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Presentation
This report, “D3.4. Training materials on Gender Budgeting 2.0”, presents
information related to the second training period (M29-M34) within LeTSGEPs
and provides an overview of the Gender Equality and Gender Budgeting
training activities, which were realized in 9 online - plenary lessons between the
3rd December 2021 and the 8th April 2022, in addition to six one-to-one training
lessons targeted to decision makers from each implementing partner.
D3.4 refers to the LeTSGEPs WP3, task 3.2, which foresees:
“T3.2: Training on GB (Leader: UNIMORE, M5-M11 and M29-M34). This task will
use LeTSGEPs guidelines and training materials to train the staff involved in
each RPOs on gender budgeting and on its implementation as a part of gender
mainstreaming. Innovative training methods will be used fostering active
participation and laboratory setting to proceed with first applications within
each RPO of the techniques acquired. The training will cover two periods: the
first training period (M5-M11) is aimed at the application of gender budgeting
within the audit phase (Task 2.3) the second training period (M29-M34) is
aimed at facing the issues encountered in the application of gender budgeting
as part of the Gender Equality Plans during the first iteration of implementation
(Task 4.3)”.
Both training activities, in plenary and one-to-one mode are based on the RPO's
GA&GB Methodology Report (D2.3) as far as the Gender Budgeting
implementation is concerned and on EIGE GEAR step-by-step guidelines.
Reference to related literature and tools have been made during the training
activities and are available in Annex 1.
Due to COVID-19 global pandemic crisis, also the second-period training was
planned as an online course, like the first one.
Training materials were produced along the three main steps of the training
process: planning, development and follow-up.
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1. Training Planning
Similarly to the first training round (see D3.2), also this second round the
training planning was developed according to the guidelines of the “Deliverable
3.1 LeTSGEPs Training Strategy”,specifically paying attention to the “innovative
approach of combining the strategy of Gender Budgeting with a framework of
Gender Equality Plans for the goal of Gender Equality in a collaboration of eight
European Research Performing Organizations.”
The main training goals mentioned in the training strategy guidelines were
also kept in due consideration, as well as the correspondence to the training
contents foreseen.
The training planning phase was preceded by the study of a rich bibliography
(see Annex 1), collected on the manuals for training on Gender Budgeting and
manuals on Gender Budgeting based on the expertise of the senior members
in the GEP Working Group and on additional literature review. Such research
allowed UNIMORE to identify the Gender Budgeting issues that could be
included in this advanced training and to select the more interesting best
practices to present.
We also paid attention to include in the training sessions activities to
overcome resistance to GEP and GB implementation, by considering aspects
such as the appropriate way of communicating the need to implement the GEP,
by showing evidence of the benefits achievable for the research institutions.
The bibliography, that is confirmed as part of training materials delivered to
participants, was also the basis on which the training scheme was built on.
Not only the content of the training activity was updated considering the most
recent literature, but also effort was provided again in innovating the teaching
methods in order to get the trainees actively involved. This effort found the
support of the University of Modena and Reggio-Emilia (UNIMORE)
organization. Since the pandemics spread specific modules were made
available to UNIMORE lecturers on e-learning inclusive techniques and the
interdisciplinary research project “Innovative and Inclusive Academia” has
been funded in UNIMORE providing lecturers a community of practices to
implement innovative inclusive methodologies in their lecturing activities [the
research project is still ongoing and members of UNIMORE LeTSGEPs team
are part of its research team]. The UNIMORE team has also benefited for this
second training round from UNIMORE’s participation in the European
Universities Association Thematic Peer Group on inclusive learning and teaching
activities which discussed active e-learning techniques. The techniques were
shared with the whole trainers’ group in order to adopt common
methodologies and set the training activities. A platform suited to improve
interaction in the e-learning process was again chosen to carry out distance
training activities. Moreover, teaching methods leading to develop motivation,
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teamwork and problem-solving attitudes of RPO’s staff were used during the
training activities.
After a work-group internal discussion it was decided to structure a training
scheme composed of 9 lessons according to the different topics, followed by
the six one-to-one training lessons for decision makers.
The nine lessons topics were decided according to the training needs
observed during the GEPs implementation process that are: gender pay gap,
how to communicate GB and GEP, gender procurement, negotiation,
presentation of best practices of GB and GEP. These topics were functional to
the achievement of specific LeTSGEPs objectives, while the teaching
techniques used were chosen in order to improve team work, problem solving
and motivation in the implementing working groups.
The structure of the training lessons was developed into a gender training
scheme which included the topics’ description, the calendar and the trainers.
Considering that the period between December 2021 and May 2022
(M24-M29) was crucial for the GEPs’ implementation process (D4.2 GEPs
Implementation Report 1.0, M28) and the release of the second edition of the
new refined and redesigned GEPS (D4.3 Refined GEPs for each RPOs, M30), it
was decided to anticipate the training activities originally planned between
M29-M34. In this way it was possible to further assist the implementing
partners with training activities that were specifically tailored to support them
in their needs of achieving advanced and specific skills and knowledge.
As for the organisation of the lessons, attention was also paid to the timing of
the training slots, leaving room for the participants to ask questions or to
adjust to the trainees’ learning speed. The programme included all details for
participants that were led through modules and sessions having this tool as a
point of reference for calendar, topics, training materials, workgroup and
exercises.
The training scheme is presented in Annex 2. Considering the specific
characteristics of training online and the higher difficulties in keeping
concentration for long periods for trainees, it was decided to foresee short
sessions, different training tools and breaks.
Trainers were from the UNIMORE team because of the high level of
competences that the leading partner has achieved on GB, in addition to two
external experts that presented their Best Practice experiences. Trainers
presentation is available in Annex 3
Particular attention was paid to design attractive training slides, by the use of
pictures, colours and graphics in order to offer an interesting and stimulating
training also from a communicative point of view, beyond the quality of
contents that were provided for by a teaching team highly experienced and
specialised on the specific topics. Training slides were structured following the
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training scheme, so that trainees could easily have a point of reference. The
training slides are presented in Annex 4.
In the commitment to offer an interesting and stimulating training activity,
training tools like online polls and questionnaires were also used. These tools
are presented within the training slides in Annex 4.

2. Training activities development
2.1 Training organisation
The LeTSGEPs Training platform was made accessible to partners at the link
https://letsgepstraining.unimore.it/?lang=en by account registration and
password recognition, which also allowed to register participants and their
RPO affiliation for each training module.
The platform provided for two main functions, the live streaming and the
access to recording and teaching materials:

The latter opportunity of accessing teaching materials and recording of the
lecture could also provide valid tools during the implementation of GEP-GB
providing an additional on-line support to the existing support provided by
mentors and by more experienced partners.
Though the dates were issued and shared in advance, unforeseen events
(more frequent unfortunately during pandemics) could lead to irregular
presence at the training sessions. The platform provided a valid tool to
compensate for this by giving the participants the opportunity to watch the
video recording of the missed lectures.
A manual for the platform use for the teachers was again provided, and has
already been presented in D3.2 Gender Budgeting Training 1.0.
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The nine training lessons + the six one-to-one training sessions for
decision-makers were scheduled on the following dates.

The training lessons were participated by an average of 31 people per lesson, the
one-to-one training sessions for decision makers by an average of 2-3 decision
makers, in addition to the UNIMORE Team and the Implementing partners’ teams.
As for the people effectively involved, 52 attended the training, the other 8 were
the trainers and the project manager. Concerning the 52 participants, 87% were
females, 13% males.
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The main professional role of participants was that of administrative
employees (38,5%), followed by professors (21,2%), researchers (17,3%),
others (17,3%) and students (5,8%).
No male professors participated in the training lessons against 11 female
professors. The one-to-one lessons for decision makers allowed to achieve a
better gender balance, with a some male professors being involved.

The composition of the trainees was again perfectly in line with the scope of
the project of spreading awareness for gender equality and strategies to
achieve it in the implementing partners.
Like in the previous training round (see D3.2 Gender Budgeting Training 1.0),
we have been particularly satisfied with the important presence of
administrative staff who did undertake a training activity in a foreign language
(English) and took an active part in the different steps of the training. Actually,
the involvement of administrative staff in implementing RPOs in the training
activities is considered essential in LeTSGEPs to equip them with the
necessary knowledge for its application and in order to raise institutional
awareness on the importance of GEPs and Gender Budgeting. It is indeed
functional for the development of Gender Equality and Gender Budgeting
knowledge and skills in the RPOs and for the capacity development of change
agents in RPOs, which is an important impact expected for LeTSGEPs.
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Participants mainly belonged to UNIMORE (25%), followed by UNIME (21,2%),
UT (21,2%) and ICM-CSIC (11,5%).

All partners involved in the training planning phase were invited to spread the
news of the training start within their institutions, to support a wide
participation.
Besides having shared the whole training scheme with the implementing
partners at the beginning of the course, each lesson was still preceded by a
reminder sent to all partners.
The teaching team included trainers from UNIMORE (Addabbo, Badalassi,
Kocollari, Damiani, Caselli), beside two external experts who were invited to
present their best practices experiences. The lessons they presented are listed
in the training scheme (Annex 2), while their short CVs are presented in Annex
3.
Each training lesson provided for trainees’ explanation with the slides support
that were also available on the training platform after each lesson.
A tutor from Edunova was present for each lesson to offer technical support
assistance.
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2.2 Training contents of the 9 online lessons
Following the strategic objectives mentioned in the Deliverable 3.1 “Training
Strategy” the contents of the lessons were again structured accordingly.
The 9 training lessons concerned advanced Gender Budgeting issues focused
on specific training needs of the six implementing partners.
The lessons took place between December 2021 and April 2022 which was
also the period in between the conclusion of the 1st GEPs’ implementation
phase and the re-design of the partners’ GEPs.
For this reason, the lessons aimed to develop more advanced and technical
skills, useful to reflect on how to structure the second GEP and further
empower the Gender Budgeting process.
The structure and the sequence of the lessons reflected the main budget
items, like salaries and procurement, and present an in-depth analysis on how
to technically engender the resources allocated, also supported by the
presentation of best practice experiences.
In addition, lessons on communication and negotiation aimed to support the
development of the soft skills that are essential to achieve good results both in
the GB and in the GEPs design and implementation process.

10

The registration of the lessons is available on the training platform
To have access to the LeTSGEPs training platform and consult training
materials and registrations it is possible to enter with the following credentials:
LeTSGEPS Training Platform: https://letsgepstraining.unimore.it/
Username:

user

Password:

Training-2020

Here we present a short abstract for each of them:
Lesson 1: Introduction to the main topics of the online course on GB:
advanced GB techniques, Academic HouseKeeping, Gender Procurement
The first lesson was held during the Project Meeting organized in hybrid mode
on the 2nd and the 3rd December 2021 in Modena. It was mainly an introductory
lesson, presented by Prof. Addabbo and with Post-Doc Researcher Badalassi
as trainer, in which the main topics of the course were presented in short
synthesis, to explain to the participants that each lesson reflects one main
budget item with agender perspective thanks to advanced tools. A specific
Gender Budgeting issue was presented in the Academic Housekeeping
module, which is a topic related to the RPOs’ salaries and their gender
unbalanced connection with time use. This module was particularly innovative
since it was implemented in the context of a work-in-progress paper at the
time, by UNIMORE and MPG, that was later presented during the international
conference on Gender and Research ICGR 2022 (available here).
Lesson 2: Overview on Gender Budgeting Methodology linking GB & GEP +
specific item [Gender Pay Gap]
The second lesson had Prof. Addabbo and PhD Student Caselli by UNIMORE
as trainers, and started with an overview on the interconnections between GB
and GEP.
Then a focus on wage gap in academia followed, with specific technical
explanations on how to measure the Gender Pay Gap and analyse its
decomposition. To support the theory with a practical example, the Gender Pay
Gap Analysis of UNIMORE was presented in terms of methodology adopted
and results achieved.
Lesson 3: How to communicate Gender Budgeting and Gender Equality Plans
During the third lesson, Prof. Kocollari (UNIMORE) explained how to
communicate GB and GEP. This was the follow-up lesson on stakeholder
engagement of the previous training round (D3.2 Gender Budgeting Training
1.0) that allowed participants to enter into a more in-depth analysis on the
reasons for the stakeholder engagement and on how to identify stakeholders
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and involve them in the GB/GEP process. The introductory session was
followed by a specific module on stakeholders accountability, including tools
and methods like the Stakeholders/Activities Matrix and the Gender Materiality
Map.
Lesson 4: Analysing specific budget items with the gender perspective:
Suppliers and gender procurement
In the fourth lesson another main budget item like procurement was examined
by trainer Post-Doc Researcher Badalassi in order to develop skills, tools and
methodologies to engender the purchasing process in RPOs. Beginning from
the recent publication of the Guidelines on Gender Procurement by EIGE (EIGE,
2021), the lesson started with the definition of gender procurement, its main
purposes and methodologies, the key enabling factors, its links to GB and
Agenda 2030 sustainable goals. The integration with the GEAR tool, which
includes Gender Procurement within the GEP tools, finally allowed to tailor the
EIGE guidelines to the specific characteristics of RPOs throughout the tenders’
process.
By the end of the lesson, Prof. Addabbo and Phd Student Damiani intervened
for an anticipation on the topics of the following Lesson 5.
Lesson 5: Gender Budgets and GEPs in RPOs: how to match processes and
procedures. Best practices for inspiration
The fifth lesson focused on the presentation of a best practice by IDEM, a
Start-up stemmed by UNIMORE and Fondazione Marco Biagi, which has
created an index for Gender Equality. Prof. Addabbo, supported by PHD
Student Damiani, presented the IDEM Index applied to the “Indicators and
weights for a Gender Equality Index in the University”. After a short
presentation on how the GEI Index is composed and its components, the
participants debated on the results of an online survey they were asked to
participate in at the end of the previous lesson. This survey, composed of five
parts, represented a trial for the GEI for each implementing partner, and
allowed them to reflect on the Gender Equality situation at their RPO and how
they could improve it.
Lesson 6: Gender Budgets in RPOs: Best practices for inspiration
Lesson N.6 hosted two external experts who presented their projects and
activities on GEP and GB after Prof. Addabbo’s presentation and introduction.
The first expert, Prof. Gülay Günlük-Şenesen, from Istanbul University,
presented “Lessons learned from Gender Budgets for Human Rights budgets
at RPOs”. A first introduction on Human Rights and WellBeing Budgets
preceded the presentation of the connections between the Gender Budgeting
tool and the Human Rights Budgeting Tool, in addition to the analysis of best
practices experimented at the WHO – World Health Organization, at the RISE Research Institutes of Sweden and at the Lund University (Sweden).
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The second expert, Prof. Heather Williams, presented the experience of the
Scottish Women’s Budget Group. In this case the presentation focused on how
to build support for Gender Budgeting, by working with civil society groups,
using a participatory approach and also by using Gender Budgeting
approaches to campaign an issue important to women. Stakeholders’
engagement tools like events, surveys and training were also presented in their
concrete use by the Scottish Women’s Budget Group.
Finally, discussion and questions from the audience allowed participants to
debate on how these experiences and best practices might represent a source
of inspiration at their RPOs too.
Lesson 7: "How to negotiate careers and Gender Budgets in RPOs:
Fundamentals of Negotiation"
Lesson N.7 and the following Lesson N. 8 were held by trainer Post-Doc
Researcher Badalassi. They focused on the implementation of negotiation
skills that are crucial to achieve transformative GB and GEP results. During
Lesson N.7 a first part introduced the fundamentals of negotiation, like
definitions, the 5Ps of Negotiation, the steps of the process, negotiation
strategies and styles and the skills required. Then a specific module on gender
negotiation defined differences in the negotiation process between men and
women and offered recommendations on how to neutralise gender
differences, real or expected due to stereotypes, during a negotiation process.
Participants were also asked to reply to 2 sets of 4 questions on Jamboard.
Their answers were the basis for a common discussion on how to apply what
they had learnt during the negotiation process they were undergoing in the
same days for the new GEPs’ redesign for D4.4 GEPs Implementation Report
2.0 including the new actions to implement the GB initiatives at their RPOs.
The replies to the 8 questions that supported the discussion are presented
together within the training slides in Annex 4.
Lesson 8: "How to negotiate careers and Gender Budgets in RPOs"
During lesson N. 8 some further negotiation methodologies were presented,
like questioning techniques and body language.
A role-play game concluded the training lesson asking three couples of
participants to simulate a negotiation process between applicants and
decision makers.
The main objective of this workgroup was the practice of the negotiating
techniques that participants had learnt during the 7th and the 8th lesson. Taking
inspiration from the results of the game, participants could then share and
debate the negotiation problems and possible solutions that they had to deal
with during the GEPs re-design and GB implementation process.
Finally, participants were asked to test their negotiation skills by filling in online
questionnaires that might help them to find their points of strength and of
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weakness, while identifying their areas of improvement.
Lesson 9: UNIMORE Gender Budget and GEP case
The 9th and final lesson was focused on “Towards Next GEPs”.
With the implementing partners’ second GEP nearing completion and then
awaiting approval, the lesson, by Prof. Addabbo and PHD Student Damiani,
aimed to present the UNIMORE experience in this field, having approved its
first GEP and being on the way of the approval for the second edition. After a
quick recall of the main results of the first GEP and GB process by UNIMORE,
the following road map was presented, in terms of actions and expected
impact, with the aim to further inspire partners on their own GEP and GB
projects. For this purpose, actions from UNIMORE GEP in the field of
Administrative management, International relations, Third Mission, Human
resources, and Students Services were also presented.
In order to support participants in the development of new ideas and
ambitions for their RPOs, a workshop on impact classification, evaluation
indicators and KPI identification ended the lesson

Connection with other LeTSGEPs Deliverables:
Besides the link to Deliverable 3.1 “Training Strategy” (M6), training contents
could avail themselves of a connection to other LeTSGEPs deliverables in
order to offer to trainees a whole comprehensive view to the project activities
and the interconnections that it is possible to provide for.
Specifically, the Deliverable 2.3 “RPO’s GA&GB Methodology Report” (M10),
represented again an important source of information for trainees to go more
in depth and in detail with respect to the training activity and training materials
provided for.
The Deliverable 2.1 “LeTSGEPs State of the art on GB experiences report” (M5)
offered further support for the lessons concerning the best practices
presentation.
The Deliverable D3.2 Gender Budgeting Training 1.0 (M11) revealed to be very
useful as a knowledge basis for the structure of this second round of
advanced training.
Finally, the experience that partners had developed for D4.1 Tailor-made
Gender Equality Plans for the implementing RPOs (M15) and the at the time
ongoing D4.2 GEPs Implementation Report 1.0 (M28) was really useful to lead
debates and discussions on how to apply the skills developed thanks to the
training to the concrete situation in RPOs and the new challenges for the
second GEP/GB edition and round of implementation ahead.
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2.3 Participatory and involving training tools used
Being the second round of training and advanced course, it was logical to have
an average number of participants lower than in the first round, but more
qualified and effectively involved into the GB and GEP implementing and
re-designing process: all the implementing partners’ teams directly involved in
the GEP creation and implementation process also actively participated in the
trainings with an evident effort to apply the new and advanced technical tools
in their RPOs, adapting them to their different needs.
For this reason participatory techniques for the participants’ involvement relied
on different tools that were selected according to the different contents of
each lesson, as described in the previous paragraph:
✔ plenary debates,
✔ workgroups,
✔ role-play-games,
✔ online surveys,
✔ online self-tests
A short feedback form to evaluate each training session was provided by
RWTH to comply with the WP5 requirements. The training participants were
asked to answer a short questionnaire in order to receive their opinion on the
didactics and teaching content.
After the realisation of each module the trainers had the opportunity to meet
and, based on the evaluation during the training activities or the feedback
results at the end of the module, could fine tune the timing and methods used
to achieve the training goals.
2.4 The six lessons of the one-to-one training for decision makers
The six lessons on the one-to-one training for decision makers were foreseen
in order to comply with a specific request by the project officer made during
the first reporting period.
Similarly to the nine lessons online plenary, also these six one-to-one lessons
for decision makers were scheduled during the same period in which the
implementing partners were finishing the implementation process of the first
GEP, including the GB experimentations, and were going to negotiate the
redesign of the second edition.
These lessons were therefore organized with a different structure in order to
take into account the two different targets of participants. With in this case the
decision makers being the main target, it was necessary to display a kind of
training more focused on political issues rather than on technical ones.
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The participation of all LeTSGEPs teams of each implementing partner
allowed for a face-to-face debate and discussion between those in charge of
the technical and concrete GEP and GB implementation and their decision
makers, who are in charge of the political and final decision on them.
Prof. Addabbo, with the support of Post-Doc Researcher Giovanna Badalassi
and of Project Manager Annamaria Sansoni, managed the lessons and led the
debate and discussion which often developed into a collective brainstorming.
Every lesson was prepared by asking the LeTSGEPs teams of each
implementing partner to identify the decision makers that were mainly involved
in the GEP and GB process and that in their opinion had the effective power of
the final decision on the issue. After scheduling the dates, the decision makers
were then officially invited to participate in the online meeting by the UNIMORE
team.
Each one-to-one lesson started with a short presentation of LeTSGEPs and a
recall of the activities developed by the project until then, in addition to the
main achievements of the implementing partner participating in the lesson.
Then a short analysis of the points of strengths and the points of weakness of
their GEPs and GB process followed, starting a discussion with the decision
makers about their evaluation of the achievements of the first GEPs and GB
process.
This debate offered to UNIMORE the occasion to sensitise decision makers
about the importance of GEP and GB to achieve a truly transformative change
at their RPOs, to strengthen their motivation to further engage in this process
and to empower the budget and political decisions at their RPOs with an
increasing gender perspective. The advantages of good GEPs and GB process
in terms of students’ attraction and the RPO increased competitiveness, also in
terms of access to the European funds were also widely presented and well
communicated to the decision makers who appreciated this kind of support.
As a final and common result, these six lessons represented a good occasion
to intervene on decision-makers with a combination of training aims and
motivational objectives, with a tailored communication strategy by the
UNIMORE side that specifically aimed to support and empower the negotiation
strategies of the LeTSGEPs teams of each implementing partner.
All the six training lessons were held on Teams and recorded:
MISANU
ICM
UT
UNIME
CY
16

MPG

2.5 Training results
Training results were monitored at the end of each lesson by RWTH with a
feedback questionnaire and will be part of D5.3 Process Monitoring Report 2
(M30).
In general terms, partners’ comments and personal feedback expressed a high
level of appreciation for the training activities.

3. Training activities follow up
After the lessons some follow-up activities were also provided:
Slides were loaded on the platform for the participants’ consultation
and download (Annex 3)
Registration of each lesson was made available on the LeTSGEPs
platform
Certificates of attendance were released
News on the training were posted on the social media (Twitter
LeTSGEPs account (@letspgeps) and Linkedin LeTSGEPs Group.
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Annex 3: Trainers’ presentation
ProfessorTindara Addabbo
Full Professor in Economic Policy at
DEMB-UNIMORE, Ph.d in Economics at the
European University Institute Florence and
M.Sc. London School of Economics. She is
member of CAPP (Centre for the Analysis of
Public Policies), RECent (Center for Economic
Research),
Ciret
(Centro
di
Ricerca
Interuniversitario "Ezio Tarantelli"), CRID
(Interdepartmental Research Centre on
Discrimination and Vulnerability - UNIMORE),
Scientific Committee of Fondazione Marco
Biagi, European Gender Budgeting Network
and of the International network on leave
policies and research. She is Coordinator of
the Doctoral Research Course in Labour,
Development and Innovation Department of Economics Marco Biagi and
Fondazione Marco Biagi, UNIMORE. She publishes in the areas of the gender
impact of public and social policies, measurement of well-being in the
capability approach, employment and wage discrimination by gender, income
distribution and quality of work. Activities in research projects closer to the
proposal: Scientific Responsible of the Research Project on well-being gender
budgeting in Senegal at national and local level, DEMB, Projet d’Appui à la
Stratégie nationale pour l’Equité et l’Egalité de Genre, Ministère de la femme e
de l'enfance, CSO-PLCP, Coopération Italienne, ongoing; Management
Committee Member COST Action IS1409: 'Gender and health impacts of
policies extending working life in western countries'; participant to 'Gender
Equality Plans for Information Sciences and Technology Research Institutions
EQUAL-IST', Horizon 2020 GERI-4-2015, ongoing, responsible of the research
unit Prof. Canali; Research on the Benefits of Gender Equality by Spending on
Public Services, funded by the European Institute for Gender Equality
(EIGE/2015/OPER/14) August 2015 - 2016, coordinator: Prof.a Gloria Alarcón
García; EIGE/2013/OPER/22R “Feasibility Analysis for the Economic Case for
Gender Equality in EU-28”, 2013-2014; Gender evaluation of Italian Regions in
terms of gender equity, Isfol, 2010; Gender budgeting of the Italian State
Budget on the National Budget Law, 2008; Isfol 'Pink Seal-Tools to promote
and certify firm's degree of gender equality', 2008. Extended and updated cv is
available at http://personale.unimore.it/Rubrica/dettaglio/addabbo
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Post-doc Researcher Giovanna Badalassi
Expert in Public Policies’ evaluation mainly on gender
mainstreaming, gender budgeting and Equal
Opportunities strategies at local and national level.
Analyst of Policies and Statistics of Local Labor market
and FSE Training Activities. Independent researcher at
public bodies, research institutes, universities,
employers' associations and NGOs. Author and/or
co-author of 12 publications and 45 research reports.
Author of gender budgets in several local authorities
(about forty). ISFOL consultant on national gender
budget projects. Author of researches on social,
gender and equal opportunities issues for NGOs like
Cesvi (Child abuse and maltreatment) We World
(economic and social impact of violence against
women), Save The Children (Mothers Report). Trainer on issues related to
gender policies, equal opportunities, conciliation and gender budget. Member
of GenderCapp – University of Modena and Reggio Emilia since 2005. From
October 2011 to 2015 President of Well_B_Lab*, Soc. Coop Spinoff of the
University of Modena and Reggio Emilia. Founder and co-author since 2015 of
the blog www.ladynomics.it focused on gender economy and gender politics.
At present post doc researcher at the University of Modena and Reggio Emilia
for LeTSGEPS. https://it.linkedin.com/in/giovanna-badalassi-3b487a13
Professor Ulpiana Kocollari
is Associate Professor in Business Economics at
the Department of Economics Marco Biagi
University of Modena and Reggio Emilia is expert in
ethics and corporate social responsibility. She is
member of Softech-ICT, and has taken part to
numerous research projects in collaboration with
other universities and firms engaged in social
responsibility funded by EU, the Italian Ministry of
University and Research, Region Emilia Romagna
and other research institutions. She has
participated
to
the
research
project:"Implementierung von CSR Maßnahmen im
Mittelstand durch das Projekt Kompetenz Konzept"
– on the implementation of social responsibility in
small firms within the Institute Corporate
Responsibility Management, Steinbeis University Berlin, Germania. She has
also been project manager within the project Tempus (Trans-European mobility
scheme for university studies), “Albanian, Italian, Slovenian Postgraduate
Program” – Reference Number: Tempus CD_JEP-40025- 2005, (Grant amount:
€499.781).In LeTSGEPs she acts as mentor for the dedicated unit in Tirana..
Extended and updated cv is available at:
http://personale.unimore.it/rubrica/dettaglio/kocollari
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PHD Student Giulia Caselli
Giulia Caselli is a PDH Student of the Doctoral
Research Programme in Labour Development and
Innovation University of Modena & Reggio Emilia.
After the degree in Management Engineering, she
was admitted to the Doctoral Research School with a
Research Project on the “Mathematical models and
exact optimization algorithms for sustainable
operations in manufacturing and services”. Her
project aims to merge sustainability principles with
Operations Research methodologies and Engineering
Economics tools to solve complex decision-making
and operational management problems occurring in
real-world applications. Working on optimization methods based on
mathematical models, she also collaborates with Prof. Addabbo on the Gender
Pay Gap project of UNIMORE and has been involved in the training Lesson N.2
on Gender Pay Gap to present its results.
Extended and updated cv is available at:
https://dev.fmb.unimore.it/dottorato/dottorandi-e-tutor/?seleziona=giulia-casel
li
Professor Gulay Gunluk-Senesen

Gulay Gunluk-Senesen is full professor in Public Finance at the Faculty of
Political Sciences, Istanbul University, Turkey. She is the Director of Istanbul
University Research Center for Global Politics and Administration (GLOPAR,
https://kureselsiyaset.istanbul.edu.tr/en/_).
She has conducted extensive research on well-being and human rights gender
budgeting and will provide essential support in taking stock of gender
budgeting experiences within RPOs and in setting the methodological tools to
be used to implement GEPs and gender budgeting. She is member of
LeTSGEPs Scientific Advisory Board.
Extended and updated cv is available at:
https://avesis.istanbul.edu.tr/gulaygs
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Post-doc Researcher Filippo Damiani
He holds a double Phd at the University of Modena and
Reggio Emilia (Department of Economics and Marco
Biagi Foundation) in "Labour, Development and
Innovation" and at the Universidad Pablo de Olavide in
Seville in "Social Sciences". His areas of research are the
European Regional development policies, with a focus on
innovation and gender inequalities. He coordinates IDEM
Lab https://idemindthegap.it/idem-lab/, a research
laboratory within IDEM (the Unimore start-up) that has
developed a measure – the IDEM Index – on
organizations’ gender equality status providing also a diagnostic to improve
their gender equality. He collaborates with Prof. Addabbo on the construction
of IDEM RPOs Index and has been involved in the training Lesson N. 4, 5 and 9.
Extended and updated cv is available at:
https://www.fmb.unimore.it/dottorato/dottorandi-e-tutor/?seleziona=filippo-da
miani
Heather Williams
Training Lead | Scottish Women's Budget Group

Heather joined the Scottish Women’s Budget Group https://www.swbg.org.uk/
in September 2020 as training coordinator. Heather has worked in the violence
against women sector for 20 years in a variety of roles including delivering
support to women, children and young people, delivering training and
awareness raising.
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Summary Module 5:
LeTSGEPs Training Programme on Gender Budgeting
D3.4 Gender Budgeting Training 2.0
Tindara Addabbo and Giovanna Badalassi
3rd December 2021

❖ SESSION 5.1: GENDER BUDGETING: THE EXAMPLE OF UNIMORE
❖ SESSION 5.2: GENDER BUDGETING IS THERE A GENDER PAY GAP IN
ACADEMIA?

❖ SESSION 5.2.1: Focus on Academic Housekeeping
❖ SESSION 5.3: GENDER BUDGETING THE SUPPLIERS’ SIDE
❖ SESSION 5.3.1: Gender Procurement

www.letsgeps.eu

What is Gender Budgeting

SESSION 5.1:
GENDER BUDGETING: THE EXAMPLE OF
UNIMORE

EXAMPLES OF GB RECLASSIFICAATION
Well-being Gender Budgeting in Unimore

The main objective of
Gender Budgeting is
gender equality.

“...Gender budgeting is an application of gender
mainstreaming in the budgetary process. It means a genderbased assessment of budgets, incorporating a gender
perspective at all levels of the budgetary process and
restructuring revenues and expenditures in order to promote
gender equality…” (Council of Europe, 2005, p. 10).

LINK WITH GEP
BOTH GB AND GEP REFER TO
THE
SAME
MATRIX
OF
CAPABILITIES/WB
Context analysis will guide both
GB and GEP
GA and GB will include also
an evaluation of the GEP
actions impact in a gender
perspective
GB can track GEP actions’
expenditure & allow to detect
resources devoted to the actions

5
https://letsgeps.eu/2021/11/letsgeps-papers-on-stage-well-being-gender-budgetingin-academia-proceedings-from-the-sts-conference-graz-2021/
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Personnel costs are an important
share of RPOs’ budget

SESSION 5.2:
GENDER BUDGETING: IS THERE A GENDER PAY
GAP IN ACADEMIA?

MEASURING GENDER PAY GAP
ACROSS INSTITUTIONS
Do you plan a gender pay gap analysis?
Sources: administrative data at the beginning
Tools & Methodology
Comparative analysis

GETTING INTO THE DATA
TO COMPUTE GENDER PAY
GAP
AND
OAXACA
DECOMPOSITION
TO
DETECT
THE
PART
RELATED TO DIFFERENCES
IN
CHARACTERISTICS
FROM THE PART LINKED
TO DIFFERENT RETURNS
OF THE SAME VARIABLES

Classify them as indirect costs as
academic and administrative and
technical personnel capability of
access to work and research
GENDER PAY GAP NOT
ONLY
RELATED
TO
DIFFERENT
CAREER
DEVELOPMENT BUT ALSO
TO
A
DIFFERENT
PARTICIPATION
TO
COMMITTEES
(TOKENS),
PROFITS DISTRIBUTION IN
OUTSORCING

How to engender the RPOs’ Budgets?

Gender + Budgeting
Stakeholders M/F
1) QUANTITATIVE PERSPECTIVE:
How much money do we use for men and
how much for women?

Inputs/outputs/results
FOCCUS ON: ACADEMIC
HOUSEKEEPING

2) QUALITATIVE PERSPECTIVE
Do our eligibility requirements support
gender equality?

10

What is Academic Housekeeping

SESSION 5.2.1:
Focus on Academic Housekeeping

Academic
Housekeeping is
internal
service
for
the
RPO
functioning

SLIDES FROM:
Conference: Culture eats (a gender equality) strategy for breakfast? – Structure eats (a gendersensitive) culture for lunch?
Workshop on:
“Time is money! How career trap academic housekeeping reflects on gender budeting“
(26/11/2021 11:00am to 12:30pm)”
Giovanna Badalassi (Unimore) (Speaker and Coauthor)
Corinna Pusch (Max Planck) (Coauthor)

AH is a concept that describes the observation that women and persons
from minority groups in academia are more likely than men to perform
work that is “low-status, time-consuming, largely invisible, and that
nevertheless needs to be done” (Kalm, 2019b). This shows parallels to
the distribution of work in private households according to traditional
gender roles, hence the reference to “housekeeping” tasks

2
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How do Gender Budgeting and
Academic Housekeeping match?

How do Gender Budgeting and
Academic Housekeeping match?

TIME IS MONEY!!

The Results chain of Gender Budgeting

The Value chain of Gender Budgeting
for Academic Housekeeping
RPO
BUDGET

ACADEMIC
HOUSEKEEPING

The pyramid of power values for RPOs
activities

The framework conditions of
Academic Housekeeping

Inequality regime

High
competitiveness

Arbitrariness in
distribution and
role of
gatekeepers

Unintentional
side-effects of
commitment for
diversity and
gender equality
goals

3
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The inequality regime

High competitiveness
 Publish or perish: the academic pipeline is
leaky by design (while it is even more leaky
for certain groups).
 Ideology of meritocracy
 The pressure is being individualized, while
the precariousness of jobs and the
shortage of work force is often a part of
the system
 the academic system rewards pushing
others aside and focusing entirely on your
own career, but urgently needs willing
personnel to fulfil its need for institutional
“lubricant” in the form of AH tasks.
 Persons with the least good standing,
social status and support are the most
disadvantaged in the assignment of
Academic Housekeeping (Heijstra et al., 2017, p.202 Kalm

 Academic housekeeping is a remnant of the historically based gendered division
of labour. Private and work sphere have the same “inequality regime” and have a
fluid boundary .
 Undervalued tasks are executed more often by persons with lower social status based on categories like gender (identity), class and ethnic origin
 The nature of Academic housekeeping tasks makes them low-promotability
tasks, compared to high-promotability tasks like for example research

2019, Social Sciences Feminist Network Research Interest Group, University of Oregon,
2017) .

Kalm (2019a), Heijstra et al. (2017), Acker 2005), Social Sciences Feminist Network Research Interest Group, University of Oregon, 2017, Babcock et al., (2017).

Arbitrariness in distribution of AH and
the role of gatekeepers

Unintentional side-effects of
commitment for diversity and
gender equality goals

 Academic Housekeeping tasks, and the
privileges of being free of them are
distributed in a very arbitrary way
 The tasks that come with an employment
contract in academia are often not
explicitly fixed and there is little
orientation of how much time should be
spent on which part of the job or official
documentation
of
how
academic
personnel actually uses its time.
 Academic Housekeeping distributions are
largely determined by senior academics,:
it would be “impossible to say no”
 the criteria for their judgement stay
unclear, arbitrary and certainly often
unreflected.

 Equal gender representation of different
constituent groups of the RPO, increases
the workload for underrepresented groups namely senior female academics - while
their taking part in committees is less
beneficial for their career and takes time
away from their research.
 Gender Equality committees and working
groups are also mentioned as timeconsuming AH tasks (Heijstra, 2017; Kalm,
2019a, p. 203), which are predominantly
performed by female academics.
 Unofficial support and mentoring for
persons of underrepresented groups also
contributes to a high service workload for
academics from underrepresented groups
as well.

Heijstra et al., 2017, p. 209

Recent studies on Academic
housekeeping 1 In the SSH departments, statistically more

Recent studies on Academic
housekeeping 2

feminized, the interviewees were generally
more negative towards AH tasks, complaining
more often about them and specifically
mentioning teaching as a part of those tasks.
Academics from STEM departments mainly
mentioned more research-related service
tasks like administrative tasks due for
international research projects, the reviewing
process of scientific articles or creating safety
instructions for laboratory use. They also
believed more often that they could benefit
from these tasks.
The differences in the tasks and in the strain
they produce on SSH and on STEM academics
is explained with a smaller student-teach ratio
in STEM and with better job alternatives
outside academia

 people are more likely to be promoted when they use more time on research and
less time on service tasks.
 the willingness to volunteer for a task that everyone prefers to be done by another
group member depends on the gender composition of the persons present.
 When women and men are present in the lab, women are 50 percent more likely to
volunteer than men, while this gender-gap is eliminated when in the room there are
only persons of the same sex. This seems to be an effect of the belief that women
are more likely to volunteer than men.
 women are more often asked to volunteer than men - by women and men alike.
While a direct request increases the rate of volunteering for men and women, it is
still higher for women.

Heijstra et al., 2017
..

Babcock et al., 2017
.
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Recent studies on Academic
housekeeping 3

Recent studies on Academic
housekeeping 4

Intersectionality also matters for Academic Housekeeping
 The time that non-marginalized assistant professors spent on research was four
times the mean of the time marginalized professors spent on the same activity.
 The time spent on service for marginalized assistant professors was also roughly
four times the mean of non-marginalized professors.
 Marginalized full professors made more than two-times the amount of teaching then
the non-marginalized full professors.

 on average female academics perform significantly more service than male do.
 This difference is driven mainly by internal service tasks, benefitting the department,
the campus or the whole university, while the difference regarding external service for
local, national or international communities is smaller.
 there is lots of heterogeneity in task distribution across fields and disciplines.
Guarino and Borden, 2017

Social Sciences Feminist Network Research Interest Group, University of Oregon, 2017

How GB reports may contribute to
balance AH gender inequalities

SESSION 5.3:
GENDER BUDGETING OF SUPPLIERS’ EXPENSES

How to engender the RPOs’ Budgets?

Gender + Budgeting
Stakeholders M/F

Inputs/outputs/results

SESSION 5.3.1:
Gender Procurement

1) QUANTITATIVE PERSPECTIVE:
How much money do we use for men and
how much for women?
2) QUALITATIVE PERSPECTIVE
Do our eligibility requirements support
gender equality?

FOCUS ON: GENDER PROCUREMENT

29
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Qualitative perspective in GB:
GENDER PROCUREMENT

GENDER PROCUREMENT
is good public procurement!

Definition:
“Introduction of gender
equality requirements in
public procurement, in
order to use these as an
instrument to advance
gender equality”.

Basic principle:
“Public procurement
contracts must be awarded
in observance of equality,
non-discrimination,
transparency, competition
and a flat-rate basis.”
https://eige.europa.eu/gender-mainstreaming/methods-tools/gender-procurement

https://eige.europa.eu/thesaurus/terms/1201
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GENDER PROCUREMENT is included in
EU Social Responsible Public
Procurement

32

Gender Mainstreaming in SDGs

Public buyers are major investors in Europe, spending currently
over 14% of the EU’s gross domestic product. By using their
purchasing power to opt for goods and services that deliver
positive social outcomes, they can make a major contribution
to sustainable development.
By purchasing wisely, public buyers can promote employment
opportunities, up and reskilling of the workforce, decent work,
social inclusion, gender equality and non-discrimination,
accessibility, design for all, ethical trade, and seek to achieve
wider compliance with social standards. For some products,
works and services, the impact can be particularly significant,
as public purchasers command a large share of the market in
sectors such as civil engineering, healthcare and transport.
Commission Notice - "Buying Social - a guide to taking account of social considerations in public
procurement (2nd edition, May 2021) https://ec.europa.eu/docsroom/documents/45767

Gender Mainstreaming means not only Goal n°5 Gender Equality but also Gender equality in 14 goals. See 2019 EM 2030
https://data.em2030.org/2019-sdg-gender-index/explore-the-2019-index-data/
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GENDER PROCUREMENT
is good public procurement!
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REQUIREMENTS for the
implementation conditions

Two possibilities:
Incorporate gender equality in the subject of the
contract itself.
This will allow the incorporation of gender equality
clauses requiring gender technical competence to
the awarding entities, as well as the inclusion of
gender criteria for the evaluation of the submitted
proposals and for further implementation.
Incorporate gender equality clauses into the
conditions for implementation of the contract.
This would affect any contract and would ensure that
public procurement becomes an instrument for
gender equality..

 Gender-balanced composition of the project team and
beneficiaries;
 Balanced presence of women and men in decision-making
positions;
 Specific analysis about gender-related concerns in the project
and in the reports:
 mapping of the situation of women and men in the concerned
area;
 elaboration of gender-specific objectives in line with the latest
findings and with the objectives of the call; and explanation on
how these objectives have been achieved;
 Use of sex-disaggregated data and gender indicators;
 The application of user-centred and/or participatory
methodologies which take into account a gender dimension by
directly involving a fair share of women in the process and by
looking at how gender inequalities/differences are structuring the
domains and the contexts of a particular policy area;
 Preference given to women when hiring staff in male-dominated
sectors.

https://eige.europa.eu/gender-mainstreaming/methods-tools/gender-procurement
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https://eige.europa.eu/gender-mainstreaming/methods-tools/gender-procurement
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FACTORS to consider when
evaluating a proposal

GENDER PROCUREMENT
How to Promote gender equality
practices within the supply chain
 Publish a clear and unambiguous executive-level policy
statement/position to help ensure that employees and the
public are aware of the organization’s support for gender
equality practices in their supply chain.
 Put in place procurement policies and procedures that are
gender sensitive.
 Identify mechanisms to help ensure that suppliers meet these
policies and procedures in order to be eligible for
procurement.
 Run supplier mentoring and training programs on gender
practices and reporting.
 Seek suppliers sharing the organization’s commitment to
gender equality. Request from potential suppliers information
on their gender policies and supplier diversity.
 Publish a list of the largest tier-1 suppliers and their gender
policies.
 Request third-party audits of suppliers’ gender performance
data.

 Is the proposal briefed on relevant gender issues and
provided with background documentation, including
literature and documentation relevant to gender equality
issues and national and EU policy documents on gender
equality (for example, relevant material from EIGE)?
 Is the project team gender-balanced? Do the team
members have an adequate level of gender expertise?
 Does the proposal include sex-disaggregated data and
gender indicators?
 How do the team members propose to measure the
different impacts of activities and interventions on women
and men?
 Will the views of female beneficiaries and other
stakeholders, such as gender experts or women’s
organisations be sought?
37

GENDER PROCUREMENT Indicators suggested to
evaluate Gender Procurement
Organizational objective

Supply
chain

Measure
Basic
Moderate
Advanced
Percentage of suppliers
that report on their genderDo business with
equality
policies
and
organizations that
practices
respect gender
Description
Percentage
of Gender composition of
equality
of
gender suppliers that have supplier workforce
equality
in gender
equality Percentage of suppliers’
procurement policies
or managerial
posts,
by
policy
and programs
gender
plans
Financial
value
and

Promote
women’s
entrepreneurship
and supplier
diversity

GRI (2009). Embedding gender in sustainability reporting: a practitioner’s guide.
https://www.ifc.org/wps/wcm/connect/ffb87b47-4375-4b6c-8ad4-41dc4a71a9c9/GRIIFC_Full_Gender.pdf?MOD=AJPERES&CVID=jkC.9VB

GRI (2009). Embedding gender in sustainability reporting: a practitioner’s guide.
https://www.ifc.org/wps/wcm/connect/ffb87b47-4375-4b6c-8ad4-41dc4a71a9c9/GRIIFC_Full_Gender.pdf?MOD=AJPERES&CVID=jkC.9VB
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CONTACT US
tindara.addabbo@unimore.it
giovanna.badalassi@unimore.it

@letsgeps

percentage
of
total
procurement by supplier
company and type of good
or service, broken down by
gender
and
type
of
supplier
Percentage of suppliers’
shareholders, by gender

Link up with us on Twitter

Thank you!
LeTSGEPs Leading Towards Sustainable Gender Equality Plans in research performing organisations
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SUMMARY OF THE

Training 2.0
03 March 2022

Suppliers and the

4

5

6

GENDER PROCUREMENT and GENDER
BUDGETING in the GEP - GEAR TOOL

GENDER PROCUREMENT is part of
GENDER BUDGETING

7

GENDER PROCUREMENT
Performance cycle

8

+
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Basic principle:

Students
Access
to public
resource

Caring
for

Life and services

others

safe
environm
ent
Living
working
in secure
places
Enjoing
beauty
and
culture

Politicians

Workers

to
s

Capabilities
and men

be awarded in observance of
equality, non-discrimination,
transparency, competition and a flatrate basis

to work
and
Suppliers

Participa
ting to
political
life

10

Professors

Access
to
research
Access
to
careers

ive Staff

of Board

11
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..Public buyers are major investors in Europe, spending
currently over 14% of the
gross domestic product. By
deliver positive social outcomes, they can make a major
contribution to sustainable development.
By purchasing wisely, public buyers can promote employment
social inclusion, gender equality and non-discrimination,
accessibility, design for all, ethical trade, and seek to achieve
wider compliance with social standards. For some products,
works and services, the impact can be particularly significant, as
Among the 17 Sustainable Development Goals (SDGs) and 169 targets to be

sectors such as civil engineering, healthcare and transport. ..

(Goal n. 5 ) and a cross-cutting goal in the other targets
https://ec.europa.eu/docsroom/documents/45767
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At the pre-tender stage, opportunities for Gender Procurement arise:
users, gender equality bodies, consultants, social partners and
civil society organisations to identify the gender impacts of the
contract (preliminary market consultations);
when defining the subject matter of the contract to include

following tactics:
applying exclusion grounds to reject bid- ders who have
violated equality obligations or who have a poor record on
gender equal- ity issues;

when choosing a procedure which best allows Gender
Procurement elements to be addressed;
when deciding whether to use reservations or lots that might
facilitate greater participation of women-owned or operated

capacity to implement Gender Procurement;
devising technical specifications that reflect gender
aspects of the contract, where possible;
applying award criteria that target specific gender issues in

(SMEs) and social enterprises);
in the application of the light regime (the special regime set out
for social and other specific services) in the procurement of
social, health and education services, including criteria in relation

bidders;
requesting third-party labels or certifications, which attest
to performance on gen- der equality or related areas.

the contract, as well as quality criteria that promote better work
life balance;
when preparing tender documents using gender-inclusive
language and highlighting Gender Procurement aspects.
19

20
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Procurement include:
applying contract performance conditions which mandate
specific actions related to gender equality;
Procurement clauses, including the use of third- party audits
where appropriate;
requiring Gender Procurement clauses to be applied by
subcontractors;
enforcing compliance with Gender Procurement clauses by
applying contractual remedies;
collecting statistics on Gender Procurement including
percentage of contracts awarded to women-owned
businesses, gender pay gap, etc.

GENDER PROCUREMENT
How to Promote gender equality

23

https://www.ifc.org/wps/wcm/connect/ffb87b47-4375-4b6c-8ad4-41dc4a71a9c9/GRIIFC_Full_Gender.pdf?MOD=AJPERES&CVID=jkC.9VB
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Organizational objective

Measure
Advanced
Percentage of suppliers
that report on their genderequality
policies
and

Basic

Moderate

Description
of
gender
equality
in
procurement
policy
and

Percentage
of
suppliers that have
gender
equality
policies
or
programs

Gender composition
supplier workforce
Percentage of
gender
Financial

value

of

and

procurement by supplier
company and type of good
or service, broken down by
gender
and type
of
supplier
shareholders, by gender

25

GRI (2009).
https://www.ifc.org/wps/wcm/connect/ffb87b47-4375-4b6c-8ad4-41dc4a71a9c9/GRIIFC_Full_Gender.pdf?MOD=AJPERES&CVID=jkC.9VB
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2

4

6

https://forms.gle/ixsdBebqx7WoHKyX6
7

https://forms.gle/B8RGbDHyUJaP3p5R6

8

https://forms.gle/4Hj25XK71pKzTqKN6
9

10

https://forms.gle/8T6C565tncXVxhc18
https://forms.gle/kmw1u4EHnExHxXnA8
11

12

LeTSGEPs, 18 March 2022
Marco Biagi Foundation, University of Modena and Reggio Emilia

FOCUS: money allocation!

OUTLINE
I. Human Rights and Wellbeing

Lessons Learned from Gender Budgets

II. Lessons from Gender Budgets

for Human Rights Budgets at RPOs

III. Human Rights and Budgets at RPOs:
RISE, Lund University (Sweden)

G lay G nl k- enesen

IV. Wrapping Up

Istanbul University, Turkey

V. Group Discussion
2

ECONOMIC, SOCIAL, CULTURAL HUMAN RIGHTS

WELL BEING: Multidimensional

objective, macro

Stiglitz, Sen, Fitoussi Report (2009:14)

INDIVIDUAL RIGHT TO:

i. Material living standards (income, cons. & wealth)
Life

Accommodation,

Safety

Education,

Employment,

Food,

Water,

Healthcare,

ii. Health

Information

iii. Education

Healthy environment

Transportation

iv. Personal activities including work

Participation

v. Political voice and governance
vi. Social connections and relationships

WELLBEING FOR ALL
individuals
SOCIAL COHESION public / urban space

Institutions: RPOs

vii. Environment (present and future conditions)
3

viii. Insecurity: economic & physical.

4

https://ec.europa.eu/eurostat/documents/8131721/8131772/Stiglitz-Sen-Fitoussi-Commission-report.pdf

Well being: Quality of Life

POLICY PROCESS + RESOURCE ALLOCATION

Amartya Sen (1985): capabilities: ability to do

are not distinct but intertwined for conversion

what people are actually able to do and be

rhetoric to policy commitment

functionings: actual achievement

Actual allocation of money

Budget as a

Capabilities and Human Rights:

fiscal policy tool

helps clarify the theory of human

redistributive tool

rights as ethical claims that impose positive obligations, and

planning tool
political tool

(Fukuda-Parr, 2011:74)
5

coordination tool and accountability tool
UN OHCHuman Rights (2012:121)
6

gender budget work can be seen as part of human rights
budget work.
At the same time, because gender budgeting initiatives have
been under way for a number of years, human rights
budgeting can learn a lot from those initiatives
OHCHR (2017: 31-32)

(1) assessing
different groups of people
(2) disaggregating data, including budget figures,
(3) using performance indicators

on

***NOTE ALSO: gender budgeting could deepen its analysis through

INTEGRATING HR into POLICY

gender
mainstreaming
policy impact analysis
(on W)

7

LOCALISATION

?

HUMAN RIGHTS BUDGETING
Tool for

Human Rights mainstreaming
policy impact analysis on
Vulnerable Groups (VG)

gender (W) auditing
(monitr.) of policies

Human Rights auditing (monitor.)
of policies

institutional capacity
building

institutional capacity building

analysis: spending: W

analysis: spending for VG

analysis: spending

analysis: spending for VG
mapped with capabilities

for W mapped with

drawing on the experiences of human rights budgeting. *****
(CASE: GENDER EQUAL, BUT RIGHT TO EDUCATION FAILS FOR ALL)

GENDER
BUDGETING Tool for

capabilities: WBGB

analysis: spending mapped with
8

? Human Rights, right holders

BRINGING HUMAN RIGHTS HOME:
LOCALISATION OF HUMAN RIGHTS

- Sustainable Development Goal 11:
Sustainable Cities and Communities

GLOBAL

- New Urban Agenda (HABITAT III)
NATIONAL

- Human Rights Cities

LOCAL

------------------------------------------------------------- Target groups: The Most Vulnerable:

URBAN SPACE *

poor, homeless, blacks, migrants/refugees, disabled,

INSTITUTIONS * ?

minority, Muslims, Roma, rural

RESEARCH PERFORMING ORGANISATIONS * ??

+ women + children + aged
Intersectionalities

9

10

INSTITUTION: RISE: RESEARCH INSTITUTES OF SWEDEN
(state-owned research institution)

INSTITUTION: WORLD HEALTH ORGANISATION
INTEGRATING EQUITY, GENDER, HUMAN RIGHTS AND
SOCIAL DETERMINANTS INTO THE WORK OF WHO:

Foundation of and inspiration for the CODE OF CONDUCT:

ROAD MAP FOR ACTION 2014-2019:

Main focus: Promote and protect human rights, that are

the UN Global Compact, the UN Guiding Principles on
Business and Human Rights

gender-responsive
Gender, equity and human rights mainstreaming:
Outcome

the UN Declaration on Human Rights

Gender, equity and human rights integrated into
the OECD Guidelines for Multinational Enterprises

programmes
Programme Budget

the Rio Declaration on Environment and Development
11

https://www.who.int/gender-equity-rights/about/web-roadmap.pdf

https://www.ri.se/sites/default/files/2019-10/RISE%20Code%20of%20Conduct%20-%20external.pdf; https://www.ri.se

12

RISE: Annual Report & Sustainability Report 2020

RISE:
We have zero tolerance for discrimination and

Benefits and development:

unequal treatment.
Here, everyone is welcome regardless of background,
disability, age, gender, gender identity or gender

* RISE employees receive an annual benefit allowance of
SEK 10,000, of which
SEK 2,000 is earmarked for wellness activities.

expression, sexual orientation, ethnic origin, and

All these purchases are subject to fringe benefit tax.

religion or other belief.

Our employees are free to take part in public matters
and political activities in their free time and as a

* Joint Fund: SEK 400,000 to support social activities with
colleagues that increase collaboration and promote physical
and/or mental well-being. (outside working hours)

private person
13

14
https://www.ri.se/sites/default/files/2021-05/RISE%20Annual%20Report%20and%20Sustainability%20Report%202020.pdf:p.37-38

RISE: Annual Report & Sustainability Report 2020
To enable more flexible working arrangements, both
during and after the pandemic, a remote work
allowance of SEK 7,500 per employee was
introduced.
The allowance can be used to purchase office
equipment that makes the home office more

ergonomic.
In 2020, 705 purchases were made with this

allowance, distributed between 481individual
employees.

15
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INSTITUTION: RPO: LUND UNIVERSITY

WE NEED:

Equal Opportunities Plan, 2022 2027: to safeguard
democracy, legality, impartiality, freedom of opinion, respect for

Policy lists & Indicators for HR of target groups

freedoms.

identifying and developing several indicators that enable
more targeted initiatives as a basis for gender equality budgeting
For increased WELL-BEING at work :

Absolute level

TO ANALYSE:

A gym membership or equivalent cost is reimbursed up to a
maximum of SEK 1 870.
!! NOTE: COMPLEMENTED BY POLICY+BUDGET:
You are entitled to 60 minutes of health promotion time per
week if you work full-time.
Occupational Health Service promotes healthy, well-functioning
and enjoyable workplaces: free of charge (!! BUDGET!! )
.

Money allocated for specific HR related purpose

17

https://www.staff.lu.se/sites/staff.lu.se/files/202112/Equal%20Opportunities%20Plan%20for%20Lund%20University%2C%202022%E2%80%932027.pdf;https://www.staff.lu.se/employment/salary-and-benefits/benefits/health-promotion

% share in the Budget for specific HR related purpose
Relative level
Comparisons with global/EU targets (if any)

18

WRAPPING UP:

CHALLENGES / WORK AHEAD / CLARIFICATION NEEDED
- Prioritization of rights? Vulnerable groups?

WELL-BEING / QUALITY OF LIFE
Capabilities and/or rights and more

- indirect / spillover impacts? intersectionalities?

Holistic + Multidisciplinary approach

- Sustainability?

Resource allocation structures reflect real policy priorities

- HR theme-specific administrative capacity
- Needs assessment, participatory process

Additional / Separate Budget for Human Rights?

- HR based capability sets? Indicators?

(EXCUSE? little funds, austerity measures)

- Focus: not only on
Restructuring the Budget ? Paradigm shift :

But also on investment expenditures - FUTURE

HR Responsive Budgeting
From WBGB to WBB? (WBHRB)

??

current expenditures

19

20

HRB at Research Performing Organisations??

GROUP DISCUSSION: From the mind-set to implementation:
RPO SPECIFIC
HUMAN RIGHTS
RPO SPECIFIC
admin&academic staff,
students

RPO SPECIFIC
PROCESSES
ADMINISTRATIVE
RESTRUCTURING

THANK YOU!

RPO SPECIFIC
CAPABILITIES

DEMOGRAPHICS-

?
BUDGET
REQUIREMENT
21
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HUMAN RIGHTS CITIES
Davis, Martha F., Gammeltoft-Hansen, Thomas, Hanna, Emily (eds).
2017. Human Rights Cities and Regions-Swedish and International
Perspectives, RWI.

BACKGROUND MATERIAL

Human Rights Cities Indicators, Raoul
Wallenberg Institute and Research Worldwide Istanbul, 2021.
https://rwi.lu.se/publications/human-rights-cities-indicators/.
OHCHR-UN. 2012. Human Rights Indicators: A Guide to
Measurement and Implementation. HR/PUB/12/5, NY, Geneva
Oomen, Barbara, Davis, Martha F., Grigolo, Michele (eds.).2016.
Global urban justice: the rise of human rights cities, CUP.
Philipp, Simone, and Starl, Klaus (eds.). 2017. Focusing on Human
Rights at Local and Regional Level, (ETC Forum, May 2015)
United Nations. 2017. New Urban Agenda-HABITAT III.
23
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BUDGET, HUMAN RIGHTS, CAPABILITIES (selected references)
Realising Human Rights through Government Budgets,
HR/PUB/17/3 , NY and Geneva. OHCHR, 2017. pp.31-32

Burchardt,Tania, Vizard, Polly. 2011. Operationalizing the Capability Approach as a
Basis for Equality and Human Rights Monitoring in Twenty-first-century Britain,
Journal of Human Development and Capabilities, 12/1, 91-119.
Dalziel, Paul, Saunders, Caroline, Saunders,Joe. 2018. Wellbeing Economics - The
Capabilities Approach to Prosperity, Palgrave Macmillan.

Human rights budgeting encompasses efforts to ensure
nondiscrimination and the advancement of equality through

Elson, Diane. 2006.
Budgets for Compliance with CEDAW, UNIFEM

children, the poor, minorities, indigenous peoples, older persons,
persons with disabilities and other groups. As such, gender budget
work can be seen as part of human rights budget work. At the
same time, because gender budgeting initiatives have been under
way for a number of years, human rights budgeting can learn a lot
from those initiatives, particularly with regard to the emphasis they
place on:
on
different groups of people (2) disaggregating data, including budget
figures, and analysing them to spot implicit (indirect) discrimination
where aggregate figures may seem neutral and (3) using performance
indicators to assess the impact of the budget (on equality between men
and women).

Fukuda Parr, Sakiko. 2011. The Metrics of Human Rights: Complementarities of the
Human Development and Capabilities Approach, Journal of Human Development
and Capabilities, 12:1, 73-89.
Nolan, A.,
publishing

, R., Harvey, C. 2013. Human Rights and Public Finance, Hart

OHCHR. 2010. Human Rights in Budget - Monitoring, Analysis and Advocacy.
Training Guide.
OHCHR. 2017. Realising Human Rights through Government Budgets,
HR/PUB/17/3 , NY and Geneva. (especially pp.31-32.)
Vizard, Polly. 2007. Specifying and Justifying a Basic Capability Set: Should the
International Human Rights Framework be given a more Direct Role? Oxford 25
Development Studies, 35:3, 225-250

26

Realising Human Rights through Government Budgets,
HR/PUB/17/3 , NY and Geneva. OHCHR, 2017. pp.31-32

LOCALISATION OF HUMAN RIGHTS:

At the same time, some gender budgeting does not always
frame its analysis using international human rights standards,
such as those in ICESCR, ICCPR and CEDAW. In such cases
it is possible to envision a situation where, for example, a
gender budget analysis would find that education resources
are equitably distributed with regard to gender, but a deeper
human rights analysis would uncover the fact that, while this
may be the case, the government is nonetheless failing to
meet its obligation to realize the right to education of all its
people both women and men because it is devoting an
inadequate share of the budget to education. As a result,
gender budgeting could deepen its analysis through drawing
on the experiences of human rights budgeting.
Allocations and expenditure must be non-discriminatory on the same
bases and
programmes
benefitting historically disadvantaged groups in order to enable such
groups to enjoy their rights on a par with others in society.
27

1000 TRY
PERFORMANCE PROGRAM FORMAT - URBAN

GAZIANTEP MUNICIPALITY 2015

4.2.1

Childcare centers

4.2.2

Consultancy center for women entrepreneurs

500

4.2.3

Family consultancy center

500

4.2.4,4.7.4

shelters operation and service

1,000

600

4.7.3 Consultancy service to W for childcare and education

100

9.2.6 Support services for the disabled

380

9.1.1

Preparation of Local Equality Action Plan

10

9.1.2

Teaching women how to read and write

20

9.1.3

Organisation of social and cultural activities,
social outing for women

9.1.9

Activities to prevent violence against women

100
29

160

MUNICIPALITY CASE
G lay G nl k- enesen. Lessons Learned from Well Being Gender Budgets: A Roadmap for Human Rights.
Presentation at Well Being Gender Budgets Workshop, 30 May 2019, Marco Biagi Foundation, UNIMORE

A HUMAN RIGHTS BUDGET auditing MODEL:
(my local government HR policy target interpretation)

GAZIANTEP, southeast TURKEY
Pop: 2 mn. industry, middle income city
Municipality Motto:
codes, tasks, budget allocations are from the 2015 and 2017
Performance Programs
(selected planned activities)
28

HRB auditing MODEL:

Gaziantep Municipality, 2015

code TASK

DIRECT
BENEFICIARY

interpretation 1000 TL

(Right Holder)

CAPABILITY

OUTPUT

4.1.4

Care centres for
children, aged and
disabled

C, A, D
5

4.2.4
4.7.4

(operation and service) W, C

9.1.1

Local Equality Action
Plan Preparation

PUBLIC

Literacy courses for
women

W

9.1.2

100

BUDGET

W
Access to
adequate care
services
W
Ability to lead a
life without
violence
Institutional
Capacity
Building for HR
W
Access to
education and
training

50

600

10

30

20

HRB auditing MODEL: Gaziantep Mun. 2017 Migrant case

HRB auditing MODEL:

Gaziantep Municipality, 2015

code

DIRECT
BENEFICIARY

BUDGET
optional
interpretation 1000 TL

(Right Holder)

CAPABILITY
W
Access to
adequate care
services
Decent Work,
Participation

9.2.4

9.2.5

8.1.15

9.1.7

TASK

Provision of disabled
equipment

D

Training activities for the
D
Disabled
Town planning and
construction for the needs
D, A
of the disadvantaged
Awareness raising
activities related to
gender equality

W, G

1 750

100

code

6.11.2
6.11.3

Safe Public
Space
Gender (G)
Mainstreaming

100
31

interpretation 1000 TL

(Right Holder)

CAPABILITY

Information centers for
Syrian Guests: Operation M
and Student Education
Information activities and
M
material for Syrian
PUBLIC
women

6.11.8

Meetings with local,
Syrian and International
CSOs

M
PUBLIC

Translation services in
the Migration Dept.
Arabic, Eng. Turkish

M
PUBLIC

6.11.10

BUDGET

DIRECT
BENEFICIARY

6.11.7

Mobility
1 500

TASK

Social
cohesion
Social
cohesion
(basic needs)
Social
cohesion
Participation
Social
cohesion
Participation

2 600
100
60

180
32

10/08/2022

Building
Support for
Gender
Budgeting

Women’s Voices

• Working with civil society groups to
identify women’s priorities
• Participatory approach with groups of
women
• Using gender budgeting approaches to
campaign on issues important to
women

Building
Capacity at
Local Level

Sc o t t is h Wo m e n 's B u d g e t Gr o u p
N e w Co u n c i ll o r s T r a i n in g

• Training (elected
members & officials)
• Mentoring
• Action learning sets
For more information contact Heather on
training@swbg.org.uk

www.swbg.org, Charity No, SC050221 Project Funded by:

1

LeTSGEPs Leading Towards Sustainable Gender Equality Plans in research performing organisations
Horizon 2020 Research and Innovation program under Grant Agreement n° 873072

SUMMARY OF THE
TRAINING COURSE

Training Course
on Gender budgeting
Giovanna Badalassi
Lesson 6: How to negotiate careers and GB in RPOs
www.letsgeps.eu

Summary : Lesson 6: How to negotiate
careers and GB in RPOs
SESSION 1:
WHAT IS NEGOTIATION
SESSION 1: WHAT IS NEGOTIATION
SESSION 2 : GENDER BASED NEGOTIATION

What is Negotiation
Negotiation is the process of
bargaining, Where two parties,
trying to reach an agreement on
mutually accepted terms to
acquire each others wants.
..a process in which two or more participants attempt to reach a joint decision on
matters of common concern in situations where they are in actual or potential
disagreement or conflict.
-Donald G. Gifford, LEGAL NEGOTIATION: THEORY AND APPLICATION (1989).
basic means of getting what you want from others. It is a back and forth
communication designed to reach an agreement when you and the other side
have some interests that are shared and others that are opposed.
-Roger Fisher and William Ury, Introduction, GETTING TO YES, Second Edition
(1991).

What is Negotiation
Let us never negotiate out of fear.
But let us never fear to negotiate.
President John F. Kennedy

get what you deserve. You get
what you negotiate.
Chester Karrass

Negotiation is whenever we are in relationship with

Private domain

Examples for Private domain:
What are we going to eat tomorrow? Who is
cooking?
Who is taking care of the children? I have to work
Which schools for our children?
Where are we going tonight? Holidays this summer?
Do I accept this job offer? Do we move to another
country?

Public domain

Examples for Public domain:
Who will be the leader of the team of the research?
Who is organizing the international conference?
Who will sign the authorship of the research?
GB: Can we do a Gender Budgeting process?
GB: Can we have mandatory training on GE?
GB: Can we have money for gender equality

Families
Access
to public
resource

Caring
for

Life and services

others

safe
environm
ent
Living
working
in secure
places
Enjoing
beauty
and
culture

Politicians

to

Students

Journalists

Workers

Suppliers

Researche
rs

Capabilities
to work
and

and men

Participa
ting to
political
life

Access
to
research

Administra

Professors
Leaders
Members
of Board

Access
to
careers
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URPOSE:
aim is required otherwise it
will result in wastage of
money, manpower & time.

LACE: Familiarity with

main agenda on which
negotiation is to be carried
on

surrounding helps in boosting
confidence

ERSONALITIES
negotiator initiating
convincing power, effective
communication skills, can
influence people & process of
negotiation.

ACE (&Time)
main points should be
covered in discussions, also
proper breaks must be
introduced to maintain
interest of peoples involved.

OFFER:

COUNTER OFFER:

CONCESSION:
Increase or decrease made in the offer or change in the idea.

Sacrifice made by both or one party.

AGREEMENT:
Point where both parties agrees, which is beneficial to both.

Draw :

Strategy: the overall approach taken to achieve a good
settlement

The goal is victory

COMPETITIVE STRATEGY

Problem solving
The goal is agreement.
COLLABORATIVE STRATEGY

SOFT STYLE IS PROBLEM SOLVING
Divorce cases-custody issues
Identifying needs & interests &objectives
Brainstorming to develop solutions
Proposals forwarded-can be rejected, accepted or capable of modification
by opponents
Makes concessions-completely addressing the parties mutual problems
Mutual gain & greater client satisfaction
Planning may be complex but easy for implementation

Tactfully
CHALLENGING the
views expressed by
others you disagree

PERSUADING
Developing a line of

Getting YOUR
POINTS across in a
calm, but assertive
manner

Negotiating
LISTENING to the
needs of the other

Emphasising the
POSITIVE ASPECTS

agreement
acceptable to both
sides: WIN-WIN.
Establishing trust

Handling

Knowing when to
making concessions
for agreement

Source: Bruce
Woodcock

Start with the premise that

.

Try to establish a
at the outset. Introduce
yourself and the party you are representing and remember that you
only get one chance to make a first impression. If necessary, set any
ground rules before you get into the negotiation itself, then lay down
the factual basis of the negotiation. At this stage it is best to avoid
lengthy or contentious issues.
wish to proceed.

BACKING up points
with logic. Using

Using open,
encouraging BODY
LANGUAGE

arguments.
Identifying common
ground

Exchanging
to ask not just what they want, but

.

Back up your statements with
. For example, you should
explain to your colleague why it is important to achieve a specific
outcome at this stage, or why you think it would be to everyone's
advantage if such a position was agreed.
Offer

Consider bringing negotiations to a close at
. Ask yourself how much more you can realistically
.
Don't continue negotiating simply for the sake of
allotted to it.
the outcomes from each point of the agenda,
emphasizing what each party has agreed and highlighting issues
Some points may still need your colleagues's approval. Make sure
you state whether you have the
points, or whether the decision depends on others.

Men are from Mars Women are from Venus Labor & Employment Relations Association Wisconsin Chapter November 3, 2009

those

Men are from Mars Women are from Venus Labor & Employment Relations Association Wisconsin Chapter November 3, 2009

Men aggressively pursue
what they want
Men relish conflict
Men are naturally
comfortable negotiating
Men assume everything is

Women do not ask for
Women do not manage
conflict well
Women do not take risks
Women are more likely to
feel apprehension about
negotiating
Many adult women say
they never negotiate even
if it is appropriate

Men are from Mars Women are from Venus Labor & Employment Relations Association Wisconsin Chapter November 3, 2009

value
(win/lose)
view accommodation as a
when negotiations heat up
Relationships are
from the negotiation dynamic
adapt to new situations but
than women
plan their
prefer to

more than they listen
their game plan

Men are from Mars Women are from Venus Labor & Employment Relations Association Wisconsin Chapter November 3, 2009

Women

35.37

Women

32.62

Women

24.76

Women

28.39

more
[concerned with the relationship/win-win]
more apt to
the other party in a negotiation
When a negotiation gets heated women are more likely to
better skilled at
focus on

s negotiations
as an independent but related issue

more effectively than men and are
are
are more concerned with
in which both parties experience a

& creating an agreement

Men are from Mars Women are from Venus Labor & Employment Relations Association Wisconsin Chapter November 3, 2009

Women 10.5

Men 10.7

Women 13.5

Men 13.3
High Assertiveness
Low Assertiveness

Women 12.5

Men 10.8

Men are from Mars Women are from Venus Labor & Employment Relations Association Wisconsin Chapter November 3, 2009

Dina W. Pradel [Program on Negotiation, Harvard]
Men are from Mars Women are from Venus Labor & Employment Relations Association Wisconsin Chapter November 3, 2009

Men are from Mars Women are from Venus Labor & Employment Relations Association Wisconsin Chapter November 3, 2009

Aggressiveness is
preferred behavior
Are risk takers
Are tellers, not askers
Relationships are
Objective is singular in
focus: Goal oriented

Aggressiveness is taboo
takers
Shift in norms more
easily than men
Ask questions /
information gathers
Use passive rather than
active verbs
Objective is two-fold:
rapport & goals

Men are from Mars Women are from Venus Labor & Employment Relations Association Wisconsin Chapter November 3, 2009

A high level of
preparation
e.g. sports
Start with a distributive
approach
Hierarchical acceptable
scenario outcomes
Advocate for themselves
well

Establish rapport early on
in initial conversations
Build towards a
Multiple acceptable
scenario outcomes
Effective as an advocate

Men are from Mars Women are from Venus Labor & Employment Relations Association Wisconsin Chapter November 3, 2009

challenged by the alphabet generations,
that assert they are overcoming
stereotypes
notes minor gender difference between
generations

Men are from Mars Women are from Venus Labor & Employment Relations Association Wisconsin Chapter November 3, 2009
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SUMMARY OF THE

Training Course
Giovanna Badalassi
Lesson 7: How to negotiate careers and GB in RPOs
Best Practices and Working Groups

Tactfully
CHALLENGING the
views expressed by
others you disagree
with

PERSUADING
Developing a line of
reasoned argument

Negotiating
LISTENING to the
needs of the other
party

POINTS across in a
calm, but assertive
manner

Getting an
agreement

Emphasising the
POSITIVE ASPECTS
of your argument

sides: WIN-WIN.
Establishing trust

Source: Bruce

Knowing when to
COMPROMISE:
making concessions

BACKING up points
with logic. Using
positive language

Handling
OBJECTIONS to your
arguments.
Using open,

ground

LANGUAGE

organize our thinking around

Knowing the answers will help
you in school, knowing how to
question will help you in life

1. OPEN QUESTIONS
9. RECALL AND
PROCESS QUESTIONS

8. LOADED QUESTIONS

7. CLARIFYING
QUESTIONS

2. CLOSED QUESTIONS

3. RETHORICAL
QUESTIONS

4. LEADING QUESTIONS

5. PROBING QUESTIONS

The most important thing in communication
is to hear what
be said
Peter Drucker

theysee than what they hear.

Long after ameeting, we are likely
to have forgotten the exact words
someone used, but we mayretain
facial expression.

What we are tryingto deliver
throughverbal means might not
be exactly similar to what we are
deliveringfrom our non-verbal
means

1

When You Don't

2

3

Brisk, erect walk

Confidence

Standing with hands on hips

Readiness, aggression

slightly
Sitting, legs apart

Boredom
Open, relaxed
Defensiveness

Walking with hands in pockets,
shoulders hunched

Dejection

Hand to cheek

Evaluation, thinking

Touching, slightly rubbing nose

Rejection, doubt, lying

Rubbing the eye

Doubt, disbelief

Hands clasped behind back

Anger, frustration, apprehension

Locked ankles

Apprehension

Head resting in hand,
eyes downcast
Rubbing hands

Boredom
Anticipation

Sitting with hands clasped behind
head, legs crossed

Confidence, superiority

Open palm

Sincerity, openness, innocence

Pinching bridge of nose,
eyes closed
Tapping or drumming fingers

Negative evaluation

Patting/fondling hair

Lack of self-confidence; insecurity

Tilted head

Interest

Stroking chin

Trying to make a decision

Looking down, face turned away

Disbelief

Biting nails

Insecurity, nervousness

Pulling or tugging at ear

Indecision

Impatience

NEGOTIATING
ISSUE

Applicant
Role
Applicant Decision making role

GEP
implementation

Professor MISANU

Representative of
Departments involved

UT

implementation

GEO

CY

Manager

ICM

GEO

MPG/
RWTH

Head of Department

UNIME

GEO role

Decision
making

