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1. About Institut Curie 

Institut Curie, a leading player in the fight against cancer, unites an internationally renowned 
research center and an advanced hospital group that provides care for many types of cancer. 
Founded in 1909 by Marie Curie, the institute’s mission focuses on three objectives: hospital care; 
scientific research; and the sharing of knowledge and the preservation of legacy. As a private 
non-profit foundation, Institut Curie is supported by donations and grants, which are used to 
fund research to improve cancer diagnosis and treatment as well as the quality of life of patients.  

Institut Curie Research Center consists of 13 mixed research unites and a translational research 
department, jointly operated with the CNRS, Inserm and universities in the Paris region. More 
than 1,200 staff members work at three sites across the Ile-de-France: Paris, Orsay, and Saint-
Cloud. The Research Center is committed to strive for excellence in basic research and 
designed to meet the scientific and technological challenges posed by the fight against cancer. 
The Research Center fosters an environment of mutual inspiration, interdisciplinarity and 
collaboration with clinicians, establishing partnerships both in France and worldwide. The 
research conducted by the scientific teams at Institut Curie connects biology with medicine, 
chemistry, physics, data science and technology.  

Operating in a booming environment of exciting advances in precision medicine in oncology 
and innovative diagnostic and therapeutic approaches, the Research Center puts a strong focus 
on translational research. It is a crucial bridge between the scientific discoveries and their clinical 
application and contributes to forging strong links between the Research Center and the 
Hospital Group. This research-to-care continuum was an important factor in Institut Curie 
receiving the OECI “Comprehensive Cancer Center” status in 2018. 

 
2. Our Values and Commitment 

Gender equality and diversity are an integral part of our history, culture, and identity. Our founder 
Marie Curie, a woman, and an immigrant was the first female scientist to win a Nobel prize and 
the first and only one to win it twice. Equality and diversity lie at the core of our defining spirit of 
‘curie’osity’, stimulating new discoveries, innovative ideas, and creative solutions. At the Institut 
Curie Research Center, we are committed to creating a welcoming work environment for all our 
staff, representing different genders as well as manifold cultures, backgrounds, and 
characteristics of personal identity. We strive to foster an inclusive culture that ensures that 
everyone is respected, valued and supported to reach their full potential. Our vision is achieved 
through strong commitment from senior leadership and ownership of the strategy at all levels 
of the organisation.  

 
3. Procedure 

3.1 Mandatory Gender Equality Requirements of Horizon Europe 

• Public document 

The Gender Equality, Diversity and Inclusion Plan (GEDIP) is a public document and 
available at: https://institut-curie.org/page/institut-curie-research-center 

It will be disseminated throughout the Research Center following a comprehensive 
communication plan, which will reinforce the commitment to a fair and inclusive culture 
and highlight the relevance of a diversified research environment as important factor 
fuelling creativity and innovation. 

• Dedicated Resources  

Dedicated staff have been tasked with the project of developing the GEDIP as part of their 
professional assignment. The GEDIP Team will support implementation and monitoring 
and the director will designate (a) coordinator(s) overseeing the activities related to the 
implementation of the GEDIP. Referents for certain topics have already been appointed. 
A special budget dedicated to training and capacity building will be allocated. 
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• Data collection 

The Research Center routinely collects and analyses gender disaggregated data to 
assess the progress made towards gender equality. The BDES (economic and social 
database) brings together all the information required for consultations and recurrent 
information that the employer makes available to the works council. This information 
includes indicators relating to professional equality between women and men, especially 
on pay differences (Articles L. 2312-18 and R. 2312-7 of the Labour Code). Some of the data 
collected at the institute are published annually.  
 

• Training and capacity building 

The Research Center offers training and information events concerning the areas covered 
by this GEDIP, the action plan includes additional initiatives.  

The GEDIP was developed in collaboration with research units, departments and people 
working at the Research Center, by means of a participatory process building on several 
key elements:  

- Collection of data across the Research Center (Direction services, HR, Training Unit, 
Grants department, Technology Transfer Office; December 2021 – May 2022) 

- Institutional survey on Gender Equality, Diversity & Inclusion (December 2021–January 
2022) 

- Individual interviews and focus groups (March – May 2022) 
- Formation of a GEDIP working group (from autumn 2021) 

The way is part of the goal – in this sense developing the GEDIP has already contributed 
to reflection and a lively dialogue involving many participants, setting an excellent starting 
point for the implementation.  

3.2 GEDIP Team 

The GEDIP Team has been formed in autumn 2021. It is a dynamic group, members will 
change according to actions and topics covered.  

Members involved in setting up the plan:  

- Virginie Bel, Head of Programmes and Partnerships 
- Florence Cavalli, Junior Principal Investigator 
- Tatiana Malherbe, Deputy director of the Research Center 
- Dörthe Nickel, Head of International and European Relations 

The plan could not have been conceived without the contributions of the many 
colleagues, who have given their time and thoughts.  

 
 

4. Gender Profile of the Research Centre 

4.1 Personnel (all employers) 

  Figure 1: Percentage of personnel by gender in 2018, 2019 and 2020.  

 

  
 
 
 
 

 
 

 
 

Figure 2: Percentual gender distribution for different staff categories in 2018, 2019 and 2020 

women       men 

The overall gender distribution at 
the Institut Curie Research Centre 
has remained relatively stable. 
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* The category Permanent Researchers includes all researchers/engineers with a permanent contract other than team 
leaders or unit directors.   

In terms of staff category, the gender ratio differs considerably. Support functions, 
technicians and staff scientists are predominately female. Then distribution has not 
substantially changed between 2018 – 2020. 

Figure 3: Percentual gender split pre- and postdoctoral fellows 

 

 

 

 

 

 

Figure 4: Gender distribution team leaders and unit directors 

 

 

 

 

 

 

4.2 Professional Equality Index (Institut Curie Research Centre employees only) 

The enaction of the Avenir Professional law (2018) and the Rixain law (2021) have the 
objective of reducing the gender pay gap still prevalent in France today. The former law 
has made it mandatory for French companies with ≥ 50 employees to publish an annual 
gender equality index, the latter aims at improving economic and professional equality, 
including provisions on access to remote work for pregnant women and the introduction 
of quotas in management positions in companies with ≥ 1,000 employees.  

The gender equality index is calculated based on 5 indicators and assesses possible 
inequalities between women and men in the form of a 100-point score. For 2021, at a score 
of 88 points, Institut Curie exceeds the regulatory target of 75 points:  

- Pay gap between women and men – 38/40 points 

- Differences in individual salary increases between women and men - 20/20 points 

- Differences in the distribution of promotions between women and men - 10/15 points 

- Percentage of employees receiving a pay raise after maternity leave - 15/15 points 

- Parity between women and men in the 10 highest paid jobs – 5/10 points 

 

* 

Except for 2019, women 
slightly outweighed their 
male colleagues for both 
pre- and postdoctoral 
fellows.  

While the share of 
female team leaders has 
stayed reliably close to 
40%, gender parity for 
unit directors has 
worsened in the last 
three years.  
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5. Rationale, Objectives & Strategy 

5.1 Rationale  

The GEDIP is an instrument to actively implement organisational change and embed 
gender equality, diversity & inclusion into the Research Center’s processes and work 
environment. It will contribute to boosting our positive track record on gender equality 
and offering good career opportunities to women. It will also guide us in paying 
attention to other categories of inequality and how they can be compounded when 
different characteristics intersect. The GEDIP will ensure that effective strategies and 
procedures are in place and provide a plan for monitoring progress. It offers the 
opportunity to meaningfully participate to all staff. The GEDIP is intended to complement 
and reinforce already established tools, actions, and legal agreements.  

5.2 Objectives & Strategy 

• Develop policies based on data and evidence 
Any successful GEDIP action plan needs to be optimally tailored to the circumstances 
and needs of the organisation. Building it on solid evidence helps to establish priorities 
and focus actions, allowing for robust benchmarking with comparable organisations. 
In addition to compiling the gender disaggregated data presently collected at the 
Research Center, we will review which other data should be routinely collected in this 
format to further improve the evidence-base. Changes of procedure will be 
implemented where needed. Being available and listening to our staff is crucial and 
very important to us, regular dialogue and discussion will ensure that the GEDIP is 
answering to their concerns.  

• Promote a fair and inclusive organisational culture 
We strive to role model an organisational culture that champions gender equality and 
respects and values diversity. Inequalities are often not a result of conscious decisions 
but rooted in implicit stereotypes and biases. We will develop staff knowledge of 
gender equality, diversity and inclusion and provide training and tools that help to 
contribute to positive culture change and the integration into a diverse workforce 
community. We will improve the dissemination of information on gender equality, 
diversity & inclusion and introduce actions to support international arrivals and 
integration.    

• Support a beneficial work-life balance 

A healthy work-life balance leads to more satisfaction at work, resulting in higher 
engagement, commitment, and motivation. We promote the reconciliation of 
professional and personal life to improve the well-being of our workforce through 
measures such as the opportunity for remote and flexible working arrangements. 
Despite many legal provisions aimed at eliminating inequalities triggered by family 
care work, many obstacles that hinder full opportunities for parents and mothers, in 
particular, remain. We will introduce actions that mitigate inequalities stemming from 
family responsibilities and ensure access to professional activities for all staff at the 
Research Center.  

• Foster inclusive leadership and decision making 

Despite the Research Center’s good gender balance profile at the level of researchers 
and team leaders, inequalities still exist in terms of strategic positions held by women. 
We will encourage the balanced participation of women and men in decision-making 
positions and introduce actions aimed at supporting the access of women to senior 
roles as well as at improving the gender balance of committees and governing bodies. 
Moreover, inclusive leadership is not limited to gender balance. We will support our 
staff in leadership positions in applying best practices in terms of fairness, diversity and 
inclusion, and provide information and training for the members of selection 
committees. 
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• Be an inclusive equal opportunities employer 

An organisational culture aiming at promoting gender equality, diversity & inclusion 
results in a larger talent pool and increases the number of perspectives and creative 
ideas developed, which can lead to greater research productivity. We will actively seek 
to mitigate gender and diversity imbalances, raise awareness amongst members of 
the workforce involved in recruitment processes, review hiring practices and provide 
guidelines to our research units for a fair, objective, and transparent recruitment 
process.  

• Ensure equality in career progression 

Gender equality and inclusiveness cannot be achieved with isolated actions but rest 
on fairness being woven into the institute culture. We strongly support equality 
between women and men in career progression and development by providing a wide 
offer of training opportunities to all our staff. To reduce gender disparities in access to 
promotions, we will actively encourage women to apply for promotions, including 
women with dependent children and/or not working full time. We will ensure a fair 
evaluation process by assessing our promotion practices for objectivity and 
inclusiveness and adapt them accordingly.  

• Support staff to integrate the sex and gender dimension into their research 
Sex and gender have often been overlooked as meaningful factors influencing 
biomedical research, leading to incomplete results, and impacting clinical practice. 
Integrating the dimension of sex and gender into the design of research projects can 
improve the explanatory power of the research, avoid misleading generalisations, 
reduce problems with reproducibility and increase its societal benefit. We will roll-out 
specialised online training to all PhD students and raise awareness through appointing 
a topic coordinator and establishing a seminar and workshop series addressing all 
researchers.  

• Prevent and combat harassment including gender-based violence 
Bullying and harassment including gender-based violence are a risk wherever people 
come together. We consider prevention to be key to creating a safe working 
environment and are committed to taking measures to minimise the risks for 
harassment. A comprehensive policy gathering all tools and measures available at the 
Research Center will set values and standards for correct behaviour and allow to take 
early and consistent action.  It will ensure transparency of process and be 
communicated to the entire workforce. We will raise awareness on the definition of 
harassment in a work environment including relevant laws and regulations and offer 
training courses on how to deal with inappropriate conduct.   
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6. GEDIP Action Plan 
 
Version History 
 

Version # Section(s) Description of Changes Date 

1.0  First version of the action Action Plan July 2022  
    
    
    

 
 

6.1 Collection of Data  

 
Objective Action Implementation 

stage 
Responsible Indicators & 

success 
criteria 

Gain better insight 
concerning the gender 
ratio for grants applied 
for and received 

Include gender as a category in 
the recording of applied for and 
received grants 

Planned/Under 
review 

Grant office Data are available 
in a gender 
aggregated format 

Gather information on 
gender in technology 
transfer  

Discuss with TTO to record 
gender of patent holders or start 
up creators 

Planned/Under 
review 

TechTransfer 
Office  

Figures are 
available in a 
gender aggregated 
format 

Collect gender 
disaggregated data on 
authorship and 
publications 

Launch collection of data via the 
Share-Pa database 

In beta phase Direction/Units Analysis of 
publications 
carried out 

 
6.2 Communication on Gender Equality & Diversity 

 
Objective Action Implementation 

stage 
Responsible Indicators and 

success criteria 

Communicate about 
the Research Center’s 
commitment to gender 
equality, diversity & 
inclusion 

Set up a webpage on gender 
equality, diversity & inclusion as 
part of the IC webpage 

In development Direction/ 
Communication 
department 

Amount of 
content/number of 
news items 
published 

Numbers of visitors 
to the site 

 Communicate about gender 
equality, diversity and inclusion 
at the Research Center to the 
public 

In development Direction/ 
Communication 
department 

Number of articles 
published 

Number of content 
items on social 
media 

Report on key numbers 
of gender equality in 
main reports 

Decide on which key figures to 
include in Annual Report of the 
Director and implement them in 
the next edition 

Planned/Under 
review 

Direction  Key numbers are 
included 

 Discuss with the Foundation 
which key figures on gender 
equality should be included in 
the Annual Report of IC 

 

Planned/Under 
review 

Direction/ 
Communication 
department 

Foundation agrees 
to include gender 
equality in report 
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6.3 A Fair and Inclusive Organisational Culture 

 
Objective Action Implementation 

stage 
Responsible Indicators and 

success 
criteria 

Raise awareness of 
gender equality, 
diversity and inclusion 
at the Research Center 

Conduct an information campaign 
on gender equality, diversity and 
inclusion 

Under review Direction/ 
Communication 
department  

Number of events 
presenting the 
GEDIP 

Number of women 
and men attending 
events 

Number of staff 
members who have 
received a copy of 
the GEDIP 

Number of internal 
news items 
published / 
disseminated 

 Introduce mandatory training 
session on the institutional values 
& policies for new arrivals   

Planned Direction Training session in 
place 

Number of 
attendants 

Feedback received 

 Develop and introduce workshop 
on gender equality, diversity and 
inclusion to be booked 

In 
development/active 

Direction/Units Number of 
workshops booked 

Number of 
attendants 

Combat implicit 
stereotypes and biases 

Offer seminar on unconscious 
bias (at least 1 per year) 

Planned Training Unit Number of 
seminars proposed 

Number of male 
and female 
attendants 

Feedback received 

Support international 
arrivals 

Develop comprehensive 
information booklet to be 
distributed to new arrivals and in 
the units 

Planned HR Number of booklets 
distributed 

Ensure accessibility of 
information to all staff 
members 

Publish internal documents and 
guides in French and English  

Active/Under 
review 

All involved 
departments 

All internal 
documents are 
published in 
French/English 

     

 
6.4 A beneficial work-life balance 

 
Objective Action Implementation 

stage 
Responsible Indicators and 

success 
criteria 

Reconciliate 
professional, private & 
family life 

Set core times for seminars and 
meetings 

Under review Direction/Units Meetings and 
seminars take 
place at core 
times 

 Inform on agreements on remote 
work  

Active HR Number of 
women and men 
working remotely 

Number of days 
worked remotely 
broken down by 
gender 
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Mitigate inequalities 
stemming from family 
care responsibilities 

Introduce the possibility to extend 
fixed-term employment contracts 
rules for staff taking 
maternity/paternity leave or other 
care leave 

Under review Direction/HR Number of cases 
when this 
possibility was 
proposed to the 
manager and 
employee 

Provide information for 
parents and future 
parents 

Draft, distribute and communicate 
Guide to Parenting 

Active HR Number of 
downloads of 
guide 

 
 

6.5 Inclusive leadership and decision making 

 
Objective Action Implementation 

stage 
Responsible Indicators and 

success 
criteria 

Establish balanced 
participation of 
women in leadership 

Ensure that recruitment for 
leadership positions 
proactively addresses women  

 

Under review Direction/Units Number of 
women in 
leadership 
positions 
increases 

 Provide training and guidance 
for selection committees 

Planned HR Number of 
guides 
distributed 

Number of 
trainings 

Improve gender 
diversity on decision-
making bodies and 
committees   

Proactively approach female 
candidates 

Active Foundation/Direction Gender ratio on 
committees 

 Introduce policy to aim for 
gender parity on committees 
with decision making power 

Planned Foundation/Direction Gender ratio on 
committees 

Promote inclusive 
leadership and 
management skills 

Clearly define leadership 
competencies and include 
gender equality and diversity 
objectives in the Management 
White paper 

 

In progress HR  

 
6.6 An inclusive equal opportunities employer  

 
Objective Action Implementation 

stage 
Responsible Indicators and 

success 
criteria 

Promote a balanced 
staff composition  

 

Promote the under-represented 
gender among applications of 
similar merit and skills 

Planned Units and 
departments 
involved in 
recruitment 

Changes in parity 
of staff members 

Ensure a fair, objective, 
and transparent 
recruitment process 

Adapt the LIBRA Recruitment 
Handbook and distribute it to all 
units and departments involved 
in recruitment 

In development HR/GEDIP 
team 

 

 Review hiring processes and job 
adverts for inclusiveness with the 
help of the Recruitment 
Handbook 

In development Units and 
departments 
involved in 
recruitment 

All adverts 
mention 
inclusiveness 

 

 



 11 

6.7 Equality in career progression  

 
Objective Action Implementation 

stage 
Responsible Indicators and 

success criteria 

Support equality in 
career progression and 
development 

Provide training in soft 
skills/career development 

Active TU Number of women 
and men attending 
trainings 

Encourage women to 
apply for promotion 

Include section in Management 
White paper 

In progress HR Number of women 
applying to 
promotion 

 Consider encouragement of 
women in annual career talks 

Planned HR and 
managers 

Number of women 
applying to 
promotion 

Ensure a fair evaluation 
process 

Review procedure for JPI 
evaluation and modify 
accordingly 

Planned Direction JPI seniorisation 
process includes 
considerations of 
gender equality 
and diversity  

 

 
6.8 Support staff to integrate the sex and gender dimension into their research 

 
Objective Action Implementation 

stage 
Responsible Indicators and 

success 
criteria 

Raise awareness for 
the impact of sex and 
gender on research  

Appoint a coordinator for 
activities 

Planned Direction Coordinator in 
place 

 

 Establish seminar/workshop series 
on the topic 

Active Direction/TU/ 
Labex projects 

Number of 
attendance 

 Publish articles on topic in internal 
media 

In progress Direction/TU/ 
Labex projects 

Number of articles 
published 

Train staff on the 
impact of sex and 
gender on research 

 

Introduce a mandatory online 
module for all PhDs and new 
arrivals 

Planned Direction/TU Number of people 
trained 

 
6.9 Prevent and combat harassment including gender-based violence 

 
Objective Action Implementation 

stage 
Responsible Indicators and 

success 
criteria 

Ensure early and 
consistent action 
against harassment 

Gather all instruments and define 
procedural steps in a transparent 
policy on harassment  

In progress HR/ 
Occupational 
Health 

 

Communicate the 
values of the Research 
Centre regarding 
harassment 

Draft and design a brochure on 
institutional values, available 
instruments, and a description of 
the procedure to be given to all 
new arrivals and distributed to all 
units 

Planned HR Number of 
brochures 
distributed 

 

 Publish articles in internal media Planned Communication 
department 

Number of articles 
published 

Introduce measures to 
lower the risk for 
harassment 

The mandatory training session 
on institutional values & policies 
for new arrivals highlights the 

Planned Direction/HR Number of people 
trained 



 12 

conditions for a fair work 
environment  

Feedback received 

 The mandatory training session 
on institutional values & policies 
for new arrivals provides legal 
definitions of harassment 

Planned Direction/HR Number of people 
trained 

Feedback received 

 Draft and design a brochure on 
institutional values, available 
instruments, and a description of 
the procedure to be given to all 
new arrivals and distributed to all 
units 

Planned Direction/HR/ 
Communication 
department 

Number of 
brochures 
distributed 

 

 Offer Active Bystander Training 
to all staff 

Planned Direction/HR Number of people 
trained 

Feedback received 

 

 
7. Tracking the progress of our strategy through indicators and monitoring 

A regular monitoring plan will facilitate evaluating progress against our objectives. The 
assessment of impact, effectiveness, relevance, and sustainability of the GEDIP’s actions will 
provide factual evidence aiding the Research Center in learning and growing as an organisation. 
We will annually update and review our data collection and carry out reporting based on the 
indicators set in the action plan. We recognise that gender ratios alone are an insufficient 
indicator for gender equality and that qualitative assessment oriented at outcomes of 
interventions will produce additional meaningful results. To facilitate this aim, we will ask for 
feedback from participants/staff involved in the GEDIP actions and continue the fruitful 
dialogue. 
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