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2 ND STEERING
COMMITTEE
MEETING OF
THE TRIGGER
PROJECT

T

TRANSFORMING INSTITUTIONS BY
GENDERING CONTENTS AND GAINING
EQUALITY IN RESEARCH

he 2nd Steering Committee Meeting of
the TRIGGER Project took place on 13
April 2015 in Rome. All the Consortium
Partners (the Italian Department for
Equal Opportunities/DPO, ASDO, Universitè
Paris Diderot/UPD, ISAS, Birkbeck College/
BBK, Università di Pisa/UNIPI, VSCHT,
and UPM) attended the meeting, which
represented a fruitful opportunity for all of
them to illustrate the state of the art in the
implementation of the 5 different Action Plans
and to deliver and discuss quick updates,
results and emerging issues.

Here are some pictures!
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ASDO

ASSEMBLY OF WOMEN
FOR DEVELOPMENT
AND THE STRUGGLE AGAINST
SOCIAL EXCLUSION

Mutual learning about the structural
change process

I

n the framework of the
fourth and last wave of
structural change
projects,
one main TRIGGER’s challenge
is to contribute to start a
shared process toward the
identification of a set of views
and building blocks of structural
change. Based on ongoing
and/or recent experiences
connected with the other “sister”
projects already concluded or
still ongoing (i.e. INTEGER,
GENISLAB, FESTA, STAGES,
GENDERTIME, GENOVATE,
EGERA and GARCIA), a path of
seminars and common initiatives
is being organised throughout
the whole project duration,
starting from this spring.

T

he first meeting was held
in Rome on April 14th 2015
with the aim of fostering an
intense dialogue on the issue of
structural change, involving not
only the consortium members,
but also the representatives
of
the
other
EU-funded
structural change projects. 27
participants from 8 projects
attended the meeting, sharing

their experience from different
countries:
France
(Integer,
Gendertime, Egera, Trigger),
Italy
(Stages,
Gendertime,
Garcia, Trigger), Turkey (Festa),
UK (Genovate, Trigger), Czech
Republic (Trigger). Part of the
mutual learning workshop was
thus devoted to the presentation
of the STAGES, INTEGER and
FESTA projects followed by a
discussion in working groups.

A

fter a general introduction
of the TRIGGER itinerary
of mutual learning among
projects by Giovanna Declich,
coordinator of the ASDO
team, the first topic has been
addressed by STAGES and
INTEGER on “Involving women
researchers in the gender action
plans - bottom-up experiences
of different structural change
projects”.

D

aniela Falcinelli from UMIL
“Università
degli
studi
di Milano”, representative of
STAGES, presented the project
in general and then focused
on their specific action plan.
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The strategy implemented by
UMIL to deal with the structural
change takes into account not
just the structures but “the
ability to ‘turn on’ people’s desire
for change, turning policy into
action and widespread social
life, something that involves the
culture, ideas and actions of real
people”. To this end, most of the
actions considered the presence
of a ‘transformational group’, a
network of independent female
researchers working with the
project staff, as one of the best
means to facilitate the change
and ensure the continuity of
the process after the end of the
project.

T

hus, at UMIL, when providing courses for post-doctoral and early career researchers
on publishing, managing research projects and accessing
research funds, the network
was involved in designing the
actions according to a gender
perspective that already took
into account the issues experienced by all young researchers, both men and women.

T

his practice reverses the
normal situation, providing
services for everybody but
explicitly targeting women. A
strategy that eludes the male
perspective, usually thought as
‘neutral’.

A

s for INTEGER,
the
project coordinator Anne
Pepin from CNRS explained
the way the 3 partners of the
project implemented structural
change by focusing on 4
key themes: engagement of
decision-makers, organizational
structures, work-life balance
and
career
progression,
development and support.
Each action plan had 40-50
actions combining institutional
and local-level measures. Especially for CNRS, the strategy
finalized to build “awareness
and capacity through gender
equality trainings, and creating conditions for bottom-up
actions”, such as training for
women researchers or women’s networks.
After a first discussion among
small groups on the way to

involve women researchers and
the importance of women’s
networks, the second topic
was introduced by Gulsum
Saglamer, coordinator of the
work package on resistances

to share the experiences on
the topic referring to their
own institutional and national
contexts.

THE STRATEGY FINALIZED
TO BUILD “AWARENESS
AND CAPACITY THROUGH
GENDER EQUALITY
TRAININGS, AND CREATING
CONDITIONS FOR
BOTTOM-UP ACTIONS”
for the FESTA project. The
subject “Understanding and
addressing resistances to the
structural change”, where the
research activity conducted in
the FESTA’s different partners
organisation was presented, was
of interest for all the participants.
The discussions in plenary were
animated and engaged, as were
group discussions, where all the
participants had the opportunity
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T

he meeting ended with a
report of the internal mutual
learning results in groups and
plenary and with the agreement
on the methodologies and
issues to address in the next
meetings.

UNIPI

UNIVERSITY OF PISA

First outcomes from
Pisa University

1

8 months have passed
since the start of the
TRIGGER
Project
and
some signs of change are
now more evident. From a
strategic point of view, we
will present just the relevant
issues, considering our work
package in an integrated way
as it is from the beginning,
and focusing on contentoriented initiatives, aimed
at practically demonstrating
the usefulness of taking
into
account
gender
priorities, points of view
and peculiarities within the
research
and
innovation
processes.

T

his goal is strictly connected with the other
one related to the achievement of gender equality
and equal opportunities in
science. In fact, we consider that gender equality in
science cannot be reached
without a change in the core
aspects of science and research practices, in line with
the gender perspective.

S

tarting from this second
point of view, it is
worth mentioning that in
March 2014 the Rector has
appointed Vice Rector Prof.
Nicoletta De Francesco as his
Delegate for Gender Studies
& Equal Opportunities.
This is great news for the
project, as it ensures the
tightest connection with the
University Administration and
a greater ability to influence
the internal rules with a
gender-sensitive approach,
as she is a full member of
all major decision-making
bodies at University level.

A

t the same level, our
first action was aimed at
analyzing the administrative
documents on a gender
perspective. This allowed
to point out a set of critical
issues in some university
internal
regulations
per taining to research
fellowships , researchers
working on a temporar y
basis, research scholarships,
the working condition of PhD
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students and that of freelance
professionals hired by the
University. On the basis of
such analysis, the regulation
has been amended by the
Academic Senate and by the
Board of Directors1 .

A

s for the activities
undertaken to prove
the usefulness of taking into
account gender priorities,
we spent almost the entire
first year to build consensus
around the project and its
objectives:
through
the
organization
of
training
initiatives and communicative
actions aimed at highlighting
the cross-cutting nature of
gender approach. We have
implemented the first edition
of the course on the Leaky
Pipeline Phenomenon (with
21 participants) and the first
two years of the mentoring
programme (with 7 mentors
and 24 mentees).

I

n our plans the path of the
first year was designed as
a crescendo that ended, in

view of the testing phase of
the gender research, with
the most relevant training
event: the training course
on “Gender in research as a
mark of excellence”, held by
the Yellow Window Group.

T

his strategy has proved
to be quite effective, as it
has allowed us to include the

noted a significant growth
in the interest of the members of the academic staff
within the 6 targeted department. Now we are working concretely on 4 paths
of research: 3 in medicine
(in the areas of occupational medicine, psychiatry and
internal medicine), and 1 in
engineering (civil engineer-

TRIGGER PROJECT
CO-FOUNDED IN 2015
TWO RESEARCH FELLOW
POSITIONS ON THE
PSYCHIATRY AREA
AND ON CIVIL
ENGINEERING AREA.
actions promoted by TRIGGER within a broader framework that promotes multidisciplinary research teams
able to do research in this
area and participate in future European Calls for Proposals. After this course, we

ing - “Pedestrian Simulation
Contrasted with Reality”).
To support this research
path, TRIGGER project
co-funded in 2015 2 research
fellow positions on the psychiatry area and on civil engineering area.
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F

rom the other point of view,
the actions aimed at better
understanding the relationship
between gender and organisational and contextual conditions have increased over these
months, as we concluded the
Satisfaction Survey with existing services and integration
plan. Following the conduction of the survey, in 2015, the
university administration department signed many agreements with different cooperatives to match the need for
child-related services not only
for employees, but also for students, PhD students and other
people working in the University on a temporary basis.

1
Academic Senate Resolution no. 93 of
22 April 2015 and Board of Directors Resolution no. 93 of 22 April 2015

UCT PRAGUE
ISAS CR

UNIVERSITY OF CHEMISTRY
AND TECHNOLOGY IN PRAGUE
INSTITUTE OF SOCIOLOGY OF
THE ACADEMY OF SCIENCES
OF THE CZECH REPUBLIC

D

uring the first 18 months
of the TRIGGER project at
VSCHT, we have managed to
implement many activities according to the Action Plan.

O

ne of our greatest achievements is identifying options for integrating gender in
the contents of research.
It is very difficult to find a topic
with a gender dimension in basic chemistry research. We had
to start slowly and be patient.

F

irst, we started organizing
“coffee breaks” for supervisors of students’ theses. Our
goal was to make them think of
potential topics in which sex/
gender analysis could have
been included. Interest arose
in many of them. To stimulate
students’ interest in gender
topics as well, we are organizing a contest to award the
best student’s paper on a gender-oriented topic. This new
award will be incorporated
into an existing annual contest
“The best student’s scientific
work” (Studentská vědecká

odborná činnost SVOČ).

W

e are also planning
to organize a contest
to award the best women researcher in VSCHT.
This award will be called “Julie
Hamáčková’s Award”. Indeed it
will be named after the first
woman professor and dean of
VSCHT. To promote these contests, we organized a second
lunch for female professors at
VSCHT where we introduced
both awards and shared other
TRIGGER project activities, including interviews with women researchers at VSCHT.

regulations: a possibility to
apply for a grant on the
parental leave. This rule has
been in place since January
2015. Another one is a new
rule for the annual “Rector’s
Award for Outstanding Early
Stage Researchers”. The age
limit has been shifted from
35 to 38 years for those
academics who had spent
some time on maternal/
parental leave or had been
unable to accomplish work
due to any other serious
reasons concerning family.
This rule has been valid since
April 2015.

I

I

W

T

nterviews are continuously
published on our webpage
http://eupro.vscht.cz/gro/
rozhovory. Twenty selected
interviews will be published in
a book early in 2016.

e have also managed to
put in place new rules
and actions contributing to
work-life balance. One of them
is a new rule incorporated
in Internal Grant Agency
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n 2015, we managed to integrate gender issues into several important documents. We
convinced representatives of
Trade Unions that the goals of
the TRIGGER project are part
of their strategy.

he Trade Union integrated
some gender issues into the
new proposal of the Collective
agreement, including the
right to be informed about

measures taken by the
employer to ensure the equal
treatment of employees and
prevent discrimination. We
also contributed to updating
the sexual harassment directive,
drafting a new internal
directive on “Equality and NonDiscrimination”. In addition, we
presented some comments on
the new university Strategic
Plan for the next 5 years. The
comments were submitted
to the management and the
Academic Senate.

W

e also continued to
organize workshops.
The most requested are
those focused on soft skills,
i.e. communication workshop
or self-confidence workshop
for women to access
decision-making boards and
committees.

W

e launched a mentoring progra mm e for
early career researchers and
so far we have 11 mentees
participating. We are cooperating with mentors from

OUR GOAL
WAS TO
MAKE THEM
THINK OF
POTENTIAL
TOPICS IN
WHICH
SEX/GENDER
ANALYSIS
COULD
HAVE BEEN
INCLUDED
both private and academic
sectors.

N

o official normative or
procedural change has
been carried out, but the
awareness of the project
and its activities led to the
fact that more women from
VSCHT have been elected into
decision making positions.
The first female dean (at
the Faculty of Chemical
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Engineering) was elected and
took office in February 2015.
The first woman (a professor
at the Faculty of Food and
Biochemical Technology)
was nominated and elected
to the Czech Grant Agency’s
panel. Also, there is a new
composition of the Academic
Senate and 2 of the students’
representatives are women.

BBK

BIRKBECK COLLEGE
UNIVERSITY OF LONDON

T

he start of the year
2015 at Birkbeck has
been characterised by
work on three activities
especially: the research
action “Gender cultures in
research and science”, which
aims to investigate personal
and professional career
trajectories and work routines
in departments where women
are underrepresented; the
networking events; and the
design of activities to support
the commercialisation of
scientific work.

T

he preliminary findings
from “Gender cultures”
have been discussed and
used as a base to formulate
the first recommendations to
the College.

T

hree points especially
emerged:

(1) Women are still the ones
who take most care of their
work-life balance; when they
have familial obligations,
they are very often expected

to take on this burden; when
on their career path, they
experience discrimination
more of ten, especially
indirect discrimination that
undervalues their role; and
they are more easily criticised
for futile reasons (such as
their appearance).
(2) Academics experience
the heaviest workload, but
can also count on flexible
working hours and training
opportunities compared to
admin staff; the problem for
admin staff seems to be the
absence of a progression
structure in their career.
(3) Junior academics seem
to be less aware of both
the impact of gender and
the challenges of managing
academics; they have a strong
focus on their publication
pipeline. Senior academics
show a strong awareness of
the complexities of gender
dynamics, the need to
commit to a more gender
sensitive environment, and
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the benefits of training
leaders
and
academic
managers.

R

egarding networking
activities, two events
have been organised, one at
Birkbeck and one at Dundalk
Institute of Technology
(Ireland); both have been
recorded to assure that a
wider public can benefit from
them. They had the format
of panel discussions, and
aimed to build a network
inside and outside Birkbeck;
organisations from the public
and private sector have been
invited and the audience could
participate and learn from
each other’s experiences.

T

he first event, “Improving
gender equality in work
– what can we learn from
London’s business and policy
organisations?” included
organisations such as PwC,
the Greater London Authority,
and Mercer. Three tips came
from the panel: first, each
organisation needs to find a

way to make gender equality
an issue for everybody;
second, supporting arguments
with data is a good strategy
for pushing people to change;
third, the path towards
gender equality and diversity
can be difficult, resilience is
necessary and it is essential
to celebrate victories.

T

he second event, “Career
paths,genderandearlystage
careers: learning from others
and maximising potential”,
combined perspectives from
high-level diplomacy with those
of academia. Three main issues
stood out: the importance
of clear career objectives;
the challenge of travelling
and balancing home and
career; and the effectiveness
of interventions (such as
mentoring, as demonstrated
by the experience of Queen’s
University Belfast).

R

egarding the commercialisation
of scientific work, this
is a particularly new issue
at Birkbeck, and the team

started by building a network
with other academics and
with UCL Venture, which
provides Birkbeck with

(such as having “champions”
for commercialisation in each
Department); consultations
will continue to further

EACH ORGANISATION NEEDS
TO FIND A WAY TO MAKE
GENDER EQUALITY AN ISSUE
FOR EVERYBODY
expertise on commercialisation.
An important issue that
emerged during this first
round of consultation is that
commercialisation is not an
issue of gender: we found
very successful cases of
women commercialising their
research; therefore, women
do not want to be treated
as a separate category. A
survey has been conducted
and this indicates that a lot
can be done to further foster
commercialisation activities
at Birkbeck. The TRIGGER
team has been active in
proposing recommendations
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understand how to motivate
researchers interested in
commercialising.
More details on our website,
www.bbk.ac.uk/trigger

UPD

UNIVERSITÉ PARIS DIDEROT

A

t the end of 2014, we
finalized some quantitative
surveys, which allowed us to
identify differences between
women and men in our
University regarding both the
student and the staff level
(see Graph 1.A to 3).
These figures are very helpful
to support our TRIGGER
actions and to better analyze
some particular aspects of
this gender differences.

Graph 1.A
Sex distribution of the students at Paris-Diderot (2013)

38 %

Graph 1.B
Sex distribution among University staff (2013)

51 %
62 %

WOMEN

MEN

Field: all the 29,807 students
of
the
University
Paris
Diderot-Paris 7 in 2013.
Sources: Office for students’
registration of the University
Paris Diderot-Paris 7.

14

WOMEN

49 %

MEN

Field: all the 3,766 civil
servants
and
fixed-term
contract employees of the
University Paris Diderot-Paris
7 at the 31 December 2013.
Sources: Human Resources
Department of the University
Paris Diderot-Paris 7.

Graph 2
Sex distribution according to the student fields, in % (2013)
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technology

Medecine and
odontology
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Total
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Field: all the 29.807 students of the University Paris Diderot-Paris 7 in 2013.
Note: as the category “others” brings together very different people, we do not analyze it to avoid
any wrong reading.
Sources: Office for students’ registration Diderot-Paris 7.
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UPD

UNIVERSITÉ PARIS DIDEROT

Graph 3
Laboratory distribution by sex for all the civil servants, in % (2009)
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Note: these data are not available for the year 2013, this is why we used the latest available data (2009).
Sources: Human Resources Department of the University Paris Diderot-Paris 7.

U

ntil now, one of our most
important
actions
in
2015 was the organization of
our International Colloquium
“Women in the academic
world” which took place from
25 to 27 March 2015 (see
Picture 1). Over 200 people
attended it. The event was
prepared with the Gender
Equality Network of Université

Sorbonne Paris Cité (USPC).
Not only has this colloquium
allowed us to work together
for the first time, but it could
also have a major symbolic
impact on the construction
of our USPC community.
This international colloquium
was a great success with
sixty speakers from about
fifteen
nationalities
(our
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Pisa partners and ASDO,
represented by Ms. Giovanna
Declich, were among the
lecturers) from various fields
(sociology, history, psychology,
medicine…) and with different
assignments
(researchers,
equality referents or task
officers,
members
of
association…). It took place in
the four universities of USPC

(Paris
Diderot,
Sorbonne
Nouvelle-Paris 3, Paris 13 and
Paris Descartes). The next
step is to compile a selection
of speeches to publish the
acts of the colloquium. The
movie of the colloquium will
soon be available on the USPC
website. On this occasion,
USPC presented on the four
university sites portraits of
female
scientists
coming
from “Infinités Plurielles”, an
exhibition of the photographer
Marie-Hélène Le Ny (see
Picture 2).

W

e are currently involved
in a survey on work-life
balance among the researchers and lecturers-researchers
of three departments in our
university: the Physics department, the English department
and the Institute Jacques
Monod specializing in biology.
The first step of this study was
an observation time making
it possible to understand the
specificities of each field and
to draft the online questionnaire. The second step of the
survey was around this questionnaire: its construction, its
spreading and the first analysis of the answers. It was
sent to all the researchers of
the three departments, which
represents 435 persons. One
in four people answered the
questionnaire. This is quite a
good answer rate which allows to have some meaningful results. After cleaning the
data and having a first shot at
analyzing the results, we can
already say that as expected,
we have noticed significant
work habits differences between the English studies department and the two others.
We have also found out that
there are different work habits between researchers who
are parents of children under

10 years of age and other researchers and sometimes differences between mothers
and fathers of children under
10. For the third step, we conducted 21 sociological interviews with men and women
voluntaries researchers, who
were involved on a voluntary basis. We are now in the
fourth and last step which is
the analysis and the draft of
the report.

T

he first part of the training
on equal opportunities
and gender management
was
intended
both
for
administrative and technical
staff and researchers involved
in
the
management
of
services. It took place in March
and more than 10 managers
participated in this half-day in
a pretty positive environment:
two third of them said they
enjoyed it very much and
one third they enjoyed it. The
second half-day of training
will take place in June.

S

till as a part of our work
with our community of
universities, we implemented
training on gender and equal
opportunities
for
master
students (first year of master)
as an extension of the training
for the first year students
held in September. This is a
two part training: the first
part is a general lecture on
gender issues and for the
second part, students can
choose between four lectures
on different aspects of sex
inequalities
(e.g.
gender
and religion, at work…). The
different sessions took place
in two universities of USPC.
We had 20 participants for
this first experimentation and
we hope that we will have a
larger number of students in
the next years.
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Picture 1 – Poster of the International Colloquim “Women
in the academic world”

Picture 2 – Infinités Plurielles
exhibition by Marie-Hélène
Le Ny at Paris Descartes

UPM

TECHNICAL UNIVERSITY
OF MADRID

T

he team of TRIGGER in UPM
has undertaken or is working
in all the actions envisaged by
the project. Important steps
have been taken to start a
process of awareness raising
that is generating relevant
results at different levels.
Much of the work carried out
last year focused on research
on the situation of women in our
institution. The report “Women
at UPM” is making a substantial
contribution
to
promoting
gender at UPM and beyond,
through the accurate description
of the situation of women and
men at the University as a whole
and at the different Schools.
It provides statistical indicators
that enable comparisons with
other national and international
studies of women in research
and innovation, such as the
reports produced regularly
by the European Commission,
She Figures, and the one
produced biannually by the
Spanish national Government,
Científicas en Cifras. The report
has been an important factor
in getting top level institutional
support in our University. It was

officially presented in January
2015 during an event chaired by
the Rector and other members
of the University Board. On the
occasion of the presentation,
we launched an Exhibition
integrated by panels in which
the results of the report are
shown in a didactical way with
the use of graphics.

T

his exhibition was envisaged
as an “itinerary event“ to
be shown at different Schools
within the University.
So far it has visited the Rectorate,
theSchoolofTelecommunications
Engineering, and the School of
Architecture. After the summer
the exhibition will continue
visiting other Schools.

A

nother important action
initiated last year was the
proposal of women candidates
for honorary degrees. A number
of candidates were selected
after a brainstorming among
members of TRIGGER at UPM.
The needed procedures within
the University are now being
followed for a nomination to take
place. It is most likely that we will
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be successful and next autumn
a woman will be awarded with a
Honorary Degree.

A

t the moment we are
involved in the creation
of a network of UPM Women
Researchers.
The core of this action will be a
website/blog that is being created and will work as a platform
gathering contents that enable
and enhance networking activity. This platform will be also
the basis for the dissemination
of women’s research works
and publications. The team of
TRIGGER has been monitoring sexist language and stereotypes within UPM. In this
regard the Equality Unit develops a sustained activity that
registers and reports cases of
use of sexist language or gender stereotypes. Additionally,
we are at the moment reviewing the website of the Department of Urban and Regional
Planning, with the aim of using
it as a good practice and example for other UPM departments and units.

D

uring the last two years we
have also developed the
following activities:
• “Training courses on gender”.
TRIGGER in UPM organizes
training courses aiming to
provide expertise and awareness
about gender in different
technical fields. Two have taken
place (with very good feedback
from the trainees) and more are
foreseen after the summer.
• “Seminars on women in
science and technology”. We
have organized one seminar,
co-organized another, and
participated in two others.
The feedback on the seminars
is being very positive.
We
underline the interest that
students show to this matter
once they are introduced to
it. The dissemination material
produced by our team is
distributed in all these events.
• TRIGGER in UPM has
developed also “Mentoring
Programmes” in the School
of
Building
Engineering.

WE ARE
INVOLVED
IN THE
CREATION
OF A
NETWORK
OF UPM
WOMEN
RESEARCHERS
During the first year 3 types
of mentoring programmes
were developed: i) mentoring
for first year female students
(mentors were Phd students

and last year students);
ii) mentoring for female
Erasmus students (mentors
were female local students);
iii) mentoring for female last
year students (mentors were
female professionals). The most
successful one was the first and
a second edition is planned for
the next course (starting on
September 2015).
• We have also advanced in
the activity “Incorporation of
gendered contents in courses”.
So far this activity has been
undertaken in two Schools:
• in the School of Industrial
Engineering gender has
been introduced in an
undergraduate course, as part
of the contents for Human
Resources Management;
• in the School of Architecture
this activity has been
integrated in two courses:
I) a semester long, full course
on gender and urban planning,
within the Masters Program,
entitled “Gender, diversity and
aging in urban planning”;
II) as a lecture mainstreamed
within the Architectural
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Undergraduate Program,
within a course entitled
“Residential planning and
Public Space”, in which
students were introduced
to gender and its relevance
regarding the production
of private and public urban
space.
The main result of these courses and lectures was again the
interest students have shown.
In the case of the Architectural
Degree, some students decided to introduce gender considerations into the design of the
final projects.
• “Guidelines for implementing
protocols on bullying, genderbased harassment and sexual
harassment”
have
been
developed and a brochure
published.
• We are in the process of
creating a blog in Spanish
to communicate within the
University community and
also in the Spanish speaking
academic world.
(https://triggerprojectupm.
wordpress.com/)

