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DIPARTIMENTO PARI OPPORTUNITÀ

THE TRIGGER
PROJECT HAS A NEW
PARTNER!

T

he TRIGGER Project has a new Partner!
Indeed, the DPO decided to entrust,
from 1 July 2016, WP8 on Networking,
Dissemination and Communication to
IRS – Istituto per la Ricerca Sociale (Institute
for Social Research), considering its valuable
experience in FP7 and Horizon 2020 projects.

qualified internal research structure of more
than 40 researchers, and partnerships with
other leading European research centers,
prestigious universities and qualified experts.
IRS is a wholly independent, non-profit
cooperative currently counting 60 members
and is part of various international research
centres networks. It closely collaborates with
prestigious universities and qualified experts
in the field of, inter alia, gender equality in
science and research. Its services range from
research, consultancy, evaluation and training
to the organization of specific and high level
events and communication activities.

IRS research areas have developed specific
activity lines regarding equal opportunities for
all, particularly on gender equality and gender
mainstreaming, namely: gender equality and
institutional capacity in public and private
organizations; gender equality and education,
training and research; gender equality and
the labour market; gender equality and
immigrants; gender equality and the economy;
gender equality and social services.

At national level, IRS is currently supervising
and updating a specific website on gender
issues (www.gendercommunity.net) and
has organized and scientifically supervised
the implementation of local, national and
European events.

Since its foundation 40 years ago, IRS has
been carrying out wide research activities
and has become a leading research institute
at the European level, thanks to a highly

For the European Commission, IRS was part
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of the Consortium which has been organizing
the Mutual Learning Programme (MLP) on
gender equality, which aims at reinforcing
mutual learning among the EU Member States.
Within this context, IRS has organized several
events (good practice exchange seminars) on
different gender issues over the last years.

IRS has also specific experience in the
implementation of other projects funded under
European and national funding programmes
dealing with gender equality.
Considering IRS comprehensive expertise
in this field, the high scientific level of all
the deliverables to be produced under
WP8 will continue to be ensured. Indeed,
the collaboration between the DPO and
the partners will continue with the same
sharing approach used until now for the
implementation of all activities and actions.
IRS was officially presented to the other
TRIGGER Partners at the 4th Steering
Committee meeting, held at UPM in Madrid on
7 October 2016 and will be responsible for:

SINCE ITS
FOUNDATION 40
YEARS AGO, IRS HAS
BEEN CARRYING OUT
WIDE RESEARCH
ACTIVITIES AND HAS
BECOME A LEADING
RESEARCH INSTITUTE
AT THE EUROPEAN
LEVEL

• The constant updating of the TRIGGER
website;
• The TRIGGER project’s e-newsletter;
• The organization of the TRIGGER Final
Conference.
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BIRKBECK COLLEGE
UNIVERSITY OF LONDON

PROMOTING GOOD
PRACTICES AND
WORKING ON THE
SUSTAINABILITY OF
TRIGGER

Leadership development
and mentoring are crucial
at any career stage in
academia.

T

he TRIGGER team at
Birkbeck
has
been
involved in two streams of
activities especially. First,
the initiatives characterising
our
work
packages
relating
to
leadership,
networking mentoring and
commercialisation. Second,
the team has been engaged
in the work for submitting the
Athena SWAN application:
Athena SWAN is a Charter
recognising good practice in
relation to gender equality
in universities in UK and
Ireland, and Birkbeck is
currently applying to renew
its Bronze award. For the
TRIGGER team, participating

in this work is important to
guarantee the sustainability
of part of the project
activities, as Prof. Helen
Lawton Smith explains in the
following article.
Most of the activities conducted
in the last few months
are related to leadership
development for women. This
is essential to help removing
the
obstacles
preventing
women in their career path.
At Birkbeck the leadership
development strategy is based
on three pillars, corresponding
to three different target groups:
leadership development and
networking for early career
women,
aspiring
women
professors
and
managers
network, and the women
professors network across the
University of London.
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The stream for aspiring
women
professors
and
managers was launched
in June (see the previous
issue of the newsletter).
The two other streams were
launched more recently. A
workshop on goal setting on
September 15th 2016 opened
the stream of events for early
career women. This was
offered to both academic
women and women from the
professional staff, to ensure
that everybody at Birkbeck
is given support for career
development opportunities.
In fact, one of the findings
from the underlying research
on “Gender Cultures” (WP
3.1), was the lack of career
development opportunities
for women professionals.
Regarding the established
professors network, this was

launched in November at a
networking event involving
women coming from other
London University colleges
as well. The objective of
this network is to create
opportunities for sharing
experiences and engaging in
peer learning.
A second edition of the
TRIGGER-Athena
SWAN
mentoring programme has
been launched. This offers
academic, research, and
teaching staff across the
College the opportunity to
benefit from the guidance of

a mentor, and to participate
in meetings with other
mentees and the mentors.
The programme is jointly
organised with the Human
Resource Department in
order to ensure its continuity
after the end of the project.
Parallel to that, a Handbook
of Mentoring Best Practice is
currently being completed.
Building on our experience
in designing and running a
mentoring programme, and
on the state of the mentoring
literature, the Handbook
aims to offer advice to

LEADERSHIP DEVELOPMENT
AND MENTORING ARE
CRUCIAL AT ANY CAREER
STAGE IN ACADEMIA.
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institutions willing to set up a
programme, and also, to give
information to prospective
mentors and mentees.
Public events are an
important moment to raise
awareness about gender
equality issues and promote
TRIGGER. On November
2nd, the team organised
a
panel
discussion
on
“Improving gender equality
in career development in
STEMM disciplines”. Among
the speakers, Dr Amanda
De Mestre, Royal Veterinary
College,
University
of
London;
Colette
Henry
(Chair), Dundalk Institute
of Technology, Ireland; Dr
Katherine Thompson and
Prof Alexandra Poulovassilis,
Birkbeck College, University
of London; Maaike Van

Den Branden,
Senior Insight Director,
Aimia; Thalis Vlachos,
Partner, Hine Legal and Helen
Wollaston, Chief Executive,
WISE (Women in Science and
Engineering).
Helen Wollaston highlighted
that,
despite
the
many
positive steps to address
the gender inequality in
STEMM, women still occupy
just 21% of professional and
academic roles in 2016. This
number is rising, however, a
substantial gender imbalance
still persists. Maaike Van Den
Branden drew on the vital
importance
of
company
culture to foster career
development for both male
and female staff members.
Flexible and open company
culture, mentoring schemes
and equality committees all
emerged as popular ideas for
fostering institutional change.

IMPROVING GENDER
EQUALITY IN CAREER
DEVELOPMENT IN STEMM
DISCIPLINES
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DISSEMINATING
OUR FINDINGS TO
A WIDER COMMUNITY

THE STRUGGLE FOR
EQUALITY IN ACADEMIA.
THE GENDERED EFFECTS OF
AN APPARENTLY INNOCENT
WORK ALLOCATION

F

rom the start of the project,
the TRIGGER team at
Birkbeck has been active in
disseminating its findings to
a wider academic audience.
In 2016, the team presented
at the British Academy of
Management
(Newcastle,
September 6-8), at the Gender
in Higher Education and
Research Conference (Paris,
September 12-14), and at
the International Triple Helix
Conference (Heidelberg 25-27
September 2016).
The paper presented by
Dr Meschitti at the British
Academy of Management,
“The struggle for equality
in academia. The gendered
effects of an apparently
innocent work allocation”,
is focused on how the
practices
of
allocating
tasks
in
an
academic
department might work at
the detriment of women.
G e n d e re d
s te re ot y p e s
and expectations on what
women and men are good
at, impact on the amount

and type of tasks people
receive. As well summarised
by a research participant,
doing “the housework of
the organisation” might not
pay off in terms of career,
and this seems to happen
more often to women.
The contribution presented
by Dr Meschitti at the
Gender in Higher Education
and Research Conference,
“Gender
cultures
in
academia.
How
careers
develop in a ge nde re d
environment ”,
explored
how
academic
careers
today, characterised by high
pressure in terms of scholarly
production and competition
between institutions, make
the pursuit of academic
careers especially difficult
for women, who are still the
ones who most take care of
their families and struggle
with their work-life balance.
At
the
Tr i p l e
Helix
conference,
Professor
Lawton Smith presented
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TRIGGER
research
from
a survey and interviews
on
gender
differences
in
commercialisation
of
research in UK universities.
The results included a series
of recommendations from
three main themes that were
derived from the interviews:
commercialisation benefits;
commercialisation issues
and career, gender, and
seniority issues.
To know more:
w w w. b b k . a c . u k / t r i g g e r/
our-research/research-andpublications

GENDERED
STEREOTYPES
AND
EXPECTATIONS
ON WHAT
WOMEN AND
MEN ARE
GOOD AT,
IMPACT ON
THE AMOUNT
AND TYPE OF
TASKS PEOPLE
RECEIVE

BBK

BIRKBECK COLLEGE
UNIVERSITY OF LONDON

UPDATES FROM PROF.
HELEN LAWTON SMITH,
COORDINATOR OF
TRIGGER AT BIRKBECK

T

he
Birkbeck
TRIGGER
team has exceeded its
expectations for the project
results. The team has not only
delivered on all of the nine
tasks on time, but has taken
the output to new levels. Two
areas in particular are of note.
The first is that the project has
delivered real institutional
change on gender equality
within Birkbeck.
The ground work put in on
the early tasks especially on
Gender cultures, has given
us a body of evidence on
where there needs to be
institutional change, and
therefore on how this can be

achieved. Recommendations
to the College on where
re s p o n si b ilit y
li e s
fo r
furthering
gender
equality, for example in
co m m e rci a li s ati o n
of
research, and accountability
at College level have borne
fruit.
We have led on and
championed
the
cause
of
treating
all
women
employees in the college
as equals so that there
is no division between
academic and professional
(administrative staff). Our
message is one of inclusion.
We have worked to have
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TRIGGER
represented in
most of the major initiatives
on equality within the College:
the Equalities Committee,
the Leadership Foundation’s
Aurora Programme Organising
Committee, and the Athena
SWAN
Self-Assessment
Team, which writes the
Athena
SWAN
strategy
(the Athena SWAN Charter
was established in 2005 to
encourage and recognise
commitment to advancing
the careers of women
in
science,
technology,
engineering,
maths
and
medicine).
Dr.
Meschitti
has led the TRIGGERAthena SWAN mentoring

programme.
This
will
be sustainable after the
TRIGGER project ends as it
will be taken over by Human
Resources.

from policy and business
communities and has brought
the insights from the Birkbeck
TRIGGER programme to a
wide range of audiences.

Evidence of the impact is
to be found in the videos
recorded by the TRIGGER
of leaders in the College
supporting gender equality.
These include the Master of
the College (Professor David
Latchman) and its President
(Baroness John Bakewell)
www.bbk.ac.uk/trigger/ourresearch/birkbeck-leadersspeak. It would not have
been possible to record
these when the TRIGGER
project
started,
as
an
awareness and commitment
to gender equality was at
a very low base. Moreover,
these videos are being used
in other initiatives within the
College to highlight the role
of leadership in institutional
change.

A lesson learned from this
is the value of the TRIGGER
project external board, who
have guided us on ways
to engage with broader
audiences and how to
increase impact. A challenge
ahead is to fully develop
the impact strategy so that
the
Birkbeck
TRIGGER
experience is embedded
in
the
College
gender
equality strategy. TRIGGER
has brought resources and
impetus that was lacking in
the College and which need
to be maintained.

A lesson learned is the
importance of evidence and
the necessity of sustained
interaction with key individuals
and committees to make sure
that the TRIGGER voice is
heard.
The second area is the
focus on engagement with
broader stakeholders through
networking
events
and
dissemination through blogs
especially. This engagement
has enriched the TRIGGER
project by bringing in insights

An area where there was
an unexpected problem in
the implementation of the
action plan is with respect
to the commercialisation
of research task. Although
TRIGGERs’ recommendation
to the Business, Economics
and
Informatics
School
on appointing a ‘talent
scout’ was accepted, this
is not gender specific as
the number of women
scientists is small. The
School of Science which has
more women scientists has
decided that this is not a
priority.
The future of European
policies for the advancement
of women in STEMM should

THE PROJECT HAS
DELIVERED REAL
INSTITUTIONAL CHANGE ON
GENDER EQUALITY WITHIN
BIRKBECK
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pay specific attention to
the differing motivations
and career expectations
of
women
in
different
disciplines within science,
and women compared with
men. The TRIGGER project
longitudinal study of PhD
students and early career
researchers has highlighted
particular issues relating to
perception of prospects for
future careers.
A message for girl students
to study STEM is that there
is far greater understanding
of the issues facing women
as they enter academic
careers. Support is available
and there are an increasing
number of role models.

UCT PRAGUE
ISAS CR

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

UPDATE ON TRIGGER
PROJECT ACTIVITIES
AT UCT PRAGUE

T

he second half of 2016
was quite eventful at the
UCT Prague. In September
the team organized the
traditional meeting of women
researchers at UCT, this time as
a brunch. Both full professors
and associate professors were
invited to this meeting and
focussed on addressing the
severe underrepresentation
of women in leadership
positions at UCT Prague both
in managerial and academic
roles.
Younger
women
researchers and experienced
professors
were
brought
together in order to network
and share their experiences.
The professors should act
as role models and mentors
for the younger mentees.
8 training modules were
introduced, all in cooperation
with
expert
lecturers.
Trainings
were
launched
in November 2016. So far
four have been organized:
Defining the strengths and
weaknesses, Team leadership,
Effective team cooperation
and Communication skills,

all of them evaluated very
positively. Both the team
and the attendees are eager
for more workshops in next
semester.
In October 2016, the UCT was
honoured to welcome Gary
Loke, the Head of Policy and
External Relations for Equality
Challenge Unit, UK. Gary Loke
was invited to Czech Republic
to deliver two workshops: one
within the Working Group
for Change of the National
Contact Centre for Gender
and Science (TRIGGER team
member), the other for the
top management at the
UCT. Gary Loke spoke about
the importance of equal
opportunities
and
equal
outlook on both women
and men, which leads to a
pleasant, fair and competitive
working environment. Gary
showed (on data from 140
UK
universities,
carefully
collected
and
evaluated
during 11 years of his practice)
that the systematic steps to
achieve gender equality have
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many more important effects,
such as much more attractive
workplace, increasing
e m p l oye e
p ro d u c tivit y
or a higher grant success
rate. He also specifically
emphasized how important
it was to dismantle the bias
and ingrained stereotypes
that we have in our heads,
and how important it was
to support and encourage
individuals and not fear to
apply for offered positions

SHARING
EXPERIENCE
AND
MUTUAL
LEARNING
ARE AN
INTEGRAL
PART OF
THE TEAM’S
ACTIVITIES

and career advancement.
He also stressed that the
erratic environment is barely
anyone’s fault.
One of the biggest actions
taking place in this period
was the Julie Hamackova
Award. In 2015, this award
was triggered by the need to
communicate the issue of sex/
gender analysis for gendered
innovations
toward
the
academic staff and students,
and to motivate students
to engage in explorations
of the opportunities sex/
gender analysis offers. The
Award bears the name of
Professor Julie Hamackova,
the first female student,
Professor and Dean at the
Technical University in former
Czechoslovakia. The second
Julie Hamackova Award for a
student thesis with a gender
dimension
was
awarded
in November 2016, with 8
student thesis submitted
and 3 awarded. Compared
with last year’s pilot edition,
we have noticed a shift, not
only in the gender balance
of competitors but also in
the quality of student thesis.
To ensure a good quality
preparation of students, two
workshops were organized
in cooperation with Yellow
Window, an introductory
one and a more advanced
workshop where participants
worked on concrete topics.
The competitors were also
encouraged to consult their
research topics with TRIGGER
team members.
At the end of 2016, another
JH Award will be awarded
to an outstanding woman
researcher at UCT Prague,
this time for a significant
contribution
to
the

development of science,
research,
pedagogy
and
innovation.
During 2016 the final survey
of needs, obstacles and
challenges was carried out
at the UCT. Recently, the
statistical review report on
gender equality as well as
quantitative and qualitative
research into the working
conditions at the university
among university staff have
been completed and are now
ready for use.

T

he Czech TRIGGER team
was highly active in 2016,
presenting analyses of the
experience implementing the
gender action plan at various
venues. These included the
9th European conference
on gender equality in higher
education in Paris, where
team members presented
analyses of women’s careers
at VSCHT and obstacles
facing women researchers
accessing
top
positions.
Other venues included the
Engendering
Habitat
III
conference organized by the
COST Action genderSTE in
Madrid or the final conference
of
th e
G e n d e rT i m e
project. Reflections on the
implementation process and
specifically on the aspect
of “knowing the institution”
(launch of statistical data
collection and administration
of a questionnaire survey to
assess employee satisfaction
and gender equality culture)
were presented at a seminar
organized by EIGE at a
Learning and Dissemination
seminar.
Sharing
experience
and
mutual learning are an
integral part of the team’s
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activities, and we expect
to take advantage of these
opportunities in 2017 to the
same extent as we did in
2016. We will also continue
to build exchanges nationally,
within the Working Group
for Change of the National
Contact Centre for Gender
and Science (TRIGGER team
member).
The
Working
Group for Change organizes
trainings and mutual learning
events for individuals and
institutions
interested
in
cultural
and
institutional
changes for gender equality.
The team also plans to
contribute to RN 24 Science
and
Technology
Studies
at next year’s European
Sociological
Association
conference.
Most importantly, the Czech
team will be organizing a
workshop in Prague, to reflect
on the implementation of the
TRIGGER project in Prague. A
call for papers will be launched
at the end of January, and will
open streams dedicated both
to issues of gender equality
in research and higher
education institution as well
as to reflections on the change
process in organizations.

UCT PRAGUE
ISAS CR

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

A BRIEF
INTERVIEW TO
THE ACTION PLAN
COORDINATOR
AT UCT PRAGUE
A s a c o o r d i n a t o r, h ow
satisfied are you with the
project’s results so far?
I am very satisfied, because
during the first 3 years of
course of our project we
have initiated and managed
many new activities that
have never been conducted
at our university. First of all
we have opened the debate
on importance to include
gender aspects into strategy
of management of human
resources at our university
and also in the content of
student’s research works.
What kind of results have
you achieved over the last
three years?
In cooperation with our
partners from Institute of
Sociology we carried out
in 2014 and again in 2016
statistical survey and analysis
of aggregated statistics of

position of men and women
at UCT Prague and online questionnaire survey
on needs, obstacles and
challenges of women at UCT
Prague. Results and survey
findings are presented as a
message to our leadership
and are used when designing
a long-term strategic plan.
We opened a discussion
with
the
Trade
Unions
representatives, who were at
the beginning very skeptical
about our work. But at the
end of this year we managed
to negotiate incorporation of
the new rule concerning the
work-life balance (flexible
hours
and
home/remote
office) into a paragraph of the
Collective Agreement.
We also succeeded with
adoption of the new provision
in the rules of our Internal
Grant Agency, which allows
early stage researchers, who
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are on the parental leave, to
apply for a grant.
We have reviewed the history
of women who studied and
worked at our university
during the last 100 years,
particularly the history of the
first female professor and
Dean Julia Hamačkova. In her
honour, we have established
a new prize “Julia Hamackova
Award”
including
three
categories.
Within the category “A” a
women, employed at UCT
Prague, is awarded for her
significant
contribution
to science or pedagogy.
Within the category “B” an
employee is awarded for his/
her significant contribution
to the promotion of equal
opportunities at UCT Prague.
Within the category “C” we
organise a student contents
of research works comprising
sex or gender analysis.

We have launched courses
to enhance the competences
and soft skills of early career
women
researchers,
we
organise regularly meetings
with and for the female
professors.
A book of interviews with
twenty significant female
researchers and teachers
acting at UCT with the
title
“Searching
for
a
Dynamic Equilibrium: Three
Generations
of
Women
Researchers at the University
of Chemistry and Technology
Prague” enjoyed considerable
success and currently the
Publishing department of
UCT Prague funded a second
edition of 1000 copies, that
will be distributed through
the network of booksellers
in the country. Last but
not least we designed and
run project website http://
gro.vscht.cz through which
we communicate with the
scientific community.
Could you identify some
lessons learned and
challenges ahead in the
implementation of the
Action Plan?
This is the first project of
its kind carried out in the
context of a Czech university.
Our action plan is very
wide and ambitious, so we
may have any difficulties to
promote institutional and
cultural transformation in
such short period of 4 years
of project implementation
in all its activities. However,
we have managed to get this
issue on the agenda of UCT
Prague, we have opened a
debate among the scientific
community
about
the
importance of gender issues
at the university primarily
focused on education and

research in STEM subjects,
particularly chemistry.
As a beginner in this area,
because I am originally a
chemist, I would recommend
to anyone before engaging
in a similar project, to
find out what institutional

not
allowed
to
study
technical discipline including
chemistry. Situation changed
after the year 1918 when
the former Czechoslovakia
was established, and then
the proportion of women
increased from 5 % to 10 % in

THE NEEDS AND CULTURE
OF EACH COUNTRY, EACH
INSTITUTION, AND EACH
BRANCH OF SCIENCE
SHOULD BE RESPECTED
transformation
means
in
practice. Perhaps it would
be appropriate to prepare a
feasibility study first and then
an Action plan.
Decision to cooperate with
gender experts from the
Institute of Sociology was very
important for implementation
of some items of our Action
plan, such as questionnaire
surveys and data processing,
conducting interviews and
writing a book.
Have
any
unexpected
problems occurred in the
implementation of the
Action Plan?
Yes, we found out that
setting quotas for minimum
representation of women in
leadership or membership in
boards is unacceptable issue
for both men and women, the
expertise is preferred.
What is your idea of the
future of European policies
for the advancement of
women in STEM?
From the example of UCT
Prague, we see that 100
years ago women were
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1939. During the socialist era,
when the policy of equality
for women was promoted,
the
number
of
female
students increased to 30%
and first female professor
Julia Hamackova became a
Dean of faculty. Currently the
number of female students
at our university is about 60
%, on the Faculty of food and
biotechnology 70%. Political
support is important but the
needs and culture of each
country, each institution, and
each branch of science should
be respected.
Do you have any encouraging
message for girl students to
study STEM?
Do not be afraid of STEM
subjects,
particularly
chemistry.
Chemistry
is
all around us; in fact our
human body is a chemical
reactor. Come to us to study
chemistry, and be sure you
will love it.

UNIPI

UNIVERSITY OF PISA

FROM MONTH 25
TO MONTH 30 AT
PISA UNIVERSITY

I

n the second half of this third
year of the TRIGGER project,
we worked on consolidating
our achievements with the
new governance at university
and departmental level, on
capitalising on our work and
guaranteeing the sustainability
of the project. This year we have
had to deal with the renewal of
the top management of the
university and our department,
which has had a significant
impact on the negotiation
process underway to change
internal rules and practices.
Despite this, thanks to our
activities, we have continued
to support female careers,
promote work-life balance
(particularly at individual level)
and work towards gendering
content.
Our career-focused activities
can be grouped into two
categories. The first was
devoted to fostering female
researchers still wet behind the
ears through the third edition
of the training course on the
leaky pipeline phenomenon,
the second edition of the
mentoring
programme
and the third edition of the

annual thesis award. The third
edition of the leaky pipeline
phenomenon
course
(26
September - 24 October)
was confirmed as a powerful
tool bolstering the awareness
and strength of the younger
generation. We invited the
participants of the first edition
to partake in numerous training
activities, which proved to be

issues in the PhD course of the
department.
We also improved the second
edition of the mentoring
programme. We now have
10 enrolled mentor-mentee
couples,
and
we
have
introduced
three
general
meetings to promote the
sharing and exchange of ideas
among mentors and mentees

WE ALSO SOUGHT TO
PROMOTE FEMALE CAREERS
BY LAUNCHING THE FIRST
VERSION OF OUR WEB
PLATFORM “WOMEN IN
SCIENCE”
pivotal for the reinforcement
of the empowering process,
as well as an opportunity to
rethink the formula of the
course, so as to guarantee its
sustainability over time and for
the duration of the TRIGGER
project. As part of a concerted
effort, we have put together a
proposal for the introduction
of a module dedicated to such
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and a process of self-reflection
on their methods.
Once again, we awarded
the best thesis in one of the
three departments for its
gender approach, both with
a formal and financial form of
recognition. For the first time,
a thesis in engineering was
selected.
We also sought to promote

female careers by launching
the first version of our web
platform “Women in Science”.
As planned, this platform
provides all data on female
academic careers at university
and departmental level by
matching different databases
on
career
progression,
scientific productivity and
curricula. The platform is
continuously and automatically
updated and will be used by
the University. In this way, we
will be able to emphasise the
importance of this issue in
the mission and vision of the
University, and encourage, on
the basis of empirical evidence,
the development of positive
actions.
In the first part of the TRIGGER
project, we established new
agreements
at
University
level for the implementation
of
integrated
services
promoting work-life balance,
based on what had emerged
from our work and on the
needs expressed by (male
and
female)
researchers
and professors. We are now
focusing on the individual level,
by deconstructing gender
roles within the couple, and
considering the private sphere
as an inextricable part of
public life. This is why we have
launched a second cycle of
seminars devoted to parental
roles. We are trading on past
experience
and
involving
different target groups of the
“university population”, in
terms of age, role and gender.
The two lessons held so far
were devoted to parents
and their role in gender
socialisation and the impact
on family responsibility of time
from a gender perspective (11
October, 17 November).
Lastly, we would like to briefly
underline
the
discernible

benefits of our multidisciplinary
research group, by citing our
scientific results and published
papers (at international and
national level), which have been
presented at the third edition
of the Annual Conference of
the TRIGGER Project (planned
for 12 - 13 December 2016,
Pisa).
The TRIGGER core team of
UNIPI has promoted a series
of dissemination activities
in an endeavour to create
awareness about the project,
and to develop its knowhow, activities and objectives.
As part of our strategy, we
recently signed a number
of institutional agreements
with the Tuscany Region,
specifically the Department of
Health, and with the National
Institute of Health (the leading
technical/scientific body of the
Italian National Health Service).
In this framework, we will have
the opportunity to present
the TRIGGER project and its
activities during a national
conference organised by the
National Institute of Health on
“Gender Medicine”, to be held
on 22 March in Rome. We are
working to organise a similar
initiative with the Tuscany
Region.
At present, we are only able
to provide an outline of
the external dissemination
activities we have planned
for 2017, but our participation
in two important national
conferences
is
worth
mentioning.
The results of the research
activities we have conducted in
the framework of the TRIGGER
project on female academic
careers have been presented
on 20 - 21 January 2017 in
Trento, during the national
conference on “Saperi di
Genere”. We will also be doing
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an oral presentation on the
results of gendering content in
the field of medicine.
We are organising a thematic
session on women in medicine
for the VII Congress of the Italian
Society of Women Historians
(Pisa University, 2-4 February
2017). We are currently in the
process of collecting abstracts.
The session will begin with a
presentation of the TRIGGER
project and all activities
dedicated
to
promoting
women’s careers.
At international level, we plan
on introducing the project
and its activities before
the
European
Parliament
in Brussels, on 8-10 March,
during the presentation of the
European initiative “WISE4All:
Women for Innovative Society
in Europe”.

UNIPI

UNIVERSITY OF PISA

INTERVIEW
WITH PROFESSOR
RITA BIANCHERI,
UNIPI TEAM
COORDINATOR ON:
A) THE COORDINATOR’S
SATISFACTION
OF
THE
PROJECT’S RESULTS
As Coordinator of the work
team of the University of
Pisa, I can certainly say that
we are satisfied with the
results outlined from three
main lines of action distinct
but intertwined: promoting
awareness,
consolidation
of networks, young careers
support.
In details: deepen the study
on gender issues has meant
on the one hand successfully
carry out a line of research
already investigated, and
on the other hand, intensify
the action of overcoming
ideological barriers as part of
the athenaeum policies. This
with a twofold advantage:
our scientific work opens
to
multidisciplinary
and

contemplates gender lens,
with effects also in terms of
direct awareness on project’s
themes of all those women
and men at different levels
involved.
Second, the project has
promoted the intensification
of
contacts,
and
the
consolidation of networks
with international realities
in the perspective of new
research and construction of
partnerships.
Third, the actions have
declined
even
in
the
promotion of grants and
fellowships to stimulate and
support the careers of young
female researchers active in
the STEM fields, and at the
same time to make them
aware of the gender dynamics
that characterize careers in
academia and outward.
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B) LESSONS LEARNED AND
CHALLENGES AHEAD IN
THE IMPLEMENTATION OF
THE ACTION PLAN
Our numbers tell a story of an
academic world characterized
by a shortage of female
engineers
and
scientists,
and an even more marked
shortage of female engineers
and female doctors going to
gradually fill apical vacancies
in the academic structure.
Analysing
the
existing
situation, what emerges is
a complex challenge, which
consists of two main fronts:
firstly, gender mainstreaming
and empowerment to avoid
the creation or reinforcement
of inequalities. How? For
example, with policies aimed
at
encouraging
a
truly
neutral language, respectful
in his application of gender
identity; and also, promoting

workshops and classes on
the proper use of language
as a tool of awareness of the
problem of gender inequality.
C) UNEXPECTED PROBLEMS
IN THE IMPLEMENTATION
OF THE ACTION PLAN
It is fundamental to adjust the
intervention tools according
to their application context,
taking into account the
“starting point” of reality
where these must be applied.
Further, action must always
test with the singularity/
subjectivity of actors and their
expertise and key powers.
The personal characteristics
and/or the individual powers
and sensitivity - with different
and opposite effects - may
impact on outcomes and the
effective access to resources.
This process involves an

additional, complex and to
some extent risky challenge:
the one of sustainability
and institutionalization of
changes. The hope – and I
mean not in terms of mere
hope but as a key goal on
which to focus the efforts is to build organic policies
and promote laws that have
national significance and
a
long-term
perspective
(neither
temporary
nor
personal): only these may
constitute a unified and
consistent framework.
D)
THE
FUTURE
OF
EUROPEAN POLICIES FOR
THE ADVANCEMENT OF
WOMEN IN STEM
Policies and programmes
should pay attention to
structural
change.
But,
in order to create stable

19

POLICIES
PROGRAMMES
SHOULD PAY
ATTENTION
TO
STRUCTURAL
CHANGE
and
sustainable
changes
continuing investments are
needed and a supported level
of resources and investment.
For the advancement of
women in STEM and more
generally in the academy
and in the labour market, we
must promote a double track:
gender studies in research
and equal opportunities as
collective awareness in men
and women, following and
by practicing the keywords
“equity” and “innovation”.

UPD

UNIVERSITÉ PARIS DIDEROT

INTERNATIONAL
CONFERENCE
AND TRAININGS
AT PARIS
DIDEROT

T

he start of UPD academic
year was filled with many
events
related
with
the
TRIGGER project. A large part
of the time of UPD team was
taken by the organization of
the 9th European Conference
on Gender Equality in Higher
Education in UPD, but other
actions were implemented too.
The 9th Conference
The French National Centre for
Scientific Research (CNRS),
the Université Paris Diderot,
the
Université
Sorbonne
Nouvelle - Paris 3 and the
Université Sorbonne Paris Cité
(USPC), with strong support
from the French Ministry for
National Education, Higher
Education
and
Research,
organized the 9th European
Conference
on
Gender
Equality in Higher Education in
Paris on 12-14 September 2016.
Three hundred researchers,
professors,
administrators,
policy-makers,
practitioners
and students attended the
conference. More than thirty
sessions
and
conferences

were planned. The results of
the Work-Life balance study,
carried on in UPD as part of
the TRIGGER action plan,
was presented in the session
“Work-Life
balance
and
indirect discrimination in higher
education
and
research”.
The Birkbeck College team
presented a paper in this
session too.
The conference was the
occasion to establish contact
with other researchers, from
all over the world, who shares
same interests. Furthermore,
it was a good way to involve
university leaders in our
actions. The PEFH (Pôle Égalité
femmes-hommes) team had
really good feedbacks about
the event from the participants
and the university leaders and
researchers. According to
them, it was a great success.
Gender equality training for
1st year students
As every year now, September
was also the month of gender
equality trainings for first year
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students. 2500 students from
all disciplines were convened
to attend one of the 15
sessions (between 1st and 16th
September) animated by three
trainers. For the first time, the
issues of sexual harassment
and neutral language were
introduced in the session.
Open University and science
The «Open university and
science» took place on 12-15
October 2016. For this edition,
the communication office
of Paris Diderot University
organized speed searching
workshops. The aim was
to present various search
fields to outside people and
explain what the profession of
researcher is. Each researcher
had 10 minutes to introduce
his/her path and studies to
10 people gathered around a
table. Sophie Lhenry, from the
UPD team presented to a public
high school the sociologist job
and the importance of gender
studies. She met nine groups
of students who showed their
interest about this issue.

Theatre on sexual harassment
for staff and students
For the third year, the UPD
team offered to the students
a « théâtre forum » on sexual
harassment. For the first time
this year, another session was
planned for administrative
staff and researchers of
the university. The theatre
Compagny «De(s)amorce(s)»
created ten years ago a theatre
play on sexual harassment and
workplace violence with the
European association against
gendered workplace violence
(AVFT).The actors play two
stories based on real-life facts.
Each scene of the stories is
played two times. On the
second time, any member of
the public is invited to come
up on stage to try to change
the situation and make sexual
harassment to be recognized
by others characters. Twenty
staff members and about
thirty
students
attended
the theatre play. The two
groups were really active and
people came on the stage to
participate. At the end of the
performance, a member of
AVFT came to give information
about the policy framework of
sexual harassment in higher
education in France. The UPD
team presented the Institut
en Santé Génésique (IGS), the
centre which takes over the
sexual harassment victims in
the Community of universities,
USPC (Université Sorbonne
Paris Cité).
Finally, the possibility or not
for UPD to merge with other
universities (USPC) is linked
to our action plan and could
influence the sustainability
of some of our actions. It is a
current significant concern for
the UPD team.

Each year, a lot of actions
(trainings, awareness-raising
actions) which are not included
in TRIGGER project, are
organized at Paris Diderot. On
this occasion, UPD team use to
present their office, its missions
and the TRIGGER project.
For instance, UPD team
organizes every year different
awareness-raising
activities
for the international women’s
day. These activities can take
various forms: conferences,
theatre performances, film
debates, exhibitions, etc. In
2017, UPD team will organize
two events, in collaboration
with UPD Cultural office and
municipal Paris 13th district
office: an exhibition and a film
debate on gender equality.
These events will take place at
Paris Diderot University and
will target the Paris Diderot
students and staffs and the
local residents.
The same year, for the third
time,
Paris
Diderot
will
organize,
in
collaboration
with the French national UN
Women
Committee
and
Hubertine Auclert Centre, a
French association dedicated
to gender equality, a national
video contest on gender
equality. During the awards
ceremony, which will take
place in a movie theatre,
each partner will present its
institution and its involvement
on gender equality. UPD
team, as in previous years, will
mention the support of the
European Commission in its
activities thanks to TRIGGER
project.
In another vein, TRIGGER
project will be also presented
in greater detail during the
proposal of the new gender
equality actions plan in the
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central council. Indeed, in the
introduction of the new action
plan, TRIGGER is mentioned
as one of most important
reference of the new actions
plan. The UPD team will,
during the presentation in
central council, explain that
a part of the new actions are
the results of TRIGGER project
experience.
TRIGGER project will be also
mentioned
or
presented
outside of Paris Diderot, during
the implementation of actions
at University Sorbonne Paris
City level, federation of four
universities and four institutes,
and at national meetings
organized by French Ministry
of Higher Education and
Research and the national
association of gender equality
officers.

UPD

UNIVERSITÉ PARIS DIDEROT

INTERVIEW OF
ANNE KUPIEC
PEFH DIRECTOR AND
VICE-PRESIDENT OF
HUMAN RELATIONS
AT UPD

SATISFACTION
OF
PROJECT’S RESULTS

THE

Recently, we observed that
gender equality issues are
much more recognized and
legitimated by the university
instances. The awareness of
the central offices seems to
be real. The new recruitment
procedures or the application
of UPD to the label HRS4R
which takes equality measures
into account are a sign of this
new interest.
Furthermore,
the
French
Ministry of higher education
and
research
entrusted
the organization of the 9th
European Conference on
Gender Equality in Higher
Education to our university
and particularly to the Pôle
Egalité
Femmes-hommes
(PEFH) team (with the CNRS).
This proves the recognition

of our expertise in gender
equality issues in higher
education too.
In addition, we are proud
of the implementation of
a dispositive for sexual
harassment victims. We have
set up trainings to make staff
and students sensitive about
this issue. Furthermore, we
developed links with medicine
department, a target which
has been complicated to
reach so far.
Finally, the issue of gender
equality has been mentioned
by the instances of university
as a specificity of UPD in the
roadmap that could conduct
to the merger of UPD with
other universities (USPC), if it
was accepted by the central
council.
LESSONS

LEARNED
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AND

CHALLENGES AHEAD IN
THE IMPLEMENTATION OF
THE ACTION PLAN
Over the past three years, we
pointed out that we need to
spread largely and regularly
information about actions
led as part of TRIGGER,
particularly by mobilising our

GENDER
EQUALITY
ISSUES ARE
MUCH MORE
RECOGNIZED
AND
LEGITIMATED
BY THE
UNIVERSITY
INSTANCES

equality referents network and
by presenting these actions
in front of the governance
bodies. Information about
our action plan necessitates
to be also more promoted
among teachers-researchers
in sciences and medicine.
Eventually, we took into
account the fact that we
have to renew annually our
trainings to reach a maximum
of staff and students (in
particular new entrants).
Moreover,
it
should
be
stressed that elected bodies
of the university change
every four years and that
national
context
could
change
with
presidential
elections in 2017. Gender
equality issue may no longer
be a preoccupation. We have
to ensure sustainability to our
actions by including them in a
broader framework.

WE NEED TO
STRENGTHEN
WOMEN
RESEARCHERS’
POSITION IN
STEM
UNEXPECTED PROBLEMS IN
THE IMPLEMENTATION OF
THE ACTION PLAN
Some
delays
in
the
implementation of our
action plan are due to the
current situation in French
universities. The fact that we
don’t know if UPD will merge
with other universities or not
makes things considerably
more difficult. It obstructs
the
implementation
of
some of our projects. It is
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also complicated to access
governance bodies to present
our actions (or make approve
it) because of the full agenda
of the councils.
THE FUTURE OF EUROPEAN
POLICIES
FOR
THE
ADVANCEMENT OF WOMEN
IN STEM
We think that it is necessary to
develop actions in elementary,
secondary and high school to
encourage women vocation
in STEM. It is really important
to fight gender stereotypes in
school counselling.
At
university
level,
we
need to strengthen women
researchers’ position in STEM.

UPM

UNIVERSIDAD POLITÉCNICA DE MADRID
TECHNICAL UNIVERSITY OF MADRID

AN INTERNATIONAL
CONFERENCE AND
SOME NEW
COLLABORATIONS

T

he activity of the second
half of 2016 has been
marked by the International
Conference
“Engendering
Habitat III”, which took place
from 5th to 6th of October.
This was the final conference
of the project genderSTE,
a COST Action coordinated
from the Technical University
of Madrid and involving some
of the TRIGGER members of
our university. Even if the main
topic of the conference was
the inclusion of gender and
equality in the fields related to
the human habitat (planning,
housing,
transportation,
climate change, etc.) we
included an extra track on
structural change in STEM
fields. Taken advantage of
the international call, we saw
the opportunity to create a
framework where to gather
representatives from other

European sister projects and
all those interested or working
on the inclusion of gender and
equality in STEM institutions.
Four sessions were organized
with the participation of more
than 20 organizations from
different European countries.
Because of this additional track
in our conference, this was also
a perfect framework for the
TRIGGER consortium to meet
and organize a mutual learning
session with other sister
projects. Thus, we were very
happy to host and collaborate
in the organization of this
internal meeting in Madrid.
After the election of a new
Rector and his team before the
summer break, there has been
a period of transition where
some actions within our Action
Plan have been postponed or
slightly reviewed, especially
the most institutional ones.
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WE SAW THE
OPPORTUNITY
TO CREATE A
FRAMEWORK
With the new school-year the
elaboration of the first Equality
Plan goes on, with a different
commission appointed from
the new management team,
which is developing the plan
taking as a basis the original
draft elaborated by TRIGGER
members. The permanent
actions are being undertaken
as usual, and with the new
school year we have started a
new edition of the mentoring
programmes
for
female
students at the School of
Building Engineering. The
inclusion of gender in existing
courses is one year more
introduced in the School of

Industrial Engineering and
the School of Architecture.
We have recently started
to supervise a Bachelor
Dissertation on women’s urban
security
including
gender
perspective in both the topic
and the methodology. This
dissertation is having the
support of the City Council of
Madrid, who is collaborating
in the organization or the
meeting with the stakeholders
and the fieldwork.
In fact, both the Equality Unit
and the UNESCO Chair (the
two main units within the
UPM regarding equality and
gender issues) are going to
get the support of the City
Council of Madrid for the next
year to organize activities,
courses or publish materials.
This line of financing is likely
to last some more years, but
the confirmation will come
year after year and depending
on the approval of budgets.
The collaboration with the
City Council is one of a set of
external collaborations we are
undertaking in order to extend
the action plan and promote
the feasibility of the equality
and, above all, gender-related
policies in our university
after the TRIGGER project is
finished. We hope to achieve
further agreements in the
forthcoming months.
The second half of 2016 had
also the commitment of a new
Deliverable: Guidelines for
the introduction of gendersensitive language. Following
the example of our Guidelines
of sexual harassment (a former
TRIGGER Deliverable), we have
followed the same readerfriendly format and the same
layout and graphic design, in
order to create step by step
a small collection of materials
on equality policies for our
university. We are planning

some training courses for
the next year, where we will
disseminate and make use of
these two publications, among
other materials.
Externally to the TRIGGER
project we have different
events on the horizon, inside
and outside our university. In
December 2016, the director
of the Equality Unit will talk
about the evolution of women
in the engineering studies
within our university. The event
is organized by WIE-Women
in Engineering and hosted in
our University. We will have
the opportunity to show the
results of our first gender
statistics report “Women at
UPM” published in 2014 and
a preliminary insight of the
results for the second edition
of the document that will be
published next year.
Outside to our university,
our
UNESCO
Chair
on
Gender Policies in STEM last
September joined the new
University Network of Feminist
and Gender Studies. The
network aims at creating a
forum to share research and
experiences in order to achieve
a specific area of knowledge in
the Spanish education system,
but also at setting a common
front to vindicate compliance
with the Law in gender
equality. In January 2017 we
will participate in the second
meeting of the network. We
will have the opportunity to
present the TRIGGER Action
Plan of our university and all
the lesson learnt during the
first three years of the project.
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UPM

UNIVERSIDAD POLITÉCNICA DE MADRID
TECHNICAL UNIVERSITY OF MADRID

INTERVIEW TO
INÉS SÁNCHEZ
DE MADARIAGA,
PROJECT
COORDINATOR OF
THE TRIGGER
PROJECT AT THE
UPM
Are you satisfied with the
results of the project?
I am highly satisfied with the
project’s results. In addition
to the measures included
in our TRIGGER work plan,
the project has triggered
the drafting and hopefully
the coming adoption of the
first ever GEP at UPM, a big
and
highly
masculinized
technological university in
Spain. Prior to TRIGGER,
no advancement had been
produced in this direction,
even if universities in Spain
are legally required to adopt
GEPs.
What are the lessons learned
and the challenges ahead in
the implementation of the
Action Plan?
A main lesson learned is that
changes in the leadership
team of the University create
periods of uncertainty for
people who for a while do

not know what the new
priorities and ideas of the
new leadership might be,
even whether the structures
created for gender equality
will be maintained, under
which circumstances, and
with what personnel and
material resources. This has
a significant impact on the
work. However, on the other
hand, institutional inertia
seems to be significant
enough to ensure that the
overall ongoing work is
continued, even if some
new points of view might
be brought in by the new
leadership. So the Action
Plan is being implemented
in a continuous way despite
changes at the top of the
University occurred early in
2016. The Gender Equality
Plan that had been drafted
before the change in the
leadership is being adapted
with certain modifications
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and will be approved in
the coming months. The
remaining actions included
in our Action Plan for the
incoming year are in process
in a normal way.
Please,
explain
the
unexpected problems in
the implementation of the
Action Plan.
We are adjusting the work of
some specific deliverables,
particularly
the
statistics
and the network of women.
Also, a main overall criteria of
the new leadership is not to
focus on actions specifically
addressing
women,
but
to present measures as
overarching measures within
the University. This entails
a reorientation of some
measures particularly for the
GEP that had been drafted.
Regarding future updates of
the gender statistics at the
University, the criteria is to

produce a shorter document
with a not so exhaustive
number
of
indicators.
Understaffing of the Gender
Equality Unit continues to
be an issue. Regarding the
creation of the network of
women, this has taken longer

than expected due mainly
to resistances by a number
of high level women within
the University, but it is now
taking shape building on
opportunities that have arisen
in the wider architectural
and engineering professional
contexts in Madrid and Spain.

AS A YOUNG
WOMAN
IN THESE
FIELDS YOU
CAN BRING
IN NEW
IDEAS AND
CONTRIBUTE
TO IMPROVE
THE WAY
PEOPLE LIVE
AROUND THE
WORLD

Which is your opinion about
the future of the European
policies for the advancement
of women in STEM?
I have a positive opinion
of the future of European
policies for the advancement
of women in STEM which
is mainly based on the fact
that after almost 20 years,
a very strong community
of stakeholders has been
created across the continent.
Many
individuals
and
organisations are now fully
aware of the importance of
the issue, and are supporting
the continuation of these
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policies. I have a very strong
opinion that this community
continuous, highly visible,
and active support will ensure
long life to such policies within
the European institutions
responsible for their design
and implementation, ie the
European Commission, the
Competitiveness Council, and
the European Parliament.
Could you give us an
encouraging message for
girl students to study STEM?
STEM fields are fun. It is
very exciting to see how
you
can
transform
the
world
through
science,
technology, engineering and
mathematics. As a young
woman in these fields you
can bring in new ideas and
contribute to improve the way
people live around the world.

ASDO

ASSEMBLY OF WOMEN
FOR DEVELOPMENT
AND THE STRUGGLE AGAINST
SOCIAL EXCLUSION

WORK IN PROGRESS:
ASDO ON-SITE VISITS

A

crucial
part
of
the
monitoring process of the
action plans is represented
by the annual on-site visits,
which represent an occasion
to meet, not only the project
teams’ members, but also
relevant internal and external
stakeholders and beneficiaries
of the project actions.
The first partner visited by
the ASDO team, composed
by
Giovanna
Declich
and Marina Cacace, was
the Birkbeck College of
London
on
September
15th. During the morning, a
general monitoring of the
activities was held with all
the members of the core
team (Helen Lawton Smith,
Viviana Meschitti, Jeanne
LeRoux,
Mark
Panton).
Analysing the last period,
the team has declared that
the
collaboration
within
the College has improved,
including the cooperation
with the HR department and
the Athena SWAN committee.
In particular, focusing on
the future sustainability of
the actions included in the
plan, the Birkbeck team has

organised a meeting with
Ammara Khan HR Partner for
Gender Equality and active
Participant in the Athena
Swan Steering committee,
and Kevin Coutinho HR
Partner for Equalities in
charge of the SERG project.
In the same date, the
ASDO team took part in
the early career seminar
on goal setting, conducted
by Andrew Atter, in the
framework of the TRIGGER
action plan.
On
N ove m b e r
15th,
G i ov a n n a D e c l i c h a n d
Maddalena D’Urso visited
the University of Chemistry
and Technology of Prague.
During the visit, together
with Anna Mittnerova and
Katerina Grecova of VSCHT
and Marcela Linkova and
Hana Viznerova of ISAS,
the ASDO team had the
possibility to meet the
member of the Academic
Senate, Irena Kučerová, the
member of the staff of the
pro-rector for strategy Iva
Algerová and the former prorector for research, Bohumil
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Kratochvíl to speak about the
next actions and their future
sustainability.
During the meeting the
team reported the successes
achieved in the last months:
the involvement of bachelor
students in activities related
to the gender topic, the
introduction of the s e x disaggregated data
collection in the university,
the introduction of the
maternity leaves for Ph.D.
students, the success of the
book of the interviews and
the ongoing negotiation with
the trade unions. A challenge
that the VSCHT team has still
to face is the involvement
of the middle management
in the activities promoted
by the team since these
stakeholders seem to be the
most reluctant to the internal
changes.
A
monitoring
session has followed in the
afternoon.
The visit at the Paris Diderot
team, composed by Rachida
Lemmaghti
and
Sophie
Lhenry,
was
conducted
by Giovanna Declich and

Maddalena
D’Urso
on
December 6th. During the
day, entirely devoted to
monitor in-depth the actions
of the plan and to discuss
sustainability aspects of the
gender equality activities at
UPD, the current situation
of the university has been
analysed. Indeed, UPD is
facing relevant changes due
to a possible merger with
other universities forming

harassment, the organisation
of the 9th conference on
gender equality in higher
education), increasing its
visibility and demonstrating
the importance of the gender
equality issues at UPD and at
the USPC level.

THE ASDO TEAM TOOK
PART IN THE EARLY CAREER
SEMINAR ON GOAL SETTING
part
of
the
federation
Sorbonne Paris Cité (USPC).
The merger will have a
significant impact on the
sustainability of the UPD
actions plan.
Despite
the
uncertain
institutional moment, this year
the TRIGGER team at UPD
has taken part in important
meetings and institutional
challenges (e.g. the creation
of a structure to fight sexual

In Pisa, on December 20th,
after an internal monitoring
session with the core team
at UNIPI (Rita Biancheri,
Silvia Cervia, Grazia Ricci and
Giulia Mascagni) Giovanna
Declich
and
Maddalena
D’Urso met, together with
the team, professor Nicoletta
De
Francesco,
recently
appointed pro-vice rector
vicarious
and
Rector’s
Delegate for gender equality
and gender studies, recently
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confirmed in this position for
the second time.
During the meeting, it was
discussed about internal
structures to be devised to
foster the future sustainability
and actions which will be
made permanent (e.g., the
gender-oriented analysis on
administrative
documents
made through courses for
administrative
staff,
the
annual competition for thesis
with a gendered approach
and the on-line database of
female scientists).
Worth noting that, also
thanks to the work on this
issue of the UNIPI team,
recently the conference of
the Italian deans of medical
schools has voted a motion
to insert gender medicine
courses in all the Italian
medical schools.
In January, the ASDO team
have been in Madrid to hold
the last on-site visit.

ASDO

ASSEMBLY OF WOMEN
FOR DEVELOPMENT
AND THE STRUGGLE AGAINST
SOCIAL EXCLUSION

MUTUAL LEARNING:
SISTER PROJECTS
AT THE LECTERN

O

n October 7th, the
TRIGGER partners had
the opportunity to meet some
representatives of some of the
“sister” projects funded under
FP7 and H2020: EGERA,
FESTA, GARCIA, STAGES,
GENOVATE, and EQUAL-IST
for a mutual learning session.
In particular, Uduak Archibong
(University of Bradford)
coordinator of the GENOVATE
project, introduced the Change
Academy Model (CAM) for
stakeholder engagement and
its application in the universities
members of the GENOVATE
consortium.
Archibong explained that this
model enables the universities
to develop the knowledge,

capacity and enthusiasm for
achieving complex institutional
change. It also provides unique
opportunities for team-based
learning
and
professional
development that focuses
on the strategic interests and
needs of the participating
institutions,
and
brings
together leaders, managers
and cross-institutional teams.
Archibong
explained
the
potentiality of the CAM
method and how its use was
tailored on the actual needs
and experience of the different
GENOVATE partners.
Afterwards, Archibong also
described
the
emerging
challenges while implementing
gender action plans in the
framework of GENOVATE.
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Among them, the need to
take into account the different
contexts where action take
place, the capacity in keeping
high the commitment of the
management, the necessary
integration with the mainstream
transformation agenda, the
request to address, through
an intersectional approach,
different forms of diversity,
including the multiplicity of
gender identities.
Maxime Forest, representative
of EGERA (SciencePo, Paris),
based on his experience
in EGERA and beyond,
spoke about how to build
accountability and engage the
whole academic community to
achieve gender equality and
gender sensitive research.

To
introduce
the
issue,
Forest described the current
momentum of the European
gender
equality
policies,
characterised by an increasing
public interest at national level

ACTIONS
ARE OFTEN
LED IN
ISOLATION
FROM THE
INSTITUTION
ITSELF
in different countries, but with
few resources made available
to these strategies. Actions are
often led in isolation from the
institution itself, with scope too
often limited to fixing numbers
and
improving
work-life
balance. Gender equality and
gender dimension in science
generally remain disconnected
from actual challenges posed
to science and innovation.
Concerning the experience of
SciencePo, Forest reported
how the project tried to
create an accountability of
the institution based on the
engagement of the whole
community through actions
bottom-up, at peer level and
top down, such as targeting
awareness
and
training
actions for all the components,
mobilizing students through
new fora, empowering staff
and their representatives by
providing new data and widely
disseminating them, making
sexual harassment a concern
for all. Worth noting, among
others, the involvement of
the top leadership in the
international
campaign
HeforShe and the intense
presence on mass media and
social media.

After the debate, a proposal on
how to continue the reflection
on commonalities and good
practices of the structural
change projects in sight of the
final guidelines of the TRIGGER
project has been illustrated by
Luciano d’Andrea (ASDO).
During the meeting, the
participants have also talked
about a petition to ask to the
European Commission to keep
separate funding for activities
geared at gender equality
for the second period of the
research programme Horizon
2020
(https://www.change.
org/p/european-commissionkeep -funding-researchaction-on-gender-equalityin-science-in-horizon-2020).
Indeed, in the first draft
programme, now reviewed,
it was proposed to subsume
gender equality under the more
general topic of Responsible
Research
and
Innovation,
while past experience shows
that when gender equality
is subsumed within another
topic, it tends to be side-lined
and disappear.
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