
Université de Rennes 1 

Action Plan on Gender Equality in the 
Workplace – 2021-2024 

January 2021 



   
 

 

1 

 

Table of Contents 

Introduction ................................................................................................................................................... 2 

The Approach – Methodology ..................................................................................................................... 3 

Action Plan Appraisal and Construction Phase ..................................................................................... 3 

Monitoring Implementation of the Action Plan .................................................................................... 5 

Action Plan ..................................................................................................................................................... 6 

Priority 1: Assessing, preventing and addressing the gender pay gap .............................................. 6 

Priority 2: Equal access: diversity of professions, training and careers .......................................... 14 

Priority 3: Striking a balance between work and personal life ......................................................... 21 

Priority 4: Fighting sexual and sexist violence, discrimination and harassment ............................ 26 

Annexes .................................................................................................................................................... 31 

Annex 1 - Glossary .................................................................................................................................. 32 

 

 

 

  



   
 

 

2 

 

Introduction 

The current state of play is undeniable: French society today is still experiencing significant gender 
inequalities in the workplace.  

The civil service in general is no exception to this observation, no more than the nonetheless 
knowledgeable world of higher education and research. The grades, salaries and rules of the civil 
service that apply to this domain are the same for both men and women, but this does not suffice 
to ensure the equal distribution of positions, responsibilities and therefore salaries. Stereotypes 
are created from a very young age and are therefore all the more difficult to fight against in higher 
education. In this respect, at the Université de Rennes 1, some 75% of university professor posts 
are occupied by men. Likewise, although women represent 63% of BIATSS (non-teaching) staff, they 
occupy just 50% of the highest category A posts. The road to more equality and in particular a 
balanced sharing of responsibilities is long and difficult but it cannot be avoided. Today, too many 
woman are not accessing the positions to which they are legitimately entitled. With an equal level 
of skills, women are often less well paid and their career advancement is slower.  

How can these gaps be measured? How can they be reduced? How can a positive workplace 
environment be created that allows both women and men to develop on an equal footing? What 
actions can we implement to avoid missing out on a significant portion of our human resources 
and our potential? 

It is in this context, in accordance with the Civil Service Transformation Act of 6 August 2019, that 
the Université de Rennes 1 has committed to a plan to enhance actions aimed at achieving gender 
equality in the workplace. 

Since 2013, the issue of workplace equality has been of paramount concern to the French Ministry 
of Higher Education, Innovation and Research (MESRI) as well as to universities. In this context, on 
28 January 2013, a charter for gender equality was signed by the Ministry of Higher Education and 
Research, the Ministry of Women’s Rights and the Conference of University Presidents. This charter 
mainly concerns career inequalities, the gender diversity of university courses, and the recognition 
of situations of sexist and sexual violence. This charter pre-empted the Act of 22 July 2013 on 
Higher Education and Research, which introduced the concept of parity in university representative 
bodies for the first time. The Université de Rennes 1 has a long-established policy of promoting 
gender equality. As early as 2012, a female policy officer was appointed in this domain and was 
one of the very first members of the Standing Conference of Equality and Diversity Policy Officers 
(CPED). 

Several initiatives have been led in accordance with the values of our institution. Actions have been 
carried out in relation to striking a balance between work and personal life (availability of places at 
childcare facilities, rollout of teleworking, etc. ), but also in relation to the recognition of sexist and 
sexual violence (creation of an alert system). 

Furthermore, the institution has also reorganised its services. A quality of working life unit has 
been created within the human resources department, mainly in charge of factoring in this issue 
of equality.  
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A series of awareness-raising actions for both staff and students on equality and the prevention of 
sexual harassment, as well as actions to promote a better gender mix in certain university courses 
have been implemented. It is important to note that since 2012, an annual statistical report 
comparing the situation of women and men within the university (students and staff) has been 
produced and published on the website, thus providing a comparative situational report ahead of 
its time.  

The Université de Rennes 1 also ensures a gender balance in the awards and distinctions that it 
grants. This is particularly the case for the title of Doctor Honoris Causa (see Priority No. 2). The 
university ensures that this balance is respected for all events, such as for example the 
inauguration of new amphitheatres bearing the name of famous women and men. Recently, an 
amphitheatre was named after Maryam Mirzakhani, and another one was named after Henri 
Lebesgue.  

It is therefore within a context that is already bursting with local and national initiatives that our 
university commits with determination and conviction to implementing this plan on workplace 
equality. As specified in the Civil Service Transformation Act, the action plan will have four main 
priorities: 

▪ Assessing, preventing and addressing the gender pay gap, 

▪ Guaranteeing equal access for women and men to the professions, employment 
frameworks, grades and posts of the civil service, 

▪ Striking a balance between work and personal life, 

▪ Fighting sexual and sexist violence, harassment and discrimination. 

The Approach – Methodology 

Action Plan Appraisal and Construction Phase 

The Université de Rennes 1 has relied on its internal skills base to draft this action plan in a very 
limited time period. The current health crisis did not allow the working groups to meet until 
October 2020. As a result, all the work performed was concentrated over a four-month period. 

A dedicated project team: composition and role 

A first working session devoted to drafting the Action Plan on Gender Equality in the Workplace 
was organised on 30 September 2020, in the presence of the Vice-President for Human Resources, 
the Vice-President for Social Responsibility in Charge of Equality and Fighting Discrimination, the 
Deputy Director General for Services in Charge of HR and the Deputy Manager of the Unit for 
Quality of Working Life, Social Dialogue and Social Action. This first exchange session led to the 
definition of a working method, a project organisation chart, and the creation of a project team. 
This organisation was led by a Project Manager reporting to the HR department, in close 
cooperation with the Vice-President for Social Responsibility in Charge of Equality and Fighting 
Discrimination. 



   
 

 

4 

 

This project team brought together political players, including vice-presidents and stakeholders 
from various departments: human resources, communication, legal, management control, as well 
as the Project Director for Sustainable Development and Corporate Social Responsibility and the 
coordinator of the HRS4R (Human Resources Strategy for Researchers) project. The project team 
assisted and advised the Project Manager by validating the working method proposed, 
determining the composition of the working teams and defining their missions and what is 
expected from their work.  

Given that the Action Plan on Gender Equality in the Workplace is based on four main priorities, 
four working groups were created, led by one or two heads, to work on each of the priorities 
specified in the Civil Service Transformation Act of 6 August 2019. Concerning more specifically the 
priority relative to the work-life balance, the working group for quality of working life, which was 
already in place in our university, took charge of drafting an appraisal and making proposals, the 
objective being to rely on the organisations already in place. 

The heads, who guarantee the smooth operation of the working groups, are in charge of preparing and 
coordinating exchanges during the sessions, reporting on the elements necessary for the appraisal and 
drafting proposals, played a key role in drafting this action plan. They were extremely involved and 
committed to monitoring the implementation of the actions proposed for each of their priorities. 

Specialised working groups: composition and role 

The working groups brought together staff from the central services, departments, members of 
the President’s office and staff representatives. The Université de Rennes 1 wished to engage all 
these stakeholders to guarantee that all concerned take ownership of the action plan, and to 
ensure its continuity. In addition to the act of creating an action plan, it is important to make it a 
reality, to assess its actions and to make any necessary adjustments.  

Each of the working groups met twice on average, between October and December 2020. A first 
session was necessary to review the state of play for each of the priorities, whereas the second 
session led to concrete proposals.  

The heads of the working groups met between each working group session to discuss their 
difficulties, questions and make the adjustments necessary for the project to go ahead. Once 
general feedback on the meetings had been given, the heads worked together to draft the entire 
plan, under the coordination of the project manager. Several working sessions were necessary to 
ensure a link between the different priorities and to harmonise the drafting of the plan in full. 

A global approach 

In general, this action plan is part of a more global effort being made by the Université de Rennes 
1. Collaboration is underway between the coordinator of the HRS4R project and the Project 
Director for Sustainable Development and Corporate Social Responsibility, whose actions also 
partake in workplace equality.  

Furthermore, referrals are made regularly to the institution’s bodies on issues relative to workplace 
equality. This is particularly the case of the HR committee, whose members are elected from the 
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technical committee (CT), the management board, the training and student life committee and also 
from the quality of working life working group composed of members from the health and safety 
committee, the social worker, the health and safety officer and stakeholders from the HR and the 
communication departments. 

 

Monitoring Implementation of the Action Plan 

Implementation of the project will be monitored over a three-year period (2021-2024) by a project 
manager (the Vice-President for Social Responsibility in Charge of Equality and Fighting 
Discrimination, a delegate of the Vice-President of HR) and supported by a coordinator for each of 
the priorities. 

Each action is incorporated into a support service and an action officer is appointed. Priority 
coordinators will ensure proper implementation and compliance with deadlines. They may support 
the action officers if necessary. Also, for effective distribution and appropriation of the action plan, 
the action officers, project manager and coordinators will work with a network of volunteers 
representing various university professions and structures. Where appropriate, this network will 
be requested to participate in working groups as part of the rollout of certain actions. 

An implementation committee* will meet once a year to supervise and assess the overall 
implementation, discuss any difficulties encountered and propose adjustments where necessary.  

The project manager will keep the President informed of progress on implementation and will call 
on him/her if a difficulty requiring institutional arbitration arises. 

The workplace equality objectives of the HR Excellence in Research award and the Sustainable 
Development and Corporate Social Responsibility label will be incorporated into the Action Plan 
for Gender Equality in the Workplace. Consistency between these three action plans has been and 
will continue to be a central element in implementing and monitoring the four priorities for 
workplace equality at the university. In order to guarantee consistency between these three action 
plans, the implementation committees will invite the managers and/or coordinators of the other 
two projects respectively.  

The project manager and coordinators will use and update a dashboard to monitor the proper 
implementation of each line of action. The indicators mentioned in the action plan will be used to 
assess the implementation of each action. 

The Rennes 1 community will be kept informed of the project’s progress via different 
communication means: The web page on equality and women’s rights (this page will be updated 
regularly and also for the launch and performance of the actions. - Letter from the staff – The 
project manager will organise presentations to the University boards (management board, 
academic board, technical committee, Conference of the Deans and Directors, Health, Safety and 
Working Conditions committee, HR committee). 

 

https://www.univ-rennes1.fr/en/commitment-equality-and-womens-rights


   
 

 

6 

 

* The Implementation Committee: 

▪ Vice-President for Human Resources and Social Dialogue 
▪ Vice-President for European Projects – HRS4R Project Manager 
▪ Vice-President for Quality of Working Life and Social Action 
▪ Vice-President for Social Responsibility in Charge of Equality and Fighting Discrimination 
▪ Director General of Ancillary Services – Human Resources Management and 

Organisations (DGSA RHMO) 
▪ Project Manager for the Workplace Equality Plan 
▪ Project Director for Sustainable Development and Corporate Social Responsibility 
▪ HR Director 
▪ Communications Director 
▪ Directorate for Steering, Assessment and Management Control Assistance (DAPEC) 
▪ Legal and Institutional Affairs Department (DAJI) 
▪ Organisation Modernisation Unit – HRS4R Project Coordinator 

Action Plan 

Priority 1: Assessing, preventing and addressing the gender pay gap 

To better analyse how the gender pay gap has evolved, it seemed important to take into 
consideration a certain number of elements in the feedback provided, in order to better assess the 
impact of the measures introduced in the Action Plan, such as: 

− Drawing a parallel between salary and seniority,  
− Indicating the proportion of men and women in relation to real staff numbers per  

profession/grade and not in terms of gross percentages, 
− Obtaining feedback on gross salary, the index-related salary and the benefits system, 

targeting the bonuses linked to functions and responsibilities such as the bonus for 
teaching responsibilities (PRP), the bonus for PhD supervision and research (PEDR), the 
bonus for administrative responsibilities (PCA), the salary index bonus (NBI), etc. 

State of play of existing measures 

In terms of assessment, a social report is published each year and will eventually become a Single 
Social Report (RSU) in accordance with regulations. Current use of the social report to promote 
parity remains insufficient.  

A parity report has been published since 2012 and the versions for 2016 and subsequent years are 
accessible on the university’s website. 

In terms of preventing the gender pay gap, the following elements are already in place: 

− Harmonisation of bonuses per profession, which, consequently should not be a source of 
gender discrimination. 

https://www.univ-rennes1.fr/en/commitment-equality-and-womens-rights
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− Encouraging part-time teachers to take on educational responsibilities, through a reduced 
teaching load mechanism adopted at a management board meeting, insofar as the bonus 
for teaching responsibilities (PRP) cannot be awarded in the case of a part-time position in 
accordance with the regulations. 

− Mentoring: encouraging new recruits to apply for the bonus for PhD supervision and 
research at the start of their career. Currently, the targets of this mentorship are trainee 
lecturers without regard to particular gender. It is envisaged that this measure be 
maintained and developed by raising awareness among mentors of the notion of parity. 

Assessment of gender pay gaps in 2019 

The data provided concern permanent staff present in 2019 and are from a payroll journal, the 
social report and the tool provided by the Directorate General for Administration and the Civil 
Service (DGAFP) based on data retrieved from INDIA-REMU (a tool that the university acquired only 
in November 2020).  

Data analysis shows a salary differential in favour of men, which varies to a greater or lesser extent 
according to professions and grades.  
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Breakdown per status 

 

At the Université de Rennes 1, the breakdown 
per status (permanent/ contractual staff) is 
quite balanced in terms of parity, as women 
represent 48% of permanent staff and and 51% 
of contractual staff compared with 52% and 
49% respectively for men.  

 

Breakdown of part-time posts 

 

At the end of December 2019, 20% of women were 
in part-time posts compared with just 3% of men. 

Therefore, while women represented 47.6% of 
permanent staff in terms of the annual workforce 
(rolling workforce for 2019–INDIA-REMU data), 
after readjusting to a full-time equivalent, the 
portion of women dropped to 46.9%. 

As a result, the average rate of part-time posts was 
96.4% for women and 99.4% for men (INDIA-REMU 
indicator). 

 

 
 

The higher proportion of women in part-time posts leads to a part-time effect* on women’s pay 
of -€91, for an overall pay gap between men and women of €945 gross per month.  
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The non-rectified part-time overall pay gap is at 23%, but this gap decreases to 20.7% after 
adjusting to a full-time equivalent. 

Analysis of the pay gap between women and men in relation to the part-time adjusted salary 

 

In 2019, the gap between the monthly average salary for women and for men, adjusted for the 
part-time effect, was €854 gross in favour of men, representing a difference of 20.7%. This breaks 
down as follows: 

 

The overall effect of bonuses** represents 7.7% of this difference. The bonuses contributing to 
this are mainly linked to working time or the work cycle, to  results/performance/professional 
commitment and to the functions/constraints that are not based on salary. 

The demographic effect within the professions*** is about 7.8% which indicates that the average 
seniority per profession for men is significantly higher than for women.  

The demographic effect may be due to the historical background of the make-up of the profession, 
in other terms, the evolution of the gendered composition creating imbalances between women 
and men in terms of seniority. The demographic effect is highest in professions with the highest 
salaries, which explains the majority of the pay gaps.  

The segregation effect of the professions**** is significant (84.5% of the pay gap) due to an over-
representation of men in the highest paying professions, combined with an over-representation of 
women in the lowest paying professions. The segregation effect shows a more marked positioning 
of men in the highest paying jobs. 
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Therefore, while the overall breakdown is quite 
balanced across the spectrum of professions and 
grades, with 49% of women and 51% of men 
(workforce of 31/12/2019), we can observe that 
women and men are not homogeneously spread 
across the different professions and grades. 

While women only represent 37% of research and 
teaching fellows, it can also be observed that their 
proportion is lower within the body of university 
professors (25%) and of university hospital lecturers 
(29%) compared with the professions of lecturer (41%) 
and secondary school teacher (41%). 

Women are over-represented, however, among the 
non-teaching staff (BIATSS) at a rate of 63%. 

With the category A jobs (the highest grade), it would 
seem that there is perfect equality as there are as 

many women as men within this grade. However, this rate should be put into context as the overall 
female workforce of non-teaching staff represents 
63%.  

Therefore, while men only represent 37% of non-
teaching staff, they represent 50% of category A posts, 
32% of category B and 28% of category C whereas in 
contrast, women represent 72% of category C, 68% of 
B and 50% of A. 

It should be noted however that there is a positive evolution in parity among the non-teaching staff 
with an increase of 25 women in category A and 13 women in category B compared with a decrease 
of 11 women in category C in relation to the previous year.  

The indicators of pay diversity 

The DGAFP tool indicates diversity indicators per profession, based on INDIA-REMU data. An 
indicator close to 1 shows good population diversity within a profession, and conversely the closer 
it is to 0 the less the diversity there is within a profession. 

The indicators are relatively good for 13 professions out of 28, as they are comprised between 0.64 
and 1, eight of which are above 0.90.  

It must also be specified that for six professions, the diversity indicators are equal to 0, due to the 
representation of a single sex in these professions or inadequate representation of one of the two 
sexes. This concerns professions with very few employees (1 to 11 employees per profession), four 
professions out of the six are exclusively represented by women, one exclusively by men and the 
last has six employees, one of whom is a woman. 
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The main professions with pay diversity and employment indicators that are inadequate (13 
professions with an indicator between 0 and 0.52) are administrative professions with a large 
proportion of women and/or a very low number of employees (9 professions out of 13 have 
between one and eight employees). 

 

To conclude, the current situation effectively shows a pay gap between women and men to the 
detriment of the former. This gap seems mainly due to a history of recruiting a larger proportion 
of men, highlighted through the demographic criterion but especially that of segregation. In this 
respect, men are currently better positioned in highly paid professions and grades where they have 
more seniority.  

Such a situation may evolve with the future renewal of the professions and the implementation of 
measures to encourage and facilitate access for women to better paid professions and functions 
(measures presented in Priority 2), coupled with parenting support measures and a better 
distribution of part-time work (see Priority 3). 

* Part-time effect: difference between the average monthly pay, non-adjusted for part-time work, 
and the average monthly pay as a full-time equivalent.  

** Bonus effect for an identical profession/grade/echelon: broken down into different bonuses 
such as the overpayment of part-time work, bonuses linked to the working time and the work cycle, 
bonuses and residual differences, etc.  

*** Demographic effect within the professions: this measures the gap linked to the different 
positions of women and men in the grades and echelons within the professions (the effect of age, 
seniority, promotion, etc.) 

**** Segregation of professions effect: this quantifies the portion of the gap linked to a difference 
in ratio between women and men in each profession in relation to the level of pay of these professions.  
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The actions envisaged to assess, prevent and address the gender pay gap 

 

PRIORITY 1: Assessing, preventing and addressing the gender pay gap 

Permanent staff (civil servants) 

No. of the 
action Title of the action (measure) Monitoring or 

assessment indicator  
Implementation 

deadline 

1-1 Gaps linked to the proportion of full-time work 

1-1-1 Raise awareness about annualisation of part-time 
work after parental leave 

Follow-up table 
(request not possible at 
this time as there is no 
difference between the 
types of part-time work 

in the HRIS) 

Implementation in 
2021 

1-1-2 Gather HR data per gender and carrying out multi-
year follow-up 

Control of the 
comprehensive nature 

of the tables 
 

Feedback for the Single 
Social Report 

Implementation in 
2021 

1-2 Gaps linked to the difference in representation of women and men in the professions or civil service frameworks 

1-2-1 
Assess and analyse the gap and its progression 

(impact of the measures of the other priorities of 
the plan) 

Requests Implementation in 
2021 

1-3 Gaps linked to the difference in demographic structure within each profession or civil service framework 

1-3-1 Assess the gap and its progression (impact of the 
measures taken in the other priorities of the plan) Requests Implementation in 

2021 

1-4 Gaps linked to the compensatory component 

1-4-1 Maintaining the harmonisation of bonuses per 
profession Table Already in place 

1-4-2 

Assess gaps concerning bonuses linked to functions 
and responsibilities (including incentive payments, 

bonus for teaching responsibilities, bonus for 
administrative responsibilities) 

Follow-up table of 
requests  

Implementation 
planned from 2022 
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1-5 Gaps in career advancement ratios for professions and civil service frameworks (rate of gendered promotions) 

1-5-1 Assessing the gaps in career advancement ratios Follow-up table 
Requests envisaged 

Implementation 
planned for 2022 

Contractual staff 

1-6 Gaps in pay between staff 

1-6-1 Assess the gaps in pay excluding bonuses 
(segregation and demographic effect) Requests  Implementation by 

2022 

1-6-2 Assess the gaps in pay including bonuses Requests  Implementation by 
2022 
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Priority 2: Equal access: diversity of professions, training and careers 

These general figures lead to the observation that professions remain relatively gender-based 
within the Université de Rennes 1. The breakdown between women and men is unbalanced 
according to the profiles and categories. We can cite, for example the Male Advantage index1 : 
Proportion of university professors among male employees/proportion of university professors 
among female employees = 36.3%/20%= 1.81 

Being aware of these gaps, the Université de Rennes 1 has been implementing actions for several 
years to endeavour to reduce these and to promote scientific careers among women: 

▪ Statistics on parity have been published since 2012. 
▪ A gender equality policy for awards and distinctions recognising work and careers. At the 

Université de Rennes 1, from 1987 to 2012, 48 Doctor Honoris Causa titles were awarded, 
only to men. On 8 March 2013, 3 women were chosen, and since 2014, 3 women and 12 
men have been awarded this distinction. 

▪ Awareness-raising and training actions take place each year: Conference on workplace 
equality, PhD training entitled “Gender and Career”, promotion of careers in mathematics 
and computing among female high school students, etc. 

▪ The drafting and distribution of a Charter to Promote Equality and Fight Discrimination at 
the Université de Rennes 1 (2019). 

The challenge today is to sustain these actions in the long term, to expand them and to develop a 
concrete strategic plan to fight gender stereotypes in access to careers and responsibilities at the 
university. 

The main objectives are to:  

▪ Create favourable conditions to ensure that gender does not influence career prospects. 
▪ Foster, within the limits of the university’s scope of action, diversity within courses, subjects 

and professions at teaching, research, administrative and technical levels. Attention will 
also be paid to equal representation among the student population.  

This priority of the action plan thus aims to create the conditions conducive to reducing  forms of 
hierarchy and differentiation in the positions occupied by women and men at the university. 
Through this action plan, the university commits to pursuing initiatives already underway or to 
promoting new ones by paying special attention to formal and informal practices and to actions 
on representations. 

To reach the objectives that the Université de Rennes 1 has set, a series of measures and areas of 
work is proposed within Priority 2 of the plan for workplace equality. 

 

1 The Male Advantage Index is defined as the ratio between the proportion of male professors (for example) among male 
research and teaching fellows and the proportion of female professors among female research and teaching fellows. This 
indicator globally reflects the differences in career advancement between women and men. A Male Advantage Index higher 
than 1 indicates that the relative proportion of men promoted as professors is higher than that of women. 
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Objective 1: Raise awareness and take ownership of the indicators on the state of play of gender 
equality in the workplace 

 Improve knowledge of gender-based differences within the university to heighten 
awareness of the following issues among all stakeholders: 

▪ This will involve fine-tuning the gender indicators per structure, discipline,  
profession and status (permanent/contractual staff) and transmitting information 
on these via several channels (Decision-Making and Information System, social 
report, parity report, targeted information in the various structures, etc.). 

▪ Certain indicators must be enhanced for better visibility of differentiation in 
positions occupied by women and by men – gender ratios in terms of 
applicants/recruitments, applicants/bonuses/applicant pool, geographic and 
career/gender mobility, Male Advantage Index, age pyramid in terms of gender per 
sector and per profession, the professional responsibilities with emphasis on 
scientific and political responsibilities for which women are often under-
represented.  

Objective 2: Provide training on gender equality and gender stereotype issues  

 The goal is to encourage and systematise participation in training sessions on workplace 
equality for all members of staff, and especially for those in managerial positions. 

 Develop research actions on the topic of gender, in cooperation with the institutions of the 
Rennes site. 

 Training will be proposed within the managerial training programme, but also to all actors 
in governance (institutions, directors of training departments, research units, services and 
bodies) and to new arrivals. The challenge is to:  

▪ Make people understand the concept and the situation in terms of gender 
inequality and the way in which this inequality is created;  

▪ Make people aware of the gender equality indicators; 
▪ Develop a culture of workplace equality and prevention of discrimination making it 

possible to identify and deconstruct conscious and unconscious  stereotypes. 

Objective 3: Encourage the balance of responsibility in the upper echelons of management by 
women and men 

 Increase the presence of women in positions with scientific responsibilities (management 
of research units, teams, PhD schools); 

 Ensure gender equality in the awards, promotions and nominations to positions with 
responsibilities; 

 Fight against the ‘glass ceiling’, meaning any case where an individual is confronted with a 
tacit, implicit or even concealed power network that prevents that person from accessing 
a level of power, pay or a hierarchy to which they are entitled. 

 Two types of action can be envisaged to foster the balance of responsibility:  
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▪ Awareness-raising actions to mitigate the under-representation of women in 
positions of responsibility, with targeted incentives to apply for the various 
distinctions, promotions, nominations to positions of responsibility – Career 
advancement interviews for male and female research and teaching fellows (on a 
voluntary basis), and as part of professional interviews for the non-teaching staff, 
personal development training, etc. 

▪ Work on the vision, missions and professions in management and positions with 
responsibilities to make them evolve towards less time consuming and more 
collegial representations and organisations. This could help broaden the pool of 
applicants and encourage women in particular (who are generally under-
represented in these functions) to apply (collegial responsibilities, work in pairs, 
and insisting on parity in management committees, etc.) 

Objective 4: Rebalance gender ratios in recruitment 

 Increase diversity when recruiting and more especially the proportion of women in 
disciplines/professions where they are under-represented. 

 To do this it is important to: 
▪ Heighten awareness and improve the training of persons in charge of recruitment 

in terms of equality, stereotypes and in detecting and preventing gender 
discrimination to overcome this (transmitting gender indicators, training, 
proposing a recruitment kit stating the principles and recommendations to fight 
discrimination at each phase of recruitment –  Guide + support tools to analyse the 
applications and how to hold a bias-free interview, etc.); 

▪ Improve the formulation and presentation of job offers (free of gender bias), as 
well as the information provided on the university’s professions; 

▪ Ensure gender diversity in recruitment panels. 

Objective 5: Communicate without gender bias 

 Make women more visible in institutional and scientific communication; 
▪ Create and disseminate portrayals of women with university careers to promote 

the courses; 
▪ Ensure diversity when naming university halls and amphitheatres; 
▪ Encourage and organise communication by female scientists in high schools to 

entice young women to choose scientific careers; 
▪ Use gender-neutral and inclusive language in all institutional and administrative 

communication both internally and externally – Distribute the “Handy guide for 
communication free of gender bias” (in French) in the various services and 
departments. Another reference guide (in French) on this topic has been drafted 
by the High Council for Gender Equality. 
  

https://www.enseignementsup-recherche.gouv.fr/cid145530/un-guide-de-bonnes-pratiques-pour-l-egalite-femmes-hommes-sur-les-reseaux-sociaux-et-dans-la-communication.html
https://www.enseignementsup-recherche.gouv.fr/cid145530/un-guide-de-bonnes-pratiques-pour-l-egalite-femmes-hommes-sur-les-reseaux-sociaux-et-dans-la-communication.html
https://www.enseignementsup-recherche.gouv.fr/cid145530/un-guide-de-bonnes-pratiques-pour-l-egalite-femmes-hommes-sur-les-reseaux-sociaux-et-dans-la-communication.html
http://www.haut-conseil-egalite.gouv.fr/IMG/pdf/hcefh__guide_pratique_com_sans_stereo-_vf-_2015_11_05.pdf
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PRIORITY 2: Guaranteeing equal access for women and men to the professions, employment 
frameworks, grades and posts of the civil service 

No. of 
the 
action 

Title of the action (measure) Monitoring or assessment 
indicator 

Implementation 
deadline 

2-1 Diversity of the professions 

2-1-1 Develop diversity of professions 

2.1.1.1 

Improve knowledge of gender-based 
differences within the university to heighten 
awareness of these issues among all actors 
by developing and disseminating the type of 
indicator per structure and per discipline 
(bonuses linked to responsibility, gender-
based age pyramid, Male Advantage Index, 
etc.) 

▪ Production of indicators 
▪ Number of indicators 

proposed 
▪ Number of dedicated 

pages consulted per year 

Launch in 2021 

2-1-2 Communication free of gender bias on the professions   

2.1.2.1 
Create and disseminate portrayals of women 
with university careers to promote the 
courses 

▪ Number of portrayals 
disseminated per year Launch in 2021 

2.1.2.2 Ensure diversity when naming university halls 
and amphitheatres 

▪ Number of halls with a 
woman’s name/a man’s 
name 

Launch in 2021 

2.1.2.3 

Define the guidelines for inclusive language in 
communication. Reproduce these on all 
communication media, whether institutional 
or administrative 

▪ Production of guidelines 
▪ Number of guideline 

publications 
Launch in 2021 

2.1.2.4 

Formulate job offers free of gender bias by 
drafting job offer titles and the job 
description that eliminate gender-biased 
terminology and the underlying stereotypes 

▪ Actual appearance in job 
offers 

▪ Rate of job offers 
published in this respect 

2021 

2.1.2.5 
Produce and distribute the good practice 
guide to avoid gender stereotypes when 
communicating 

▪ Production of the guide 
▪ Frequency of distribution 
▪ Report on its use 

Launch in 2021 

2.1.2.6 
Encourage and organise communication by 
female scientists in high schools to entice 
young women to choose scientific careers 

▪ Number of interventions 
per year 2021 

2-1-3 Raise awareness of the fight against gender stereotypes and discrimination  
 

2.1.3.1 Explicitly mention the non-discrimination 
policy in job offers*. 

▪ Actual mention in the job 
offers 

▪ Rate of job offers 
published mentioning this 

2021 

2.1.3.2 
Create and disseminate a kit to raise 
awareness of gender stereotype issues and 
discrimination 

▪ Production of the kit 
▪ Dissemination of the kit 

on the intranet  
▪ Report on its use 

2022 
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2.1.3.3 
Promote good managerial practices – create 
portrayals of managers with watchful 
managerial practices 

▪ Number of portrayals per 
year 2022 

2-2 Career guidance and equal access to professional responsibilities 

2-2-1 Recruitment procedures 

2.2.1.1 

Transmit the gender indicators per structure, 
discipline, profession and status 
(permanent/contractual staff) to the selection 
committees and competition exam and 
recruitment panels 

▪ Production of the 
indicators 

▪ Rate of distribution of the 
document 

2022 

2.2.1.2 

Support recruiters: 
▪ Create and distribute a recruitment kit to 

HR officers and all managers 
▪ Train recruitment officers on equality, 

stereotypes and how to detect and 
prevent gender discrimination  

▪ Production of the kit 
(guide plus analysis 
support tool) 

▪ Rate of distribution of the 
kit 

▪ Number of training 
sessions organised 

▪ Rate of recruitment 
officers trained 

Launch in 2021 

2.2.1.3 

Encourage non-teaching and research and 
teaching fellows to sit competition exams and 
in particular in the disciplines targeted for 
gender rebalancing 
Promote certain publications under Article 
46-3 of Decree no. 84-431 

▪ Request or follow-up table Launch in 2021 

2.2.1.4 

Encourage the extension of networks when 
creating selection committees, based on 
learned societies and more particularly those 
of “women and science”, “female engineers” 
and “women and maths”, etc. 

▪ Ratio of mixed selection 
committees Launch in 2021 

2-2-2 Mobility procedures 

2.2.2.1 

Produce indicators on career mobility per 
gender and make these available for research 
and teaching fellows and non-teaching staff, 
either permanent or contractual* 

▪ Annual update 
▪ Number of consultations 2022 

2.2.2.2 

Factor in career breaks and part-time work in 
evaluations by delegations of academic 
bodies, as well as leave for research in a given 
field or to focus on a new field (CRCT), and 
leave for an educational project (CPP) 

▪ Production of criteria 
▪ Rate of distribution of the 

criteria for appraisers 
Launch in 2021 

2.2.2.3 Ensure parity among per diem beneficiaries 
for male and female guest researchers 

▪ Rate of female guest 
researchers Launch in 2021 

2-2-3 Promotion procedures, in particular in terms of advancement by selection 



   
 

 

19 

 

2.2.3.1 

Communicate broadly on the advancement 
procedures, bonuses, etc. to inform staff and 
encourage often under-represented women 
to apply (letter regarding bonus for PhD 
supervision and research [PEDR])* 

▪ Number of 
communications Launch in 2021 

2.2.3.2 

Information for new university lecturers on 
the means of action allowing their career 
advancement (accreditation to supervise 
research [HDR], bonus for PhD supervision 
and research, IUF award for research 
excellence) while being attentive to parity* 

▪ Follow-up table Launch in 2021 

2.2.3.4 

Ensure gender balance in career 
advancement, bonuses, competition exams, 
accreditation to supervise research, 
management posts or positions with 
responsibility by encouraging the under-
represented gender to apply, through training 
on personal development, career interviews 
for research and teaching fellows and in 
professional interviews for non-teaching staff 

▪ Number of training 
sessions proposed per 
year 

▪ Number of interviews 
organised 

2022 

2-2-4 Policy to develop and support talent pools for access to management jobs 

2.2.4.1 Encouraging part-time teaching staff to take 
on more responsibilities 

▪ Monitor the equivalent in 
duty time taken in this 
context 

Ongoing 

2.2.4.2 

Work on the vision, missions and jobs in 
management and positions with 
responsibility to make them evolve towards 
less time consuming and more collegial 
representations and organisations 
(management/collegial responsibilities, pair 
work, management committees, etc.) * 

▪ Evolution in the number of 
women in management 
posts and in management 
committees 

Launch in 2021 

2-2-5 Access to training 

2.2.5.1 

Train managers and academic bodies on 
equality and preventing discrimination to 
allow them to identify and deconstruct 
conscious and unconscious stereotypes 
(training of research unit management, 
departments, services, panels, selection 
committees, PhD supervisors, elected 
representatives of academic bodies) 

▪ Number of training 
sessions per year 

▪ Number of male/female 
participants per year 

▪ Assessment of the quality 
of the training 

Launch in 2021 

2.2.5.2 
Adapt management training courses and 
systematically include issues of gender 
equality (starting with PhD studies) 

▪ Number of training 
sessions per year 

▪ Number of male/female 
participants per year 

▪ Assessment of the quality 
of the training 

Ongoing 

2-3 Implementation of the mechanism for balanced nominations 
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2.3.1 

Ensure a gender-balanced representation in 
the governing and decision-making bodies of 
the university, in department and research 
unit management, in educational or scientific 
projects and publish the indicators and the 
evolution on the university’s website* 

▪ Production of indicators 
▪ Publication of indicators 

  

*Actions based on the HRS4R approach 
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Priority 3: Striking a balance between work and personal life 

Striking a work-life balance is a decisive factor in promoting real gender equality in the workplace. 
In fact, adjusting between work and family life is mainly incumbent upon women and has an impact 
on their professional career, which is confirmed in particular by European studies.  

Organising time is one of the challenges of the quality of working life process of the staff at the 
Université de Rennes 1. This is naturally part of the policy of gender equality in the workplace, 
launched several years ago. Even though many mechanisms are well established today, seeking a 
work-life balance remains fragile and requires daily efforts, which are being made by all of our 
university actors.  

Actions already underway deserve to be enhanced. Work with the communication officers is 
necessary to make the mechanisms in place more visible by all staff and students. It is important 
in particular to provide more information on the measures allowing flexibility in the organisation 
of working time such as extending start and end times. This also concerns the right to disconnect 
and the rollout of new forms of organisation and more particularly remote work. Also planned for 
the start of the academic year 2021/2022 was the creation of a guide on striking a work-life balance, 
consolidating all the regulations and mechanisms in force within the establishment that contribute 
to workplace equality. Within the framework of this guide, the university will for example strongly 
encourage the holding of meetings at times that do not impact the family or personal life of its 
members. Another part of this guide will be devoted to parenting. All of these documents will be 
available on the staff intranet site and they will be given to new arrivals.  

Remote work serving the work-life balance 

Tested since 2017 within the Université de Rennes 1, the positive result of this mechanism allowed 
the temporary rollout of remote work for all staff in 2019, and then regular remote work at the 
start of the 2020/2021 academic year. The experiment from 2017 to 2020 notably served 28 
women, representing 63% of the beneficiaries, 75% of whom affirmed that remote work allowed 
them a better work-life balance. Limited to one day per week during the testing, remote work for 
Rennes 1 has allowed employees to benefit from up to 2 days of remote work per week, since 
September 2020. As the coronavirus pandemic led to the massive implementation of remote work 
for several months, we cannot assess the expansion of regular remote work until this mechanism 
can be used again, and until we have the necessary hindsight to take stock.  

Remote work can be a lever for workplace equality if it facilitates a work-life balance so that men 
and women can assume their responsibilities in their different areas of life, and if it helps to evenly 
share the family workload. However, remote work can be a risk for workplace equality, if it 
intensifies the simultaneous accumulation of activities in the case of family presence when working 
from home (simultaneous childminding, the role of family caregivers, etc.). These effects must be 
measured in our first evaluation on the regular rollout of remote work (creation of an annual 
survey). 
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Parenting support 

In addition to social assistance for families, proposed by the social action committee and validated 
by the management board, the university has different measures to support  staff in their 
parenting. Some of these are detailed hereafter.  

Striking a balance between professional activity and parenthood has a direct impact on workplace 
equality. Several successive parental leave reforms have been carried out to meet the aspirations 
of parents, the needs of companies and public administrations and public spending requirements. 
And yet, the balance between work and parenthood has not yet been fully struck. The ILO report 
that was published on 7 March 2019 makes the same observation at world level: “A number of 
factors are blocking equality in employment, and the one playing the largest role is caregiving.” In 
France, several studies and publications confirm this. 

To address this difficulty, the Vice-President for Quality of Working Life and Social Action 
established a partnership agreement in September 2011 with two childcare facilities for the Rennes 
site, in cooperation with the social action department. Seven full-time places are available to young 
parents, allowing them to benefit from a privileged means of care at an advantageous rate. The 
partnership agreement helps to meet a diverse need (full- or part-time care, continuous or 
occasional care) and concerns about twenty families each year, all with different family situations 
(single parent, staggered working hours, low income, etc.).  

Motherhood often penalises women’s careers. Studies show that the activity rate of women drops 
with the number of children they have. In addition, an INSEE study (French statistics institute) 
shows in particular that women’s pay drops by 2 to 3% after giving birth whereas that of men 
increases by about 3%. The explanation lies partly in the fact that striking a balance between work 
and family life may lead to professional choices that penalise mothers. In fact, interrupting one’s 
activity, even part-time or temporarily, has an immediate impact on pay, as well as on the amount 
of retirement pension and above all on career advancement.  

In view of these observations, the Université de Rennes 1 proposes certain measures: 

Full salary support when a research contract is extended after maternity leave.  

When a women recruited on a fixed-term contract for a research project (PhD student, 
postdoctoral researcher) or for a programme entitled ‘Investments in the Future’ (PIA), goes on 
maternity leave during her contract, the Université de Rennes 1 undertakes to extend the initial 
contract by the length of the maternity leave, so that she can finish the research work she initially 
set out to do. In this case, the difference between the full salary and the maternity benefit is 
covered by the university. This compensation measure helps to reduce the risk of employment 
discrimination for female researchers. 

It is important to emphasise that this is an unprecedented and exceptional local measure. This 
financial effort reflects the strong commitment of our university to gender equality. 
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Enhanced communication in relation to paternity leave 

The Université de Rennes 1 undertakes to more broadly communicate on paternity leave to its 
staff. In France, 7 fathers in 10 take this leave. This figure can be partly explained by the feeling of 
guilt in relation to the employer, and the sexism to which fathers taking time for their children 
often fall prey. To overcome this, it seems vital to communicate with the male community to make 
paternity leave more legitimate, and to encourage staff as much as possible to take the extended 
paternity leave, provided for by Order no. 2020-1447 of 25 November 2020. 

Facilitating the return to work after maternity leave 

To facilitate the return to work for research and teaching fellows after maternity or parental leave, 
the Université de Rennes 1 undertakes to facilitate access to leave for research or to focus on a 
new research field, for women who apply in compliance with current procedure. This leave would 
therefore allow the research and teaching fellow, who has been absent for a certain length of time, 
to take advantage of a period of exemption from teaching and administrative tasks to begin, 
further or finalise research projects. Since 2021, this type of leave has been granted by right to 
research and teaching fellows who request this after returning from maternity leave. These 
requests will be examined as a priority. 

 

Through all the actions proposed and those to be enhanced and continued, the Université de 
Rennes 1 is mobilised to enhance the role of women in employment, in order to achieve better 
time management for all. Today, creating a policy to allow both women and men to strike a work-
life balance, meets the objective of parity and social cohesion. 
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Actions towards a better work-life balance 

PRIORITY 3: Striking a balance between work and personal life 

No. of 
the 

action 
Title of the action (measure) Monitoring or 

assessment indicator 
Implementation 

deadline 

3-1 Adapt work organisation and working times 

3-1-1 Flexibility and tailoring of working hours 

3-1-1-1 Communicate on the mechanisms that allow extra 
flexibility in organising working hours Communication campaign 2021 

3-1-2 Remote work and off-site work 

3-1-2-1 Encourage both regular and ad hoc remote work 
Annual report on the 
regular remote work 

mechanism  

Start of academic 
year 2020/2021 

3-1-3 Charter on working hours 

3-1-3-1 Communicate on the right-to-disconnect charter  Communication campaign 2021 

3-1-3-2 Draft a guide to guarantee more visibility of the 
mechanisms that help to strike a work-life balance  Communication campaign 2022 

3-2 Parenting support 

3-2-1 Facilitate family leave and the subsequent return to work 

3-2-1-1 
Facilitate the return to work after maternity or 

parental leave (CRCT–leave for research or to focus 
on a new research field) 

CRCT statistics Academic year 
2021/2022 

3-2-1-2 Draft a guide to guarantee more visibility of the 
mechanisms relative to parenting  Communication campaign 2022 

3-2-2 Safeguard the situation of pregnant women 

3-2-2-1 Communicate on pregnancy support mechanisms Communication campaign 2021 
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3-2-2-2 Provide full salary support for the extension of a 
research contract after maternity leave 

Inventory of situations 
concerned 2021 

3-2-3 Childcare services and personal organisation 

3-2-3-1 Encourage family reunification through a policy of 
priority relocations Statistics on relocations Ongoing 

3-2-3-2 Communicate on the availability of childcare places 
for young parents Communication campaign Ongoing 
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Priority 4: Fighting sexual and sexist violence, discrimination and harassment 

Mindful of the importance of fighting sexual and sexist violence, as well as discrimination in the 
world of higher education and research, in 2012, the Université de Rennes 1 appointed a policy 
officer for parity to work on these topics with the support of the departments. Wishing to meet 
ever greater challenges in terms of equality, in 2020 the university appointed a Vice-President for 
Social Responsibility in Charge of Equality and Fighting Discrimination. 

We shall firstly list all the actions and mechanisms already in place within our institution and 
secondly propose avenues for improvement.  

Under the impetus of the Ministry for Higher Education, Research and Innovation (MESRI) and in 
particular the Standing Conference of Equality and Diversity Policy Officers (CPED) the policy officer 
for parity will work with the institutions on the Rennes site in order to pool and strengthen the 
actions implemented. 

Inspired by the Charter for Gender Equality, signed on 28 January 2013 by the Ministers for 
Women’s Rights, Higher Education and Research and by the Chairs of the Conference of University 
Presidents (CPU), of the Conference of the Directors of French Engineering Schools (CDEFI) and of 
the Conference of the Grandes Ecoles (top-ranking higher education establishments – CGE), the 
universities of Western Brittany (UBO), Rennes 1, Rennes 2 and ENS Cachan have launched 
discussions with the objective of creating an alert system against harassment and sexist and sexual 
violence. After several working sessions, the project has been fine-tuned. To make it even more 
effective, it was decided to create a mechanism limited to three institutions (Université de Rennes 
1, Université de Rennes 2 and ENS Rennes). 

The pooled alert system against harassment and sexist and sexual violence comprises an inter-
institution working group and two dedicated units. 

Mechanism to fight sexual harassment 

The mechanism to fight sexual harassment is multi-institutional and is available to both students 
and staff. The number of institutions taking part has increased since its introduction in 2015. It 
comprises an inter-institution working group and two dedicated units: one for victim support (of 
no particular gender) and a pilot unit stemming from the university’s governance body. 

Organisation and missions of the inter-institution working group 

Composed of about forty members, the working group has been meeting twice yearly for the past 
five years. Each institution is represented by members of the governance bodies,   the Health, 
Safety and Working Conditions Committee (CHSCT), research and teaching fellows, students, staff, 
medical departments and social workers. It is steered in turn by the policy officers of each of the 
institutions and carries out missions of prevention, communication, training and coordination of 
actions with the units in place and the bodies (CHSCT-CT). 

Organisation and missions of the units 

The support unit listens to, assists and supports victims. It provides medical and psychological 
care for victims and guides them towards the relevant associations when necessary. This 
composition of this unit, which is led by a doctor with the assistance of a psychologist, social 
worker, and/or members of the doctor’s department, varies in relation to the different situations:  

https://www.univ-rennes1.fr/sites/www.univ-rennes1.fr/files/medias/files/charte_ur1_promotion_delegalite_et_lutte_contre_les_discriminations.pdf
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▪ If the victim is a student, a doctor from the student health service (SSE) deals with the 
situation in cooperation with the medical social workers from the same service. 

▪ If the victim is a member of staff, the occupational physician from the university’s 
occupational medicine service (SMUT) deals with the situation in cooperation with the 
relevant medical social workers. 

It is possible to contact the unit directly by telephone (by calling the SSE or the SMUT) or also by 
email. For this purpose, two secure email addresses have been created (one for students and one 
for staff). Only doctors have access to this mailbox. It is possible to contact the unit as a witness or 
as a victim. Medical confidentiality is guaranteed, which is of reassurance to both victims and 
witnesses. 

The pilot unit, composed of the University President, the Director of the Legal and Institutional 
Affairs Department, a HR representative, the Director General of Services, and the HR Vice-
President, sets up a strategy of inquiry, takes precautionary measures and refers the matter to the 
disciplinary body if necessary. 

The entire mechanism is described in the diagram in Annex 3.  

An annual report is drafted for the working group by both units, specifying the number of situations 
dealt with and the issues raised. In parallel, the policy officer presents the members of the CHSCT 
with the data from the reports drafted by the units and the annual actions of the inter-institution 
working group. The pilot unit and the support unit coordinate their work. 

Actions of the working group 

All year long and especially during the week around the International Day for the Elimination of 
Violence Against Women (25 November) and the week around International Women’s Day (8 
March), the institutions and departments become mobilised and organise awareness campaigns 
and training for the entire university community, both students and staff, on issues of sexual 
harassment and sexist and sexual violence. Many training sessions have been given in cooperation 
with the Information Centre on Women’s and Families’ Rights (CIDFF35), awareness campaigns with 
the human rights defender, the police forces of Rennes and the European Association against 
Violence against Women at Work (AVFT). A massive communication campaign was organised in 
2017, making posters and flyers available in both English and French to the public. These are 
regularly updated and prominently displayed on the sites of the institutions.  

In November 2017, a letter of engagement was signed, entitled “NO to sexist and sexual violence, 
non to sexual harassment” by the Presidents and Directors of the regional student welfare office 
CROUS (Rennes-Brittany) and the following schools: ENSCR (chemistry), EHESP (public health), 
ENSAI (statistics), ENS Rennes (teaching and research), INSA Rennes (applied science), Sciences Po 
Rennes (political science) and the universities of Western Brittany (UBO), Southern Brittany (UBS), 
Rennes 1 and Rennes 2, in the presence of the prefect of the Regional Council of Brittany, the 
Director of Education of the Regional Education Authority of Rennes, the Chancellor of the 
universities of Brittany and the President of the Regional Council of Brittany. 

An agreement with the association Stop Harcèlement de Rue (Stop Street Harassment) was also 
signed to create a guide against street harassment. This guide was widely distributed and is 
available on the institutions’ websites. 

https://www.univ-rennes1.fr/sites/www.univ-rennes1.fr/files/medias/files/2018-plaquetteharcelementsexuel-ur2-ur1-ens.pdf
https://www.univ-rennes1.fr/sites/www.univ-rennes1.fr/files/medias/files/guide-hdr-rennes-web-ok.pdf


   
 

 

28 

 

This work received three awards from the National Committee for UN Women, France, which 
awarded the active Rennes institutions with the Orange Day Champion label. This title is awarded 
to organisations with proven initiatives towards eliminating violence against women, through 
promoting a culture of eliminating this type of violence, actions to protect women and the social 
integration of women as well as systematising public action to eliminate violence against women. 

Actions of the Université de Rennes 1 to fight sexual and sexist violence and discrimination 
(outside the inter-institution mechanism). 

In parallel to this work on the Rennes site, the Université de Rennes 1 is fully engaged for its 
students and staff: in 2018, it adopted the Charter for the Promotion of Equality and the Fight 
Against Discrimination. 

In 2019 a poll was taken among students at the university on discrimination and sexual and moral 
harassment. 

In the same vein, on 17 May 2019 on the occasion of the International Day Against Homophobia, 
Transphobia and Biphobia, the Université de Rennes 1 also undertook to  recognise the chosen 
name. It is now possible for students to register under their chosen first name by simple written 
request to the Student Affairs Department, whose officers have been extensively informed and 
trained. Consideration and display of the chosen name mainly concerns internal documents: lists 
of students registered (role call, sign-in sheet, etc.), email, lists of results (posting of successful 
candidates after examination panel meetings), and some documents for external use: registration 
certificate, academic transcripts, etc. 

Our institution has therefore joined the national cause to fight discrimination linked to sexual 
orientation and aims to respond in a very concrete manner to the need to protect the dignity and 
respect for the private life of transgender persons. 

After taking stock of the recognition of sexual harassment, and sexist and sexual violence on the 
Rennes site, the latest meeting of the inter-institution working group highlighted several necessary 
adjustments in order to make this alert mechanism more visible and effective. 

Situations of harassment and of sexist and sexual violence are extremely time-consuming for the 
institutions’ services who find themselves unable to meet the commitments made when the 
mechanism was set up. For this reason, the working group preferred to refer to external partners 
for certain missions. An agreement is currently being signed with the association SOS Victimes, 
thus providing legal and psychological support to alleged victims. 

Furthermore, the alert system needs to be redefined and clarified, and must clearly identify the 
method of referral. In parallel to the shared mechanism of the Rennes site, a working group for the 
staff of our institution and qualified on the issues of harassment and discrimination has been 
created. It is made up of the Vice-President for Social Responsibility in Charge of Equality and 
Fighting Discrimination, the staff social worker, a representative from the HR department, a 
representative from the Legal and Institutional Affairs Department and a member of the health 
and safety committee. This working group is in charge of examining situations and referring the 
victims, when necessary, to the competent services or structures such as the approved association, 
the legal service, the medical services, the mediator or the human rights defender. 

Lastly, to respond to the request of the Ministry of Higher Education, Research and Innovation to 

https://www.onufemmes.fr/orange-day
https://www.univ-rennes1.fr/actualites/rennes-1-sengage-faciliter-le-prenom-dusage
https://www.univ-rennes1.fr/actualites/rennes-1-sengage-faciliter-le-prenom-dusage
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extend the scope of action of the institutions, the denomination of email addresses making it 
possible to refer cases to doctors has been modified to take into account all forms of harassment, 
including psychological harassment and all forms of discrimination. 
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Actions to fight sexual and sexist violence, harassment and discrimination 

 

PRIORITY 4: Fighting sexual and sexist violence, harassment and discrimination 

No. of 
the 

action 
Title of the action (measure) Monitoring or assessment 

indicator 
Implementation 

deadline 

4-1 Implementation methods for the mechanism to report, address and monitor sexual and sexist violence, 
harassment and discrimination 

4-1-1 Inter-institution report mechanism to be enhanced Annual Report  Ongoing 

4-1-2 Create a working group at UR1 level for staff  Annual Report of the working 
group 

Operational at 
the start of  

academic year 
2021/2022 

4-2 Training on preventing sexual and sexist violence and harassment especially for key audiences 
(supervisors, HR services, staff representatives, social workers) 

4-2-1 Communicate on the training sessions proposed 
on preventing harassment and discrimination  

Number of training sessions 
proposed 

Number of participants 
Assessment of the quality of the 

training 

2021/2022 

4-2-2 
Communication campaign relative to the regional 

week against sexist and sexual violence to be 
stepped up 

Communication campaign Campaign in 
2021 

4-2-3 Train new arrivals on stereotypes and on detecting 
and preventing harassment 

Number of training sessions 
proposed 

Number of participants 
Assessment of the quality of the 

training 

2022 

4-2-4 
Raise awareness of different forms of harassment 
and discrimination in the training courses for PhD 

supervisors   

Number of training sessions 
proposed 

Number of participants 
Assessment of the quality of the 

training 

2022 

4-2-5 
Raise awareness of different forms of harassment 

and discrimination in the training courses for 
managers  

Number of training sessions  
proposed 

Number of participants 
Assessment of the quality of the 

training 

2022 

4-3 Means of assisting and supporting victims through prevention officers 

4-3-1 
Develop partnership agreements with  associations 

to take charge of victims in different domains 
(legal, etc.) 

Annual Report 2021 
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Annexes 

 

Annex 1 Glossary 

Annex 2  Commitment to equality and women's rights 

Annex 3  Early warning mechanism diagram 

Annex 4  Charte de promotion de l’égalité et de lutte contre les discriminations à l’Université 
de Rennes 1 

Annex 5 Letter of undertaking of the higher education institutions of November  2017 

Annex 6 A morning of tribute to Maryam Mirzakhani, first woman to be awarded the Fields 
medal (in French) 

  

https://www.univ-rennes1.fr/en/commitment-equality-and-womens-rights
https://www.univ-rennes1.fr/sites/www.univ-rennes1.fr/files/medias/files/charte_ur1_promotion_delegalite_et_lutte_contre_les_discriminations.pdfhttps:/www.univ-rennes1.fr/sites/www.univ-rennes1.fr/files/asset/document/charte_ur1_promotion_delegalite_et_lutte_contre_les_discriminations.pdf
https://www.univ-rennes1.fr/sites/www.univ-rennes1.fr/files/medias/files/charte_ur1_promotion_delegalite_et_lutte_contre_les_discriminations.pdfhttps:/www.univ-rennes1.fr/sites/www.univ-rennes1.fr/files/asset/document/charte_ur1_promotion_delegalite_et_lutte_contre_les_discriminations.pdf
https://www.univ-rennes1.fr/actualites/une-matinee-en-hommage-maryam-mirzakhani
https://www.univ-rennes1.fr/actualites/une-matinee-en-hommage-maryam-mirzakhani
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Annex 1 - Glossary  

 
AENES  Administrative staff of the Ministry of National Education and Higher  
  Education 
AVFT  European Association against Violence against Women at Work 
BIATSS  Libraries, engineers, administrative and technical, social and health (staff) 
CDEFI  Conference of the Directors of French Engineering Schools 
CGE  Conference of the Grandes Écoles (top-ranking higher education institutions) 
CHSCT  Health, Safety and Working Conditions Committee 
CIDFF35 Information Centre on Women’s and Families’ Rights 
CPED   Standing Conference of Equality and Diversity Policy Officers 
CPP  Leave for an educational project 
CPU  Conference of University Presidents 
CRCT  Leave for research in a given field or to focus on a new field 
CROUS  Regional organisation providing student grants, halls of residence, reception 
  of foreign students, restaurants and cultural activities 
CT  Technical committee 
DA JI  Legal and Institutional Affairs Department 
DAPEC  Directorate for Steering, Assessment and Management Control Assistance  
DGAFP  Directorate General for Administration and the Civil Service 
DGS  Director(ate) General of Services 
DGSA  Director(ate) General of Ancillary Services 
EHESP  School of Advanced Public Health Studies 
ENS  Ecole Normale Supérieure (higher education establishment that trains future 

researchers and teachers) 
ENSAI  Graduate School for Statistics and Data Science 
ENSCR  Rennes Graduate School of Chemistry  
HDR  Accreditation to Supervise Research 
HR  Human Resources 
HRIS  Human Resource Information System 
HRS4R  Human resources strategy for researchers 
ILO  International Labour Organization 
INDIA-REMU University payroll tool  
INSA  National Institute of Applied Science 
INSEE  National Institute of Statistics and Economic Studies 
ITRF  Engineers, technical, research and training staff 
IUF  Institut Universitaire de France (MESRI service that distinguishes a small number 

of university professors each year for their research excellence) 
MESRI  Ministry of Higher Education, Innovation and Research 
NBI  Salary index bonus 
PCA  Bonus for administrative responsibilities 
PEDR  Bonus for PhD supervision and research 
PIA  Investments in the Future Programme 
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PRP  Bonus for teaching responsibilities 
RHMO  Human Resources Management and Organisations 
RSU  Single Social Report 
SSE  Student health service 
SMUT  University occupational medicine service 
UBO  University of Western Brittany 
UBS  University of Southern Brittany 
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