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CHAPTER ONE
Introduction

5

A. INSTITUTIONAL FRAMEWORK
TRIGGER is a project funded by the European Commission under the 7th Framework
Programme 1, with co-funding from the Italian IGRUE (Inspectorate General for Financial
relations with the European Union, Ministry for Economy and Finance).
The TRIGGER Consortium is composed of the institutions listed in the table below.
Partner
* Dipartimento per i diritti e le pari opportunità
* ASDO
* Università di Pisa
* Vysoka Skola Chemicko-technologicka v Praze
* Institute of Sociology of the Academy of Sciences
of the Czech Republic
* Birkbeck College – University of London
* Université Paris Diderot – Paris 7
* Universidad Politécnicade Madrid
* Istituto per la ricerca sociale

Country
Italy
Italy
Italy
Czech Republic

Acronym
DPO
ASDO
UNIPI
VSCHT

Czech Republic

ISAS CR

United Kingdom
France
Spain
Italy

BBK
UPD
UPM
IRS

TRIGGER is aimed at consolidating the many valuable results of the process initiated
by the EC over ten years ago in the domain of gender and science, and contributing to
advance this process one step further, also in the perspective of Horizon 2020. This
consolidation is pursued by developing and testing an integrated model from the
perspective of the structural change strategy, designed to have deep, long lasting and
widespread impacts on5 research organisations. Each of the organisations has
developed and is now implementing a self-tailored Action Plan (AP), addressing three
different aspects of gender inequality in S&T:
− Working environment, formal/informal culture and explicit/tacit rules
− Scientific research content and methods to acknowledge its gender dimension
and impact
− Scientific leadership at different levels.
It should be noted, however, that one of the Action Plans – that in Vysoka Skola
Chemicko-technologicka v Praze (VSCHT) -is carried out by the local team with strong
1

The project responded to the topic: "Supporting changes in the organisation of research institutions to
promote Gender Equality" (SiS.2013.2.1.1-1).
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support from the team provided by the Institute of Sociology of the Academy of
Sciences of the Czech Republic (ISAS).
In the APs, special emphasis has been given to the second aspect, i.e., the gender
dimension of research and its interaction with the other two, given the growing
recognition of its importance as a crucial lever for fundamental change in S&T settings
("fixing the knowledge"). Moreover, to develop the integrated model, a crucial role has
been attributed to discussion and exchange among the players involved in the different
structural change initiatives throughout Europe, in order to share their efforts and
results.
To pursue this general aim, TRIGGER has been organised in 9 work packages (WPs),
which can be grouped into two broad categories:
− The Action Plans of the individual research institutions (work packages 1-5)
− A set of common/crosscutting actions (work packages 6-9).
Among the common/crosscutting actions, a set of joint activities (technical
assistance, evaluation, and accompanying research) have been conceived to support
and facilitate the implementation of the Action Plans as well as to draw lessons from
them for the future.
One of these activities is the evaluation of the APs. Such an activity is included in
WP6, coordinated and carried out by ASDO, with the active involvement of all the
partners implementing the APs. The structure and criteria of the evaluation exercise
under TRIGGER are the subject of a specific document (D6.2).
This document is the second internal evaluation report, containing information
about progress between April 2015 and September 2016.
The text does not contain a detailed description of the activities implemented,
which is or will be provided in other official documents of the TRIGGER project
(including the interim report, project newsletters, project website and websites of the
consortium members), to which this report refers to.
The report is in six chapters.
This introductory chapter describes the institutional framework, and includes a
short presentation of general aims, methodology and tools of the evaluation exercise.
This part summarises the contents of the above mentioned document on the structure
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and criteria of the evaluation exercise (D6.2). The remaining five chapters are devoted,
respectively, to the analysis of each Action Plan for the period concerned.

B. THE EVALUATION OF THE ACTION PLANS
1.

Aims and procedures

As mentioned in the DoW, evaluation is aimed at "fostering the maintenance of high
levels of quality in the implementation of the APs throughout the duration of the
project".
To this end, the evaluation process has been conceived as characterised by two
different orientations:
− A quality orientation
− A problem-solving orientation.
From the first perspective, that of quality orientation, evaluation is viewed as a
managerial procedure ensuring the systematic collection and analysis of the standard
information necessary to assess the compliance of the AP implementation activities
with schedules and criteria (pertaining, e.g., to expenses or the role assigned to each
player involved) established in the detailed plans.
From the second perspective, evaluation is viewed as a procedure aimed at
providing AP teams with support in order to solve problems they meet, in particular
with the objective of:
− Identifying emerging problems, bottlenecks, and any factor which could potentially
hinder or slow down the implementation of the AP
− Devising effective solutions to deal with, or bypass, obstacles met throughout the
implementation phase, also taking into account changes occurring in the
implementation context of each AP
− Promoting reflexivity and increasing awareness of strategies, practices, tools and
results related to the AP
− Generating knowledge on structural change practices on the basis of the
experience gained (actually, information from the evaluations will also be used in
the accompanying research to be carried out under WP7).
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Overall, the evaluation is grounded in a relational approach to evaluation which is
partially in consonance with the principle of developmental evaluation 2.

2.

Evaluation criteria

The model uses five dimensions as criteria to assess the Action Plans: effectiveness;
efficiency; impact; sustainability; relevance.
− Effectiveness is understood as the capacity to achieve the identified set objectives,
carrying out the activities included in the detailed plans established each year for
each Action Plan (keeping to schedules, even from the formal point of view,
meeting targets, adhering to procedures, etc).
− Efficiency, understood as the capacity to make the best use of available resources,
keeping to planned deadlines and costs.
− Impact concerns the satisfaction of the beneficiaries of the Action Plans and the
capacity to promote consensus among the other stakeholders (subjective impact),
and the effects obtained in terms of real change within the organisations (objective
impact).
− Sustainability, refers to the capacity of the actions implemented through the Action
Plans to continue producing effects even beyond the end of the programme.
− Relevance refers to the capacity of the planned actions to respond appropriately to
the gender equality/diversity management issue identified in the institutions that
promote the APs.
Overall, 73 indicators, the majority of which are of a qualitative nature, have been
developed, covering all these criteria. The complete list is included in the document on
the structure and criteria of the evaluation exercise (D6.2), mentioned above.

3.

Sources and tools

The evaluation of the Action Plans is based on several sources, both living (project
team, beneficiaries, other staff of the institutions not directly involved in the Action
Plans, members of IBSA and national project committees ) and documentary (notes of
2

See, in this regard: Patton, M.Q. (2006), Evaluation for the Way We Work, The Nonprofit Quarterly,
Spring; Dozois, E., Langlois, M., Blanchet, N. (2010), DE201:A Practitioner’s Guide to Developmental
Evaluation, Montreal, McConnell Family Foundation – IICRD; Gamble, J.A.A. (2008), A Developmental
Evaluation Primer, Montreal, McConnell Family Foundation; Preskill, H., Beer, T. (2012), Evaluating social
innovation, FSG, Centre for Evaluation Innovation.
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the monitoring sessions, meeting reports, official documents such as deliverables and
websites, other working documents of the implementing institutions).
The technical tools include ongoing evaluation grids, questionnaires addressed to
different interlocutors, as well as reading grids and check-lists to read and analyse
deliverables and other documents. Starting in the second period a richer and more
articulated set of evaluation tools was foreseen, geared at recording some points of
view different from those of the teams of the Action Plans, starting with the
beneficiaries. Information is collected by ASDO, the organisation in charge of
evaluation, with the substantial help of Action Plan teams, through monitoring
activities, and using specific technical tools.
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CHAPTER TWO
Università di PisaAction Plan n. 1
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A. EFFECTIVENESS
1.

Process evaluation

1.1.

Planned activities/implemented activities

The implementation level of the actions included in the detailed Action Plan at the
University of Pisa is summarised in Table 1.
Table 1 - Actual implementation of the actions
Actions
Implementation
of the planned
activities
Yes
No
1.1.1. Creation of Delegate of the
Rector in Gender Studies & Equal
X
Opportunities
1.1.2. Supporting the National
Conference of Italian Universities’
X
Equality Bodies (CoNaEB) to promote
gender aspects of research
1.2.1. Satisfaction survey with existing
X
services and integration plan
1.2.2. Itinerant lectures on parental
X
roles within the couple
1.3.1. Annual seminars on career
X
support
1.3.2. Annual training course on the
X
leaky pipeline phenomenon
1.3.3. Mentoring programmes for
female PhD students and research
X
fellows
1.4.1. Analysis of female careers and
X
related awareness-raising activities
1.4.2. Gender-oriented analysis on
X
administrative documents
1.5.2. Testing innovative research tools
for the gendering of research
X
procedures
1.5.4. Annual competition for theses
X
with a gendered approach
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Respect of deadlines
Yes or No, comments

Yes

Partially respected
Yes
Yes
Yes
Yes
Partially respected
Yes
Yes
Yes
Yes

Actions

1.6.1. Creation and regular updating of
an on-line database of female
scientists (for the 6 targeted
Departments)
1.6.2. Agreement for equal gender
representation in decision-making
bodies (whole university)
1.6.3. Annual conference with local
institutions

Implementation
of the planned
activities
Yes
No

Respect of deadlines
Yes or No, comments

X

Yes

X

Partially respected

X

Yes

Source: Evaluation grid second R.P. - Action Plan n. 1

As shown in the table, all the actions were implemented according to the detailed
Action Plan. Only in three cases (Actions 1.1.2, 1.3.3. and 1.6.2.) out of fourteen, were
the deadlines set in the detailed Action Plan only partially respected.
− In the case of Supporting the National Conference of Italian Universities’ Equality

Bodies (CoNaEB) to promote gender aspects of research, the actual timing of the
activities, involving representatives of all Italian universities, is only partially under the
direct control of the UNIPI team.

− In the case of the Mentoring programmes for female PhD students and
research fellows, the team took more time than initially planned in the
evaluation process and in the analysis of some alternative and more effective
methods of implementation 3. The team launched a campaign in September for
participation in the new edition of the programme.
− There was some delay in the Agreement for equal gender representation in
decision-making bodies due to the planned timing coinciding with the end of
the mandate of the top bodies, at University and Departmental level. For
political and strategic reasons the team decided not to submit the issue to the
outgoing University Government. First, because by following the original
timetable an agreement should have been reached behind the "white
semester", and in any case, the action would have had the political
endorsement of an expiring government. The team believes instead that it will
be more effective and fruitful to negotiate this issue with the incoming
3

In several occasions, the team realized that the professors in the departments involved had objectives
for the mentorship programme different from the ones initially set by the TRIGGER team. They were
indeed reluctant to play as mentors for young researchers outside their working groups and to let their
young researchers be mentored by external scholars. This attitude affected the actual setting of the
programme.
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Government, and hopes to make the issue a "workhorse" of the incoming
University leadership. The official negotiation process is thus postponed a few
months but the activities of the team with the incoming Rector are ongoing.

1.2.

Compliance with internal procedures and deadlines
Deliverables

UNIPI complied with the deadlines on the submission of deliverables under its
responsibility. The two deliverables D1.5 and D1.6 were submitted to the EC on time or
before the final deadline and have been accepted by the EC services.
Technical assistance: monitoring, on-site visits,
transmission of documents and information

Contacts between the UNIPI Team and the ASDO team in charge of technical
assistance were frequent throughout the evaluation period, through both the planned
bilateral monitoring sessions and other means (by email and telephone). The second
on-site annual visit was held on October 15th, 2015, while the third is planned for
December 20, 2016. Members of the ASDO team also participated in another two
initiatives related to AP no. 1 (i.e., a conference in Pisa and a workshop in Berlin).
Further information and documents about the AP were promptly provided to the
technical assistance team.
Evaluation

The UNIPI team provided quickly and fully all the information and documents
needed to evaluate the Action Plan.

1.3.

Actual execution of the assigned tasks

All the persons involved in the core and extended teams fulfilled their assigned
tasks.
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2.

Results evaluation

2.1.

Number of planned beneficiaries/number of actual beneficiaries

In the period concerned, data on the direct beneficiaries of 5planned actions and
1other initiative were analysed. The outputs of this analysis are summarised in Table 2.
Table 2 - Comparison between intended and actual number of beneficiaries
Actions
Planned
Actual
Actual Number/
number
number
Planned
Number
%
1.2.2. Itinerant lectures on parental roles within
the couple
1.3.1. Annual seminars on career support
1.3.2. Annual training course on the leaky
pipeline phenomenon
1.3.3. Mentoring programmes for female PhD
students and research fellows
1.6.3. Annual conference with local institutions
Other action/initiative:
Initiative 1: "Donne e Scienza", meeting with the
astrophysicist Veronica Bindi – 11.05.16
Other action/initiative
Initiative 2: "Medicina e salute di genere percorsi
normativi, istituzionali e di ricerca" conference –
10.06.16

90

112

124

6

7

117

20

17

85

Mentors: 6
Mentees:
24

Recruitment
ongoing

NA

15

63

420

10

11

110

60

61

102

Source: Evaluation grid second R.P. - Action Plan n. 1

Overall, 6 cases have been considered. In 4 of them, the actual number exceeded
plans. Only in one case the planned target was not fulfilled.
In this case (Action 1.3.2), the discrepancy was due partly to the difficulty of
maintaining involvement of people with temporary contracts, and partly to the specific
scientific area, medicine, which always involves clinical practice, particularly time
consuming, on an extensive time basis. However, the discrepancy remains relatively
small (-15%).
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2.2.

Type of intended beneficiaries/type of actual beneficiaries

The typology of actual beneficiaries fully matched expectations in all the cases
mentioned in the previous paragraph, the only exception being Action 1.2.2.(Itinerant
lectures on parental roles within the couple), where a partial mismatch was recorded.
Considering the experience held in the first two years of the project, the team
organised the itinerant lecture (n. 1 of the second cycle) at the Piagge Teaching Centre
(which is close to Medicine and to the University Hospital). In this way, more students
and PhD students than planned were involved. To encourage the participation of the
administrative staff, the team is now negotiating with the incoming Rector to convene
the lectures planned in 2017 at the training room of the Central Administration.
This location, that compared to the Piagge Teaching Centre is more central and
closed to Engineering Departments, could also encourage the participation of the
target coming from the other target Departments (i.e., Engineering).

B. EFFICIENCY
1.

Financial and administrative management problems

No financial or administrative management problems were recorded during the
evaluation period.

2.

Adequacy of the available funds

As for the availability of funds, according to the team they turned out to be
adequate.
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C. IMPACT
1.

Subjective impact

1.1.

Level of agreement on the activities

The team was asked to rate the agreement with the aim, philosophy and setting of
the Action plan as a whole, expressed by the different players involved in the actions
already implemented, also using the information coming from questionnaires
administered to the beneficiaries and interviews.
The level of agreement was rated high (4 in a range of 1-5) by the direct
beneficiaries considered, medium (3 in a range of 1-5) by managers/leaders of the
organisation, male component of the organisation, and by one person in charge for
human resources management.

1.2.

Level of satisfaction

The level of general satisfaction of the concerned players with the activities is very
positive (see table 3). In fact, 2 of the concerned players out of 6 expressed a very high
level of satisfaction and the remaining 4 a high level of satisfaction.
Table 3 - General degree of satisfaction with the activities
Concerned actors
Direct beneficiaries
Managers/leaders of the organisation
Male component of the organisation
Core project team
Internal Support Committee/board of the Action Plan (Extended
team)
Other involved actors (e.g. managers, persons in charge of internal
programmes, persons in charge for human resources management;
persons in charge of diversity issues/equal opportunities etc.,
please specify)
1 Person in charge for human resources management

1

2

3

4

5
X

X
X
X
X

X

Source: Evaluation grid second R.P. - Action Plan n. 1

Looking in detail at the individual Actions (see table 4), the satisfaction levels were
medium (3 in a range of 1-5) in 6 cases out of 52 (equal to 11.5%), between medium
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and high (3/4 in a range of 1-5) in 8 cases out of 52 (equal to 15,3%), high (4 in a range
of 1-5) in 11 cases out of 52 (equal to 21.8%), between high and very high (4/5 in a
range of 1-5) in 4 cases out of 52 (equal to 7.6%) and very high in 5 cases out of (5 in a
range of 1-5) in 14 cases (27%).
Table 4 - Satisfaction with the results of the actions implemented
Actions
DB
1.1.1. Creation of Delegate of the Rector in Gender Studies &
Equal Opportunities
1.1.2. Supporting the National Conference of Italian
Universities’ Equality Bodies (CoNaEB) to promote gender
aspects of research
1.2.2. Itinerant lectures on parental roles within the couple
1.3.1. Annual seminars on career support
1.3.2. Annual training course on the leaky pipeline
phenomenon
1.3.3. Mentoring programmes for female PhD students and
research fellows
1.4.1. Analysis of female careers and related awarenessraising activities
1.4.2. Gender-oriented analysis on administrative documents
1.5.2. Testing innovative research tools for the gendering of
research procedures
1.5.4. Annual competition for theses with a gendered
approach
1.6.1. Creation and regular updating of an on-line database
of female scientists
1.6.2. Agreement for equal gender representation in
decision-making bodies
1.6.3. Annual conference with local institutions
Legend
DB = Direct
MC = Male
CT = Core
beneficiaries
component
team
Source: Evaluation grid second R.P. - Action Plan n. 1

MC

CT

ET

4

NA

3

3

5

4

3

3

4
3/4

4
3/4

4
4

4
4

5

NA

3/4

3/4

4

NA

3

3

NA

NA

5

5

4/5

4/5

5

5

5

5

5

5

5

5

3/4

3/4

NA

NA

5

5

NA

NA

3/4

3/4

4

4

4/5

4/5

ET = Extended
team

NA= Not
applicable

The highest level of satisfaction is reported for the action devoted to test innovative
research tools for the gendering of research procedures (action 1.5.2.). According to
the team, the researchers directly involved in the testing procedure were very
enthusiastic and satisfied, and their success and enthusiasm allows the team to join
their bosses, even indirectly, but in a very fruitful way. Now these latter are looking for
the TRIGGER team for defining new research lines.
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The participative process implemented to analyze the administrative documents
from a gender sensitive perspective (action 1.4.2.) obtained a high level of consensus.
By involving the administrative staff at University of Pisa, with the approval of the
University governance, the team obtained a growing interest and awareness on the
issue, so much so that the request to organize another training course came directly
from the colleagues of the participants and, consequently, from the university
governance. The team has planned to organize a new edition in the first part of 2017.
The results of the action 1.4.1. "Analysis of female careers and related awarenessraising activities" were very appreciated by the top management of the University of
Pisa, in particular because the research design has allowed in depth analysis of the
dynamics and process that determine the difference among women’s and men’s
scientific careers.

2.

Objective impact

2.1.

Changes within the organisation

With respect to facilitating women’s access to leadership roles, the UNIPI team is
currently working with the Central Administration to define the content of incoming
Internal Regulations which will implement new legislation on labour market at the
national level, requiring new regulations at the University level.
As for other changes within the organisation, the team reported that there haven’t
yet been changes in terms of modification of working programmes, policies or
procedures or introduction of new provisions as a consequence of the actions
implemented. This fact could be interpreted in light of the coincidence of this reporting
period with the election campaign (the so called "white semester") and the interim
period before the entry into operation of the new governance.

2.2.

Effects on the actors involved

Considering the positive effects on the actors involved, the team noted that the
process of gendering content in medicine and engineering in the context of the
TRIGGER project has provided a thematic network at the international level to their
researchers involved in the testing procedure. This seems to be quite useful for
everybody, but in the particular case of one young physician it appears crucial for her
career opportunities, and for getting credit with her colleagues at Departmental and
University Hospital level.
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No specific negative effects have been recorded by the team.

2.3.

Effects on gender equality/diversity not envisaged in the design
phase

No unplanned effects, either positive or negative, were mentioned by the team.

2.4.

Effects on non-gender-related organisational policies, measures or
actions not envisaged in the design phase

No unplanned effects, either positive or negative, were mentioned by the team.

2.5.

External relations and outreach

As regards the involvement of external players, from the design phase the team
planned to support the Institutionalisation of the dissolving network of Equal
Opportunities Committees in Italian Universities. Since the process of formation of this
association was already concluded prior to the start of this project– with the creation
of the National Conference of Italian University of Equality Bodies (CoNaEB) that is a
National Association between Italian Universities Bodies for Equal Opportunities
(named CUG, Guarantee Committee) – the team decided to involve this association as
a beneficiary. The action 1.1.2 is entirely devoted to providing training and support to
this new association, so that it can achieve one of its statutory objectives, namely:
"promote and support research and teaching on gender studies and monitoring of
careers" in Italian Universities.
During the months of April and May 2015, the TRIGGER UNIPI team formed an
alliance with "La Limonaia", a Pisa-based association specialising in science
communication, by organizing jointly an exhibition on women in science. This
collaboration has been consolidated by involving the association in the organization of
the second annual conference with local institutions at the end of the year 2015.
In recent months, an alliance is being built with the national Association "Health and
Gender" and with the National Journal "Noi Donne".
The team is now defining specific framework agreements with the Tuscany Region,
specifically the Department of Health, and with the National Institute of Health (the
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leading technical/scientific body of the Italian National Health Service), to promote and
support gender-based health and medicine when setting priorities (and possibly
allocating resources) within the health system at national and regional level.

2.6.

Variations in the presence of women in different roles/positions

With reference to the targets defined in the Description of Work of the TRIGGER project
(last version: October 2013), the figures concerning the University of Pisa are
summarised in the table below.
Table 5 – Variations in the presence of women in selected roles and positions
October 2013
September
2016
- Female representation in internal hiring
commissions
- Female representation in top-level boards
- Establishment of the Delegate of the
Rector on gender issues participating to
the top management committee of the
University
- Number of publications in Italian and
international scientific journals concerning
the gendered research issues
- Number of fellowships for women
researchers in the areas of Medicine and
Engineering

December
2017
(expected)

10%

18%*

50%

15-20%

15-20%**

30%

NO

YES**

YES

4

17***

4

2

3****

2

Notes
* In September, the commission and the top-level board in charge were expiring their mandate. This is the reason
why the percentage are the same reported in the Internal evaluation report no. 1. Some change in expected in the
following months. The nature of the hiring commissions is changed. At October 2013 the hiring commissions were
for the entry in Academic roles. Now this procedure is changed and the selection is done at national level (law n.
240 of 2010). This percentage is calculated on the internal evaluation commission for rating and assignment of
internal resources.
**The delegate has been appointed by the outgoing Rector. In the following months, the nomination of a new
Delegate from the incoming Rector is expected.
*** This figure includes the articles published during the period corresponding to this report. To obtain the total
number of publications issued during the whole project duration, this number should be addedwith the number
indicated in the Evaluation Grid for the first reporting period. The detailed information on this publication are
reported in the section 5.4.
****Two of these were concluded. One fellowship is now ongoing and another (the fourth) will be established in
the beginning of 2017.

Source: Evaluation grid second R.P. - Action Plan n. 1
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D. SUSTAINABILITY
As for sustainability-related issues, two elements deserve to be mentioned,
according to the UNIPI team.
− As for contacts established with national or international networks, associations
or S&T organisations in order to access further resources, it is to highlight the
involvement of the National Conference of Italian Universities’ Equality Bodies
(CoNaEB) in their support and training actions, and by supporting the
institutionalization of a thematic session on "Gender and Science" inside the
Association. Through this, the team intends to promote dissemination and
sustainability at the national level. This association could support the sustainability
from different points of view: by communication activities (to give evidence to
research held by women, for women and with women), by training initiatives (to
promote gendering contents of scientific fields) and by supporting research
activities based on a gender approach (even being sponsor of scholarships or
fellowships). This effort will be strengthened in the final phase of the TRIGGER
project.
− As for stable links created with other bodies involved in the implementation of
gender equality initiatives in science, in enterprises or in other sectors, even
beyond the ones strictly involved with the implementation of the Action Plan, the
UNIPI team is now defining specific framework agreements with the Region of
Tuscany, specifically the Department of Health, and with the National Institute of
Health (the leading technical/scientific body of the Italian National Health Service),
to promote and support gender-based health and medicine when setting priorities
(and eventually allocating resources) within the health system at national and
regional level. This institutional framework could favour repeatability, even if under
different forms, of some actions encompassed in the action plan.

E.

RELEVANCE

1.

Changing scenarios and adapting plans

As it was in the first period, there haven’t been relevant changes in the project
context leading to the need of revising the Action Plan, which thus is considered still
fully relevant to the needs of gender diversity management, which were identified
during the design phase, as well as to the general needs of the University.
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With respect to the relevance of the actions related to the promotion of gendered
research, in the second period it is worth noting an increasing interest toward sex and
gender aspects of engineering and medicine by representatives of the academic
community, as well as the extension of the scientific areas involved to the
pharmaceutical sciences, even if at an initial stage. Professors of pharmacy, indeed,
declared their intention to start research activities taking into account the sex-gender
perspective. Another aspect to note is the growing number of students which applied
for the prize created by the TRIGGER project to reward thesis encompassing sex and
gender aspects, which reveals an enhanced attention by the supervisors of the aspiring
graduates.
To have a rough idea about the relevance of the gendered research carried out
under TRIGGER within the scientific community, this evaluation takes into
consideration the publications, papers and other presentations on gendered research
which have been issued along the implementation of the TRIGGER Action Plans in the
period concerned.
As for UNIPI, this indicator shows a sharp increase, compared with the previous
period, of the presence of articles, papers and poster presentations, which are listed
here below.
Articles:
− Biancheri R. (2016), "Violenza di genere: quali effetti sulla salute delle donne?",
Salute e Società, 3, pp. 19-42.
− Cervia S. (2016), "Sistemi locali di Network Governance in Sanità secondo una
prospettiva di genere", Salute e Società, 3, pp. 43-60.
− Taglioli A. (2016), "Welfare aziendale e salute organizzativa: quale benessere e per
chi?", Salute e Società, 3, pp. 75-87.
− Taddei S., Bruno R.M., di PillaM. (2016), "Differenze di genere e fattori psicosociali
nelle malattie cardiovascolari", Salute e Società, 3, pp. 103-111.
− Dell’Osso L., Carmassi C., Gesi C. (2016), "Disturbi dello spettro autistico negli adulti:
prevalenza, differenze di genere e correlati clinici", Salute e Società, 3, pp.112-123.
− Poletti D. (2016), "Diritto alla salute, responsabilità e questioni di genere", Salute e
Società, 3, pp. 124-133.
− Da Pozzo E., Martini C. (2016), "Differenze di genere e clinical trials nel processo di
approvazione del farmaco", Salute e Società, 3, pp. 133-142.
− Landi S., Casini C., Giordano C. (2016), "Ospedali, salute e genere. Come
l’architettura delle strutture sanitarie influisce sul ben-essere della persona", Salute
e Società, 3, pp. 88-101.
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− Dell'Osso L, Gesi C, Massimetti E, Cremone IM, Barbuti M, Maccariello G, Moroni I,
Barlati S, Castellini G, Luciano M, Bossini L, Rocchetti M, Signorelli M, Aguglia E,
Fagiolini A, Politi P, Ricca V, Vita A, Carmassi C, Maj M. (2016), "Adult Autism
Subthreshold Spectrum (AdASSpectrum): validation of a questionnaire investigating
subthreshol dautism spectrum", in Comprehensive psychiatry (forthcoming)
− Di Pilla M, Bruno RM, Taddei S, Virdis A. (2016), "Gender differences in the
relationships between psychosocial factors and hypertension", in Maturitas, 93:5864.
− Cervia S., Biancheri R. (2016), "Women in science: the persistence of traditional
gender roles. A case study on work-life interface", in European Educational
Research Journal, pp. 1-14.
− Cervia S., Biancheri R. (2015), "Migliorare la salute delle donne nei luoghi di lavoro:
aspetti normativi e gestione dei rischi. Una ricerca in Toscana", in Studi
Organizzativi, n.1, pp. 44-72.
− Cervia S. (2015), "Fare scienza all’Università: una ricerca sul work life interface", in
Biancheri R., Ruspini E., Interpretare il genere. Nuove tecnologie, dinamiche di
salute e professioni, Pisa University Press, Pisa, pp. 119-142.
− Biancheri R. (2015), "Come declinare il genere in ambito produttivo: una ricerca
sulla salute e sicurezza delle lavoratrici in Toscana", Sicurezza e Scienze sociali, 1,
pp. 177-189.
− Biancheri R. (2015), "La prospettiva di genere nelle scienze e la valorizzazione delle
carriere femminili. Il progetto TRIGGER dell’Università di Pisa", in Biancheri R.,
Tomio P., Lavoro e carriere nell’Università, Pisa, Ets, pp. 101-127
− Biancheri R. (2015), "Studentesse e professioniste in medicina. Percorsi storici e
nuove biografie", in Biancheri R., RuspiniE. (a cura di), Interpretare il genere. Nuove
tecnologie, dinamiche di salute e professioni, Pisa University Press, pp.143-177.
− Biancheri R., Ninci A. (2015) "Salute e Sicurezza sul lavoro: una questione anche di
genere. Linee teoriche e risultati di ricerca", in C. Cipolla, M. Mazzetti, L. Veneri
(eds) Sicurezza e Salute sul lavoro. Quale natura e quali prassi?, pp.152-167.
Presentation of papers in national/international meetings:
− 6 October 2016. Cervia S., Biancheri R. oral presentation on: "Promoting Structural
Change in STEM toward a participative approach: the Pisa University experience", in
International Conference "Engendering Habitat III", Madrid, 5-7 October 2016.
− 10 July 2016. Cervia S., Biancheri R. distributed paper on: "Wellbeing in old age
from a Gender Perspective", in the Joint Session RC15/RC11 "Aging, Health and Life
Course: Theoretical Issues and Methodological Problems", III Forum OF Sociology
ISA "The Futures We Want: Global Sociology and the Struggles for a Better World",
Vienna, 10-14 July 2016.
− 10 June 2016. Landi S. oral presentation "Ospedali, salute e genere. Come
l’architettura delle strutture sanitarie influisce sul ben-essere della persona"
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−
−

−

−

−
−
−

−

(Hospitals, health and gender. How architecture of healthcare facilities influences
the personal well-being). During the National Conference: Medicina e salute di
genere. Percorsi normativi, istituzionali e di ricerca, Pisa, Italy.
10-13 June 2016. Bruno R. oral presentation "Gender differences in the impact of
dysfunctional coping in a hypertensive population" in the 26th Meeting on
Hypertension and Cardiovascular Protection (ESH), Paris.
25 Novembre 2015. Foddis R., Ficini G., Pistelli A., Carducci A., Caponi E., Taglioli A.,
Fontana F., Cristaudo A., Biancheri R., (2015) "Significato del concetto di genere e
sesso nell'obbligo della valutazione dei rischi in ottica di genere", 78° National
Conference SIMLII, Milano 25-27 Novembre.
27 August 2015. Cervia S., Biancheri R. oral presentation on: "Ill and Ageing Bodies
from a Gender Perspective" in the Joint Session Joint Sessions RN-16 Sociology of
Health and Illness & RN-1 Ageing in Europe, ESA 12TH Conference "Differences,
Inequalities And Sociological Imagination", Prague, 25–28 August 2015.
3 July 2015. Cervia S., Biancheri R. oral presentation on: "Scientific Careers and
Work-Life Balance: Striking a Balance between Services (inadequate) and Family
Life (asymmetric)" in the International Conference "Inequality in the 21st Century",
held by SASE at the London School of Economics and Political Science, London, 2-4
July 2015.
9 July 2015. Foddis R. oral presentation "Stress lavoro correlato: dagli aspetti
normativi ad una valutazione in ottica di genere" at 1st International Symposium
New Intervention Strategies for Work Stress, Alghero 09-10 Luglio.
1 June 2015. Carducci A., Caponi E. oral presentation "Necessità di un approccio
multidisciplinare nel valutare i rischi derivanti dalla "doppia presenza" delle donne"
in VI SISS National Conference. Pisa, 11-12 June.
11 June 2015. Foddis R., Ficini G., oral presentation "Genere, salute e sicurezza sul
lavoro: dagli aspetti normativi all'elaborazione di uno strumento applicativo che
valuti l'appropriatezza dei Documenti di Valutazione del rischio in ottica di genere"
in VI SISS National Conference. Pisa, 11-12 June.
14 May 2015. Cervia S., Biancheri R. oral presentation on: "Women in Medical
Academic Careers: the leaking process in Italy" in the International Conference
LUSEEC "Conferences on Social Sciences Perspectives on Gender in a Global World
Interdisciplinary Approaches", Bucarest, 14-16 May.

Poster presentations:
− 13 September 2016. Cervia S., Biancheri R. poster presentation on: "Women at the
top in University and in Business from a life course perspective", in the "9th
European Conference on Gender Equality in Higher Education", Paris, 12-14
September 2016 (poster accepted).
− 30 September 2016. Cervia S. e Biancheri R, poster presentation: "Encouraging A
More Gender Aware Management Toward A Participative Approach: The
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Experience of Pisa University", in GenderTIME International Conference, Paris 29-30
September 2016.
− 05 November 2015. Cervia S. e Biancheri R, poster presentation: "Re-Launching a
Long-Term Commitment Towards Gender Equality in S&T. The Experience of Pisa
University", in International Conference "Ready for Dialogue Conference on the
Gender Dimension in Science and Research", held by the European Platform of
Women Scientists. Berlin
− 14-17 October. Caponi E., Ficini G., Taglioli A., Fontana F., Foddis R., Biancheri R,
Breschi C., Vanni E., Ninci A., Carducci A., (2015) "Supporting tools for companies
addressed to integrate gender perspective in health at work", at 8th European Public
Health Conference.

2.

Negotiation in action

In this reporting period, the UNIPI team experienced an intense negotiation
exercise, which has been documented by the monitoring and the other technical
assistance activities, both at-a-distance and in presence. This negotiation has entailed
all the four dimensions relevant to the TRIGGER approach.
The institutional negotiation, mainly at the higher university level, was practiced
intensively in the framework of the old governance of the university, during the
elections period and after it. Before the elections, the heads of the departments
involved in the project, as well as the Rector’s delegate for gender studies and gender
equality, were periodically consulted and met by the UNIPI TRIGGER team to have their
support for the activities. In the next phase, the team leader made all the efforts to
meet with all the candidates for the rector’s position, presenting the main objectives
and activities of the TRIGGER action plan with the aim of assuring a continuity after the
change of government. Once the new rector Prof. Mancarella was elected, the team
promptly contacted him again to confirm his backing to the TRIGGER action. A good
relationship was also established and kept with the general manager of the university,
who appreciated and encouraged the training initiatives for administrative employees,
and who will keep his position in the new governance. The new heads of the
departments involved were not all appointed in September 2016. The team was
planning to meet all of them as soon as they are in place.
As already mentioned, outside the Pisa area and also at the national level, it is
notable that UNIPI is promoting new institutional arrangements. In particular, after
having supported, in the previous period, the institutionalization of the National
Conference of Italian Universities’ Equality Bodies (CoNaEB), the UNIPI team has been
the main player for the creation of a section devoted to gendered research in the same
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CONaEB. Secondly, following the regional elections held in 2015, the team members
liaised with the new regional government and are currently promoting a framework
agreement to support future activities related to gender and health. On the same issue,
another agreement is being promoted with the National Institute for Health.
If consolidated, these results are quite significant for creating the institutional
conditions, both inside and outside the University, to follow on the path started
through the Action Plan, including the perspective of sustainability.
Also the interpretive negotiation has been constantly pursued during this second
period, making the most of the evidence coming from the research activities
implemented in the framework of the TRIGGER project. The team followed its research
on social aspects of the academic life, continuing to disseminate the results of the
survey of satisfaction with existing services for work life balance and deepening
understanding in particular of the differences among women and men in the scientific
careers at UNIPI. These results contributed to delineate a picture of gender
inequalities, which is being presented to all the internal stakeholders and used to solicit
new action. The team members promoted both public initiatives (e.g., the national
conference on December 2015 or the meeting with the astrophysicist Veronica Bindi)
and internal meetings to this aim, as well as national and international publications and
presentations (see list above).
An important effort in promoting symbolic negotiation is being done through the
promotion and dissemination of research in medicine and engineering adopting sex
and gender perspectives. This work is earning increasing credit from the scientific
community, to the point that a group of medical scholars has proposed to create a
centre for gender medicine at UNIPI. A relevant role is being also played by the
construction of an on-line database of female scientists, which will be fully deployed in
the final year of the project. Although still in its trial phase, it is attracting attention and
support from the new rector and the general manager of the university.
The team followed its operational negotiation through the progressive involvement,
with an active role, of different stakeholders, like head of departments, professors,
former trainees, both in the departments directly interested by the actions of the Plan
and at university level (e.g. general manager). This involvement, the level of which
varies with the role played and the interest showed by each interlocutor, affects to
different extent the design, the planning, the implementation and the monitoring of
the activities, which can count on an increasing support from internal stakeholders for
their actual implementation.
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F.

FINAL CONSIDERATIONS

1.

Observations of the Action Plan team
No further specific observation was made by the UNIPI team.

2.

Observations of the evaluation team

In the period April 2015 – September 2016 nearly all the actions of the Plan of UNIPI
had been started and some already concluded. Considering the reporting period as a
whole, quality and implementation standards have been achieved.
With reference to effectiveness, the planned activities were implemented. Only in
three cases (Actions 1.1.2, 1.3.3 and 1.6.2) timesheets were only partially respected.
However, in two cases where the implementation is under the direct control of the
team, delays were not due to implementation problems, but to specific choices made
by the UNIPI team, geared, in one case, to strategic reasons, in the other case, to the
end of the mandate of the top bodies in the University. Moreover, a good level of
matching may be noticed between the number of the expected beneficiaries of the
actions and that of the actual beneficiaries.
No problems were observed with regard to the dimension of efficiency.
The impact of the activities has been positive in terms of levels of agreement and
satisfaction (subjective impact). In terms of actual changes induced by the Action Plan
within the organisations (objective impact), initial results obtained in the first period
are to be consolidated through the commitment of the new governance.
As for sustainability, some positive elements deserve to be mentioned, especially as
concerns the possibility for the team to establish institutional agreements with external
players (some cases have been mentioned by the team, i.e. CoNaEB, "La Limonaia" and
with the Region of Tuscany, specifically the Department of Health, and with the
National Institute of Health). Of course, a more precise idea about the actual
sustainability of gender equality actions and gendered research at UNIPI will depend on
the commitment of the new governance, which is being developed. The first
interlocution with the incoming Rector, as well as the continuation and enhancement
of the relationship with the general manager of the university, would seem promising
in this sense.
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Finally, the relevance of the Action Plan is good. An increased effort has been made
by the team (both core and extended) to promote gender aware research, through the
Action Plan, an increased number of publications (articles, papers, poster
presentations, etc.) and other measures like the establishment of agreements with
external actors (Regional Authority, National Institute of Health).

29

CHAPTER THREE
Vysoka Skola Chemicko-technologicka v
Praze (VSCHT) Action Plan n. 2
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A. EFFECTIVENESS
1.

Process evaluation

1.1.

Planned activities/implemented activities

In describing the level of implementation of the actions included in the Action Plan
n. 2 for the period April 2015 – September 2016, reported in the table here below, it is
noted than the term "deadlines" – in the case of the Action Plan implemented by
VSCHT and also in that of other Action Plans – refers not only to the conclusion of the
whole activity, but also to the different deadlines included in the detailed plan of any
single action.
The second reporting period lasts until the end of the year 2016, while this
evaluation is based on the period ended in September 2016. However, it is necessary to
take into account the operation of the academic year at the VSCHT Prague, where the
examinations of students run in June and September and there are summer holidays in
July and August. The academic year starts again in October. The last three months of
the calendar year is a period when many planned activities are carried out. Therefore,
for the purpose of understanding what happened immediately after the concerned
period, some information on these activities was added to this report.
Table 6 - Actual implementation of the actions
Actions
Implementation of
the planned
activities
Yes
No
2.1.3. - Final survey of needs, obstacles
X

and challenges

2.1.5. Organisation of 4 workshops on
gender diversity management for
administrators/managers
2.1.6. Establishment of a network of
women researchers for mutual support
and empowerment
2.1.7. Two courses on equal opportunities
and gender stereotypes in science for top
management
2.2.1. Establishing and providing technical
assistance to home offices for staff

Respect of deadlines
Yes, No, comments

No

Partial

Yes

Partial

Yes

X

Yes

Partial

No
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Actions

2.2.2. Formulating rules to introduce
flexible working hours
2.3.1. Providing direct support to female
researchers though an informal mentoring
programme
2.3.2. Providing career advice and training
for early-career researchers
2.3.3. - Assessment of the situation of and
developing mechanisms to support
temporary contract research staff
2.4.2. Book publication of interviews to
present female role models
2.5.1. In cooperation with Yellow Window,
organising 8 workshops using the Gender
Toolkit (1st edition)
2.5.2. In cooperation with the Internal
Grant Agency, formulate rules to fund
specific projects with a focus on gender
dimension
2.5.3. Organise 3 trainings on the gender
dimension of curricula and the pedagogical
process
2.5.4. Negotiating and supporting the
insertion of doctoral theses with a gender
dimension
2.6.1. Establishing praxis in connection to
professional assessments and evaluations
that at least one female professor
participates in all committees for professor
appointment
2.6.2. Linking evaluation of scientific
production to available time (for instance
in case of maternal leave)
2.6.3. Open and transparent dissemination
of information about available
opportunities/vacancies
2.6.4. Annual reporting to the Academic
Senate
2.7.1. Organising 4 trainings to access
decision-making boards and committees

Implementation of
the planned
activities
Yes
No

Respect of deadlines
Yes, No, comments

Partial

No

Partial

No

Partial

No
X

No

X

Yes

Partial

Yes

X

Yes

X

Yes

Partial

Yes

X

No

Partial

No

X

Yes

X

Yes

X

Yes
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Actions

2.7.2. Support to access decision-making
boards and committees by establishing an
internal rule on the minimum proportion
of women to be included
2.7.3. Annual monitoring of the
composition of Internal Grant Agency
(IGA), composition of bodies, evaluation
panels, grand applicants and recipients
2.8.2. Communication training, especially
for women researchers
2.9.2. Monitoring the gender dimension of
intellectual property rights (patents, knowhow and other registered knowledge,
technological development and
innovations)
2.9.3. Communication and dissemination:
participation of the project in national
events
2.9.4. Cooperation with FP projects on
gender and science, support for early
stage researchers and science
communication

Implementation of
the planned
activities
Yes
No

Respect of deadlines
Yes, No, comments

Partial

No

X

Yes

X

Yes

Partial

No

X

Yes

X

Yes

Source: Evaluation grid second R. P. - Action Plan n. 2

Overall, 12 out of 25 actions have been fully implemented, 11 implemented partially
and 2 not implemented. In 11 cases of the 12 actions fully implemented, the deadline
has been respected while in 1 case it has not been respected. In 5 cases the deadlines
have been respected even though the action has been implemented only partially.
Finally, in 6 cases the action has been partially implemented and the deadline has not
been respected.
To fully understand the data reported in the table above, it is important to note that
this plan is the first one taking place in the Czech Republic in a technical university. This
means that most of the numerous actions inserted in the plan are new, both for the
institution and for the Country. It should not be a surprise that, in a period
characterized by transformations in the national system of higher education and the
election of a new management team of VSCHT, some slowdowns on the
implementation process and the timing of the plan could occur.
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In the following points, additional information is provided in order to complete this
quantitative picture.

−

As for Action 2.1.3. "Final survey of needs, obstacles and challenges", an
unexpected delay emerged in the collection of a sufficient number of
questionnaires. It has been difficult to complete it during July and August because
of the concurrence of the summer holidays.

− The Action 2.1.5. "Organisation of 4 workshops on gender diversity management
for administrators/managers" was partially implemented due to the difficulties in
involving the beneficiaries (see paragraph 2.2.).
− The Action 2.1.6. "Establishment of a network of women researchers for mutual
support and empowerment", is partially implemented. A group of professors
generally interested in the issues dealt with is convened 3-4 times a year. After
consultation with prominent women professors at the VSCHT, the team decided
not to form an official network of women scientists, fearing that this would trigger
marginalization and ostracism, since activities open only to women are usually not
appreciated by women or resisted and ridiculed by men.
− Concerning Action 2.2.1. "Establishing and providing technical assistance to home
offices for staff" a proposal of complementing paragraph to be inserted in the
Collective Agreement has been prepared. The meeting of Trade Unions is convened
on November 24th, 2016. During the meeting, it will be submitted for approval 4.
− Action 2.2.2. "Formulating rules to introduce flexible working hours" is partially
implemented, because a basic rule regarding action flexible working hours is
already included in Collective Agreement. Further advancement could be made in
the future.
− As for Actions 2.3.1. and 2.3.2., after the employee previously responsible for this
action left, there has been an interruption. The TRIGGER team leader at VSCHT is
4

The text is the following: "With regard to the specific conditions of individual workplaces of the
employer and the nature of work of employees, responsible senior employee may decide to use either
fixed or, in agreement with the employee, flexible weekly working hours, respectively on the other
individual treatment. The employer may agree with the employee, subject to the provisions of the
previous sentence, to work in another agreed place". The Amendment to the Collective Agreement was
approved in November 2016 and entered into force as of January 2017 (Trade Union versus VSCHT)
where it is stipulated in the Article 17) The employer may agree with the employee, to work in another
agreed place. See at http://svos.vscht.cz/dokumenty/18204 "KS 2015-2017 Dodatek c.3

34

responsible for the Advisory and Career Centre whose foundation received a "green
light" in April 2016. New concepts and first activities are being carried out; the team
expects to continue with the mentoring program and career advisory within this
centre 5. In this framework, one female researcher has been mentored during the
summer by preparing a project proposal to apply to the call H2020 MSCA – IF. Her
proposal was submitted in September 2016.
− With respect to Action 2.3.3., this is a much larger problem related to short term
contracts in the Czech Republic, and the breach of the Labour Code by employers. A
meeting was held at the responsible Ministry (Labour and Social Affairs) with
representatives of the ministry of education and trade unions, but representatives
of the Czech Rectors’ Conference (represented at the meeting by the VSCHT rector
and vice-rector who hold executive positions in the Czech Rector’s Conference)
refused any formalization and to address this issue in a systematic manner (this
issue is impossible to deal with at the moment given that competitive funding
constitutes up to 80% of the institutional budget in many institutes of higher
education; the issue has been also raised with the Ombudsman The Public
Protector of Rights by the National Contact Centre for Gender and Science, and the
grievance procedure available now is on an individual level – to lodge complaints to
the Ombudsman or lodge a complaint in court, a strategy people fear to take due to
the job precariousness).
− In the case of Action 2.5.1., two trainings with Yellow Window have been
implemented in 2015 and another two have been planned for October 2016.
− As for Action 2.5.4., "Negotiating and supporting the insertion of doctoral theses
with a gender dimension", as reported in the Evaluation report for the 1st reporting
period, an immediate implementation of the gender dimension in doctoral theses
5

The mentoring scheme is currently discontinued to the lack of staff resources after the former
responsible employee for the programme has left VSCHT. Since April 2016 the new department
"Advisory and Career Centre" currently lead by the TRIGGER team leader at VSCHT started its activities.
Since September 2016, a new Act on Higher Education entered into force in Czech Republic. Under this
Act, VSCHT is going to apply for institutional accreditation, consequently VSCHT has to review and
upgrade the whole system of internal rules. The process has already started, the first rules that are being
updated are "The Statute of the Institution", Election Rules and Rules of Procedure of Academic Senate.
After that other rules will be updated or new one will be designed and submitted to the Academic
Senate for comments and approval. The organisational chart (structure) is one of the most important
internal rules, that determines competencies and according this structure the VSCHT budget is allocated
to individual departments. The Advisory and career centre has already been proposed as a new
organisational unit of the organisational chart. The VSCHT team has indications that it has been accepted
by the top management and will be submitted for approval to the Academic Senate. The budget required
will be for 2 FTE persons plus other costs. Than the team will be able to continue to carry out also the
mentoring programme.
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was not possible, based on the current functioning of the education system in the
Czech Republic. An internal monitoring of VSCHT revealed that PhD students mostly
continue working on the same topic started during the bachelor’s and at the
master’s. Consequently, the team decided to introduce gender topics at the
bachelor’s or master’s degree, to be continued to the PhD degree. To stimulate
interest in students in gendered topics, the team has implemented a contest, in
which the best student’s papers on a gender-oriented topic are awarded. This
activity started in November 2015 with the Prize Julie Hamackova, which will be
replicated in November 2016 and 2017.
− In the case of Actions 2.6.1. ("Establishing praxis in connection to professional
assessments and evaluations that at least one female professor participates in all
committees for professor appointment", not implemented) and 2.7.2. ("Support to
access decision-making boards and committees by establishing an internal rule on
the minimum proportion of women to be included planning", partially
implemented) there have been negotiations with the top management related to
the introduction of the rule. However, the resistance is so strong that the task is
outright dismissed as unrealistic. The prevailing point of view, even among women,
is that the only criterion to be met in forming the committees should be the
expertise of the members, no matter of their gender. Czech society and also
academics and non-academics at VSCHT are against quotas. It is becoming
increasingly evident that it will be impossible to institutionalize this goal. The only
way to implement such action is that more young female scientists will be
habilitated and then will become members of boards and committees. This process
is already running. This is why the action 2.7.2. is reported as partially
implemented.
− As for Action 2.6.2., in the first reporting period the project team started to support
the university management in trying to implement an integrated evaluation system
for the whole university and to watch gender equality issues. This effort has been
interrupted with the change of leadership. Previously, the evaluation system was
established only at one faculty (of chemical engineering). Because of the change of
leadership and adoption of a new Act on Higher Education( 09/2016), the university
is obliged to prepare a new internal unified system. At the moment, it is however
not clear whether it will be possible to include a provision for gender equality in this
new system.
− In the case of Action 2.9.2., "Monitoring the gender dimension of intellectual
property rights", an initial analysis was carried out, but no follow up was made,
since the person who was responsible for this activity was demoted and cannot
continue this task.

36

1.2.

Compliance with internal procedures and deadlines
Deliverables

Two deliverables were due in the concerned period. The first (D.2.8 Book of
interviews to promote women researchers) was submitted on time and subsequently
approved by the EC, while the second (D.2.9. Reporton the closing survey findings on
needs, obstacles and challenges of women at VSCHT) was submitted with some delay
and is still under review by the EC.
Technical assistance: monitoring, on-site visits,
transmission of documents and information

The monitoring sessions at distance were regularly held. One onsite visit was
implemented on November 17th, 2015, while the following one was set for November
15th, 2016.
Evaluation

All the necessary information for implementing the evaluation of the Action Plan
was given on time.

1.3.

Actual execution of assigned tasks

According to the two teams of VSCHT and ISAS, not all the team members
succeeded in keeping their schedules. Some actions were thus delayed. A major
problem is that the team had constantly to work to maintain issues on the table. In
fact, since the elections of the rector and the renewal of his team were held during the
concerned period, the negotiations with top management always start as if from
scratch. The team thus has to always repeat the same things. The core team members
of VSCHT, much less the ones of ISAS, are involved in important negotiations at VSCHT.
Furthermore, due to personnel changes at VSCHT, the implementation of most of
the 25 actions (apart from the few ones focused on gender dimension in research,
which are under the responsibility of two researchers of the team exclusively in charge
of them since the beginning of TRIGGER) was divided only between two persons (the
team leader and her project manager), but this has proven not sufficient.
The VSCHT team noticed the existence of some problems due to the fact that
members of the extended team (especially women professors) are overloaded with
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work, being involved with teaching, supervising students’ theses, writing publications,
participating as members in assessment committees or participating in research
projects. Almost all of the team members are moreover involved in other projects or
institutional activities. It was therefore complicated to convene all TRIGGER team
members for meetings. The measures adopted by the team to address this problem
were to record team meetings, mostly for those who couldn’t participate and organise
workshops at noon and during lunch breaks (serving sandwiches and coffee during the
meetings). Nevertheless, if their workload increases, they will be no longer able to
complete their tasks under the TRIGGER project. On the other hand, their role in the
decision-making process is significant and they are really helpful in pushing forward all
of the strategic issues.
According to the ISAS team, the Action Plan is anyhow on track in terms of
deadlines. However, the involvement of some team members had to be reconsidered.
As previously mentioned, for example, a stronger commitment of women professors
through the creation of a structured women-only network (even if it would have been
helpful in implementing the Action Plan) was not advisable.

2.

Results evaluation

2.1.

Number of planned beneficiaries/number of actual beneficiaries

The outputs of the analysis about the number of direct beneficiaries of the action
promoted under the Action Plan are reported below.
Table 7 - Comparison between intended and actual number of beneficiaries
Actions
Planned
Actual
Number
Number
2.1.5. Organisation of 4 workshops on gender
diversity management for
administrators/managers
2.1.6. Establishment of a network of women
researchers for mutual support and
empowerment
2.1.7. Two courses on equal opportunities and
gender stereotypes in science for top
management
2.3.1. Providing direct support to female
researchers through an informal mentoring
programme
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Actual No./
Planned
No.%

15

15

100

NA

30

NA

NA

15

NA

5

1

20

Actions

2.3.2. Providing career advice and training for
early-career researchers
2.5.1. In cooperation with Yellow Window,
organising 8 workshops using the Gender
Toolkit (1st edition)
2.5.3. Organise 3 trainings on the gender
dimension of curricula and the pedagogical
process (2nd edition)

Planned
Number

Actual
Number

Actual No./
Planned
No.%

NA

0

NA

30

23

77

15

13

87

Source: Evaluation grid second R.P. - Action Plan n. 2

As shown in the table, in some cases no specific target number was planned. This
was mainly due to the fact that TRIGGER is the first gender equality action developed
within the VSCHT (a technical university, i.e., a type of academic environment which is
not usually women-friendly), so the team met some difficulties in estimating in advance
the number of beneficiaries of some actions. Moreover, a change in the management
of VSCHT occurred during the concerned period. These reasons lay behind the level of
uncertainty about the number of beneficiaries.
In the following points, additional information is provided in order to complete this
picture.
-

Concerning the Action 2.1.6. the exact number of women network members was
not specified in advance (the more the better, the team reported).

-

As for the Action 2.3.1., after the former responsible employee left, the programme
has been discontinued, but 1 female post doc has been mentored on preparing a
proposal to H2020 – MSCA –IF (deadline 2016-09-14).

-

For the Action 2.3.2. the Advisory and Career Centre (ACC) has started to operate
at the beginning of the winter semester: courses of Academy of competencies (i.e.,
8 seminars for students including PhD students focused on "soft skills,
communication, time management, etc."), are performed, the advisory of
psychologists is running, the new concept of organising students practice with
future employers is now negotiated with the top management, a new website of
ACC for communication with students and early career researchers has been
developed and it works. In the concerned period, no early career researchers were
trained yet.
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-

In the case of Action 2.5.1. it is to stress that, by the end of the project,6 workshops
out of 8 will be held by Yellow Window, due to the increased costs of its service.
The first two were convened in the first reporting period and conducted by Marcela
Linkova (ISAS). The first and the second seminar with Yellow Window took place in
September 2015, while the third and the fourth will be convened on October 5-6
2016, during the last reporting period (Fall 2017).
The team realized also other initiatives and events:

-

The nomination and awarding Julia Hamackova prize cat. a) by the Rector to
Monika Tomaniova at the Christmas ceremony of VSCHT Prague. Monika
Tomaniova is an early career researcher from the Faculty of Food and
Biotechnology, who is in charge of project management of FP7 and H2020 projects.
She was awarded for her contribution to international cooperation in R&D.

-

A presentation of the book "Searching for a Dynamic Equilibrium: Three
Generations of Women Researchers at the University of Chemistry and Technology
Prague (UCT)" (Action 2.4.2.) on February 17th 2016, attended by approximately 100
people, including researchers, professors, external experts and journalists.

2.2.

Type of intended beneficiaries/type of actual beneficiaries

The actions analysed above are also considered from the point of view of the types
of beneficiaries. The outputs of this analysis are summarised in the table below.
Table 8 – Correspondence between the intended and actual type of beneficiaries
Actions
Full
Partial
2.1.5. Organisation of 4 workshops on gender
diversity management for
X
administrators/managers (1st year)
2.1.6. Establishment of a network of women
researchers for mutual support and
X
empowerment
2.1.7. Two courses on equal opportunities and
gender stereotypes in science for top
X
management
2.3.1. Providing direct support to female
researchers through an informal mentoring
X
programme
2.3.2. Providing career advice and training for
X
early-career researchers
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No

Actions
2.5.1. In cooperation with Yellow Window,
organising 8 workshops using the Gender
Toolkit (2nd edition)
2.5.3. Organise 3 trainings on the gender
dimension of curricula and the pedagogical
process (1st edition)

Full

Partial

No

X
X

Source: Evaluation grid second R.P. - Action Plan n. 2

As it can be easily observed, in 4 cases out of 7 a full correspondence was reported.
For the remaining 3 cases, where the correspondence was partial, the following
remarks have been made by the teams.
− As for Action 2.1.5. it is be noticed how middle management (administrators/
managers) are the most difficult group to reach, finding themselves in a sort of
"sandwich situation", extremely busy, seldom volunteering to do anything that
does not benefit their position. The team members had to cancel two workshops
on gender bias in evaluation (by Marcela Linkova) as there was no interest. Instead,
they planned to replace them with a workshop with Curt Rice on the occasion of his
keynote presentation at the 3rd national conference on gender and science, which
was widely attended. The team’s intention is to try to enlist men presenters both
for top management workshops and middle management actions if possible.
− With respect to Action 2.3.1., during the implementation in the first year it turned
out that women-only mentoring would be a hard sell at VSCHT (women did not
want to participate in a women-only action). Mentoring was therefore geared both
at early career women and men researchers.
− With regard to Action 2.5.1., the teams saw that there is much less interest than
they had hoped for. The original plan was to focus on supervisors to integrate
gender dimension in their research topics, so that they can supervise students on
new topics with a gender dimension. It has proven extremely difficult to enlist
these people, despite active invitation by the researchers in charge of this action.
Participants were thus mostly recruited among students, thanks to the
institutionalization of the Julie Hamackova Award, so that they get better
acquainted with the methodology prior to submitting their student theses to the
competition for the award.
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B. EFFICIENCY
1.

Financial and administrative management problems

According to the two teams, the financial management at VSCHT was not planned
out ideally, which has resulted in a shortage of resources in year 3 and 4, with a
subsequent difficulty in money expenditure.

2.

Adequacy of the available funds

The way the budget was allocated to personnel costs at VSCHT creates now some
bottlenecks. The team members have found out that planned activities are more time
consuming than they expected. The budget has been excessive in travel costs at ISAS,
which has given the team the opportunity to come up with a new action (a book of
interviews with men as a follow up to the book of interviews with women researchers),
whose approval from the EC in November 2016 was still pending. A request for
amendment was made to relocate funding from travel to subcontracting (transcription
of interviews, printing and graphic layout) and personnel costs to ensure the
preparation of the book (interviews, editing etc.). The VSCHT planned travel costs were
excessive as well and the amendment was made to relocate part of funding from travel
to subcontracts.

C. IMPACT
1.

Subjective impact

1.1.

Level of agreement on the activities

As for the level of agreement on the activities carried out, the results of the analysis
made by the team in this regard are summed up in the table below.
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Table 9 – Agreement on the activities
Concerned actors
Direct beneficiaries
Managers/leaders of the organisation
Male component of the organisation
Other involved actors

1

2

3

4
X

5

X
X
X

Source: Evaluation grid second R.P. - Action Plan n. 2

In general, 1 type of stakeholders out of 4 shows high level of agreement. Less
positive orientations were recorded among university managers and leaders, by the
male component of the university and by the other involved actors.
This could be explained by the innovative and pioneering character of the project,
whose arguments and activities are unusual in a technical and male-dominated Czech
university, especially after the renewal of its management team with persons partially
different from the ones who followed the TRIGGER Action Plan since its very beginning.

1.2.

Level of satisfaction

With respect to the level of satisfaction with the general approach and specific
setup of the activities included in the Action Plan, this appears high for the direct
beneficiaries and much less positive for all the other actors involved, included the core
project teams (see Table 10), who in many cases consider that the results obtained
don't compare with their considerable effort.
Table 10 – General degree of satisfaction with the activities
Concerned actors
Direct beneficiaries
Managers/leaders of the organisation
Male component of the organisation
Core project team
Internal Support Committee/ board of the Action Plan
(Extended team)

1

2

3

4
X

5

X
X
X
X

Source: Evaluation grid second R.P. - Action Plan n. 2

Information on the breakdown of the satisfaction levels by actions is given in Table
11.
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Table 11 - Satisfaction with the results of the actions implemented
Actions
DB
2.1.5. Organisation of 1 workshop on gender diversity
4
management for administrators/managers
2.1.6. Establishment of a network of women researchers
5
for mutual support and empowerment
2.1.7. Two courses on equal opportunities and gender
4
stereotypes in science for top management
2.2.1. Establishing and providing technical assistance to
NA
home offices for staff
2.2.2. Formulating rules to introduce flexible working
NA
hours
2.2.3. Formulating rules for the
interruption/postponement of grant implementation
NA
due to pregnancy
2.3.1. Providing direct support to female researchers
NA
through an informal mentoring programme
2.3.2. Providing career advice and training for early3
career researchers
2.4.1. Poster
5
2.4.2. Book publication of interviews to present female
5
role models
2.5.1. In cooperation with Yellow Window, organising 8
4
workshops using the Gender Toolkit
2.5.2. In cooperation with the Internal Grant Agency,
formulate rules to fund specific projects with a focus on
NA
gender dimension
2.5.3. Organise 3 trainings on the gender dimension of
5
curricula and the pedagogical process
2.5.4. Negotiating and supporting the insertion of
4
doctoral theses with a gender dimension
2.6.1. Establishing praxis in connection to professional
assessments and evaluations that at least one female
1
professor participates in all committees for professor
appointment
2.6.2. Linking evaluation of scientific production to
NA
available time (for instance in case of maternal leave)
2.6.3. Open and transparent dissemination of
2
information about available opportunities/vacancies
2.6.4. Annual reporting to the Academic Senate
4
2.7.1. Organising 1 trainings to access decision-making
5
boards and committees

44

MC

CT

ET

4

4

4

5

4

5

4

4

NA

1

3

NA

NA

3

NA

NA

5

5

NA

1

1

3

2

2

5

5

5

5

5

5

2

3

4

NA

5

5

4

5

5

NA

4

4

NA

1

1

NA

2

2

3

3

3

3

4

4

5

5

5

Actions
2.7.2. Support to access decision-making boards and
committees by establishing an internal rule on the
minimum proportion of women to be included
2.9.3. Communication and dissemination: participation
of the project in national events
2.9.4. Cooperation with FP projects on gender and
science, support for early stage researchers and science
communication
Legend
DB = Direct
MC = Male
CT = Core team
beneficiaries
component
Source: Evaluation grid second R.P. - Action Plan n. 2

DB

MC

CT

ET

NA

NA

1

1

5

5

5

5

NA

NA

5

5

ET = Extended
team

NA = Not
applicable

The two teams made some comments about the satisfaction expressed by the
different actors (mainly when they are intended as beneficiaries of workshops,
trainings or other targeted actions) which are reported here below.
The lower level of satisfaction among the core teams is related to actions 2.3.1.,
2.6.1., and 2.7.2., which have proven much more difficult than anticipated. The team
members acknowledge that despite tremendous effort, direct negotiation, provision of
research result from the surveys at VSCHT as well as other research findings, no
progress has been achieved with respect to actions aimed at women’s participation in
research and research management.
As for the satisfied actors, it should be highlighted in particular that the preparation
of the actions to build competences and skills for women to leadership positions seems
very positive: although the trainings are to start only in the fall, the feedback and
involvement of the direct beneficiaries is strong, and they are looking forward to the
participation in the training module.
Another task that is positively regarded by the beneficiaries is the training on the
gender dimension in the pedagogical process and curricula. The participants are in fact
asking when a next one will take place. The plan has been achieved, since 3 trainings
were originally planned and four have already been done 6.
Regarding dissatisfied actors – middle management, the team is facing strong
resistances (as above mentioned); two planned workshops had to be cancelled due to

6

Considering the success of this action, the teams would like to negotiate with the project coordinator,
with the assistance of ASDO, to continue this task and organize at least one or two trainings in the last
year of the project.
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lack of time and another scale of preferences. Middle management is a very busy group
and they have other priorities.
Top management is also a problematic group – it is always very difficult to find an
appropriate term of the workshop and convince people to attend the planned
workshops. However, once they attend these trainings, they realize the necessity of
their participation.

2.

Objective impact

2.1.

Changes within the organisation

As for changes introduced in the organisation connected to the Action Plan, the
following points can be mentioned.
As for changes to facilitate women’s access to leadership, no organisational change
has been achieved yet. According to the team, the impact will be at the individual level
of empowering and training women candidates for future leadership roles. Negotiation
of organizational change is extremely difficult and has no support by top management
so far (2 negotiations, 3rd planned for fall 2016).
The core team is currently not invited to join the negotiation of institutional
documents and changes in procedures; thus, realistically, there is no opportunity to be
actively engaged, if not through the direct collaboration with middle management
preparing new rules (namely, the Head of the Department for Strategy). The core team
submits suggestions and studies to the top management, but up to now it does not
seem to have an effect.
Regarding changes within working programmes, policies or procedures a change in
the collective agreement was negotiated in this period, with effect as of 1 January
2017. The change will allow home working and flexible working hours, and an
amendment will be attached to the Collective Agreement specifying the rules for these
new changes.
The new rule about the "Home office work" has been devised and in November
2016 is going to be submitted for approval to trade unions.
The VSCHT strategic plan was negotiated to contain an objective of diversity
management. The document states: "VSCHT Prague professes the value of equal
opportunities and supports diversity of students and employees within the scope of
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the three basic activities of the university – in education, research, development and
innovation, and direct social and expert impact of the university (the so-called third
role of university).
As for activation of new programmes, actions, policies as a consequence of the
actions implemented, no further development apart from the ones started in the
previous period (creation of the Julie Hamackova award, integration of the sex variable
in internal reporting systems).
Considering the continuation of actions, such as mentoring programmes, courses
for managers etc. beyond the TRIGGER lifespan, it will be discussed in the months to
come.
As for the adoption or use of some outcomes of the Action Plan in other
sectors/areas/departments of the organisation, the teams report that results of
surveys, the gender toolbox and other materials and outputs of the project are used
minimally by top management, faculty leadership and other stakeholders.
The only non-problematic uptake is the poster exhibition and the book of
interviews, which are popular and used for communication purposes at VSCHT (e.g.,
researchers’ night and other venues). The VSCHT funded a second edition of 1000
issues (which will be available on November 22nd, 2016). One half of the copies will be
sold in the bookstores.

2.2.

Effects on the actors involved

According to the VSCHT team, some actions had important positive effects on the
actors involved in the action plan.
-

The women identified for actions providing support to achieve leadership
positions (e.g., empowerment, capacity building) show a genuine interest and
involvement. This target group looks forward to the training module and engage
with the team (although the response to a request for an in-depth interview
could have been higher).

-

The men researchers contacted for the book of interviews show an interest in
participating in the interview project and the team had no problems with refusal
to participate. In fact, although the team is uncovering a high degree of
stereotyping in the interviews with this target group, these are actually very
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useful to open the issue and make them reflect on their own private role
arrangements and the barriers facing women researchers.
The women who participated in the interviews have become more visible, have
been invited to the media to present their work and the book of interviews, and
one of them established a mentoring couple with a woman outside the institution
thanks to the book of interviews. As was the case last time, the topic has been
put on the agenda, at least to some extent, and this is a really pioneering work in
the Czech context.

-

As for negative effects the team reported the following ones.
-

The team faces major obstacles in attracting people to some trainings, out of lack
of time and interest (gender diversity management in particular), even if they
tried to tailor these initiatives to the actual needs of the target people (namely,
top and middle managers).

-

The team had foreseen that the project and its implementation would have been
supported by women professors, but this group has withdrawn its open support,
especially vis-à-vis the top management. Another problem, linked to this, is the
fact that the team hasn’t managed to build ambassadors among senior academic
staff: both members of the VSCHT core team have limited resources as rectorate
employees (i.e., administrative) to engage with senior academics. The members
of the ISAS team, as external experts and social scientists, are not in a position to
engage beyond the people interviewed or when invited to meetings with top
management (bursar in particular).

2.3.

Effects on gender equality/diversity not envisaged in the design
phase

The VSCHT team has reported as a positive effects not envisaged in the design
phase the establishment of a new Advisory and Career centre in April 2016.
No negative effects were reported at this regard. Rather, the team complains about
the already mentioned lack of interest, especially in middle and senior management,
which would represent an obstacle to the production of significant impacts.
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2.4.

Effects on non-gender-related organisational policies, measures or
actions not envisaged in the design phase

As regards the positive effects of the Action Plan that were not gender-related and
not envisaged, the two teams highlight that the Rector sometimes mentions TRIGGER
and gender equality in public statements or in his election speech. They are not sure
whether or not this effect is unexpected, since it may be an effect of a reasonable
increase of awareness following from the project implementation, but still it is
something important to mention.

2.5.

External relations and outreach

The Action Plan involved different external actors.
-

Neighbouring universities and institutes of the academy of sciences in Prague 6
vicinity

-

Trade unions and Czech rectors’ conference (on the issue of repetitive short-term
contracts and the exception to the Labour Code).

According to the VSCHT team, some results and outputs of the Action Plan have
been also used by other organisations:
-

The National Contact Centre for Gender and Science (ISAS) has created the Working
Group for Change, which organizes mutual learning events at national level to share
experience about implementation. VSCHT team actively participates in these

-

Cooperation with the other institutions (in particular, Czech Globe – partner of the
structural change project EGERA – about the internal directives regarding home
office and flexible working hours measures; Technology Agency – concerning a
gender sensitive communication charter)

-

Cooperation with the Technology Agency of Czech Republic (TA CR) – sharing
experience on sex and gender analysis in research topics, used in the rules of new
TA CR programme

-

Both team leaders of VSCHT and ISAS are members of the Working Group on the
Action Plan for the HR and gender in research of the Ministry of Education.
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2.6. Variations in the presence of women in different roles/positions
With respect to the variations in the numbers of women in different roles or
positions, as mentioned in the initial description of work of the TRIGGER project,
figures regarding VSCHT are summarised in the table below.
Table 12 – Variations in the presence of women in selected roles and positions
Selected roles and positions
October 2013
September
December
2016
2017
- Gender balance in educational and
39%
29%
40%
research new vacancies
- Gender balance in applications for
40%
50%
40%
European research
- Female representation in
evaluation committees in the
12%
16%
33%
Internal Grant Agency
- Top managers receiving EO training
0
39%
40%
in the whole University and all
Faculties
Source: Evaluation grid second R.P. - Action Plan n. 2

Data are difficult to interpret. Indeed, both positive and negative trends coexist.
Anyway, some progress is to be highlighted, as a small increase in the female
representation in evaluation committees, a gender balance in the successful
applications for European research and the exposure of the top managers to training.

D. SUSTAINABILITY
From the point of view of the future sustainability of the activities included in the
Action Plan, the VSCHT team remarked that – especially thanks to its partnership with
ISAS – some contacts have been established with national and European networks
involving experts and policy makers working on gender equality in science and
technology, even if, up to now, no links were created with organisations or networks in
order to access further resources to support the implementation of the plan.
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The team mentioned the participation in the working Group for Change of the
National Contact Centre for Gender and Science at ISAS as a stable link that can favour
future sustainability, but the general conditions for it are still to be created.
Concerning new economic, material or human resources (both inside and outside
VSCHT) identified or achieved to entirely or partially support the activities of the Action
plan or to give continuity to them, the VSCHT team reported that the arrangement of
the second edition of the book "Three generation of researchers ..." will be funded
from the VSCHT budget. As for the future, the team mentioned the Operational
programme Science, Research, Education (European structural Fund operated by Czech
Ministry of Education) as a possible source of additional resources. In particular, the
decision to participate in a project proposal for obtaining the HR logo, which could
represent a basis for the future sustainability of the TRIGGER actions at VSCHT, is
currently pending.
As for activities implemented or started to make the new operational setups
activated by the actions definitive, negotiations are going on with the VSCHT
leadership about the continuation of the Julie Hamackova award and the statistical
data collection in the internal reporting system, but the team hasn’t a final feedback
yet.
As previously said, the collective agreement concerning home offices and flexible
working conditions should enter into force on January 1st, 2017.

E.

RELEVANCE

1.

Changing scenarios and adapting plans

During the second half of the implementation period, the Action Plan was modified
in some components in order to adapt it to changes that occurred within and outside
the School.
Due to the departure of the responsible person, the mentoring programme has
been discontinued and the team is still considering how to pick it up again.
Nevertheless, as mentioned, the TRIGGER team leader at VSCHT was commissioned
by top management to set up an "Advisory and career centre". She has started from
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level zero in April 2016. Currently there is an office room and meeting room at a good
address - just next to the Rector’s office, new web pages have been designed and are in
operation. Since September 2016, the courses on soft skills and competencies are
organised. The courses are open to students, PhDs and post-docs as well as other staff.
The new conception of career advising and mentoring, mainly for masters and PhD’s
students, has been devised and currently is being discussed with the vice-deans for
external relations, development and cooperation with industry. The new concept of
compulsory student’s practice (4 weeks) in industrial or research sector has been
submitted to the vice-rector for pedagogy. Operation of the Career and Advisory
Centre is funded by the Ministry (MEYS) under the project Institutional Plan VSCHT
Prague for the period 2016-2018.
Following the success and impact of the book of interviews, the team has requested
a relocation of funding to continue this, with a book of interviews with men
researchers.
On the other side, the teams had planned to replicate or continue two actions which
ended during the first year of the project (i.e., 2.4.1. Poster and 2.8.1 Analysis of press
monitoring on the percentage of women and men employees in scientific
communication). This has been impossible due to the change of internal situation 7.
Considering the action plan as a whole, the two teams confirmed its continued and
full relevance to the general needs of VSCHT both in general (i.e., to improve
competitiveness, excellence and inclusiveness) and, more specifically, in terms of
gender diversity management and work-life balance of the researchers, as they were
identified during the design phase. Similarly, the teams reckon that the action plan is
still pertinent also to the needs of the wider territorial area VSCHT belongs to and the
innovation system of chemical sciences in the country.
With reference to sex and gender aspects in research, which represent the more
innovative aspect in an already pioneering project in the Czech Republic, a continuous
effort is made to match the expectations, research interests, training needs or demands of
the researchers of VSCHT. The two researchers in charge of the plan’s actions on gender
7

Concerning the follow-up of the media analysis, the team renounced this due to lack of time and
capacity of the VSCHT team and the lack of commitment on this by the communication department of
the university, despite a presentation of the previous work expressly dedicated to the head of
department. Regarding the poster, the team planned to do a new poster reporting the statistics of
women and men at VSCHT. This plan has been postponed, since the figures are not favourable and the
team clearly doesn’t want to present a negative trend without first discussing the statistics with the
leadership.
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in research, indeed, are engaged with the stakeholder group and negotiate with them
the contents and focus, so in this sense the actions match the expectations of these
stakeholders.
According to the teams it is too early for the results of these research activities to be
publicly disseminated.

2.

Negotiation in action

In the second reporting period too, the implementation of the Action Plan is
requiring intense negotiation activities in the four different dimensions taken into
account by this evaluation.
The institutional negotiation has been deployed towards internal (like rector,
bursar, communication department, vice-rectors, academic senate, trade unions) and
external stakeholders (ministry of labour and social affairs, the Czech Rector’s
Conference) for different purposes, allowing improvement of the relationship with
initially diffident players (as, for example, trade unions) and achieving results (e.g., the
extension of the opening of the kindergarten to the children of the PhD students, the
insertion of flexible work in the collective agreement).
Because of the changes that occurred in the top management after the elections
and the current situation of temporary workers in Czech universities, unfortunately not
all the efforts resulted in a change. For example, the attempt to promote new rules at
the institutional and national levels to support early career researchers came up
against a major obstacle in all the universities of the country, which are currently in
breach with the Czech Labour Code, refusing to hire their temporary scientific staff
after the reconfirmation of multiple years.
Interpretive negotiation was mainly based, again, on the collection and internal
discussion of statistical data and interviews on the situation of women and men at
VSCHT (Action 2.1.3.). Even if the publication of the results is planned for the
subsequent reporting period, the implementation of the survey put the teams in touch
with researchers and managers. Still, bringing inequalities to light is not an easy task
and the fear of being identified as a weak target or a conflicting group is a major
obstacle for women scientists, who are hardly oriented to act, even if they often
acknowledge disparities in their working conditions or work-life balance arrangements.
As for symbolic negotiation, an important effort has been made in bringing to light
the biographies and experiences of three generations of women researchers (Action
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2.4.2.), through the publication of the book of interviews and its presentation, as well
as an exhibit of 10 posters of some of the same people interviewed. These two tools
were prepared, as usual, avoiding confrontational attitudes or approaches which could
have been accused of separatism and old-fashioned feminism. Both had a large success
and were presented all around the country.
It has been also useful, in a context where both top and middle management are
mainly men and not easy to involve, to convene in a workshop for top leaders with
(Action 2.1.7.) male international scholars, who are also top leader in their universities,
like Curt Rice, to explain how a gender-aware and gender equal policy has represented
a mark of excellence in their institutional experience.
A further important symbolic operation has been the creation of a prize named after
Julie Hamackova (Action 2.5.4), the first famous woman chemist of the Czech Republic,
to reward students and employees for the better thesis and/or for their work.
Operational negotiation is a continuous effort of the two teams. Some interesting
operational results have been achieved, also thanks to the involvement of managers
and administrative staff (e.g., the creation of a prize for students and employees with
the participation of all the institution, the already mentioned extension of the
kindergarten to the children of the PhD students, the introduction of the sexdisaggregated data collection in the university, the publication and public presentation of
the book of interviews and related posters). Still, the cooperation with top and middle
management has not improved, and the public support of women professors has
weakened. These facts, together with the loss of one staff member and the concurrent
increasing of the commitment of the team leader on other projects and institutional
engagement, have made it the work of the TRIGGER team harder.

F.

FINAL CONSIDERATIONS

1.

Observations of the Action Plan teams

The two teams did not add further observations to the ones inserted in the grid,
commenting their results.
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2.

Observations of the evaluation team

In the second reporting period, all the actions encompassed in the plan have been
started. The effort required of the teams to face different aspects of gender inequality
and to devise a multiplicity of tools (among others, research works, training,
communication, formulation of suggestions to draft strategic documents and
agreements) has thus been huge, while the surrounding conditions appeared to a
certain extent less favourable than in the initial period.
It is necessary to bear in mind that this Action Plan is particularly challenging for
different reasons, i.e., its width, the institutional features of VSCHT as a technical
university in a male dominated field, the pioneering character of the project, which is
the first structural change action in a Czech University, and the general national and
political contexts, not favourable to gender quotas or targets and in general to progender policies, with an extremely gender conservative attitude in society in general,
and among men in particular.
Some of these factors influenced the actual implementation of specific actions (two
of them were not implemented at all due to external constraints), as it emerges from
the analysis of the project’s effectiveness, mainly as concerns process evaluation.
Nevertheless, the team succeeded in devising a wide array of activities, some of
which are really innovative, and in reaching different kind of beneficiaries. This is why
the general degree of effectiveness, despite difficulties, can be considered as
intermediate.
As for efficiency, some problems were reported, which appear to be mainly linked
with the rigidity of the accounting system. The two teams are however managing to
solve them, with the help, whenever possible, of the project coordinator.
As for subjective impact, in the second period the situation has not improved, due
to the changes in the management team of VSCHT (the time needed to establish
relationship with the new team is also one of the reasons of the low internal
consensus) and the lack of a more substantial support from senior women professors.
A positive remark, in this direction, is represented by the group of the "aspiring
leaders", who seem to be genuinely interested in the issues dealt with by TRIGGER,
based on their will to improve their status at VSCHT.As for objective impact, despite the
difficulties occurring mainly in relation to establishing rules to support the female
careers, still some positive signals are visible, e.g., the amendment to the collective
agreement concerning home working and flexible time, the insertion of an objective of
diversity management in the strategic plan of the institution, the implementation of
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the Julie Hamackova award and the popularity gained by the book of interviews and
related posters, also in terms of visibility and, to some extent, authoritativeness of the
women researchers involved. No remarkable change in the figures related to women’s
presence in the higher positions of the institution were recorded, which, in any case,
are only partially influenced by the implementation of the project.
Sustainability will be the real challenge of the next reporting period. The teams are
taking the right steps in this direction, participating in national and European networks,
asking for additional institutional and external resources to follow on the actions
already implemented (e.g., the Hamackova award) and linking the TRIGGER mandate to
current challenges for the University, like the effort to obtain the HR logo. A possible
way to follow on the TRIGGER mandate, to be verified in the year to come, could be the
actual implementation of the career centre, which could represent a real resource
available for students and young researchers interested in moving forward in scientific
professions.
Last but not least, as for relevance, the two teams have proven their attitude to
react to changes of the scenario in which their action plan is unfolding and their ability
to negotiate at different levels with internal and external stakeholders. Of course, a
final word in terms of sustainability will depend upon the strategic choices of the
institution for the next period, which can include or not a stronger emphasis on gender
equality.
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CHAPTER FOUR
Birkbeck College, University of London –
Action Plan n. 3
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A. EFFECTIVENESS
1.

Process evaluation

1.1.

Planned activities/implemented activities

The table here below report the activities planned and implemented by the BBK
TRIGGER team.
Table 13 - Actual implementation of the actions
Actions
Implementation
of the planned
activities
Yes
No
3.1.1. Systematic observation of
potentially discriminating formal/informal
X
behaviours
3.1.2. Promoting the inclusion of women
scientists in external collaborative
X
networks
3.2.1. Developing a permanent mentoring
programme and a related handbook of
X
best practice (whole College)
3.3.2. Testing innovative research tools for
X
the gendering of research procedures
3.3.3. Permanent teaching module for PhD
X
courses on gendered aspects of research
3.4.1. Permanent leadership programme
X
3.4.2. Planning and Implementation of
Development Workshops (DW), that
X
recreate close-to-reality conditions for job
appointment selection interviews and
funding panels
3.5.1. Creation of structural opportunities
for the commercialisation of the work of
X
women scientists

Respect of deadlines
Yes or No, comments

Yes
Yes
Yes
Yes
Yes
Yes
Yes

Yes

Source: Second evaluation grid - Action Plan n. 3

Between April 2015 and September 2016 all the activities planned have been
implemented.
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1.2.

Compliance with internal procedures and deadlines
Deliverables

The only deliverable due during the concerned period (D3.4. Programme of the
permanent leadership training for women at BBK) was submitted on time to the EC
services and subsequently accepted.
Technical assistance: monitoring, on-site visits,
transmission of documents and information

No specific problems can be observed in relation to the provision of all the
information and documents necessary for the purpose of technical assistance.
Bilateral monitoring sessions were regularly held. The on-site visit for the reporting
period was conducted on September 15th, 2016.
Evaluation

The information needed for the evaluation of the Action Plan was provided on time.
No problems can, therefore, be recorded in this regard.

1.3.

Actual execution of the assigned tasks

According to the team members, all the persons involved in the Plan have fulfilled
their assigned tasks, complying with the annual work plan.

2.

Results evaluation

2.1.

Number of planned beneficiaries/number of actual beneficiaries

As for actions in which beneficiaries were directly and personally involved, the
figures related to planned and actual beneficiaries are reported in the following table.
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Table 14 - Comparison between intended and actual number of beneficiaries
Actions
Planned
Actual
Actual Number/
Number
Number
Planned
Number
%
25 – 30 (in
36 (networking
networking
event)
120
events)
3.1.2. Promoting the inclusion of
women scientists in external
20 (for events
15(seminar for
collaborative networks*
focused on
scientists in the
75
disciplinary
computer
areas)
science)
3.2.1. Developing a permanent
mentoring programme and a
6-8 pairs
8 pairs
100
related handbook of best practice
(whole College)
3.4.1. Permanent leadership
25 – 30 per
36
144
programme
event
3.4.2. Planning and
Implementation of Development
12
3
25
Workshops (DW)
Other action/initiative: Early
Career Seminar: Goal-setting for
15
12
80
women working in a professional
environment (part of 3.4.1)
* The action 3.1.2 is implemented through the organization of two different types of events:
1)

Networking events with a broad aim, involving both academics and professionals;

2) Small seminars for scientists, focused on specific disciplines in STEM.

Source: Evaluation grid second R.P. - Action Plan n. 3

As it emerges from the table, in two cases, the target was reached and even
exceeded, while in the other three cases it was not reached (the difference between
expectations and reality is remarkable only in one case). Some additional information
on these figures has been provided by the team in this regard.
− In the case of the action 3.4.1., besides organising one networking event for
aspiring professors/managers, the team has recorded interviews with senior
Birkbeck managers and academics on the importance of Gender Equality and these
have been uploaded to the BBK TRIGGER website (http://www.bbk.ac.uk/trigger/).
It seems that many people looked at them, but the number of people who access
these interviews will be available in the future.
− Regarding the action 3.2.1. the data refer to 2015-2016 edition.
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− With reference to action 3.4.2., few people took part when the action started
(November 2014) but more people then enrolled in the programme (July 2015). The
reason given by the potential participants in the workshop held in November 2014
was that of work overload in their own Departments.
− Concerning the "Early Career Seminar: Goal-setting for women working in a
professional environment", the team states that the event was fully booked, but
three people did not attend on the day of the seminar.

2.2.

Type of intended beneficiaries/type of actual beneficiaries

The analysis on the actions mentioned above showed there is no discrepancy
between the type of intended beneficiaries and the type of actual beneficiaries.

B. EFFICIENCY
1.

Financial and administrative management problems

Some problems reported by the team referred to expenditure. As noted in the
previous reporting period, additional money for conferences and travelling has been
necessary.

2.

Adequacy of available funds

The team judges the available funds to be adequate to needs of the Action Plan,
However, additional funds have been sought into order to increase the impact of the
TRIGGER project, internally and externally, through bringing in external speakers to our
events, and holding events in Birkbeck and other countries. The strategy has been to
increase learning experiences for Birkbeck staff from drawing on a wide range of
practice in other contexts.
The team applied to the Department and to the School to get some funds for travels
and conferences. For example, Viviana Meschitti has been attending around 2
conferences per year, where she is presenting the project findings: her attendance at
EGOS in July 2015 has been funded by the School; her attendance at SRHE conference
in December 2015 has been funded by the department. Travel to Dundalk and Lund to
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organise TRIGGER networking events in addition to those in 3.1.2. have also been
funded by the School

C. IMPACT
1.

Subjective impact

1.1.

Level of agreement on the activities

The overall level of agreement on the activities carried out under the Action Plan, as
assessed by the team, is reported in the table below.
Table 15 - Agreement on the activities
Concerned actors
Direct beneficiaries
Managers/leaders of the organisation
Male component of the organisation

1

2

3

4

5
X

X
X

Other involved actors: HR Department (HR director, member of
the TRIGGER board; HR Strategy and Policy Partner
(Engagement and Wellbeing); HR Strategy and Policy Partner
(Performance and Reward).
Other involved actors: Athena SWAN Athena SWAN selfassessment team (Team chaired by the Master, it comprises
now 29 members representing different disciplines, roles and
profiles. The TRIGGER team is represented)

X

X

http://www.bbk.ac.uk/about-us/equality/athena-swan/athena-swanself-assessment-team
Source: Evaluation grid second R.P. - Action Plan n. 3

Five different stakeholders were considered. In three cases, the team reports
agreement as being very high (5 in a range of 1-5) and in two cases (managers/leaders
of the organisation and male components of the organisation) as high (4 in a range of
1-5).
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1.2.

Level of satisfaction

Similar outputs can be recorded for the level of satisfaction expressed by different
stakeholders towards the general approach and specific setup of the activities.
Table 16 - Levels of satisfactions
Concerned actors
Direct beneficiaries
Managers/leaders of the organisation
Male component of the organisation
Core project team
Internal Support Committee/ board of the Action plan
(Extended team)
Other involved actors: HR Department (HR director, member
of the TRIGGER board; HR Strategy and Policy Partner
(Engagement and Wellbeing); HR Strategy and Policy Partner
(Performance and Reward).
Other involved actors: Athena SWAN self-assessment team
(Team chaired by the Master, it comprises now 29 members
representing different disciplines, roles and profiles. The
TRIGGER team is represented)

1

2

3

4

5
X

X
X
X
X

X

X

http://www.bbk.ac.uk/about-us/equality/athena-swan/athenaswan-self-assessment-team

Source: Evaluation grid second R.P. - Action Plan n. 3

The breakdown of stakeholder satisfaction levels for single actions is reported
below.
Table 17 - Satisfaction with the results of the actions implemented
Actions
DB
3.1.1. Systematic observation of potentially discriminating
formal/informal behaviours
3.1.2. Promoting the inclusion of women scientists in
external collaborative networks
3.2.1. Developing a permanent mentoring programme
and a related handbook of best practice (whole College)
3.3.1. Training on the gendered aspects of research
3.3.2. Testing innovative research tools for the gendering
of research procedures
3.4.2. Planning and Implementation of Development
Workshops (DW)
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MC

CT

ET

5

5

5

5

5

4

5

5

5

3

4

4

5

NA

5

5

5

NA

5

5

5

NA

4

4

Actions
3.5.1. Creation of structural opportunities for the
commercialisation of the work of women scientists
Legend
DB = Direct
MC = Male
CT = Core team
beneficiaries
component
Source: Evaluation grid second R.P. - Action Plan n. 3

DB

MC

CT

ET

4

4

5

5

ET = Extended
team

NA = Not
applicable

For 17 out of 28, the team recorded a very high satisfaction level (5 in a range 1 to 5)
and in 7 cases a high satisfaction level (4 in a range of 1 to 5). The male component is
the group that shows a level of satisfaction (3 in one case) which is a little bit lower
than those displayed by the other stakeholders. The team tentatively tried to involve
men but without any success (this is why, for some actions, it was not even possible to
rate their level of satisfaction).
According to the team, the networking events, both the big ones involving
academics together with professionals, and the smaller ones, have been appreciated:
this especially for the possibility to develop a dialogue around specific issues, or to get
more insights about gender equality.
The mentoring has been appreciated for giving a platform to discuss with other
people (both one’s own mentor or the other mentees), even if work still needs to be
done in the new programme (2016-17) to make sure that participants’ expectations are
better matched. An issue underlined by some participants was the lack of proper time
to dedicate to this activity. A few mentees were not entirely satisfied in 2015-16: one
expected a better match with the mentor, another one asked for joint sessions with the
mentors to better clarify each other expectations.

2.

Objective impact

2.1.

Changes within the organisation

Internal changes directly or indirectly linked to the activities promoted under the
Action Plan were observed by the team.
− As a result of the action 3.5.1, a chairperson for commercialisation/impact was
approved at BEI.
− Another relevant change was represented by the fact that TRIGGER team is part of
Athena SWAN committee currently and the TRIGGER actions are feeding into
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Athena Swan application. This means that once TRIGGER will be over, the HR
department will ensure their continuity.

2.2.

Effects concerning the actors involved

The team detected that the need for a mentoring/leadership programme has been
recognised and these measures will be sustainable. These measures have been
considered necessary by the Athena SWAN self-assessment team, chaired by the
Master and composed of different members of staff at BBK; among them, the Science
Equalities Assistant Dean, the Dean of the School of Science, the HR Strategy and Policy
Partners. In general, one can observe that, in the second part of the concerned period,
the top leadership of the Birkbeck College showed an increased commitment towards
gender equality, as it has been also confirmed by the availability of the Master of the
College to be interviewed on this matter and to publicise the interview on the TRIGGER
project website.

2.3.

Effects on gender equality/diversity not envisaged in the design
phase

As an effect on gender equality produced by the Action Plan but not envisaged in
the design phase, the team reported, as already mentioned, the fact that TRIGGER
team is currently part of the committee for Athena SWAN.

2.4.

Effects on non-gender-related organisational policies, measures or
actions not envisaged in the design phase

As said in 2.1. here above, following the research on commercialisation activities at
BBK, conducted in 2014, and discussions with BBK members of staff involved in
commercialisation, TRIGGER proposed to the School of Science and to the School of
Business, Economics, and Informatics to appoint a person in charge of helping
academics to commercialise their research (either by making them more aware of the
commercialisation potential of their research, or be addressing them to the
appropriate channels). The proposal has been successful at BEI, and a "Research
Development Manager" was appointed in 2015.
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2.5.

External relations and outreach

During the report period, the team, through Action 3.1.2. has involved other
universities (Dundalk, Lund) and business sector. Below the organisations involved for
each event:
- Event at Dundalk, May 2015
- Dundalk Institute of Technology
- Queen’s University Management School
- Careers Office, Dundalk Institute of Technology
- UK Trade & Investment, British Embassy
- Embassy of the Republic of Lithuania to Ireland
- Event at Lund University, November 2015
- CIRCLE (Centre for Innovation, Research and Competence in the Learning
Economy), Lund University
- Stockholm School of Economics
- Lund University Innovation Support System
- BioInvent International AB
- WINGS (Women In Great Sciences), Lund University
- Event "Growing your ecosystem", March 2016, with Miranda Weston-Smith,
founder of BioBeat, a programme to inspire the next wave of bio-entrepreneurs and
business leaders. Weston-Smith helps early stage biomedical businesses attract
investment and develop their business strategy.
As regards outreach, note should be made of the great effort made by the team in
participating in the scientific debate on gender in science and technology, as witnessed
by the presentations and papers listed below.
Presentations in Conferences:
− Lawton Smith, H., Meschitti, V., le Roux, J., Panton, M., Etzkowitz, H., Baines, N.,
Poulovassilis, A. and Henry, C., Gender differences in commercialisation of
research: an investigation at Birkbeck Presentation at the Triple Helix International
Conference, 25-27 September 2016, Heidelberg, Germany.
− Meschitti, V., The struggle for equality in academia. The gendered effects of an
apparently innocent work allocation. 30th British Academy of Management
Conference, 6-8 September 2016, Newcastle, UK.
− Meschitti, V., Gender cultures in academia. How careers develop in a gendered
environment. 9th European Conference on Gender Equality in Higher Education and
Research, 12-14 September 2016, Paris, France.
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− Meschitti, V., Hein, W., Etzkowitz, H., and Lawton Smith, H., Gender and the
construction of career paths in academia. Society for Research into Higher
Education Annual Conference, 9-11 December 2015, Newport in South Wales, UK.
− Meschitti, V., Hein, W., Etzkowitz, H., and Lawton Smith, H., Getting the deliverable
ready: Time and times in the conduction of a European project. 31stEGOS (European
Group for Organizational Studies) Colloquium, 2-4 July 2015, Athens, Greece.
Book chapters and journal papers
− Lawton Smith, H., Poulovassilis, A., Henry, C., Etzkowitz, H., and Meschitti, V.
(forthcoming), Female Academic Entrepreneurship: Reviewing the evidence and
identifying the challenges. In Henry, C., Nelson, T., and Lewis, K. (Eds.), The
Routledge Companion to Global Female Entrepreneurship. London: Routledge.
− Bedford, R., Jones, E.J., Johnson, M.H., Pickles, A., Charman, T. and Gliga, T., (2016).
Sex differences in the association between infant markers and later autistic traits.
Molecular Autism, 7(1), 1.
− Lawton Smith, H., Meschitti, V., (2015), Transforming Institutions by Gendering
Contents and Gaining Equality in Research (Viewpoint), International Journal of
Gender and Entrepreneurship, 7(3).
Edited Book
− Lawton Smith, H., Henry, C., Etzkowitz, H. & Poulovassilis, A. New Perspectives in
Gender, Science & Innovation. Cheltenham : Edward Elgar Publishing.
The team also disseminates news items and video interviews via its website
http://www.bbk.ac.uk/trigger/ and use Twitter @TRIGGERBBK to communicate further
and drive people to the website.
Finally, in 2015 professor Colette Henry (Dundalk Institute of Technology, Ireland)
has invited professor Helen Lawton Smith on behalf of TRIGGER to be a member of
the Global Women’s Entrepreneurship Policy (WEP) Research Project. The Global
Women’s Entrepreneurship Policy Research Project (Global WEP) was launched at the
Diana International Research Symposium in Stockholm in June 2014. Its overarching
aim is to map and critically compare support policies for women’s entrepreneurship
globally. The project also aims to identify good practice examples of effective policy
supports that may be adopted by other countries to encourage more women to engage
in entrepreneurial activity. Global WEP is led by Professor Colette Henry (Dundalk
Institute of Technology, Ireland) and Professor Pauric McGowan (University of Ulster,
Northern Ireland).
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2.6. Variations in the presence of women in different roles/positions
With regard to the variations in the numbers of women in different roles or
positions, the figures for BBK are summarised in the table below.
Table 18 – Variations in the presence of women in selected roles and positions
October 2013
September
2016
− Share of women professors in Birkbeck
Business, Economics & Informatics
School and in the School of Science
− Gender balance at senior management
levels within Birkbeck
- Establishing a Centre for Women and
Leadership

December
2017
(expected)

25%

27%

>25%

30%

46%

40-50%

No

No*

Yes

Notes
* Instead of establishing a Centre for women and leadership, it was decided to create a programme on women
and leadership

Source: Evaluation grid second R.P. - Action Plan n. 3

The scheme clearly shows that some changes have occurred. In particular, it is
detected a significant increase of the gender balance at senior management levels
within Birkbeck: it was 30% before the beginning of the project and it is 46% currently.
It is also important to note that the percentage of women profitably commercialising
their research is good (despite the general performance of research commercialisation
at Birkbeck is not very good, as emerged during the first reporting period).

D. SUSTAINABILITY
As for the development of national or international contacts in order to access
additional human, material or economic resources, the team reported that, as said,
contacts were established with different organisations from the private and public
sector, to maximize TRIGGER research impact. The networking events have been useful
to have information to good practices and get advice from other organisations.
To support the implementation of the Action Plan, the team relied on some extra
funding coming from the Management Department and the BEI School (conferences
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and travels for networking events in Dundalk and Lund). Until now, according to the
team, there was no need of any extra resource for working on sustainability, apart from
the funds coming from projects of the School to support networking events and
participation to conferences.
Within Birkbeck, as already said, the team has established links with HR and the
team members are involved in the Athena Swan committee. TRIGGER team is part of
the Athena SWAN self-assessment team: this means it has the opportunity to shape the
future policies of the College in relation to gender equality. Moreover, TRIGGER team is
regularly in touch with the HR policy partners to work on the sustainability of some
actions (3.2.1. and 3.4.1.).
The activities related to the actions 3.2.1. (mentoring) and 3.4.1. (leadership) have
been included in the Athena SWAN action plan (to be submitted in November 2016).
This means that, after the end of TRIGGER, the team will be sustained by the College
for the following three years at least.
The activity related to action 3.3.3. (teaching module for PhD students) will be
sustained by the Birkbeck Graduate School, that devises training for postgraduate
students.
In relation to 3.5.1. (commercialisation), TRIGGER had an active role in lobbying the
school of science and the School of Business, Economics, and Informatics (BEI) for
having a new member of staff in charge of supporting academics willing to
commercialise their research; as a consequence, a "Research Development Manager"
was appointed by the BEI School in December 2015. One of the issues raised by the
TRIGGER project at Birkbeck, therefore, has been taken in consideration providing a
durable institutional arrangement for the commitment of the institution to take actions
on it. The person appointed proven to be sensitive to gender issues, thus probably
attentive to women’s access to commercialisation opportunities.
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E.

RELEVANCE

1.

Changing scenarios and adapting plans

In the concerned period, no action plan activities have been modified due to
changes or decisions internal or external to the Birkbeck College. The team confirms
that the plan is still relevant to the needs of the institution and the scientific
community.
Participants in the activities (3.1.2. networking, 3.2.1. mentoring, 3.3.1. workshops
on gendering research, 3.4.2. development programme) have been asked to give
feedback about the initiatives they were involved in. In general, this has been positive
and the offer seems to match a demand (in fact, even the data collected under 3.1.1.
gender cultures show a need for mentoring and leadership training, for example). The
difficulties encountered in the previous reporting period, when the team could attract
few participants for the activity 3.4.2., seem to be over.
No specific information is available about how the activities on gender in research
have been received in the scientific community at the local level. In any case, the
results of the research study implemented under the action 3.3.2. have been published
on an international journal, and presented at the International Conference for Infant
Studies, in New Orleans (May 2016).

2.

Negotiation in action

In the second period, the Birkbeck team has carried out different negotiation
activities, geared at consolidating the first achievements, building on them for the
future.
Institutional negotiations were conducted mainly to affirm for the TRIGGER team in
the college a role among the key players for gender equality and to strengthen the
actions. This involved individual contacts with the HR department, the deans of the two
schools involved, the Athena SWAN committee, as well as with internal and external
stakeholders, like the association ASTREA composed by women professionals at
Birkbeck. The team regularly convened its internal board, where all the internal
relevant stakeholders are represented, and reinforced its position also creating an
external board to support its activity, composed of national and international scholars
and experts. The external board meets annually and has been invaluable in the advice
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given on negotiating with the College, on networking and most recently on focusing the
TRIGGER team on how to maximise the impact of its research, internally and externally.
Interpretive negotiation was pursued by disseminating the results of the research
study implemented through the action 3.1.1. in different ways, e.g., articles and
presentation in national and international meetings and workshops, as well as in the
periodic meetings of the TRIGGER committee at Birkbeck. Another important tool for
the team has been the co-organisation of the TRIGGER mid-term workshop at the
premises of the Birkbeck College. Besides increasing the visibility of TRIGGER, this event
increased the awareness of gender inequalities and tools to fight against it in the
institution. During the workshop, the failure of the College in gaining its Athena award
was the occasion to reflect on how far there is still to be done towards gender equality.
The workshop also provided a further occasion for the team to make evident the
cooperation between the different players interested in fostering gender equality.
Symbolic negotiation has been intensified through the enhanced utilisation of the
web to communicate about the project results and to involve top and middle manager,
as well as scholars in spreading the word about gender equality and to commit
themselves to promote it in the institution. Another important symbolic aspect, on the
occasion of the mentioned mid-term workshop, has been to recall the story of the
famous chemist Rosalind Franklin, who was based in Birkbeck in the final phase of her
career, after suffering unfair treatment by the scientific community (in particular, the
college has been challenged by the US scholar Henry Etzkowitz, visiting at Birkbeck, to
build an Institute for Gender and Science named after Rosalind Franklin).
In symbolic terms, it is noted that the gendered research on autism funded by
TRIGGER has been published by a peer reviewed international journal and presented to
an international conference, being so scientifically validated.
Operational negotiation was successfully performed to actually implement the
actions planned in due time. The team members managed in obtaining from their
Department and the College funds needed to disseminate their results at international
level, thus demonstrating their ability in dealing with their administrative and
managerial counterpart. Another example of operative soundness has been the
capacity to interview and put on line interviews with leaders and scholars of Birkbeck in
a limited time.
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F.

FINAL CONSIDERATIONS

1.

Observations of the Action Plan team

No general observations have been made by the team with regard to the
implementation of the Action Plan so far.

2.

Observations of the evaluation team

The effectiveness of the Action Plan has evidently increased in the second period. It
should be noted, indeed, that the deadline were always respected. Compliance with
the TRIGGER project’s internal procedures was ensured by the team, and no specific
constraints were reported in the actual execution of the assigned tasks. The expected
number of participants in almost all the initiatives of the plan was met, and the type of
beneficiaries was always respected.
As for the efficiency, one small problem, concerning the costs for participating in
conferences, has been mentioned, as well as its solution.
The subjective impact appears satisfactory, since the degrees of agreement and
satisfaction of different kind of stakeholders have been reported almost always as high.
An exception is again represented by the male component of the organisation, which
confirms as the less favourable group towards the TRIGGER actions. As for the actual
change introduced by the plan, some good news sound promising, as the actual
cooperation with the Athena SWAN Committee and the introduction of a new position
to support the commercialisation of the researchers’ work.
Also sustainability appears in a new light at the end of the second period. The
effective cooperation with the Athena Swan committee and the HR Department are
likely to make some TRIGGER actions permanent, namely the ones related to
mentoring and leadership. An interesting perspective has also appeared for the
forthcoming action on the PhD teaching module, which will be implemented next year,
with the help of the Birkbeck Graduate School, and could be possibly become part of
the offer of the school also in the future. The aspect of commercialisation, with the
appointment of a devoted employee, has been already mentioned.
Finally, the relevance of the Action Plan is confirmed, also thanks to the continuous
negotiation effort made by the team to link with internal and external stakeholders.
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CHAPTER FIVE
Université Paris Diderot, Paris 7 –
Action Plan n. 4
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A. EFFECTIVENESS
1.

Process evaluation

1.1.

Planned activities/implemented activities

At the University Paris Diderot – Paris 7 (UPD), the core team of the action plan is
represented by a specific UPD service, the Pôle Égalité Femmes-Hommes (PEFH), fully
devoted to the promotion of gender equality. In the period covered by this evaluation,
the team has been also in charge of actions addressed, not only to UPD, but also to
other institutions forming part of the Université Sorbonne Paris Cité, a federation of
nine self-governing Higher Education Institutions (HEIs) and five Research Performing
Organisations (RPOs).
In the table here below, the data concerning the actual implementation are
synthesised 8.
Table 19 - Actual implementation of the actions
Actions
Implementation
of the planned
activities
Yes
No
4.1.1. Annual statistical analyses to assess
respective situations of women and men
Partial
among staff and students
4.1.2. Annual discussions in the central
Partial
administrative/decisional council and locally
in the targeted institutions
4.1.3. Trainings courses on equal opportunities
X
and gender diversity management
4.1.4. Establishment and management of a
network of referents for women/men equality
X
in each department of the university

8

Respect of deadlines
Yes or No, comments

Partially respected

Partially respected
Yes
Yes

As said above, in some cases deadlines are reported as respected also when the action has not been
fully implemented. Evidently, the deadlines considered are only those linked to the part of the action
which has been actually carried out.
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Implementation
of the planned
activities
Yes
No

Actions

4.2.1. Establishment of a qualitative study to
identify critical issues and promote internal
discussion in the two participating
organisations
4.2.2. Establishment of a new rule giving
priority for women in being awarded a
sabbatical within the first two years after a
maternity leave
4.2.3. Support home working by the
promotion of video-conference meetings and
other home working tools
4.2.4. Proposal for the coverage of part of
child care costs for women
4.3.1. Biannual workshops for young and
senior researchers on career path issues
4.3.2. Establishment of new rules about
gender turn-over in administrative and
teaching
4.3.3. Annual "open university and sciences"
days
4.4.1. Survey about stereotypes and
dissemination of results
4.4.2. One-day training sessions on gender
stereotypes for first-year students
4.4.3. Gender-unbiased language in all
internal documents including job offers and in
new student books
4.5.1. Training on the gendered aspects of
research
4.5.2. Annual seminars/conferences with
recognised scientists who have successfully
integrated gender in their research
4.5.3. Identify one researcher in biology and
one in physics who commit to integrate
gender in their research
4.6.1. Annual statistics on recruitment broken
down by gender
4.6.2. Annual statistics on women’s publishing
activities

X

Yes

X

Yes

X

Yes
X

No

Partial

Partially respected

Partial

Yes

X

Yes

Partial

Yes

X

Yes

X

Yes

X

Yes

Partial

Yes
X

75

Respect of deadlines
Yes or No, comments

No

Partial

Partially respected

Partial

Partially respected

Implementation
of the planned
activities
Yes
No

Actions

4.6.3. Establishment of a rule to have a
minimum of 40% of the under-represented
gender in hiring commissions and publication
of the composition of hiring commissions
4.7.1. Training of female assistant professors
and full professors in project writing and team
management, including empowerment
4.7.2. Establishment of rules to have at least
40% of the under-represented gender in most
important decisional meetings
4.7.3. Establishment of rules to include in all
proposals for internal research funding the
number of women involved and their position
4.8.1. Actions aiming to have at least 40% of
the under-represented gender among
speakers at events organised in promotion of
research at the university
4.9.1. Publication of a "state of the art" of
cooperative and collaborative projects of
women with the social, political and/or
economical world
4.9.2. Inclusion in the Foundation of the
University an axis "Equality and Gender"

X

Respect of deadlines
Yes or No, comments

Yes

X

No

X

Yes

Partial

No

X

No

Partial

Partially respected

X

Yes

Source: Evaluation grid second R.P. - Action Plan n. 4

Overall, in the report period, 26 actions were to be implemented, 12 of which have
been implemented according to the plan, 4 have not been implemented and 10 have
been reported as partially implemented.
With reference to the delay in the implementation of the action 4.1.1., according to
the team, the statistical report has been done for the first year. The team collected the
database for the 2nd and the 3rd years, but they are waiting to hire a new statistician
(January 2017) to draft the report.
As for the action 4.1.2. (Annual discussions in the central administrative/decisional
council and locally in the targeted institutions), the team members did a presentation
on a plenum meeting in December 2015 to present their actions and the WLB study. In
September 2016, the director of their unit presented their actions in the central
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council. They are waiting for the validation of the scientific committee to present the
study to the involved structures 9.
The action 4.2.4. (Proposal for the coverage of part of child care costs for
women)had to be extended to USPC in order to ensure sustainability, but financial
issues (loss of the IDEX budget, see C. Impact, par. 2.3.) did not allow them to
implement it. The team is thus negotiating with the Department of human resources of
UPD to implement it locally.
Referring to the action 4.3.1. (Biannual workshops for young and senior researchers
on career path issues), the team highlights that the participation of the PEFH in the
"career path day" (i.e., the welcoming meeting for the newly recruited staff) is
institutionalized by now. The staff member with whom the team wanted to organize
workshops for students left the university this summer and she has not been replaced
yet. But the team is in touch with another university which wants to spread the training
on job gender stereotypes, and also with a private company which offers networking
and coaching for women managers.
Concerning the action 4.3.2. (Establishment of new rules about gender turn-over in
administrative and teaching responsibilities), the schedules of the central council have
been overloaded because of the elections of the members and the President of the
University, which all took place in March 2014, and, because of recent legislation
concerning Higher Education in France which enforced a whole new organisation to the
University. Therefore, with respect to the strategic choices picked by the PEFH team
concerning specific new enforcement measures, it will be more efficient to wait for the
results of the studies that have been conducted by the PEFH in order to formulate new
propositions on the adoption of new rules. The results of these studies will also provide
some new argumentation.
As for the action 4.4.1. (Survey about stereotypes and dissemination of results), the
PEFH members are convinced that if they create and administer the test, the answer
will be biased. Indeed, if the respondents know that the test is being performed by the
Gender Equality Unit, their answers could be influenced. Also, the PEFH team does not
have the expertise to draft a test which will avoid the influenced answers. That is why,
the solution picked up is the making of the test draft by Project Implicit. Project Implicit
is a "non-profit organization and international collaborative network of researchers
investigating implicit social cognition - thoughts and feelings outside of conscious
awareness and control. Project Implicit is the product of a team of scientists whose
research produced new ways of understanding attitudes, stereotypes and other hidden
9

It is also to bear in mind that this action is very dependent on the internal political situation and has
been postponed for long time in the previous period, independently from the willingness of the team.
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biases
that
influence
perception,
judgment,
and
action"
(https://implicit.harvard.edu/implicit/). The Project Implicit already offers a free
implicit-association test (IAT) online. "The IAT is a measure within social psychology
designed to detect the strength of a person's automatic association between mental
representations of objects (concepts) in memory". The survey will take place in the
third reporting period.
Regarding the action 4.5.2. (Annual seminars/conferences with recognised scientists
who have successfully integrated gender in their research), the team has only
succeeded to organize a study day on integrating gender in European projects in 2015,
but the action will continue in the following period.
The action 4.5.3. (Identify one researcher in biology and one in physics who commit
to integrate gender in their research) is linked to the 4.5.2. It will take place in April
2017 and will be the occasion to identify researchers (in biology).
Regarding the action 4.6.1. (Annual statistics on recruitment broken down by
gender) the database has been collected. The analysis will be done by the statistician
hired by next January.
The team members did not have time to work on action 4.6.2. (Annual statistics on
women’s publishing activities), which requires a more complex procedure than the
previous study. It will be done with the new staff of the team.
With reference to action 4.7.1., mainly due to the institutional commitment taken
on by UPD in organising the 9th European conference on gender equality in higher
education, the PEFH had not enough time to implement this action, starting with
mobilisation of potential beneficiaries. The team has to find a way to involve women in
this project. The team members are in touch with a private company (Les Apérettes)
which they think could help them in the implementation of this action and the 4.3.1.
The action 4.7.3. has not been adopted by the central council (see comment on
4.3.2.), but the team is currently negotiating with the DARI (office dedicated to
research and innovation). The DARI can not implement a new rule which has yet to be
approved by the central council, but they can provide information on the current
situation, i.e., the number of women involved and their position.
The actions 4.8.1 (Actions aiming to have at least 40% of the under-represented
gender among speakers...) and 4.9.1 (Publication of a "state of the art" of cooperative
and collaborative projects of women...) will be done with the support of the new staff
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member. The team is in touch with the offices which could give them the information
they need.

1.2.

Compliance with internal procedures and deadlines
Deliverables

In the period covered by this report, the UPD had to submit only one deliverable
(Deliverable D4.2), which had been postponed to June 2015 according to the new
planning for Action 4.2.1., which was agreed upon with the project coordinator and the
EC offices. It has been transmitted on time and approved by the EC.
Technical assistance: monitoring, on-site visits,
transmission of documents and information

No problems are reported in the relationships between the UPD team and the ASDO
team in charge of technical assistance. Frequent contacts were held during most of the
evaluation period, by means of the periodic bilateral monitoring sessions, as well as
direct interactions by email, Skype and phone calls. Some months were more difficult,
related to the intensity of the project activity at UPD, leading to a slight postponement
of the contacts.
The second on-site annual visit was carried out on April 22nd 2016, while the second
will take place on December 6th 2016.
Information and data necessary for ASDO to draft this second evaluation report
were provided in full and on time by the UPD team.

1.3.

Actual execution of the assigned tasks

In order to ensure the actual execution of the assigned tasks within the team, some
obstacles encountered by the team had to be addressed by establishing new
arrangements.
The organization of the 9th conference on gender equality in higher education
produced a work overload for the team. It delayed a part of the actions, as it emerges
from the description of the level of implementation of some actions (see 1.1.). The
extension of the TRIGGER actions to USPC is having an important impact on the
working conditions of the TRIGGER team members, but at the same time this choice
could be a good way to ensure the future sustainability of the action plan.
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2.

Results evaluation

2.1.

Number of planned beneficiaries/number of actual beneficiaries

The outputs of the analysis on the correspondence between the planned and the
actual number of beneficiaries per single action are reported in the table below.
Table 20 - Comparison between intended and actual number of beneficiaries
Actions
Planned
Actual
number
number
4.1.3. Training courses on equal opportunities
and gender diversity management
4.1.4. Establishment and management of a
network of referents for women/men equality
in each department of the university
4.3.1. Biannual workshops for young and senior
researchers on career path issues
4.4.2. One-day training sessions on gender
stereotypes for first-year students
4.4.2. 1-day training sessions on gender
stereotypes for first-year students" extended to
the first-year master students
4.5.1. Training on the gendered aspects of
research

Actual/
Planned
Number (%)

100

40

40

30

30

100

100

100

100

2000

1400

70

50

38

76

30

21

70

Source: Evaluation grid second R.P.-Action Plan n. 4

In the case of the Action 4.1.3., the target was missed, according to the team,
because it’s difficult to involve teachers-researchers and to reach all the targets
(researchers of others universities).
Concerning the 4.4.2. "One-day training sessions on gender stereotypes for first-year
students", some students did not receive the information because they did not use
their Paris Diderot mail address. Other students can’t attend because of their schedule.
They sent an e-mail to the TRIGGER team explaining why they couldn’t attend.
Regarding the action 4.4.2., "1-day training sessions on gender stereotypes for firstyear students" extended to the first-year master students the TRIGGER team declared
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it was complicated for students to follow all the sessions (5 + a whole week-end), and
that there was also a lack of communication.
In the case of 4.5.1., "Training on the gendered aspects of research", the training
took place in April, probably too late in the academic year for PhD candidates who had
already chose their compulsory trainings.

2.2.

Type of intended beneficiaries/type of actual beneficiaries

The typology of actual beneficiaries fully matched those expected in four cases out
of five. The only exception was Action 4.3.1. (Biannual workshops for young and senior
researchers on career path issues) where the team, due to the features of the initiative
(career path day), only met the new assistant professors. Since it was planned to also
target PhD candidates and PhD holders, other instruments should be devised to reach
them.

B. EFFICIENCY
1.

Financial and administrative management problems
The team did not report any financial or administrative management problem.

2.

Adequacy of the available funds
The UPD team evaluated the project funds as adequate.
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C. IMPACT
1.

Subjective impact

1.1.

Level of agreement on the activities

The UPD team was asked to assess the level of agreement on the Action Plan
expressed by the stakeholders.
The level of agreement was rated as middle (3 in a range of 1-5) as concerns the
direct beneficiaries and Presidents of USPC universities, and high (4 in a range of 1-5)
with reference to the managers, leaders and male components of the organisation and
TRIGGER committee (otherwise called as TRIGGER think tank), which is composed of
the directors of biology institute and physics, president of Paris Diderot, general
director of services, director of the president cabinet, human resources director, vice
president of scientific commission).

1.2.

Level of satisfaction

The level of general satisfaction with the activities of those concerned is generally
positive (see the table below). One out of 5 stakeholders expressed a middle level of
satisfaction (3 in a range of 1-5) and 4 a high level of satisfaction (4 in a range of 1 to 5).
Table 21 - General degree of satisfaction with the activities
Concerned actors
Direct beneficiaries
Managers/leaders of the organisation
Male component of the organisation
Core project team
Internal Support Committee/board of the Action Plan (Extended
team)

1

2

3

4
X
X

5

X
X
X

Source: Evaluation grid second R.P. - Action Plan n. 4

The table below shows the degree of satisfaction of different players with the
individual actions included in the UPD Action Plan.
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Table 22 - Satisfaction with the results of the actions implemented
Actions
DB
4.1.1. Annual statistical analyses to assess respective
situations of women and men among staff and students
4.1.2. Annual discussions in the central
administrative/decisional council and locally in the targeted
institutions
4.1.3. Trainings courses on equal opportunities and gender
diversity management
4.1.4. Establishment and management of a network of
referents for women/men equality in each department of
the university
4.2.1. Establishment of a qualitative study to identify critical
issues and promote internal discussion in the two
participating organisations
4.2.2. Establishment of a new rule giving priority for women
in being awarded a sabbatical within the first two years after
a maternity leave
4.3.2. Establishment of new rules about gender turn-over in
administrative and teaching responsibilities
4.4.2. One-day training sessions on gender stereotypes for
first-year students
4.4.3. Gender-unbiased language in all internal documents
including job offers and in new student books
4.6.1. Annual statistics on recruitment broken down by
gender
4.6.2. Annual statistics on women’s publishing activities
4.8.2. International colloquium on gender studies and the
situation of women in academic research
Legend
DB = Direct
MC = Male
CT = Core
beneficiaries
component
team
Source: Evaluation grid second R.P. - Action Plan n.4

MC

CT

ET

NA

NA

NA

NA

4

3

4

NA

3

3

3

3

4

4

4

4

5

4

5

5

NA

NA

3

4

NA

NA

1

NA

3

3

3

4

3

2

5

4

NA

NA

NA

NA

NA

NA

NA

NA

5

5

5

5

ET = Extended
team

NA= Not
applicable

Overall, in 18 cases out of 48, it was not possible to attribute a score (NA). In the
remaining 30 cases, the level of satisfaction was assessed in 10 cases as very high (5 in
a range of 1-5), in 10 cases as high (4 in a range of 1-5) and in 8 cases as middle. In
2cases the degree of satisfaction was assessed as low or very low. In particular, the
lowest level of satisfaction was reported for Actions 4.3.2. and 4.4.3.In order to clarify
the allocation of the scores, the UPD team provided some more specific information
about the individual actions.
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In the case of action 4.3.2., this is not implemented even if the team observed in the
study on work life balance that administrative and teaching responsibilities are more
held by women. When the team presented this new rule to the TRIGGER and PEFH
committee, they were not convinced. The team thinks that this rule will be refused by
the central council.
Regarding the action 4.4.3., some colleagues are convinced that adopting neutral
language is not an efficient action. They think that this action will not change the
gender inequalities. For them, it is only a symbolic action. Notably, these arguments
were given only by male colleagues.
Regarding the level of satisfaction with the other actions, the team expresses the
following explanation: the institution, and in particularly the presidential team of Paris
Diderot, is very proud and satisfied by the visibility given to the university by the
actions implemented concerning gender equality (training for the first years students,
organization of the 9th European conference, external structure against sexual
harassment …).
The team also sees that the project’s targets, i.e., researchers, students and
administrative staff are more sensitive to gender equality. In each session of the first
year training, some students thank the team and each year from 2 to 4 students join
their office and help them in the implementation of their actions.
When the director of the PEFH presented the TRIGGER actions and results in the
governing council, all the members highlighted the quality and diversity of their
actions. They also insisted on the fact that the team in seriously undersized.

2.

Objective impact

2.1. Changes within the organisation
Regarding the introduction of organisational, normative or procedural changes
aiming at facilitating women’s access to leadership since the former evaluation, there
is no new law in higher education, but the team observes a real change thanks to 2013
and 2014 laws: parity in the central councils and in hiring commissions. Parity is only
compulsory for the central councils, but the team members realised that this law
produced positive effects: gender parity was observed in a part of local councils too.
One article of the 2013 law on higher education, which was not on gender equality,
also produced positive effects on the TRIGGER action: this law imposed to the
universities to create a federation and share some activities (research and teaching).
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This extension, as noted above, of the TRIGGER actions to other 3 universities and 4
institutes, forming part of USPC.
Some other changes concern the change within existing working programmes,
actions or policies. In this regard, neutral language now used in all human resources
documents (link to 4.4.3.)
With reference to the activation of new programmes, actions or policies as a
consequence of the actions implemented, the team reported the following news:
-

An external structure on sexual harassment was created
Training activities on sexual harassment for staff and students were implemented
The HR service began a reflexion on coaching for female assistant professors in
order to encourage them to require to be full professor.

As for the adoption or use of some outcomes of the Action Plan in other
sectors/areas/departments of the organisation the team detected the following
changes:
-

The issue of home-working was introduced in a think tank group on working
condition at the university level
The HR office started a Survey on family child care at the university level 10.

Concerning the continuation of actions already established, the team declared the
decisions of their institution to keep on the following:
-

Gender equality training for 1st year students
The extension of the training for masters students at USPC level
Introduction of training for medical students.

2.2. Effects concerning the actors involved
Considering the positive effects on the actors involved, the UPD reported the
following points.
-

A multiplication of individual requests from researchers and students on sexual
harassment, discrimination at work or transgender issues occurred. The office of
the PEFH is well identified as a structure which can take up these issues.

10

The survey was carried on 54 women who were in maternity leave between January 2014 and June
2015. The aim was to define how university could help in family child care.
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-

Some researchers ask the team to present the actions of the PEFH to their students.
Some structures (as the engineering school, the chemistry department, the
continuing education office) ask for trainings on equality for their students.
Some student trade unions offered to help the team to implement actions on
gender equality.

As for the negative effects, the team recorded some conflicts, resistance or lack of
full cooperation from some university components. In particular, the following point
has been highlighted.
-

It is still complicated to implement actions on gender in research. Researchers who
work on this issue want to keep for themselves this part of the TRIGGER actions.
This can be considered as a positive effect, on the one side, because the gender
equality training for masters students will be organized this year by a
multidisciplinary inter-university research network created at USPC, called Cité du
genre. But, on the other side, the team had to stop the training for the PhD
candidates without being assured about the timing and modalities of its
continuation by this research network.

2.3. Effects on gender equality/diversity not envisaged in the design
phase
In dealing with the impact of the action plan, it is important to keep in mind the
changing environment in which the plan is implemented. Its impact, in fact, in certain
cases it is amplified, while in others it decreased, by external factors. In particular, very
important negative news, which emerged mid-2016, risks completely compromising
the project results. UPD and the other universities federated to USPC will lose huge
national funding (IDEX) unless they decide to merge. The governing bodies of all the
universities, in the final part of 2016, were thus fully involved in the attempt to solve
the problems created by this cut of funding, thus disregarding other issues in agenda.
With respect to unplanned positive effects of gender equality, the team underlines
the importance of a study on child care realized by the HR service (due to the work on
WLB implemented under TRIGGER). Another important result is the introduction of the
issue of home-working in a working group on working conditions.
Furthermore, the French higher education Ministry chose Paris Diderot to organize
the 9th conference on gender equality in higher education and research. It had and is
still having a great impact on the international, national and local visibility of UPD.
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With reference to the unplanned negative effects, the team members remarked
that they have not implemented all the new measures, because they did not succeed
to access to the central council. They think that for their institution, at least in this
moment, gender equality is less important than the others topics.
Regarding the issue of the neutral language, this action is not approved by all the
actors. For example, the director of the legal department refused to use it. Some trade
union members, even if they support gender equality, think that this action is useless
and inefficient.

2.4. Effects on non-gender-related organisational policies, measures or
actions not envisaged in the design phase
Also in the case of the unplanned positive effects on non-gender-related policies,
measures or actions at UPD, external factors had a strong impact on the Action Plan.
The team, indeed, reported that the working groups on the impact of a merger on
different issues have been created (governance, human resources, research, and
teaching). They are composed by elected people. For the first session, the president of
Paris Diderot asked the working groups to define the specificities of their university
that had to be kept in the merger. Gender equality policy has been cited among these
latter.
The university is trying to obtain the label HRS4R (Human Resources Strategy for
researchers) of the European commission. One of the criteria of this excellence label is
to have gender equality policy in HR. In order to obtain this label, the university has to
introduce gender equality measures: a part of these measures are already
implemented thanks to the TRIGGER action plan. New measures are also defined in the
project.
Some negative effects of the external factors have been also noticed. The loss of the
IDEX budget makes difficult to access the central council to discuss and adopt the new
rules encompassed in the TRIGGER action plan.
In general, if the merger with the 3 other universities will be adopted, two scenarios
can be imagined: the gender equality policy office could be maintained (maybe with
more financial and staff supports) or could disappear.
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2.5. External relations and outreach
Concerning the involvement of different players, as said, a part of the team’s action
plan has been extended to other structures inside USPC (3 other universities and 4
institutes): colloquium and publication of conference proceedings, training for staff and
students.
Also a future collaboration with student trade unions on gender equality trainings is
anticipated.
Even if it is sometimes difficult to involve other organizations in local measures, the
team established partnerships with a lot of external actors:
-

-

-

9th conference: CNRS, French Ministry of higher education
Short film on gender equality contest: ONU Femmes France, Centre Hubertine
Auclert, Generali firm, Clichy City, The Higher council on gender equality, the
Parliament delegation of women rights
Activities against sexual harassment: Institut en santé génésique, CPED- Conférence
Permanente des chargé-e-s de mission Egalité Diversité dans l’enseignement
supérieur, CLASHES (French student association against sexual harassment in higher
education)
Workshops: Femmes et sciences, Laboratoire de l’égalité, la CLEF.

With reference to outputs and/or results of the Action plan being used by other
organisations, the gender statistics and the communication tools are shared with other
French gender equality officers in universities (CPED).
Outside the institution, the equality referents network, the first year students’
training, the training on equality for the staff are implemented in some universities (the
team disseminates its action plan in CPED meetings).

2.6. Variations in the presence of women in different roles/positions
Table 23 – Variations in the presence of women in selected roles and positions and/or in
gender related issues
October 2013
December 2017
(expected)
Share of women applying for full professor positions
20
30%
Share of women PhD students
50%
50%
Share of women PhD students in S and T
39,9
45%
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October 2013
Female representation in selection (hiring)
committees
Share of women in all scientific communication
events
Female representation in head (top) management at
university level
Share of women as directors of depts.
Share of women asking for a sabbatical

December 2017
(expected)

20% in S and
T

40%

15-20*

40%

25*

40%

10
20

20%
35%

The team was not able to provide data updated to September 2016. This is due to
the fact that, although the team has already collected a large part of the database they
need, the data require further elaboration, which is not possible to do in this moment
for lack of personnel. Other data were estimations, which should be updated. The team
will hire a new statistician in January 2017 at the latest.

D. SUSTAINABILITY
The UPD team highlighted some meaningful facts as related to the possible future
sustainability.
First of all, contacts established with other external organisations could play a role
in the future to ensure long-term sustainability to the Actions launched under the
Action Plan. In this regard, the team mentioned:
-

-

Strong links have been created between the PEFH and the CNRS (Mission pour la
place des femmes) and the French Ministry of higher education during the 9th
conference on gender equality in higher education.
Strong links have been created between the service and the French association
Women and science.
One member of the consortium GENERA, implementing an EC-project under H2020
aiming at gender equality in physics (genera-project.com), is a researcher in physics
at UPD. She contacted the TRIGGER team to learn about its experience. She is now
a member of the internal TRIGGER committee.

The action plan could be institutionalized if the university obtains the label HRR4S. In
the project for HRR4S it is written that all the actions initiated by the PEFH have to be
sustained. Moreover, the institution adopted the proposition to give priority for
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women in being awarded a sabbatical within the first two years after a maternity leave
encompassed in the TRIGGER action plan. And another measure has been adopted, as a
result of the WLB study carried out by the TRIGGER team: after a maternity leave,
women will only do research (and not teaching) for one semester.
Regarding linkages established with key-players, during the 9th conference, the link
was reinforced with the ministry of higher education. The minister, Najat VallaudBelkacem, promised new measures on gender equality in higher education. And she
integrated in her speech all measures which were offered by the TRIGGER team. After
their presentation in the central council, the team built links with elected students.
Some of them want to ask the president to define new measures on gender and
transgender issues.
As for activities implemented or started to make the new operational setups
activated by the actions definitive, the measures adopted by the central council for
the label (action 4.2.2.) and the measure on unbiased language (action 4.4.3.) will
create (in the first case) or has already created new procedure. The measure 4.7.2.
(rules to have at least 40% of the under-represented gender in most important
decisional meetings) is already effective.

E.

RELEVANCE

1.

Changing scenarios and adapting plans

The plan was partially modified in order to adapt it to the changes which occurred
within the institution, so that it remains relevant to the general needs of the
University. A major change related to the general needs of the institution is the fact
that the design of the action plan, in its initial version, was made regarding only the
needs of UPD. Since the very beginning of the process of federation of the institutes
forming part of USPC (2014), due to its longstanding experience UPD has taken the lead
of the gender equality initiatives in it. For this reason, the PEFH now has to take into
account the needs of all the members of USPC.
In terms of actions related to the management of gender diversity, the way to deal
with the issue of sexual harassment has been analysed and reviewed. In the first action
plan on gender equality which was adopted by the central council in 2011, a structure
against sexual harassment was planned. The team saw, since the beginning of the
TRIGGER project, that the need was not correctly identified. Indeed, after reflection,
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implying the creation of two working groups, and the observation made in universities
of Quebec, the team realised that there was the need of an external structure on
sexual harassment which had to be open to all members of the USPC federation.
As for the needs of work-life balance measures, which is being addressed in a more
informed and comprehensive way after the study implemented during the first
reporting period of TRIGGER, the UPD team reported that the action 4.2.5. (student
babysitting network) has been cancelled, due to the risks of sexual harassment, which
were not taken into consideration in the initial design of the action plan. The results of
the WLB study have been presented in two conferences: The women in academic word
(2015) and in the 9th conference on gender equality in higher education (2016). It has
been also presented in a seminar organised by the EGERA project. A part of it has been
published in the proceedings of the first colloquium (2016, PUR).
As for the pertinence of the action plan to the innovation system, according to the
TRIGGER team, the plan is relevant except for the activities on including gender in
science for physics. Including gender in physics is, for the TRIGGER committee and, in
particular, the director of physics department, too difficult, if not impossible. This point
of view, anyway, needs further in depth analysis.
The team members, invited to provide elements to help understand if and how the
actions related to the promotion of gendered research are actually matching
expectations, research interests, training needs or demands of UPD, answered that
the creation of the Cité du genre (gender researchers network) at USPC level, financially
supported by USPC, is evidence of the interest of the researchers and the institution.
The vice-president "research" is supporting gender studies. For example, when the
multidisciplinarity, one of the specificity of UPD, is mentioned, the vice-president
always mentions gender. An effort is to be made to reinforce the link of the TRIGGER
project with these interests and to make it evident both inside and outside the
institution.

2.

Negotiation in action

As was the case in the first reporting period, the implementation of the action plan
required to the UPD team continuous negotiation efforts.
The institutional negotiation was confirmed as very important in this period, as the
team has tried to find alternative ways to promote actions which would require
decisions of the Central Council of UPD, which was only partially accessible. Individual
contacts with the president, the members of TRIGGER committee, the elected
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representatives of professors, administrative personnel and students were made to
gain or to strengthen their support in the promotion of the different action
encompassed in the Action Plan, even in a situation of stalemate as the one related to
the loss of the IDEX funding. The network of referents created during the first reporting
period is intended to be a permanent institutional arrangement for the future activity
on gender equality at UPD. It has played an active role in implementing the actions
planned and in proposing new actions for the future. The institutional negotiation also
had an important weight in the creation of stable relationships with the officers for
gender equality of the other universities and research bodies forming part of USPC,
which were needed, among other, to establish a common policy on sexual harassment
and to organize together the 9th European conference on gender equality in higher
education.
Interpretive negotiation has been an effort mainly pursued through the internal and
external dissemination of research evidence and statistical data about the situation of
work life balance on one side, and sexual harassment on the other. Despite the
historical commitment of UPD in gender equality, there are still some opponents to
some measures (like the gender neutral language or the promotion of gendered
research in the STEM areas or the promotion of a turnover of the administrative and
teaching tasks in science departments). These are being faced, as far as possible,
reporting the aforementioned research results and data, using external experts and
trying to build a common field of work with the players who proven to be more distant
or sceptical.
With respect to symbolic negotiation, as said in paragraph D (Sustainability) a
formidable moment to promote the importance of gender equality in science and
gendered research was the 9th European conference on gender equality, held in Paris
on September 12-13-14 2016. In this occasion, the visibility of UPD has increased and
its top leadership has been publicly associated with gender awareness and equality in
science, which has been confirmed as a relevant issue by the active participation of the
Minister for National Education in the conference.
As for operational negotiation, a major effort was needed by the team to fulfil the
duties related to the various commitments to the action plan (e.g., huge operations like
the training for the first years students), even extended to other institutions of the
USPC, in parallel with the preparation with the aforementioned European Conference.
The visibility and enhanced credibility allowed the team to ask (even if not yet to
obtain) reinforced support in terms of human and financial resources for the future of
gender equality activities in the years to come. The good internal relationship with
some internal services responsible for data collection and communication was
reconfirmed, making it possible to easily implement various activities. New operational
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support was assured by representatives of the students, after their active participation
in the initial training on gender equality.

F.

FINAL CONSIDERATIONS

1.

Observations of the Action Plan team

As it was mentioned also in the previous evaluation, the UPD team realised that they
were sometimes too ambitious about the number of actions in the action plan
regarding the composition of their team. The organization of the 9th conference gave a
lot of work to the team members and delayed a part of their action plan, but thanks to
this action, their office has never been so visible and supported by the institution.

2.

Observations of the evaluation team

Some concluding remarks may be made by the evaluation team, concerning the
whole reporting period. A certain number of positive aspects are clearly visible, even in
a framework of increased difficulty, related to the big number of actions implemented
and to the additional burden required by the extension to the USPC and the
organisation of the aforementioned 9th conference.
These limitations mainly affect the effectiveness. The team confirms that the size of
the Action Plan does not fit with the actual dimension of the staff. Nearly one half of
the actions were implemented according to the plans, while one was cancelled and
other three not yet implemented. The rest of the actions were partially implemented,
in some cases to adapt them to the current need and interests of the concerned targets
and the calendar of the academic activities. In other cases, the actions were slowed
down due to other commitments taken on by UPD (mainly. the organization of the 9th
European conference). Finally, some actions were blocked due to the need of gaining
an internal support and the endorsement by the leadership which was not provided in
the concerned period, dominated by the issue of the loss of the IDEX funding and the
subsequent urgency of a merger with other universities. Some actions, that had been
reported to the level of USPC, suffered the cut of resources related to the current
situation.
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Despite the working overload, the team complied with the internal procedures of
the TRIGGER project and they were able to reach a considerable number of
beneficiaries, belonging to different categories.
The team did not mention any problem related to the efficiency of the Action Plan,
as for the resources coming from the European funding and the Italian co-funding.
The impact of the action plan as a whole can be considered good. From the
subjective point of view, the levels of agreement and satisfaction recorded were
generally high, apart from few exceptions related to individual measures, which did not
meet enough consensus among the stakeholders who should support them. From the
point of view of the objective impact, the implementation of the plan has produced
visible effects, planned and unplanned, both on the institution and on people. Targets
on women rates in committees and commissions and the use of the neutral language in
institutional communication are a common practice, including where they are not
compulsory by law. The creation of a service to fight against sexual harassment has
increased the number of people asking the equality service to take action to solve
individual cases or to provide training and advice to directors, researchers and other
staff, and the training for the first year students extended the visibility, the consensus
and the individual pro-activity on gender equality. Also negative reactions are to be
highlighted. These are mainly related to the actions to promote gendered research,
which still meet internal resistance.
Despite the current uncertainty about the institutional features of UPD in the future
(a final decision about a possible merger with other universities has yet to be made),
the sustainability of the actions promoted appears promising. Some tools for it are
already in place, such as the strategic plan concerning the multi-year gender policy of
UPD. This plan, drafted by the PEFH and supported by the network of the equality
referents created through TRIGGER, is to be validated by the administration council
after the decision on the merger. Also the application for the HR label of the whole
UPD submitted in September 2016 contains provisions geared at institutionalising
some of the measures started through TRIGGER.
External relations and networking are being constantly enhanced to strengthen the
status and enlarge the scope of the actions, some of which are already institutionalised
(e.g., the training for the 1st year students, the new structure against harassment and
the welcome training for the new employees).
Last but not least, the relevance of the Action Plan may be considered good. It has
been a constant concern for the UPD team, leading it to revise and amend the plan to
meet new institutional and societal challenges. Negotiation activities are continuous
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and affect all dimensions of change, allowing the project to create new organisational
arrangements (institutional level, e.g., the creation and extension of the network of
equality referents), to gain more visibility (symbolic level, e.g. through European
conferences and publications), to actually change things (operational level, e.g., making
it effective the service against sexual harassment), to fight underestimation of gender
inequality (interpretive level, e.g., data on sexual harassment and gendered
asymmetries in working tasks and careers).
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CHAPTER SIX
Universidad Politécnica de Madrid –
Action Plan n. 5
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A. EFFECTIVENESS
1.

Process evaluation

1.1. Planned activities/implemented activities
During the reporting period, the team has implemented fully and on time 10 actions
out of 15 included in the Action Plan, as shown in the table below.
Table 24 - Actual implementation of the actions
Actions

Yes
X

5.1.1. Research study on women at UPM
5.1.2. Network of UPM women researchers
5.1.3. Permanent training courses on Equal
Opportunities
5.1.4. Seminars on women in S&T
5.1.5. Guidelines for implementing protocols
on bullying and sexual harassment
5.1.6. Disseminating information on the work
of the Equality Unit
5.2.1. Internal survey on work-life balance
measures
5.3.1. Mentoring programmes
5.4.1. Monitoring and fighting sexist language
5.5.1. Chair in Gender, Innovation and
Sustainability
5.5.2. Experimental incorporation of gendered
contents in existing courses
5.6.1. Web spaces
5.7.1. Review of University norms
5.8.1. Proposal of women candidates for
honorary degrees 11
5.8.2. Disseminating women’s publications

Implementation
of the planned
activities
No
Partial
X

Respect of
deadlines
Yes or No,
comments
Yes
Partially respected

X

Partially respected

X

Yes

X

Yes

X

Yes

X

Yes
X

x

Yes
No

X

Yes

X

Yes

X
X

Yes
Partially respected

X

Yes

X

Yes

Source: Evaluation grid second R.P. - Action Plan n. 5
11

The team achieved that the first women candidature to honoris causa had the support of the management team,
and Denise Scott Brown was appointed to be awarded. Since she lives in the USA and she is 83 years old, she
couldn’t fly to Madrid. The normative of the UPM is that only those attending the awarding ceremony can get the
honorary degree. Therefore, she was not awarded.
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As shown in the table, there have been 3 actions only partially implemented. The
deadlines have been fully respected in 11 cases, partially in 3 cases and not respected
in 1 case.
− As for the action 5.1.2. "Network of UPM women researchers" (by September 2016)
this is the action that has suffered the biggest reformulation respect the original
Action Plan. As explained in the Detailed Plan 2016, the team settled a blog with a
first selected group of women from the UPM. This group would be as an inspiring
example to promote the Network, which was supposed to be launched during the
spring of 2016 in coordination with the spring seminar. Because of the difficulties in
motivation the UPM to create a Network, and the transition months from the former
management of the university to the new one, the team readapted this Action by
strengthening existing external Networks and joining (even promoting the creation)
of new ones. Thus, the equality unit has participating actively in all activities of the
Network of Equality Units of Spanish Universities, and it is the main promoter of a
new working group, Gender4UP, which gathers the 4 Equality Units from the 4
Technological Universities in Spain. This couple of organizations are working and
lobbying to keep gender and equality policies in higher-education national policies.
They also monitor that the legislation on gender and equality is respected and
implemented. As for the academic and research issues, the Chair has joined the
Global Network of UNESCO Chairs on gender. At a national level, the Chair has joined
the recently created Platform of women, gender and feminist studies in highereducation, this Platform is becoming a legal association, but it has already launched
important initiatives, lobbying and speaking with the Equal Opportunities Ministry to
keep public funds addressed to gender fields. The Chair has also been the main
promoter a new Association of Professional Women Architects and Planners. This
association has a national scope, and it is becoming a platform for mutual exchange,
but also to defend the equality in the profession and the recognition of the work by
women in this fields. All these network extend the scope of the original network, and
also contribute to the feasibility of the actions, once the project is over.
− The action 5.1.3. "Permanent training courses on Equal Opportunities" was partially
implemented. The courses foreseen in the Action Plan were organized, except for the
one at the institution of Geologists and Mining Engineers - IGME (planned for
Autumn 2016), which has not been eventually requested by IGME. The permanent
training courses programme of the UPM is still not operating, due to economic
restrictions. A new UPM internal call to elaborate MOOC courses has recently been
launched, and the TRIGGER team is presenting a proposal to elaborate a MOOC on
equal opportunities and the inclusion of gender in STEM. This would contribute to
the feasibility of the topic in the academic and training offer UPM. It is important to
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remark that the new Equality Plan includes training courses on equal opportunities,
addressed to the whole UPM community, which will be implemented once the Plan
is approved. This also contributes to the sustainability of the action, after the project
is finished.
− Considering the action 5.3.1. "Mentoring programmes", the action originally was
planned to target only PhD students, in order to promote earliest research stage. But
the persons responsible of the action at the School of Building Engineering extended
the action to three different programmes: first year female students, Erasmus female
students and last-year/postgraduate female students. After the first edition of the
action, the mentoring for Erasmus students was cancelled, because this type of
students did not show interest and was not following the meetings and training
sessions. The second and third edition (the ones corresponding to the present period
of evaluation) did not include this type of mentoring programmes, and focused on
the original programmed (PhD students) and the additional one (first-year students).
The team considers partially implemented this action, because it is not being
extended to the other two pilot schools. Some negotiations are expected during the
last year of the project to try to extend the initiative to the other two schools.
− In the case of the action 5.4.1. "Monitoring and fighting sexist language" is an action
permanently done by the Equality Unit. The team foresees a delay in the submission
of the Deliverable 5.5 because the draft of the document is being reviewed by the
new manager of the university, who is the responsible for the Equality Unit. The
arrival of a new management team has meant also some changes in the
administrative structure of the university, and also a transition period where the new
governing team is getting familiar with the ongoing programmes and projects, like
TRIGGER. Even if not relevant changes in the content of the Guidelines are expected,
it will take several added weeks to have the final feedback of the manager, because
of the hierarchical protocols of the university.
− The action 5.7.1. "Review of University norms" has been incorporated in the Equality
Plan that is now being developed by the new reconfigured commission appointed by
the new management team. The TRIGGER team elaborated an advanced draft which
included the review of the norms, as one of the starting points of any Equality Plan.
Because of the extension of the Action (from a simple review to a whole Equality
Plan) and the transitional period where the commission was reconfigured and the
draft is being developed, the team expects some delay respect the original planning;
this is why the team considers the action is meeting deadlines only partially. Still, the
final text of the Equality is expected to be approved by the end of February. The
following months will be for the approval process. The team expects the Equality
Plan to be approved before the summer.
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1.2.

Compliance with internal procedures and deadlines
Deliverables

The three deliverables D5.2, D5.3, and D5.4, due from April 2015 to August 2016
were all submitted and approved by the EC. Two out of three were delivered on time,
while for one a communication was inserted in the Interim Report n. 1. 12
Problems and delays related to the last deliverable (D5.5, expected by September
2016) have been reported and explained in the previous paragraph.
Technical assistance: monitoring, on-site visits,
transmission of documents and information

The activities related to technical assistance (such as bilateral monitoring sessions
and annual on-site visits) have been carried out. The team also provided ASDO with all
the documentation and information needed to conduct technical assistance.
The second on-site visit took place on November 16th 2015. The third is to be
arranged at the beginning of 2017.
Evaluation

The team complied with the request for information needed to develop the
evaluation of the Action Plan.

1.3.

Actual execution of the assigned tasks

The team considers that most of the tasks have been carried out according to the
Action Plan. The delays in the deadlines are mostly caused by the extension or
adaptation of the Actions, or by the change in the management team of the university,
which has led to a necessary period of transition until the new team gets familiar with
all the ongoing projects.

12

"The submission of Deliverable D5.3 is postponed to M23, in order to incorporate all the information
and experience gathered from the long training course (15hrs) scheduled for October 2015 (M22). No
impact on other tasks".
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2.

Results evaluation

2.1.

Number of planned beneficiaries/number of actual beneficiaries

The following table offers a comparison of the planned and the actual number of
beneficiaries (for actions where comparison is meaningful).
Table 25 - Comparison between planned and actual number of beneficiaries
Actions
Planned
Actual
Number
number

5.1.2. Network of UPM women researchers
5.1.3. Permanent training courses on Equal
Opportunities
5.1.4. Seminars on women in science and technology
5.3.1. Mentoring programmes
5.5.2. Experimental incorporation of gendered
contents in existing courses

100

120

Actual
Number/
Planned
Number
%
120

50

50

100

40
30

40
30

100
100

45

45

100

Source: Evaluation grid second R.P. - Action Plan n. 5

The comparison between the planned and the actual number of beneficiaries
provides a positive picture: in four cases out of 5 the planned numbers and actual
numbers coincide.
The extension of the Network to a set on external ones, with a wider scope, is
considered by the team as an increase in the number of the beneficiaries.

2.2.

Type of intended beneficiaries/type of actual beneficiaries

The typology of actual beneficiaries matched expectations in 3 cases out of 5 13.
One exception is the action 5.1.2 (Network of UPM women researchers), as
explained above, the team has adapted the original action and has extended the scope
of the network. In order to promote and support equality policies within the higher13

As for the action 5.3.1. (Mentoring programmes) the team has declared that for the period taken into
account in this report the team already did not include Erasmus students as a target for the mentoring
programmes, so the target of the action has been fully reached.
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education and research institutions, the UPM Equality Unit is actively participating in
two national-wide networks: the Network of the Equality Units of Spanish Universities,
and the Gender4UP working group, gathering the equality units of the four
technological universities in Spain. In order to promote both the inclusion of gender in
curricula and the situation of women in STEM, the chair has joined the Global Network
of UNESCO Chairs on gender, the Platform for women, gender and feminist Studies and
has been the main promoter of the National Association of Women Architects. The
type of beneficiaries has been extended, through these external networks both
managers and researchers can promote the gender and equality policies within the
university, be updated, do some networking, etc. The external network also reinforce
the sustainability of the action after the project is over.
Considering the action 5.1.3. (Permanent training courses on Equal Opportunities)
the team explains that since the life-long learning programme and training programme
at the UPM are not available due to economic shortages, they haven’t achieved all
kinds of UPM targets, especially those related to administrative work and students,
during the first years of the project. But, because the Equality Plan includes training on
equality addressed to the whole UPM community, the team expects that these courses
will be available for all members of the university on a regular basis.

B. EFFICIENCY
1.

Financial and administrative management problems

Regarding payments, the team had some confusion due to some technical problems
in transferring the funds from the project coordinator. Once the mistake was realized,
the team transferred the money back to the coordinator of TRIGGER and had to redesign the scheduling for the last year of the project. It was also necessary to rearrange
the contract renewals, because UPM only approves contracts if the money to pay them
is available in the bank account by the time of the signature of the contract. The
problem has been finally resolved.
Besides this, the UPM team highlights that the cost reporting system of their
institution, which is designed with the aim of making the justification of the activities
and related expenses easily understandable and accountable, turns out to be very time
consuming, requiring many working hours for recording each activity.
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Finally, the team reported a problem indirectly related with financial resources
directly coming from the TRIGGER funding, which is having a remarkable influence on
the implementation of the actions, i.e., the fact that the Equality Unit has no personnel,
beside its director, and no economic resources. The team thought that by the second
year of the project one person would have been recruited for the Unit. From June 2016
to September 2016, indeed, a secretary was incorporated to the Unit from other
department of the university, but this person resigned recently for personal reasons.
Taken into account that August is not an operative month, the Unit has had support
only for 3 months. No other personnel units are foreseen.
The difficulties in hiring personnel in public organizations (including universities) are
due to the legal constraints established by the Spanish Government for the staff
recruitment. According to this legislation, no personnel can be hired for public
positions, and only 10% of the vacancies from retired employees can be covered. This is
one of the measures implemented to control the public expenditure in the Country
Budget.

2.

Adequacy of the available funds

According to the team, generally speaking the available funds were adequate for the
needs of the Action Plan. The only note to do is that the team found in their internal
budgeting that they needed a little more funding (8.000€) devoted to working hours
and less to other direct costs, originally planned for trips or other expenses. By
September 2016, this amount was on the process of being transferred after the
approval of the EC officer 14.

C. IMPACT
1.

Subjective impact

1.1.

Level of agreement on the activities

The table below summarises the level of agreement among the different players
with the aims, philosophy and setting of the actions they were involved in.
14

In November 2016, the small amendment has been approved.
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Table 26 - Agreement with the activities
Concerned actors
Direct beneficiaries
Managers/leaders of the organisation
Male component of the organisation

1

2

3

4

5
X

X
X

Source: Evaluation grid second R.P. - Action Plan n. 5

As it is possible to observe, 2 actors out of 3 expressed a very high level of
agreement (5 in a range of 1-5) and the other two a high level of agreement (4 in a
range of 1-5).

1.2.

Level of satisfaction

The overall levels of satisfaction with the Action Plan as a whole are reported in the
table below. As may easily be observed, as many as 4 players out of 6 are reported to
express a high level of satisfaction.
Table 27 - Satisfaction with the activities
Concerned actors
Direct beneficiaries
Managers/leaders of the organisation
Male component of the organisation
Core project team
Internal Support Committee/ board of the Action Plan (Extended
team)

1

2

3

4
X
X
X
X

5

X

Source: Evaluation grid second R.P. - Action Plan n. 5

The breakdown of the satisfaction levels by action is summarised in the table
below.
Table 28 - Satisfaction with the results of the actions implemented
Actions
5.1.2. Network of UPM women researchers
5.1.4. Seminars on women in science and technology
5.1.5. Guidelines for implementing protocols on bullying and sexual
harassment
5.1.6. Disseminating information on the work of the Equality Unit
5.3.1. Mentoring programmes
5.4.1. Monitoring and fighting sexist language
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DB
3
4

MC
4
NA

CT
4
4

ET
4
4

5

5

5

5

4
4
4

NA
NA
4

4
4
4

4
NA
NA

Actions
5.5.2. Experimental incorporation of gendered contents in existing
courses
5.7.1. Review of University norms
5.8.1. Proposal of women candidates for honorary degrees
5.8.2. Disseminating women’s publications
Legend
DB = Direct
MC = Male
CT = Core
beneficiaries
component
team
Source: Evaluation grid second R.P.- Action Plan n. 5

DB

MC

CT

ET

4

NA

4

4

NA
5
4

NA
NA
NA

4
4
4

4
4
4

ET = Extended
team

NA = Not
applicable

As shown in the table, the level of satisfaction appears to be very high (5 in a range
of 1-5) in 5 cases out of 40, high (4 in a range of 1-5) in 25 cases and middle (3 in a
range of 1-5) in 1. Action 5.1.2. (Network of UPM women researchers) is the one with
the lowest reported level of satisfaction.
The team provided some useful information to interpret the information given in
the table above.
The activities which were appreciated more were related to training and teaching. In
both cases the feedback from the students or participants was very good. Many of
them found some new ideas for their work or research. And the team is having some
proposals of master dissertations and PhD thesis related to gender.
The creation of the Women UPM Network proven to be very laborious. The team
had some difficulties in finding as many interested women as they expected, and the
new management team of the university does not support much the creation of a
network only for women. In the very end of the period, new ideas to foster a higher
attention in the women researchers are emerged, which will be fully put in practice by
the end of the year.

2.

Objective impact

2.1.

Changes within the organisation

A major change which occurred within the organisation as a consequence of the
implementation of the Action Plan at UPM is represented by the creation of the
UNESCO chair on gender, environment and sustainability, held by the TRIGGER team
leader at UPM.
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Besides this, some of the TRIGGER actions were integrated in the draft of the
Equality Plan to be approved by the beginning of the next year. After the change of the
management team, this document is being reviewed and re-structured, but still based
on the original draft proposed by the TRIGGER team, which incorporated many of the
actions included in the WP5.

2.2.

Effects concerning the actors involved

While analyzing the effects of the Action Plan, it is to note that important changes
have occurred in the institution concerned, which interact with the TRIGGER actions,
amplifying or hindering them.
In general, however, the TRIGGER team reports that at UPM most people have
discovered or become aware of existing inequalities and what gender and equality is by
some of the actions of TRIGGER, but also through informal conversations that
happened spontaneously. The team finds this is positive overall, even if the reaction to
this has not always been positive or producing supportive attitudes. But the team can
say that they are raising awareness, in many cases for the very first time.
Mentoring programmes are leading to an empowerment of girls, and some of them
are becoming interested on the topic, even offering themselves as mentors of future
mentees.
The activities related to the inclusion of gender in existing courses had led to two
PhD theses at the School of Architecture (one finished and other ongoing), and a new
student has shown interest in writing her Bachelor dissertation taking into account
gender as the core of the topic. In all of the three pilot schools, the team has had
different research articles/papers and participation in conferences including gender, so
several students are discovering a new topic and methodology of research.
The creation of the Chair and its support from the UNESCO is playing an essential
role in the consolidation of gender and equality in UPM, especially regarding the
support of the higher positions. With the new management team, the team is trusting
very much in the visibility that the Chair may offer to the UPM, the contacts and
network and the external projects and incomes as a tool to gain support and even
understanding.
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2.3. Effects on gender equality/diversity not envisaged in the design
phase
With reference to non-envisaged effects of the Action Plan on gender equality, the
team noticed that the Action 5.7.1. (Review of university norms) was improved and
extended to the first Equality Plan for their university. This led to the creation of a
Commission for the Equality Plan, which at the beginning was mostly composed of
TRIGGER members and after the change of management committee was reconstituted
by other representatives of the UPM.

2.4. Effects on non-gender-related organisational policies, measures or
actions not envisaged in the design phase
In the development of the Equality Plan, some questions not related (or not only
related) to gender came up during the working sessions, i.e., about the procedures to
address any kind of harassment or complaint within the university. After the
publication of the guidelines, the team found out that many students and staff did not
know who the right person to address their situation or complaint was, and that there
was a general misunderstanding of responsibilities. For this reason, the former
management committee had planned to start a communication campaign on the issue.

2.5.

External relations and outreach

Since the launch of TRIGGER, many parallel activities related to gender and equality
have been undertaken within UPM and with other institutions. Some have no direct
relation to TRIGGER actions but some others do. According to the team, the most
relevant things have happened when they have related these "external" activities to
their TRIGGER Action Plan, thinking of an extension of the project in order to make it
stronger (by reaching more people or a bigger scope) and contribute to its feasibility
(by not only relying on the team and activities of TRIGGER, and think beyond). In the
period of time of this report, the most relevant collaborations with a direct relation
with TRIGGER actions have been the following.
- IGME (Geological and Mining Institute of Spain): the team has organized for them
training courses on gender in research and equal opportunities. One session was
addressed to researchers and another to managers. IGME is not itself a part of the
UPM, but it is tightly related to it, sharing research, projects etc.
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- COAM (Professional Association of Architects in Madrid): the team has signed a
framework agreement for future collaborations. It is mostly led to the promotion
and recognition of women in architecture and building engineering. By September
2016, the team is helping COAM to the creation of a working group of women
architects, and the team is providing expertise on gender statistics, among other
things. This collaboration was the seed for the creation of the women architects
association (related to Action 5.1.2.), and it might have an impact in the UPM itself,
because most of the components are teachers at the UPM.
- Extremadura Regional Government and Canary Island Regional Government: the
team was invited to train in a conference at the Canary Islands and in a professional
symposium organized by the Extremadura Regional Government 15. The first was
more like a seminar on gender in research, focusing on regional planning,
transportation, gender statistics and urban design; the second one was a roundtable
on professional female leadership in construction careers.
- Fundación Mujeres x África: this is a foundation working with African women.
Among many activities, they offer grants for young African girls to study in one of
the Spanish universities. The team has set a framework agreement to allow it in
UPM. Beyond the positive ethical issues of this action, the team used it to involve
the new management team in equality issues. The new rector officially signed the
agreement with the president of the foundation (M. Teresa Fernández de la Vega,
who was the former Vice-president of the Spanish Government and is a very
relevant person in Spain). The team members does not know yet the consequences
of this agreement, but still they are happy to have found a way to reach the new
rector and his team.
- Madrid City Council: the new local government has set a call to the public
universities located in the city to finance projects (research, projects, activities,
events …) related to gender and equality. The UPM has doubly applied: the Equality
Unit application was to hold some trainings and exhibitions, the UNESCO Chair
application was to get funding to celebrate annually a congress on gender in STEM
fields related to human habitat. Both applications have been approved. So, the team
achieved to get continuity, at least for the next two years, of actions currently
depending on TRIGGER.
- Gender4UP: this is the name of the working group created among the 4
technological universities of Spain. The idea is to set some collaborations between
these institutions regarding gender and equality. This idea, born from the TRIGGER
team, came up after the team knew that the management of these 4 universities
was planning to establish a collaborative programme, including the creation of an
association named 4UP. They are in a very initial phase, but the contacts are set and
some lobbying actions implemented.
15

Most of the spring activities of the UPM team in 2016 were somehow blocked by the rector election in
UPM. Therefore, the team accepted some external collaborations.
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- Network of Equality Unit of Spanish Universities: The Equality Unit has actively
participated in this network, where the TRIGGER project has been presented, in the
annual meetings. Also some of the documents and guidelines produced within the
actions of the project have been disseminated through this network, which is also
used as a lobbying tool and a way to be updated in the issues regarding equality in
higher-education.
- AMIT- Association of Women Engineers and Technologist: Some members of the
TRIGGER project have presented the activities to this association, one of the most
important professional women associations. Special attention to the mentoring
programmes and the gender statistics was paid. This association is also taken as a
reference in the development of the Architects association, because its structure
and organization is very efficient.
- UN HABITAT – Habitat III. During the process towards the New Urban Agenda, the
Chair has actively participated in national and international meetings and
conferences. As a result of this activity, some seminars on the inclusion of gender in
built environment fields have been provided within the activities of the TRIGGER
projects. Some lectures were included in the existing curricula, and some others
externally in collaboration with the COAM (professional association of architects in
Madrid). The TRIGGER team is coordinating a monographic issue on gender in the
New Urban Agenda, and the situation of women urban planners and architects that
will be published at the beginning of 2017.
As for contents and/or results of the gendered research being disseminated in any
form, in July 2016 the team was invited to participate in a two-days summer course
"Responsible Research and Innovation" and was in charge of the gender dimension.
The course, addressed mostly to life science researchers, was in the context of the wellknown Summer Courses by the Universidad Complutense de Madrid. On this occasion,
they provided information about the way they are introducing gender in the
technological fields, examples from other projects and a general bibliography.
Previously, in April 2016, the team was invited by the Equality Institute of the Canary
Islands regional government to give a lecture on the inclusion of gender and equality in
urban and regional planning. Among other issues they talked about how to teach and
train the professionals engaged in the process of designing our habitat, putting as
example their own courses, seminars and trainings at the UPM.
As for the utilisation of the project results inside the institution, the report Women
at UPM has been used by other researchers and in many activities as a database on the
situation of women in technological studies.
As for outputs and/or results of the Action plan being used by other organisations,
the guidelines to fight Sexual Harassment are being used by the RRI Tools project and
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included in the publication "GEAR Tool- Gender Equality in Academia and Research"
published by EIGE.
Referring to actions of the Action plan being reproduced outside the institution,
the Universidad Autónoma de Madrid (in collaboration with the University of
Wisconsin) is reproducing the creation of a UNESCO Chair, following the same process
followed by the UPM team.

2.6. Variations in the presence of women in different roles/positions
The team reported, in the concerned period, some variations related to women
researchers and their work, as expected in the description of work of the TRIGGER
project.
Table 29 – Variations in the presence of women in selected roles and positions and/or in
gender related issues
October 2013
September
December
2016
2017
(expected)
- Publications in Spanish and international
10
6
journals concerning gendered research
issues by researchers of UPM
- Targets for a balanced presence of women
in relevant decision-making positions and
No
N/A*
Yes
bodies identified and fixed at UPM
- Support to the Equality Unit leading to the
No
S
Yes
drafting of the University Equality Plan
- Number of schools providing a permanent
1
1
3
offer of mentoring programmes at UPM
- Gender sensitive Master/PhD thesis
2
≥1
- Network of women researchers
N/A**
Y
Notes
* The team is working on that through the equality plan of UPM
** The action 5.1.2 is going on slowly
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D. SUSTAINABILITY
With respect to contacts and links with other national and international networks,
associations and bodies in order to access further human, material or economic
resources, the team highlighted that the UNESCO Chair is part of the UNESCO Network
of Chairs on gender that keeps the university into a big network. The recently created
Association of Women Architects is planned to be another way to support further
actions. As for the Equality Unit, the Gender4UP working group and the Network of
Equality Units of Spanish Universities will also play a key role in the sustainability of
contacts, lobbying actions and exchange of information.
By September 2016, the team members are in negotiations of being part of other
professional network, but nothing is ensured, and they hope to provide a positive
answer in next report.
Referring to new economic, material or human resources identified/achieved to
entirely or partially support the activities of the Action plan or to give continuity, the
team is getting some funding, but this is small. And this will allow organizing activities,
but only making use of the tenure staff of the UPM. The University is not planning the
inclusion of new personnel for gender/equality issues, due to legal constrains explain
above (Part B.1).
Actions were initiated in continuity with those promoted within the activities of
the Action plan of UPM. Some actions were started to extend the activity in the future,
while, in other cases, the new actions were a way to adapt the Plan to the
circumstances, such as the transition period between the two management teams, the
legal constrains to hiring personnel, the demotivation of UPM women to join an
internal network, the absence of a permanent training programme in the university,
etc.
The agreements with the City Council through the new funding call might be a
reliable way of maintaining gender/equality activities after TRIGGER.
The UNESCO network is clearly an extension of the action 5.5.1. itself.
Regarding linkages being established with key-players, the team has relationship
with the City Council of Madrid, COAM, Fundación Mujeres x África and the UNESCO
Network of gender chairs. New agreements with other professional associations and
private sector companies will be also important, because most UPM students do not
end up working in academia, but for the private sector. So having links with the
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professional world (and the possible funding they might provide) could be a way to
sustainability.
As for activities implemented or started to make the new operational setups
activated by the actions, the team has always started with the signature of an
agreement between the university and the collaborating entity. This framework
agreements establishes the areas for future collaborations, the activities to be carried
out and commitments of the two organisation, to be more specifically developed
through subsequent specific agreement/s in which economic commitments and specific
tasks are integrated.
The team members hope to go deeper in the next year. Due to the difficulties they
are meeting inside the institution (mostly based on the lack of economic resources),
they are working hard in having new alliances outside the university which might keep
the team and the work going.

E.

RELEVANCE

1.

Changing scenarios and adapting plans

The team has reoriented, expanded and sometimes merged actions in order to
better fit the circumstances or to support future feasibility:
-

As for the Action 5.1.2. (Network of UPM Women) the team has been linking this
action to Action 5.6.1. (website) Action 5.8.2. (dissemination of women’s work) and
Action 5.8.1. (honoris causa). First, the team sought support in some women (with
whom the team had a previous relation) to launch the first campaign for the
candidature of women to honoris causa. This first group of teachers signed a letter,
and their candidature succeeded, but due to the age of the woman proposed,
preventing her to do long journeys to personally receive the award, she did not get
the prize. Some of these women are also part of the starting group of women
willing to participate in the Network. Most are also part of the group of architects
and building engineers which have launched a working group at the COAM
(professional architects association in Madrid), and the subsequent professional
women architects with a national scope. The team has linked this action to the
action on the website (5.6.1.), because the creation of a specific blog helped them
to convince some initial women (key ones) to provide their profiles and make it
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more visible. The team found this was also a permanent way to show a selection of
their work.
-

In the case of the Action 5.7.1. (Review of norms), it has been extended into the
first equality plan of the university. It has also somehow included the Deliverable
attached to action 5.2.1. (work-life balance), because it is being used in the
elaboration of the Plan.

-

About the Action 5.1.3. (Permanent training courses), since the life-long learning
programme of the university is stopped due to economic crisis, the team has
organized within the university and with sister institutions at least a couple of
training/courses, adapting them to the circumstances and the requests. The
Equality Plan (to be approved before summer 2017) includes permanent training
courses on gender equality addressed to the whole UPM community.

Apart from these variations, the team considers the Action Plan as fully relevant to
the needs of the institution in terms of gender diversity management and work-life
balance for the personnel. Its relevance to the wider territorial area and the
innovation system of the main scientific areas concerned is also confirmed.
With specific reference to the gendered research, despite the mentioned obstacles
related to the period of transition between two management teams at UPM, and the
persisting difficulties in attracting people in the TRIGGER activities, still the team states
that once people are enrolled, they are quite enthusiastic both on equality and on
gender. This requires hard work in convincing individuals and explaining reasons and
arguments before having them on board.

2.

Negotiation in action

During the concerned period, the UPM team was involved in several negotiation
activities at different levels.
In the first part of the period, institutional negotiation activities were successfully
conducted, among others, to promote the adoption of the protocol against sexual
harassment with the rector and his staff, the general director of the university and the
trade unions (Action 5.1.5.), to guarantee the conditions for setting the upcoming
UNESCO chair (Action 5.5.1.) and to draft a gender action plan for UPM for the next
three years (5.7.1).
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This effort had to be renewed after the rectoral elections in Spring 2016. Indeed, the
rector didn’t appoint a delegate for gender equality and decided to reconfigure the
composition of the committee in charge of drafting the gender equality plan, because it
was partially composed by some members of the former governing board who have
changed their stats after the elections. To strengthen the support towards the TRIGGER
objectives with a view to the future, the UPM team has thus intensified the relationship
with external players (public local authorities, other universities, professional
organisations of architects and engineers, and the private sector, among others).
As for interpretive negotiation, the effort to disseminate the research study on
women at UPM (5.1.1.) continued also in the concerned period. Also the activities
related to the guidelines on sexual harassment (5.1.5), as said, were conducted with
the aim of representing how problematic this issue can be in a strongly male
dominated environment, despite being frequently overlooked, or even denied.
Symbolic negotiation had an important moment in the presentation of the
Guidelines on bullying and sexual harassment to the top leaders of UPM. It is
continuously practiced through the struggle against sexist communication in the public
communication of UPM. This effort is not easy to conduct, since the divergent views on
the weight of the language is one of the friction points with the new governance of the
university, producing a delay on the deliverable D5.5. (see above). One remarkable
difference is to consider gender equality work as an only administrative task. On the
other side, the TRIGGER team at UPM is promoting a big visibility and international
legitimacy of gender issues and gendered knowledge through the recently recognised
UNESCO Chair on gender, (action 5.5.1.) and through the decision to award a world
class woman scientist with a honoris causa degree (5.8.1.). On the same line, the
creation of a web-space devoted to women scientists and their work (5.6.1., 5.8.2) can
be mentioned, as well as the organisation in Madrid on the international conference
"Engendering Habitat III", in the framework or the GenderSTE project. Some of the
international activities undertaken by the Chair are important in terms of symbolic
negotiation. The most relevant ones are the collaboration of the Chair with the
European Commission expert group on Transportation, and all the participation during
the process to elaborate the New Urban Agenda after the Habitat III Conference.
Concerning operational negotiation, the reconfiguration of the commission in
charge of the development of the equality plan has meant a loss of influence because
the commission is not any longer chaired by a TRIGGER team, but by the new manager
of the university. Still, the director of the Equality Unit is the secretary of the
commission and the project team leader is a member of it. Despite this loss in the
control of the Equality Plan, and after some delay due to the transition period, the final
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text of the plan will be ready for February 2017, and the Plan is expected to be
approved before summer 2017.
The next few months will be important in developing new dialogues and
cooperation with the new management of the university.

F.

FINAL CONSIDERATIONS

1.

Observations of the Action Plan team

One reflection the team is having after the first years of TRIGGER, GenderSTE and
other initiatives is that sometimes a reaction against gender/equality (at least a
"subtle" one) shows up; maybe because the "power" of the structural change is already
making evident. It is when gender equality recommendations and policies are
implemented that some problems arise, and some stakeholders see themselves
outside the comfort zone, being forced to take part and make decisions which will not
be easy and might lead to confrontations. It is not a direct and explicit resistance, and
therefore it is more difficult to detect. Therefore, the team thinks that it is necessary to
have a deep knowledge on gender and equality, good arguments, clear references and
to be very strategic, even changing the discourse (or adapting it) according to the
interlocutor, situation, objective and circumstances. And never taking things for
granted.
The team has also learnt that when the support is not so strong from inside, one
way to convince is bringing support from outside, especially from important people or
meaning money. It is to say, if any external activity regarding gender/equality comes
from outside involving some income for the university or collaboration with someone
relevant, things become easier, and people are willing to listen. This is why the team is
trying to set new collaborations and agreements parallel to TRIGGER with external
partners.

2.

Observations of the evaluation team

Based on the information provided by the UPM team on their Action Plan, a general
picture can be drawn. Despite the recent change in the top management, and the
reduced support, important steps forward have been made by the institution thanks to
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the Equality Plan, and UPM remains a pioneer in Spain for promoting structural change
towards gender equality and gender aware science in a technical school.
In terms of effectiveness, the plan suffered some delays and shortages related to
the change in the management of the university and the economic situation, which
forced the team to re-orient some actions. Nevertheless, the planned number of
beneficiaries was reached, and in most cases they respected the typology of people
initially envisaged.
Some difficulties emerged in managing the financial resources, but problems were
solved and the efficiency can be considered satisfactory.
As for subjective impact, levels of agreement and satisfaction are medium-high. The
permanent mobilisation of women researchers at all level emerges as a problematic
aspect of the Plan, while individual feedback is good and a certain degree of consent is
visible. Concerning the objective impacts, important results have been achieved, as the
signature and implementation of the Protocol on sexual harassment, following the
dissemination of the Guidelines drafted by the TRIGGER team, the creation of the
UNESCO chair and the timely implementation of the mentoring schemes.
Sustainability is the challenge for the period to come, even if good seeds have been
sowed. As stated by the team, an effort is being made for amplifying the internal
actions with the help of external stakeholders.
The relevance of the plan appears confirmed, also thanks to the continuous work of
the team in adapting the actions to the changing environment.

116

Appendix
Highlights from the interviews
to beneficiaries
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In this appendix, some information is reported about opinions and points of view of the
beneficiaries of the actions carried out under the 5 action plans.
As for beneficiaries, the information has been collected using a specific tool (QBen,
Questionnaire for beneficiaries), developed by ASDO, or adopting the tools already established by
each partner institution for assessing initiatives (like training courses, workshops and conference)
promoted by the same institution.
In general, such information has been directly provided by the partners. Only in some cases,
marginal elaboration has been done by ASDO.
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Action Plan n. 1
Università di Pisa
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1) Evaluation by the participants in the annual training course on the leaky pipeline
phenomenon (2015)

PARTICIPANTS SATISFACTION WITH THE COURSE
(average)

Level of satisfaction: 4=fully satisfied, 3=satisfied, 2=not satisfied, 1=not satisfied at all
Comprehensive evaluation of the entire training…

3.7

How do you rate the information on the organization?

3.6

How do you rate the assistance provided ?

3.6

Lecturers 'ability to involve

3.7

Advanced topics

3.6

Availability/flexibility of the organization

3.9

Technical competence of teachers

3.9

Clarity of teachers

3.7

Readability of the documentation provided

3.1

Completeness of the documentation provided

3.1

Clarity and ease of access to documents

3.4

Consistency of the topics discussed with the…

3.6

Level of depth of each module

3.6

Interest of topics

3.7

PARTICIPANTS OVERALL EVALUATION
(average)
satisfied

fully satisfied

29%

71%
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2) Evaluation by 40 participants in the annual conference on gender and science on 9th and 10th
of December 2015

PARTICIPANTS SATISFACTION (average)

Level of satisfaction: 4 = fully satisfied, 3 = satisfied, 2 = not satisfied, 1 = not
satisfied at all
Usefulness of the training

3.3

Adequacy of the venue

3.3

Adequacy of the organization

3.5

Overall evaluation

3.8

Lecturer's ability to involve

3.8

Advanced topics

3.8

Lecturer's availability/flexbility

3.7

Lecturer's technical competence

3.9

Lecturer's clarity

3.7

Readability of the study material provided

3.7

Completeness of the study material provided

3.9

Clarity of the study material provided

3.7

Level of depth

3.7

PARTICIPANTS OVERALL EVALUATION (average)
satisfied

fully satisfied

22%

78%
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3) Evaluation by 41 participants in the annual conference on gender and medicine on 10th of
June 2016

PARTIPANTS SATISFACTION (average)

Level of satisfaction: 4 = fully satisfied, 3 = satisfied, 2 = not satisfied, 1 = not
satisfied at all
Usefulness of the training

3.7

Adequacy of the venue

3.8

Adequacy of the organization time

3.8

Overall evaluation

3.9

Lecturer's ability to involve

3.9

Advanced topics

3.9

Lecturer's availability/flexbility

3.7

Lecturer's technical competence

3.9

Lecturer's clarity

3.7

Readability of the study material provided

3.8

Completeness of the study material provided

3.8

Clarity of the study material provided

3.6

Level of depth

3.8

PARTICIPANTS OVERALL EVALUATION (average)
satisfied

fully satisfied

10%

90%
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4) Evaluation of the first edition of the mentoring programme by 14 mentees

Meetings

Role of the mentor

Functions of the mentoring
programme

Organisation of the
programme
Evaluation of the possible
institutionalisation of the
mentorship programme

Overall evaluation

Impact of the course

Observations of the
mentees:

Respect of the meeting time
Mentees who mentioned at least 1
cancelled meeting
Notice of delay
Adequacy of the venue
Adequacy of the meeting time
Informal relation mentor/mentee
Confidentiality agreement
Respect of the confidentiality agreement
Mentor effectiveness
Support of the mentoring relation in
understanding academia mechanisms
Support of the mentorship in identifying
career goals
Support of the mentorship in identifying
strategies to reach career goals

Yes
100%

No

86%

14%

93%
100%
86%
86%
100%
100%
100%

7%
14%
14%

100%
100%
100%

Adequacy of the core team assistance

100%

Adequacy of the information provided

100%

Usefulness of a permanent mentoring
programme

100%

Overall satisfaction evaluation
Information on equal opportunities in university of Pisa
provided
Information on work life balance provided
Information on bias in workplace provided
Useful information on gender in science
Information on equal opportunities at the national level
and in the department provided
Useful information in defining strategies to succeed in
the scientific career

AVERAGE
(1/10)
8,6
8,6
8,9
8,9
8,1
8,8
9,6

All the mentees interviewed have declared an increase in networking
capabilities and opportunities, in some cases also at international level.
Furthermore, the mentees have stated that they had the possibility to
discuss about their difficult moments with the mentors. In addition, a
mentee declared that she received useful information concerning the
comeback after the maternity leave and another one has received a
concrete support after her maternity leave. All the mentees consider the
mentorship a best practice to succeed in identifying career goals and
strategies for accessing the scientific environment.
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5) Data processing of the participants’ satisfaction questionnaires – Training course on gender
and language

Didactics- Study material provided
E
v
a
l
u
a
t
i
o
n

3.63

4

3.53

3.47

3
2

values (0-4)

1
0
Clarity and ease of
access

Completeness

Readability

Didactics- lecturers
e
v
a
l
u
a
t
i
o
n

4

3.79

3.79

3.89
3.42

3.68

3
2
1
values (0-4)

0
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Organization
E
v
a
l
u
a
t
i
o
n

4

3.63

3.63

3
2

values (0-4)

1
0
assistance provided

adequacy of the
information
provided

Training overall evaluation
3.68

v
a
l
u
e
s
(
)

o
4

4
3.5
3
2.5
2
1.5
1
0.5
0
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Action Plan no. 2
VysokaSkolaChemicko-technologicka v Praze
(VSCHT) -
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For the evaluation of the TRIGGER actions at VSCHT the team generally uses a basic evaluation form
(anonymous, filled by the workshop attendees):

1. I was satisfied with the time of the workshop: YES/ NO
2. I was satisfied with the venue of the workshop: YES/ NO
3. How Was I informed about the training?
a. Via the SEMINARS app of VSCHT
b. I received an email invitation
c. From the newsletter of National Contact Centre (ISAS)
d. Other (please specify): ……………………………………………….
4. What I liked about the workshop (positive evaluation)
5. What I didn’t like about the workshop (negative evaluation)
6. Recommendation for organizers
The team uses this basic evaluation form to evaluate the workshops/trainings that the team has organized.
Sometimes the team adds a couple more questions, depending on the group of attendees (students and
early-career researchers are more likely to fill in a form). The forms are anonymous, but the team
encourages attendees to write down their name and department. Nevertheless they do it rarely.
During the 2nd Reporting Period, this evaluation form was used for the actions 2.5.1. and 2.5.3.
Here below, some examples of the evaluation form are reported.
Action 2.5.1. - Yellow Window workshops
Positive aspects of the workshop
- The lecturers‘(Katrien Van Der
Hayden) way of delivering the
topic;
- Katrien Van Der Hayden’s
professionalism;
- Introducing the relation of
gender issues with research; the
simplicity.

Negative aspects of the
workshops
- Too feminist approach;
- Equal opportunities issues not
covered properly;
- Lack of practical examples from
the field of chemistry.

Recommendations for the
organizers by the beneficiaries
- More practical examples from
chemistry.

Workshop 1(September 23rd, 2015): Gender aspects and research – What is it about?
Satisfaction with the time of the workshop
16 out of 17
Satisfaction with the venue of the workshop
15 out of 17
The way beneficiaries were informed about the workshop
Via the Seminars app of VSCHT
2 out of 17
Via email invitation
10 out of 17
From ISAS newsletter
2 out of 17
Personally invited by TRIGGER manager
1 out of 17
Don’t remember
1 out of 17
Facebook of ISAS (NCC Gender and Science)
1 out of 17
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Workshop 2 (September 24th, 2015): How to work on my research topic (including gender dimension)?
Satisfaction with the time of the workshop
Satisfaction with the venue of the workshop
Beneficiaries considering the training useful

6 out of 8
6 out of 8
6 out of 8

The way beneficiaries were informed about the workshop
Via the Seminars app of VSCHT
1 out of 8
Via email invitation
3 out of 8
From ISAS newsletter
0 out of 8
Personally invited by TRIGGER manager
2 out of 8
Would I be interested in other training on this topic?: YES – 6, NO – 2
Action 2.5.3. Gender in pedagogical process training (may 18th, 2016)
Satisfaction with the time of the workshop
Satisfaction with the venue of the workshop
Satisfaction with the contents of the workshop

The presentation
The communication of
the lecturer with
attendees
The possibility to
participate in discussion

5 out of 10
9 out of 10
9 out of 10

Level of satisfaction with aspects of the workshop
Very much
Liked
8 out 10
5 out of 10
3 out of 10

Don’t know
2 out of 10
2 out of 10

9 out of 10

Thoughts after the workshop
I’ve learned something new
I am interested in lecturer’s recommendations
I will use the mentioned measures in my teaching
The seminar was useful

9 out of 10
7 out 10
5 out of 10
5 out of 10

Because the form differs, the team decided to use the form proposed by ASDO during the 3rdReporting
Period, to have a consistent feedback.
For the workshops for top management (Action 2.1.7.), the team didn’t prepare an evaluation form, but
the TRIGGER team leader at VSCHT has been directly asking participants for feedback. Feedback was
positive, the acquired knowledge has been reflected to the proposal of the European Structural fund
project.
For the workshop for middle management (Action 2.1.5.), an evaluation form was sent around, but
received 0 feedback. This stresses out the resistance to structural change.
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Action Plan no. 3
Birkbeck, University of London
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TRIGGER networking events 2015 – impact summary
So far TRIGGER has held five successful networking events. The three largest events were held at Birkbeck
(18 March 2015), Dundalk (21 May 2015), and Lund (30 November 2015), whilst Birkbeck also hosted an
additional smaller networking event for Computer Science students on 10 July 2015, and Dundalk a followup networking event on 22 October 2015. The number of registered attendees (on Eventbrite) was as
follows for each event:
EVENTS

NO.
OF
PARTICIPANTS

18 March 2015 (Birkbeck)
21 May 2015 (Dundalk)
10 July 2015 (Birkbeck)
22 October 2015 (Dundalk)
30 November 2015 (Lund)

50
35
30
21
33

The team conducted surveys following each event, and received a small number of responses for each. In
general feedback has been very positive: several responses focus upon the need for more events such as
these to take place, in order to develop the conversations held at each event. Several attendees at the first
Birkbeck event highlighted the value of including speakers from the corporate world: one participant
commented on the ways in which the academic research presented by Henry Etzkowitz interestingly
complimented the insights from the Mercer and PwC speakers. In addition, several respondents following
the Lund event commented on the career benefits they had drawn from the workshop: one commented
that it had inspired them to develop a research project on gender in innovation and entrepreneurship,
whilst another suggested that it had encouraged them to change their mind-set towards female
entrepreneurship.
In response to a question on how future events could be improved, several participants commented on the
mainly female audience at each event, and queried how more could be done to attract male attendees.
One attendee suggested that it was important for the discussion to not stray into ‘men bashing’, which
could affect participation. Another suggested encouraging women to bring male colleagues to events like
this.
The events have also had a positive response online: each event has had an associated blog post which has
been distributed via the TRIGGER website and through the BEI’s communication channels. The team is still
gathering data related to each post, but to take the October Dundalk event as an example, between 27
October and 15 November 2015, Helen’s post on the event had 75 unique page views (93 views in total),
and reached 19, 322 people through the BEI School’s Facebook page, receiving 962 engagements (likes,
shares, etc).
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Workshop Feedback - Career paths, gender and early stage careers: learning from others
and maximizing potential 21 May 2015
Attendees:

35

Questions:

1)
2)
3)

What aspects of the event did you find particularly useful?
What aspects could be improved for a future event?
How did you hear about this event?

Participant Question
Answer
A
1
The panel answering feedback questions from the audience on their own experiences.
The networking event at the end. All of the speakers and lecturers stood together. As a student, it can be intimidating to
approach a group like that to get to speak to somebody.
2
3
Dundalk Institute of Technology
B
1
The Q&A session
2
None
3
Dundalk Institute of Technology
C
1
There was a very open atmosphere and the discussion was very lively and interesting.
2
As a follow on, some of the ideas presented could perhaps be discussed in more depth.
3
Dundalk Institute of Technology
D
1
The panel was varied and had interesting careers.
It would have been good if we had broken into small round -table groups for a discussion with the individuals from the
2
panel.
3
Dundalk Institute of Technology
Interesting event with interesting guest speakers. It made you think more about your career which is always a good thing.
E
1
Well chaired.
2
At one stage I felt it got a bit into 'men bashing' which I don't think was useful or nice
3
Dundalk Institute of Technology
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Key Learning
1. March 2015, Improving gender equality in work, BBK
2. May 2015, Career paths, gender and early stage careers, Dundalk Institute of Technology
3. July 2015, Adapting to changing career priorities, BBK
4. October 2015, Gender equality in entrepreneurship policy: looking to the future, Dundalk Institute
of Technology
5. November 2015, Gender, Entrepreneurship & Innovation, University of Lund
For getting equality initiatives off to a good start
Have robust knowledge about where problems lie and clear evidence about the benefits that gender
diversity brings to a business.
Make managers accountable for their decisions, they should be expected to make changes. Managers
should be aware that, given their position, they should be able to make changes.
Tackling inequality
Importance of role models and mentors, at any stage of one’s own career. Make people aware of the
relevance of career planning and networking.
Potential success of women-only networks (since women are facing different challenges – not only
maternity poses unique challenges, but also, people often have different expectations from women).
Importance for women to share experiences in relation to such challenges.
Establish sponsorship programmes and initiatives to develop self-confidence.
Promoting gender equality
Role models and successful women can be good testimonials for women’s initiatives. Look for women
when organising events, underline their achievements, actively promoting role models.
Demonstrate the effectiveness of interventions (eg. how did a mentoring programme contribute to
enhance the number of promotions?)
Celebrate victories, since the path towards gender equality can be difficult and resilience is needed.
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Satisfaction questionnaire sample

Birkbeck Staff Mentor Programme (Mentee) 12th November 2015
What
you for
have
this day?
What expectations
expectations did did
you have
thisfor
session?
To find out more about the scheme and what to expect from a mentorship
Very good and helpful
To find out about the scheme
Laying out aims and practices

In what ways were your expectations met/not met
I understand what the process will be. I felt listened to and understood on an individual level as well as hearing
from others’ experiences.
n/a
Not sure – to find out more?
Met by knowledgeable/information giving facilitator … to be reflective through exercises
These were laid out There was also more opportunity for reflexion an personal initiative

What aspects (if any) of the mentoring relationship and process would you like further
support/clarification within the next session.
Who volunteers to be a mentor – how are we matched??
n/a
Good – nice to meet fellow mentees and talk out issues
Where will the sessions take place?
If lunch will be served, please let us know

How would you rate the session?
1 2 3 4

(expectations FULLY met)

1x3

(expectationsnotmet)

2x2

0

0

Additional comments welcome
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Thank you for your time and suggestions -

Athena SWAN/TRIGGER Mentoring June
2016
Context:

in 2014/2015 and then 2015/2016, TRIGGER in collaboration with Birkbeck HR and Athena
SWAN developed a mentoring programme aimed at academics.

Conclusions from 2015/2016 sessions from the flip chart, the talk and the feedback
forms:

The programme needs to be more clearly delineated with rationale and expanded. The team needs to
assess all the existing mentoring programmes within the college and their purpose.
It is as important to meet the mentors as to meet the other mentees since both type of exchange is as vital
(peer to peer mentoring).
Key mentoring means: network exchange, new perspectives, discussions, dissemination of knowledge and
learning.
Key steps is to have everyone participating in the mentoring programme (mentee and mentor) in a
compulsory one session (that can not be missed as it may jeopardise the programme) on the purpose of the
program and the objectives setting of the future mentoring sessions.
If during the programme, the couple has less than 3 mentoring meetings, it will be unsuccessful.
The team may need to list a code of conduct for mentee and mentors e.g. mentors need to be supportive
as well as give practical help.
It is important that the mentoring programme be recognised in the workload model for the academic as it
is taking time from the day-to-day work.

Appendix 1: Session Flipchart:
1. Surprises:
Mentor:
Understanding the vulnerability of people on short term contract
How enjoyable it was/how little time it took
How useful my own experience was for others
Differences between disciplines
Needed subject specific advice
Could indicate lack of support
Some generic areas were covered
Insight into quite how competitive her subject area is
Was able to use position of influence to bring a useful resource.

Mentee:
Meeting with mentees really beneficial
"deep work" book from mentor
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That advice from someone outside of our department would be so positive though sometimes
equally negative
Honest opinion made me reflect on my work and areas that were a problem that I hadn’t entirely
considered before
Structural problems across college, not departmental Systemic problems
Across generations, discovering this is a difficult time to be an academic
Difficult to make Athena a priority but those are systemic problems

2. Disappointment
Mentee
Expected more supportive rather than practical help
Identified problems that they couldn’t help with and you then needed help from someone in own
dept (but don’t have access to) or in similar situation (i.e. post maternity leave)
Difficult to meet when work part time.
Responsibility put on the individual at a difficult time, knowing we are not reciprocating support
Mentor

Powerless to help
Not meeting as much as expected/feeling the need to chase
How isolating Birkbeck can be for people
Lack of Time

3. Programme impact:
Mentor
Opened my eyes to a need to reevaluate how we interact with sessional lecturer in our dept
Understanding challenges facing early career academics in short term contracts + what they need
to know.
Gained more confidence as a mentor (also outside Athena swan)
Feels fulfilling to be helpful
It went very well
Met 3 times good pairing
Frequency of meeting (some only once)
Limited impact
Listening to my own advice
Is this a deficit model?
Mentee
Thinking strategically about my progression through Birkbeck in term of promotion/research
teaching admin support missing in the department/school
Help me (my first year) to settle in at Birkbeck, better than my expectation.
The meeting with other mentees was the most helpful part in many ways and helped to feel less
isolated.
Nice to have someone to talk to
Expected better pairing with mentor in terms of similar career trajectory
The process put a bit of extra pressure on me, pressure to perform
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Finding ways to create time for meetings
Someone to meet + talk to but this didn’t change the situation
Generating have wildly different experience (advice might be time limited)
Having a focus or specific agenda for the conversations
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Development workshops
Closing meeting
October 2nd, 2015, lunchtime
Two participants were there – the third one is on maternity leave.
The team discussed more issues, and Andrew gave the following inputs:
- what changed in their attitude / in their awareness of their own potential
- what can they do for their department, for their institution, while keeping a focus on their career /
how to influence the communication flows in the department
- how to address the lack of training in management and leadership skills
Interestingly, it turned out that one of the participants applied the idea of the writing retreat to organise
her own writing job, and this was very effective! Even more interestingly, one of the two applied to Aurora,
but did not get it. She says that anyway the all process was very helpful to think about her own career and
talk about that with her line manager / dean.
It seems that both of them are really satisfied. The team discussed about mentoring as well, they feel that
the email sent around by Nick is not enough, and also, it does not underline the potential benefits. The
team asked them to promote the programme to their colleagues.
While talking to the participants, Viviana Meschitti’s impression is that the team could do more in TRIGGER
(especially in relation to training and mentoring), but everything is going so slow!
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TRIGGER
The Development Workshop
Summary Report
Introduction
The Development Workshops were conceived as an applied learning and development component within a
broader framework of institutional change. The concept was to develop future scientific leaders by
promoting gender balanced teams, and support both men and women to adapt to the emerging reality.
The planned activity was a mixture of experiential workshops, coaching and feedback.
Executive Summary
The original plan for six one day workshops supported by coaching had to be substantially scaled back due
to the low levels of participation. This outcome was disappointing and was despite a clearly expressed
demand for such activities in the consultation sessions on 3-4 July 2014. Attrition in HR staff and expertise
was a key factor in this outcome, as vital networks and institutional knowledge was lost.
In place of workshops, the focus was shifted to both individual and small group coaching, which had the
benefit of being able to go more deeply into specific individual change issues and perspectives.
Even in its narrower scope, the Development Workshop Project raised three key issues that need to be
considered by the institution in order for change to be able to take place:
1. Set leadership development (including inclusivity / diversity training) as a strategic priority in
Science.
• For example, setting and measuring clear organisational goals for gender balance
• Communication and recognition needs to occur at a broader level, and include a wider variety of
contributions to the department. There appeared to be a lack of a community
• All scientists need to be required to attend a certain number of days in personal and leadership
development, to ensure that all scientists have the necessary scope to invest their time in initiatives
such as this. Development cannot be accomplished by "fitting it in on top of everything else".
• Diversity training needs to become a requirement before promotion to senior posts.
• Greater support to junior scientists in getting work published e.g. writing days, collaborative writing,
and professional networking
2. Boosting the change management capacity across the organization
• Active and visible change leadership from the institutional leaders, which must go beyond attending
Board meetings and sending emails. There needs to be active and sustained championship of
change if results are to be realized.
• This particularly relates to HR, a function that needs to be reorientated to become a change
facilitation team if the institutional aims of the Development Workshops are to be achieved.
Thursday, 3 December 2015
• Mentoring and coaching, including peer-to-peer and group mentoring, needs to be significantly
expanded and institutionalised, in order to create ion ongoing change support capability.
3. Engaging male scientists in creating gender balance
• The Consultation workshops on 3-4 July generated a healthy dialogue and included a gender balance
( and involved senior staff such as Dr. Renos Savva). This shows what can be achieved.
• However, due to the time constraints and prioritisation elsewhere, there were no involvement of male
scientists in the coaching workshops themselves. This was a pity and in my view a big missed
opportunity.
Ethical Considerations
Working with individuals and smaller groups in a coaching context raises ethical and confidentiality issues.
It has therefore been necessary to be very careful in constructing this report not to attribute the comments
to any individual or session. It should be assumed therefore that my comments and recommendations
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below, have been drawn from an amalgamation of the coaching sessions, the group consultation
workshops and various discussions with staff and professionals in relation to this project.
Planning & Design (February - June 2014)
The first phase began in February until June 2014, and concentrated on planning and building
organizational
alignment. This involved extensive consultations with the following:
• Dean of Science
• Dean of BEI
• Head of HR
• HR Team discussion
• Inclusion Team
• HR Manager for Science
• Head of Learning and Development
• Ad-hoc calls, meetings and emails with senior members of Science.
• Alignment meetings with the Athena Swan team
Various meetings with other member of the TRIGGER project, including Dr Colette Henry, Prof Henry
Etzkowitz, and Dr Wendy Hein.
In order to broaden the perspectives available to the project, an external coach and former scientist Karen
Hands was recruited onto the project. Karen brought extensive expertise in working with professional and
scientific women.
A two year design and plan for the workshops was presented to the TRIGGER Board meeting on 19 June,
and approved. Customised brochures and communication materials were prepared and distributed by the
Deans of Science and BEI.
Thursday, 3 December 2015
One of the outcomes of this period was an agreed communication plan and documentation, with a
coordinated email bulletin issues by the Deans of Science and BEI, together with a programme brochure.
Consultation and Awareness Building (July to October)
In July, a series of workshops were organized involving 6-8 male and female scientists to discuss the issues
of gender, and the implications for leadership. One of the productive outcomes of this process was to bring
together scientists from diverse disciplines, such as Biology, ICT, Psychology etc, who would not ordinarily
meet.
On November 18, a briefing took place for the observer/coaches involved in the project. Customized
materials were prepared for the group, in order to build a common approach to providing coaching and
feedback for those faculty involved in the project.
The outcome from this process is that the team have built a strong core team of Coaches, involving Dr
Viviana
Meschitti and Karen Hands and myself.
During this period, there was also ongoing email communication and meetings with prospective
participants in the programme.
Development Workshops
The first half day workshop took place on November 27, and involved three scientists. This was a smaller
number than had been anticipated and who had signed up for the programme.
In summary the dates of all the main Development Workshops were as follows:
• November 27th 2014
• January 30th 2015
• March 13th
• May 29th (cancelled)
• October 2nd
In addition there were individual coaching sessions, either face-to-face or via the phone.
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Despite the smaller numbers involved, the coaching conversations have enabled us to delve deeply into
their experience as female scientists. Perhaps this would not have happened so quickly if a larger group had
been involved.
Alongside the workshops, individual coaching has also been provided. I have supported two of the three,
and Karen Hands has individually coached one person.
A number of key themes have emerged*:
• The need for recognition and communication of broader contributions to the faculty (not only success
stories)
• The need to have support and understanding when meeting failure and set backs
Thursday, 3 December 2015
• The need for stronger social and professional support networks
• Set boundaries around work allocation and be clearer about roles in the work context
• Need to plan and strategize around writing projects
• The need for effective career planning and development structures
• The need for specialized training in scientific management e.g. managing complex projects
* These comments have been generalized to protect confidentiality
Beyond the insights gained through dialogue, a number of successes have been achieved:
• Support networks are being created
• Career planning conversations have been initiated
• Changes in management styles exhibited by the participants
It has been hard to secure the involvement of scientists who are under continually intense time pressure,
which also includes considerations of problematic child care arrangements and unpredictable changes to
schedules.
Conclusions
While the coaching activities have created value, it is clear that many of the issues that the Development
Workshops intended to tackle remain to be properly addressed. Change and development will not occur if
it is (a) work on top of everything else and (b) delegated or outsourced to junior level involvement. Change
must be actively lead from the top and support by expert resources and given the necessary time and
attention. In many ways, the Development Workshop project highlights the very institutional change issues
that the border TRIGGER project is meant to address. The issues haven’t gone away but there is a need to
re-think how these objectives are achieved.
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Action Plan no. 4
Université Paris Diderot, Paris 7
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Evaluation by 108 participants in the 1 day training sessions on gender stereotypes for first year
students.

PARTICIPANTS

Males
28%

Females
72%

PARTICIPANTS SATISFACTION WITH THE TRAINING
Level of satisfaction: (5 = high, 1 = very low)

average
Teaching abilities of the trainers
Satisfaction with the methodology used

2.8
2.6

Level of interest in the topic

3.2

Satisfaction with the organizational aspects (information
availability, communication)

3.2

Satisfaction with the organizational aspects
(time, conditions of participation etc)
Level of agreement on the trainings
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3.4
3.1

Action Plan no. 5
Universidad Politécnica de Madrid
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ENGLISH RESUME OF THE MENTORING PROGRAMME 2015-2016
This resume is to provide an insight of the results and evaluation of the second edition of
mentoring programmes at the School of Building Engineering of the Technical University of
Madrid.
The report starts with a short introduction of the programme, the presentation of the team in
charge of the mentoring activities (1) and some background (2) with the lessons learnt from the
first edition: reducing the number of training sessions, organized the session gathering all the
participants and mentors, focusing on the main leader features proposed by the mentees of the
first edition (good communication skills and self-confidence) and give some ECTS credits to the
mentees. The report explains the schedule of the second edition (3) from July 2015 (when the
planning starts) to January 2016(when the evaluation ends the edition).
The evaluation of the edition was very good with an average of 3.9 over 5. The evaluation was:
Was the information received about the TRIGGER project good?  3.67
Would you recommend to other student to join the mentoring programme?  4.15
Was the length of the programme enough?  4.28
Have your received a good support from your mentor?  3.85
Are you satisfied with the contents and the experience during the programme?  4.17
Have you improved your skills?  3.45
Would you like to participate as a mentor in the following editions of the programme? 
2.98
Which is your general qualification of the programme? -> 4.03
The next part (4) the report includes the suggested improvements for the next edition:
- Keep the length of the mentoring sessions
- Schedule the training session once a week during no longer than 2 months.
- The main leadership features should be the same for the next year
- Propose the mentoring programme as a compulsory course in the curricula
The report goes on with the explanation of the content of each session: presentation of the
programme, communication skills, self-confidence, and general evaluation. For each session the
material and questionnaires used are provided.
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