GA. No 611034
Project acronym TRIGGER
Project title: TRansforming Institutions by Gendering contents and Gaining Equality in
Research

Seventh FRAMEWORK PROGRAMME
Specific programme ‘Capacity’
Work programme ‘Science in Society’
SiS.2013.2.1.1-1
Supporting changes in the organisation of
research institutions to promote Gender Equality

Deliverable D6.6
Internal evaluation report no. 3
Due date of deliverable: 31/12/2017
Actual submission date: 26/01/2018

Start date of project: 01.01.2014
months

Duration: 48

Organisation name of the WP leader:
Organisation name of lead contractor for these deliverables:

ASDO
ASDO

Project co-funded by the European Commission within the Seventh Framework Programme (2007-2013)
Dissemination Level
Public
PU
Restricted to other programme participants (including the Commission Services)
PP
Restricted to a group specified by the consortium (including the Commission Services)
RE
Confidential, only for members of the consortium (including the Commission )
CO
X

TRIGGER
TRansforming Institutions by Gendering contents
and Gaining Equality in Research
(G.A. No. 611034)

Work Package 6
Technical assistance and evaluation
of structural change Action Plans

Internal evaluation report no. 3
October 2016 – September 2017

December 2017

2

Contents
CHAPTER ONE INTRODUCTION
A.
B.

4

INSTITUTIONAL FRAMEWORK
THE EVALUATION OF THE ACTION PLANS

5
7

CHAPTER TWO UNIVERSITÀ DI PISA- ACTION PLAN N. 1

10

A.
B.
C.
D.
E.
F.

EFFECTIVENESS
EFFICIENCY
IMPACT
SUSTAINABILITY
RELEVANCE
FINAL CONSIDERATIONS

11
15
16
21
23
28

CHAPTER THREE VYSOKA SKOLA CHEMICKO-TECHNOLOGICKA V PRAZE (VSCHT) ACTION PLAN N. 2
A.
B.
C.
D.
E.
F.

EFFECTIVENESS
EFFICIENCY
IMPACT
SUSTAINABILITY
RELEVANCE
FINAL CONSIDERATIONS

31
38
38
46
47
50

CHAPTER FOUR BIRKBECK COLLEGE, UNIVERSITY OF LONDON – ACTION PLAN N. 3
A.
B.
C.
D.
E.
F.

EFFECTIVENESS
EFFICIENCY
IMPACT
SUSTAINABILITY
RELEVANCE
FINAL CONSIDERATIONS
EFFECTIVENESS
EFFICIENCY
IMPACT
SUSTAINABILITY
RELEVANCE
FINAL CONSIDERATIONS

68
69
75
76
82
84
85

CHAPTER SIX UNIVERSIDAD POLITÉCNICA DE MADRID – ACTION PLAN N. 5
A.
B.
C.
D.
E.
F.

52
53
56
57
63
64
66

CHAPTER FIVE UNIVERSITÉ PARIS DIDEROT, PARIS 7 – ACTION PLAN N. 4
A.
B.
C.
D.
E.
F.

30

EFFECTIVENESS
EFFICIENCY
IMPACT
SUSTAINABILITY
RELEVANCE
FINAL CONSIDERATIONS

87
88
91
91
95
96
98

APPENDIX - HIGHLIGHTS FROM THE INTERVIEWS
ACTION PLAN N. 1 UNIVERSITÀ DI PISA
ACTION PLAN NO. 2 VYSOKASKOLACHEMICKO-TECHNOLOGICKA V PRAZE (VSCHT)
ACTION PLAN NO. 3 BIRKBECK, UNIVERSITY OF LONDON
ACTION PLAN NO. 4 UNIVERSITÉ PARIS DIDEROT, PARIS 7
ACTION PLAN NO. 5 UNIVERSIDAD POLITÉCNICA DE MADRID

3

100
102
105
110
119
121

CHAPTER ONE
Introduction
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A. INSTITUTIONAL FRAMEWORK
TRIGGER is a project funded by the European Commission under the 7 th Framework
Programme1, 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 Politécnica de 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 on 5 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
support from the Team provided by the Institute of Sociology of the Academy of
Sciences of the Czech Republic (ISAS).

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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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 third internal evaluation report, containing information about
progress between October 2016 and September 2017.
The text does not contain a detailed description of the activities implemented,
which will be in the project final report.
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
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.
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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).
Overall, the evaluation is grounded in a relational approach to evaluation which is
partially in consonance with the principle of developmental evaluation2.
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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2.

Evaluation criteria

The model uses five dimensions as criteria to assess the Action Plans: effectiveness;
efficiency; impact; sustainability; relevance.
o

o
o

o

o

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
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.

8

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.

9

CHAPTER TWO
Università di Pisa
Action 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

1.1.1. Workshops for female scientists in
the mentoring programme
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
1.4.2. 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
(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

Yes

X

Yes

X

Yes

X

Partial

X

Yes

X

Yes

X

Yes

X

Yes

X

Yes

Partial

Yes

X

Yes

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

11

As shown in the table, all the actions were implemented according to the detailed
Action Plan. Only in two cases, out of twelve, the deadlines were partially respected
(Action 1.3.2.), or the implementation of the planned activities was not fully completed
(Action 1.6.2.).
As regarding the Action 1.3.2. (Annual training course on the leaky pipeline
phenomenon), some delay in the implementation process was reported. The Team
decided to couple the last edition of the course with the annual course for PhD
students (Action 1.5.3.). Thus, a training course has been developed in which both
gender balance in academic careers and gender dimension in scientific contents were
considered. The first phase has been held in April 2017, by Ineke Klinge, and the
second phase is planned for October/November 2017 inside the PhD course.
With respect to the Action 1.6.2. (Agreement for equal gender representation in
decision-making bodies), the TRIGGER Team presented to the Rector a joint proposal
with the UNIPI Central Committee for equal opportunities (CUG) to modify the Statute
of UNIPI in order to guarantee a gender balance representation in decision-making
bodies. The final version of Statute has not been approved yet.

1.2.

Compliance with internal procedures and deadlines
Deliverables

UNIPI complied with the deadlines on the submission of the deliverable under its
responsibility during the third period.
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 third onsite annual visit was held on December 20, 2016, while the fourth took place on April
6, 2017, on the occasion of the Conference of National Equality Bodies organised in
Pisa by the TRIGGER Team. 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.
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1.3.

Actual execution of the assigned tasks

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

2.

Results evaluation

2.1.

Number of planned beneficiaries/number of actual beneficiaries

In the period concerned, data on the direct beneficiaries of planned actions and 2
other initiatives were analysed. The outputs of this analysis are summarised in Table 2.
Table 2 - Comparison between intended and actual number of beneficiaries

Actions

Planned
number

Actual
number

Actual
Number/
Planned
Number
%

1.2.2. Itinerant lectures on parental roles within
the couple – 2016

40

50

125

1.2.2. Itinerant lectures on parental roles within
the couple – 2017

40

40

100

1.3.1. Annual seminars on career support - 2016

6

23

383

20

15

75

20

33

Mentors:
6
Mentees:
24

Mentors:
6
Mentees:
11

Mentors:
100
Mentees:
45,8

60

120

200

-

97

NA

-

15

NA

1.3.2. Annual training course on the leaky
pipeline phenomenon - 2016
1.3.2. Annual training course on the leaky
pipeline phenomenon - 2017
1.3.3. Mentoring programmes for female PhD
students and research fellows
1.6.3. Annual conference with local institutions–
2016
Other action/initiative:
Initiative 1 - 1.5.2. "Genere e Scienza tra Ricerca e
Innovazione", April 5th, 2017 with InekeKlinge
Other action/initiative
Initiative 2 - 1.1.2. "Genere e Scienza tra Ricerca
e Innovazione. Il contributo dei Progetti Europei
delle Università Italiane", April 5th-6th, 2017 with
Ineke Klinge
Source: Evaluation grid third R.P. - Action Plan n. 1
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Overall, 9 cases have been considered. In 1 case (2017 Edition of the Action 1.2.2.)
there was a fully compliance between the planned and actual number of beneficiaries.
In 4 other cases (2016 Edition of Action 1.2.2.; 2016 Edition of Action 1.3.1.; 2017
Edition of Action 1.3.2.; 2016 Edition of Action 1.6.3.), the actual number exceeded
plans, even with a significant increase.
In particular, as for the Action 1.3.1. (2016 Edition of the Annual seminars on career
support) in addition to the Deans of targeted departments, the referents of the same
Departments, the Delegate of the Rector for gender studies and equal opportunities
and other professors invited by the Directors also attended the event.
In the case of the last Edition of the "Annual training course on the leaky pipeline
phenomenon" (Action 1.3.2. - 2017), the course was organized in order to support the
Action 1.5.3. (Permanent teaching module for PhD courses). This is the reason why it
was held inside the ordinary PhD programme combined with the course on gendering
contents and methods. Embedding the course into the ordinary PhD courses made it
possible to reach a higher number of young researchers than expected.
As for the "Annual conference with local institutions" held in 2016 (Action 1.6.3.),
the higher number of participants (120 instead of 60) is due to the fact that the event,
initially planned as lasting one day only, actually lasted two days.
With regard to the two other initiatives included in the list (Actions 1.1.2. and
1.5.2.), the comparison between the intended and the actual number of beneficiaries
cannot be done since a specific quantitative target was not defined. However, these
two initiatives can be considered as successful in terms of numbers of beneficiaries
reached. In the first case (Action 1.5.2.), 97 persons (PhD students, researchers and
Professors from targeted Departments) attended the event; in the second case,
(Action 1.1.2.) 15 professors and researchers from CoNaEB (thus representing other
Italian Universities) attended the event.
Only in two cases the planned target was not fully fulfilled.
 In the case of the 2016 Edition of the "Annual training course on the leaky pipeline
phenomenon" (Action 1.3.2.), a relatively small gap (15 participants instead of 20)
can be observed. However, it is worth noticing that in 2017 Edition, a significant
increase in the number of beneficiaries involved (33 instead of the 20 planned) has
been reported.
 Also in the case of the "Mentoring programmes for female PhD students and
research fellows" (Action 1.3.3.), a gap can be observed. In this case, this gap can
be explained with the decision taken after the first edition of the programme to
reduce the number of mentees for each mentor (in total 6) from 3 to 2, this
resulting in a decrease from 24 to 11 mentees.
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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 1.3.2. (Annual
training course on the leaky pipeline phenomenon – 2017), where a partial mismatch
was recorded, due to the decision to incorporate this action in the ordinary PhD
programme (see above).
However, the TRIGGER Team at UNIPI considers this strategy as successful since it
led to the involvement of female researchers at an early stage of their career, while
women holding other positions (temporary researchers, researchers fellows, scholars
fellows) had been already involved in the courses held in the previous years. This
strategy allowed the Team to support the implementation of the Action 1.5.3. by
introducing also the issue of the leaky pipeline in the agreement signed with the
Coordinators of PhD courses.

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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A. 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 drawn from the questionnaires
administered to the beneficiaries and direct interviews with them.
The overall degree of agreement on the activities undertaken under the Action Plan
was rated very high (5 in a range of 1-5) by the direct beneficiaries considered, high (4
in a range of 1-5) by managers/leaders of the organisation, male component of the
organisation, very high (5 in a range of 1-5) by 1 the General Director of UNIPI.

1.2.

Level of satisfaction

The general degree of satisfaction with the activities is overall very positive (see
table 3). In fact, in two cases (direct beneficiaries and core project team) it is reported
as very high and in the remaining cases as high.
Table 3 - General degree of satisfaction with the activities

Concerned actors

1

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.)
1 Person in charge for human resources management

2

3

4

5
X

X
X
X
X

X

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

Looking in detail at the individual Actions (see table 4), the satisfaction levels seem
to be high. In 33 cases out of 42 (78.5%), the satisfaction level is reported to be high
and/or very high (4, 5 or between 4 and 5).
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Table 4 - Satisfaction with the results of the actions implemented

Actions
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
1.4.2. 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 third R.P. - Action Plan n. 1

DB

MC

CT

ET

4

NA

4

4

5

4

4

¾

4
4

4
4

4
4/5

¾
4

5

NA

4

¾

3/4

3/4

3

3

4/5

4/5

5

5

5

5

5

5

5

4

4/5

5

5

5

5

5

NA

NA

4/5

4/5

3/4

¾

ET = Extended
team

NA= Not
applicable

Two actions are reported with the highest level of satisfaction (5 in a range 1-5 for
each category): the Action devoted to test innovative research tools for the gendering
of research procedures (Action 1.5.2.), confirming the same value of the previous
report; the Action aimed at the Creation and regular updating of an on-line database
of female scientists (Action 1.6.1.).
A very high level of satisfaction by the direct beneficiaries was also reported for the
"Annual training course on the leaky pipeline" (Action 1.3.2.). PhD female students and
young researchers have really appreciated the skills gained with the leaky pipeline
training course, considering those skills relevant for their careers, their relational skills
and also their awareness of the implicit practices of the co-optation process in
university careers. Likewise, the Department Directors have greatly appreciated the
opportunity to discuss with experts and among themselves about the dynamics of
segregation within their organizational contexts.
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The evaluation was not applicable in the case of the Action 1.6.2. "Agreement for
equal gender representation in decision-making bodies" because the amendment to
the UNIPI Statute, at the end of the reporting period, was not yet approved.

2.

Objective impact

2.1.

Changes within the organisation

As for the 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 the new legislation on labour market
established at the national level, also requiring new regulations at the University level.
With respect to the introduction of organisational, normative or procedural
changes aiming at facilitating women’s access to leadership (Action 1.6.2.
"Agreement for equal gender representation in decision-making bodies"), thanks to
the collaboration of the core team with the CUG (Guarantee committee), a written
notification was sent to the Rector in June 2017, requesting that an amendment be
introduced with the next revision of the University’s Statute. In this notification it was
asked to make some change in the rules on application for candidature to the Board
(Art. 14), especially establishing the principle according to which, in the event that the
candidates for the first round of nominations were of the same sex, the application
round should be re-opened, ensuring that at least one candidate is of the less
represented sex. Even if the procedures for the approval of the new Statute are still
underway, the Team is confident about the fact that this request will be heard and
included in the new Statute.
As for the introduction of changes within working programmes, policies or
procedures, the Gender Budget at UNIPI will be amended in order to map the different
dimensions of female participation following the line adopted in "Analysis of female
careers and related awareness-raising activities" (Action 1.4.1.) and related Deliverable
D1.6 "Report on the survey findings on female careers in medicine and engineering at
UNIPI", delivered on 30 June 2016.
Concerning the adoption or use of some outcomes of the Action Plan in other
sectors/areas/departments of UNIPI, it worth mentioning that the database of female
scientists (Action 1.6.1.) has been acquired at UNIPI level and at Departmental level as
permanent tool for Human Resources offices.
Finally, the continuation of actions already established was institutionalised in two
cases:
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 The "Annual seminars with Deans on career support" (Action 1.3.1.) have been
institutionalised by the CUG, in their PAPs (Positive Actions Plans). Moreover, a
specific task-force in support of the Deans is expected to be established soon (see
below). A presentation to each department of the results of analysis conducted
thanks to the Database (Action 1.6.1.) is planned.
 The TRIGGER Team at UNIPI signed an agreement with the Coordinators of the
PhD Courses in Engineering and Medicine, in order to institutionalize a permanent
module on gendering contents and methods of research and on leaky pipeline
phenomenon, inside the PhDs ordinary courses.

2.2.

Effects on the actors involved

Considering the positive effects on the actors involved, the Team noted that a very
higher level of awareness concerning the gender dimension of organisation of work
was achieved thanks to the third Annual seminar with the Dean on career support
(Action 1.3.1.), which results a very profitable occasion for sharing contents and
analysing data from organisation of work and from personnel's perceptions. As already
said above, in order to ensure a long-lasting support for Deans in the changing process,
a specific task force on this matter is going to be organised.
Moreover, the promotion of a sharing approach from the beginning of the project
seemed to be very profitable to increase awareness of the female researchers involved
in the project as referents for the targeted Departments or as participants in different
activities (seminars, leaky pipeline, etc.). This approach fostered a sharing process
inside the target departments which favoured women’s "voice" to emerge. In
particular those women pushed the CUG to promote at University level the change of
the rules pertaining to the evaluation criteria of scientific productivity adopted by the
internal hiring commission by modifying the way in which scientific productivity is
assessed in case of maternity. The process is ongoing.
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.
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2.5.

External relations and outreach

Regarding the involvement of external players in the Action Plan, the Team
involved the Regional Administration of Tuscany and the National Institute of Health
(the leading technical/scientific body of the Italian National Health Service) in the
organization of the Annual Conference (Action 1.6.3.) with local Institutions, in order to
share their research activities, and in particular the results of the testing activities
(Action 1.5.2.). The Team also involved the National Board of Engineering in their
dissemination activities in order to share the TRIGGER project, its aims and approach.
The Team invited the only female present in the Board, Ania Lopez, representing the
Junior Engineers, in occasion of the days dedicated to the gendering contents,
organised with the participation of Ineke Klinge. This allowed the TRIGGER Team at
UNIPI to establish a very fruitful relationship with Ania Lopez who, in turn, asked for
suggestions on how supporting a gendering approach in the policy held by the National
Board.

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.
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Table 5 – Variations in the presence of women in selected roles and positions

- 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

October
2013

September
2017

December
2017
(expected)

10%

NA%*

50%

15-20%

27%**

30%

NO

YES

YES

4

8***

4

2

3****

2

Notes
* As for the previous evaluation period it is necessary to consider that, before October 2013, hiring commissions
were in charge of the entry in Academic roles. Afterwards, the procedure changed and now the selection is done at
national level (law n. 240 of 2010). Internal hiring commissions are now appointed for rating and assignment of
internal resources. The percentage of females is 18%.
** In particular: among vice Rectors the women’s percentage is 36%; among Rector’s delegates is 27%; among the
Administrative Board members is 20%; in the Academic Senate is 26%.
*** The articles published in Italian and international scientific journals during the reporting period are considered
here. To obtain the total number of publications, it is necessary to sum this number with that reported in the
previous Evaluation Reports (16+17+8=41). The detailed information on publications and collective books are
reported in the section E.
**** This number refers to the fellowships in the area of Medicine and Engineering devoted to support genderrelated research works funded or co-funded by the TRIGGER project during the reporting period. If we consider the
entire period, the number of fellowships rises to 5.

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

B. SUSTAINABILITY
As for sustainability-related issues, several elements deserve to be mentioned,
according to the UNIPI Team.
As for contacts established with national or international networks, associations
or S&T organisations, the TRIGGER Team at UNIPI signed two relevant institutional
agreements: one in December 2016 with the Regional Administration of Tuscany
Department of Health; the second one in November 2016, with the National Institute
of Health. These agreements are aimed at promoting and supporting gender-based
health and medicine, especially in the priority setting processes and in the allocation of
resources in the National and Regional Health System. For such a reason, these

21

agreements are supposed to open up sustainable ways to get additional funds in the
future and to give an institutional impulse to gender medicine.
Thanks to Action 1.1.2. and the close collaboration with the National Conference of
Italian Universities’ Equality Bodies (CoNaEB) the Team is now able to institutionally
embed in the CoNaEB a thematic session on Gendering Content and Methods in
Scientific Research, aiming to share practices and results gained by researchers and
professors, at national level, who introduced a gender-related approach in their
research activities.
The close relationship with the Standing Conference of the Presidents of the Single
Degree Course in Medicine and Surgery and the activities mentioned in the previous
paragraph has turned the UNIPI TRIGGER Team into a key player in the process of
enhancement of the contents of institutional training course. An amendment
approved on December 12th 2016 recommends that all Italian Degree Course in
Medicine and Surgery integrate their training offer with educational activities related
to Gender Medicine, starting from the A.Y. 2017/2018.
No stable links were created with other bodies involved in the implementation of
gender equality initiatives in science, in enterprises or in other sectors, even if the
good relationship with the Commission on Equal Opportunities of the Tuscany regional
authority sounds promising.
In order to access further resources, it is to highlight that the UNIPI and the CUG
sponsored the continuity of many actions started under the Action Plan. In particular,
the institutionalisation of the Database (Action 1.6.2.) will be carried out by financing a
fellowship for transferring the competences for managing the Database from the Team
to UNIPI. Furthermore, the CUG sponsored the institutionalization of the Action 1.5.4.
"Annual competition for theses with a gendered approach". Through its own
resources, the CUG will continue to award those undergraduate or Master’s theses
(not PhD) on the basis of its scientific quality and the adoption of a gender-related
approach.
With regard to actions initiated in continuity with those promoted within the
activities of the Action Plan of UNIPI, the close collaboration with CUG and the
support from the Delegate of the Rector for Gender Studies and Equal Opportunities
allow the TRIGGER Team to gain a long-lasting support for many activities, i.e.: the
Satisfaction survey with existing services and integration plan (1.2.1.); Itinerant
lectures on parental roles within the couple (1.2.2.); Annual seminars with the
participation of Deans on career support (1.3.1.); an Annual training course on the
leaky pipeline phenomenon (1.3.2.); Analysis of female careers and related awarenessraising activities (1.4.1.); Gender-oriented analysis on the administrative documents
(1.4.2.); Testing innovative research tools for the gendering of research procedures
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(1.5.2.); Permanent teaching module for PhD courses (1.5.3.); Annual competition for
theses with a gendered approach (1.5.4.); Database of female scientists (1.6.1.).
Linkages have been also established with key-players other than the ones strictly
involved with the implementation of the Action Plan in order to support it or to favour
its repeatability. In particular, the internal dissemination process allowed the TRIGGER
Team at UNIPI to establish closer relationships with the CUG, especially in the last
months of the reporting period. Its support has proved to be crucial for the
sustainability of the project over time allowing the continuity of many actions to a
higher extent than expected in the planning phase.
Finally, the "Annual competition for theses with a gendered approach" (Action
1.5.4.) has been institutionalized by the CUG that has assumed the financial costs, thus
stabilising a new operational setup activated under the Action Plan.

C. RELEVANCE
1.

Changing scenarios and adapting plans

As it was in the first and in the second period, there have not been relevant changes
in the project context leading to the need of revising the Action Plan. Thus, it can be
considered as still fully relevant to the needs of gender diversity management and of
work-life balance, which were identified during the design phase, as well as to the
general needs of the University.
The ongoing activities of the Action Plan were considered by the Team fully
relevant for the innovation system of the main scientific areas concerned.
Thanks to the action aimed to the promotion of gendered research there were also
raised promising scientific relationships. The linkage with the Berlin Institute of
Gender in Medicine (GiM) at the Charité – University of Medicine Berlin Center for
Cardiovascular Research (CCR) seems to be very profitable and very interesting for the
Departments of Medicine at UNIPI. Starting from an institutional meeting held in
Berlin, involving some professors and researchers from UNIPI and Vera Regitz-Zagrosek
and her staff at GiM, the interest among professors from medical area has grown, in
particular as they could develop a very synergic work. The Charité University of
Medicine has a lot of laboratory experience and are looking for the opportunity to
develop the clinical component of their research programmes, which could be easily
carried out by UNIPI, since its research group on cardiovascular disease is extremely
interested in the development of gender-related research.
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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 during the implementation of the TRIGGER Action Plans in the
concerned period. The list of articles, papers and poster presentations is given below.

Articles
-

-

-

-

-

-

-

-

-

-

-

Faconti L., Bruno R.M., Buralli S., Barzacchi M., Dal Canto E., Ghiadoni L., Taddei S.,
Arterial-ventricular coupling and parameters of vascular stiffness in hypertensive patients:
Role of gender. JRSM Cardiovasc Dis. 2017 Feb 1;6:2048004017692277. doi:
10.1177/2048004017692277. eCollection 2017 Jan-Dec. PubMed PMID: 28210489;
PubMed Central PMCID: PMC5302172.
Di Pilla M., Bruno R.M., Taddei S., Virdis A., Gender differences in the relationships
between psychosocial factors and hypertension. Maturitas. 2016 Nov;93:58-64. doi:
10.1016/j.maturitas.2016.06.003. Epub 2016 Jun 2. Review. PubMed PMID: 27338977.
Bruno R.M., Guarino D., Taddei S., Stress lavoro-correlato e salute cardiovascolare:
differenze di genere e cambiamenti sociali. In "La qualità della vita in una società in
trasformazione. Vita urbana, salute, partecipazione". A cura di Rita Biancheri. Carocci
Editore. 2017 (in press).
Biancheri R., Landi S., (2016). Gender and healthcareenvironments: a proposal of gendersensitive methodology for improving the environmentalquality in the existingheritage, in
TRIA Territorio della Ricerca su Insediamenti e Ambiente. Rivista internazionale di cultura
urbanistica - Monographicissue on gender studies. Vol. 9, n. 2 / 2016. Edizioni Scientifiche
Italiane, Università Federico II di Napoli.
Biancheri R., Landi S., (2016). Health, gender and healthcare design: a reflection about the
hospital environment in a gender perspective, in Italian Journal of Gender Specific
Medicine. Vol. 2, n. 4 / 2016. Il Pensiero Scientifico Editore.
Dell'Osso L., Gesi C., Massimetti E., Cremone I.M., 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., (2017), Adult Autism
Subthreshold Spectrum (AdASSpectrum): Validation of a questionnaireinvestigating
subthreshold autism spectrum, in COMPREHENSIVE PSYCHIATRY, 73: 61-83.
Gesi C., Carmassi C., Shear K.M., Schwartz T., Ghesquiere A., Khaler J., Dell'Osso, L.,
(forthcoming), Adult separation anxiety disorder in complicated grief: an exploratory study
on frequency and correlates, COMPREHENSIVE PSYCHIATRY, 72: 6-12.
Biancheri R., Canestrini P., Corposanto C., Lombi L., (2016). La prospettiva di genere, la
medicalizzazione della vita e la digitalizzazione dei percorsi di salute. In: (a cura di):
Corbisiero Fabio; Ruspini Elisabetta, Sociologia del futuro: studiare la società del
ventunesimo secolo. p. 177-195, PADOVA: CEDAM
Biancheri R., Piga M.L., (2016). Failure to prevent violence: The social costs and
consequences on women’s health. In: Violence in the Health Sector. p. 370-374,
Amsterdam: Kavanah
Biancheri R., Cervia S., (2017), Women in science: The persistence of traditional gender
roles. A case study on work–life interface, in European Educational Research Journal, 16 (23): 215-229.
Biancheri R., Cervia S., (2017), Il casestudy come metodologia per l’analisi del leaky
pipeline nelle carriere accademiche, in Poggio B., Murgia A., Saperi di Genere. Prospettive
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-

interdisciplinari su formazione, università, lavoro, politiche e movimenti sociali, pp. 426443.
Cervia S., (in press), Using the case study method to analyse the leaky pipeline
phenomenon in academic careers, in H. Lawton Smith, C. Henry and H. Etzkowitz (eds),
New Perspectives in Gender, Science & Innovation, Edward Elgar Publishing, London.

Presentation of papers in national/international meetings
-

-

-

-

-

-

-

-

-

-

Bruno R.M., Taddei S., "La prospettiva di genere nella malattia cardiovascolare". Relazione
su invito al Congresso Genere e Scienza, Aprile 2017 Pisa.
Bruno R.M., Biancheri R., "Impact of psychosocial factors on hypertension: role of gender".
Relazione su invito al Congresso "Un nouveau GENRE d'excellencescientifique", 29/03/17
Parigi.
Bruno R.M., Stress lavoro-correlato e salute cardiovascolare: differenze di genere in una
società in evoluzione. Presentazione orale al convegno "Qualità della vita e trasformazioni
sociali". 18/01/17 Pisa.
Bruno R.M., "Relazione tra fattori psicosociali e malattia cardiovascolare: l’ipertensione
arteriosa come modello di approccio multidisciplinare alle differenze di genere".
Presentazione orale al TRIGGER Meeting. 13/12/16 Pisa.
Biancheri R., Landi S., (2017). Health, gender and healthcare spaces: a gender-sensitive
approach for improving environmental quality in the existing hospitals, presented at
"Gender in research: a new kind of scientific excellence", March 29th 2017, Paris.
Organizers: Université Paris Diderot, Université Sorbonne Paris Cité.
Landi S., Casini C., Giordano C., (2016). Ospedali, salute e genere. Come l’architettura delle
strutture sanitarie influisce sul benessere della persona, presented at "Formazione, Ricerca
e Carriere. Promuovere la salute in ottica di genere. Il progetto TRIGGER nell’Università di
Pisa", December 12th-13th 2016, Pisa. Organizers: TRIGGER European Research Project,
Università di Pisa.
Biancheri R., Landi S., (2016). Gender sensitive healthcare design. Challenges for the
existing heritage, presented at "Engendering Habitat III, Facing the Global Challenges in
Cities, Climate Change and Transport", October 5th-6th 2016, Madrid. Organizers: COST
Action GenderSTE Science, technology, Environment; Universidad Politécnica de Madrid.
Landi S., Casini C., Giordano C., (2016). Ospedali, salute e genere. Come l’architettura delle
strutture sanitarie influisce sul benessere della persona, presented at "Medicina e Salute di
Genere. Percorsi normativi, istituzionali e di ricerca", June 10th 2016, Pisa. Organizers:
TRIGGER European Research Project, Università di Pisa.
Biancheri R., Il paradigma di genere in salute: per una integrazione delle politiche sociosanitarie, oral presentation at ESPAnet 2017. Forlì, 21-23 settembre 2017.
Biancheri R., Cervia S., Genere e cambiamenti epistemologici nella ricerca: il progetto
TRIGGER, Convegno di metà mandato della Sezione AIS Studi di Genere IL GENERE NELLE
TEORIE SOCIOLOGICHE, 13 e 14 Settembre 2017, Roma.
Biancheri R., Stradella E., Genere e ricerca @UNIPI: genere e salute nel progetto TRIGGER,
Aperitivi della ricerca in occasione dell’evento nazionale BRIGHT, La notte dei ricercatori in
Toscana, 29 settembre 2017, Pisa.
Biancheri R., "L'approccio sociologico di genere in ambito sanitario", nell'ambito del
Convegno "Verso una Medicina Genere-Specifica" organizzato dall'Istituto Superiore di
Sanità, Roma, 21 marzo.
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-

-

-

-

-

-

-

-

-

Biancheri R. Organizza una sessione "La costruzione sociale dell'identità e la
femminilizzazione della professione medica", nell'ambito del VII Congresso della Società
Italiana delle Storiche, Pisa, 3 febbraio 2017.
Biancheri R., Cervia S., Oral presentation: "Il case study come metodologia per l’analisi del
leaky pipeline nelle carriere accademiche", nell’ambito del Convegno Nazionale "Saperi di
Genere", Trento 21-22 Gennaio 2017, Trento.
Biancheri R., Mascagni G., Oral presentation "La formazione in medicina del lavoro: un
percorso di genere (ancora) in costruzione", nell’ambito del Convegno Nazionale "Saperi di
Genere", Trento 21-22 Gennaio 2017, Trento.
Biancheri R., Cervia S., organizzano il Convegno Annuale del Progetto TRIGGER
"FORMAZIONE, RICERCA E CARRIERE. Promuovere la salute in ottica di genere", 12 e 13
Dicembre 2016, Pisa.
Biancheri R., Taglioli A., Oral presentation: "Salute e sicurezza sul lavoro, un approccio di
genere. L'applicazione del D.lgs.81/2008", XI Convegno AIS "Disuguaglianze, Giustizia,
Equità nel contesto globale", 11 novembre, Verona (Italia).
Biancheri R., Cervia S., Oral presentation "Promoting Structural Change in STEM toward a
participative approach: the Pisa University experience", in the International Conference
"Engendering Habitat III International Conference", Madrid, 6 ottobre 2016.
Mascagni G., presenta il paper "Pazienti, medici e relazioni terapeutiche in trasformazione"
nella Terza Sessione "Culture di salute ed ermeneutiche di genere" del convegno
scientifico legato al progetto europeo TRIGGER "Formazione, ricerca e carriere.
Promuovere la salute in ottica di genere" tenutosi a Pisa il 12 e 13 dicembre 2016.
Mascagni G., Oral presentation "Fare medicina: identità di genere e identità professionali"
VII congresso Società Italiana delle Storiche "Genere e storia: nuove prospettive di ricerca"
Pisa dal 2 al 4 febbraio 2017.
Cervia S., relazione dal titolo: "Verso un approccio gender-sensitive per l’analisi della
relazione tra salute percepita e partecipazione sociale nell’anziana/o", Convegno Nazionale
di Fine Mandato sezione AIS-Salute CORPO, CURA E SALUTE, Milano 24 maggio 2017.

Posters presentation in national/international meetings:
- Guarino D., Bachi C., Gherardini R., Duranti E., Nannipieri M., Taddei S., Bruno R.M.,
CHRONIC STRESS AND HYPERTENSION: THE ROLE OF GENDER. Presentazione di poster al
congresso "SPRING meeting 2017: novità nello studio dell'aterosclerosi e delle sue
complicanze. Incontro tra giovani ricercatori SIIA, SIMI e SISA", 7-8/04/2017 Roma.
- Guarino D., Bachi C., Gherardini R., Duranti E., Nannipieri M., Taddei S., Bruno R.M.,
"STRESS CRONICO E IPERTENSIONE: IL RUOLO DEL GENERE". Presentazione poster al
XXXIV Congresso della Società Italiana dell'Ipertensione Arteriosa (SIIA). 5-7/10/2017,
Milano.
- Giacomelli C., Da Pozzo E., Cavallini C., Martini C., Effects of sex differences in response
to inflammation under cellular stress-mimicking conditions, Poster presentation at 59th
Congress of Italian Society of Biochemistry and Molecular Biology, Caserta, 20-22
September 2017.
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2.

Negotiation in action

In the reporting period, the TRIGGER Team at UNIPI has been involved in intense
negotiation activities.
In this last phase of the TRIGGER Project, the institutional negotiation played a
predominant role, involving various counterparts including the UNIPI leaderships, the
CUG, the CoNaEB, the Regional Administration of Tuscany (especially the Department
of Health), the National Board of Engineering and the National Institute for Health.
Important results have been attained and consolidated, in terms of actions which have
been embedded in the ordinary activity of UNIPI or which get a long-term support
from UNIPI and other counterparts (see, in this regard, the section D above, devoted to
sustainability).
As for the interpretive negotiation, major efforts can be observed with respect to
gender dimension of scientific contents. The many initiatives carried out in this regard,
including public events, publication and the establishment of new relations with
external institutions (e.g., the Charité University of Medicine in Berlin) succeeded in
starting a modification in the perception of gender among the UNIPI medical staff and
engineers. This situation is particularly promising for the future development of gender
medicine at UNIPI but likely also for the recognition of gender issues in general, also
considering the weight of the medical component in the university life. Important
steps have been also taken for what concerns the inclusion of gender variables in
engineering, also through the involvement of the National Board of Engineering.
Interpretive negotiations related to women’s career and work-life balance and, broadly
speaking, on gender equality issues were also conducted, considering that a new
management team was elected during this period at the University. A capillary
information to the new heads of departments, as well as the heads of the doctoral
schools, was provided to raise their interest on gender inequality aspects. In this sense,
it is to notice that the training module on the leaky pipeline phenomenon has been
embedded into the PhD courses in Engineering and Medicine. This fact is expected to
have an important impact in changing the perception of gender issues among young
(both female and male) researchers.
As observed in the previous evaluation report, the promotion and dissemination of
research in medicine and engineering adopting sex and gender perspectives has also
significant impacts on the symbolic negotiations, since the initiatives carried out
succeeded in mobilising two important disciplinary communities at UNIPI. An
important aspect, in this regard, is the agreement with the CUG for ensuring a
continuity to the award to undergraduate or Master’s theses adopting a genderrelated approach. Another relevant aspect of the symbolic negotiation was the
reconfirmation of the delegate of the rector for gender equality and gender studies,
and her appointment as pro-vice rector, thus reinforcing her visibility and mandate.
Moreover, the institutionalisation of the on-line database of female scientists, which is
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strongly supported by the mentioned pro-vice rector, had and is expected to have in
the future an important impact in terms of the representation of women researchers
at UNIPI.
In terms of operational negotiations, the Action Plan benefited of the increasingly
closer relationships between the TRIGGER Team and many components of the UNIPI
(Senate, Deans, pro-vice and delegate of the Rector, other vice-rectors, Human
Resources offices, CUG at UNIPI, etc.), which largely facilitated the actual
implementation of the established institutional arrangements developed to ensuring
long-term sustainability to the actions initiated under the Action Plan.

D. FINAL CONSIDERATIONS
In the reporting period, a meaningful consolidation of the Action Plan can be
observed.
With reference to effectiveness, all the activities have been substantially
implemented according to the plan. Only two minor changes have been reported
(Actions 1.3.2. and 1.6.2.). In both cases, appropriate measures have been taken to
manage the situation. Also the results evaluation confirm the high level of
effectiveness attained at UNIPI: the number of actual beneficiaries is overall decidedly
higher than originally planned.
No problems were observed with regard to the dimension of efficiency.
As for the impact, levels of agreement and satisfaction (subjective impact) are
undoubtedly high. As for the actual changes produced (objective impact), important
results have been attained, especially thanks to the increasing visibility and recognition
of the project at UNIPI, allowing the Team to establish stronger relationships with the
management and internal stakeholders. Important impacts are, for example, the
introduction of changes in the Gender Budget at UNIPI, the work made by the Team
with the Central Administration for modifying the Internal Regulations or changing the
University’s Statute about gender balance in decision-making bodies.
In terms of sustainability, important achievements have been attained for the
institutionalisation or continuation under other forms of actions initiated under the
Action Plan. For at least ten actions, sustainable institutional arrangements have been
already developed. This is also due to the increasing cooperation of the Team, not only
with the UNIPI management, but also with internal and external stakeholders,
including the CUG or the Regional Administration of Tuscany.
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As for the relevance of the Action Plan, it remains good as it was observed in the
previous reporting period. Probably, the most important advancements can be
observed in the promotion of the gender dimension in research contents, as witnessed
by the increasing number of initiatives and publications on this issue. The involvement
of the medical and engineering departments, coupled with the active involvement of
national external stakeholders, is expected to have important effects in increasing the
relevance of gender issues within UNIPI.
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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

The level of the implementation of the planned activities in the reporting period is
summarised in the table below.
Table 1 - Actual implementation of the actions

Actions

2.1.3. Final survey of needs, obstacles 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
2.2.1. Establishing and providing technical
assistance to home offices for staff
2.2.3. Formulating rules for the
interruption/postponement of grant
implementation due to pregnancy
(opening kindergarten to PhD students
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
2.5.4. Negotiating and supporting the
insertion of doctoral theses with a gender
dimension

Implementation of
the planned
activities
Yes
No

Respect of deadlines
Yes, No, comments

X

Yes

X

Yes

X

Yes

X

Yes

X

Yes

X

Yes

Partial

Partial
X
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No

X

Yes

X

Yes

X

Yes

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
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
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
2.9.3. 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

X

No

X

No

X

Yes

X

Yes

X

Yes

Partial

Partial

X

Yes

X

Yes

X

Yes

X

Yes

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

Overall, 15 out of 21 actions have been fully implemented and their deadlines have
been respected. In 2 cases (2.3.2. and 2.7.2.) the action has been only partially
implemented and the deadline respected, while in other three cases (2.3.3., 2.6.1. and
2.6.2.) the action has not been implemented.
Additional information is provided about the Action 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). Its partial fulfilment was due to the
negative attitude of the academic community (and the Czech society in general)
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towards the establishment of quotas. Thus, the original approach was modified. The
TRIGGER Team succeeded in introducing a new item into the internal rules "Order of
the Selection Procedure for the Appointment of Academic Staff at the VSCHT Praha"
emphasizing that "WSCHT Praha shall heed gender balance in appointments to the
academic positions".
With reference to the Action 2.3.3. (Support to contract research staff), problems
emerged due to the repetitive conclusion of short term contracts, which is a general
issue in the Czech Republic in the academic sector. This makes it extremely difficult to
introduce mechanisms in support of temporary contract research staff. A meeting was
held at the Ministry of labour and social affairs, with representatives of the Ministry of
education and Trade Unions. However, representatives of the Czech Rector’s
Conference (as well as the VSCHT rector and vice-rector) refused any formalization and
actual engagement on this issue.
As it can be easily noticed, the problem was and still is outside of the scope of the
Action Plan. The TRIGGER Team is not in the condition to address it at institutional
level as competitive funding constitutes more than 60% of institutional budget in many
HEIs. For this reason, the financial situation of the Higher Education sector in the Czech
Republic is very unstable and universities are not able to guarantee its researchers
permanent employment contract.
With respect to the Action 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), the problems arose because of the lack of
female professors in particular scientific fields at VSCHT which make it extremely
difficult to introduce effective measures to ensuring the presence of at least one
female professor in the committees for professor appointment. Negotiations with the
leadership have taken place, but it is unlikely to change the situation and to set quotas
as a relevant instrument to be enforced. Nevertheless the VSCHT Team succeeded in
including a new paragraph in the internal regulation "The Rules of procedures of
VSCHT Praha Scientific Council" recommending that "when appointing members of the
Scientific Council, the Rector shall heed equal opportunities".
Finally, in the case of the Action 2.6.2. (Linking evaluation of scientific production to
available time, for instance in case of maternal leave), the Team met some problems
since the evaluation is currently subject of a new methodology and accreditation
system of HEIs, which came into force in Autumn 2016 and is implemented gradually.
The evaluation in terms of human resources will be on the agenda in 2019. The two
Czech TRIGGER Teams note, in this regard, that, due to the implementation of the new
accreditation system, no one is taking any new measures before the new accreditation
system becomes more settled and clear instruction is given to the HEIs by the Ministry.
On this matter the ISAS Team is in contact with relevant personnel at the Ministry and
is trying to embed proportion of women and development of human resources and/or

33

gender equality in the accreditation system. However, it will be seen whether the
proposed measures will be approved by the Ministry.

1.2.

Compliance with internal procedures and deadlines
Deliverables

In the concerned period no deliverable was due for this WP.
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 15th, 2016, while the following one was implemented on
November 3rd, 2017 (out of the evaluation period).
Evaluation

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

1.3.

Actual execution of assigned tasks

The team members carried out the tasks assigned to them within the activities of
the Action Plan, according to the annual detailed plan, even though a change inside
the Team was necessary during the process, when on mid-2017 Katerina Grecova
decided to leave VSCHT Praha for a more stable working position. Because of that, the
task of which Katerina Grecova was responsible for has been assigned to Anna
Mittnerova and to a new member of the team, Marcela Grecova.

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.

34

Table 2 - Comparison between intended and actual number of beneficiaries

Actions

2.1.5. Organisation of 4 workshops (1 on 2017)
on gender diversity management for
administrators/managers (4th year)
2.1.6. Establishment of a network of women
researchers for mutual support and
empowerment
2.3.1. Providing direct support to female
researchers through an informal mentoring
programme (3rd year)
2.3.2. Providing career advice and training for
early-career researchers
2.5.1. In cooperation with Yellow Window,
organising 8 workshops (two in 2017) using the
Gender Toolkit (2nd edition)
2.7.1. Organising 4 trainings to access decisionmaking boards and committees (1st edition)
Other action/initiative
"Structural Change for Gender Equality in
Research and Innovation: Contextual Factors"
international conference organised in Prague
on May 19th 2017
Other action/initiative
"The Athena SWAN journey and its impact on
Gender Equality in the Faculty of Medicine and
Health Sciences at Queen’s University Belfast" discussion of prof. Karen McCloskey with top
management at VSCHT Prague
Other action/initiative
Nomination and awarding Julia Hamáčkova
prize category a) and b) to a significant female
researcher and to a person contributing to
gender equality at VSCHT Prague 12/2016.

Planned
Number

Actual
Number

Actual No./
Planned
No.%

NA

12

NA

NA

12

NA

NA

8

NA

NA

0

NA

NA

28

NA

NA

38

NA

-

46

NA

-

9

NA

-

9*

NA

Source: Evaluation grid third R.P. - Action Plan n. 2
* 5 candidates to the a) category and 4 candidates to b) category were nominated, one
winner was selected in each category.

As shown in the table, no specific target number was planned for each action. As
already stressed in the previous report, 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.
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In the following points, additional information is provided in order to complete the
picture.
-

-

For the Action 2.3.2. (Providing career advice and training for early-career
researchers), the Advisory and Career Centre (ACC) started to perform this activity.
The courses of Academy of Competences are running, job vacancies are posted on
the web, consultation meetings are available, and the ikariera fair took place on
April 5th 2017 at VSCHT (https://veletrhy.ikariera.cz/vscht/).
As for the Action 2.5.1. (In cooperation with Yellow Window, organising 8
workshops using the Gender Toolkit), two workshops, held by Yellow Window,
took place on 24th and 25th of October 2017 (i.e., out of the reporting period).
During the reporting period, three other initiatives have been implemented:

-

-

The International conference organised in Prague on 19th May 2017, on "Structural
Change for Gender Equality in Research and Innovation: Contextual Factors"
The meeting with Karen McCloskey (Queen’s University Belfast) with the
participation of the top management at VSCHT Prague on "The Athena SWAN
journey and its impact on Gender Equality in the Faculty of Medicine and Health
Sciences at Queen’s University Belfast"
The nomination and awarding Julia Hamáčkova Prize category a) and b) to a
significant female researcher and to a person contributing to gender equality at
UCT Prague (the awards will be ceremonially handed over at the rector's meeting
on January 23rd, 2018 in the newly renovated rector's meeting room).

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.
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Table 3 – Correspondence between the intended and actual type of beneficiaries

Actions
2.1.5. Organisation of 4 workshops on gender diversity
management for administrators/managers (1st year)
2.1.6. Establishment of a network of women researchers
for mutual support and empowerment
2.3.1. Providing direct support to female researchers
through an informal mentoring programme (3rd year)
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 (2nd edition)
2.7.1. Organising 4 trainings to access decision-making
boards and committees
Other action/initiative
"Structural Change for Gender Equality in Research and
Innovation: Contextual Factors" international conference
organised in Prague on May 19th 2017
Other action/initiative
"The Athena SWAN Journey"
Other action/initiative
Julia Hamáčkova Prize

Full

Partial

No

X
X
X
X
X
X

X

X
X

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

As it can be easily observed, in 7 cases out of 9 a full correspondence was reported,
in 2 cases the correspondence was partial.
As for the 2 cases in which the correspondence was partial, the following remarks
have been made by the Teams.
 As for Action 2.1.5., the Team notices that the reluctance of the middle
management to participate in this type of seminars still persists. This is likely due to
their heavy workload – education activities, laboratories, research, administration,
participation in management structures, preparing new project proposals,
institutional accreditation.
 With respect to Action 2.3.2., implementing a sustainability strategy, this activity
has been transferred to and is now provided by the Advisory and Career Centre
(ACC) which was established as a separate department and included in the
organizational chart of VSCHT Praha. The new organisational chart was approved
by the Academic Senate and entered into force on October 16 th 2017. It is assumed
that ACC will provide career advice and training.
 As for the Action 2.5.1., the Team notices that a full correspondence between the
intended and actual type of beneficiaries has been observed. However, the
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attendance to the workshops has been quantitatively lower than expected, despite
the high promotional efforts done.

B. EFFICIENCY
1.

Financial and administrative management problems

According to the two Teams, it would be better to plan higher budget for personnel,
due to more time consuming work to negotiate a culture transformation at VSCHT
Praha than was expected at the proposal stage.

2.

Adequacy of the available funds

According to the two Teams, for the implementation of the project activities in the
concerned period, the available funds have been adequate.

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.
Table 4 – Agreement on the activities

Concerned actors

1

Direct beneficiaries
Managers/leaders of the organisation
Male component of the organisation
Other involved actors

2

3

4
X

5

X
X
X

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

In general, 2 types of stakeholders out of 4 show high level of agreement (direct
beneficiaries and other actors involved). Much less positive orientations were recorded
among university managers and leaders and by the male component of the university.
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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 (during the period October 2016September 2017), this appears high for the direct beneficiaries, the core project team
and other involved actors, medium for the people involved as part of the extended
team, while there is a low satisfaction degree among both the University
managers/leaders and the male component (see Table 5).
Table 5 – General degree of satisfaction with the activities

Concerned actors

1

2

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.)

3

4
X

5

X
X
X
X

X

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

The breakdown of the satisfaction levels by action is presented in Table 6.
Table 6 - Satisfaction with the results of the actions implemented

Actions
2.1.5. Organisation of 1 workshop on gender diversity
management for administrators/managers
2.1.6. Establishment of a network of women
researchers for mutual support and empowerment
2.2.1. Establishing and providing technical assistance to
home offices for staff
2.2.2. Formulating rules to introduce flexible working
hours
2.2.3. Formulating rules for the
interruption/postponement of grant implementation
due to pregnancy
2.3.1. Providing direct support to female researchers
through an informal mentoring programme
2.3.2. Providing career advice and training for earlycareer researchers
2.4.2. Book publication of interviews to present female
role models

39

DB

MC

CT

ET

3

3

4

3

5

NA

5

5

5

5

4

5

2

2

2

2

4

3

5

3

5

4

5

4

2

2

2

2

5

5

5

5

Actions
2.5.1. In cooperation with Yellow Window, organising 8
workshops using the Gender Toolkit
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 1 trainings to access decision-making
boards and committees
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 third R.P. - Action Plan n. 2

DB

MC

CT

ET

4

3

4

3

4

2

4

3

3

1

3

2

1

1

1

1

4

4

4

4

4

3

4

4

5

NA

5

5

3

2

3

3

5

4

5

5

4

4

5

4

ET = Extended
team

NA = Not
applicable

Overall, on 72 cases, a general improvement in the level of satisfaction for the
action implemented was recorded. In 40 cases out of 72, in fact, there was an high (20
cases) or very high level of satisfaction (other 20 cases). In 14 cases the level of
satisfaction was medium (3 in a range 1 to 5). In the remaining cases there was a low
level of satisfaction (11 cases with 2 in a range 1 to 5) and only in 5 cases there was
recorded only 1 on 5 range. Only in two cases it was not applicable to provide an
evaluation.
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.
-

With reference to Action 2.7.1. "Organising 4 trainings to access decision-making
boards and committees", here below are provided some examples of positive
comments made by the direct beneficiaries:
"I was very satisfied with the seminar, with the way of conducting it, with the lecturer"
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"…since this year I am a member of the Nanorobot team led by prof. Xxx, I am
professionally in the place I wanted, and I can say that past seminars and activities
organized by you have helped me to self-assertion, to get to this position. Above all, due to
time reasons, I will not participate in other seminars but I thank you for your offer".

-

As for the Action 2.4.2., "Book publication of interviews to present female role
models", since the whole edition – 500 books – was sold out in 2016 for interest of
readers, VSCHT paid a new edition of 1,000 copies in 2017 and part of the edition
was provide to booksellers. In addition, the poster exhibition that accompanied the
launch of the book was displayed at the Pedagogical museum in Prague. The
posters of significant women were presented at the Researchers Night event.

-

With reference to the Action 2.3.1. "Providing direct support to female researchers
through an informal mentoring programme", positive comments of the direct
beneficiaries have been given, some of which are reported below:
"I have the opportunity to talk to someone who has a lot more experience working in a nonacademic environment. It brings a lot of new perspectives for my work, suddenly I started to
think about things in a broader spectrum of contexts, I see what I have not seen before"
"I want to stay in the academic institution, so I was looking for someone who is from this
environment and who is well experienced, who can design and implement project, to teach
me what and how to do in this area"
"I'm doing a dissertation with the supervisor on just one project, in mentoring programme
I'm going to find out more about what I need to know for my work when I want to stay in
the academic environment. Here I'm dealing with a much wider spectrum, so it's for me
enriching"
"I am a foreigner and I was fortunate to have two mentors, one of whom works at the Czech
university, and the other, who has recently returned from abroad (UK, USA), is doing
research in the academic institute. From them I got a complete overview and advice on how
to continue on my career path".

Some other comments and explanation were also provided by the Teams about
dissatisfaction on some of the achieved results, in particular concerning the actions
2.2.2. and 2.6.2.
-

As for the Action 2.2.2., "Formulating rules to introduce flexible working hours", a
draft of the rules at VSCHT has been formulated, but due to the collision with the
national Labour Code, the rules have not been approved yet. A simple formulation
has been included in the Collective Agreement concluded with the Trade Union.
The amendment to the Labour Code has not yet been approved by the Czech
Parliament.

-

Finally, with regard of the Action 2.6.2., "Linking evaluation of scientific production
to available time (for instance in case of maternal leave)", due to the start of new
accreditations of HEIs and a new Methodology of Evaluation, VSCHT is busy with an
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amendment of basic internal regulations. Gender equality issues are expected to
be gradually integrated into them. The evaluation will be negotiated in the
following years. Moreover, dissatisfaction from the middle management of the
University (which express other priorities) has been reported. The Teams faced
strong resistances and planned workshops had to be cancelled due to lack of time
of middle managers as well as to their scale of priorities.

2.

Objective impact

2.1.

Changes within the organisation

As for positive changes introduced within the University connected to the Action
Plan, the Teams reported the following.
Concerning the introduction of organisational, normative or procedural changes
aiming at facilitating women’s access to leadership, the statistical surveys and the
debate with the top management and Academic Senate have resulted in a positive
attitude towards gender equality. This had an impact on the internal regulations that
are being amended in the context of accreditation of HEIs. At VSCHT Praha, a new
paragraph titled "The University should heed the equal opportunities" is now
integrated, where relevant, within the internal regulations.
Regarding changes within working programmes, policies or procedures, a new
Department "Advisory and Career Centre" was established and approved by Academic
Senate, becoming a part of the organisational structure.
As for activation of new programmes, actions, policies as a consequence of the
actions implemented, within the new project financed under the Operational
Programme of the European Social Fund, and also within the Institutional Plan, new
activities as mentoring, career advice, training in soft competencies has been
integrated.
With reference to the adoption or use of some outcomes of the Action Plan in
other sectors/areas/departments of the University, considering that VSCHT Praha is a
small, centrally managed university, the project outcomes are used commonly.
According to the Teams, horizontal communication among Rector’s office departments
is starting to enhance thanks to the connection with the TRIGGER Action Plan at
VSCHT.
Considering the continuation of actions already established beyond the TRIGGER
lifespan, the newly established ACC is going to continue the mentoring programme
and other courses for increasing soft competencies. In addition, the Department of
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Strategy and Development is going to ensure the budget for the Julia Hamáčkova Prize
in upcoming years.
Finally, a new project was submitted to the Ministry of Education, aimed at
improving the internationalisation of the university by setting up new rules for
incoming and outgoing researchers.

2.2.

Effects on the actors involved

According to the VSCHT Team, some actions had some important positive effects
on the actors involved in the Action Plan. In particular, thanks to the TRIGGER project,
VSCHT started to collect statistical data by sex, thus making the debate on gender
equality much more effective than it was in the past. Moreover, a Network of female
professors was established precisely in order to enlarge the action in support to
gender equality at VSCHT. It is also to notice that, in this framework, also an article on
the history of the first female Dean Julia Hamáčkova was published.
No negative effects were reported by the Team.

2.3.

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

The VSCHT Team has reported as a positive effect not envisaged in the design
phase the establishment of a Web page (gro.vscht.cz) devoted to gender issues at
VSCHT through which the information is disseminating.
Even though no negative effect has been reported, the Team observed as a negative
aspect the fact that one of the TRIGGER Team member will be not incorporated in the
VSCHT administration staff as expected because of the small budget available
impeding to hire a full time position for an expert on gender issues.

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 a debate was opened on the need for
non-scientific activities and departments at VSCHT. Furthermore, a debate on Ethical
Code was launched.
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2.5.

External relations and outreach

The Action Plan involved different external actors. The Teams, in particular,
highlight the relation with the national network Working Group for Change, composed
of universities, research institutions, and grant agencies. Thanks to such a relation, the
new internal rules at VSCHT have been also shared and discussed with different
institutions at the workshops organised by the Working Group for Change.
According to the VSCHT Team, some results and outputs of the Action Plan have
been also used by other organisations.
The Masaryk University in Brno discussed the TRIGGER Action Plan and was inspired
by it in setting up a proposal of an action plan to be funded under the Libra Project
(H2020 project), which actually was selected for funding.
Moreover, the TRIGGER Teams regularly participated in events organized by the
Technology Agency of the Czech Republic for exchanging experience. The Agency
launched the new programme "ZETA" for early stage researchers, with a bonus for
those whose organisation implements principles of gender quality.
Finally, the Teams reported that some actions of the Action Plan are being
reproduced outside the University, and in particular:
 The interviews with women researchers (in order to enhance role models)
 The leadership programme for women researchers
 The contents of internal documents/rules (including gender equality/diversity) in
strategic documents.
Moreover, some organisations are likely to use the results of the TRIGGER Project
with the aim of developing projects aimed at obtaining the HR Excellence Award (the
projects are funded by the Ministry of Education) or programme schemes supported
by the Technology Agency of the Czech Republic. They are in particular, Masaryk
University Brno, CEITEC - Central European Institute of Technology Brno, University of
Tomas Bata Zlin, Brno University of Technology. The representatives of these
universities learned about VSCHT practices at the meeting of "The Cultural and
Institutional Change Group" that was held in Brno on 14 September 2017.

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.
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Table 7 – Variations in the presence of women in selected roles and positions

-

Selected roles and positions
Gender balance in educational and research new
vacancies
Gender balance in applications for European
research
Female representation in evaluation committees
in the Internal Grant Agency
Top managers receiving EO training in the whole
University and all Faculties

October 2013

September 2017

40%

N.A.*

40%

42%

33%

25 %

40%

40%

Source: Evaluation grid third R.P. - Action Plan n. 2
*
At VSCHT, new academic positions are open only within R & D projects. These positions are
limited to the duration of the project. However, one successful story is the result of the ERC grant
CHOBOTIX, www.chobotix.cz, 06/2008 - 05/2013, led by PI Professor Štěpánek (born 1974).
A new Laboratory of Chemical Robotics has been established within this project. This laboratory
is developing very successfully even after the end of the ERC funding. Professor Štěpánek has
built up a functional research team with adequate instrumentation, capable to produce excellent
scientific results, to educate students and inspire newcomers in research work.
Such a group was built in a relatively short period of time, over 3.5 years from zero to nearly 25
Master students and other PhD students and post-docs. Now the group has about 50 members
and can be considered as a great success. Moreover, it is a team with a balanced representation
of men and women. Prof. Štěpánek supports equal opportunities in his research team. In 2013
Prof. Štěpánek received the Rector's Award for outstanding results in national and European
projects in the field of chemistry.

Post-docs
PhD students
MScstudents

Composition of Prof. Štěpánek’s team in 2017
male
female
3
3
12
10
16
13
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%
55/50
55/45
55/45

D. SUSTAINABILITY
From the point of view of the future sustainability of the activities included in the
Action Plan, the VSCHT Team remarked that at national level a closer cooperation was
established with the Technology Agency of the Czech Republic (agency supporting and
financing research and innovation projects) for the preparation of the new programme
ZETA supporting early stage researchers. It was the first time in Czech Republic that a
support programme includes gender equality among evaluation criteria. This agency is
also a partner in a H2020 GEP project.
The Team also mentioned the activation of a stable link with the network for
cultural and institutional change. In this framework, a specific cooperation has been
established with the Masaryk University Brno, also participating in the project LIBRA.
Two Team members (Anna Mittnerova and Marcela Linkova) were also members of
the working group of the Ministry of Education on human resources and gender
equality, preparing an Action Plan for the Development of Human Resources and
Gender Equality in Research and Innovation. Unfortunately, the document failed to be
adopted by the government due to the Parliamentary elections.
Concerning the access to new economic, material or human resources (both inside
and outside VSCHT) able to give continuity to actions initiated under the TRIGGER
Project, the VSCHT Team reported that some resources were found for implementing
the following activities:
 Institutional plan of VSCHT Prague for the years 2016-2018, financed from the
Ministry of Education: support to the mentoring programme
 Project of Operational programme of the European Social Fund - Science, Research,
Education: support to the activities entailed with the development of internal
management systems; support to awareness raising activities and competence
building for early stage researchers
 Integration of new approaches in the internal regulations that is triggered by
obligations resulting from the institutional accreditation. From 1.1.2018 a new
working position at the Personnel Department is established. The TRIGGER Team
leader of VSCHT will continue to work there. She will be in charge of statistical and
questionnaires surveys, work-life balance issues and women’s leadership in a
managerial positions. The mentoring programme for early stage researchers and
post-docs will be managed by the newly established Advisory and Career Center.
The Julia Hamáčkova Award will be organised by the Department of Research and
Development.
The TRIGGER Teams also reported the activation of activities in continuity with
those promoted under the Action Plan at VSCHT. This was due to the capacity of the
Action Plan to push the management towards structural change as well as to influence
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public opinion by promoting significant female researchers (not only through the book
mentioned above, but also through the media, conferences, web-sites, or the
participation in events such as the Researchers Night.
With reference to linkages established with key-players other than the ones
strictly involved with the implementation of the Action Plan to support it or to
favour its repeatability, the Team involved staff and students from the Technology
Agency of the Czech Republic, the Ministry of Education, and the Czech Technical
University in Prague in the seminars and workshops arranged by the TRIGGER Teams.
Finally, as for activities implemented or started to make the new operational
setups activated by the actions definitive, the Teams reported the adoption of new
regulations.

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 Institute. Three main changes can be reported:
 The activity of book based on interviews with female researchers made during the
previous reporting period was further improved with the preparation of a new
book of interviews, this time with male researchers, with the aim to analyse gender
aspects in research career at the VSCHT and to present experiences, opinions and
attitudes of men on gender equality issues in science and VSCHT
 Instead of the insertion of gender equality into PhD thesis, the contest "Julia
Hamáčkova Prize" was established as a more relevant tool to motivate students
and PhD students to include gender dimension in the research contents
 The historical facts about women studying at VSCHT in last 100 years have been
searched and a paper was submitted to the 68 Congress of Chemists that was held
in 2016 in Prague. The history of Julia Hamáčková was described and a poster was
designed and published, as well as an article in the Chemical Bulletin. These facts
were presented also at the international conference organised by the partners
from ISAS in Prague on 19 May 2017 about "Structural Change for Gender Equality
in Research and Innovation: Contextual Factors".
Considering the Action Plan as a whole, the Teams confirmed its continued and full
relevance to the general needs of VSCHT in general (i.e., to improve competitiveness,
excellence and inclusiveness) and, more specifically, in terms of gender diversity
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management as they were identified during the design phase. The Teams reckon
instead partially relevant the Action Plan to the needs for the work-life balance of the
researchers, due to the collision with the national legislation. In fact, this aspect
negatively affected the official adoption of the draft of rule on the work life balance as
an internal regulation. However, the implementation of the home office work as
designed in the Action 2.2.1. is realised in practice on the basis of individual
agreements, according to the needs of the employees.
The Teams reckon that the Action Plan is still pertinent also to the needs of the
wider territorial area VSCHT belongs to and to the innovation system of the main
scientific areas concerned. In particular, due to the participation of the ISAS Team,
which is a national expert on gender diversity, the outcomes and experience of
TRIGGER project are now to be considered as widely relevant and can be promoted in
a wider territory. Furthermore, since the approach of gender and sex analysis in the
research topic is completely new at VSCHT Praha, the Action Plan can be understood
as still fully pertinent regarding the innovation system of research.
With reference to the integration of sex and gender aspects in research contents,
the Teams found out that this represents for the Czech Republic the most innovative
aspect in an already pioneering project. However, such an integration cannot be done
in all chemical disciplines. The VSCHT Team opened a discussion with the experts and
identified relevant topics where sex or gender analysis are important, offering these
topics to the students participating in the Julia Hamáčková Prize. New topics can be
also proposed. According the Team, the Julia Hamáčková Prize revealed to be effective
motivating students towards gendered research.
Finally, as for the dissemination of the results of the gendered research achieved,
the following activities were reported by the Team:
 A poster "Gender equality at the University of Chemistry and Technology in
Prague" was presented at the STEM Gender Equality Congress (June 7th-8th, 2017)
in Berlin
 An article was written and submitted to the Journal of Chemical Education
 Proceedings of abstracts of submitted students’ works to each edition of the Julia
Hamáčková Award are edited and published on the web page (https://gro.vscht.cz/
publikace).

2.

Negotiation in action

In this reporting period, many efforts have been made primarily to finalise the
actions and to ensure their sustainability.
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The institutional negotiation played a major role (as in other action plans), on
multiple levels, including the management of VSCHT and other external organisations,
such as the Ministry of Education and the Technology Agency of the Czech Republic.
Negotiations concerned, for example, the establishment of the new "Advisory and
Career Centre", the integration of gender issues in the basic internal regulation, the
introduction of flexible working hours, or the institutionalisation of the Julia
Hamáčková Award and of the mentoring programme. While some evident results have
been obtained, it is also clear that institutional negotiations are destined to continue
also after the end of the project.
Interpretive negotiation continued to be necessary, especially in order to reaffirm
with the institutional leadership the existence of problems related to gender equality
after the implementation of the final survey of needs, obstacles and challenges. On the
one hand, it was necessary to build a new perception about the presence of gender
inequality dynamics at VSCHT. Now this issue is no longer questioned, even if different
views persist on their relevance and scope. On the other hand, it was also necessary to
show how these dynamics actually work and therefore the need for multiple kinds of
action in order to cope with them in an integrated way. Also in this case, the situation
is largely improved, even though resistances can be observed, especially from
managers and leaders and, more in general, the male component of the organisation
(see, in this regard, the low level of agreement on the activities expressed by these two
components).
As for symbolic negotiation, undoubtedly the most effective actions have been the
publication of the interviews of female researchers (Action 2.4.2.) and the Julia
Hamáčkova Prize. In both cases, the Teams succeeded in making visible the image of
women scientists, providing a role model for female researchers (but, to a certain
extent, to male researchers as well) and above all symbolically countering a maledominated view of scientists and science. This result could not be taken for granted
from the beginning, considering the little relevance assigned to gender and gender
equality issues at VSCHT before the launch of the TRIGGER project.
Operational negotiation was particularly hard due to many factors, including the
presence of many actors often involved in embedding the actions into the institution
as well as the presence of internal and national regulations and legislation making it
particularly difficult the actual establishment of new arrangements favouring equality
conditions between men and women. The weight of this kind of negotiations will also
increase in the last months of the project and in the follow-up phase of it.
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F.

FINAL CONSIDERATIONS

The TRIGGER Team at VSCHT, with the strong support from the ISAS Team, actually
succeeded in finalising many of the actions started in the previous reporting periods. It
is to notice, in this framework, the many aspects making VSCHT a difficult environment
for promoting gender equality issues, being a technical university where maledominated cultural patterns are still particularly strong and wide in a national context
which appears to show a conservative attitude towards gender.
As regards effectiveness, the level of implementation of the planned activities is
high. Only in three cases out of 21, the action has not been implemented, also because
of a necessary change in the strategy adopted by the Teams due to unexpected
resistances or normative issues at national levels. In other two cases, the action has
been only partially implemented and the deadline respected. As for the number of
beneficiaries, the available data does not allow to get a unitary view of the situation.
Considering the pioneering character of the Action Plan, the results are promising,
even though they also show how it will be necessary to ensure a continuity of the
action after the project lifespan.
With respect to efficiency, no problem is reported.
With reference to the impact of the Action Plan, it seems to be increased in
comparison to the previous reporting period. A general improvement is observed for
what concerns the agreement and satisfaction levels on the activities conducted in the
framework of the Action Plan. However, it is to note that the level of satisfaction of the
leadership is still relatively low, especially among the leaders and the male
components of the organisation. It is to note the uneven level of satisfaction across the
activities. Some actions (for example, the training to access decision-making boards
and committee, the Book publication of interviews to present female role model or the
mentoring programmes, the establishment of a network of women researchers)
produced high level of satisfaction among all the concerned components, while other
actions produce middle or very low satisfaction levels (obviously, including those which
met serious problems in the implementation phase). As for the objective impact,
however, many changes (more than those reported in the previous reporting period)
can be recorded, not only internally to VSCHT but also outside the organisation.
Important steps have been also taken for what concerns the sustainability of many
of the actions initiated under the Action Plan. They concern, for example, the
production and use of gendered statistics, the mentoring programme, the awareness
raising activities, the Julia Hamáčková Award and the establishment of the Advisory
and Career Centre, or the integration of gender issues in the internal regulation. It is to
say that some arrangements, at the moment of closing the report, were still under
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negotiation. However, the results already obtained suggest that an important change
in the overall attitude of VSCHT toward gender issues actually occurred.
Finally, the Action Plan overall kept a good level of relevance to the actual needs
and features of the organisation. In some cases, some important changes have been
made by the Teams precisely in order to keep the level of relevance high, adapting and
even largely modifying the planned activities.
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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 reports the activities planned and implemented by the BBK
TRIGGER Team.
Table 1 - Actual implementation of the actions

Actions

Implementation
of the planned
activities
Yes
No

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)
3.3.2. Testing innovative research tools for
the gendering of research procedures
3.3.3. Permanent teaching module for PhD
courses on gendered aspects of research
3.4.1. Permanent leadership programme
3.4.2. Planning and Implementation of
Development Workshops (DW), that
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
women scientists

Respect of deadlines
Yes or No, comments

X

Yes

X

Yes

X

Yes

X

Yes

X

Yes

X

Yes

X

Yes

X

Yes

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

Between October 2016 and September 2017 all the activities planned have been
implemented.
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1.2.

Compliance with internal procedures and deadlines
Deliverables

The two deliverables due during the concerned period were the D3.5 "Handbook on
good practice for mentoring activities" (submitted on time to the EC service and
subsequently accepted, and the D3.6 "Syllabus of the PhD Course on including the
gendered approach in research", submitted on time, but corrected twice following
some remarks of the EC officer and thus resubmitted in its final version after the end
of the reporting period (from 31/01/2017 to 22/11/2017).
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 last
reporting period was conducted on June 20th, 2017.
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 2 - Comparison between intended and actual number of beneficiaries

Actions

Planned
Number

Actual
Number

25
(in networking
events)

30
(networking event:
November 2 2016
"Improving
gender equality
in career development
in STEMM disciplines:
What can we learn from
academia and the
corporate sector?")

3.1.2. Promoting the inclusion of
women scientists in external
collaborative networks
20
(for events
focused on
disciplinary
areas)
3.2.1. Developing a permanent
mentoring programme and a
related handbook of best practice
(whole College)
3.4.1. Permanent leadership
programme
Birkbeck TRIGGER conference
June 21st 2017

38
(small seminar:
March 23rd 2017 Gender
inequality in academic
community bodies: causes
and possible solutions)

Actual Number/
Planned
Number
%
120

190

6-8 pairs

8 pairs

100

25 – 30 per
event

Ranged between 6 and 35

NA

40

30

75

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

Some comments are provided to complete the picture.
 As for Action 3.4.1. (Permanent leadership programme), three different kinds
of events fall into this category:
 Events addressed to established professors; a meeting was held as a pilot,
but more efforts should be devoted to promote such a kind of initiative
 Events addressed to the network of aspiring professors, which are part of
the Athena Swan Programme; in this case, the events have been regularly
oversubscribed
 Leadership training, initially addressed to junior researchers but now open
to all academic and professional staff; around 25 attendees regularly
participate in this kind of event.
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 As for the Birkbeck TRIGGER Conference, the expected target was not fully
reached also because of the change of the venue, which affected the possibility
for some people to attend.
Overall, as shown the table, in 3 case out of 4 the target was reached and even
exceeded.

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
No problems were reported by the Team referred to expenditure.

2.

Adequacy of available funds

The Team judges the available funds to be adequate at 90% to the needs of the
Action Plan. As noted in the previous reporting period, it was necessary to find extra
funding for some activities. In particular, it has been made available by the College and
the School for events relating to networking (covering the 10% of funds necessary not
provided by the TRIGGER Project).
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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 3 - Agreement on the activities

Concerned actors

1

Direct beneficiaries
Managers/leaders of the organisation - Birkbeck ViceMaster.
Male component of the organisation
College Equalities Committee
Athena SWAN Self-assessment committee
Athena SWAN action committee.
Human Resources Managers

2

3

4

5
X
X

X
X
X
X
X

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

Five different stakeholders were considered. In three cases (direct beneficiaries,
managers/leaders of the organisation, and Human Resources managers) the Team
reports an agreement as being very high (5 in a range of 1-5); in the remaining four
cases (male components of the organisation, College Equalities Committee, etc.) as
high (4 in a range of 1-5).
In comparison with the previous Evaluation Report, the level of agreement on the
activities carried out under the Action Plan increased (from high to very high) in the
case of the managers/leaders of the Birkbeck College, while, on the contrary,
decreased (from very high to high) in the case of the male component.

1.2.

Level of satisfaction

As for the level of satisfaction expressed by different stakeholders towards the
general approach and specific setup of the activities it can be recorded that in 6 cases
out of 9 the Team reports a very high level of satisfaction and in 3 high (with the same
rate in the case of the male component and the Equalities Committee while with a
decrease in the case of the Managers/leaders of the Birkbeck College and of other
actors involved).
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Table 4 - Levels of satisfactions

Concerned actors

1

2

3

4

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)
Equalities Committee
Athena SWAN Self-Assessment team
Athena SWAN action committee
HR – Deputy Head

5
X

X
X
X
X
X
X
X
X

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

The number and type of actors mentioned in this table are partially different from
those included in the previous table pertaining to the level of agreement. In this case,
9 different actors are mentioned: in 6 cases, the level of satisfaction is reported as very
high (4 in a range of 1-5), while in the other three cases as high (4 in a range of 1-5).
The breakdown of stakeholder satisfaction levels for single actions is reported
below.
Table 5 - Satisfaction with the results of the actions implemented

Actions
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)
3.3.2. Testing innovative research tools for the gendering
of research procedures
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 third R.P. - Action Plan n. 3

DB

MC

CT

ET

5

5

5

5

5

4

5

5

5

5

5

5

5

5

5

5

4

4

5

5

ET = Extended
team

NA = Not
applicable

In 17 cases out of 20, the Team recorded a very high satisfaction level (5 in a range
1 to 5) and in the remaining 3 cases an high satisfaction level (4 in a range of 1 to 5). It
is noteworthy the increase from medium to very high. For three actions (3.1.1., 3.2.1.
and 3.3.2.) a very high level of satisfaction from all the different targets is reported. In
comparison with the second reporting period, a significant increase can be observed,
in the case of the Mentoring activities, in the satisfaction level expressed by the male
component.
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The networking events (Action 3.1.2.), according to the Team, have been very
popular and well received. The final conference has led to the possibilities of further
funding for the leadership programme from external bodies including the publisher
Taylor and Francis. Helen Lawton Smith (head of the TRIGGER Team at Birkbeck) has
been appointed to Chair the Regional Studies Association Equalities Committee as a
result of the CEO’s involvement in two networking events. The findings of this
committee will feed back internally into Birkbeck’s own support systems for early and
mid-career researchers. The networking events have also provided a basis of
establishing the PhD programme by giving the Team topics and potential speakers.
According to the Team, the TRIGGER mentoring programme (Action 3.2.1.) has also
been a success, reinforced by the very well received handbook of best practices in
mentoring developed by Viviana Meschitti.
On the contrary, the commercialisation programme (Action 3.5.1.) has not gone as
anticipated, mainly because of the general very low level of commercial activity in
Birkbeck.
As for the permanent teaching module for PhD courses on gendered aspects of
research (Action 3.3.3.), a final collection of specific information about the satisfaction
level was not possible, since it was still ongoing at the end of the reporting period.
However, the first PhD seminar, held on May 5th 2017, was very well received by the
beneficiaries.

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.
 With regard to the introduction of organisational, normative or procedural
changes aiming at facilitating women’s access to leadership, the Team reported
that the Master of the College now opens appointments for senior positions to
open competition rather than making appointments. In addition, data collection
and analysis on gender equality now is a standard procedure.
 As for the introduction of changes within working programmes, policies or
procedures, the unconscious bias training was built into College procedures. This
relates to Action 3.1.1., systematic observation of potentially discriminating
formal/informal behaviours, and the growing awareness of discriminatory
behaviour towards women in the college backed up by TRIGGER evidence.
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 With reference to activation of new activities as a consequence of the actions
implemented under the Action Plan, the Team reported that Assistant Deans for
Equality were appointed in each school, including School of Business, Economics,
and Informatics (BEI), from summer 2017. This also relates to Action 3.1.1.
Research undertaken for Action 3.5. resulted in the appointment of a dedicated
technology transfer officer in the BEI, a Research and Development Manager.
 Regarding the continuation of actions, the joint TRIGGER/Athena SWAN mentoring
programmes (Action 3.2.1.) and permanent leadership programme (Action 3.4.1.)
were included in Athena SWAN Action Plan (successful award Summer 2017). The
Human Resources Department has taken over responsibility for the mentoring
programme from September 2017 after Meschitti’s contract ended.
 Finally, another change occurred within the organisation reported by the Team
concerns the TRIGGER’s contributions through Athena SWAN that helped shape
aspects of the new Birkbeck People Strategy, "Building Success Together".

2.2.

Effects concerning the actors involved

According to the Team, need for a mentoring/leadership programme and its
sustainability have been recognised within the organisation. In particular, 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, there are the Science Equalities Assistant Dean, the Dean of the School of
Science, the HR Strategy and Policy Partners.

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 action committee and SelfAssessment team, Equalities Committee and the Aurora Leadership programme.

2.4.

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

With reference to effects occurred on organisational policies, measures or actions
within the BBK not directly linked to gender equality, the Team reported that,
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
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their research, or by addressing them to the appropriate channels). The proposal has
been successful at BEI, so that a "Research Development Manager" was appointed in
2015 and is a permanent provision.

2.5.

External relations and outreach

During the report period, the Team promoted the following Networking events and
PhD seminars.
 November 2 2016 - "Improving gender equality in career development in STEMM
disciplines: What can we learn from academia and the corporate sector?"
External speakers:
 Doctor Amanda De Mestre, Royal Veterinary College, University of London
 Paul Edwards MBE, Managing Partner, Horton International
 Colette Henry (Chair), Dundalk Institute of Technology, Ireland
 Maaike Van Den Branden, Senior Insight Director, Aimia
 Thalis Vlachos – Partner, Hine Legal.
 March 23rd 2017, networking event – "Gender inequality in academic community
bodies: causes and possible solutions"
External speakers:
 Professor Colette Henry DKIT, Head of Department of Business Studies at
Dundalk Institute of Technology, Editor International Journal of Gender and
Entrepreneurship (Chair)
 Professor Alessandra Faggian, Professor at the Ohio State University, AED
Economics Department and co-editor of Papers in Regional Science
 Sally Hardy Chief Executive, Regional Studies Association
 Professor Simona Iammarino, Professor of Economic Geography and Head
of Department, Department of Geography and Environment, LSE
 Professor Ijeoma Uchegbu, Professor of Pharmaceutical Nanoscience, UCL
 Professor Geoff Wood, Dean, Essex Business School, Essex University
 Professor Sarah Spurgeon, Head, Department of Electrical and
Electronic Engineering, UCL.
 May 2017, PhD seminar
External speaker:
 Ursula Martin, Professor of Computer Science, Oxford University.
 June 21 2017, Final Conference
External speakers:
 Colette Henry, Dundalk Institute of Technology
 Amanda Bennett, Managing Director, FairPlay Enterprises Ltd
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Aggie Cooper, Careers Advisor, Aramco Overseas Company UK Ltd
Sally Hardy, Chief Executive, Regional Studies Association
Gemma Irvine, Head of Policy and Strategic Planning, Higher Education
Authority (HEA), Ireland
Jacqueline de Rojas, President techUK
David Stringer-Lamarre, Managing Director, Fortis Consulting.

Finally, with regard to results of the BBK Action Plan used by other organisation,
Helen Lawton Smith, head of the TRIGGER Team at BBK, has been asked to chair the
Regional Studies Association Committee on Gender equality. Furthermore, Taylor and
Francis will be sponsoring events in the Leadership programme and will be using the
information to inform policy in the company.
No actions were being reproduced, during the reference report period outside of
the BBK.

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 6 – Variations in the presence of women in selected roles and positions

 Share of women professors in Birkbeck
Business, Economics & Informatics School
and in the School of Science
 Women scientists profitably commercialising
their research (patents, licences, new start-up
firms)
 Gender balance at senior management levels
within Birkbeck
 Establishing a Centre for Women and
Leadership

October
2013

September
2016

September
2017

25%

27%

30.2%

33%

50%

N.A.

30%

46%

29%

No

No*

No*

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

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

The share of women professors in the schools involved in the action plan reached
the target of 30% by the end of the period concerned by the third evaluation, while the
gender balance at senior management levels within the college decreased from 46% to
29%:

62

D. SUSTAINABILITY
Concerning the development of national or international contacts in order to
access additional human, material or economic resources, two main facts deserve to
be mentioned.
 The TRIGGER Team was involved with the Leadership Foundation
(https://www.lfhe.ac.uk/) which holds events and delivers publications on women
in leadership.
 As a result of the November 2nd 2016 workshop, Birkbeck has now joined WISE,
(https://www.wisecampaign.org.uk/funding), a campaign for gender balance in
science, technology and engineering. WISE enables and energises people in
business, industry and education to increase the participation, contribution and
success of women in science, technology, engineering and mathematics (STEM). It
offers resources and potential speakers for events.
Moreover, stable links were created with the following bodies: Institute of
Directors, Mercers, Regional Studies Association, Higher Education Authority, Ireland,
Taylor and Francis.
Furthermore among the linkages been established with key-players other than
ones strictly involved with the implementation of the Action Plan to favour its
repeatability, a strong support to the TRIGGER activities was received by Mercers, a
city firm, and by Rosemary Deem, Dean of the Business School at Royal Holloway,
University of London.
To support the implementation of the Action Plan, new funds were found. In
particular: BEI School and College grants for networking including for events for to be
held outside Birkbeck; the Graduate School is funding Seminars in the PhD programme;
Taylor and Francis will support events in the Leadership Programme.
Among the actions initiated in continuity with those promoted within the
activities of the Action Plan, the Leadership programme and the PhD programme can
be mentioned.
Finally, as for the activities implemented or started to make the new operational
setups activated by the actions definitive, the Team reported the following
information about positive results achieved.
 The activities related to the Actions 3.2.1. (Mentoring programme) and 3.4.1.
(Leadership programme) have been included in the Athena SWAN Action Plan
(awarded summer 2017). This means that, after the end of TRIGGER, they will be
sustained by the College for the following three years at least.
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 The activity related to Action 3.3.3. (Teaching module for PhD students) is being
sustained by the Birkbeck Graduate School, that devises training for postgraduate
students. A grant has been awarded for three events starting in September 2017,
with a promise of further funding.
 In relation to Action 3.5.1. (Structural opportunities for the commercialisation of
the work of women scientists), 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 new person has been appointed at BEI.

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 fully relevant to the general needs of the BBK and in particular to
the gender diversity management and of work-life balance needs within BBK and to
those of the scientific community, identified during the design phase.
Participants involved 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). So, according to the Team, the difficulties encountered in the previous
reporting period, when the Team was able to attract few participants for the Activity
3.4.2., seem to be over.
Finally, as for the dissemination of the main results of the BBK gendered research,
the Team reported the following activities implemented during the concerned period:


Journal articles
-

-

Meschitti, V and Lawton Smith, H (2017) Mentoring for women academics. A
review of the literature and proposition for future research. Journal of Research
in Gender Studies 7(1): 166–199
Ovseiko, P, Lawton Smith, H and 39 other authors (2016) ‘A global call for action to
include gender in research impact assessment’. Health Research Policy and
Systems Impact factor 1.810 (http://dx.doi.org/10.1186/s12961-016-0126-z) ISSN
1478-4505.
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Book chapter
-



Forthcoming book
-



Lawton Smith, H, Henry, C, Etzkowitz, H and Poulovassilis, A (eds) New
Perspectives in Gender, Science & Innovation. Edward Elgar Publishing.

Conferences
-

2.

Lawton Smith, H, Etzkowitz, H, Meschitti, V and Poulovassilis, A (2017) ‘Female
Academic Entrepreneurship and Commercialisation: Reviewing the evidence and
identifying the challenges’. The Routledge Companion to Global Female
Entrepreneurship, Henry, C, Nelson, T and Lewis, K (eds) London: Routledge

Lawton Smith, H, Geographies and the gender politics of skill Invited panelist,
Panel session: Placing the Politics of Skill, II American Geographers Annual
Conference, Boston April 6th 2017

Negotiation in action

Negotiation activities carried out, in the third reporting period, have been mainly
focused on the completion of the actions initiated in the previous periods and on the
creation of institutional arrangements allowing them to continue after the project
lifespan.
In this framework, institutional negotiations were of pivotal importance for the
embedment of some of the major actions developed under the Action Plan, including
BBK internal stakeholders (BEI School and College, School of Science, the Graduate
School, Athena SWAN Committees) and external players (Taylor and Francis, Mercers).
In institutional terms, the strong connection between the TRIGGER Action Plan and the
Athena SWAN programme was quite effective in favouring the development of longterm arrangements for some of the action initiated under the Action Plan. It is also to
notice, in this regards, also the presence of Helen Lawton Smith, leader of the TRIGGER
Team, in different key bodies including the Athena SWAN Action Committee, Regional
Studies Association Equalities Committee (of which she is the chairperson) and the
College Equalities Committee.
Interpretive negotiation played an important role in different actions conducted in
the third reporting period, including the dissemination of the results of the research
concerning the gender cultures at BBK (i.e., observation of potentially discriminating
formal/informal behaviours, Action 3.1.1.) and the permanent leadership programme
(Action 3.4.1.). As observed for other Action Plans, also in this case a diminishing
weight of this kind of negotiation can be reported, simply due to the fact that most of
the dynamics of gender inequality has been already analysed and clearly described in
the previous reporting periods.
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Symbolic negotiation increased especially to make the Action Plan its impacts more
visible both within and outside BBK. In particular, we are referring here to the
networking events (Action 3.1.2.) and the TRIGGER conference, which was expected to
take place at the House of Lords, thanks to the new relations established with
representatives of the Parliament that would have been unpredictable at the
beginning of the project or even in the second reporting period. Moreover, the
dissemination of the main result of the BBK gendered research (which led to the
publication of two academic papers, a book chapter, a forthcoming book and two
conference presentations) can be considered in terms of the impact of the Action Plan
also in symbolic terms.
Operational negotiation was successfully performed in different ways in ensuring
the continuation of the actions initiated under the Action Plan (see above) and in
getting by the College and the School the lacking 10% of the funds necessary to
complete the Action Plan. It is to notice that the leadership of the BEI school (not much
supportive in the previous periods) actually helped the TRIGGER Team in replacing at
the last minute the final conference venue, due to a sudden change of the Prime
Minister’s schedule making unavailable the premises at the House of Lords.

F.

FINAL CONSIDERATIONS

The effectiveness of the Action Plan kept high also in third reporting period. All the
planned activities have been implemented and all the deadline respected with the
partial exception of the deliverable D3.6 (Syllabus of the PhD Course on including the
gendered approach in research). 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 number of participants in almost all the
initiatives was exceeded, and no discrepancy between the type of intended
beneficiaries and the type of actual beneficiaries has been reported.
As for the efficiency, a marginal lack of funding (10% of the total budget) has been
recorded also this year and solved through the support given to the TRIGGER Team by
the College and the School.
As for the impact, the level of agreement and satisfaction of the key players
appears to be more than encouraging. As for satisfaction, it is of particular important
the high satisfaction level expressed by the leadership of the Athena SWAN, the HR
Deputy Head and the managers of BBK. This suggests that the TRIGGER project
succeeded in finding its own institutional role and visibility within the organisation
(especially thanks to the coordination with Athena SWAN). This result – which could
not be taken for granted in the second reporting period – largely led the Action Plan to
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produce a remarkable impact on the organisation also in terms of a further
consolidation of gender equality issues within BBK. It is also to be noted the increase in
the intensity and density of external relations and outreach, allowing the Team to find
new support from external actors. However, the final implementation phase and the
follow-up stage will be extremely important from this perspective.
As for sustainability, the institutional embedment of some of the actions activated
under the Action Plan can be noticed, for example, in the case of the mentoring
programme (Action 3.2.1.), the teaching module for PhD students (Action 3.3.3.) and
the programme in support of the commercialisation of the work of women scientists
(Action 3.5.1.). It is also meaningful the access to new funds and the many linkages
established with internal and external key-players to ensure long-term sustainability to
some actions of the Plan. Again, the final months of the TRIGGER project and especially
the follow-up period will play an important role in the development of new sustainable
arrangements.
Finally, the relevance of the Action Plan is confirmed, also thanks to the attention
devoted by the Team, in this reporting period, to get feedbacks from beneficiaries and
key players about the actions carried out.
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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

As already highlighted in the previous evaluation report, the core team of the
Action Plan is represented by a specific UPD service, the Pôle Égalité FemmesHommes (PEFH), which has been also in charge of actions addressed to the other
institutions forming part, together with UPD, of the Université Sorbonne Paris Cité, a
newly established 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 of the
actions included in the third periodic report are synthesised3.
Table 1 - 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 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
4.2.3. Support home working by the promotion
of video-conference meetings and other home
working tools
3

Respect of deadlines
Yes or No, comments

X

Yes

X

No

X

Yes

X

Yes

X

Partially respected

X

Yes

Partial

Partially respected

As said also in the previous report, in some cases deadlines are reported as respected or partially
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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Actions

Implementation
of the planned
activities
Yes
No

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
4.5.2. 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
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
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Respect of deadlines
Yes or No, comments

X
Partial

Partially respected

Partial

Partially respected

X

Yes

Partial

Partially respected

X

Yes

X

Yes

X

Partially respected

Partial

Partially respected

X

Yes

X

Yes

X

Yes

Partial

Partially respected

X

Yes

X

X

Actions

Implementation
of the planned
activities
Yes
No

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"

Respect of deadlines
Yes or No, comments

Partial

Partially respected

Partial

Yes

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

Overall, in the reporting period, 25 actions were to be implemented. As for the
implementation degree, 14 have been fully implemented, 3 have not been
implemented and 8 have been reported as partially implemented. As for the respect
of the deadlines, in 12 cases they were reported as respected, in other 12 cases as
partially respected and in one case not respected at all.
With reference to the actions not implemented, the Team provided the following
explanations.
 The proposals made under Action 4.2.4. (Proposal for the coverage of part of child
care costs for women) were rejected by the governance of the University because
of administrative constraints impeding their introduction.
 In the case of Action 4.7.3. (Establishment of rules to include in all proposals for
internal research funding the number of women involved and their position), the
proposed new measures have not been adopted by the Central Council. The Team
worked anyway with the DARI (Direction for the support of research and
innovation) on that point.
 With reference to Action 4.8.1. (Actions aiming to have at least 40% of the underrepresented gender among speakers at events organised in promotion of research
at the University), its implementation was hindered by the time needed to collect
data about women’s publications, making the object of the Action 4.6.2. The Team
reported that they did not have the time to work on this Action because of the
overwhelming weight of the other action. Furthermore, the Communication Office
did not have all the information necessary to implement this action. The Team was
therefore oriented to replace this Action with a poster campaign on the same
issue.
As for delayed or partial implementation, for the actions concerned some
additional information was provided.
 Action 4.2.3. (Support home working by the promotion of video-conference
meetings and other home working tools), if teleworking is already used by
researchers (especially in humanities and social sciences), it is not yet a possibility
for administrative staff. A working group on teleworking was created since the
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decree of 2016 on teleworking in Public Service. But cost issues (management of
facilities) and problems of equity (some staff has attendance requirement) are
slowing down the process. The UPD president stated that this issue will be solved
in 2018. By the way, the Team verified with the human resources office of UPD the
existence of tools and possibilities for video-conference which are underused by
the researchers, probably due to poor information on them. The Team will
promote teleworking and video-conference with an awareness campaign when the
rules will be adopted.
 Action 4.3.1. (Biannual workshops for young and senior researchers on career path
issues), it has been only partially implemented. To reach anyway the same target
groups, two other activities have been done or are planned:
 a new presentation for the "career path day" is planned, developed in
cooperation with the officer in charge of the continuing education centre at
UPD;
 a new training on gender equality has been developed which would be
integrated to the general one-day training on higher education.
However, the Team tried to establish workshops on career path issues for students
with the UPD Student Orientation Office. But any attempt failed (in part because of
the transfer of their contact person in this office).
 With regards to Action 4.3.2. (Establishment of new rules about gender turn-over
in administrative and teaching), the Team didn’t succeed to make a real analysis of
the situation because every department has its own rules. Moreover, the Action
has been also hindered by the fact that, in small departments, turn-over is
particularly difficult to manage. Nevertheless, the principle according to which
departments have to "foster staff turnover of men and women in administrative
responsibilities, every five year period" has been promoted through the new
gender equality Action Plan of UPD.
 In the case of Action 4.4.1. (Survey about stereotypes and dissemination of
results), the delay was due to the difficulties met by the Team in managing many
actions at the same time. Furthermore, the choice to use the IAT (ImplicitAssociation Test) also caused a delay due to the need to define the agreement’s
terms with Harvard University. The test has been planned to be launched out of
the period covered by this report.
 Concerning Action 4.5.3. (Identify one researcher in biology and one in physics who
commit to integrate gender in their research), the Team did not succeed to
implement it according to the initial idea, because of the delay of Action 4.5.2. and
the difficulty met to involve researchers. However, the Team reoriented the action,
establishing a financial support for those researchers interested in applying to
European calls for research projects with the aim to help them include a gender
approach in their projects.
 As for the Action 4.7.1. (Training of female assistant professors and full professors
in project writing and Team management, including empowerment), the Team
encountered some obstacles in getting the support of women researchers. The
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major reason was the many resistances of women at UPD and, more in general, in
French universities towards measures only addressing women. The TRIGGER Team
at UPD is working with the continuing education centre to find a new way to
implement this action.
 As for the Action 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), an economic Master class is in charge of a questionnaire about women
entrepreneurial projects. The TRIGGER Team is waiting for the survey results to be
presented in a conference on women and entrepreneurship.
 Finally, regarding the Action 4.9.2. (Equality and gender), an axis on equality and
gender has been actually included in the activity of the Foundation of the
University, but the funds necessary to implement it are still lacking.

1.2.

Compliance with internal procedures and deadlines
Deliverables

In the period covered by this report, the only deliverable (D4.8) due by the UPD
complied with the deadline on the submission.
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. The contacts have been frequent
throughout the reporting period through periodic bilateral monitoring sessions and
direct interactions when needed.
The on-site annual visit was carried out on December 4-6, 2017.
All information and data needed to draft this third evaluation report were timely
provided by the UPD Team.

1.3.

Actual execution of the assigned tasks

The Team members (either core or extended) carried out the tasks assigned to
them within the activities of the Action Plan according the annual detailed 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 2 - Comparison between intended and actual number of beneficiaries

Actions

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.a. One-day training sessions on gender
stereotypes for first-year students
4.4.2.b. One-day training sessions on gender
stereotypes for first-year students extended to
the first-year master students
4.5.2. Annual seminars/conferences with
recognised scientists who have successfully
integrated gender in their research

Planned
number

Actual
number

Actual/
Planned
Number (%)

50

90

180

30

30

100

100

100

100

4,800

3,600

75

50

15

30

150

80

53

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

Additional information have been provided by the Team with regard to the data
presented above.
 In the case of Action 4.1.3. (Training courses on equal opportunities and gender
diversity management), the Team planned only 2 trainings but 2 heads of
laboratories asked to the TRIGGER Team also trainings on sexual harassment since
some cases sexual harassment occurred in their staff. This explains why the actual
number is higher than the planned number of beneficiaries.
 Concerning Action 4.4.2.b. (One-day training sessions on gender stereotypes for
first-year master students), the target was not fully reached because of problems of
communication within the Université Sorbonne Paris Cité (the federation of
research and university institution UPD is part of).
 Concerning Action 4.5.2., the Team had difficulties to reach researchers which
could be concerned by this issue.
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2.2.

Type of intended beneficiaries/type of actual beneficiaries

The typology of actual beneficiaries matched those expected in 3 actions out of 5,
i.e., 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), and 4.4.2. (1-day training
sessions on gender stereotypes for first-year students), in the latter case also extended
to first-year master students.
The actions 4.3.1. (Biannual workshops for young and senior researchers on career
path issues) and 4.7.1. (Training of female assistant professors and full professors in
project writing and team management), as said in para. 1.1., were changed, so the
target initially envisaged was only partially attained. Indeed, on one hand, the target
was extended to all the new staff members of the university and not only to
researchers and professors, but on the other it was reduced, since researchers and
professors already employed at UPD did not participate in the initiatives.

B. EFFICIENCY
1.

Financial and administrative management problems

The Team reported some problems which led to a new budget repartition. Because
of the new French law, one Team member (Sophie Lhenry) was not allowed to keep on
working under a fixed-term contract. This made it necessary to modify the internal
budget allocation (moving 30,000 euros from personnel costs to sub-contracting costs
and 15,000 euros from direct costs to sub-contracting costs).

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 with the Action Plan
expressed by the stakeholders. The level of agreement was rated as high (4 in a range
of 1-5) as concerns the direct beneficiaries, the managers/leaders and the male
components of the University.

1.2. Level of satisfaction
The level of general satisfaction with the activities is overall positive (see the table
below), since all the concerned stakeholders expressed a high level of satisfaction (4 in
a range of 1-5).
Table 3 - General degree of satisfaction with the activities

Concerned actors

1

2

3

4
X
X
X
X

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)

5

X

Source: Evaluation grid third 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.
Table 4 - Satisfaction with the results of the actions implemented

Actions
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
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DB

MC

CT

ET

NA

NA

5

5

4

4

4

4

4

4

4

4

5

4

5

5

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
4.3.2. 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 third R.P. - Action Plan n.4

DB

MC

CT

ET

4

4

4

4

5

4

5

5

NA

NA

NA

NA

4

4

5

5

3

3

5

5

NA

NA

5

5

NA

NA

4

NA

5

5

5

5

ET = Extended
team

NA= Not
applicable

Overall, in 11 cases out of 48, it was not possible to attribute a score (NA). In the
remaining 37 cases, the level of satisfaction was assessed in 18 cases as very high (5 in
a range of 1-5), in 17 cases as high (4 in a range of 1-5) and only in 2 cases as middle (3
in a range of 1-5), both referring to the Action 4.4.3. (Gender-unbiased language in all
internal documents including job offers and in new student books). In comparison with
the previous reporting period, a slight improvement of the level of satisfaction can be
observed.

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, the Team mentioned:
 The adoption of a new rule giving priority for women in being awarded a sabbatical
within the first two years after a maternity leave
 The achievement of the HRS4R (Human Resources Strategy for Researchers)
European label, pertaining to the transparency of recruitment procedures
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 The adoption and further application of a gender-neutral language in all human
resources documents (encouraging women to apply)
 The adoption of a gender equality action plan at UPD which requires all the
concerned bodies and services to support women to apply for career
advancements, rewards, and sabbatical.
Some other changes occurred within existing working programmes, actions or
policies, including:
 The creation of an external structure on sexual harassment: the creation of a
working group on sexual harassment in medicine studies with a specific awareness
campaign
 The inclusion of gender equality as one of the axis of the project for the merge
which will lead to the creation of a new bigger university including UPD and other
former universities
 The institutionalisation of workshops on "career path" for young researchers
through the gender equality action plan
 The adoption of the gender equality action plan encouraging the turnover in
administrative tasks.
With reference to the activation of new programmes, actions or policies as a
consequence of the actions implemented, one of the most relevant changes pertains to the
internal debate about work-life balance, fostered by the studies provided by the TRIGGER
Team. To this aim, a campaign on paternity leave will be realized and women administrative
staff that come back from maternity leave will have a priority to access trainings.
As for the adoption or use of some outcomes of the Action Plan in other
sectors/areas/departments of the organisation, two main facts can be mentioned:
 The adoption of gendered-based statistics in the OVE (Student Life Observatory)
and in the UPD social report (to a higher extent that established by law)
 The Human Resources Office integrated gender equality issues in some trainings
already existing (e.g. "Career Path Day" or "How to be a civil servant …") with the
help of the TRIGGER Team.
Finally, concerning the continuation of actions already established the UPD keeps
on implementing the actions initiated under the Action Plan, by:
 Reinforcing the role of gender equality referents
 Reinforcing gender equality trainings (addressed to students, departments’ and
laboratories' heads, Human Resource staff, etc.)
 Continuing non-sexist communication
 Reinforcing links between universities and high-school
 Implementing workshops on gender stereotypes about jobs.
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2.2.

Effects concerning the actors involved

Considering the positive effects on the actors involved, the UPD Team primarily
reported that many actors changed their attitude toward the Action Plan and the
TRIGGER Team. In particular, the involvement of the Team at national level (through
the coordination of a national working group and the participation as member in
different national working groups) largely helped it gain much more credibility. At the
institution level, both UPD leaders and researchers became much more supportive
with the Team.
Moreover, the impact of training for students and staff became really visible. When
the Team presented its new Action Plan to the Central Council in May 2017, both trade
unions and elected students supported this Action Plan and asked for a new
permanent position for the TRIGGER officer.
As for the negative effects, the Team observed that now their action meets less
resistance in comparison with the previous reporting period. However, even though
any component of UPD officially supports the TRIGGER project, when new actions are
promoted, new resistance still comes out. This was the case, for example, of the
drafting of a Charter against sexist communication promoted by the Team during the
third reporting period. The Student Association was offered to cooperate in the
process and officially supported the initiative. However, the vice president of the
association, who is a male student, became much less supportive once concrete
measures to include in the Charter were proposed.

2.3.

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

With respect to unplanned positive effects of gender equality, the Team mentioned
the aspects presented below. Some of them appear as directly related with the
transformations started through the Action Plan, while other are concurrent facts
which went in the same direction.
 The social debate on sexist violence helped the Team to implement some
trainings included in the Action Plan.
 A real support by the students was observed, especially for what concerns the
new Action Plan and the creation of a permanent position on gender issues.
The role of students was also pivotal for devising a policy against sexual
harassment in medicine since they directly asked for the establishment of a
working group on this topic.
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 Another important support came from "La cité du genre", a laboratory on
gender, which was essential for promoting the new Action Plan and to convince
the presidential team to take it on.
 Another support to the Action Plan came from a researcher in communication
who decided to focus on gender a course on theatre. In this way, for one
month, students worked on gender (for example, attending training events and
reading publications and articles) and wrote a stage play which was played at
the end of September 2017. About 100 people attended the event and the
PEFH was invited to participate in the debate organised after the stage play.
With reference to the unplanned negative effects, again, rather than mentioning
specific impacts of the Action Plan on the general situation of equality at UPD, the
Team highlighted some factors hindering its implementation. In particular, the Team
reported the difficulties met in accessing the Central Council because of the relatively
low priority assigned to gender equality. Only three years after the beginning of the
TRIGGER project the Team succeeded in putting this issue in the Council agenda.
Another aspect mentioned as negative by the Team is the stance against the
adoption of a gender-neutral language in public administrations taken in the national
debate on sexist language by the French Academy (Académie française, i.e., the
institution "representing" the French language) and other stakeholders. Their stance,
to a certain extent, was an obstacle for the Team, even though the key units (the HR
Office and the Communication Office) as well as the community of researchers and
students agreed with the use of a gender-neutral language at UPD.

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, the Team reported the effort made by the University
management to obtain the HRS4R (Human Resources Strategy for researchers) label by
the European Commission. In fact, this effort was also beneficial for the Team since, to
get it, it was necessary for UPD to devise a set of gender equality measures which
hopefully had already been partially implemented thanks to the TRIGGER Action Plan.
New measures are also defined in the project. This allowed to show the importance of
the Action Plan and to consolidate the cooperation relationships between the Team
and the UPD management.
Another positive effect is related to the already mentioned establishment of a
bigger university through a process of merge (including gender equality among its
axes), still ongoing, which pushed toward the creation of a new permanent position on
gender equality. In fact, apart from UPD, none of the other research organisations
concerned with the merger process had in their structure an organisational unit
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dealing with gender equality issues. This circumstance provided a good argument for
reinforcing the PEFH.
However, the merger process with other universities and research organisations
also had some negative effects. The UPD Presidential team, during 2016 and 2017,
was quite exclusively absorbed by the merger process, thus having no time to devote
to other issues, including gender equality. In this context, mobilising the Presidential
team for doing some necessary actions in support of the Action Plan (for example,
informing the heads of department about the new gender action plan established at
the University or about the nomination of new gender equality referents) revealed to
be very difficult to do.

2.5.

External relations and outreach

Concerning the involvement of different players, since the beginning, the UPD
Team decided to extend part of its actions to USPC, i.e., the federation of universities
UPD belongs to.
This was the case of the 9th conference "Gender Equality in Higher Education" the
TRIGGER Team has organised with CNRS, which involved the USPC as a whole. A large
part of actions included in the Action Plan have also been extended to USPC.
Other players have been involved through the development of the networking
activities of the TRIGGER Team, especially of its leader, Rachida Lemmaghti, who is
involved with CPED (the Association of equality officers in Higher Education) and
participate in a national group on sexual harassment. This also allowed the Team to
work with different French feminist associations, including the ANEF and Women and
mathematics. Moreover, the Team had the opportunity to establish useful contacts
(especially for what concerned work-life balance) with the French Ministry of Higher
Education and Research. Finally, a cooperation with ONU Femmes France and the
Centre Hubertine Auclert (Ile-de-France regional Centre on gender equality) has been
established to organise a short film contest.
With reference to outputs and/or results of the Action Plan being used by other
organisations, the Team reported that the French Ministry of Higher Education and
Research asked for a collaboration from the TRIGGER Team for amending a document
on the future measures to take on gender issues. Moreover, the new TRIGGER Action
Plan at UPD is reported to have inspired equality officers of other universities (on this
issue UPD is the most advanced experience at the moment).
Finally, with reference to actions of the Action Plan reproduced outside the
institution, the following events can be highlighted.
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 The Gender Equality Referent Network was transferred to the University de la
Reunion and to the Aix Marseille University, thanks to the CPED, the French
Association of gender equality officers of higher education and research.
 The trainings for first-year students were also extended to Paris Descartes
University and Sorbonne Nouvelle University, which belong to USPC.
 The UPD's knowledge on sexual harassment was shared with all universities
through the "Vademecum on sexual harassment in higher education and
research" drafted by the TRIGGER Team at UPD in collaboration with the National
Association on Feminist Studies.

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

September
2017

20
50

28
51

December
2017
(expected)
30
50

39,9

41

45

20 in S & T

40

40

15-20*

N.A.

40

25*

53

40

10
20

24
N.A.

20
35

Share of women full professor
Share of women PhD students
Share of women PhD students in S & T Scientific and Technological areas (%)
Female representation in selection (hiring)
committees
Share of women in all scientific
communication events
Female representation in head (top)
management at university levels
Share of women as directors of depts.
Share of women asking for a sabbatical
Notes
* Estimation

D. SUSTAINABILITY
The UPD Team highlighted some meaningful facts as related to the possible future
sustainability.
First of all, concerning contacts established with other external organisations that
could play a role in the future to ensure long-term sustainability to the actions
launched under the Action Plan, the Team mentioned:
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 The strong links created by PEFH with CNRS (Mission pour la place des femmes)
and the French Ministry of higher education during the 9 th conference on Gender
equality in higher education are still existing.
 Strong links were also built with the French associations on gender in higher
education (Women and sciences, Women and maths, National association on
feminist studies) and associations on gender equality in all areas or other types of
organisation (gender equality laboratory, Hubertine Auclert Center, French
National committee for UN).
 As mentioned in the previous Reporting Period, one member of the consortium
GENERA, implementing an EC-funded project under H2020 aiming at gender
equality in physics (genera-project.com) is a researcher in physics at UPD and she is
now a member of the internal TRIGGER committee.
As for new economic and human resources identified/achieved to entirely or
partially support the activities of the Action Plan or to give continuity to them, a
second civil servant position for the PEFH will be created in 2018. This implies a 40%
increase in the budget.
Among the new actions initiated in continuity with those promoted within the
activities of the Action Plan, the Team reported that an external structure on sexual
harassment was created. Moreover, a large part of the TRIGGER Action Plan at UPD is
or will be extended to USPC. To this aim, some departments or laboratories asked the
Team to provide new trainings.
Regarding linkages established with key-players, for this period the Team
mentioned the link with USPC.
As for the activities implemented or started to make the new operational setups
activated by the actions definitive, the adoption of a new Action Plan (made up of
actions drawn from the TRIGGER Action Plan) by the Central Council led to the
establishment of new procedures (Actions 4.2.2., 4.4.3., and 4.7.2.). As said, the HRS4R
is also a way to institutionalise some provisions related to gender equality.
Furthermore, all the student associations will sign a Charter on gender equality and
against sexist communication. This Charter also establishes that, in case the concerned
associations do not respect the principles and measures included in the Charter itself,
they cannot ask for university funds and other forms of support.
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E.

RELEVANCE

1.

Changing scenarios and adapting plans

During the concerned period, the activities included in the Action Plan, as they were
described in the Detailed plans for year 3 and 4, have not been modified due to
changes or decisions internal or external to UPD. According to the Team, the ongoing
activities are still fully relevant to the needs – which were identified during the design
phase – of gender diversity management, of work-life balance and in terms of
increasing the UPD's competitiveness, excellence and inclusiveness as a whole. Some
of the planned activities were reformulated so to be more attractive or to be binding
for the targets more difficult to reach (see para. 1.1.).
The Team reported also the complete relevance of the Action Plan to the wider
territorial area UPD belongs and to the innovation system of the main scientific areas
concerned.
Finally, with respect to relevance, it is to also be noticed the dissemination of the
final results of the research conducted on work-life balance was disseminated in
colloquia, seminars and in a scientific book: "Les femmes dans le monde académique".

2.

Negotiation in action

The institutional negotiation kept on being an important element in the life of the
TRIGGER Action Plan, now involving, not only the decision making bodies at UPD, but
also at the federation USPC and the universities involved in the merge process. In this
way, the Team is increasingly involved in developing new measures across all the
concerned university and research institutions. Institutional negotiations played a
pivotal role in different cases, including, e.g., the continuation of the trainings
developed by the Team, the creation of a structure devoted to sexual harassment, the
creation of a new permanent position for gender equality issues, the adoption of the
new Action Plan at UPD by the Central Council, and the initiatives against sexist
communication. It is to highlight that UPD managers were absorbed, throughout the
reporting period, by the need to manage the complex merging process driving UPD
into the new bigger university. For such a reason, they devoted little attention to other
issues, including gender equality. This made for some aspects institutional negotiations
difficult to conduct.
Interpretive negotiation also played a role, on the one side, to cope with the
resistances toward gender equality which can be still observed within the organisation
and, on the other side, to manage the different initiatives taken on sexual harassment
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implemented during the reporting period. What is probably at stake with the
interpretive negotiation is no longer the actual presence of gender inequality dynamics
within the organisation, rather the need to keep on investing on gender-equality
actions, especially now that UPD is asked to take a leadership role in this regard within
the new bigger university.
With respect to symbolic negotiation, it is to note the increasing visibility of the
TRIGGER Team at a national level, also thanks to both the networking activities carried
out with the other higher education institutions all around the country and the strong
relationships established with the French Ministry of higher education and research. It
is also to be noted that, in symbolic terms, the Action Plan and the Team increased
their importance and "value" thanks to the leadership role acquired by UPD on gender
issues within the USPC and subsequently in the merge process.
As for operational negotiation, it has been essential for actually making the
decision taken at institutional level actually implemented. In this perspective, the fact
that the TRIGGER core team is made up of personnel belonging to an institutional unit
at UPD (the Pôle Égalité Femmes-Hommes) has been helpful for making both
institutional and operational negotiation easier to do in comparison to other TRIGGER
Teams.

F.

FINAL CONSIDERATIONS

The Action Plan has been characterised so far by high level of complexity, especially
related to the institutional reform which is leading to the establishment of a new
bigger university. This modifying institutional context inevitably affected all the aspects
of the Action Plan, creating new constraints and organisational problems but also
offering new and unforeseeable opportunities.
As for effectiveness, one of the impacts of such a situation has been that of making
more difficult the overall management of the actions. Therefore, it is not surprising
than around one action out of two suffered some delays, one out of three has been
partially implemented and one out of eight (also for substantive reasons and not
necessarily for organisational problems) have not been implemented at all. In many
cases, the delays have not only be due to an unbalance between the size of the Team
and the number of actions to implement. In many cases, other factors came into play,
including the enlargement in scope of some of the planned activities in order to also
cover other institutions belonging to USPC and the lack of attention UPD leaders
actually devoted to gender equality because of the overwhelming priority assigned to
the merger process in the last two years.
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While this situation did not affect the efficiency of the Action Plan, which remains
an unproblematic aspect, it had important and also positive effects of the impact of
the Action Plan, which can be considered as a whole as very good. From the subjective
point of view, the levels of agreement and satisfaction recorded were generally high.
As far as the objective impact is concerned, the Action Plan produced significant
effects, planned and unplanned, both on the institution and on people, including
important changes in recruitment and promotion procedures, the inclusion of gender
equality as a strategic axis of the merge, the inclusion of extensive training initiatives
on gender issues, and, above all, the establishment of a new Action Plan at UPD.
With respect to sustainability, the uncertain institutional context also provided
some unexpected opportunities, including the establishment of a new permanent
positions devoted to gender equality issues or the opening up to institutional solutions
due to the possibility to partially extend the UPD Action Plan to USPC. Moreover, in the
third reporting period, a large networking activities has been observed, creating new
and direct links with the national governments, national associations and other
universities. This allows the establishment of new unexpected institutional
arrangements for ensuring the continuation of some of the action initiated by the
Team. As noticed in the previous paragraph, the fact that the core team is a specific
UPD organisational unit – the PEFH – is undoubtedly facilitating the identification of
sustainable solutions to be activated after the completion of the TRIGGER Project.
Finally, keeping the Action Plan relevant to a so changing context has not been
simple. However, also through an intense negotiation activities, especially of an
institutional nature, the Team succeeded in continuously getting feedbacks about the
changing needs and expectation within both the UPD and USPC as well as to adapt the
Action Plan accordingly.
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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 14 actions out of 15
included in the Action Plan, as shown in the table below.
Table 1 - 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
5.2.2. Work-life balance plan

Implementation
of the planned
activities
No
Partial
X

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
5.8.2. Disseminating women’s publications

Respect of
deadlines
Yes or No,
comments
Yes
Yes

X

Yes

X

Yes

X

Yes

X

Yes

X

Yes

X
X

Yes
Yes

X

Yes

X

No

X
X

Yes
Yes

X
X

Yes

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

Apart from the case of Action 5.1.2. (which has been implemented only partially),
all the actions have been fully implemented. The deadlines have been respected in 13
cases. In the case of Action 5.5.2., there was a deadline in the submission of
Deliverable D5.9 (subsequent to this reporting period), which was delayed due to a
work overload organizing the end of the project and the final conference.
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1.2.

Compliance with internal procedures and deadlines
Deliverables

The three deliverables due for this reporting period (D5.5 Guidelines for introducing
gender-sensitive language, D5.6 Report of the final study on women at UPM, and D5.7
Plan of work-life balance measures at UPM) were all submitted and approved by the
EC with a slight delay.
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 third on-site visit took place on January 23rd 2017 and the fourth on December
12th 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 all the tasks have been carried out according to the Action
Plan.

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 (only for the actions for which a comparison is meaningful).
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Table 2 - Comparison between planned and actual number of beneficiaries

Actions

Planned
Number

Actual
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

100

30

Actual
Number/
Planned
Number
%
30

50

50

100

150

150

100

5.3.1. Mentoring programmes
5.5.2. Experimental incorporation of gendered
contents in existing courses

30

150

500

45

45

100

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

The comparison between the planned and the actual number of beneficiaries
provides a very positive picture: in 3 cases out of 5 the planned number and actual
number coincide and in one case the number is significantly increased. In the
remaining case, the actual number is lower than originally planned.
The Team provided additional information for explaining such discrepancies.
 As for Action 5.1.2. (Network of UPM women researchers), the actual lower
number can be explained by considering that this Action has been modified
because of the difficulties met by the Team in establishing a new network. As
better explained below, other external networking activities with a similar purpose
have been carried out.
 As for Action 5.3.1. (Mentoring programmes), the actual higher number of
beneficiaries can be explained considering that this Action has been extended to
the whole UPM. During the first edition of the global mentoring programme,
around 150 women from all UPM schools have enrolled in it, thus exceeding the
initial potential number of beneficiaries.

2.2.

Type of intended beneficiaries/type of actual beneficiaries

The typology of actual beneficiaries matched the expectations in 4 cases out of 5.
In the case of Action 5.1.2. (Network of UPM women researchers), the type of
beneficiaries corresponded only partially to the plans. As anticipated above, because
of the difficulty of creating an internal network, a number of external networking
initiatives have been undertaken by both the UNESCO Chair and the Equality Unit. The
UNESCO Chair has been focused on joining networks and platforms of researchers,
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while the Equality Unit on joining working groups supporting the implementation of
gender equality policies. This fact entailed a partial modification of the target.

B. EFFICIENCY
1.

Financial and administrative management problems

The Team reported some difficulties met for what concerns money expenditures
and costs reporting. Because of the UPM internal procedures for reporting costs and
approving expenditures associated to external projects such as TRIGGER, preparing all
the paperwork and justifications related to the project activities (consortium meetings,
project expenses, etc.) took too much time, turning into a highly time-consuming
process.

2.

Adequacy of the available funds

According to the Team, the available funds were adequate for the needs of the
Action Plan.

C. IMPACT
1.

Subjective impact

1.1.

Level of agreement on the activities

The table below summarises the level of agreement with the aims, philosophy and
setting of the actions among the different players involved in the Action Plan.
Table 3 - Agreement with the activities

Concerned actors
Direct beneficiaries
Managers/leaders of the organisation
Male component of the organisation

1

2

3

4
X
X

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

As in the previous period, 2 actors out of 3 expressed a very high level of
agreement (5 in a range of 1-5) and the other 1 a high level of agreement (4 in a range
of 1-5).

1.2.

Level of satisfaction

The levels of satisfaction with the Action Plan as a whole are reported in the table
below. As it may easily be observed, 5 players out of 5 are reported to express a high
level of satisfaction.
Table 4 - 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
X

5

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

The breakdown of the satisfaction levels by action is summarised in the table
below.
Table 5 - Satisfaction with the results of the actions implemented

Actions
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 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
5.2.2. Work-life balance plan
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
5.8.2. Disseminating women’s publications
Legend
DB = Direct
MC = Male
CT = Core
beneficiaries
component
team
Source: Evaluation grid third R.P. - Action Plan n. 5
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DB
5
3
4
4

MC
5
NA
4
4

CT
5
3
4
4

ET
5
3
4
4

4

4

5

4

4
4
4
4
4

NA
4
NA
3
NA

4
5
5
4
5

4
5
5
4
4

4

4

4

4

4
4
4
4

NA
4
4
NA

4
5
4
3

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 11 cases out of 60, high (4 in a range of 1-5) in 38 cases and middle (3 in a
range of 1-5) in 5 cases. In the remaining 6 cases, this evaluation was reported as not
applicable by the Team. Action 5.1.2. (Network of UPM women researchers) is
confirmed as the one with the lowest reported level of satisfaction, likely for the
reasons already highlighted above.

2.

Objective impact

2.1.

Changes within the organisation

Among the changes occurred within the organisation as a consequence of the
implementation of the Action Plan at UPM, the Team reported the following aspects.
As for the introduction of organisational, normative or procedural changes aiming
at facilitating women’s access to leadership, a new mentoring programme targeting
all female students at UPM (including last-year students in order to help them to get
into the professional world or into the academic career) was launched.
With reference to the introduction of changes within working programmes,
policies or procedures, the approval of the Equality Plan can be considered a real step
forward for reinforcing gender equality policies at UPM.
The approval of a new inter-university Master Programme to be launched on 2019
(even if the process of negotiation on some legal issues is still ongoing), the activation
of the Mentoring Programme and the setting up of the Equality Plan were
furthermore reported by the Team among the new programmes/initiatives started
as a consequence of the action implemented.
With reference to the use of some outcomes of the Action Plan in other
sectors/areas/departments of UPM, the Team mentioned the new mentoring
programme and the second edition of the "Women at UPM" Report. This latter has
been used in different presentations by the Equality Unit, in order to show the
situation of women and girls at UPM.
Finally, the Team highlighted that all the actions that were being implemented in
the previous reporting period have been continued in the third one (some even with
an extended scope).

93

2.2.

Effects concerning the actors involved

According to the Team, during the reporting period, not many changes can be
reported. It is worth mentioning that the UNESCO Chair has been asked to support and
advice in the process of creation of the new Master Programme, and also the proposal
for applying a co-fund project (H2020) to support female PhD students or PhD research
related to gender/equality. This last initiative was launched by the Vice-Rector of
Research and her team, who has involved the UNESCO Chair, the Equality Unit and the
Office for European Projects of the University. The results of the call will be public at
the end of January 2018.

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 changes occurring in the way the people in relevant positions within the
organisation view at gender equality issues. This probably also means that the
institutional approach to these issues also changed, with positive effects to the Action
Plan and future gender-oriented actions.

2.4.

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

Some interest on gender equality in some of the professors/researcher involved in
cooperation at UPM has been observed. The Head of Cooperation of the UPM has
collaborated with TRIGGER in the organization of some events, such as the final
conference of the project. A Master Thesis on gender issues has been presented under
the supervision of professors involved in engineering and cooperation programmes.

2.5.

External relations and outreach

In the reporting period, some activities of the TRIGGER's Action Plan at UPM
involved other organisations. Joint activities were organised with other institutions,
like seminars on women in engineering with private companies of the sector,
conferences in cooperation with UN-Habitat and the Spanish Network for Sustainable
Development (Red Española para el Desarrollo Sostenible), which is the Spanish branch
of the United Nation Sustainable Development Solutions Network, as well as different
activities with the Professional Association of Architects.
Some results/outputs of the Action Plan are being used also by other
organisations, like in the case of the "Guidelines against Harassment" and the
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"Women at UPM Report", which are still being used by other researchers and
universities.

2.6. Variations in the presence of women in different roles/positions
Some variations related to women researchers and their work are reported, as
expected in the description of work of the TRIGGER project.
Table 6 – Variations in the presence of women in selected roles and positions and/or in
gender related issues
October
September September
December
2013
2016
2017
2017
Publications in Spanish and
international journals concerning
10
>15
6
gendered research issues by
researchers of UPM
Targets for a balanced presence of
women in relevant decision-making
No
N/A*
**
Yes
positions and bodies identified and
fixed at UPM
Number of schools providing a
permanent offer of mentoring
1
1
20 (all)
3
programmes at UPM
Notes
* The team is working on that through the equality plan of UPM
** Action included in the Equality Plan. At least, in each School a "gender contact point" should be established in
order to achieve this and other objectives.

D. SUSTAINABILITY
Different contacts have been established by the Team with national or
international networks, associations or S&T organisations in order to access further
human, material or economic resources to entirely or partially support the
implementation of the Action Plan or its sustainability beyond the conclusion of the
TRIGGER project. In this regard, the following points can be highlighted.
 The mentoring activities and some related trainings, are being supported by private
and public funding, included in the new Mentoring Programme.
 The new Master Programme will be funded by the Regional Government of
Madrid.
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 The UNESCO Chair is signing different agreements and contracts with external
institutions (public and private) that will ensure the continuity of the TRIGGER
Team for at least 1,5 year after TRIGGER lifetime.
 The UPM has submitted a number of applications related to gender/equality
projects to get funds from H2020 calls (the results will be published by the EC in
December 2017 or January 2018). One of the proposals has been selected: RRINGResponsible Research and Innovation Networked Globally. The project is a
Research and Innovation Action (RIA), and belongs to the H2020-SwafS-2016-17
Call, under the topic SwafS-14-2017.
With reference to the creation of stable links with other bodies involved in the
implementation of gender equality initiatives in science, in enterprises or in other
sectors, the Team primarily recalls that the UNESCO Chair is member of the Global
Network of UNESCO Chairs on Gender. Moreover, other links have been established –
among others – with the University platform on women, gender and feminist studies.
The Equality Unit belongs to the working group Gender4UP (gathering the equality
units from the four technological universities from Spain).
As for Actions initiated in continuity with those promoted within the activities of
the Action Plan of UPM, the Team mentioned the new mentoring programme, while
the Equality Plan, approved in June 2017, can be considered as a major operational
setup activated by the Action Plan allowing to make its outputs definitive.

E.

RELEVANCE

1.

Changing scenarios and adapting plans

With respect to changes in the Action Plan to better ensure its adaptation to
modified conditions, the Team primarily notes that many of the actions activated by
TRIGGER at UPM are now included in the UPM Equality Plan, thus ensuring them longterm sustainability. Beyond that, the only change to be mentioned concerns Action
5.1.2. (Network of UPM women researchers), which – as said above – has been
replaced with a number of external networking initiatives undertaken both by the
UNESCO Chair and the Equality Unit.
According to the Team, the ongoing activities are still completely relevant to the
UPM’s needs of gender diversity management, of work-life balance for the personnel
and general needs in terms of increasing its competitiveness, excellence and
inclusiveness as a whole, identified during the design phase. According to the Team,

96

the relevance of the Action Plan to the wider territorial area UPM belongs and to the
innovation system of the main scientific areas concerned is also confirmed.
With specific reference to actions related to the promotion of gendered research,
the Team reported that the TRIGGER blog has an average of 4,500 visits per year.
Moreover, the activity to celebrate 8th March 2017, co-organized with students,
gathered more than 200 people in the hall of the School of Architecture. In November
2017 the Team was celebrating the 3rd edition of training for the Spanish Institute of
Mining and Geology, meaning a continuity and stabilization of the interest about
gender and equality in the field of mining engineering.
With reference to the dissemination of contents/results of the gendered research,
the Team reported that they published 10 publications or articles, some of them
edited or co-edited by members of the TRIGGER Team. Furthermore, they have been
invited to participate in summer courses and training programmes from other
institutions.

2.

Negotiation in action

In this third reporting period, institutional negotiations were of a great importance
to ensure the sustainability of the actions initiated under the Action Plan. An important
positive factor can be identified in the fact that the TRIGGER Team leader is also
UNESCO Chair on Gender Equality Policies, Technology and Innovation. This allowed
her to establish institutional agreements with different organisations and to increase
the weight of the Team in the internal negotiations. It is to consider that, due to the
changed context derived from the rectoral election in Spring 2016, the Team
introduced some changes in the overall strategy followed until then. This new
framework notwithstanding, the visibility and authoritativeness gained by the Team in
the previous reporting periods allowed it to keep on producing important results.
Among them, it is worth mentioning here the embedment of many actions activated
under the Action Plan into the newly established UPM Equality Plan (even though no
longer managed with a direct contribution of the Team), the launch of a new Master
Programme (scheduled on 2019) and the activation of the Mentoring Programme.
As for interpretive negotiation, some of the actions carried out under the third
reporting period also had an impact in this regard. In particular, we can mention the
Research study on women at UPM (Action 5.1.1.), the permanent training course on
Equal Opportunities (Action 5.1.3.), the activities for disseminating information on the
work of the Equality Unit (Action 5.1.6.) and the monitoring of the sexist language
(Action 5.4.1.). The interpretive role of the Action Plan seems to be now less related to
the need of simply showing the presence and size of gender inequality at UPM and
more aimed at accounting for the many dynamics reproducing inequality and the

97

possible measures to take for countering them. An evolution in this direction can be
then observed.
Symbolic negotiation is involved in some of the actions promoting a different image
of women scientists within the organisation and broadly communicating the need and
urgency for systematically contrasting inequality. In this perspective, some of the
actions can be mentioned as particularly concerned, including the visibility and
recognition attained by the Chair in Gender, Innovation and Sustainability (Action
5.5.1.), the proposal of women candidates for honorary degree (Action 5.8.1.), the
dissemination of women’s publications (Action 5.8.2.) and the information and
communication activities carried out through the web (Action 5.6.1.). To a certain
extent, also the development of the Guidelines for implementing protocols on bullying
and sexual harassment (Action 5.1.5.) has a symbolic value, since it makes it evident
both the presence of gender inequality and the engagement of UPM in this domain.
As for the operational negotiation, the already mentioned election of the rector
and the changes introduced (see the second reporting period in this regard) made it
more difficult for the Team to finalise the decisions taken into concrete measures.
However, the role of the UNESCO Chair and the increased networking activities helped
the Team keep on conducting important operational negotiations for ensuring that the
decisions deriving from the Action Plan and, more in general, its impacts were turned
into measures actually implemented.

F.

FINAL CONSIDERATIONS

The changes occurred in the previous reporting period related to the election of the
new rector, while has had some relevant effects on the role played by the Team within
UPM in the domain of gender equality policies, did not prevent the Action Plan from
attaining a new balance and achieving significant results.
In terms of effectiveness, differently from the previous reporting period, apart from
one specific case (Action 5.1.1.), all the actions have been fully and timely carried out
while the actual number of beneficiaries overall exceeded the expectations. This is a
good indicator of the vitality of the Action Plan also in this last implementation phase.
With reference to efficiency, the Team highlighted only problems related to UPM
internal procedures for reporting costs and approving expenditures, which made it
more difficult and time-consuming for the Team to manage the administrative aspects
of the Action Plan.
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As for impact, the levels of agreement and satisfaction are reported as increased in
comparison to the previous reporting period, while various change processes have
been activated within the organisation, of different nature, including organisational,
normative or procedural changes, changes affecting UPM policies or procedures, or
the development of new programmes and initiatives based on the Action Plan. Overall,
the Action Plan seems to have well managed the hindrances derived from the
profound modification of the institutional context so that, in this reporting period, its
"cruising speed" increased.
This more positive picture can be also observed for what concerns sustainability.
Important aspects of the TRIGGER Action Plan are now part of the UPM Equality Plan;
a new Master Programme will be launched within a couple of years; for other actions
(such as the mentoring programme), new institutional arrangements have been
defined. Moreover, the increased embedment of the Team in national and
international networks are opening up to new possible solutions for making
sustainable some actions and for transferring them in other institutional and
organisational contexts.
The relevance of the plan appears confirmed also in this reporting period.
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Appendix
Highlights from the interviews
to beneficiaries

100

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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Summary of the evaluation expressed by the participants in public initiatives

Participants' rating of the initiatives 2016 - 2017 - comparison between items
4.00
3.50
3.00
2.50
2.00
1.50
1.00
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4
Participants'
rating of the initiatives 2016 - 2017 - comparison between events

3.5

3

2.5

2

1.5

1
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Action Plan no. 2
Vysoka Skola Chemicko-technologicka v Praze
(VSCHT)
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Evaluations of the TRIGGER Actions implemented in 2017
By Anna Mittnerová, Marcela Grecová, Hana Bachárová
During the 3nd Reporting Period, evaluation forms, questionnaires, survey or interviews were
applied to the actions 2.3.1., 2.5.1. (held out of the reporting period relevant to this evaluation)
and 2.7.1.of the VSCHT TRIGGER Action Plan.
Here below, some examples of the evaluations are reported.

Action 2.3.1 Providing direct support to female researchers through an informal mentoring
programme
The mentoring programme for early career female and male researcher was organised as a pilot
programme in 2017 at VSCHT. The programme was attended by 11 pairs and one trio. Of the 12
mentees there were 8 women and 4 men, four of them were foreigners. The programme was partially
funded from internal sources of VSCHT; therefore we decided to cooperate with the specialists from
the external agency, who are experienced in delivering mentoring programme in a business sector. To
promote the form, importance and outputs of this "pilot cycle" of the programme at VSCHT, the
interviews with the mentors and mentees were shot on the video clips and in a shortened way
published at the website https://pkc.vscht.cz/mentoring/aktuality_mentoring/videorozhovory of the
mentoring programme. Two courses for mentees and mentors were organised at the beginning of the
programme cycle, the attendees were asked to fill in the evaluation questionnaires. The on-line
monitoring survey was carried out in the middle of the mentoring programme and final evaluation of
the whole programme was done at the end of the mentoring programme. On 12 December 2017 the
closing ceremony of the pilot year of the Mentoring programme at VSCHT was organised. Beside the
information about organisation of the pilot year presented by the coordinators of the programme, the
mentoring pairs and trio presented what they accomplished during this pilot year and what were the
major benefits for them from the mentoring meetings. The positive message from this final meetingis,
that mentoring meetings have had a very positive contribution for mentees and also for mentors. It
was recommended to continue in the next year. The final session was lead in English due to foreign
mentees. Here are some quotes of mentees and mentors:
 „Mentoring is one of the best decisions that I have made. With a mentor, I have made good
progress, and most of all, I would not have achieved it without him!"
 "I would say that the programme is already outstanding."
 "I would very much like to see more mentoring pairs in this project!"
 "Mentoring at UCT Prague is an excellent opportunity how to combine experienced and less
experienced professionals."
 "Mentoring gives me a lot of new views and perspectives for the work I do, and I suddenly
begin to think about topics in a different manner and can see what I couldn’t before."
 "It is a form how keeps oneself up-to-date in their field and science, which I always liked."
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"It gives me pleasure because a person in contact with young people is young as well and,
concurrently, I have the need to give back what I learned here to the students and graduates,
this is what fulfils and motivates me."
"It is not my intention to substitute supervisors of doctoral works, but I would rather like to
expand their views and look at the work more pragmatically, how it can be used for building
the career of the mentee."

The mentoring guidelines "Mentoring: Career Development of Early-stage Female and Male
Researchers" was composed by authors and coordinators of the pilot year Anna Mittnerova and Hana
Bacharova, The guidelines was published by VSCHT Publishing House, it is available as a publication
and in e-version on https://vydavatelstvi.vscht.cz/katalog/publikace?uid=uid_isbn-978-80-7592-008-9 .
The video interviews document in Czech and English with translations in subtitles is available on
https://pkc.vscht.cz/mentoring/aktuality_mentoring/videorozhovory.

Action 2.7.1.Organising 4 trainings to access decision-making boards and committees (under the
item 2.7. Actions promoting women’s leadership in the management of research)
The Action plan included one task aimed at delivering trainings to women researchers. The objective of
these trainings was to provide women academics with a skills and competence set that they could use
in the future for their progress to higher positions, particular to associate and full professor as these
academic positions are required for managerial positions such as vice-deans, deans, vice-rectors and
rector. The work on the training module design was launched in spring 2016. The training module was
delivered as eight workshops for a maximum of twelve women; four workshops were delivered in
autumn 2016 and the next four in 2017.

The Deliverable 2.10 "Report of the activities promoting women’s leadership at VSCHT" describes
needs survey and a survey in terms of reasons for low proportion of women in leadership positions,
designing and delivery of courses to a selected group of women aspiring to the leadership positions.
Designed training module was developed by the team in cooperation with a training organization. The
courses delivered in 2017 (Period 3) continued on those implemented in 2016 and were focused on
the following topics:
1.
2.
3.
4.

Managerial skills I
Managerial skills II
How to present myself
Stress management

For the evaluation the team generally uses a basic evaluation form(anonymous, filled by the workshop
attendees directly at the workshop or on-line after the workshop) with following questions:
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)
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6. Recommendation for organizers
Sometimes the team adds a couple more questions; depending on the group of attendees. The forms are
anonymous, but the team encourages attendees to write down their name and department. Nevertheless
they do it rarely.
The workshop evaluations were highly positive; on a five point scale no aspect of the training was below
4.7. The responses suggest that the trainings were tailored well to the needs of this group of women
academics. Some of the reactions recorded:
"It was super, I managed to sort out a lot of stuff."
"It was great. All expectations met. I was very satisfied."
"More workshops welcome"
Over the course of the delivery of the training module, the women who attended the workshops have
created an informal support network. The network will continue to meet after the project end, to share
experience, support one another and discuss professional issues. The network is self-organized.

Workshops evaluation examples
Workshop 1(20, April 2017): Managerial skills I, 10 participants, 6 questionnaire respondent
General satisfaction with the workshop
Satisfaction with the time of the workshop
Satisfaction with the venue of the workshop
Satisfaction with the topic of the workshop
Satisfaction with method of teaching

6 out of 6
6 out of 6
6 out of 6
6 out of 6
6 out of 6

The way beneficiaries were informed about the workshop
Via web pages of the project
2 out of 6
Via email invitation
4 out of 6
Via participation in previous workshops
2 out of 6
From ISAS newsletter
0 out of 0
Workshop 2(27, April 2017): Managerial skills II, 11 participants, 9 questionnaire respondent
General satisfaction with the workshop
Satisfaction with the time of the workshop
Satisfaction with the venue of the workshop
Satisfaction with the topic of the workshop
Satisfaction with method of teaching
Others

9 out of 9
9 out of 9
9 out of 9
9 out of 9
9 out of 9
It was very good, the expectations were met, I was
very satisfied it helps to personal development

The way beneficiaries were informed about the workshop
Via web pages of the project
3 out of 9
Via email invitation
5 out of 9
Via participation in previous workshops
1 out of 9
From ISAS newsletter
0out of 0
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Workshop 3(11, May 2017): How to present myself, 7 participants, 7 questionnaire respondent
General satisfaction with the workshop
Satisfaction with the time of the workshop
Satisfaction with the venue of the workshop
Satisfaction with the topic of the workshop
Satisfaction with method of teaching
Others

7out of 7
7 out of 7
7 out of 7
7out of 7
7 out of 7
Super, we have clarified a lot of things

The way beneficiaries were informed about the workshop
Via web pages of the project
3 out of 7
Via email invitation
3out of 7
Via participation in previous workshops
1 out of 7
From ISAS newsletter
0 out of 0
Workshop 4(25, May 2017): Stress management, 10 participants, 9 questionnaire respondent
General satisfaction with the workshop
Satisfaction with the time of the workshop
Satisfaction with the venue of the workshop
Satisfaction with the topic of the workshop
Satisfaction with method of teaching
Others

9out of 9
9 out of 9
9 out of 9
9out of 9
9 out of 9
Next workshops are welcome

The way beneficiaries were informed about the workshop
Via web pages of the project
2 out of 9
Via email invitation
7out of 9
Via participation in previous workshops
0 out of 0
From ISAS newsletter
0 out of 0
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Action Plan no. 3
Birkbeck, University of London
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Evaluation form – TRIGGER conference 21st June 2017
(7 forms out of 30 participants) – summary results
1) How was your overall experience of the event ? (1 =
insufficient – 5 = Excellent):

4.57

2) Which elements of the TRIGGER findings are most interesting
or applicable to your field?
- Those applicable to organization
- Childhood development
- Audience discussion and varied perspectives from panel
- Leadership
- research elements
- Networking
- Academic commercialisation
- Panel discussions
- Leadership
- Panel discussions: this was much more relevant! - - Diversity of professions on the panel
- The experience and knowledge of the panel
- Panel
- Statistics to show TRIGGER has had an impact
- Discussion about what works
- Discussion about how addressing ongoing issues

3) Content and design
a. The TRIGGER findings were explained clearly to me
b. The content was relevant to my field of work
c. I feel I can apply what I have learnt in my field of work
d. The format of the event and panel discussion was
effective
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4.29
4.29
4.00
4.71

4) Further comments (if any)
Excellent panel - Thank you
Pooling TRIGGER findings with other organisations doing similar work
Networking booklet was not clear in findings
Good panel discussions
The event could be better promoted in social media for outreach benefit of TRIGGER
Well done to all involved
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1/6

TRIGGER Networking Impact
Showing 23 of 23 responses
Showing all responses
Showing all questions
Response rate: 23%

Welcome to TRIGGER survey
1 Please, indicate to which event organised by TRIGGER you took part
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Action Plan no. 4
Université Paris Diderot, Paris 7
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Summary evaluation of the gender training for the first year students –
Edition 2017
In general, how satisfied are you with the
training?
W
Very satisfied(1)

M

T

%W %M %T

50

12

62

17

11

16

148

39

187

52

35

47

Neutral (2)

73

44

117

25

40

29

Dissatisfied

13

10

23

5

9

6

3

5

8

1

5

2

287
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397

Satisfied

Very dissatisfied (3)
We have significant differences in the
satisfaction about the training, the
methodology and the pedagogy, depending
on the trainer
(1) 63% of the L1 students are satisfied or
very satisfied about the training (69% of
women and 46% of men)
(2) 29% are neutral (25% of women and
40% of men)
(3) 8% of the L1 students are dissatisfied or
very unsatisfied (6% of women and 14%
of men)

What is your degree of satisfaction about
(1= low; 5=high)
The existence of this training

3.2

The access

3.6

The communication

3.6

The issue covered

3.6

The methodology

3.3

The pedagogy

3.6

The duration*

2.5

The organisation
* A lot of students said in their comments
that the training is too long (3h30)

3.3
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Action Plan no. 5
Universidad Politécnica de Madrid
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Area of finance and human resources
Service of human resources
Continuous training plan 2017
Call from 06/13/2017 to 06/14/2017
Teacher: Inés Novella Abril
Section of training, selection and promotion
Urban planning, housing and the environment from a gender perspective
General evaluation of the course
Forms: 12
Score: 5 Excellent, 4 Very good, 3 Good, 2 Fair, 1 Bad
1.
2.
3.
4.
5.
6.
7.

Domain / knowledge of the speaker on matter
The transmission and exposure capacity has been clear
Tuned well with the participants
The methodology was adequate to the objectives and program of the course
The training received will improve the way of doing your job
I would recommend the course
General evaluation of the course

4.75
4.75
4.75
4.33
4.00
4.50
4.58

Observations/suggestions from the participants
 I would add more visual resources, photos and videos, as an example of situations.
 It would be better like a branch of a more integral treatment.
 Very good speaker, clear and explicit contents, very good command of urban and gender issue
 Of this course, eminently theoretical, there could be continuity with the celebration of a
practical workshop on some public space, for example.

122

