c!’ac"ciczn
MANDATORY since 2019 e etossomrele

entre les femmes

et les hommes

dans |'enseignement
supérieur et

la recherche

4 mandatory axes

Axis 1: Evaluation, prevention and treatment of pay gap
Axis 2: Ensuring equal access for women and men to positions and grades
Axis 3: Work-life balance

Axis 4: Prevent and treat sexual and gender-based violence, harassment and
discrimination

+ Governance, management and monitoring of gender equality policy

Loi n°2019-828 du 6 aodt 2019 de la loi de transformation de la fonction publique (article 80).



09:30 Actions to promote quality of life at work

by the RREGAL
Réseau des
Référent.es Egalité
d'AL : aow
sace Equal opportunities Université
Antonio Stocco (ICS) and Véronique Pierron-Bohnes (IPCMS) || destrasbourg

i and Isabelle Kraus (VP Egalité-Parité-Diversité Unistra
- Work-life balance

Olivier Bardagot and Valérie Caps (ICPEES)

- Fight against sexval and gender-based violence
Elisabeth Davioud-Charvet (LIMA) and Anne Pallarés (ICube)

- The 2024 CNRS QVCT project for the Cronenbourg Campus
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1 — Equal opportunities

Antonio Stocco (ICS), Isabelle Kraus (VP Egalité-Parité-
Diversité Unistra) and Véronique Pierron Bohnes (IPCMS)



Evaluation des organismes naticnaux de recherche

Version francaise du

RAPPORT D'EVALUATION DU CNRS November 2023
(CENTRE NATIONAL

DE LA RECHERCHE SCIENTIFIQUE)

a/ Egalité, diversité et inclusion

Le CNRS s'efforce de plus en plus de suivre la proportion de femmes parmi son personnel, & différents niveaux.
Une attention particuliére est accordée au recrutement et G la promotion des chercheuses, et un effort
particulier a egalement &té fait pour augmenter la proportion de femmes directrices dUMR. Ces actions
commencent & porter leurs fruits mais les progrés semblent trés lents, et le comité considére que la sensibilisation
et les efforts en matigre d'égalité doivent &fre intensifiés. Le comité exécutif du CNRS devrait montrer l'exemple :
les quaire membres de la direction générale sont des hommes, et 2 des 10 Instituts &étaient dirigés par des
hommes en 20211,

Tout en &étant conscient que la collecte de statistiques sur la proportion de minorités ethniques est illégale en
France, le comité considére que le CNRS devrait réfléchir aux opportunités gu'il offre aux membres de la sociéte
frangaise ayant des origines diverses. || devrait reflechir a des pc}ﬁ’riques visant & encourager et & soutenir les
Chercheurs e & personnel 5505 de groupes nistonguement marginalses &1 a accroire leur represeniation.




Advancing equity,
N diversity, and

% 250+ years until K - -
*, JJEQUAL REPRESENTATION P

™,
T INCIUSIon:

.I'm foo T
- Rowan M. Thomson
Tnacton
=

CONCEPTS OF EQUITY, DIVERSITY, AND INCLUSION

» EQUITY: Treating people of all identities and backgrounds fairly and
respectfully with regard to opportunities, access, treatment, power, out-
comes, and resources.

» DIVERSITY: Embracing differences, which may include race, ethnicity,
gender identity or expression, family status, disability status, sexual ori-
entation, age, and socioeconomic situation.

» INCLUSION: Intentionally creating welcoming and respectful environ-
ments and systems in which inequities in power and privilege are ad-
dressed and everyone is given an opportunity to flourish.

| O
|

STATUS auaf

keap graight

I | Will you changa \
| the spacalima 1}
| ol physics? \ I

42 PHYSICS TODAY | JAMUARY 2022

GWB 2024
27 February



Equal opportunities: An example

Equality Matthew Effect
Who can change it?
How many scenarios? What is the strategy?

Who is involved?

GWB 2024
27 February



> molehill(i) = mountain

all

. Bad |okes, |
‘\microaggressions, |
harassment, [
_( andworse
\ vy Do [ belong? 3 i
L 6
4 0 This way to /M_M/\
A 0 _ tenure Underrepresented
4 4 y ° for prizes
& ¢ : @ o
4 4 Bias in | Overlooked as
Where are d research invited speaker
people ke grants
me? Grad students: _ Pay
5 Beware! '”E%l#itr?ble __inequity
| d K Unstable terrain![,/ d , ,f"""__ffareer e
_ . Interruptions -
Physks| Inadequate Vadi
: mentoring Financial ~impostor |
challenges
Y/  phenomenon
School Weaker
Few role reference Accessibility
models letters barriers
_-_-_-_-_-‘_'_"‘--.

/;terer:utypes \

Unconscious bias
m;‘hﬂ

FIGURE 1. AWARENESS. “Many molehills make a mountain.”
Members of underrepresented groups in physics experience

GWB 2024
disadvantages that have a substantial cumulative effect.

27 February



Perseverance

INDIVIDUAL PERSEVERANCE IS THE MAIN FACTOR WHICH ENABLED RESEARCHERS TO SUCCEED;
SUPPORT FROM FAMILY AND FRIENDS IS JUDGED MORE IMPORTANT BY WOMEN THAN MEN

Question : « Which of the following factors do you believe have most enabled you to succeed in your career? » ﬁ
(base: On the whole) [6 answers possibles] —

Individual perseverance

Support from family and friends

I d}?@

Specific projects or publications that | led / was involved in

Support and belief from senior management
LR LT U AL oL e L e AU

Visible role models that | could learn from

External profiling through participation in conferences etc.

The hiring and funding policies of my employer

T T R,
B A SWar), P OT O L O a ) e e

Gender consciousness training and related initiatives

Other

None of the above
| don't know | 1 I 2 | 1

9 ©ipsos — Sexist and sexual violences in science — Fondation | 'Oréal — March 2023 J@ M



Some conclusions

"ﬂ_'-lm
t ablivious.

e

* Everyone is involved. Need of collective efforts.
Inaction is complicity

rl

—
[

* Be aware of few role models, bias, stereotypes,
inequitable hiring...

@,

* Active participation! Lab council, non-permanent
commissions, CNRS/Unistra equality networks

* Perseverance! We Can DO |f|
* No self-censorship ! ;
| '_/(zn R
'- [ S A
r\\ 0 Blckboke )
‘a\’ ' - ﬂ%
swusauo \j\\/ ﬁh ﬂ%@i
keep ﬂ"*'g"l \ CHANGE

this wa
Will you changa ¥
the s pauelme \
ol 1 —




d’ALsace

S $§§:§nﬁ;@m Parity in scientific events

Recommandation du CS CNRS (2019) Intégrée au PAE 2021-2023

@ COMITE NATIONAL DE LA
RECHERCHE SCIENTIFIQUE |

Pour progresser‘ en matiére Renforcer les actions et la communication visant & mettre en avant des parcours de
Ve L. ., femmes dans les métiers scientifiques, a destination d’un public scolaire, étudiant et
d'égalité entre les femmes et les _grand public
5 0 . pe Développer des actlons de mentorat 3 destlnatlon des pc—st—doc
« hommes, le Conseil scientifique -
3 o Déployer au sein des sections du comité national et de I'ensemble des unités du CNRS le
= du CNRS demande que le CNRS, : module d’auto-formation CNRS sur les biais de genre
Pou o RS R MR MR BB R R R MR RN B R BB R R R R R R BB B MR BN R MR R oo
e S@S Ia borat0|res et ses ns Renouveler la présence et le réle des référentes et référents parité dans les sections et
. .« | RECRUTER SANS BIAIS DE GENRE dans! h d d
o I » . t 1 "CID ans la proct alneman ature uCoNRS
is personne S, ne s.associen Demgnerdesmferentes etreferentsparlte parTmles membresdes |nstances de

’ Q . recrutement et promotion IT et introduire un suivi de la proportion de femmes en temps
q u'aux man IfeStatlo ns réel a toutes les étapes de la procédure

SCientifiques ou les femmes sont 4 Pérénniser le principe des "promotions en cascade” (proportion de chercheuses
., . . promues supérieure ou égale 3 la proportion parmi les promouvables)
presentes a tous Ies niveaux Instaurer des mesures pour augmenter le nombre de directrices d’unités et de femmes

. (Comité SCientiﬁque, Comité . occupantdes postesa responsabllltes

Veiller a avoir un équilibre femmes- hommes dans la repartltlon des fonctlons

o d’organisation’ conférences d’encadrement, des tiches collectives, voire dans la composition des instances des
i ) unltes
|nV|tee5), danS une proportlon 1 Chlﬁreret remedleraux ecartsfemmes hommesdanslesreponses auxappelsapro]et
atte'gnant, ou depassant Ce"e Dlagnosthuerlesecar‘ts entre competencesreqmses et profil de poste IT
; Maintenir |a parité dans les distinctions du CNRS

de la discipline.

Veérifier que les femmes soient présentes dans les manifestations scientifiques. Ne
s'associer qu'aux événements scientifiques ol les femmes sont présentes 3 tous les
niveaux et dans une proportion atteignant ou dépassant celle de la discipline

ACCROITRE LA VISIBILITE DES FEMMES AU
CNRS

Renforcer la présence des femmes expertes dans les medias

https://www.cnrs.fr/comitenational/cs/recommandations/15-
16_avril_2019/Rcommandation-CS-CNRS_ Parite.pdf



\

'.) Check for updates

ARTICLE

Gender diversity of research consortia contributes
to funding decisions in a multi-stage grant
peer-review process

Stefano Bianchini'®, Patrick Llerena’, Sila Ocalan-Ozel' & Emre Ozel!

nature . ARTICLES
human behaviour https://doi.org/10.1038/541562-019-0686-3

Committees with implicit biases promote fewer
women when they do not believe gender bias exists

Isabelle Régner©™, Catherine Thinus-Blanc', Agnés Netter?, Toni Schmader 3% and
Pascal Huguet ©4>*



The F&S mentoring program
for doctoral students

FEMMES & SCIENGCES

ARG RGN BRTCINE IR | A T ()
Motto:

Promote science and technology among
women,

Promote women In science and
technology,

Build a support network for women.

GWB 2024
27 February



* Question: have you heard about the
mentoring program before?



FEMMES & SCIENCES Université ‘

a s s o ciation

INSA

|| ‘ de Strasbourg

What is mentoring?

INSTITUT NATIONA!
DES SCIENC ES

IMNNVERSITE
APPLIQUEES Hﬁ.UTE-ﬂuLSﬁ.EE
STRASBOURG

In Greek mythology, Mentor is the person to
whom Odysseus entrusts his son Telemachus
when he goes to the Trojan War.

Mentor becomes Telemachus' advisor and
guides him in his choices.

The Adventures of Telemachus (1699) by
Fénelon

Mentoring is a voluntary and confidential
interpersonal relationship in which one
| experienced person (a mentor) guides and
mentor ('men f6r, -tar) noun supports the development of another
L. a wise dnd trusted counselor or teacher less experienced

person (a mentee)

2. an influential senior \ponwr or supportel



Université l J |

FEMMES & SCIENCES

T @ What is the value of mentoring?

DES SCIENCES | INNVERS

APPLIQUEES I-H'H.I'I'E ﬂuLE.ﬂ.EE
STRASBOURG

INSA

Mentoring has been associated with greater career progression and professional
development among mentees. Thus, being mentored is essential to reaching one's
full potential at all career levels

Many scientific leaders attribute their success to having been supported by a
mentor at key points in their career

Goach

“ Menior

Wisdom & E Pasitive
:_:n The Compass Blog (http://www.asch.org/the-compass-blog/)
= | Behind Every Successful

Partersi Yww | Career is a Mentor

E:IHI]H.‘IJﬁ

oriidence Satisfaction development %L -E Relationship .23 | .
[Hmng nm‘ﬂﬂﬂﬂm&'lt_ ; Role-model = Cuide By Samarpita Sengupta (http://www.asch.org/author/samarpita-sengupta/) | July 10, 2015
) = =]
One-on-one = = Suppert Sharn) = pegr

L"']E‘ &



| Université | ‘ ‘
|” \ de Strasbourg

INSTITUT NATIONAL
DES SCIENCES

FEMMES & SCIENCES
S e A B W o B i

Benefits of mentoring

INSA

SSSSSSSSSS

I Ability to Give & Receive Feedback
Depth & Breadth of Learning
Professional Network
Interpersonal Skills
Productivity
Friendship
Morale

s Maturity
W [ eadership Autonomy
Job Satisfaction Self-Confidence
Career Advancement Ability to Reflect & Analyze
Opportunity to Teach Professional Development
Intellectual Stimulation Broadened Horizons
Ability to Challenge & React Individualized Experiential Lenr‘m'ng

Areas of mentoring benefits for the mentor, mentee, and both, leading to
benefits for the organization and future mentees.

Improving Academic Mentoring Relationships and Environments,

K.L. Gee and A.N. Popper (2017) Zfﬁ\éirzugzrj



Spreading of Femmes & Sciences mentoring programme

2014: Montpellier ... 2022: Strasbourg/Mulhouse
70 binbmes 15 bindmes

! Maud
Sandrine Jimenez

FEMMES & SCIENCES

a s s o c¢c i atiomn

Rhita-Maria Ouazzani

| Université

| de Strasbourg

(_7/"] UNIVERSITE
HAUTE-ALSACE

B s \Véronique
USE Pierron-Bohnes

Gwenaelle

. INSTITUT NATIONAL
Geéraldine  Andre MNIilﬁlerf INSN DES SCIENCES
Liot axniou STRASBOURG
| §ON
Catherine
Lemoine
Sponsors :
Wi see i
W Karima OMa \UnNS HiFunMat
® Ongoing Boudaoud ‘ItstitutThématiqueInterdisciplinaire\ITI‘ |
o

de I'Université de Strasbourg ‘

Starting on Julie May B ES Anne

Batut Morris Alexandre

GWB 2024
27 February



FEMMES & SCIENCES | Unl\fel'slté |H

a5 s ¢l atlon ||l‘ de S‘Erasbourg How?
INSTITUT NATIONAL °

INSN DES SCIENCES LUNNVERSITE

APPLIQUEES HAUTE-ALSACE
STRASBOURG

i ,_‘i’ » monthly individual exchanges with a mentor

% > training workshops

- s
v" ~

4

> testimonies of scientists

‘.‘\

» group meetings: thematic discussion circles

GWB 2024
27 February



FEMMES & SCIENCES | Université ‘H

a s s o ciatlt i on |”l dE S‘EFBSDQUFQ H ?
INSTITUT NATIONAL ow [ ]

INSA‘ DES SCIENCES LUMNVERSITE

APPLIQUEES -
STRASBOURG HAUTE-ALSACE

10 & 18 Novembre : speed-meetings & matchings (2h)

W L 4 c
2024 iﬁ/ﬂ 10 1h-monthly meetings
Mgntoring _ Mentoring Scientific
Circle NP Training CBR Mid-term Circle CMM Self  testimonies SF testimonies AP-VPB
Life balance Life plan review (2h) Confidence in industry & reviews (2h)
AP
January March May June September December
; \i ‘i ., SR, )
k i W ~:"Feedback iv“ \ ’b_‘( ~:"Feedback
February June July
Ay . B e \i
i i | b
= ~ - . A . L
Training VC Scientific Mentoring Circle Training AH Scientific
Sociology at testimonies OL VPB Engineering jobs testimonies AM
working place commitment in Corporate human Math&computing
civil society resources/skills

development



FEMMES & SCIENCES

sssss iat

i

STRASBOURG

Université ‘

BB [T ce sosbours | @ Terms of the mentoring program

" .
-Lf‘—)nn.lth-ann.rE

THE CHARTER

Mentoring should be developed on a basis of trust and respect
The role and commitments of each person should be clearly
defined
Expectations and goals should be clearly defined
The terms and conditions of the programme are established
Regularity of meetings: monthly (10 in all)
Participation of the mentees in the 4 axes of the programme
Validation of the programme:

minimum 20h (1 h/monthly meeting)

maximum validated 27h



WOOCLAP

e Question: would you like to join the mentoring
program?

Contact : vero@unistra.fr



Thank you for your attention
Merci pour votre attention

Questions ?



2 — Work-life balance

...and the related equality culture at ICPEES

Olivier Bardagot, Valérie Caps (ICPEES)
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The perfect academic : genre, normes
et rapport a la carriere

Charlyne Millet

| = Introduction : une profession « overload »

« The pﬂf:d: academic is someone who Fives I:utulprjmitytu work end has no outside
interestz and msponxibﬂiﬁc—s» écrit Lotte Bﬂil_’g,-‘ﬂ, pmffsscmt de management oo
Massachusscte Institute of Technology, dans 1m article paru en 2003%. Reprenant la
définition de Karl Weick? concernant les professions managériales, elle prézente la
profession académique commme étant & fort risque de « surcharge » (« overload »). Cette
dernifre serait gémérée par le poids peychologique des demandes professiommelles
mmaltiples mmoquellzs les professionmels doivent répondre dans les délaiz accordés.
Selom I'muteure, la profession wniversitaire serait pleinement comcernée par cette
surcharge (« very high overload »), d'mutert plus importante pour les fermmes, quielles
somt generalement socialement nesignées A associer carritre ot famille : « in some ways
that may be the greatest inequity of all : the profession iz eet up in such a way thet men
academics r:ruti.ucl],' have families, while women, given current rules, find it nmch
more difficult »*.Ce dernier point nous renvoie 4 la question de égalite entre les sexes
damz le momde académique. Apparue mn: Prate Unic & la fin des mumées 1970,
I'expression « plafond de verre » désigne « lensemble des obstacles que rencontrent les
femmes pour accéder & des postes &levés dams les higrarchies professiormelles ». Mous
pouvans le définir « [..] comme un ensemble de barritres artificielles, aréées par des
préjugés dordre comportemental ou orgenisationme] qui empéchent des individus
qualifiée d'avencer dans leur orgenization »*. Cette cxpression cst transversale & toutes
les professions ot fait 'objet depuis plusicurs années de plusicurs recherches.

2 L'ohjet de cot article est de présemter les résultets dime recherche® portant sur le

« plafomd de verre », les parcowrs professiommels et les développements de carritre
d'umivereitaires framgais m prisme du genre. Ces résultats sont mis en relief avec une
réflezdon portant sur les normes que promeut instibution universitaire. In fine, nous

La Ravue des drofts e Fhomms, 12 [ 20017

The perfect academic is someone who gives total
priority to work and has no outside interests and
responsabilities.!

=» Risk of very high overload

Quantitative evaluation (scientific productivity,
publish or perish).2

Pressure due to conflict between emergency posed
by the production and psychological/maturation
processes required by the research activity.?

1lotte BAILYN, « Academic Careers and Gender Equity : Lessons Learned from
MIT », Gender, Work and Organization, 10 (2003) 139.

2Luc BONNEVILLE, « Les pressions vécues et décrites par des professeurs d’une
université canadienne », Questions de Communication 26 (2014) 200.

3Valérie Sacriste, « Le métier d’enseignant-chercheur au prisme de ses
contradictions », Sociologies pratiques, 2014, p. 53-63.



Is there another way
to do science?

“Scientists who believe that work-life balance is important,
produce qualitatively superior research outcomes.”

Y. Ko, H. Ko, Y. Chung, C. Woo, Do gender equality and work-life balance matter for innovation performance?,
Technology Analysis & Strategic Management 2021, 33, 148-161.
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Charte égalité

Annexe du reglement intérieur
Validé par les 2 tutelles
-2 Appliqué depuis le 1¢" juillet 2023

IJPEES  Equality policy

Equality Charter

Appendix of internal regulations
Approved by both CNRS and Unistra
- Effective from July 1, 2023

Préambule: Transparence, bienveillance,
respect et équité

Art. 1: Dignité personnelle, respect du
travail et des personnes

Art. 2: Communication inclusive

Art. 3: Fonctionnement égalitaire
Art. 4: Formation et sensibilisation
Art. 5: Alerter en cas d’actes proscrits

Art. 6: Définitions et textes reglementaires

Preamble: Transparency, benevolence,
respect and fairness

Art. 1: Personal dignity, respect for work and
people

Art. 2: Inclusive communication

Art. 3¢ Egalitarian functioning

Art. 4: Training and awareness-raising
Art. 5: Alert in case of prohibited acts

Art. 6: Definitions and regulations

Mixed ICPEES working group




Towards work-life balance

Meeting times must be set at times compatible with family responsibilities or other personal
constraints, 1.e. between 9.00 and 17.00, except in emergencies or specific circumstances;

All members of the Institute have a right to disconnect (cf 12242-17 of the French Labour Code, i e.
the nght not to be contacted outside working hours or during holidays) which they are entitled to assert
and which, where applicable, must be respected. In fact, sending emails outside working hours should
be avoided or imited;

Absence on maternity, paternity or sick leave must not handicap a member of the institute in
any way, e.q., in the context of support for an application for promotion, a project, a job opening or In
the institute's internal selection processes, efc. In addition, measures must be taken fo facilitate the
return to the workplace after the leave mentioned.

Needs context!



Preamble Equality Charter

Each member of the Institute must be treated in
the context of his or her work according to the
principles of transparency, benevolence, respect
and fairness. Each and every one of us must be able
to develop in the best possible environment where
our work is respected. ICPEES aims to create a safe
environment that encourages equal opportunities
and is open to diversity, thereby promoting a
workplace that is attractive to a wide variety of
profiles. This charter details the principles designed
to promote this environment.



Article 1. Personal dignity, respect for work and people

ICPEES promotes a working environment that protects personal dignity through a climate of trust
and respect. Article 1 thus aims to facilitate and improve working relations and to guarantee each and
every person a caring working environment that i1s conducive to personal development and the
expression of personal skills.

ICPEES rejects any behaviour or action, whether individual or group, that runs counter to the principle
of respect and benevolence, including:

® Deliberate disruption of the speaker's speech;

e Attempts at personal intimidation;

e Any disparaging remarks or remarks that result in stereotypical disparagement, such as (i)
Inappropriate wrtten or oral comments or jokes based on real or supposed discnminatory elements
(private life, gender, origin, sexual orientation, etc);

¢ Ingeneral terms, any form of harassment aimed at worsening an individual's working cundltmns
and undermining their dignity, affecting their physical or mental health,_or copsse—— Ir
professional future.




Article 2. Inclusive communication

Constructive relationships must be established between all the members of the Institute, which will fuel
our projects, help everyone to express themselves with confidence and naturally, commit us to
common objectives and successes, but also help us to better accept difficulties and challenges. To
this end, the ICPEES encourages communication that is free of discrimination, stereotypes and
prejudice, based on the recommendations listed below:

¢ Ensuring that all members of the institute receive a warm welcome. New members must be
welcomed into the Institute in a fnendly atmosphere. They must be supported and guided in all aspects
of their scientific and practical life, which will create the cohesion that gives meaning to the work;

¢ Address people with respect, both orally and in writing. All people must be approached, orally and
in writing, with courtesy, respect and kindness. Marks of power based on gender or other discnminatory
criteria will not be tolerated. Only the exercise of hierarchical authority 1s accepted, subject to the

benevolence, respect and courtesy mentioned above;

¢ Providing access to information. All the resources inherent in their work must be made acca

to everyone. The communication of information onueitie—:

rec

1 Communicat'\on free

stereotypes,

2. Providing access 1o informati

3. Inclusion

of discrimination,

pre]UdiCe

on to all

"‘“\

_/
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Article 3. Egalitarian operation

The ICPEES operates in the most egalitarian way possible in terms of recruitment and operation. This
Is reflected in the various points listed below:

¢ Recruitment: all applications must be examined in complete fairness and without discrimination. In
particular, this means recruiting on the basis of all professional skills, the richness of the profile and
background, and the SUItablht},f of the p05|tlon aumdlng any cognitive bias induced by stereghuns

the diversity of the staff;
¢ A balanced representation of men and women gn.tk
¢ Afair distribution of tasks is expecie=
shr_}uld not always bea

wrere applicable, must be respected. In fact, sending emails outside working hours should

be aumded or limited;

¢ Absence on maternity, paternity or sick leave must not handicap a member of the institute in
any way, e g., in the context of support for an application for promotion, a project, a job opening or in
the institute's internal selection processes, etc. In addition, measures must be taken to facilitate the
return to the workplace after the leave mentioned.

e [nstitute members must avoid situations in which their personal interests could inappropriately
influence their professional or hierarchical judgement (prevention of conflict of interest).




Article 4. Training and awareness-raising

The members of the ICPEES are committed to training in equality issues related to their
professional activities. In addition, team and division heads and all managers play an important role
and must act as relays for aspects relating to training and awareness-raising. In particular, this means:

e attend the compulsory training courses organised within the ICPEES conceming professional
equality;

* follow the training and awareness-raising courses ofiered at ICPEES concerning professional
equality;

* apply the advice and good practice learned during the training courses;

¢ become familiar with equality issues and the various ways in which professios
undermined:

¢ ensure, for team and division managers, that thei




~ Communicating about equality benefits

Réseau des
Référente.s Egalité
dihlsace

Réseau des
Référent.e.s Egalité
dAlsace

L'égalité des sexes n'est pas seulement un ) . ]
droit fondamental de I'étre humain, mais « Plus les sc1ent1f1ques estiment

également un impératif moral et l'égahté de genre, meilleure est

économique pour les sociétés et les | f litati
communautés du monde entier. €ur pertormance qualitative.»

Gender equality is not only a fundamental )
- Y. Ko, H. Ko, Y. Chung, C. Woo, Technology Analysis

§ an right, but also : -al and
uman ngat, but aiso a morat an & Strategic Management 2021, 33, 148-161.

economic imperative for societies and
communities around the world.

- Rapport de 'ONU 2022 - “The more important scientists value
Objectif 5 de développement durable : gender equality, the better the
Egalité des sexes qualitative performance.”

'li""@

S
ﬁ%

@1:- .aj:"’ -1 Sean me for more

®

t? ‘h;-,j
i

i@

i
o

“.l

Scan me for more

Citation proposée par les référent.e.s égalité CNRS al'ICPEES - Aoiit 2023 Citation proposée par Caps & Bardagot - Référent.e.s égalité ICPEES - Février 2024
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= Charles -
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= Understanding the state of the art

/ o,
/ CNRS RREGAL f?fk f |

_ , .
Equality Seminars _,,_ i 23 Conferences (in english)

organized in the various
Mardi 23 mai 2023 a 10h30 .
Institut Charles Sadron, Amphi Henri Benoit resea I'Ch units Of the

Patrick Llerena Cronenbourg campus

Bureau d’écomomie théorique et appliquée (BETA)
Université de Strasbourg

= Researchers from the
Gender Biases and Peer- humanities specialized in

Review Funding Process gender studies

This study seeks to draw connections between the grant proposal peer-review
and the gender representation in research consortia. We examined the
implementation of a multi- disciplinary, pan-European funding scheme—
EUROpean COllaborative RESearch Scheme (2003-2015)—and the reviewers'
materials that this generated. EUROCORES promoted investigator-driven,
muitinational collaborative research in multiple scientific areas and brought
together 9158 Principal Investigators (PI) who teamed up in 1347 international
consortia that were sequentially evaluated by 467 expert panel members and
1862 external reviewers. We found systematically unfavourable evaluations for
consortia with a higher proportion of female Pls. This gender effect was evident in
the evaluation outcomes of both panel members and reviewers: applications from
consortia with a higher share of female scientists were less successful in panel
selection and received lower scores from external reviewers. Interestingly, we
found a systematic discrepancy between the evaluative language of written
review reports and the scores assigned by reviewers that works against consortia
with a higher share of female participants. Reviewers did not perceive female
scientists as being less competent in their comments, but they were negatively
sensitive to a high female ratio within a consortium when scoring the proposed
research project.

Les personnes souhaitant rencontrer P. Llerena sont priées de prendre contact avec Antonio Stocco.
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Réseau des
Référent.e.s Egalité
dALsace

(¢ ]

Loci nest nos une cikation

Mais bien une ivwifallion!

Rejoignez-nous au 1% café
pour low promotion de
UVtgalité 3 I'ICPEES ce lundi 4
décembre de 13h a 14h, au R1IN1.

Café et viennoiseries pour tout.e.s |

i
\® 7

Café Egalité subventioné par la direction de 'ICPEES ! Merci a elle !

PS : Amenez votre tasse !

Informally discussing equality

Informal discussions in French
within ICPEES to include staff
members that do not attend
scientific conferences, in
particular technical staff.



An equality culture is known to decrease
psycho-social risks (RPS)

Les 4 facteurs principaux de RPS

—
Situation la plus c /t—' e \—La ~~~~~~~~~~~~~~~~~~~~
défavorable : ontraintes f = Reconnaissance\ ¥ 2
fortes contraintes de de charge - rémunération
charge, associées a - estle premier
: i ial  élémentde
de faibles f\lveaux Autonomie \ Soutien socia \ Psmsaciniodl
de reconnaissance, , v
G- SUlOROMIS ot Ge Atteintes a la santé
soutien social

Enchainements inégalité professionnelle —sexisme ~harcélement sexuel

PP ey /x. B
Un environnement > s sont 7P
de travail soucieux WW
de la parité
femmes-hommes R . :

SEXISME

A ' INEGALITES
réduit le risque le !PROFESSIONNELLES'
harcélement sexuel k ]

Ils allmentent Ie HARCELEMENT SEXUEL

Olivier Sévéon, Inéqgalités professionnelles femmes-hommes : quels liens avec les RPS ?,
actuEL-CSE.fr, sept. 2023



IUPEES : .. _

& Article 5. Alerting in the case of prohibited acts

EN

SUPERIEUR « Ces actes inacceptables nous concernent

tous et qu’il est de notre responsabilité
collective de rendre effectif le principe de
« tolérance zéro » en matiére de violences
sexistes et sexuelles. » !

« Toutes et tous mobilisés pour faire de la
tolérance zéro une réalité. » ?

Un an du Plan national de lutte
contre les violences sexistes et sexuelles

dans I'enseignement supérieur et la recherche

Ren'liorcer. “ Making universities and research
Ne rien laisser passer organisations safe from gender-based
violence” 3

L https://www.fonction-publique.gouv.fr/toutes-les-publications/lutter-
contre-les-violences-sexistes-et-sexuelles-dans-la-fonction-publique-
guide-des-outils-statutaires-et-disciplinaires

2 Synthése plan national d’action 2021-2025 contre les violences
sexistes et sexuelles dans I’ESR

3 UniSAFE project — ending gender-based violence, part of EU Gender

En partanarist Equality Strategy 2020-2025.

esr.gouv.fr



https://www.fonction-publique.gouv.fr/toutes-les-publications/lutter-contre-les-violences-sexistes-et-sexuelles-dans-la-fonction-publique-guide-des-outils-statutaires-et-disciplinaires

En cas d’actes de violence, de discrimination, de
harcelement et d’agissements sexistes

Avant Maintenant .........................................
PDG - o6 g p i Cellule
- Comité de direction : . :
i B B 5|gna|ements
Deitesepitmen . DRH (siége) S Odtum i Directionr™: /\
- matiére d'égalité et de parité : o e s .
.. Amettreenceuvre des :
Comité égalité-parité :
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insituts + DRH ot MPDF) —— i Juridiques
— - ﬁ \\ -
/ \\ /" Mission pour a place des \
/' Mission pour la place des '\ femmes j
femmes \ /
; / \\ (MPDF) / Circulaire CNRS
‘\ (MPDF) /’ iii e i du 12 avril 2021
modifiée le ler
e e W o COREGAL juillet 2022
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T R (réseau des 18 dispositif de
RH (DR1 0) & R'I comespondant.es signalement des
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- de harcélement
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Ag ents I Lien dll'eCt sexistes au travail
CNRS Tous les personnels




3 — Fight against sexual and
gender-based violence

Elisabeth Davioud-Charvet (LIMA), Anne Pallares (ICUBE)
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Women in academia are being disproportionately
affected by:

O o —
Q© AR&E

=2 .

Funding structures An inflexible and A need to choose
that create uncertainty unsupportive between a career and
and unnecessary academic culture other responsibilities

pressure



Concept of the Iceberg

Unwanted sexual attention

Coercion
Relentless pressure for dates

* Inequality is invisible — sexism is

Mistaken for custodian :
Vulgare name-calling not outspoken but ambivalent

Ignored in meetings 0
arks about bodies Egalitarian speech but integrated
scene gestures unconscious know-hows control the

behavior

Inappropria email&

Treated like a technician
Being left off an em
Not/being invited to collaborate « Strong incidence — most women

leave the research world before
their 15t post-doctoral contract

Not getting credit
Passed over for promotions

Questioning competence

From the movie Picture a scientist directed by Sharon Shattuck & lan Cheney
X. Clément (2022)



Women representation amongst students

Doctoral level EU-28
100
90
80 76
70 4
59
60 2> 52 52 55 58
58 Fa W L EE N S . 59
50 46 54 42 S e —— 47. 35 42
40 TEmmaaemT 48 48 45
30
20 24
10
0
ISCED 6&7 ISCED 6&7 ISCED 8 ISCED 8 Grade C Grade B Grade A
Students Graduates Students Graduates
EU-28
Women 2018 Women 2015 e Men 2018 Men 2015

Source: Women in Science database, DG Research and Innovation - T1_questionnaires, Education Statistics (online data codes: educ_uoe_enrt03,
educ_uoe_grado2)

She Figures, European Commission (2021)

GWB 2024
27 February



Many forms of gender-based violence 7 UNISAFE

///R& ENDING GENDER-BASED VIOLENCE

IN RESEARCH AND ACADEMIA - TOOLKIT

Sexual violence .3%
Physical violence -B%
Online violence [N 8%
Economic violence -10%
]

Sexual harassment 3%

Psychological violence 57%

Any form of gender-based violence | 6o,

0% 25% 50% 75%

of respondents have
experienced gender-

ba sSe d VIO | ence Frederike; Lomazzi, Vera(2022). UniSAFE Survey - Gender-based violence and institutional responses. GESIS - Leibniz Institut fir
Sozialwissenschaften. Data file Version 1.0.0, https://doi.org/10.7802/2475

Prevalence of any form of gender-based violence and by form of gender-based violence

Source of data: Lipinsky, Anke; Schredl, Claudia; Baumann, Horst; Humbert, Anne Laure; Tanwar, Jagriti; Bondestam, Fredrik; Freund,

GWB 2024
27 February



Low reporting of gender-based 20X Un'S/“
violence incidents

N
\\ IN RESEARCH AND ACADEMIA -

@D 7%

@D 23%

of students having experienced of respondents working in higher
gender-based violence in the context education and research having
of their institution have reported it experienced gender-based violence in
the context of their institution have
reported it

Among respondents who had experienced gender-
based violence, only 13% reported it. Almost half of
the victims (47%) explained that they felt uncertain
whether the behaviour was serious enough to be
reported. Another frequent reason indicated by 31%
of the victims is that at the time of the incident they
did not identify the behaviour as an act of violence.



\\b’

UniSAFE

//R ENDING GENDER-BASED VIOLENCE
\\ IN RESEARCH AND ACADEMIA - TOOLKIT

Was discouraged from filing a complaint .3%

Was afraid no one would believe them - 7%

Was concerned that they would not be able to - 8/
continue their studies or work °

Was concerned that the complaints process - 99,
would be hard for them ¢

Was concerned that their harasser would -]27
. . (o]

retaliate against them

Uncomfortable talking about the experience 13%

Did not know who to tell -]7%
Did not think anything would happen even
if they reported it _26%
Did not recognise the behaviour as o
. : 3%

violence at that time

Unsure if the behaviour was serious enough _ 47

toreport °

0% 10% 20% 30% 40% 50%

Source of data: Lipinsky, Anke; Schred|, Claudia; Baumann, Horst; Humbert, Anne Laure; Tanwar, Jagriti; Bondestam, Fredrik; Freund, Frederike; Lomazzi, Vera(2022).

UniSAFE Survey - Gender-based violence and institutional responses. GESIS - Leibniz Institut fir Sozialwissenschaften. Data file Version 1.0.0,
https://doi.org/10.7802/2475

Low reporting
of gender-
based violence
Incidents

GWB 2024
27 February



//R \ ENDING GENDER-BASED VIOLENCE
= No experiences of gender-based violence N IN RESEARCH AND ACADEMIA - TOOLKIT
= Experienced gender-based violence

Tried to change institution

Changed ar tried to change supervisar ar lecturer

Felt afraid to come physically to study or to use
the online tools for collaborative work
Decided to not pursue further studies JE—
Dropped a course

Considered opting out of university altogether

Disengaged from fellow students

Felt dissatisfied with the course

Missed classes

Experienced reduced learning achievements __

0 25 50 75

Source of data: Lipinsky, Anke: Schredl, Claudia: Baumann, Horst; Humbert, Anne Laure; Tanwar, Jagriti: Bondestam, Fredrik: Freund, Frederike; Lomazzi, Vera
(2022). UniSAFE Survey - Gender-based violence and institutional responses. GESIS - Leibniz Institut fiir Sozialwissenschaften. Datenfile Version 1.0.0,
https://doi.org/10.7802/2475

38 %

Consequences for students

of students who had experienced gender-based of students who had experienced gender-based
violence felt dissatisfied with the course of their violence considered dropping out of university
studies compared to 42% in the case of those altogether compared to 24% in the case of students
who had not experienced gender-based violence. who had not experienced gender-based violence.
GWB 2024

27 February



\\(// UniSAFE

= No experiences of gender-based violence \ ENDING GENDER-BASED VIOLENCE
® Experienced gender-based violence \ IN RESEARCH AND ACADEMIA - TOOLKIT

Felt afraid to come physically to work

Received reduced pay or missed out on bonuses
Changed or tried to change institution

Changed or tried to change team, unit,
department, supervisor

Taken time off work or had to stay off work

Disengaged from colleagues

Considered leaving the academic sector

Experienced reduced work productivity

Felt dissatisfied with the job

o
N
(&3]
al
o

75

Source of data: Lipinsky, Anke; Schredl, Claudia; Baumann, Horst; Humbert, Anne Laure; Tanwar, Jagriti; Bondestam, Fredrik; Freund, Frederike; Lomazzi, Vera
{2022). UniSAFE Survey - Gender-based violence and institutional responses. GESIS - Leibniz Institut fir Sozialwissenschaften. Datenfile Version 1.0.0,
https://doi.crg/10.7802/2475

Consequences for academic staff

Of staff who have experienced at least one Of staff who have experienced at least one
incident of gender-based violence, incident of gender-based violence,
experienced reduced work productivity considered leaving the academic sector
GWB 2024

27 February



How to fight against sexual and gender-based violence

ICube Strasbourg
1(;‘”* 1910 follo
G)
[Les #femmes et la #science a #ICube % ]4/6
({3 L :
& Notre portrait du jour : Caroline Essert, professeure des universités en ...see more eaV' ng
See translation al ready?”
L]

Parcours

Q d or do | have

“Such a great dad, L ”ght.

going to pick up the
kids from school...”

Linked [fi]

Youwant to join the

pari o unistra ir
Youwant to r p rl?
referaﬂﬁpmm & fr
Youwant more infor rnation?
.my: w.mmn onrs. it

|ICU3E

Inspire de JUMP (http 1t

Sur une idée die 'Université dle Genéve pour 53 campagne AUNIUNIE en 2017

GWB 2024
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We can build this system
together if we act now.

In LIMA, we opted for a monthly
dynamic display of punchy-
catchy sentences (from the
Université de Geneve), in bilingual,
with bright colors to attract
readers, but also to provoke
reactions, and discussions.

1l semblait
|mpou|blo de
faire cesser ses

mais il a suffi

qu’une collégue
intervienne.

Vos blagues
misogynes sont

ue je peux

ésormais
les raconter
au tribunal.

Et si au lieu
de commenter

vous commentiez
ma recherche ?

e Unvessat
. Uhm LB

Si votre voisine
est

nous
pouvons vous

aider a trouver
une autre place.

Pour vous c’est
Jjuste une blaguc,
pour moi c’est

bref juste
une raison
de quitter I’'Uni.

Il se sentait

avant qu’un
collégue

lui demande
d’arréter.

.. L

Si vos
blagues sont

priére
d’emprunter
Pescalier.

Une femme
prof on lui
parle de

Un homme
prof on lui
parle de

o -

How about
not mentioning

and talking
about

my research
instead?
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If you experience or witness gender-based violence

The CNRS has set up a reporting unit and a network of equality referents. ,

We, the referents, can only act if women in bullying situation speak to testify. ‘&

We, the referents, cannot act on gossips, but only on direct reports made by victims.

All reports are kept confidential.

If you are a victim or witness of harassment,
violence, insults or sexist behaviour, contact France
Victimes by free of charge phone on 0180 52 33 77
(dedicated number for CNRS employees,
permanent or non-permanent) from 9am to 9pm 7
days a week, or by e-mail cnrs@france-victimes.fr
The call is anonymous.

If you wish to initiate an internal
investigation procedure with a view
to sanctions, please contact the

CNRS unit at signalement@cnrs.fr Everyone:
who will handle your case enforce a
confidentially zero-tolerance

approach to bullying
and harassment


mailto:cnrs@france-victimes.fr
mailto:signalement@cnrs.fr

Freedom, the sine qua non of innovation in research.

« There is no freedom without Egality ».
(Robert Badinter)

« Je ne crois pas ala parité, mais bien a I'égalité réelle ».




The CNRS QVCT project for the
Cronenbourg campus

Isabelle
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L'ensemble des unités
du campus de Cronenbourg

Lau réat Et si on allait
QVCT 2023  Jmidd

souriant ?

Qualité de vie et conditions de travail

Pour son projet:

« Former et informer sur I'égalité
pour créer des conditions de travail
favorables a la recherche »

QWB 2024
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POUR ’AMELIORATI
DES CONDITIONS
DE TRAVAIL AU CNRS

2023-2027

DIRECTION DES RESSOURCES HUMAINES
SERVICE DU DEVELOPPEMENT SOCIAL

CNRS conference "Qu'est-ce que la
QVCT ?" by sociologist Michel Catlla
(CERTOP-CNRYS), introduced by the
head of CNRS HR

https://www.youtube.com/watch?v=5DOMzyxw
WdY&t=35s

GWB 2024
27 February
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d’ ALsace

®g Content

* Nurturing a culture of equality improves relation between
colleagues and productivity at work.

* This suppose to put an end to discriminatory actions
which rather create a hostile environment

* This requires collective awareness raising of all and to
empower managers and non-permanent staff with
appropriate tools to efficiently deal with these situations

e Suitable training workshops were designed to reach this
objective; they will be available on the Cronenbourg
campus in 2024



From inhibition to taking action

Les réactions face aux situations difficiles

(Source : « L'inhibition de I'action », ouvrage d'Henri Laborit)
s’eéloignant du danger | en reprenant |
Lorsque la fuite ou la

- How to take
:.z' action?
lutte sont impossible
rY | < Managers are in charge of (...) ensuring safety and
N protection of health of staff placed under their
"'l authority. (Décret n°82-453 du 28 mai 1982)

Prevent - Detect - Treat

JFUITE OU | COMBAT
EVITEMENT| OU LUTTE

Se préserver, en | Maitriser la situation

INHIBITION
DE ’ACTION

Leads to health impairment of a magnitude/scale
that is dependent on the duration

Olivier Sévéon, Les risques psychosociaux en milieu professionnel,
GERESO EDITION, 2021.



From inhibition to taking action

Les réactions face aux situations difficiles

(Source : « L'inhibition de I'action », ouvrage d'Henri Laborit)

FUITE OU
EVITEMENT| OU LUTTE

.. Se préserver, en | Maitriser la situation
s’eéloignant du danger | en reprenant |

Lorsque la fuite ou la
lutte sont impossible

AN

COMBAT

INHIBITION
DE ’ACTION

Leads to health impairment of a magnitude/scale
that is dependent on the duration

Olivier Sévéon, Les risques psychosociaux en milieu professionnel,

GERESO EDITION, 2021.

How to take
action?




CNRS « Egalité/QVCT » training dates for
managers
of the Cronenbourg campus

CI;Jboratin £h
Joélle Braeuner
Workshops (presential) led by sociologist J. Braeuner (A Part Entiere)
3*2 h
1 cycle will be proposed to each group of managers

m-mm
I 27 septembre 1 10 Octobre 13h 12 Décembre 15h
27 Septembre 13h 10 Octobre 15h 20 Janvier 10h
T 27 septembre 15h 7 Novembre 10h 20 Janvier 13h

30 Septembre 10h 7 Novembre 13h 20 Janvier 15h

30 Septembre 13h 7 Novembre 15h 21 Janvier 10h

30 Septembre 15h 5 Décembre 10h 21 Janvier 13h

9 Octobre 10h 5 Décembre 13h 21 Janvier 15h

9 Octobre 13h 5 Décembre 15h 24 Janvier 10h

9 Octobre  15h 12 Décembre 10h 24 Janvier 13h

10 Octobre 10h 12 Décembre 13h 24 Janvier 15h VB 2024

</ rebruary



CNRS « Egalité/QVCT » training dates for
non-permanent staff
of the Cronenbourg campus

WA A
Collaboration with
Joélle Braeuner

Workshops (presential) led by sociologist J. Braeuner (A Part Entiere)
1*7 h (validated by EDs as transversal training)
5 dates to choose from

19 Avril 2024
30 Mai 2024
31 Mai
3 Juin
4 Juin

Requirement: be fluent in French

GWB 2024
27 February



Reducing inequal treatment between staff members contribues to improve work relations. Discriminatory
actions and harassment are source of uneasiness and suffering at work, not only for the victim but also in fine
for the whole service that often finds itself heavily destabilized.

_ _ Relations
Dealing with attacks and au travail,

harassment requires climat social
specific managing
abilities that allow to

Situations of violence
pollute the whole service
and undermine its

prevent, det_ect, treat Management creativity/productivity.
these behaviours, on participatif, Contenu du travail
order to (contribute to) engagement
end them.
Victims of

discriminations,
harassment or attacks
often develop traumas
Equality, and in Egalité and pathologies in
particular gender professionnelle Santé au travail response to the stress
equality, is at the heart of pour tous they are submitted to,

the project, since women that translate into
are mostly subjected to repeated and longer

the violence that the Compétences, period of sick leaves
project is targetting to parcours and general

(contribute to) end. professionnels uneasiness/suffering
at work.

Early detection of harassment and aggressions is the key to limit all resulting harmful effects which
constitute major barriers to the expression/implementation of competencies/abilities and to career GWB 2024

progress 27 February



FEBRUARY

Concluding
remarks

CATALYZING DIVERSITY
IN SCIENCE
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