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INTRODUCTION
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1. Institutional framework
The TRIGGER project
The TRIGGER project has been funded by the European Commission under the 7th
Framework Programme, with co-funding from the Italian IGRUE (Inspectorate General for
Financial relations with the European Union, Ministry for Economy and Finance). The topic
it responds to was "Supporting changes in the organisation of research institutions to
promote Gender Equality" (SiS 2013.2.1.1-1). Such a topic promotes the shift in focus
progressively introduced by the Commission from individual women scientists to research
organisations and universities as the main targets of actions aimed at supporting gender
diversity in science and technological innovation. A particular attention is devoted to the
integration of gender in curricula and research content.
In this framework, the TRIGGER project has been designed with the general aim of
consolidating the many and valuable results of the process initiated by the EC since more
than ten years now in the domain of gender and science, and contributing to take this
same process one step further, also in the perspective of the Horizon 20201 purpose of
implementing actions to remove barriers preventing women from pursuing successful
scientific careers. To this end, the most relevant aspect of TRIGGER is the implementation
of four-year long gender equality Action Plans in five European research organisations.
Another important contribution of TRIGGER was the development of an Integrated Model
for structural change, that is, a strategic and operational guidance for universities and
research organisations to achieve deep, systematic and long-lasting change in internal
gender arrangements and equality.
The TRIGGER Consortium is composed of the following partners:
1. Dipartimento per le Pari Opportunità - DPO, Presidenza del Consiglio dei Ministri (Italy,
Coordinator)
2. Assemblea delle Donne per lo Sviluppo e la Lotta all'Esclusione Sociale - ASDO
(Italy)
3. Università di Pisa - UNIPI (Italy)
4. Vysoka Skola Chemicko-Technologicka V Praze - VSCHT (Czech Republic)
5. Institute of Sociology of the Academy of Sciences of the Czech Republic - ISAS CR
(Czech Republic)
6. Birkbeck College, University of London - BBK (United Kingdom)
7. Université Paris Diderot, Paris 7 - UPD (France)
8. Universidad Politécnica de Madrid - UPM (Spain)
1

See European Commission (2011), Communication from the Commission to the European Parliament,
the Council, the European Economic and Social Committee and the Committee of the Regions. Horizon
2020 - The Framework Programme for Research and Innovation, Brussels, 30.11.2011.
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9. Istituto per la Ricerca Sociale - IRS (Italy).
In the TRIGGER project structure, the implementation of the five Action Plans has been
supported by cross-cutting actions (WP6 - Technical Assistance and Evaluation; WP7 Integrated Model for Structural Change; WP8 - Networking, Dissemination and Public
Communication; WP9 - Management) under the responsibility of ASDO (WPs 6 and 7), IRS
(WP8), and the DPO (WP9).

1.1.

The accompanying research

The activities included in Work Package 7 "Integrated Model for structural change"
aimed at drafting Guidelines to launch processes of structural change towards gender
equality in other science organisations, by taking stock of the implementation of the
TRIGGER Action plans, as well as the other initiatives under way in Europe, in terms of new
knowledge and concrete indications. To this aim, a research has been implemented and a
mutual learning process has been conducted also involving other EC-funded structural
change projects. Both actions aimed at activating a shared process toward the
identification of a set of views and building blocks of structural change, based on ongoing
and/or recent experiences, resulting in the final Guidelines of the project (deriving from
two tasks, i.e. Task 7.1. “Accompanying research”, and Task 7.2. “Mutual learning process
open to other European projects funded under FP7”2).
This deliverable D7.4 "Final report of the accompanying research on implementation
dynamics" is part of WP7. It contains a description of the accompanying research (in terms
of analytical and methodological strategies and tools) and a short presentation of the
results of the research.

1.2.

Purpose and structure of the document

As said above, the accompanying research was mainly meant to feed the TRIGGER final
guidelines, explaining its main results and providing suggestions for further action. In this
report, the empirical base of the research, duly updated to the last months of the project,
is presented and briefly commented.
The document was drafted by Giovanna Declich and Luciano d’Andrea (ASDO) with the
support of the ASDO project team.

2

To favour the comparability of experiences and thus the exchange productivity, the choice was made
to more directly involve the projects with a similar purpose funded in the same period (2010-2013).
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The document is made up of three chapters, including this introduction (chapter one),
which includes a description of the institutional, theoretical and methodological settings
and the activities carried out.
Chapter two presents the empirical base of the accompanying research. Forty
Implementation Dynamics (IDs) are illustrated through a grid reporting a short description
of each dynamic and the account of the indicators used to analyse it (see theoretical
framework).
Finally, chapter three provides some final consideration on the structural change
dynamics emerging from the observation of the Action Plans.

2. Theoretical framework
The theoretical framework of the accompanying research is based both on the past
experiences made by ASDO in structural change projects3 and the international literature
on gender equality in science and technology. A detailed description of the theoretical
framework is given in the deliverables D7.1. "Observation model of the accompanying
research on implementation dynamics" and D7.3 "Mid-term report of the accompanying
research on implementation dynamics".
Here below, it is worth mentioning some key elements of the theoretical framework,
starting from the concept of Implementation Dynamic adopted in the accompanying
research.
The Implementation Dynamics (IDs) were situations in the development of the Action
Plans relevant to the analytical framework of the research and which revealed to be able to
support or hinder structural change processes. From the operational point of view, they
are defined as situations: 1) relevant to one of the observation areas, namely,
transformational group, agency, structural circumstances, outcomes; 2) having an
empirical referent, that is, referring to real episodes/events and not being totally cognitive
in nature; 3) having a direction, that is, being apt at supporting or hindering the structural
change effort.

3

See the outputs of the projects: PRAGES (Practising gender equality in science:
http://www.retepariopportunita.it/rete_pari_opportunita/userfiles/progetti/prages/pragesguidelines.
pdf); WHIST (Women hitting the target in science and technology: http:
//www.retepariopportunita.it/Rete_Pari_Opportunita/UserFiles/whist/whist_gl_def_ok_28112011.pd
f); STAGES (Structural transformation to achieve gender equality in science:
http://www.projectstages.it/index.php/it/archivio-speed-it/item/284-the-stages-guidelines-availableonline).
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The theoretical framework of the accompanying research included the following
(strictly interrelated) aspects:





Distinguishing between plans and processes of change
Adopting a broad concept of institution
Identifying multiple aspects of the process of change
Modelling the process of change according its components.

Based on these elements, the experiences of the TRIGGER Action Plans have been
analysed and grouped to identify recurrent patterns (strands) in the process of change.

2.1.

Differences between plans and processes

Based on the relevant theoretical and practical knowledge on how the process of
change actually develops generated by the structural change projects, as it clearly emerged
during the mutual learning conducted throughout the TRIGGER life, it is possible to say that
there is almost always a gap between how a GEP has been planned – the GEP “on the
books” – and how it is actually develops – the GEP "in action".
The TRIGGER proposal has been to analyse, and to focus the effort of the guidelines on,
so to say, the management of GEPs in action: how to turn a GEP into a real social process
able to autonomously evolve over time beyond the project lifespan, identifying some of the
key features of the structural (or institutional) change process in itself.

2.2.

A broad concept of institution

In general, institutional change is mainly used to refer to the idea of the rules of the
game of a given organisation (existing procedures, guidelines, protocols, formal or informal
regulations or organisational charts). However, changing an organisation cannot only mean
a change in the rules, but also and mainly a change affecting the actors involved.
To attain this level – the level of the actors – another concept of institution is needed,
one that belongs to the sociological tradition4. In this disciplinary domain, the concept of
institution refers to the relational, cognitive, emotional and behavioural patterns that
largely contribute to the reproduction of social life, so that they tend to be taken for
granted and shared by the majority of people. In this deeper and extended meaning, the
concept of institutional change relates, not only to the rules of the organisation, but also to
4

Berger, P. L., Luckmann T. (1966) The Social Construction of Reality: A Treatise in the Sociology of Knowledge,
Garden City, NY, Anchor Books; North, D. C. (1990) Institutions, Institutional Change and Economic Performance,
Cambridge University Press, Cambridge.
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the life of people and groups, thus affecting, e.g., ideas, beliefs, values, worldviews,
interests, personal and collective orientations, social meanings, and emotions.
Both concepts of institution have been kept into consideration since, in the case of a
complex, persistent and deeply rooted phenomenon like gender inequality, institutional
change quite inevitably affects both the rules and the social patterns underlying them.
More specifically, what usually emerges is that:
Changing social patterns is necessary to sustain organisational change
Organisational change is necessary to trigger a change in the social patterns and to keep on
modifying them over time, so as to make them fully embedded in the life of the
organisation.

2.3.

Multidimensional view of change

To avoid confusion between the two concepts of institution, or a reductionist attitude
leading to only considering one of those, a multilayer view of change was adopted from
the beginning in developing the TRIGGER project and setting up the mutual learning
process. It lays on the idea that institutional change, precisely because it affects both the
rules of the game and the players involved, encompasses many factors not immediately
visible, but able to greatly condition the possibility that change occurs.
To give a sketch of this approach, influencing the actors mainly means to activate an
interpretive and symbolic change.



Interpretive change concerns the perception of gender inequality in the
organisation, which is often denied or overlooked, through the production and
dissemination of evidence.
Symbolic change refers to the image of science, strongly based on a masculine
symbolism, to be overcome by supporting women scientists’ visibility and
removing stereotypes in language, communication, images, organisation of
space and time, and in general in anything that can construct and transfer shared
cultural meanings.

On the other side, changing the rules of the game is prevalently linked to normative and
operational transformations.




Normative change affects formal and informal norms, procedures and
organisational arrangements within the organisation and their explicit or implicit
impacts on gender-related issues.
Operational change relates to whatever mechanisms allowing a change to
actually happen in a reasonable time after a normative change occurred.

8

2.4.

Components of the change process: an elementary model

To the purpose of the guidelines, an elementary model of the institutional change
process, large and open enough to integrate information and cases from different
contexts, action plans and projects was developed. It also takes into account both the
results an action plan may achieve and the risks which it can undergo. The choice to
develop a model of change was made in consideration that it is also possible for an action
plan to produce some immediate results without generating any institutional impact (i.e.,
any permanent or long-term cumulative changes)5 because of the influence of risk factors
making change more difficult to take root. Hence the need for a model of institutional
allowing to better discriminate between superficial short-term changes, unable to alter the
“structure” of gender inequality, and deeper long-term changes, which on the contrary
have some chances to permanently modify such a structure.
The model includes four different components of the change process, distinguished for
analytic and conventional reasons, which evolve and interact with each other throughout
the implementation of a gender equality action plan.


Transformational agent is the component of the process in which a group of
people (a team) progressively becomes a transformational agent within its
organisation, being gradually more and more able to manage the complexity
inherent in institutional change through a gender action plan.



Activation and mobilisation affects the ways through which a gender action plan
succeeds in mobilising and involving other actors and individuals, achieving the
consent, energy and support necessary to trigger a process of change.



Making an impact refers to the capacity of a gender action plan to actually alter
existing institutional arrangements, activating a process of change, which
strongly depends on factors and risks needing a constant observation.



Sustainability affects the ability of an action plan to activate mechanisms
allowing it to keep generating impacts after completion, not only formally
securing organisational change, but also introducing social levers of change
ensuring a constant improvement of gender equality in the long run.

5

As regards the distinction between results and impacts, see: European Commission (2015) Horizon
2020 indicators. Assessing the results and impacts of Horizon, Directorate General for Research and
Innovation, Luxembourg: Publications Office of the European Union.
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3. Methodological framework
3.1.

Approach

The accompanying research was based on a qualitative and documentary approach.

3.2.

Sources and tools

The sources of the accompanying research were "live" (i.e., the project teams and other
representatives of their institutions) and "documentary" (official and unofficial
documents), mainly accessed on the occasion of technical assistance and evaluation
activities (WP6).
As for technical assistance, the following documents were consulted (in brackets, the
type of texts or the technical tools applied are mentioned):
 Monitoring sessions on individual Action Plans (bilateral monitoring notes and
database)
 Mutual learning sessions internal and external to the TRIGGER consortium
(reports)
 On-site visits to the Action Plans (grids, notes and questionnaires)
 Project deliverables such as the Feasibility study on sustainability, the
Sustainability Plans or reports of individual actions in the Plans.
As for evaluation, the sources considered are:
 (when relevant) Beneficiaries of the actions and other stakeholders
(questionnaire administration, focus groups)
 Members of the international board of scientific advisors (IBSA) and other
external experts (questionnaire administration)
 Team members consulted through the ongoing evaluation process (grids and
annual reports).
In addition, official documentation of the Action plans, as well as internal working
materials are included as important sources of information for the accompanying
research. The research has been thus considering:
 Project deliverables of the work packages 1 to 5, corresponding to the Action
Plans
 Presentations to and minutes of the steering committee meetings and the IBSA
meetings
10

 Periodic reports to the EC
 Project newsletters
 Other documents recording activities and reflections of the action plans’ teams,
like research reports, internal plans and self-evaluation, statistical data, etc.
The sources have been analysed through an appropriate reading grid, designed to
collect information related to change dynamics from texts, be they transcripts of oral
sources, like monitoring sessions or interviews, or different written documents drafted by
the TRIGGER teams.
The grid was the base for the database of Implementation Dynamics, built on Access.
To deepen some specific Implementation Dynamics, identified through the analysis of
the sources, semi-structured interviews addressed to the team members of the TRIGGER
action plans were conducted. The interviews were recorded and transcribed.

4. Description of the activities
3.3.

The first phase (July 2014 – September 2016)

In this phase, the main activity was that of gathering information from the different
sources. The collection, which began with the launch of the APs, then continued, as will be
seen, also in the subsequent phases.
Starting from January 2015, through a processing procedure of the many sources of
information connected with the technical assistance and evaluation of the Action Plans,
the most relevant structural change Implementation Dynamics were identified. These
were collected in a database.
The relevant phenomena for the analysis of structural change, collected in the
database, provided the empirical base for the accompanying research to identify recurrent
patterns and emerging tendencies in the structural change dynamics.
To analyse the phenomena identified, an interpretive content analysis approach was
applied, not focused on the linguistic structure of the texts, pertaining to how facts are
reported, but on the extra-linguistic contents, and therefore on the facts and opinions
reported in the sources.
The process adopted included the following main steps.
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First of all, the sources were analysed to identify excerpts relevant to the analysis of
the structural change dynamics.
Then, all the excerpts were coded and aggregated in a way to identify larger diachronic
phenomena which emerged as relevant Implementation Dynamics, generally including
both positive and negative elements, in the development of the Action Plans.
The IDs were then analysed and described through a grid and recorded in a database
(built on Access), illustrated in details in the Mid-term report of the accompanying research
(D7.3 – April 2016), together with a first account of the dynamics emerged.

4.2. Summing up: the process leading to the final set of Implementation
Dynamics (October 2016 – August 2017)
To finalise the set of Implementation Dynamics to analyse, which as it was said before,
also fed the final guidelines (Deliverable D7.5), a consultation among partner was made,
according to the following procedure.
The ASDO team developed a first idea of the structure to be adopted. The structure was
discussed with and approved by the TRIGGER partners during the Steering Committee of
February 2017.
Meanwhile, each partner was asked to indicate examples of strategies, methods or
tools they successfully used to cope with some aspects of the process of change. These
examples, integrated with the ones collected in the database of the Implementation
Dynamics up to the end of 2016, were regrouped into themes (patterns of problems and
patterns of solutions), thus creating clusters of cases.
The list of the clusters, regrouped into the four components of the process of change
and, inside them, according to the main dimensions of change they refer to, was submitted
to the partners during a subsequent phase of consultation and in-depth interviews
(February-April 2017). The attribution of the examples to the clusters and components,
largely conventional, was reviewed after the phase of interviews and consultation.
An at-distance interview was organised by the ASDO team with representatives of the
TRIGGER partners to collect in-depth information on the examples provided.
The ASDO team developed the examples into texts which were sent to partners for
revision and approval (May-July 2017), before the whole Guidelines being submitted to the
TRIGGER International Board of Scientific Advisors (IBSA) for their revision (August 2017).

12

4.3.

Updating and further reflection (September – December 2017)

After the delivery of the TRIGGER guidelines, the collection of information about the
Implementation dynamics coming from the TRIGGER experience followed on. Indeed, the
last project year represented for all the action plans a turning point in terms of institutional
change, allowing the dynamics to conclude in most cases in a positive way.
To favour the analysis, and to continue adopting the methodology set up in the first
part of the project, the database was updated, applying the same indicators already
utilized.
The results of this operation are summarised in the following chapters of the report.
The report was delivered at the end of February, as agreed with the project officer, so as to
favour the incorporation of recent information coming from the last activities of the
TRIGGER action plans, still going on in December 2017, in order to take into account the
results and impacts obtained by the Action Plans, also in the last weeks of implementation.

13

CHAPTER II
THE EMPIRICAL BASIS OF THE
ACCOMPANYING RESEARCH
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As said above, the empirical base of the accompanying research is made up of 40
Implementation Dynamics emerging from the five action plans carried out under
TRIGGER. In this chapter, these dynamics are presented.
For each of them, the following elements are provided:
 A title identifying the dynamic
 The Strategic area involved (friendly environment, gender-aware science;
women’s leadership) with the dynamic
 A short description of the dynamic, containing a diachronic account of the events
occurred
 A short comment (under the title “outcomes/sustainability”) concerning the
expected evolution of it at the project end.
The description is followed by a synthetic form reporting, for each dynamic, which
indicators were recorded during the research. Here below, the indicators are
described in brief.
 Involvement, in the ID, of the main players/interlocutors concerned (core team;
extended team; network; university institutions; other external institutions; the
public – both internal and external to the organisation).
 Presence of transformational group effectiveness indicators in the ID: shared
strategic vision; internal cohesion; involvement of internal stakeholders, including
other pro-women groups; men’s involvement; each indicator is alternatively
reported as positive (when it refers to a situation favouring the implementation
of the action plan), negative (when it refers to a situation hindering the
implementation of the action plan), negative/positive (when it refers to the
presence of both positive and negative situations) or absent.
 Presence of agency indicators, concerning the activation of supporting or
resisting agencies (consensus level of beneficiaries on the actions; stakeholders’
involvement
in
action
delivery;
establishment
of
new
groups/networks/institutions around AP activities and goals; attendance to
activities and events; presence in internal and external communication
networks); again, indicators are alternatively reported as positive, negative,
negative/positive or absent.
 Presence of indicators of structural circumstances either facilitating or hindering
structural change (policy-related; cognitive-cultural; organisational-bureaucratic;
economic; normative; time-related; communication-related); also in this case,
therefore, indicators can be positive, negative, negative/positive or absent.
 Presence of structural impacts, that is structural results (pertaining to four
dimensions: interpretive, symbolic, normative and operational), which have been
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achieved and secured as permanent, with already formally identified and devoted
human, technical and financial resources.
 Presence of conflicts (pertaining to four dimensions: interpretive, symbolic,
normative and operational).
 Presence of ongoing negotiations (pertaining to four dimensions: interpretive,
symbolic, normative and operational).
 Presence of provisional or ambivalent impacts (pertaining to four dimensions:
interpretive, symbolic, normative and operational).
 Presence of positive or negative effects of introducing gender in research on the
actual implementation of the three different strategies (friendly environment,
gender-aware science; women’s leadership).
 The type of assets which are directly involved in the dynamics, defining “assets”
as any tangible (e.g., equipment, funds) or intangible element (e.g., social ties and
networks, professional recognition) which is considered important or
indispensable in a given institution, including research organizations, for pursuing
one's own professional objectives and to advance in the career; the assets taken
into considerations are as follows:
1. Physical assets (e.g., access to lab and office space; access to updated
computers, software, and supplies; access to equipment such as medical
equipment, office equipment; access to papers or publications)
2. Economic assets (e.g., salary, research funds controlled by the institute; travel
funds; scholarships; rewards due to being members of boards and
committees; rewards due to being assigned to specific tasks or functions)
3. Assets related to career positions (e.g., participation in committees and
boards; position-related benefits like car parking places; control over
personnel and resources)
4. Assets related to information (e.g., facilitated communication with top
leaders; access to data related to the professional activities or the life of the
organisation; facilitated access to the administrative offices or other
organisation units)
5. Assets related to human resources (e.g., assignment of assistants, secretary
services, trainees or other kind of personnel)
6. Assets related to professional recognition (e.g., invitations as speakers for
colloquia or seminars; access to desirable work assignments; scientific
publications; nomination for awards; rapidity of promotion; presence in the
media)
7. Assets related to social networking (e.g., participation in informal decision
making networks, both internal and external to the institution; participation
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to local, national or international professional associations and scientific
societies; external support thanks to one’s own political, religious or other
kinds of affiliation)
8. Assets related to services (e.g., childcare services; meal allowance; clerical or
administrative assistance)
9. Assets related to time (e.g., autonomy in organising the time of one’s own
professional activity; access to leaves and sabbaticals; possibility to avoid
time-wasting activities or uncomfortable work shifts).
 Presence of external social or political pressure based on the increasing
recognition of what has been called “gender social value”, urging the research
institution to commit itself, at least to some extent, to equal opportunities and/or
the promotion of gender-sensitive research.
The dynamics are sorted following the four elements of the elementary model of
change described in chapter 1 (see 2.4.):
-

Transformational agent (5 IDs)
Activation and mobilisation (10 IDs)
Making an impact (13 IDs)
Sustainability (12 IDs).

17

Transformational agent

1. Planning the involvement of experts from the beginning
Strategic area: General
Description: In a technical university implementing a TRIGGER action plan, an extended team was
created before the start of the project, already including representatives of the scientific staff in the
different schools involved and the Gender Unit of the University. This choice was due to the
characteristics of the institution, a technical university, where there was the need to create a link
among different research lines, schools and departments (where gender contents and expertise were
present to different extents), and the management team of the University.
On the one hand, it was necessary to take advantage of the knowledge of the university structure and
procedures held by the Gender Unit, which was part of the rectorate.
On the other, scientific knowledge of gender contents and methods of the technical disciplines
represented in the university were held by the senior and junior researchers that were part of the
team.
In the first part of the project, cooperation was very effective, thanks also to the prestige of the team
coordinator and the reciprocal support among the team members, not limited to common work on
gender equality. This enabled the differences in perspectives, background and language between
scientists and administrative or managerial staff to be overcome.
A change in the management of the institution modified this scenario. The new rector and his staff set
different priorities and had different ideas about gender equality, mainly affecting the work of
administrative and managerial staff. Gender was subsumed under more generic headings, together
with other equality issues, without increasing the number of employees devoted to equality. As a
consequence, friction among team members occurred, which at times hindered fruitful cooperation.
With time, informal arrangements were found by the team to adapt to the new circumstances, which
allowed internal difficulties to be overcome and to move forward with the project’s actions.

Outcomes/sustainability: The mixed composition of the team made it possible to design and
implement actions of different kinds, addressing various audiences (students, researchers, technical
personnel, etc.), both in the schools and at university level, always maintaining relations with top
leaders and external actors (e.g., local authorities, representatives of other universities, professional
associations etc.). Some changes were introduced with respect to the initial plans to adapt to internal
dynamics.

18

Transformational agent

INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional

Yes
No
No
Yes
No
No

CONFLICTS:
Institutional, Operational, Symbolic
NEGOTIATIONS:
Interpretive, Symbolic, Institutional, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Pos/Neg
2. Internal cohesion:
Pos/Neg
3. Involvement of internal stakeholders: Pos/Neg
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
No

Pos/Neg
Pos/Neg
Positive
Positive
Positive

Pos/Neg
Pos/Neg
Neg
Neg
Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

Yes
Yes
Yes
No
No
No
Yes
No
No

GENDER SOCIAL VALUE:
Yes
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Transformational agent

2. Gender equality strategy struggling for gaining space and visibility in the
institution
Strategic area: General
Description: The University had already a long track record in commitment to gender equality.
Indeed a Gender Equality Office was created and a gender policy has been in place since 2010. The start
of the TRIGGER project raised the level of expectations around the possibility of implementing a wider
range of actions, not only at University level, but also in a larger network of local universities, bound to
be merged following a national policy.
During the project lifespan, the Gender Equality Office had the opportunity to promote new actions,
while others were extended to the network of universities. This brought an increase in the visibility and
reputation of the Gender Equality Office, despite its limited staff (only three people, two of whom
employed through temporary contracts, thanks to project funds). No additional personnel were hired
to handle the new commitments, despite the reiterated requests of the project team, due to the
contingent situation of the national reform of universities and the shortage of funds.
Some external factors came into play during the project. At the national level, on the one hand, new
laws on equality entered into force, also affecting public universities, so that gender equality was
included in the public agenda. On the other hand, the on-going national reform of the higher education
was imposing huge restructuration processes on universities, with the subsequent reallocation of
personnel and budget. In this framework, the external political debate on gender theories, often
questioned as non-scientific and strongly ideological, started to have an influence on the status of the
staff in charge of gender equality issues.
In the organisation, different and sometimes opposed positions emerged towards the need to
strengthen the gender equality office. The newly elected president was initially little supportive
towards the gender equality policy within the institution and little inclined to enhance efforts in this
direction. Other top leaders, instead, members of the project think tank, expressed their endorsement.

Outcomes/sustainability: The extension of the project’s actions to a larger network of local
universities, as well as the intensification of public initiatives on gender equality, had an important
impact on the working conditions of the project’s team members. If on the one hand this situation was
very challenging for them, it made the action of the university on gender equality more visible and
highlighted the project’s results. Furthermore, it reinforced the support of the leaders of the university
to the team.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

Yes
Yes
No
Yes
Yes
No

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

STRUCTURAL IMPACTS:
Institutional
CONFLICTS:
Institutional, Operational
NEGOTIATIONS:
Interpretive, Symbolic, Institutional, Operational
Positive
Positive
Positive
Positive

AMBIVALENT IMPACTS:
No

Pos/Neg
Positive
Positive
Positive
Positive

Positive
Pos/Neg
Pos/Neg
Pos/Neg
Positive
Pos/Neg
Pos/Neg

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
Yes
No
Yes
No
Yes
Yes
No
No

GENDER SOCIAL VALUE:
Yes
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3. Creating and managing a network of internal referents for gender equality
Strategic area: Women-friendly environment - Actions promoting change in organisational
cultures and behaviours
Description: As initial activity of the project, upon initiative of the university president, an internal
network of referents for gender equality of all the university departments and services was established,
with the intention to enhance the support to the project activities and, in general, to the university
gender policy. Both scientific and administrative self-candidate personnel, ratified by the university
representative councils, form part of it. The referents meet twice a year in plenary and are involved in
between in several project activities.
Due to their position in the institution (some of them are present in elective bodies), in several cases
the referents represented an effective support to the implementation of the action plan. On the other
side, the steady opposition of one of them prevented the team to timely and fully implement a series of
innovative actions on gender in research. After the initial enthusiasm, a certain stagnation and passivity
occurred in the participation of the referents in the meetings, more frequent in administrative staff,
having a lower status in the institution.
To overcome the passivity and prevent defections, the team tried to give a role to anyone, asking to
actively involve the referents in drafting the new gender plan of the university. The effort proves
successful and the team can count on the active collaboration and initiative of the most part of
referents.
A silent conflict with the new President (taking her charge during the first project year) emerged about
the intensity and visibility of gender equality activity. Another conflict emerged between some
referents and the team, in relation to the entitlement and leadership of actions connected to gender in
research.
As favourable factors, the initial situation of the university due to its longstanding tradition of gender
equality and political progressivity favoured the launch of an internal network. Some new laws
concerning equality in public institutions entered into force during the project lifespan. The position of
the coordinator of the gender equality office in the presidential team, as well as the existence of a
TRIGGER think tank including some research leaders, facilitated the access to the needed information
and the relationship with all the departments and offices of the university.
On the contrary, a hindering element has been the ongoing reform of higher education system in the
country absorbed the President attention and pushed her on extremely prudent positions. The current
idea that gender equality is a separate issue from gender in research hindered the implementation of
some planned activities in due time.
Moreover, one of the network member, a social scientist, initially opposed the actions aimed at
promoting the gender dimension in research contents, arguing that these actions were extraneous to
gender studies. Her positions changed later thanks to an increasing cooperation with the team in
implementing one of these actions. However, this situation involved a delay.
A formalised procedure to appoint the referents was followed and formal convocations are periodically
made. To keep the network informed and active, working and communication ways allowing an at-adistance coordination are adopted by the project team.
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To make it possible having an active cooperation, the members of the network have been consulted on
their needs as gender referents and subsequently involved in the design of the new equality plan of the
university.

Outcomes/sustainability: The new equality plan of the institution has been prepared counting on
the active collaboration of the referents. Their involvement allowed to implement actions otherwise
impossible to do. The network is currently extending, with the attempt to encompass all the university
departments and services.

INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

STRUCTURAL IMPACTS:
Institutional, Symbolic

Yes
Yes
Yes
No
Yes
No

CONFLICTS:
Institutional, Operational
NEGOTIATIONS:
Institutional, Interpretive, Operational
Positive
Positive
Neg/Pos
Positive

AMBIVALENT IMPACTS:
No

Positive
Positive
Positive
Positive
Positive

Neg/Pos
Neg/Pos
Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
Pos/Neg
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
Yes
No
Yes
Yes
No
No

GENDER SOCIAL VALUE:
Yes

Positive
Positive
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4. Ensuring a full time coordinator
Strategic area: General
Description: The TRIGGER team had devised a rich and articulated action plan, which was
implemented (by necessity) under the responsibility of a differentiated group of people, both located in
research departments and in the central services of the institution. In the first project year, all the team
members worked on a part-time basis. The project coordinator had a role at the rector´s office,
supporting European project design and management.
The position of the project coordinator helped her reach out to different kinds of people and the top
leadership of the institution, giving the gender action plan a certain visibility. However, in a period of
intense change of national higher education laws, her institutional responsibilities made it difficult for
her to keep up with all the deadlines and project actions. As a consequence, some actions had to be
delayed due to the work overload of both the coordinator and other persons (who were working parttime). This caused a certain stress inside the group implementing the project. At the end of the first
year, the decision was taken, also on the advice of the external evaluators, to appoint a project
manager to give continuity to the project’s action and to help coordinate the group.
The additional investment in human resources expressly devoted to the gender action plan has allowed
the team to implement a comprehensive action plan and to start consolidating its results after the
conclusion of the project.
The current working conditions of employees in all the universities of the country, unfortunately, don’t
allow to pay high salaries, neither to scientific personnel, nor (even more) to employees in
administration and management. For this reason, in the final months of the project, the person hired as
manager (as others did before) left for a better employment outside and was partially replaced with a
part-time employee. Negotiation efforts have been done with the university management to assure a
support to the follow-up of the TRIGGER actions after the project end.

Outcomes/sustainability: A first result has been to have from the management of the university a
formal assignment to the TRIGGER team leader for implementing a series of activities continuing the
TRIGGER path. A further step is keeping the support of the other team member also for the future. As
was negotiated, the activities will continue particularly under the Personnel department where the
project team leader was appointed since 1.1.2018, the next activities as a mentoring and career advice
will be provided by the newly established Advise and Career Centre, and the competition entitled to a
national woman scientist former Dean of faculty at the university will be managed by the Department
of Research and Development.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional

Yes
Yes
No
No
No
No

CONFLICTS:
Inside the team
NEGOTIATIONS:
Institutional, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Pos/Neg
2. Internal cohesion:
Pos/Neg
3. Involvement of internal stakeholders:
4. Men’s involvement:

AMBIVALENT IMPACTS:
No

AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

Neg/Pos
Negative

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
No
No
No
No
Yes

GENDER SOCIAL VALUE:
No

Negative
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5. Securing a stable position to gender equality officers
Strategic area: General
Description: During the first year of the TRIGGER project, the University decided to open a
permanent position for its gender equality office. The coordinator of the TRIGGER team, having worked
on a temporary basis in the office for four years, passed the selection and was hired at the beginning of
the second year of the project. This position also allowed her to successfully put forward her
candidature in some elective bodies of the university, thus increasing her opportunities to introduce
gender issues to different audiences.
The implementation of the TRIGGER project, together with concurrent factors outside and within
the university, raised the visibility and the space for gender equality issues. This increased the
workload of the project team, but not the human and economic resources allocated to it.
The need to enlarge the team and its budget has been repeatedly raised to the concerned officers
of the university, receiving two denials.

Outcomes/sustainability: At the end of the project, thanks to the implementation of the
project and its extension to other universities forming part of a university larger pole to be
established soon, after a third request, the university management decided to create another
permanent position for the gender equality unit and to increase its budget.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional

Yes
No
No
Yes
No
No

CONFLICTS:
No
NEGOTIATIONS:
Institutional, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Positive
2. Internal cohesion:
Positive
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
No

Positive

Positive
Positive
Positive
Neg/Pos
Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
Yes
Yes
Yes
No
Yes
Yes
No
No

GENDER SOCIAL VALUE:
Yes

Positive
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6. In depth analysis of inequality mechanisms
Strategic area: Women-friendly environment - Actions promoting change in organisational
cultures and behaviours
Description: A first intensive data collection was performed in the initial phase of the project,
including both analysis of gendered statistics on human resources and quantitative and qualitative
research on the situation of university staff in terms of needs, obstacles and challenges from the gender
perspective in order to identify opportunities and barriers for the professional and career development
of women/men. The same data collection was repeated in the project’s third year. The implementation
received less support than expected by the faculty deans. These reports and research findings were
presented to and discussed with top management and key stakeholders. Some results (from statistical
survey) were published in national language in a poster (also English) and on the project website and
widely disseminated. The survey, also thanks to the willingness of women and men to express their
opinions about some crucial aspects of their working environment, showed some critical elements of
working conditions (e.g., overtime work).
Also because of the relative infrequency of similar sociological research in the institution, the academic
leadership (dean of the faculties and bursar) and some representatives of the Academic Senate showed
a sceptical attitude to the research results, questioning the scientific status of the research results.
On the other hand, the analysis of the statistical data has been retained as a procedure to be
periodically repeated by the institution. A conflict arose on the interpretation of the current situation
between the management and the team. Among other things, the management of the university
forbade the dissemination of the results of the initial survey on the situation of women and men.(
Reports from survey were published only on intranet website of the TRIGGER project, being thus
accessible only to the staff and students of the institution, but not to external users/readers)
As a facilitating factor, the current reform of the HEI system in the country favour the systematic
collection of statistical information. Meanwhile, the internal system for collecting information on staff
and students was updating making it possible to automatically produce relevant data. The position of
the project team leader in the rectorate facilitated the access to the offices in charge of information
gathering.
A hindering factor was instead represented by the attitude of the deans of faculties, who did not
support enough the implementation, due to – according to them – their work overload. Moreover,
university leadership and staff proved not to be accustomed to deal with evidence-based phenomena in
social domains. This fact may partially explain their tendency to question the scientific reliability of the
information produced by the project team.
Despite the interpretation of the inequality factors is controversial, still the need to monitor the
number of women in each position has been considered relevant for the future policies.
After discussing the results of the statistical analysis and the surveys, also in consideration of the
changing norms and the ongoing European and national projects, the bursar considered the need to
periodically repeat the analysis of statistics and of surveys, asking the team to estimate the costs for
their implementation.

Outcomes/sustainability: As reported in the AP sustainability plan, thanks to the project, figures
on students and academics female and male proportion on different career levels will be annually
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collected and the survey of need, obstacles and challenges involving the employees (academic and non
academic) will be repeated in three years according to the same scheme used during the project. The
budget will be allocated under the institutional plan 2019-2020.

INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional, Symbolic

Yes
Yes
No
Yes
No
Yes

CONFLICTS:
Institutional, Operational
NEGOTIATIONS:
Institutional, Interpretive, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
No

Positive
Neg/Pos

Positive
Positive

Positive
Negative
Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
Yes
No
No
No
No
No

GENDER SOCIAL VALUE:
Yes
Positive
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7. The path towards transparency about gender issues
Strategic area: Women-friendly environment - Actions promoting change in organisational
cultures and behaviours
Description: Much of the work undertaken in the first year of the TRIGGER action plan focused on
research into the situation of women in the institution (a technical university). The research report
made a substantial contribution to promoting gender in the institution and beyond, through the
accurate description of the situation of women and men at the university as a whole and at the
different schools. It provided statistical indicators that enabled comparisons to be made with other
national and international studies of women in research and innovation, such as the reports regularly
produced by the European Commission (She Figures), and the one produced biannually by the national
government. On the occasion of the presentation, to give a clear picture of the ongoing trends, the
team launched an exhibition integrated by panels in which the results of the report were shown
didactically with the use of graphics. This exhibition was inaugurated in the main building of the
University and then circulated in different schools. The report was written in English, so as to maintain
an international level, and subsequently translated into the national language.
No particular problem emerged during data collection, thanks to the powerful effect of the
endorsement of the top management and the cooperation of the statistical and administrative offices
in charge of data collection (it happened that where the people in charge felt gratified by the
valorisation of their role, they worked more than requested). Positive effects were produced by the
novelty of the data, showing for instance a strong and rapid increase in numbers of women students
also in some technical areas. There was an increase in interest in data and graphs that clearly illustrated
this kind of phenomena, which can be used for multiple purposes.
A partial change of scenario emerged in the last part of the project after the change of rector, with the
election of a management team less interested in gender equality policy. The statistical data published
for the new edition of the statistical report were less detailed and less attention was given to their
publication.
Taking seriously the report, the former rector of the university decided to launch a gender action plan
of the institution. The collection of data was useful not only in convincing the rector, but also in
reaching people who otherwise would not be informed about the project. Different people in the
various schools started to use the collected data for different purposes. Now the methodology to
produce and illustrate data is available for further editions.

Outcomes/sustainability: Even if in a less detailed version compared with the first report,
gendered statistical data are present in the new equality plan of the institution, thus confirming they
are now a tool regularly used by the management team of the university.
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INDICATORS
MAIN PLAYERS
1. Core team:
Yes
2. Extended team:
3. Network:
4. University institutions:
Yes
5. Other external institutions:
6. Public:
Yes

STRUCTURAL IMPACTS:
Institutional, Interpretive
CONFLICTS:
No
NEGOTIATIONS:
Institutional, Interpretive, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Positive
2. Internal cohesion:
Positive
3. Involvement of internal stakeholders:
4. Men’s involvement:
Positive
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:

Positive
Positive

Positive
Positive

Positive
Positive
Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
No
No
Yes
No
No

GENDER SOCIAL VALUE:
Yes

Positive
Positive
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8. Moving from formal to substantial institutional support
Strategic area: General
Description: In the initial phase of the project, a board encompassing deans and other university
leaders was created to back the implementation of the gender action plan. Despite this arrangement,
the actual support for the team was low.
The situation was initially very difficult. Not much help was provided by the leadership to manage
problems and to implement actions (e.g., in overcoming the objections of the ethical committee for
internal research work, or in convening early career researchers in the project initiatives). At the faculty
where the project team was based, after personal conflicts, one of the main leaders resigned from the
internal board. Some impact on the personal position of the team coordinator was also resented.
The situation around the project started to change mid-term, when national-level pressure for gender
equality in research institutions started to be strongly felt, in concurrence with the loss of the national
award gained in the previous years by the university. The institutional reaction was serious, and
included a willingness to publicly communicate renewed efforts toward institutional gender equality
policy. The attitude of the majority of the leadership changed and there was increased interest in
project activities and instruments. Leveraging on this, the project team took advantage of the occasion
to publish a series of video-interviews with institutional leaders, who accepted to share their views on
gender equality in higher education, its challenges and achievements. The first to be interviewed was
the Rector of the University, thus giving the idea that gender equality could not be classified as a minor
issue. Some senior leaders, however, continued to show lack of interest towards the project.

Outcomes/sustainability: The status of the project team has risen in the institution, and the
project has been recognised as one of the internal stakeholders for equality issues. In the last project
year, mainly thanks to networking activities implemented through the project, the team gained the
support of important stakeholders, like female members of the national parliament. This also permitted
some TRIGGER initiatives, included the final national conference, to be hosted at one premise offered
by the parliament, thus increasing the prestige of the action plan and its team.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

Yes
Yes
No
Yes
No
No

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

STRUCTURAL IMPACTS:
Symbolic, intepretive
CONFLICTS:
Institutional, Operational, Symbolic
NEGOTIATIONS:
Interpretive, Symbolic, Institutional, Operational
Pos/Neg
Neg
Pos/Neg
Pos/Neg

AMBIVALENT IMPACTS:
Yes

Pos/Neg
Neg

Pos/Neg
Pos/Neg

Pos/Neg
Pos/Neg
Negative
Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
Yes
Yes
No
Yes
Yes
No
No

GENDER SOCIAL VALUE:
Yes

Pos/Neg
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9. Developing Complex Strategies for Leaders’ Involvement
Strategic area: General
Description: Working in a very well-known university for equality management, the staff of the
equality office always succeeded in keeping high the visibility of the institution’s commitment to gender
issues, promoting several public campaigns and initiatives at national level. Their effort was enhanced
by participation in a European project through a gender equality action plan. Once the project started,
however, a change in the leadership and other surrounding circumstances made it difficult to increase,
or even just preserve, the institutional commitment to gender issues.
The action plan team members soon realised that directly negotiating with the president the measures
they intended to implement had no effect and, in some cases, was simply impossible. The attempt was
therefore made, also on the advice of some pro-gender members of the president’s team, to leverage
public visibility to attract more substantial attention and support from the president. The importance of
the president’s presence in national and international events planned in the framework of the
European project was thus strongly emphasised, as well as her participation in public conferences and
the release of interviews by her on the mass media. Team members consequently decided to intensify
their endeavours on communication and visibility, actively looking for possible events and interviews to
release. This entailed additional work to prepare documents, short briefings and supporting actions to
make it possible for the president to be well-prepared and updated. The need emerged to be patient
and flexible, not insisting too much in some cases, while trying to indirectly transmit articulated
messages on gender equality at every opportunity.

Outcomes/sustainability: The strategy of personally involving and committing the leadership
through external visibility turned out to be effective. Team members report that they observed
increased knowledge of the issues in focus, as well as progressive recognition and acceptance of “hot”
issues, like the occurrence of sexual harassment in the institution. All this effort resulted in stronger
ownership of the gender equality policy of the institution by the leaders, with subsequent general
improvement in the climate for gender equality action at all organisational levels.
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INDICATORS
MAIN PLAYERS
1. Core team:
Yes
2. Extended team:
3. Network:
4. University institutions:
Yes
5. Other external institutions:
6. Public:
Yes

STRUCTURAL IMPACTS:
Institutional, Symbolic
CONFLICTS:
Institutional, Operational
NEGOTIATIONS:
Interpretive, Symbolic, Institutional, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Positive
2. Internal cohesion:
3. Involvement of internal stakeholders: Positive
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
No

Neg/Pos

Positive

Neg/Pos
Positive
Neg/Pos

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
Yes
No
No
Yes
No
No

GENDER SOCIAL VALUE:
Yes

Positive
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10. Creation of multidisciplinary teams on gendered research in STEMs
Strategic area: General; Gender aware science; Actions aimed at gendering S&T contents and
methods
Description: To create a stable link with the researchers and professors of STEM disciplines in the
two scientific areas (Engineering and Medicine) targeted by the project, the choice was made to create
multidisciplinary teams including social scientists with gender competences and researchers from
different scientific areas. This was possible leveraging on the reputation created thanks to a long lasting
activity of gender equality actions and some interesting experiences of gender in research and teaching
of the team leader in the previous years.
These teams received small grants to advance multidisciplinary research considering sex and gender
aspects in various fields (e.g., autism, traffic flows, public buildings).
At the very beginning, the problem was to convince people to engage in this new approach, above all
the personnel of the medical departments, due to the lack of attitude to multidisciplinary work, and the
initial diffidence towards social sciences in some STEM specialists.
The team thus spent the first few months of the project identifying at least one professor in each
department who would be interested in actively participating from the initial phases, focused on
gender-based training through an expressly dedicated course. Some targeted actions were planned that
would raise interest in the proposed project. In particular, a seminar and a national conference were
held, where the importance of gender in research in Horizon 2020 was explained and discussed.
Adopting a gender aware approach also enhanced the possibility for researcher to apply for European
funds (which is also economically supported by the University), thus increasing their interest toward the
TRIGGER proposal. The need for each Department and research group to increase the sources of
external funding following the reform of the national university system was another factor entering into
play.
These activities were thus quite effective, as was the training course addressing PhD students,
researchers and professors, organised as an interactive workshop during which all participants had the
opportunity to contribute. The ideas expressed during the interactive session were the basis for testing
innovative procedures and tools. The multidisciplinary research has since then progressed and is
currently ongoing.
The creation of multidisciplinary research groups favoured the full implementation of the activities
related to gender aware research.

Outcomes/sustainability: The strategy adopted for gendering research contents within the
European Framework proved to be highly effective and useful in the medium-term too. The team has
extended its scope to other scientific areas (e.g. pharmacy) and interested individuals. The most part of
the activities related to gender in research will continue after the end of the TRIGGER project, as
reported in the sustainability plan. The creation of a research centre devoted to gender health has been
proposed by some of the involved full professors in medicine to the university management.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

STRUCTURAL IMPACTS:
Institutional

Yes
Yes
No
Yes
No
No

CONFLICTS:

NEGOTIATIONS:
Institutional, Operational, Symbolic
Positive
Positive
Positive
Positive

AMBIVALENT IMPACTS:
No

Positive
Positive

Positive
Positive

Positive
Negative
Positive
Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
Positive
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
Yes
No
Yes
Yes
No
No

GENDER SOCIAL VALUE:
No

Negative
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11. A team for promoting gender in the research content and methodologies
Strategic area: Gender aware research; Actions aimed at gendering S&T content and
methods
Description: The TRIGGER team of a technical university tried to address the challenge of inserting
sex and gender aspects in research methodologies and contents through different actions. The first step
was to create an internal team lead by two experienced researchers-academics interested in the issue,
endorsed by their respective departments. The core team saw that these researchers- academics were
in a better position to have access to students and colleagues, as well as specific resources. They
received training and started to collect recent literature on gender in research in their scientific fields
and sub-fields, with the idea of becoming focal points for these subjects both in the framework of the
project and more in general within their departments and faculties, which they actually did. Being
involved in teaching, they have been able to transmit their approach to students and to orient the
research work of these latter, which is bound to last from the undergraduate course up to the PhD and
longer, keeping such students liaised throughout the project activities and after they end.
Albeit interest towards the issues dealt with was never questioned, the persons in charge of gender in
research, especially in some periods of the year, are overloaded with work, being involved with
teaching, supervising students’ theses, and other academic commitments. Furthermore, less interest,
resulting in weaker support than expected, was manifested by other women professors in involving
their students, so that the team often has to address the students directly. The mutual exchange with
the project’s core team was helpful for rearranging actions and making them more in line with the
target interests (e.g., creating a research contest).

Outcomes/sustainability: The group succeeded in starting and implementing innovative activities
on gender in research, thanks to the resources provided by TRIGGER and the interest aroused in the top
management by some of the new methodologies adopted to attract students. The promotion of
research lines sensitive to the sex and gender dimension, animated by the two researchers, will follow
in the next years and, as negotiated, it will be financially supported from the budget of the
“Institutional plan”.

38

Activation and mobilisation

INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
No

Yes
Yes
Yes
No
No
Yes

CONFLICTS:
No
NEGOTIATIONS:
Symbolic, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Positive
2. Internal cohesion:
Pos/Neg
3. Involvement of internal stakeholders: Negative
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
Institutional, Operational

Positive

Positive
Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
Positive
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
No
No
No
No
No

GENDER SOCIAL VALUE:
No
Negative
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12. Animation of an institutional network on equality in academia
Strategic area: Women-friendly environment; Actions promoting change in institutional
cultures and behaviors
Description: A National Conference of Equality Bodies of National Universities was created in the
year leading up to the project – also thanks to the networking activities carried out at national level by
the TRIGGER team leader. The project team thus decided, partially changing the original plan, not to
establish a new network, but to support this new association by animating its activities and establishing
an internal section aimed at promoting a gender-aware research approach.
During the first year of the project, networking activities within the National Conference allowed the
team to actively involve its members and to have them participate in a training session on gendered
science held during the project’s first year. Four seats were offered to conference members, of which
they made full use (directly or sending researchers in medicine and engineering). Some positive
circumstances of political and cultural/cognitive character (i.e. the launch of the new H2020
programme with its emphasis on gender in research, and concurrency of several structural change
projects in the country, whose representative are members of the association) favoured the uptake of
these new activities.
On the other side, other circumstances related to the features of the association (i.e., its voluntary
character and the absence of full time personnel on it, which implied for the members not to have not
much time to devote to the association’s activities) hindered the process. Indeed, some doubts arose
among the constituency of the conference about the advisability of creating a dedicated section to
gender in research, since some members of the Board were not in favour of increasing the institutional
complexity of the association. The project team leader insisted – in plenary meetings and individual
conversations – on the advantages that the approach could yield in terms of visibility and
authoritativeness. Six months later, the first thematic section was institutionalised during the annual
General Assembly of the conference. After this, the project team supported the conference in launching
communication activities and a membership campaign. The response has been slow, since the activity
of the conference is on a voluntary basis and its board is often overwhelmed with other professional
and institutional commitments.
Two initiatives on gender in research organised by the Conference of Equality Bodies were held in the
following two years. The initiative aroused the interest of other non-member people (e.g., in the
National health institute and in the regional authority of the region were the project is located).

Outcomes/sustainability: The visibility of the project in the university, as well as at local and
national level, has thus increased, also reinforcing its other strategies. The conference members, on
their side, besides having access to new relevant information on gender related matter in science, have
been recognised as players able to sustain a national campaign for introducing gender contents in
medical teaching, conducted together with the National Health Institute.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional

Yes
No
Yes
No
Yes
Yes

CONFLICTS:
Institutional
NEGOTIATIONS:
Institutional, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
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2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
No
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Positive
Positive
Positive

Positive
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GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
Positive
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
Yes
No
Yes
Yes
No
No

GENDER SOCIAL VALUE:
No
Negative
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13. Extending the impact of the gender equality plan through
National Networks
Strategic area: General
Description: In the years preceding the beginning of the project, the members of the TRIGGER team
promoted a national coordinating association of university gender equality officers, to share
experiences and support common actions at national level. Being one of the main promoters, the initial
commitment of the project team members was strong, especially in drafting the statute of the new
association.
The cooperation with the national association developed throughout the implementation of the gender
equality plan, thanks also to the constant commitment of the team, with benefits for both the gender
equality plan and the association. In particular, many gender equality officers nationwide have had the
opportunity to know about and use the statistical data collected under the action plan, through a
meeting organised by the association where these data were presented. In turn, the team was
supported by the association in organising an international conference as well as in lobbying for gender
equality measures (e.g., against sexual harassment) with the Ministry of Higher Education, which now
officially recognises the association as an interlocutor on gender equality issues. The project team
members have also been invited to join some working groups at national level as representatives of
both their institution and the association of equality officers.

Outcomes/sustainability: Thanks to the partnership with the other universities, some of the
actions included in the GEP are also reported to have been replicated in other institutions. Moreover,
the collaboration with the gender equality officers and their association allowed the team to count on
additional connections and to increase their authoritativeness. All that turned out to be useful to
implement the GEP. In the final phase of the project, a final event organised by the GEP team in
cooperation with the association of equality officers received a great attention from the press, since it
was devoted to sexual harassment in higher education institutions, a very topical issue in the period
concerned. The national minister for higher education attended the conference, publicly expressing
about the need to implement institutional initiatives of higher education institutions against sexual
harassment nationwide.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional
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Yes
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Yes
Yes

CONFLICTS:
Institutional
NEGOTIATIONS:
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TRANSFORMATIONAL GROUP
1. Shared strategic vision:
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AGENCY
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STRUCTURAL CIRCUMSTANCES
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No
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No
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No
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GENDER SOCIAL VALUE:
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Positive

Positive
Positive

Positive
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14. Addressing gender inequality in scientific careers
Strategic area: Women-friendly environment; Actions supporting early-stage career
development
Description: A board encompassing all the heads of the concerned STEM departments has been
created to follow the implementation of the TRIGGER actions, focusing on both gender equality and
gender contents and methods in STEM areas.
Also thanks to the long experience on gender equality of the project team, a general endorsement was
given by the heads of the involved STEM departments to gender-aware research, and stronger support
was provided by some interested senior professors. A clearly lesser interest and engagement have been
shown on work-life balance and women’s career. For this reason, while the research tests in STEM
disciplines, coinciding with the research interests of the professors involved, were successfully started –
and in some cases also completed – before the end of the project, more problems were encountered in
activating the actions related to women’s careers and women’s access to top positions. Above all, it
turned out to be difficult to convene heads of STEM departments to discuss gendered aspects of
scientific careers. Once asked about their points of view on the results of research on women’s careers
within the university, the majority of the people declared they were sceptical about the possibility of
taking action on disparities which are deeply rooted in culture and social structure, thus not directly
pertaining to the working environment. Besides this, the most common objection about dealing with
gender inequalities was that it would question meritocracy.

Outcomes/sustainability: Difficulties in involving senior researchers and research leaders to adopt
measures supporting women careers were met for a large part of the project duration. Nevertheless,
some positive evolution is happening in the final phase of the project. Different factors are impacting
the situation, perhaps allowing for gender inequality issues to be more openly addressed, mostly in
STEM. Other things entered into play including the increasing visibility of gender inequality thanks to
the action plan (e.g., a creation of a self-updating database, making it possible a real-time information
on gender balance at each career level) as well as achievements at local and national level, and the
election of a new, pro-equality rector, surrounded by a new generation of heads of department and
other research managers (e.g., heads of doctoral schools), mainly younger and more open-minded than
their predecessors. Besides this, the renewal of the composition of the Guarantee Committee of the
University (CUG), that will take on initiatives on women’s careers within the institution, is also to be
mentioned. Indeed, in the multiannual Plan of positive actions of the CUG, several activities in
continuity with the TRIGGER actions on women’s career will be implemented (among others, an annual
meeting with the head of departments on this issue, based on statistical data provided by the database
implemented throughout the project).
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
No

Yes
Yes
No
Yes
No
No

CONFLICTS:
Interpretive
NEGOTIATIONS:
Interpretive, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
Pos/Neg
3. Involvement of internal stakeholders:
4. Men’s involvement:
Pos/Neg
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
Yes
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GENDER IN RESEARCH
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3. Women’s leadership:
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ASSETS
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3. Career position
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5. Human resources
6. Professional recognition
7. Social Networking
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9. Time

No
No
No
No
No
No
Yes
No
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GENDER SOCIAL VALUE:
No

Negative
Negative
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15. Factors Hindering the Involvement of Senior Researchers
Strategic area: Women’s leadership of science; Actions promoting women’s leadership in the
management of research
Description: In one of the concerned university, the gender equality office in charge of the gender
action plan was created several years before the beginning of TRIGGER. This allowed a smooth
implementation of the majority of the numerous actions encompassed in the action plan, leveraging
upon the existing knowledge of the organisation and direct contacts with key actors. Institutional
support was given to the project well before its start. A committee composed of the top leader of the
university, the human resources director, the general services director, the head of the two
departments targeted by the project, as well as the two referents for gender equality in the same
departments, was created to advise and follow the gender action plan.
Despite the generally favourable context, some difficulties arose in directly targeting professors, who
were supposed to be involved in specific workshops and initiatives on gender equality.
Some concurrent aspects emerged, hindering the relationship with the scientific personnel of the
university. One is their work overload, which increases with career level. The second is the lack of a
training culture for scientific personnel, which in some cases resulted in the open opposition of some
middle managers to the team’s proposals. Finally, the position of the team within the university
services and not in the research departments prevented the team from directly addressing professors
and researchers.
On the other hand, the project team did benefit from the commitment of some pro-equality individuals,
like the heads of department, who in several cases supported the implementation of the actions (e.g.,
facilitating the team’s access to some laboratories to conduct interviews and direct observation,
suggesting possible ways to reorganise a study based on statistical data difficult to retrieve).
Several actions addressed to students, administrative personnel and early career researchers were
easily implemented. Other successful actions were added during the project implementation, following
the advice of the stakeholders involved (for example, thanks to good relations with the university
communications office, a contest on gender equality for undergraduate students was organised).

Outcomes/sustainability: The team has been studying other ways to involve women professors,
e.g., more informal meetings like cocktails, having less impact on the working time and offering “light”
occasions for networking. Another format was experienced to address all the personnel of a laboratory.
It was a workshop initially planned in a laboratory to deal with the emerging issue of sexual
harassment, on the occasion of a case of harassment arrived to the newly created service on these
issues. Addressing the problem of the sexual harassment allowed the team to introduce gender
equality and gender in research topic to women and men in a laboratory where these arguments were
never been approached before.

46

Activation and mobilisation

INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

Yes
Yes
No
Yes
No
No

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

STRUCTURAL IMPACTS:
No
CONFLICTS:
No
NEGOTIATIONS:
Interpretive, Operational
Positive
Positive
Positive
Positive

AMBIVALENT IMPACTS:
Yes

Neg/Pos

Neg/Pos

Positive
Neg/Pos

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
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ASSETS
1. Physical
2. Economic
3. Career position
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5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
No
No
No
No
No

GENDER SOCIAL VALUE:
Yes

Positive
Negative
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16. Assessing the gendered impact of internal policies and rules on work life
balance and careers
Strategic area: Women-friendly environment - Actions promoting work life balance; Actions
challenging gender stereotypes on S&T
Description: In the period immediately preceding the start of the TRIGGER action plan, services and
measures supporting work-life balance were reduced or even eliminated, due to economic restrictions.
The project included, in its first period, a satisfaction survey regarding the existing services and the
work-life arrangements for women researchers. Starting from the end of the first project year, the team
also began to analyse the university’s internal regulations on research fellowships, researchers working
on a temporary basis, research scholarships, the working conditions of PhD students and freelancers
hired by the university.
The survey made it possible to gauge the impact of university decisions on the lives of its employees,
demonstrating a great imbalance between women and men researchers in family care and showing
how women were badly affected, in their careers, by their care burden.
In the same period, an analysis of administrative documents highlighted significant discrepancies
between the internal regulations concerning temporary researchers and the university’s general rules,
thus leading to uneven treatment.
The team’s decision was to give broad publicity to the research reports, addressing different audiences
in the university, and to open discussions with the top management on the results of the analysis.
The rector, even if not particularly committed to gender equality, decided – after the presentation of
the research results – to restore the benefits which had been cut. Thanks to the survey, at the start of
the second project year, the administration signed a number of agreements with various co-operatives
to satisfy the need for childcare services of university employees, students and PhD students and others
working for the university on a temporary basis.
In the same period, some amendments to the internal regulations were put forward to the Academic
Senate, aiming at offering the same treatment to permanent and temporary staff. Once the Academic
Senate expressed its approval, the Board of Directors adopted the amendments proposed.

Outcomes/sustainability: As for the future, thanks to the collaboration with the Guarantee
committee (CUG), the strategy developed within the project through the Satisfaction survey with
existing services will be integrated into the periodic surveys on work-family life reconciliation needs
that CUG intends to conduct every year or every second year throughout its mandate (which will
coincide with the term of the Rector). As the CUG recommends positive actions to improve critical
situations, the awareness acquired through the TRIGGER project will also be beneficial for policies
supporting work-life-balance.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional, Operational

Yes
Yes
No
Yes
Yes
Yes

CONFLICTS:
NEGOTIATIONS:
Interpretive, Institutional, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Positive
2. Internal cohesion:
3. Involvement of internal stakeholders: Positive
4. Men’s involvement:
Positive
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:

Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

ASSETS
No
Yes
No
No
No
No
No
Yes
No

Positive

Positive
Positive

Positive
Positive
Positive

GENDER SOCIAL VALUE:
No

Positive
Positive
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17. Resistances to change communication standards
Strategic area: Gender-aware science horizontal segregation Actions challenging gender
stereotypes and consequent
Description: With the intention of changing the strongly masculine symbolism of science and to
make women more confident in pursuing a scientific career, the TRIGGER project team started several
actions promoting gender- unbiased language in all internal documents, including a practical guide to
help employees in writing documents, a video to increase awareness of the importance of genderneutral language, and a review of the student guide. In general, the team provided watchful and
enduring attention to ensure good application of these measures.
The team head, member from the university’s presidency, supervising the work of human resources,
strongly supported this measure, giving frequent inputs to the administrative offices to put into
practice a non-biased communication style, e.g., improving the language of job offers and other key
documents. Despite this, little interest in this aspect (as well as in training sessions on gender equality
and diversity) was shown by the employees concerned, who, however, responded positively to the
requests from their bosses to comply with the new indications. Open criticism was manifested by
different stakeholders (administrative staff, researchers, students, members of trade unions), who
questioned the actual relevance of this measure to promote gender equality. Among middle managers,
there were those who refused to adopt gender un-biased language.

Outcomes/sustainability: Thanks to the joint efforts of Human Resources and the communication
service, gender-unbiased language is currently being adopted in the jobs offers to encourage women to
apply and also in the Student Guide. The project team presents the issue of gender bias in language
during training sessions for students and in the “career path day” for staff. Even though a top-down
approach is being used, the result of changing communication standards is being achieved. On the
other side, in the final months of the project, at national level, due to the change of government, the
support to this kind of measures in education has clearly diminished.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional

Yes
Yes
No
Yes
No
No

CONFLICTS:
Interpretive
NEGOTIATIONS:
Interpretive, Symbolic, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
No

Pos/Neg

Pos/Neg
Positive
Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
Positive
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
No
No
No
No
No

GENDER SOCIAL VALUE:
Yes
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18. Fighting sexism in institutional communication
Strategic area: Gender-aware science; Actions challenging gender stereotypes and
consequent horizontal segregation
Description: The Equality Unit a technical University, in the framework of the TRIGGER project, has been
monitoring sexist language and stereotypes within the institution. On a six-month basis, the cases identified are
gathered in a report uploaded on the website of the Unit and submitted to the university management board.
Additionally, the website of one of the involved Departments was thoroughly checked for sexist language and
systematically corrected, with the aim of establishing it as good practice and an example for other departments
and units. This work was completed in the first project period. Based on this experience, a guideline on non-sexist
language was drafted and disseminated.
During the project’s third year, the monitoring of the cases of sexist language and stereotypes was slowed down,
because, even if it was regularly done, as a permanent action, it was not fully implemented because of the lack of
personnel at the Equality Unit. Furthermore, the guidelines to fight sexist language, based on this action, were
initially blocked, because the new management team had a different approach towards the use of sexist language
and the way to fight against it. The submission and dissemination of the guidelines (which were also a project
deliverable) was delayed because the draft of the document needed to be reviewed by the new manager of the
university, who is the responsible for the Equality Unit, and they were also debated by the new commission in
charge of the Equality Plan.
The turn-over in the management team, indeed, has meant also some changes in the administrative structure of
the university, and entailed a transition period where the new governing team was getting familiar with the
ongoing programmes and projects, like TRIGGER. Even if not relevant changes in the content of the Guidelines
were made in the end, it took several added weeks to have the final feedback of the manager, because of the
hierarchical protocols of the university.

Outcomes/sustainability: The Equality Plan of the university, approved at mid fourth project year,
mentions the guidelines for introducing a non sexist language and describes some initiatives to be taken to
disseminate and apply it at the university.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional

Yes
No
No
Yes
No
Yes

CONFLICTS:
No
NEGOTIATIONS:
Interpretive, Institutional, Symbolic

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Positive
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:

Neg/Pos
Positive

Positive

Neg/Pos

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
No
Yes
Yes
No
No

GENDER SOCIAL VALUE:
Yes
Positive
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19. Supporting early career researchers through training and awareness
raising on gender equality and gender in research
Strategic area: Women-friendly environment - Actions supporting early-stage career
development; Gender aware science – Actions aimed at gendering S&T contents and methods
Description: During the first part of the project, an introductory course on the leaky pipeline
phenomenon addressed to early career researchers in Engineering and Medicine (PhD students and
post-docs) has been implemented and repeated in three editions. Based on this experience, the team
has tested a permanent module on gender in science for PhD students in the same faculties.
Considering the busy agenda of these students, the team decided to concentrate the training module in
two days, devoting the first day to an introductory part on the leaky pipeline phenomenon among
women researchers and the second day (to be organised separately for the different disciplines) to
deepen aspects related to the gender and sex dimension of research in the respective scientific areas.
Negotiation efforts were required at institutional and operational level. It was not always easy to
attract participants, due either to their busy agendas or to the low number of people that made up the
target. It was necessary to spread the word through full professors in touch with the team and to
activate all the formal and informal team member networks, plus those of former participants. Other
difficulties were related to the concurrence of some academic or professional deadlines, which are not
always fully predictable. In any event, once they had started the course, most trainees successfully
concluded the training.
Through the input provided by the team as well as dialogue and exchange among young researchers,
these courses allowed trainees to understand the importance of gender in scientific institutions and
raised interest for gendered aspects of research in STEM fields. Some participants in the first edition
were also testimonials for the second and the third, enhancing the impact of the training.
The pool of trainees has also been involved in further project actions and some of them included
gendered analysis in their own research work.
The presence of an internal network of full professors in touch with the project team, able to spread
the word and to support the participation of their young student and colleagues, represented a positive
factor. On the other side, it is to mention the difficulty in harmonizing the agendas of people in
different departments, requiring tailored solutions, and the impossibility to fully decide about one’s
own time allocation mainly for medical doctors. The participation in the course pushed some
participants to commit themselves to implement actions related to gender in research in the
framework of TRIGGER. Conversely, the implementation of these activities reinforced the status of the
involved young researchers.

Outcomes/sustainability: A “Permanent teaching module for PhD courses”, as included in the
initial plan, has been created and will be repeated after the projects end.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

Yes
Yes
Yes
No
No
No

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

STRUCTURAL IMPACTS:
Interpretive, Institutional
CONFLICTS:
No
NEGOTIATIONS:
Operational, Institutional
Positive
Positive
Positive
Positive

AMBIVALENT IMPACTS:

Positive
Positive

Positive
Positive

Positive
Negative

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
Positive
Positive

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
Yes
Yes
No
No
Yes
Yes
No
No

GENDER SOCIAL VALUE:
No
Negative
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20. A Course for Students Facing Scepticism and Opposition from
Administrative Staff
Strategic area: Gender-aware science horizontal segregation Actions challenging gender
stereotypes and consequent
Description: In the framework of TRIGGER, the university (one of the country’s most advanced for
gender equality) decided to provide an introductory module on gender issues (already experienced in
the years preceding the project’s start), to all 1st year students at the very beginning of their
undergraduate studies. Thanks to this training, the university’s policy on equality may be widely
disseminated and awareness on gender inequalities and stereotypes raised.
When deciding about this massive investment, on the wave of the European project, the project team
had to address some scepticism and opposition among the administrative employees of the university
faculties. Some of them pointed to the little time available for students at the very beginning of their
courses while others questioned the actual need for this kind of training. To ease things, the project
team offered to take complete charge of all organisational issues, freeing the other services of any
organisational burden (which was the most important hidden obstacle for implementing the initiative).
The initiative was repeated yearly during the course of the project. Implementation was smooth
enough. The most important factor was choosing good trainers, able to make people reflect on the
current situation, involving them without inducing a sense of guilt in (mainly men) participants. The
choice of the period of the year (at the very beginning of the academic year) was crucial, because of the
greater attention of the younger students, their relative ignorance of university rules, which fosters
greater receptivity, although there were no credits awarded, poor reciprocal knowledge and relative
shyness which enhances concentration.
The team generally received positive assessments from the course participants. Apart from some
occasional criticism (e.g. a mother of a student strongly opposing the so-called gender ideology),
feedback was good at all levels. Some undergraduate students offered to implement their student work
(a period of volunteering in the services of the university) at the gender equality office. Some current
master students, now transferred to other universities, reported some years later to their professors of
being aware of gender issues in higher education because they had been trained on this in their first
year, something they considered an educational standard.

Outcomes/sustainability: This kind of training will be kept in the years following the TRIGGER end,
being also extended to the other universities and HEI institutions forming part of the federation created
in the year preceding the project launch following a national reform of the HEI system. First experiences
of enlargement of the target were not fully successful in reaching the target numbers, due to some
difficulties in reaching the beneficiaries in the other universities.
The format will be enriched by inserting new tools to deal with unconscious gender stereotypes.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional

Yes
Yes
No
Yes
Yes
Yes

CONFLICTS:
Institutional
NEGOTIATIONS:
Institutional, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
No

Positive
Positive

Neg/Pos
Positive

Positive
Positive
Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
Positive
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
Yes
Yes
Yes
No
No

GENDER SOCIAL VALUE:
Yes
Neg/Pos
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21. Tailoring training initiatives on the actual career needs
of aspiring women leaders
Strategic area: Gender aware research – Actions aimed at gendering S&T content and
methods
Description: Activities to promote women’s careers in leadership positions were inserted in the
action plan. The initial idea was to support a pool of motivated female researchers, through training
initiatives, to start a path towards higher levels of responsibility in their departments, i.e., accessing
decision-making boards and committees.
Some difficulties arose in the beginning, since it was not easy to identify the target group. Besides this,
the idea of measures addressing women to help them access higher positions was not supported
enough by the university leaders, on the one hand, and the women researchers, on the other.
In order to ensure the impact of the training sessions, the core team decided to identify women
researchers aspiring for qualification and full professorship. This group of women was contacted to ask
them to participate in a brief survey aimed at career planning and career development needs. In total,
there were 35 responses to a questionnaire. The questionnaire was very effective in identifying career
development needs. In addition, four in-depth interviews were carried out with the target group of
women, to deepen the understanding of the obstacles facing women’s career progress. The core team,
in cooperation with a professional career counselling service, developed a training module of 8 training
sessions. Four of these sessions were delivered during the third project year and the other four in the
subsequent semester. The training package was comprehensive, and focused on building competences
for managing teams, conflict resolution, interpersonal relations, time management, project
management, communication skills.

Outcomes/sustainability: The evaluation of the first four trainings was extremely positive. Many
participants reported some initial scepticism, based on their previous experience with similar
workshops, but at the end of the training module they were satisfied and surprised. Some of them
added that after the first course the timidity of several attendees lessened and they became a
supportive, bonded group of women sharing the same interests.
The sustainability plan agreed upon by with the institutional leadership of the university includes the
continuation of similar training initiatives for the next four years.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Symbolic, Institutional

Yes
Yes
Yes
Yes
No
No

CONFLICTS:
(latent) Among the team and the leadership
NEGOTIATIONS:
Interpretive, Institutional

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:

Positive

Positive
Positive

Negative

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
No
No
Yes
No
No

GENDER SOCIAL VALUE:
No
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22. Rethinking work-life balance measures based on research results
Strategic area: Women-friendly environment - Actions promoting work-life balance
Description: In order to implement actions promoting work-life balance, a qualitative study was
conducted in the two institutes (both STEM areas) involved in the TRIGGER action plan, as well as in a
department of humanities, included to complete the panel and to verify if some work habits were
specific to given scientific areas. The results of the study have been discussed in different structures and
university councils to implement new measures.
The qualitative study, well supported by the heads of the institutes involved, encompassed different
methods, in three steps: field observation (direct observation of the working environment), an online
questionnaire and some sociological interviews. Women proved to be more interested than men in
participating in the study, expressing their approval of discussions on the issues of work-life balance in
their institution. The results confirmed the relevance of time constraints for the researchers’ lives,
albeit in different forms at each of the institutes involved. Among others, the use of working time
revealed differences between women and men, where the first proved to be more involved in teaching
than the second, more intensively involved in research and in more prestigious activities (e.g.,
organising conferences) than women. Family care (especially in family with children) impacted women’s
careers more than men’s.

Outcomes/sustainability: After presentation and discussion with the departments involved, some
changes were decided regarding the measures planned to support work-life balance in the TRIGGER
action plan and, in general, at university level. For example, to improve mothers’ careers, a new rule
establishing that, after a maternity leave, all the women researchers will have a sabbatical leave (i.e.,
during one semester, they will not teach in order to allow them to do more research) has been
introduced. This measure will have a financial impact, since the university will give a specific budget to
the departments concerned in order to replace the women researchers who are in sabbatical leave.
Instead, other measures, which were expected to start in the second part of the project, had to be
reviewed following the results of the study.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

Yes
Yes
No
Yes
No
No

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

STRUCTURAL IMPACTS:
Institutional
CONFLICTS:
No
NEGOTIATIONS:
Interpretive, Institutional, Operational
Positive
Positive
Positive
Positive

AMBIVALENT IMPACTS:
No

Positive
Positive

Positive
Positive

Positive

Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
No
No
No
Yes
Yes

GENDER SOCIAL VALUE:
Yes
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23. Support to the university in applying a national law
Strategic area: Gender-aware science Actions aimed at gendering S&T contents and methods
Description: The consideration of gender aspects in academic curricula is a general provision under
the national law which however is not always applied. Based on the law, in the technical university
TRIGGER partner, a semester-long elective course focusing on gender contents and methodologies had
been inserted in the courses on offer at the university for post graduate students. This course had been
inserted in the Master Program list of courses by the TRIGGER team leader many years ago. However,
until the beginning of the European project, this course was only on paper, because the professor was
on leave of absence and no one else had the specific expertise and interest to teach the course. The
TRIGGER action plan encompassed a set of actions on gender equality and gender in research, some of
which were already in the plans of the university, but still unimplemented.
The TRIGGER team leader is a professor with a long record of studies on gender in research in her
scientific area. This made it possible for her, once the project was approved by the EC and she returned
to the university from her leave of absence, to actually activate the postgraduate course at her school.
Besides this, in the framework of the project, several introductory modules were proposed in different
university schools for undergraduate students, too. Similar courses have been also proposed to other
technical institutions. Following the attention raised on these issues by the project team, other
professors, initially not involved, also started new activities on gender aspects in the university.

Outcomes/sustainability: The courses were activated and replicated during the project. The
Equality Plan approved during the last project year by the university governing board includes measures
to consolidate the integration of gender in teaching and research within the institution, thus
implementing the law in force. Other initiatives, not part of the project albeit inspired by its concepts,
are ongoing.
Of particular interest is the current project to participate in an interuniversity Master’s Program on
gender involving the five public universities of the town where the university is based, funded by the
regional government. This master has been recently approved and will start in 2019.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional

Yes
Yes
No
Yes
Yes

CONFLICTS:
No
NEGOTIATIONS:
Interpretive, Symbolic, Institutional

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
No

Positive

Positive
Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
Positive
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
Yes
No
Yes
Yes
No
No

GENDER SOCIAL VALUE:
Yes

Positive
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24. Synergy between the action plan and a national initiative on gender
Strategic area: Women-friendly environment - Actions supporting early-stage careerdevelopment
Description: One of the TRIGGER partners has designed its gender equality plan, albeit completely
independent and original, also to support the achievement of the objectives of a national award, while
at the same time widening and deepening its scope, thus optimising the effort.
During the first period of the project, negotiations at university level were held on how to design and
implement a university-wide mentoring programme. This necessary step was complex and time
consuming, resulting in a delay in the start of the programme. The mentoring scheme was developed
and officially launched around project mid-term. It targeted junior academics, research and teaching
staff (as mentees); more senior academics (from senior lecturers upward) were given the chance to be
mentor. The programme saw the participation of mentor-mentee couples from different departments.
In the first edition, less mentees than expected participated (4 out of 15), while the second was more
attended (6-8 expected, 8 participating).
A handbook on good practice for mentoring activities, which is an important support for the mentoring
programme, has been drafted and it is currently published online. Before implementing the action, a
literature review on mentoring academic women was drafted, presented at an international conference
and published as a paper in an international peer-reviewed journal.
Collaboration with the HR department, coordinating the efforts of the institution in applying for the
national award, brought to the launch of a second edition, one year later.

Outcomes/sustainability: The mentoring action devised by the team achieved sustainability
beyond the project duration. The mentoring programme has been included in the action plan for
maintaining the level achieved in the national award and achieving the higher award for the institution
as a whole. It will be thus carried on in the following three years, after the end of TRIGGER.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional, Interpretive

Yes
Yes
No
Yes
No
Yes

CONFLICTS:
No
NEGOTIATIONS:
Institutional, Interpretive, Operational, Symbolic

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Positive
2. Internal cohesion:
3. Involvement of internal stakeholders: Positive
4. Men’s involvement:
Positive
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
No

Neg/Pos

Neg/Pos
Positive

Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
Yes
No
No
Yes
No
No

Neg/Pos
GENDER SOCIAL VALUE:
Yes

Positive
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25. New institutional agreements on gender health
Strategic area: General
Description: In order to guarantee a favourable framework for gendering contents and
methods of scientific research on health, the TRIGGER team launched a collaboration initiative
with two strategic partners, one at regional and the other at national level. The work
performed and the negotiation process held led, at the end of the project third year, to
establish two framework agreements for promoting gender equality and for gendering
research contents and methodologies. One of them was signed with the Department of Health
of the Region while the other with the technical/scientific body of the National Health Service,
which also includes a centre focused on gender medicine. Together with this latter, the
TRIGGER team leader also proposed to the Conference of rectors a motion, which was
subsequently adopted by all the universities at national level, about the introduction on gender
aware contents and methods in medicine teaching.
Outcomes/sustainability: The main aim of the two agreements is to promote and
support gender-based health and medicine when setting priorities (and allocating
resources) within the health system at national and regional level. Both could enhance a
more gender equal and gender aware policy, also providing further occasion to extend the
reach of the TRIGGER action plan.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Symbolic, Institutional, Operational

Yes
Yes
Yes
No
Yes
No

CONFLICTS:
No
NEGOTIATIONS:
Interpretive, Symbolic, Institutional, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Positive
2. Internal cohesion:
3. Involvement of internal stakeholders: Positive
4. Men’s involvement:
Positive
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
No

Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
Positive
No

1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

ASSETS
No
No
No
No
No
Yes
Yes
No
No

Positive

Positive

Positive
Positive
Positive

GENDER SOCIAL VALUE:
Yes
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26. Increase the authoritativeness and visibility of the action plan through
external networking
Strategic area: Women leadership of science – Actions promoting women’s leadership in
innovation processes and science-society relationships
Description: The TRIGGER project is the first of its kind in the country, even more in a technical
university in a male-dominated field. The general national and political context is not favourable to
gender policies, and a conservative attitude in society in general, and among men in particular, is
observed. Some actions of the plan aimed at establishing constant relationships with other universities
and research centres involved in EC projects all around the country.
The university leadership showed mild interest initially. At mid-term, after the renewal of the
management with persons partially different from the ones who followed the action plan from its very
beginning, the project team, not surprisingly, faced strong resistances. These mainly came from middle
managers, a very busy group attaching little priority to gender equality (for example, two planned
workshops targeting them had to be cancelled). Top managers, even though generally less hostile,
proved to be a problematic group as well, difficult to involve, mainly because of their multiple
commitments. A certain interest, but not strong support, came from a group of women full professors
of the university, who periodically convened. Despite internal difficulties, the project team continued its
networking activities, extending the scope of its external relationships at national level, creating and
being actively involved in working groups dealing with gender issues and innovation with
representatives of the Ministry of Education and other public authorities responsible for European
research. Indeed, a reform of the Higher Education sector is going on, creating occasions for
participating in stakeholders meetings. This external activity and visibility was to an extent echoed in
the institution, on the occasion of public initiatives.

Outcomes/sustainability: The team succeeded in devising, and in some cases completing before
the end of the project, a wide array of activities, some of which really innovative, reaching different
kinds of beneficiaries, also thanks to the increased external reach of its action. Being the first proven to
be a lever to continue with activities with a certain symbolic value (e.g., an award to women scientists
and employees). The advice on gender aspects of the team leader is being required by the institutional
leadership in the revision of some institutional documents.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Symbolic, Institutional

Yes
Yes
No
Yes
Yes
No

CONFLICTS:
(latent) Among the team and the leadership
NEGOTIATIONS:
Symbolic, Interpretive, Institutional

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Positive
2. Internal cohesion:
Positive
3. Involvement of internal stakeholders:
4. Men’s involvement:
Negative
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
No

Positive
Positive

Positive
Negative

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
No
Yes
Yes
No
No

GENDER SOCIAL VALUE:
No
Positive
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27. External networks to strengthen the action plan internally
Strategic area: Women-friendly environment; Actions promoting change in organisational
culture and formal/informal behaviours
Description: A TRIGGER partner forming part of a technical university (the first to implement a
gender action plan in a technical university) had planned in its gender action plan the creation of a new
network of women researchers. Its purpose was to foster participation and support for the
development and implementation of the action plan, then to be institutionalised and function as a
permanent actor within the University. The core group in the network should have included women
from two out of the three faculties participating in the project, later to include the third and
progressively reach interested women professors and researchers at other faculties and schools.
This action was slightly delayed due to the relatively low interest, among women professors and
researchers, in setting up a more formal way of working together, and also because of a sort of selfimposed lack of visibility among some of them, connected maybe to an underestimation of their own
scientific merits and roles, but mostly to their desire not to highlight their specific situation as
professional women. In order to create a core group of inspiring women, a blog was created around the
mid–term of the project, intended as a seed for the network, but also as platform to make women and
their work more visible.
Political changes within the university led to a different institutional policy which did not support
specific actions to make women visible such as an only women’s blog showcasing their work. This
affected also the part of the original draft of the Equality Plan included in the EC project, where this
network was a part of the measures to promote women equality. In order to accelerate change, the
team then decided to re-adapt the initial idea, creating an outward initiative, by strengthening existing
external networks and creating new ones, related to both scientific personnel and equality officers at
national and international level. Two members of the project team are in the founding group of a new
professional association at the national level. Some other collaboration and networking activities were
initiated or intensified with external organizations, such as other professional bodies, local authorities,
private companies as well as a network linking the national projects addressing gender in science
funded by the European Commission and created by a governmental body devoted to research. The
gender unit also joined a national network of all the university equality units and a working group on
gender within the four technical universities of the country.

Outcomes/sustainability: The redesign of the initial idea about outside collaboration and
networks had some positive aspects. First, it made networking more independent from university
boundaries and contributed to its sustainability beyond the TRIGGER life. Secondly, this kind of
networking was able to reach both researchers and professors at the university in a different way and
with a wider field of action. Thirdly, it also extended its scope to further women, because most of the
students develop their professional careers outside the academic sector.
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INDICATORS

MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional

Yes
Yes
Yes
No
Yes
Yes

CONFLICTS:
Institutional
NEGOTIATIONS:
Institutional, Interpretive, Symbolic

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Positive
2. Internal cohesion:
3. Involvement of internal stakeholders: Neg/Pos
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
No

Neg/Pos

Positive

Positive

Neg/Pos

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
No
Yes
Yes
No
No

GENDER SOCIAL VALUE:
Yes
Positive
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28. A Complex example of Cooperation among Universities
Strategic area: General
Description: One of the universities implementing a TRIGGER action plan is also member of a
consortium of universities which was created following a national reform. During the initial phase of the
European project, the project team at the university proposed to the other institutions forming part of
the consortium to develop a common gender equality policy. After intense negotiation, the leadership
of the consortium asked the project team to coordinate the network of the equality officers appointed
at each member university, providing it also with funds to extend the project action to the other
institutions.
During the first year of the project, some of the planned actions were slowed down at the university
due to a change of institutional leadership. A long time was necessary for the project team to be
accredited, and to present to the new management team the opportunity to change some internal
rules in an openly pro-women direction. This process, indeed, would have required a clear political
positioning and risked being controversial, in a turbulent moment of transformation of the national
higher education system. On the other hand, the project team intensified its inter-institutional efforts,
e.g., extending the gender equality training offer to the other universities of the consortium and
creating new common initiatives (e.g., a service against sexual harassment). This was also a way to
gather additional funds for some of the initiatives already planned (e.g., for an international conference
planned during the first project year).
The initiatives conducted were echoed and praised by the national media, and the university increased
its public prestige. During a particularly convulse period of internal negotiation about the future
merging of the institutions forming part of the consortium, an internal consultation revealed that a joint
gender equality policy should be among the things to be maintained in the future, whatever
institutional form should have been chosen for the years to come.

Outcomes/sustainability: All these effects provided substantial evidence about the effectiveness
of the gender action plan proposed by the project team, thus contributing to overcoming internal
resistance and fostering its future sustainability, through an institutional gender equality plan.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional

Yes
Yes
No
Yes
Yes
No

CONFLICTS:
No
NEGOTIATIONS:
Institutional, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Positive
2. Internal cohesion:
Positive
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
No

Positive
Neg/Pos

Positive
Positive

Neg/Pos

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
Yes
No
No
No
Yes
Yes
Yes
No

Positive
GENDER SOCIAL VALUE:
Yes

Positive
Positive
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29. Creation and institutionalisation of a gendered database of the institution
Strategic area: Women’s leadership of science - Actions promoting a women’s leadership of
science in the practice of science
Description: The TRIGGER action plan included the creation of a self-updating database on the
situation of women and men, mainly focused on the 6 STEM departments targeted by the project, but
also containing information on the whole university and comparative data on the national situation.
The database was created through links with existing databases which were not entirely public and
connected. A specific part of the database includes in-depth information on CVs and publications by
women scientists who accepted to have them published (among them, the delegate of the Rector on
gender equality and gendered research).
Despite the team having a clear idea of the final output and the requirements needed, the
implementation of the public bid for the database was slowed down by the overly bureaucratic
procedures of a public university. After concluding the identification of a subcontractor (at the end of
the second year), the third year was almost entirely dedicated to the implementation of the online
database. It was created and made accessible through a web platform at the end of the third year.
During the fourth year, the database and the related online platform were regularly updated. The
persons in charge of implementing the platform, with a long experience in big data and committed to
gender equality, belong to a special unit of the Italian Council of Research devoted to ICTs.
The subcontractors were completely in tune with the project team and responsive to all its requests.
One problem met is that the statistician in charge of the database, an employee expressly hired for the
project, still works under a fixed-term contract. Moreover, regulations on privacy initially slowed down
the implementation of some parts of the database. This problem was solved thanks to the active
involvement of the rector, who is a computer scientist.
The database is currently being used by the project team to monitor the situation of female scientists
and illustrate it to all interested stakeholders. The general director of the university, as well as the new
rector, are particularly interested in using the database as a monitoring tool also for their current
human resources policies in the future. Its sustainability after the project lifespan has been decided also
thanks to the involvement of the delegate of the Rector on gender equality and gendered research. The
contract for the person in charge of managing the database has been extended for the next year after
the end of the project.

Outcomes/sustainability: The Database will be incorporated into the system of the University and
transformed into a permanent tool monitoring gender equality in academic careers within the
University. It will be extended to include all twenty departments of the University. The Guarantee
committee, in its action plan, has pledged to ensure that the Database is expanded to keep track of a
vast range of information that is currently unrecognizable. This information includes institutional (or
other) responsibilities and duties, as well as more complex information that will provide a broader
picture of the life and career paths of women in the university. In order to transfer the Database from
the group that developed the platform and software to the staff of the University, the necessary
financial resources have been allocated by both the Guarantee committee and the University. The
Database will then be managed entirely by the University, and will be used to draft the so-called
Gender Budget that the Guarantee committee intends to promote as an additional tool to monitor
gender equality within the University. Therefore, the Database can be further expanded to collect and
organise all the information identified as relevant for the preparation of the Gender Budget.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

Yes
Yes
No
Yes
Yes
No

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

STRUCTURAL IMPACTS:
Interpretive, Symbolic, Institutional, Operational
CONFLICTS:
No
NEGOTIATIONS:
Interpretive, Symbolic, Institutional, Operational
Positive
Positive
Positive
Positive

AMBIVALENT IMPACTS:
No
GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

ASSETS
No
Yes
No
Yes
Yes
No
No
No
No

Positive

Positive

Positive
Positive
Pos/ Neg
Positive
Pos/ Neg

GENDER SOCIAL VALUE:
No
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30. Combating male-dominated practices and views of science
through an institutional award
Strategic area: Gender aware research – Actions aimed at gendering S & T content and
methods
Description: To root gender topics in the academic life, the TRIGGER project team proposed to the
leadership to create an institutional award named after a well-known woman scientist in the
university’s field of study. The idea started from the need to communicate the issue of sex/gender
analysis for gendered innovations toward the academic staff and to students, and to motivate students
to engage in explorations of the opportunities that sex/gender analysis offers. The woman scientist was
a first female professor and first female dean of a faculty (1956) of a Technical University in the country.
Her name was nearly forgotten, but the history of her career was revived within the TRIGGER project.
In its first edition, the prize was awarded in two categories: a contest for students’ research works that
integrated a gender or sex dimension and a prize to an outstanding woman researcher/academic for
her contribution to the development of science, research, pedagogy and innovation. In its second
edition, one year later, a prize was awarded in further category, i.e., an award to an employee who
made significant contributions to the field of supporting and promoting equal opportunities in working
relations and research. The contest of student´s works and nomination of candidates for prizes in both
categories took place and was awarded in 2017.
Initially, the award was funded and organised in the framework of TRIGGER, to launch an innovative
and challenging strand of activities (i.e., gendered research in a very technical STEM field). Besides this,
an internal team worked on these issues, organising training initiatives and involving women professors
in suggesting topics to be proposed for the students’ works. Moving on to the second edition, the team
noticed a significant improvement in the quality of the students’ works submitted.
The award was officially presented in the first year by the rector and in the second year by the vicerector for research. The rector, the vice-rector for strategy and the bursar took part in the ceremony. In
the third year the contest of student´s works took place under the protection of vice-rector for R & D
and the prize in two other categories was ceremonially awarded by the rector at the top management
meeting. The news and photos were published on the main web page of the institution.

Outcomes/sustainability: Thanks to internal negotiation and the good results of the first year, the
university management decided to fund the prizes for the researcher and the employee from the
institutional budget and to institutionalise it.
As for the contest for the students’ research works, the commitment was expressed to use the research
department budget to fund it for the years to come after the end of the project. At the beginning of
2018 a budget for this competition was allocated.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

Yes
Yes
No
Yes
No
Yes

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

STRUCTURAL IMPACTS:
Symbolic, Institutional
CONFLICTS:
No
NEGOTIATIONS:
Symbolic, Institutional, Operational
Positive
Positive
Positive
Positive

AMBIVALENT IMPACTS:
No

Positive
Positive

Positive
Positive

Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
Positive
Positive

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
Yes
No
No
No
Yes
No
No
No

GENDER SOCIAL VALUE:
No
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31. Creating an international Chair on gender equality policies in science,
technology and innovation
Strategic area: Gender-aware science; Actions aimed at gendering S&T contents and
methods
Description: In a TRIGGER partner technical university, a research group on gender was established
at one Department already in 2000. It was the first research group created in its country and one of the
first in Europe on gender in the concerned scientific field. It carried out a relevant number of research
projects, with several books and publications following, and also organised 4 international conferences
with related networking activities. In the TRIGGER framework, the idea was to transform the research
group into a regular chair, making its long lasting efforts at gendering the contents in the concerned
scientific area structural at the University, thus also providing a concrete example for other
Faculties/Schools to follow, besides awarding the institution the European leadership in this disciplinary
area. Among the activities planned for the chair, there were teaching, professional training,
dissemination, research, and consultancy.
The negotiation with the university rector concerning the new chair started already during the first
project year. The TRIGGER team leader obtained a location for the TRIGGER office, in view of the
creation of the chair, at the Rector’s premises.
During the project second year, the TRIGGER team prepared an application for an international chair,
the first Chair on Gender in a technical university in the world, and one out of around 12 actively
dealing with gender. The idea was to support the feasibility of gender mainstreaming in the institution.
At project mid-term, quicker than foreseen, the TRIGGER team received confirmation of their
application. The Chair on Gender has a double objective. Firstly, to improve the level of participation
and leadership of women in science, technology and innovation and to support structural changes in
organisations to achieve this aim. Secondly, to advance the integration of gender perspectives in
research, technology and innovation, and in higher education curricula in technological areas
(engineering, planning, and architecture). The chair has joined different existing associations and
working groups at national and international level, and has promoted some new ones. It also signed
agreements with other institutions and has worked for some public administrations providing
consultancy services
The Chair was officially established in the mid of the project’s third year, with an initial agreement of 4
years between the concerned international organisation and the university, which may be renewed as
many times as wished, if both parts are in accordance.

Outcomes/sustainability: A change in the management team occurred during the same period,
diminishing the support to the project in the University. Nevertheless, the scientific status of the team
leader allowed the team to give continuity and enhance the visibility of the gender topics in the
institution and to continue to be part of the commission in charge of drafting the New Gender Action
Plan of the University. At the project end, the chair moved to the premises of the school where the
original research group was based.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

STRUCTURAL IMPACTS:
Institutional

Yes
No
No
Yes
Yes

CONFLICTS:
No
NEGOTIATIONS:
Interpretive, Institutional, Symbolic, Operational
Positive
Neg/Pos
Neg/Pos
Neg/Pos

AMBIVALENT IMPACTS:
No
GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
Yes
No

Positive
Positive

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

Yes
Yes
Yes
Yes
No
Yes
Yes
No
No

Positive

GENDER SOCIAL VALUE:
Yes

Positive

Positive
Positive
Positive
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32. Helping women researchers to commercialise research results
Strategic area: Women’s leadership of science - Actions promoting women’s leadership in
innovation processes and science-society relationships
Description: One of the TRIGGER teams focused one of its actions on the aspect of
commercialisation of research products, to verify if and how women are disadvantaged in harnessing
the results of their scientific work, in order to improve women scientists’ opportunities to
commercialise their research by building synergies with other relevant players outside the university.
During some preliminary internal and external meetings with the actors involved in commercialisation,
the team realized that commercialisation activities were quite low, independently of the researchers’
gender. Subsequently, a university-wide survey was elaborated and launched to further understand the
interest, involvement, and future plans of the scientific staff in relation to commercialisation activities.
This survey confirmed the results emerging from the previous meetings, i.e. the level of
commercialisation is low, and also, commercialisation is considered a particularly time-consuming
activity in which many academics seem to be reluctant to engage. The results from the survey were
presented to the two faculties in which the project was operating. The project team proposed to
appointing innovation “champions” in departments and research groups, i.e. members of the staff who
can help colleagues to understand and develop the commercial potential of their research. Advice on
these issues from other institutions was obtained through the external board of the TRIGGER board.

Outcomes/sustainability: As a result of the action geared towards verifying the state of the art of
commercialisation, and subsequent proposals, a “Research Development Manager” was appointed in
the second project year in one of the two faculties. Despite the availability of a research development
manager, the problem of commercialisation of research results in the institution is far from being
solved. Indeed, a bigger investment would be necessary to improve the relationship between academic
researchers and their potential market.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional

Yes
Yes
No
Yes
Yes

CONFLICTS:
No
NEGOTIATIONS:
Institutional, Interpretive

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Positive
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
Positive
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
Yes (Operational)

Positive
Positive

Positive
Positive

Neg/Pos
Neg

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
Yes
No
No
Yes
No
No

GENDER SOCIAL VALUE:
Yes
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33. Finding effective and durable ways to support early career researchers
Strategic area: Women friendly environment – Actions supporting early-stage careerdevelopment
Description: The TRIGGER team at a technical university early realised how difficult is to retain young
researchers, mostly women, due to the general situation of higher education in the country.
Furthermore, in a moment of economic crisis, trade unions mainly protect the interests of the
employees rather than those of temporary researchers. Precariousness is very high and supporting
early-career scientists is a challenge that the project has tried to address.
In this framework, the project team tried to enlarge the support offered by the university to young
researchers. Starting with the first project year, thanks to the action of the team leader, use of the
internal kindergarten was also offered to the children of PhD students. Some informal mentoring and
advice on career aspects were also implemented. Besides this, the project team leader started internal
negotiations with the university management team to promote a human resources policy suited to the
population of the university, conducting meanwhile, together with representatives of other universities,
lobbying action with the ministries responsible, designed to get more job stability for young
researchers. One difficulty to support PhD students is related to their status and consideration as
students rather than employees, even though much of them have small contracts with the university. In
the second part of the project, the university decided to create a Career Advisory Department, for
students and early-career researchers, involving in it the project team coordinator and taking on some
of the training and counselling activities initially performed under the umbrella of the project.

Outcomes/sustainability: The activity of advocacy to obtain more stable contractual
arrangements for early career researchers failed because of the general situation, related to an increase
in competition for accessing research funds, which has increased work precariousness as temporary
contracts are the norm in the country. This condition, according to the rectors, makes it impossible to
employ people on a permanent basis due to the uncertainty of funding. Instead, internal provisions for
supporting this target group, enabling them to look for career opportunities also outside academia, will
continue even after the conclusion of the project. The project team leader was in charge of launching
and directing the career centre created during the project duration and for the mentoring programme
which was encompassed in it as well as a more general programme of support to young researchers
orienting them in the search of working opportunities after the education period. Because of the senior
age of a TRIGGER team leader, the new head of the Advisory and Career Centre has been appointed
and the Centre as an independent department has become a part of the organizational chart within the
university. The Centre will be funded with the ordinary funds of the institution.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional, Operational

Yes
No
No
Yes
Yes
No

CONFLICTS:
The team vs the leadership and trade unions
NEGOTIATIONS:
Interpretive, Institutional, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
No
GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

Neg/pos
Negative

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
No
Yes
Yes
No
No

Neg/pos
Neg/pos

GENDER SOCIAL VALUE:
No

Neg/pos

Positive
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34. Connecting Gender to a High-Quality Human Resources Management
Strategic area: General
Description: The leader of the TRIGGER team in a partner university is a member of the President’s
team supervising HR policies. When the project approached its last year and the team was reflecting on
future sustainability, the idea was launched to apply to the European Quality Label HRS4R. Besides
being an important means to improve the management of human resources and a way to attract
further European funds, the programme to obtain the label would allow for the incorporation of a
series of gender equality measures already tested or proposed through the European project, which,
once the label is obtained, will become operational at university level.
A first attempt to apply for the label was made at the end of the first project year. The application
process was stopped by the former head of HR, who deemed it too demanding at that moment. When,
two years later, the head of HR changed, the head of the project team seized the occasion to create a
working group of new employees motivated to participate in the application process for the label. The
process needed to be very quick, since the application procedure was going to be modified, and the
team intended to apply before it happened, to avoid delays. Thanks also to the European project,
provisions concerning work-life balance (among others, the offer of sabbatical given to women
researchers returning after maternity), women’s careers, gender training, and struggle against sexual
harassment were included. The measures identified were submitted to university staff through a
questionnaire which had a good response rate among scientists and employees in a very short time.
Following the results, some measures included in the programme were modified. No objections were
made by the university decision councils, since the team leveraged on the possibility of getting more
funding, in a moment of national financing shortage. The only opposition came from a representative of
the trade unions, questioning the extra work needed to prepare the application and to comply with the
requirements included in the programme.

Outcomes/sustainability: The application has been accepted by the European Commission, which
only requested small amendments to some measures suggested. The consultation via online
questionnaire will be replicated annually in the following four years, until the EC‘s re-evaluation of the
university’s position. The HRS4R represents an important part of the TRIGGER sustainability plan in the
years to come.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

Yes
No
No
Yes
No
No

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

STRUCTURAL IMPACTS:
Institutional, Symbolic
CONFLICTS:
Institutional, Operational
NEGOTIATIONS:
Institutional, Interpretive, Operational
Positive
Positive
Positive
Positive

AMBIVALENT IMPACTS:
No

Positive

Positive
Positive

Positive
Positive
Positive
Positive
Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
Yes
No
No
No
No

GENDER SOCIAL VALUE:
Yes

Positive
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35. Successful adoption of a protocol against harassment following the
preparation and diffusion of devoted guidelines
Strategic area: Women-friendly environment - Actions promoting change in organisational
cultures and behaviours
Description: As part of its gender action plan, the project team proposed a set of implementation
guidelines concerning different forms of harassment at workplace, addressed to different players of the
university. Some protocols on the same issues had been formerly prepared and negotiated with the
leadership, containing procedures to deal with relevant cases. The approval of the protocol was blocked
for more than one year (first part of the project) because of internal conflicts between the trade unions
and the university leadership (generated by the layoffs of over 300 administrative staff units related to
the economic crisis of the country) and between Gender Unit and general manager of the institution.
Despite such a situation, the project team implemented its action, sensitizing different audiences at
different faculties of the university. During these activities, the poor level of awareness and knowledge
on the issue, especially among the people expected to take action against possible cases of harassment,
clearly emerged.
Negotiation was required concerning the existence and relevance of the phenomenon in the university
(interpretive negotiation), which entailed the participation of external experts in public initiatives
explaining the dynamics of harassment.
Long time (nearly one year more than expected) passed before the trade unions accepted to sign the
protocol (institutional negotiation), following the publication and presentation of devoted guidelines by
the project team.
Following the organisation of a public presentation of the Guidelines with the rector and external
experts, the protocol was in the end approved in presence of the main relevant representatives of the
University management (including the general manager), all showing a generally positive orientation
toward the issue. Actions related to sexual harassment have been also included in the Equality plan of
the institution, approved during the last project’s year.

Outcomes/sustainability: New awareness of the issue and its scope has been spread in various
faculties of the university. The protocol on sexual harassment has been adopted, and provisions related
to the application of the protocol aimed at protecting the victims of sexual harassment, to raise
awareness and to train personnel have been inserted in the new Equality Plan of the institution. This is
also the effect of the entry into force (second part of the project) of a national law, requiring the
adoption of appropriate measures against harassment by the universities.
The team has been considered as a benchmark for policies against sexual harassment in technical
universities at national level. Representatives of the team participated in several occasions have been
quoted in international web tools.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

STRUCTURAL IMPACTS:
Institutional, Symbolic

Yes
Yes
No
Yes
No
No

CONFLICTS:
Institutional, Operational
NEGOTIATIONS:
Institutional, Interpretive, Operational
Positive
Positive
Neg/pos
Positive

AMBIVALENT IMPACTS:
No
GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

Neg/pos
Positive

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
No
Yes
Yes
No
No

Positive

GENDER SOCIAL VALUE:
No

Positive

Positive
Positive

Positive
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36. Services for Combating Sexual Harassment
Strategic area: Women-friendly environment - Actions promoting change in organisational
cultures and behaviours
Description: In one of the TRIGGER partner universities, the decision was made, after the beginning
of the project, to add to the initial action plan an important strand of activity, related to combating
sexual harassment. A preliminary study of the needs of the organisation, as well as an international
review of some current experiences were conducted. The national context was favourable, since during
the second project year the minister of higher education had recommended creating structures to
address this issue. Also the local context was supportive, since the university belongs to a network of
universities whose president shared the idea and provided a budget for all network members.
Despite the favourable circumstances, convincing the president of the university to take action against
sexual harassment took more than one year. The president of the university was reluctant to admit the
existence of the problem of sexual harassment, due also to the fear of how it would be communicated
externally, on the media. It was necessary to lever on competition between universities and take
examples from other countries (for instance, the team told the top management about cases in Canada,
explaining positive and negative aspects). The solution found was to create an external structure to
serve multiple universities, at the premises of a medical department.
The structure is now fully operational, established with a multiannual contract and a triple mandate
(receiving victims, helping victims and training different university professionals), endowed with a
yearly budget. In less than one year, around 20 cases were treated, some of which were really serious,
thus confirming the relevance of the issue. A working group has been created at the faculty of
Medicine, where the situation appears worse than elsewhere.

Outcomes/sustainability: In the project final month, the TRIGGER partner organised a national
conference on sexual harassment with the participation of representatives of the universities
nationwide and the national ministry for HEI. This confirmed the topicality of the issue and the
appropriateness of the decision made adopting such a solution and reaffirmed the forerunner character
of the services established by the university, which remains as a point of reference for all the others.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

Yes
Yes
Yes
Yes
Yes
No

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

STRUCTURAL IMPACTS:
Institutional, Operational
CONFLICTS:
Interpretive, Symbolic, Institutional
NEGOTIATIONS:
Interpretive, Symbolic, Institutional, Operational
Positive
Positive
Positive
Positive

AMBIVALENT IMPACTS:
No

Positive
Neg/Pos

Positive
Positive

Positive
Positive
Positive
Positive
Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

Yes
Yes
No
No
Yes
Yes
Yes
No
No

GENDER SOCIAL VALUE:
Yes

Positive

89

Sustainability

37. Adopting work-life balance measures on paper and in practice
Strategic area: Women friendly environment – Actions promoting work-life balance
Description: Since its start, the TRIGGER action plan at a technical university has included a series of
actions to support a better work-life balance for women and men researchers. Among these, the
promotion of home offices and the inclusion of a rule about the possibility for PhD students on parental
leave to participate in an internal grant competition, with a view to facilitating re-entry. The team
succeeded in successfully negotiating the new rule concerning the participation in the internal grant
competition of PhD students on parental leave whishing to continue PhD studies. Even if seldom used
at the moment, this possibility means a significant transformation of the institutional culture.
As for home offices, while the technical facility was implemented in the first phases of the project, the
application encountered bureaucratic and legal problems, which required the intervention of lawyers.
One of the issues dealt with concerns how to calculate and share out the costs of the overheads, mainly
regarding electric power and Internet connections, between employer and employees, how to deal
with occupational safety and health rules on the remote working place, how to track the amount of
work done. Expected changes in national legislation did not take place till the end of the project Trigger.
Nevertheless, the solution adopted at the university is related to the agreement between the
employees interested in the practice and their direct heads, who definitely have the power to allow or
hinder the actual implementation of the practice. In normal practice, if the character of work allows,
“Home office” is enabled.

Outcomes/sustainability: In the final year of the project, important rules are already in force at
the university. Their actual application in the years to come is to be sustained by the academic
governance and included in the sustainability plan of TRIGGER.
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Sustainability

INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional, Operational

Yes
Yes
No
Yes
No
No

CONFLICTS:
Related to the interpretation of norms
NEGOTIATIONS:
Institutional, Operational

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Positive
2. Internal cohesion:
Positive
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
Operational

Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
No
No
No
Yes
Yes

Neg/pos
GENDER SOCIAL VALUE:
No

Neg/pos
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38. Appointing a Rector’s Delegate for Gender Studies and
Equal Opportunities
Strategic area: Women-friendly environment - Actions promoting change in organisational
cultures and behaviours
Description: In the framework of the TRIGGER project, the team promoted the appointment of a
rector’s delegate on gender equality and gender studies, which actually was made during the project
first year with a devoted decree.
Even being in general supportive towards the actions plan, the delegate was not directly involved in
delivering the project actions. This fact was due to two main factors.
One of them was the lack of a general commitment to gender equality policies by the then rector,
even though, before his election, he had displayed a supportive attitude in the period immediately
preceding the project implementation, probably for electoral reasons. Nevertheless, once elected,
the rector appeared to be little interested in the actual continuation of an effective equality policy
of the Athenaeum.
The second factor was the lack of cooperation on the part of the president of the Guarantee
committee of the University (CUG). She was appointed by the same then rector, also because she
had supported him before his election. The new president showed a conflictive attitude which led
to isolate the committee from the university life. Indeed, during her mandate, some members of
the committee resigned, complaining the impossibility to perform their role in such a situation.
In the second part of the project, after the election of the new rector, the rector’s delegate was
appointed pro-vice rector and confirmed as delegate for gender studies and equal opportunities, in
such a way to strengthen both her role and the equality policy of the university. She has indeed a
very good relationship with the new rector, who is her former student. Besides, a new president of
the guarantee committee was appointed and a new group of motivated people applied to be part
of it.
This new positive situation was the result of a intense negotiation activity of the TRIGGER team,
who also involved other project partners, to promote an actual commitment of the institution to
the TRIGGER continuation and sustainability. This pushed the leadership of the institution to
engage more substantially in gender equality and gender studies.

Outcomes/sustainability: The new situation emerged after the election of the new rector
(whose mandate ends in 2022, as well as that of his governing team, included the delegate for
gender studies and equal opportunities), together with the achievements of the action plan,
pushed the delegate to be more committed to the objectives of the plan (even because some of
them are particularly relevant to her scientific area) and to favour the sustainability of the action
plan after the TRIGGER project conclusion. According to the team, a close synergy was created with
the Delegate of the Rector and the CUG. Their role was to guarantee that the actions of the
TRIGGER Project were completed according to the timetable and methods established from the
outset. Their commitment was not merely formal and is expected to go beyond the project
duration.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

STRUCTURAL IMPACTS:
Interpretive, Symbolic, Institutional, Operational

Yes
Yes
No
Yes
No
No

CONFLICTS:
The team with the former CUG
NEGOTIATIONS:
Interpretive, Symbolic, Institutional, Operational
Positive
Pos/Neg
Pos/Neg
Pos/Neg

AMBIVALENT IMPACTS:
No

Positive
Positive
Positive
Positive
Positive

Pos/Neg
Pos/Neg
Pos/Neg

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
Yes
Yes
Yes
No
No
No
No

GENDER SOCIAL VALUE:
No
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39. Creating a senior position to deal with gender inequality
at institutional level
Strategic area: Women-friendly environment - Actions promoting change in organisational
cultures and behaviours
Description: One of the TRIGGER teams is based in a university having a research group interested in
gender studies and a set of initiatives in place related to gender equality in different domains (scientific
careers and professional work in the institution), each shouldered by working groups or committees.
What was lacking, according to the project team, was a centralised form of responsibility, to respond to
the challenges constantly arising in the university and to manage an institutional policy on equality.
During the first period of project activity, among others, the team implemented a research phase on
the university’s gender culture. The results highlighted how international academic trends impact on
career routines, the differences between careers following an academic path and those following an
administrative/support/professional role, and the persistence of indirect and subtle forms of gender
discriminations. These results not only led to the drafting of a set of recommendations, but also helped
the research team to put forward a proposal to appoint a Pro-Vice-Rector for Equality at the university.
This proposal was shared with the other groups active on gender issues in formal and informal meetings
with different bodies and representatives of the institution at the university and with the leadership.

Outcomes/sustainability: The proposal to appoint a new senior figure in charge of gender
equality has been taken in due consideration by the leadership, even though the way to implement it is
still under negotiation. Different interpretations were given of this role and its cogency for the
institution. Anyway, the decision was made to appoint Deans for equality in each School (following the
example of the School of Science, where an Assistant Dean for equality was appointed in 2015). At the
same time, the role and structure of the Equality Committee is being revised so to address changes in
the University’s diversity strategy, including strengthening the gender equality agenda. The role of
TRIGGER in bringing these discussions forward has been especially important, as recognised by the
Rector.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
2. Internal cohesion:
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

STRUCTURAL IMPACTS:
Institutional

Yes
Yes
Yes
Yes
No
No

CONFLICTS:
No
NEGOTIATIONS:
Interpretive, Institutional, Symbolic, Operational
Positive
Positive
Positive
Positive

AMBIVALENT IMPACTS:
Yes (Operational)

Positive

Positive

Positive
Negative
Positive
Negative
Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
Yes
Yes
Yes
Yes
No
No

GENDER SOCIAL VALUE:
Yes

Positive
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40. Giving a wider institutional framework to gender equality policies
Strategic area: Women’s leadership of science; Actions promoting women’s leadership in the
management of research
Description: Together with actions targeting specific departments, the TRIGGER team based in a
technical university had included in its gender action plan some activities involving the whole
institution, such as a review of some university regulations to make them more gender-equal and
gender-sensitive. These reviews were supposed to take place at mid-term and in the final part of the
project.
Following the activities conducted in the first year and their results (in particular, an initial survey on
women and men in the institution), the rector of the university decided, urged by the team, to take
action, starting a multi-year institutional gender action plan. Since the project team was involved in this
process, the internal regulations review was integrated in the development of the new plan as a joint
initiative of the team and the Board of the University. To do this, a commission in charge of drafting the
University Gender Equality Plan, composed of different representatives from the university, was
created. This new commission was co-chaired by the project team leader and the General Manager of
the University. The Equality Plan was ready at the end of the second year of the project, to be
subsequently approved at the beginning of the following one. In concurrence with the internal elections
of the university’s new management team, things slowed down. A new rector with different views on
equality issues was elected. The commission for the plan was reconfigured and started to work some
months later, keeping two members of the project team and maintaining most of the original draft.

Outcomes/sustainability: Some changes were introduced in the initial draft of the equality plan,
but the structure and most of the contents agreed upon by the first commission were kept. The final
text of the Equality Plan was approved during the last project year. Despite the text is an advanced one
in its field, also being the first in a technical university at national level, uncertainty about the dedicated
resources and budget persists.
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INDICATORS
MAIN PLAYERS
1. Core team:
2. Extended team:
3. Network:
4. University institutions:
5. Other external institutions:
6. Public:

STRUCTURAL IMPACTS:
Institutional

Yes
Yes
No
Yes
No
No

CONFLICTS:
Institutional, Interpretive, Operational
NEGOTIATIONS:
Institutional, Operational, Symbolic, Interpretive

TRANSFORMATIONAL GROUP
1. Shared strategic vision:
Positive
2. Internal cohesion:
Neg/pos
3. Involvement of internal stakeholders:
4. Men’s involvement:
AGENCY
1. Consensus level of beneficiaries:
2. Stakeholders’ involvement in
action delivery:
3. Establishment of new groups
around AP activities and goals:
4. Attendance to activities and events:
5. Presence in internal/external
communication networks:
STRUCTURAL CIRCUMSTANCES
1. Policy-related:
2. Cognitive-cultural:
3. Organisational-bureaucratic:
4. Economic:
5. Normative:
6. Time-related:
7. Communication-related:

AMBIVALENT IMPACTS:
Yes

Neg/pos

Neg/pos

Neg/pos
Neg/pos
Positive
Negative
Positive

GENDER IN RESEARCH
1. Friendly environment:
2. Gender-aware science:
3. Women’s leadership:

No
No
No

ASSETS
1. Physical
2. Economic
3. Career position
4. Information
5. Human resources
6. Professional recognition
7. Social Networking
8. Services
9. Time

No
No
No
No
Yes
No
No
No
No

GENDER SOCIAL VALUE:
Yes
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CHAPTER III
ANALYSIS OF THE IMPLEMENTATION DYNAMICS AND FINAL
CONSIDERATIONS ON THE STRUCTURAL CHANGE PROCESS
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1. Introduction
Chapters 2 and 3 of this report, based on the Implementation Dynamics (IDs) identified
throughout the accompanying research and collected in the database (already making the
object of the TRIGGER final guidelines), try to shed light on the general processes of
structural change ignited by the five action plans.
While chapter 2 adopted a diachronic approach, referred to the individual
Implementation Dynamics described, chapter 3 provides a synchronic picture of the
situation at the project’s end.

2. General characteristics of the database
Here below, a description of the information collected under the main database entries is
provided. The indicators used to identify the Implementation Dynamics considered in the
database are in this chapter understood and utilised as descriptors of the whole set of
dynamics included.
The figures given, however, are only intended as tools for synthetically describing the
observed dynamics, since the approach adopted in the accompanying research is of a
qualitative and not a quantitative nature. Similarly, the use of the percentages in the text
and tables is to be viewed as a tool for better understanding the features of the
Implementation Dynamics and not in a statistical perspective.
As a whole, the database includes 40 records, each corresponding to one
Implementation Dynamic (ID). The number of dynamics per Action Plan ranges from 4 to 11,
roughly corresponding to the extent of the Action Plans, whose actions’ number ranged
from 9 to 32.
The IDs identified have been classified against the strategic areas they refer to6. Some,
however, refer to cross-cutting issues which cannot be classified as pertaining to just one
strategic area, as they are not linked to a specific action or strategy, but to the
implementation of the Action Plan in general. These latter represented a relevant number,
even if not a majority.
6

Since the design phase of the project, three different strategies, comprehensively aimed at inducing
structural change processes were identified: 1) making research institutions an enabling environment
for women’s progress and working lives, including support to work-life balance and early-career phases;
2) promoting the sex and gender dimensions in the image of science, in science education and in the
very process of research and innovation; 3) promoting women in different kinds of scientific leadership
positions.
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It is to say that in general the IDs were not necessarily referred to one individual action,
even if they generally were detected on the occasion of the design, launch or
implementation of one or more of them.
Table 1: IDs per strategic areas
STRATEGIC AREA
Cross-cutting dynamics
Enabling environment
Gender dimension
Leadership positions
TOT

No
8
17
9
6
40

%
20.0
42.5
22.5
15.0
100.0

ASDO, 2018

Some considerations can be made concerning the weight of the three strategic areas in
the database, comparing it with the one of the same areas in the design of the five action
plans considered as a whole. The most prominent area of action (in terms of number) has
been the creation of an enabling environment, i.e., a wide range of topics including policies
for work-life balance, support to early career researchers, promotion of initiatives against
sexual harassment etc.
Table 2: Weight of the strategic areas in the APs
Actions in the APs (global)
STRATEGIC AREA
No
%
Enabling environment
41
41.4
Gender dimension
24
24.3
Leadership positions
34
34.3
TOT
99
100.0
ASDO, 2018

In the database, as seen, the bigger number of dynamics relates to the enabling
environment, and the most part of TRIGGER actions concentrated under this heading as
well. These, as said, represented the major investment of energy of the five Action Plans,
mainly, but not exclusively, in their initial years.
Table 3: Weight of the strategic areas in the APs
comparison
Database of dynamics
STRATEGIC AREA
No
Enabling environment
17
Gender dimension
9
Leadership positions
6
TOT
32
ASDO, 2018

100

and in the database of the dynamics –

%
53,1
28,1
18,8
100

Actions in the APs (global)
No
%
41
41.4
24
24.3
34
34.3
99
100.0

Comparing the weight of the three areas in the IDs and in the design of the APs, the
analysis shows a different balance between them, with a more pronounced presence of
dynamics related to initiatives concerning the gender dimension in science (including actions
both against gender stereotypes and promoting gender sensitive contents and methods in
hard sciences) with respect to those concerning women leadership (the dynamics related to
the whole action plan have been put aside to facilitate the comparison).
This fact is probably due to the strategic emphasis given by the TRIGGER project as a
whole to the initiatives related to the gender dimension in research, with the corresponding
investment of energy and central resources (see for example the creation of a central unit
with internationally known experts devoted to gender in research). Even if less actions were
planned, they have been more intense in terms of commitment of the teams and their
organisation, thus more likely to start processes of change. On the other side, some
difficulties were met in implementing some actions aimed at promoting women in
leadership positions, because of different reasons, such as the negative attitudes of the
academic leaderships towards actions directly aiming at proposing a gender balance in
leadership (e.g., gender quotas) or the reluctance of the same women researchers to be
explicitly targeted by only-women actions.

3. Actors
Each ID collected is described making reference to the main players involved, even if on
different grounds and with different intensity.
A first information worth noticing is the variety of actors participating to a different
extent in the dynamics.
The mention of the type of stakeholders involved is reported in Table 4.
Table 4: Type of actors involved in the identified IDs
PLAYERS INVOLVED
Core team
Extended team
Networks*
Research institutions**
External institutions
General public (int./ext.)
* Internal or external to the implementing institutions
** Other actors inside the implementing institutions
ASDO, 2018
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No
40
31
10
34
15
12

%
100.0
77.5
25.0
85.0
37.5
30.0

The most part of the IDs see involved the extended teams (31 out of 40, i.e., 77.5%) of
the APs, and even more (34 out of 40) other actors in the institutions where the Action Plans
were based (in more than 8 out of 10 IDs). Networks are not so much involved as players of
change, while a certain role, even if in less than one half of the cases, has been played by
external institutions and general public. As it is quite obvious, the core team has been
playing a relevant role in all the identified IDs.
Table 5: Descriptors related to positive and negative attitudes of teams to act as change
agents in IDs
Attitudes
Positive (No and %)
Negative (No and %)
Shared strategic view
Internal cohesion

33
25

82.5
62.5

3
8

7.5
20.0

ASDO, 2018

Table 5 shows how generally positive attitudes in the teams were recorded. Anyway,
some difficulties and shortcomings in this same aspect were also detected in a minority of
the IDs.

4. Actors’ activation
A second topic deserving attention relates to the forms of involvement of actors other
than the bare team members, which frequently emerge in the dynamics as active players,
although not always in the direction desired by the TRIGGER teams.
In table 6, the descriptors related to these aspects are reported, distinguishing among
situations where the actors assumed a supportive role (positive involvement) or, on the
contrary, somehow opposed to it (negative involvement).
Table 6: Descriptors related to the forms of positive or negative involvement of actors in IDs
Forms of involvement
Positive
Negative
(No and %)
(No and %)
Connection of the team with other stakeholders
21
52.5
8
20.0
Stakeholders’ involvement in actions’ delivery
25
62.5
10
25.0
Men involvement
21
52.5
5
12.5
ASDO, 2018

Direct stakeholders’ involvement in actions’ delivery appears as a really relevant form of
participation in the action plans, and also an area where, in 1 ID out of 4, one or more
involved actors played a negative role. More than one half of the IDs reveal the capacity of
the teams to liaise with other stakeholders and a strategic direct involvement of men in the
action plan. In particular, in around one third of the IDs (13 out of 40) all the three
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descriptors were recorded simultaneously. In other words, in those cases the teams
revealed their ability to involve the male component, as well as to create connections with
other stakeholders and, subsequently, to involve them in actions’ delivery. Some difficulties
related these two aspects have also been detected, but never in more than 1 out of 4 IDs.

5. Effects on actors
A third important information concerns the effects of the TRIGGER actions on the actors
involved in terms of agency, i.e., actual or potential orientation to action in favour of change
they showed over time. In general, it seems that relevant agencies were activated, as it
emerges from the descriptors reported here below.
Some descriptors of the Implementation Dynamics concern the activation (or lack of it) of
supporting groups, individuals or beneficiaries. They are namely: consensus level on the
initiatives; participation levels in public events; presence in internal and external
communication networks; creation of new related or supporting groups.
Table 7: Agency activation process (positive) or lack of (negative) in IDs
Positive
(No) (%)
Consensus of beneficiaries
29
72.5
Attendance to activities and events
27
67.5
Presence in communication networks
33
82.5
Establishment of new groups/networks
8
20.0
Tot
97

Negative
(No) (%)
7
17.5
5
12.5
2
5.0
0
14

ASDO, 2018

The database presents a high number of descriptors pertaining to the selected areas,
pointing to a “density” of agency-related activities and results as the Action Plans
implementation. Positive reports in this area largely exceed negative ones (97 vs. 14). The
occurrences outnumber the Implementation Dynamics, because often the ID is
characterised by more than one agency activation process. Furthermore, it is interesting to
note about the density of this factor, as in 25 of the 40 IDs considered, at least three of the
four processes of activation of the agency have been registered.
Positive reports are particularly numerous in the database as concerns the presence in
communication networks, beneficiaries' consensus and attendance to activities and events,
showing the important results generally achieved by the APs. The establishment of new
groups or networks, even less frequent, is nonetheless an important sign of the ongoing
change.
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6. Structural factors and external pressure
The picture related to structural circumstances facilitating or hindering the plans in
triggering change is less favourable than the one related to actors, even if the positive
factors mentioned are around twice the negative ones.
In Table 8 the overall number of occurrences relevant to the selected groups of structural
descriptors are shown. Also in this case, figures outnumber the Implementation Dynamics
because each ID usually provides relevant evidence for more than one descriptor.
Table 8: Descriptors related to structural enabling (positive) or hindering (negative) factors in
IDs
Positive
Negative
(No) (%)
(No) (%)
Policy-related
30
75.0
11
17.5
Cognitive/Cultural
24
60.0
17
42.5
Organisational/bureaucratic
21
52.5
10
25.0
Economic
11
27.5
8
20.0
Normative
19
47.5
2
5.0
Time-related
3
7.5
9
22.5
Communication-related
16
20.0
2
5.0
Tot
124
59
ASDO, 2018

As a whole, in the IDs, looking at the typology of structural factors, the most part of them
had mainly a positive weight in favour of change. In this sense, policy related factors,
organisational and normative factors have played a pre-eminent role. Not negligible and
mainly positive also the role of communication-related structural factors. Cognitive and
cultural factors and, even if to a lesser extent, economic factors were also important, both in
positive and in negative sense. On the contrary, factors related to time had mainly a
hindering effect.
As emerges from the table below, a fully positive structural framework was recorded for
10 IDs, while the contrary was recorded for only two IDs. In the most IDs (7 out of 10) both
positive and negative aspects were detected. This mixture is probably linked to the duration
of the situations referred in the IDs, most of which were developed all along the project
implementation. Some circumstances were positive and negative in different moments, due
to changing scenarios (e.g., election of a new rector, publication of a new law etc.).
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Table 9: IDs according to the structural factors’ direction
IDs
(No) (%)
10
18
3
7
2
40

Only positive
Mainly positive
Positive and negative (balanced)
Mainly negative
Only negative
Tot

25.0
45.0
7.5
17.5
5.0
100

ASDO, 2018

As a whole, structural factors were more favourable than unfavourable to change (in 70%
of the IDs circumstances were more positive than negative, while only in 22,5% negative
circumstances were more numerous than positive ones).
This result is to be interpreted. It could in fact just be ascribed to positive contextual
factors or even good luck, given that the Action Plans couldn’t certainly bring about different
structural circumstances (as policies, governance models, economic situations etc.) by
themselves.
This analysis is being done at the end of the project life, when the visibility and
authoritativeness of the teams implementing the APs has increased, and an ever a growing
number of internal actors were involved. This put the teams in the right position to take
advantage of and to be able to more or less directly influence and orient institutional and
organisational processes. This meant – for instance – that concurrent reform and internal
turnover processes, which created delays and were recorded as problems during the
process, represented eventually a great opportunity the plans were able to harness for
achieving gender-sensitive organisational change.
Another aspect recorded in the accompanying research refers to the conditions
surrounding the Action Plans. In particular, it is worth mentioning that the growing social
recognition of gender equality in science and of gendered research (we could say a
recognition of gender as a shared social value) somehow unexpectedly had a positive impact
on the APs. This has been observed in 25 out of 40 IDs (62,5%), for instance, in the cases in
which the pressure of the public opinion or a new government policy urged an institution to
take action on gender issues, thus strengthening the team’s role and visibility and supporting
its efforts.

7. Negotiation, conflicts, outcomes
The Implementation Dynamics were also described in relation with four elements, i.e.,
negotiations, conflicts, ambiguous outcomes of negotiations and structural impacts.
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 Negotiation processes are to be seen as the heart of any attempt to transform
scientific institutions towards gender equality, being necessary for activating
change processes, developing a dialogue with all the concerned actors, preventing
possible forms of conflict and enabling an effective management of the power
dynamics. As we already said, negotiations assume a different role according to the
dimension of change they are involved with, i.e.: interpretive, symbolic, normative
and operational (see Chap 1, Para 2.).
 Situations of conflict may take different forms, from resilient lack of
interest/awareness to conscious/unconscious resistances up to – less frequently –
open opposition. As negotiations, also conflicts may be different according to
dimension of change which is concerned.
 The expression “ambiguous outcomes” of negotiations refers to situations where a
negotiation achieved a result which is significantly different from the one
envisaged, sometimes entailing some negative consequence (e.g., when a new
position related to gender equality is given to someone not committed to its
fulfilment).
 Finally, structural impacts occur when the newly introduced changes have been
made sustainable, in their original or in an adapted form, through continuing
arrangements of different kind (which are evidently different according to the
different dimensions of change).
Table 10 shows how many negotiations, conflicts, ambiguous outcomes and structural
impacts are contained in the IDs analysed in the databases.
Table 10: Conflicts, negotiations and impacts in IDs
RECORDED PROCESSES
No
%
Conflicts
20
50.0
Negotiations
40
100.0
Ambiguous outcomes
7
17.5
Structural impacts
35
87.5
TOT
102
ASDO, 2018

This analysis has been made at the project’s end, when most problems were solved and
final decisions on future arrangements were made. Due probably to this, some observations
can be made on the whole set of the IDs:
 Negotiation processes took place in all the recorded IDs
 Situations of conflict, even largely present, in most cases were solved along the
project’s life, so only some of them resulted in an ambiguous outcome
 All in all, “ambiguous outcomes” were limited in number
 Structural impacts were numerous and present in almost all IDs.
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Conflicts, negotiations and outcomes/impacts refer to the different dimensions of structural
change which have been highlighted in Chapter 1, making part of the analytical framework
of the research. Table 10 reports how many times the different dimensions were implied in
the conflicts, negotiation processes and outcomes/impacts recorded in the situations
analysed.
It is to consider that more than one dimension can be relevant in a single conflict,
negotiation process or outcome, so that numbers are higher with respect to those indicated
in Table 10.
Table 11: Change dimensions relevant in IDs
CHANGE DIMENSIONS
No
%
Interpretive
29
Symbolic
23
Normative
37
Operational
33
TOT
122
ASDO, 2018

72.5
57.5
92.5
82.5

Again, the fact that this analysis provides a final picture of the Action Plans may
contribute to explain why, even if all the dimensions of change came into play in the
majority of IDs, the normative and operational dimensions were the most frequently
mentioned in them. Indeed, as said in chapter 1, interpretive and symbolic dimensions are
more likely to be at stake in the initial phases of projects aiming at structural change, where
different stakeholders’ perceptions of gender equality and gendered images of science and
excellence are to be challenged. Normative and operational dimensions are more frequently
implied when new institutional arrangements are proposed and are to be put in place in a
permanent manner.

8. Assets
Access to certain assets and resources in science, both tangible (e.g., equipment, funds)
and, more often, intangible endowments/assets (e.g., publications, social ties and networks
with colleagues, public recognition of one's own scientific competence, which generates selfesteem and ownership) in sociological studies of science and technology has proved central
for scientific career. This is why another aspect related to the effects of the action plans on
the concerned actors, mainly women, relates to the assets which entered into play in the
Implementation Dynamics (see Chap. 2, explanatory note).
Table 12 shows how the most part of the considered dynamics implied the entering into
play of at least one dynamic.
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Table 12: IDs mentioning at least one asset
Type of assets
At least one asset involved
No assets involved
TOT

IDs
No %
36
4
40

90.0
10.0
100.0

ASDO, 2018

Coming to the type of assets considered, table 13 lists the mentioned assets sorted by
frequency.
Table 13: Involved assets in the IDs
Type of assets
Social Networking
Professional recognition
Information
Economic
Human resources
Career position
Physical
Services
Time
TOT

IDs
No %
27
22
16
10
7
6
4
4
3
99

67.5
55.0
40.0
25.0
17.5
15.0
10.0
10.0
7.5

ASDO, 2018

As it emerges from table 13, the most part of the dynamics entailed the involvement of
assets related to immaterial aspects, such as participation in formal and informal relevant
social networks, professional recognition and facilitated access to relevant information and
communication channels.
Less frequent, but not irrelevant, is the involvement of material and economic assets,
such as benefits, physical spaces/devices, services provided, career positions.

9. Intensity and vector direction of the IDs
The last perspective from which the IDs can be analysed is that of their intensity and
direction. Intensity refers to their potential to produce more or less significant change in the
organisation. The expression “vector direction” is used here, more metaphorically than
conceptually, to refer to the direction of the change processes viewed as the result of
multidirectional sets of forces (actions, attitudes, opinions, conflicts, obstacles, etc.).
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It is not evidently possible to reach a reliable measure of the intensity and vector
direction of change. However, just to get an idea in this regard, it could be possible to
combine, on one hand, the indicators used so far as descriptors of the whole set of
dynamics, and, on the other, the individual IDs as unit of analysis.
Here below, some considerations are proposed based on this analysis.

9.1.

High intensity dynamics

Adopting the Implementation Dynamics contained in the database as a unit of analysis, it
is possible to evaluate the "potential for structural change" of the IDs starting from a
quantitative clue, i.e. the total number of structural change indicators of any kind (be they
negative or positive) which refer to any single ID. The assumption is here that the more an
Implementation Dynamic involves, e.g., actors, negotiations, assets, conflicts, agencies, etc.,
the more it is potentially able to have some important effects of the organisation, even
when its outcomes are not those initially expected.
The count of the structural change indicators present in each ID allows to identify, even if,
once again, in an approximate way, those situations that contain elements relevant to
several indicators compared to the 59 that were overall included in the analysis grid. It is
important to point out that this type of quantitative use of qualitative data does not aim to
establish inferential relations between classes of phenomena, but only to support the
process of interpretation by identifying potentially crucial dynamics in the processes of
structural change.
A first element to stress is that all IDs report at least 15 elements entering into play, little
more than 1/4 of the total set of descriptors. This can be considered as a sort of entry
threshold for an Implementation Dynamic to be relevant to the research purpose, even if
many other dynamics, more linear or lesser in extent and duration, have certainly occurred.
Going one step further up, 33 IDs out of 40 are above the level of 20 indicators, i.e., 1/3 of
the total of the whole set of indicators. Considering a higher threshold (at least 24
indicators), the dynamics showing a “thick” character are anyway 16, that is 40%.

9.2. Vector direction of the dynamics
As shown in the previous paragraphs, descriptors related to the teams attitudes, the actors’
involvement, as well as the structural factors were registered both in positive and negative
terms. In other words, to be relevant to the analysis, a descriptor may identify both a
situation favourable to change towards gender equality/sensitiveness, and its contrary.
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For this reason, another general analysis has been made considering the total number of
positive and negative descriptors in each dynamic, assessing the dynamics as they were at
the moment of the analysis, so as to roughly identifying their overall “vector direction” in
favour or against change (is the described dynamic to consider the expression of progress or
resistance, of facilitating or hindering processes?).
As it emerges from the table here below, the most part of the dynamics turned out positive,
with 4 exceptions, one balanced and three negative.
Table 12: IDs according to the vector direction of the process
IDs
(No) (%)
Positive
36
90.0
Balanced
1
2.5
Negative
3
7.5
Tot
40
100
ASDO, 2018

10. Final considerations
Here below, some general features of the set of dynamics analysed are recapitulated.
 More dynamics, in general, have been registered in the strategic area where more
actions of the TRIGGER plans are concentrated, namely, in creating a womenfriendly working environment. Gender in research turns out “heavier” in the
dynamics than in the Plans’ actions as a whole, thus witnessing an investment of
the teams on this aspect.
 As for players involved in the dynamics, besides the core teams, a pre-eminent role
was played by the projects’ extended teams and by other bodies of the concerned
institutions (rectors, HR, internal committees for equality etc.).
 More of one-half of the dynamics showed the capacity of teams to connect with
other stakeholders, having them playing a role in the actions’ delivery in 6 out of 10
and being able to involve men in more than 5 out of 10 cases.
 Mainly positive effects of the Action Plans on the actors involved were recorded, in
terms of consensus of beneficiaries, attendance to activities and events and
presence in communication networks. In 1 out of 5 dynamics, the establishment of
new groups or networks around gender issues in science was recorded. Also
negative effects were present, to a significantly lesser extent.
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 As for the structural factors facilitating or hindering change, the emerging picture is
more difficult to fully capture. Even if positive factors prevailed in the dynamics as
a whole, still negative factors were relevant in almost one half of them. The most
frequent positive factors were policy related, while cognitive and cultural factors
were the second more quoted as positive and the first of negative factors.
 Negotiation efforts were intensely practised and documented in all the dynamics.
Conflicts have been observed in one half of them, structural impacts in almost 9
out of 10 dynamics. All dimensions of change were entailed, with a stronger
presence of institutional and operational ones. These two features (prevalence of
structural impacts and of institutional/operational dimensions) are likely related to
the timing of the research report, drafted at the project end.
 In 9 out of 10 dynamics, assets of various type came into play. Due to the project
character, more intangible aspects as social networking, professional recognition
and access to information were involved, but some material aspects, such benefits
in terms of economic resources and services were also mentioned.
 Considering again dynamics as units of analysis, it is possible to assess which of
them were more “dense”, i.e., contained numerous practices and elements
relevant to structural change. 82,5% of the dynamics contained 20 or more
indicators (1/3 of the whole set), while 40% were over a higher threshold (24
indicators). It is also to consider that the 40 IDs are selected on the basis of their
importance, made on the basis of different sources, emerging in a much larger set
of IDs, most of them characterised by low density levels.
 Comparing the indicators’ direction of each dynamic so as to identify, so to say, its
overall “vector direction”, we can observe that positive aspects prevail in 9 out of
10 dynamics, while less of 1 out of 10 is negative and only 1 ID is balanced.
Taking into account the individual description of the dynamics and the final general
picture, some general comments can be proposed.
Designing and even more implementing Action Plans are difficult tasks, entailing strong
efforts and requiring a long time before getting final results. The fact that even in a
generally positive picture, at the end of the project, in at least 1 out of 10 dynamics the
outputs are still ambiguous is only a hint of the fatigue of change. It is also to consider that
the 40 dynamics illustrated are "macro situations", in some way exemplary, which can be
understood as a sort of a tip of an iceberg made up of many other dynamics that maybe
were born and death or that were considered less relevant by the involved players or too
little for being perceived by them.
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The variety of indicators utilised, resulting in different and unique combinations in each
dynamic, account for the diversity and complexity of the involved situations. Final
achievements are not always (or almost never) predictable, due to the entering into play of
numerous variables related to geographical, political, economic and cultural factors at
macro-, meso- and micro-levels. The lack of direct correlation between density and positive
direction is someway indicative of what has just been said.
As it emerges from the individual stories, the dynamics’ paths are not linear. The
duration of the dynamics may vary according to the persistence of resistance or in relation
to the occurrence of new circumstances, such as a new law or the election of a new
governing team.
In such picture, even a negative dynamic, or an action which failed its initial objectives, is
to be carefully considered in its potential for change. Indeed, people reacting and things
moving, anyhow produce or mobilise new social energy, which can be utilised for future
action.
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