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A high proportion of women researchers (from Ph.D. to research direction) do not

apply for research funding (21%) compared to men (4%). 13% of men researchers

are very satisfied with their success in funding applications compared to only 3%

of women researchers. A small proportion of women researchers express that they

very frequently lack resources (10% vs. 4% of men) but, in other cases, women

researchers do not perceive the lack of resources differently to men.

FUNDING IS MAINLY AWARDED TO MEN

OF WOMEN

REPORTED SEX  OR 

GENDER  BASED

DISCRIMINAT IONS
47%

Gender discr iminat ion interacts  with age:  30%

of women under 35 and 43% of  women over

50 exper ience ageism (compared to 29% and

4% of  men,  respect ively) .

1/4 women report  insu l t ing or  sex is t  jokes,

1/5 women report  int rus ive and offens ive

quest ions,  and 1/10 women have

exper ienced unwanted repet i t ive

propos i t ions of  a sexual  nature.  

*On l ine  su rvey  conducted  by  the  NPC f rom March  to  June  2022  w i th in  Bordeaux  Neurocampus  (205

respondents ,  56% women,  55% tenured ,  96% EU ,  85% FR ,  40  years  +/ -  11  s .d . )

In 2022, there are 64% and 60% of women at the Ph.D. and post-doctoral

levels, respectively. However, women represent only 38% of the young

tenured researchers and 25% of the senior researchers. 54 research teams

are managed by 72 leaders of which 79% are men. One-third of women

report participating in decision-making in comparison to 50% of men. 

79% OF TEAM

LEADERS 

ARE MEN

The proportion of fathers is higher than that of mothers, especially among non-tenured researchers. This

suggests that it is easier for men than for women to reconcile parenthood and research positions, especially

at the beginning of their career. The analysis of childcare and household workload  reinforces this

hypothesis, showing that, on a daily basis, female non-tenured researchers spend more time on it on

average (6.5 hours) than male non-tenured researchers, male tenured researchers, and female tenured

researchers (3 to 4 hours a day on average). 

IN EARLY CAREER, THE WORK-LIFE IMBALANCE AND

PARENTHOOD ARE MORE DETRIMENTAL TO WOMEN

THAN TO MEN 

 

OF WOMEN EXPER IENCED

GENDER  BASED V IOLENCE

(GBV)  IN  THE IR  CURRENT

WORKPLACE23%

2022 KEY FIGURES*
NEUROCAMPUS PARITY COMMITTEE (NPC)



2023-2025 KEY OBJECTIVES
NEUROCAMPUS PARITY COMMITTEE (NPC)

MENTORING2

5

The  NPC was  c reated  in  2020  to  p romote  d ive r s i t y ,  equ i ty  and inc lus ion  (DE I )  and  f igh t  aga ins t  gender -based

v io lence  (GBV)  and d i sc r im inat ion  w i th in  the  neurosc ience communi ty  a t  the  Un ive r s i t y  o f  Bo rdeaux .  

 

ht tps : / /www.bordeaux-neurocampus . f r /en/ resources -neurocampus/par i ty -commi t tee/

Identify or provide anti-discrimination and GBV
training for supervisors, anti-gender bias training
for evaluators, and empowerment training for
young women researchers.

MONITORING 
Collect and analyze quantitative indicators
to evaluate the state of discrimination and
monitor its evolution within Bordeaux
Neurocampus. An essential step towards
the implementation of targeted actions for
the different functions of our scientific
community.

1

Promote existing mentoring actions within Bordeaux
Neurocampus regarding the supervision and support of
young researchers by more experienced scientists.

TRAINING3

BALANCING
LIFE TIME
Offer solutions in the workplace to facilitate
work-life balance, such as childcare.

4

SHARING
Share values and experiences about gender equity and inclusion
during an annual meeting organized auround February 11 for
the International Day of Women and Girls in Science.

https://www.bordeaux-neurocampus.fr/en/resources-neurocampus/parity-committee/
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REDUCING GENDER INEQUALITY IN RESEARCH: WHY AND HOW? 

Gender balance improves the creativity and quality of research (Yang et al., 2022) and promotes unbiased 
knowledge (Beery & Zucker, 2011). Hence, achieving gender equality in research is critical to the progress of 
our society as a whole. 

To comprehensively identify the target actions, the Neurocampus parity committee (NPC) conducted a survey 
between March and June 2022 (time T0, see Annexes – Survey methods). The results synthesized in this 
document are supplemented with data from the human resources of the Bordeaux Neurocampus research 
units.  

THE “LEAKY PIPELINE”1 IN BORDEAUX NEUROCAMPUS IN 2022 

 

Fig.1 Research unit directors by gender (violet: men, orange: women) 
in Bordeaux Neurocampus (Spring 20222) 

 

 

Fig.2 Team leading by gender (orange: women) in Bordeaux Neurocampus (Spring 20223) 
 

In 2022, 67% of the management of research units are men (Fig.1). 
54 research teams are managed by 72 leaders, of which 15 (21%) are women (Fig.2). 

  

                                                             
1 Metaphor highlighting the loss of women (i.e., the decrease in their proportion) as the professional level increases. 
2 Data from Bordeaux Neurocampus Directorate. 
3 Ibid. 
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In 2022 at the Bordeaux Neurocampus, there are 64% and 60% of women at the Ph.D. and post-doctoral levels, 
respectively4. However, women represent 38% of the young tenured researchers (CR) and 25% of the senior 
researchers (DR) (Fig.3) 5. The disproportionate gender representation starts at a slightly later career stage than 
what is reported in the EU (European Commission. Directorate General for Research and Innovation., 2019) 
where gender differences start between the master and doctorate levels. The higher proportion of women in 
post-doctoral (60%) and lecturer positions (56%) within the Bordeaux Neurocampus is probably discipline-
dependent, i.e., could be explained by the higher proportion of women in the fields of biological and related 
sciences compared to physical sciences, mathematics, Information and Communication Technologies and 
engineering in France (European Commission. Directorate General for Research and Innovation., 2021). 

 

Note that similar proportions of W/M by positions are found in the survey sample (Fig.4), except for PU and 
PUPH that are underrepresented in the study. 

  

                                                             
4 Ibid. 
5 CR = tenured researcher, DR = senior tenured researcher, IR = research engineer, MC = tenured lecturer, PH = hospital practitioner , PU = 
senior tenured lecturer   
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TENURED WOMEN RESEARCHERS ARE LESS PRESENT IN DECISION-MAKING THAN THEIR MALE 
COUNTERPARTS 

In 2022, one-third of all women report participating in decision-making (25 to 50% of their time) in comparison 
to 50% of men (Fig.5). While decision-making opportunities could be directly related to the DR position, they 
are also related to gender since the proportion of men in decision-making is higher among IRs and CRs (Fig. 6) 
than their proportion in the position (Fig. 4). 

  

 

WOMEN ARE LESS LIKELY TO BE PROMOTED AND LESS SATISFIED IN CAREER ADVANCEMENT 

Limited opportunities for career progression are frequently experienced by 28% of women, compared to 19% 
of men. In contrast, 29% of men never experience these limitations, compared to 8% of women (Fig.7). 

12% of men are very satisfied with their success rate in their career progression applications compared to 7% 
of women. Importantly, 23% of women have no career development prospects compared to 11% of men 
(Fig.8). 

Inequalities in promotions are the result of several causes. First, since women are more likely employed in 
precarious jobs (i.e., Ph.D., Post-Doc, Fig.3), they have less access to promotion programs which, in France, are 
mainly intended for tenured employees. 
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Second, women are more likely to neglect promotion and to self-censor than men (Bosquet et al., 2019; Marry, 
2008). Third, productivity measures (such as publication and citation count) account for a portion of the gender 
gap advancement, and emerging approaches to rethinking research assessment in a qualitative manner (Hatch 
& Schmidt, 2020a) remain marginal. Moreover, a substantial part of the gender gap relies on explicit and 
implicit selection bias (Charlesworth & Banaji, 2019; Hatch & Schmidt, 2020b; Marry, 2008; Weisshaar, 2017). 
For example, in academia, with the same CV, women are evaluated as less competent, less hirable, and less 
valuable than men (Moss-Racusin et al., 2012). In 2002 at INRA, a woman had 15% less chance of becoming a 
DR, compared to a man with an equivalent profile, i.e. equal mobility, publications, and administrative 
activities (Marry, 2008). On average, women receive higher performance ratings than male employees. Still, 
they receive 8.3% lower ratings for potential than men (Benson et al., 2021), and women would be perceived 
as having less leadership capacity, which would in turn impact their transition to DR (Marry, 2008). Also, 
committees with implicit biases promote fewer women when they do not believe gender bias exists (Régner et 
al., 2019) and managers (including men and women) who thought bias did not occur in their field are the key 
drivers of it—a “high risk” group (Begeny et al., 2020). A consensus emerges that training aimed at promoting 
awareness of unconscious bias, in general, is not sufficient to overcome it. The training must be complemented 
with capacity building so that people learn strategies to mitigate the impact of their unconscious biases. 
Training could also raise some resistance, which must be taken into account (Lombardo & Mergaert, 2013). 

WOMEN ARE LESS LIKELY TO HOLD MANAGEMENT POSITIONS AND TO CONSIDER THEM IN THE FUTURE 

44% of women do not hold and have never held a management position, compared to 25% of men. The same 
proportion of women (45%) do not think they will be able to reach a management position in the future, 
compared to 33% of men (Fig.9).  

When they are asked why, men say they are not interested (50%) and they do not have the required skills 
(25%), whereas women are not interested (29%), but also thought that it is not accessible to them (32% 
compared to 12% of men) or declared that they have never thought about it (24% compared to 12% of the 
men).  

  

 

* FOCUS ON RESEARCH POSITIONS6 * 

The tenured researchers all hold or have held a management position. In contrast, among non-tenured 
researchers (Ph.D. and Post-Doc), a greater proportion of women than men do not plan to become managers 
(42% vs. 12%, n = 27 women and 9 men). 

                                                             
6 Ph.D. + PostDoc + CR + DR 
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RESEARCH FUNDING IS MOSTLY AWARDED TO MEN, WITH NO PERCEIVED LACK OF RESOURCES 
AMONG WOMEN 

12% of men are very satisfied with their success in funding applications compared to only 2% of women. More 
impressively, 44% of women do not apply for funding (compared to 18% of men, Fig.10). 

Women do not experience this lack of access to funding as a lack of resources. Indeed, women report a lack of 
resources more rarely than men (35% of women compared to 25% of men, Fig.11). 

  

* FOCUS ON RESEARCH POSITIONS * 

Previous findings are similar among researchers, not depending on the proportion of women who can apply. 

13% of men researchers are very satisfied with their success in funding applications compared to only 3% of 
women researchers. A high proportion of women researchers do not apply for research funding (21%) 
compared to men (4%) (Fig.12). A small proportion of women researchers express lacking resources very 
frequently (10% vs. 4% of men), but in other cases, women researchers do not differ from men (Fig.13). 

  

Our results are consistent with the meta-analysis by Schmaling & Gallo (2023) of 55 studies conducted between 
1975 and 2020. In summary, the proportion of women applying or re-applying for grants is lower than the 
proportion of eligible women. In addition, although the award acceptance rate between men and women is 
similar on a first-time application, women receive smaller awards and fewer awards after re-applying 
compared to men. 
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IN EARLY CAREER, THE WORK-LIFE IMBALANCE AND PARENTHOOD ARE MORE DETRIMENTAL TO 
WOMEN THAN TO MEN 

Less women than men report reconciling work and family life (70 % vs 81% of men, Fig.14), the ability to work 
overtime (37% vs. 53% of men), and compatibility of personal choices with career (one woman in five vs. one 
man in two). Also, more women than men perceive the negative impacts of parenthood on their career (72% 
vs. 57% of men): women massively report reduced availability to participate in competitive projects (71% of 
women), while men massively report reduced scientific production (86% of men). 

 

* FOCUS ON RESEARCH POSITIONS * 

The proportion of fathers is higher than that of mothers, especially among non-tenured researchers (Fig. 15). 
This suggests that it is easier for men than for women to reconcile parenthood and research positions, 
especially at the beginning of their career. The analysis of childcare and household workload reinforces this 
hypothesis, showing that, on a daily basis, female non-tenured researchers spend more time on it on average 
(6.5 hours) than male non-tenured researchers, male tenured researchers, and female tenured researchers (3 
to 4 hours) (Fig.16). 
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The results obtained in the present survey are consistent with the literature. Both men and women are 
negatively impacted by early career parenthood, but the negative impact is greater for women, particularly in 
reducing collaborations (Long, 1990) and productivity (Morgan et al., 2021; Vincent-Lamarre et al., 2020).  

MEASURES TO PROMOTE DIVERSITY AND GENDER EQUALITY ARE STILL UNKNOWN TO 
MANY PEOPLE 

A significant proportion of the staff (more women than men) is unaware of gender equality and non-
discrimination measures (Fig.17). The vast majority of respondents consider all the measures to be relevant 
(Fig.18). Inclusive language is the least popular measure, which is explained by a stronger reluctance among 
men and people over 30 years old. 

 

ALL FUTURE ACTIONS IMPLEMENTED TO REACH GENDER EQUALITY WOULD APPLY TO THE 
FIGHT AGAINST DISCRIMINATION AND GENDER-BASED VIOLENCE (GBV) 

Regarding the sources of discrimination, one woman out of two report sex or gender, and one woman out of 3 
report her age (Fig.19, next page). After the age of 30, women are systematically more discriminated than men 
because of their age (Fig.20, next page). The difference is very pronounced over the age of 50 where 43% of 
women are affected compared to only 4% of men, a gendered ageism widely reported in the workplace.  

Here, young people also suffer ageism, regardless of their gender. Given women are younger on average than 
men, women are more affected by this discrimination. The deleterious consequences on career paths and the 
lasting emotional and psychological repercussions of age discrimination on young people are underlined in a 
recent report by the French defender of rights (Défenseur des droits, 2021). This report highlighted the 
importance of allowing young people, particularly young women, to assert their right to recourse, which is 
often underused. 
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Discriminations based on sexual orientation or skin color seem more targeted towards men than women (7 and 
5% vs 3 and 1%, respectively), while discrimination on the basis of disability is specifically female (2%). The 
proportions of these three discriminations are low only in appearance, and are much more pronounced if we 
relate them to the proportion of people concerned in the sample (the discrimination most likely affects 
between 30 and 50% of the people concerned). 

 

 

Regarding GBV experiences in the current workplace (Fig.21), one woman out of four reports insulting or sexist 
jokes, one woman out of five reports intrusive and offensive questions about privacy, and one woman out of 
10 reports unwanted repetitive propositions of a sexual nature. Moral harassment (15%) and unwanted 
physical contacts (5%) are equally reported by women and men. 
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A vast majority of people report the violence that they have experienced or witnessed (Fig.22). Most of these 
reports are addressed to friends, family and/or colleagues. 39% of people who have been bullied have 
informed their supervisor, and 29% informed the reporting unit. 20% of those who were repeatedly offered 
unwanted sex told their superior, but none of them informed the reporting unit. Of note, one person who was 
asked for sex in exchange for work favors did not report it, and one other person witnessed a sexual 
aggression, told family and colleagues, but not the supervisor or reporting unit. 

The low reporting rates to the employer are consistent with the EU 2022 study conducted in 46 higher 
education institutions and research institutions in 15 countries (Lipinsky et al., 2022). Experienced and 
witnessed GBV are reported equally and may share the same disincentives. Barriers to speech are known: 
doubts about the seriousness of the behavior, non-recognition of a violent act, feeling of testimony being 
uselessness, fear of reprisals. Moreover, once incidents are reported, other obstacles appear [e.g., the sexual 
harassment victim's status as a "witness" blocking access to a lawyer during the administrative disciplinary 
commission meetings, extreme delays in the investigation,… (Delahaye et al., 2018)] which may dissuade other 
victims to report. 

There are no significant differences between women and men in reporting experienced GBV, but 33% of 
women are still unaware of anti-harassment policies (e.g., reporting units) vs. 11% of men. This relative 
misinformation is worrying since the victims are more likely to be women and men do not seem to be 
dissuaded by anti-harassment policies, as shown by the 2023 barometer of GBV in higher education 
(Observatoire étudiant des VSS dans l’Enseignement supérieur, 2023).  

Faced with the complexity of a phenomenon related to power relationships, there are no simple solutions. 
According to a study conducted in the medical field (Jenner et al., 2022), prevention hinges on a combination of 
highly individualized and broad system-wide measures. Also, since people are more likely to talk in informal 
contexts (colleagues) or outside of the workplace (family and friends), it can therefore be useful to provide 
information about both external and internal resources. Nevertheless, according to Clancy et al., 2020, “the 
most effective solutions to sexual harassment lie not in individual victims reporting or wrongdoers retraining. 
Instead, we should prevent sexual harassment by overhauling the structures of power that support it”, i.e. by 
“transforming institutions into spaces where all genders share power, authority, and respect.” In this sense, all 
actions implemented to reach gender equality apply to the fight against discrimination and GBV.  
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ANNEXES 

SURVEY METHODS 

From April to June 2022, a questionnaire was available online and several emails were sent to the Bordeaux 
Neurocampus community to encourage everyone to respond. The questionnaire was adapted from a 
questionnaire developed by the RESET consortium7 and was RGPD compliant. 

Over a quarter of the Bordeaux  Neurocampus responded, with 205 usable responses. The sample is 64% 
female. The average age of respondents is 40 years +/- SD 11 (range: 23-67) and significantly lower for women 
(38.5), than for men (40.9). 56% are tenured contracts, with a fairly strong imbalance between tenured women 
(50%) and tenured men (69%). A large part of the sample is from the European Union (92% EU), of French 
nationality (82% FR) and speak French (89%). As such, it was not possible to properly assess inequalities related 
to geographical origin or language and their interactions with gender. 

Compared to the Neurocampus as a whole (56% women, 55% tenured, 96% EU, 85% FR), the sample is well 
representative of the community, with a slight overrepresentation of women. 

 

 

Regarding positions, research engineers (IR) and tenured researchers (CR, DR) were well represented, but there 
was an underrepresentation of male Ph.D. students, senior lecturer (PU) and hospital practitioners (PH, PUPH). 
Finally, the research units were equally represented, except for SanPsy where there is a high proportion of (PU)PH. 

GLOSSARY 

Gender: social attributes and opportunities associated with being a woman or a man in a given context. 

Gender based violence (GBV): capture all forms of gender-based violence: physical violence, sexual violence, 
psychological violence, economic violence, sexual harassment, harassment on the grounds of gender, and 
environmental harassment. 

Gender inequalities: inequalities between women and men relative to the activities undertaken, assigned 
responsibilities, decision-making opportunities, and access to and control over resources. 

Sex: biological and physiological characteristics that define humans as female, male or intersex.  

                                                             

7 This project received funding from the European Union's Horizon 2020 research and innovation program under Grant Agreement No. 
101006560. https://wereset.eu/  
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FIGURE-QUESTION CORRESPONDENCES 

 

Fig.4 What is your current occupational category? 
Fig.5 What percentage of your work time do you spend on participation on decision making? 
Fig.7 Considering the negative impacts on careers, please evaluate how limitation of career 

progression opportunities applies? 
Fig.8 About your career, please rate your satisfaction with your success rate in career progression 

applications. 
Fig.9 - Do you currently hold, or have you ever held, a supervisory position (staff or student)? 

- Do you expect to reach a management position in the future? 
- Why do you think you will never reach a management position in the future? 

Fig.10 About your career, please rate your satisfaction with your success rate in applying for funding. 
Fig.11 Considering the negative impacts on careers, please evaluate how lack of resources (financial, 

material, etc.) to research/develop your work applies? 
Fig.12 About your career, please rate your satisfaction with your success rate in applying for funding. 
Fig.13 Considering the negative impacts on careers, please evaluate how lack of resources (financial, 

material, etc.) to research/develop your work applies? 
Fig.14 Considering the negative impacts on careers, please evaluate how difficulties in reconciling 

work and family life applies? 
Considering the negative impacts on careers, please evaluate how lack of availability to work 
overtime applies? 
Considering the negative impacts on careers, please evaluate how incompatibility of personal 
choices with career applies? 
To what extent do you consider that becoming a parent has had an impact on your 
professional career? 
In what areas have you felt this negative impact? 
- Reduced opportunities for career progression (promotions) 
- Reduced availability to participate in competitive projects. 
- Reduced scientific production (e.g.: articles, communications,...). 

Fig.15 Do you have children? 
Fig.16 In a standard work day, how many hours per day do you currently spend on household tasks 

(cooking, cleaning, laundry, shopping,...)? 
In a standard work day, how many hours per day do you currently spend on childcare: hygiene, 
food, transportation, help with homework, games, etc.? 

Fig.17 Are you aware of any of the following rights, policies or measures in your institution? 
Fig.18 Please assess the relevance of these measures to your institution. 
Fig.19 Have you ever felt discriminated against/treated unfavorably for any of the following reasons? 
Fig.20 In your current workplace, have you ever experienced or witnessed any of these situations? 
Fig.22 What was your reaction? 
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