
00:15:06.000 --> 00:15:19.000
So we'll start off with a couple of poll questions, as our last few participants are joining, and to
get a sense of how everyone is approaching the

00:15:19.000 --> 00:15:29.000
workshop we're going to start off with this poll question. If you've joined you zoom using your
web browser, you won't be able to see the pull question so i'll read them out and

00:15:29.000 --> 00:15:36.000
you can respond, using the chat chat window? so the first question is, how closely do you work
on gender in your role?

00:15:36.000 --> 00:15:45.000
I'll give you all a little bit of time to respond to that.

00:15:45.000 --> 00:16:15.000
Okay, yes, yes, like there we have the results coming in so it looks like, oh, actually, that's
interesting.

00:16:16.000 --> 00:16:24.000
Not many people have worked on gender in their role that's surprising that's great.

00:16:24.000 --> 00:16:29.000
Maybe some of you guys can kind of take away some lessons from today, and then incorporate
in that into your work going forward.

00:16:29.000 --> 00:16:40.000
That's really lovely. Okay? Oh, sorry, just a quick reminder to make sure that you're microphone
is on mute.

00:16:40.000 --> 00:16:51.000
Thank you. We have a second poll question? as well so the second poll question is, does your
work deal with gender and gender equality internally within your organization?

00:16:51.000 --> 00:16:59.000
So that's in the context of diversity inclusion efforts, or or externally so through gender policy.

00:16:59.000 --> 00:17:10.000
So we're just gonna give you a few questions to answer those questions.

00:17:10.000 --> 00:17:19.000
Oh, okay, got it. So the options are internally, externally, both or neither.



00:17:19.000 --> 00:17:31.000
So it looks like we'll have the results coming out now.

00:17:31.000 --> 00:17:40.000
Okay, So people are mainly working internally. couple are doing both not so much externally.

00:17:40.000 --> 00:17:45.000
That's very interesting, all right. So for the last poll question what this is.

00:17:45.000 --> 00:17:53.000
A little bit more of an open-ended one here. So in a few words, what does break the bias mean
to you?

00:17:53.000 --> 00:18:01.000
I invite everyone to kind of share some of their thoughts in the chat box below Equality.

00:18:01.000 --> 00:18:17.000
Yeah, that's a good answer, I like actively giving voice and representation.

00:18:17.000 --> 00:18:28.000
That's a really nice one being aware of your own biases is very good, and I think that's
something we're also going to touch a little bit on during our discussions today.

00:18:28.000 --> 00:18:49.000
Great representation awareness. I love to see that everyone is kind of taking the time to
respond to this inclusivity, respect, self awareness, and other center thinking.

00:18:49.000 --> 00:19:12.000
Yeah, all right. So having kind of gotten the ball rolling on these issue I'd like to introduce some
of our 4 wonderful speakers today who will be talking a little bit further on this issue, So let me
just go and introduce

00:19:12.000 --> 00:19:17.000
our first speaker we first have been to earnest.

00:19:17.000 --> 00:19:21.000
Vinta has recently transitioned to the department of gender Affairs of St.

00:19:21.000 --> 00:19:28.000
Lucia, where she is currently employed as a gender relations officer, and is responsible for
developing and executing gender equality.

00:19:28.000 --> 00:19:34.000
This role she specifically responsible for gender mainstreaming within the public service.



00:19:34.000 --> 00:19:42.000
Next we have Gruna Santos. Bruno is an innovation director at the National School of Public
Administration in Brazil.

00:19:42.000 --> 00:19:54.000
She holds a master's in public administration from Columbia University in the United States, and
a Bachelor's degree in international relations from the Federal University of Rio Grande Desalt.

00:19:54.000 --> 00:19:58.000
She was director of communitas and program officer at Columbia.

00:19:58.000 --> 00:20:03.000
Global centers in Brazil That's great for our third speaker.

00:20:03.000 --> 00:20:17.000
We have Cecil Gribbella. She is a gender equality adviser at the Council of Europe, where she
is also responsible for promoting gender mainstreaming, and all policy areas of the organization
cecile has devoted her professional

00:20:17.000 --> 00:20:22.000
career to the promotion of Gender equality and women's rights at the European and
International level.

00:20:22.000 --> 00:20:30.000
For the last 25 years, including for many years as secretary-general of a feminist European
Feminist organization.

00:20:30.000 --> 00:20:44.000
Finally, we have Masoni Mario, who brings over 25 years of international and development
experience to and a passion for women's rights and social justice to a role as senior advisor
diversity, inclusion and shared

00:20:44.000 --> 00:20:52.000
leadership as senior advisor with only supports the development, implementation, and
monitoring of Un women's diversity and inclusion programs.

00:20:52.000 --> 00:21:04.000
Her role includes a focus on race and discrimination issues related to amongst others, sexual
orientation, nationality, ethnicity, language, religion, and disability.

00:21:04.000 --> 00:21:17.000
So to start off today's event We are going to Let each speaker provide a quick opening remark
on the question, What does breaking the bias look like, or mean to you, so to start us off?



00:21:17.000 --> 00:21:23.000
I would like to introduce i'd like to bring up Binta to give a few remarks on this question.

00:21:23.000 --> 00:21:30.000
Venta you good. Yes, I am and to look breaking the bias means

00:21:30.000 --> 00:21:43.000
I think initially or not initially. but I think what is essential first of all is to even to define what
biases, because, having that that being put to national women's day. I what I've got to a lot of
people

00:21:43.000 --> 00:21:50.000
is that the inability to understand what biases? So I think this inability to even understand bias.

00:21:50.000 --> 00:22:00.000
There lies a problem, and if you are unable to even maybe understand and conceptualize what
bias means, therefore there might be some difficulty in good.

00:22:00.000 --> 00:22:05.000
First of all recognizing that we all have biases we're all been cultured. No one comes as a blank
slate.

00:22:05.000 --> 00:22:09.000
We're all cultured in different Societies different Some contexts, different behaviors, etc.

00:22:09.000 --> 00:22:25.000
One. So I think for me, breaking the bias first means to understand what biases, and when we
have that understanding, then we have a recognition that we all have bias, and not all the time.
not in every circumstance bias can

00:22:25.000 --> 00:22:38.000
necessarily mean something negative. but there are negative consequences of biases and in
order to break bias, I think what is necessary is the shifting of mindsets, because it is not easy
and this current rule that i'm in

00:22:38.000 --> 00:22:46.000
I've realized that there are such people are my anchor in their, in their beliefs, on certain things
so breaking bias.

00:22:46.000 --> 00:22:54.000
I believe it means that it is work, it is challenge, and it is actually trying to shift mindsets.

00:22:54.000 --> 00:22:59.000



So this is how I actually view breaking the bias from my own personal standpoint.

00:22:59.000 --> 00:23:05.000
That's Yeah, I think that's a very valuable point I think.

00:23:05.000 --> 00:23:09.000
That's Yes, exactly what we need to do in order to break bias today.

00:23:09.000 --> 00:23:18.000
Bruno, would you like to answer the question I do thank you so much, Estray, and thank you
everyone.

00:23:18.000 --> 00:23:21.000
I mean it's it's an honor to be here I'm.

00:23:21.000 --> 00:23:35.000
A big fan of a political and i'm a big fan of all the N. network in the work you've been doing, and
this is for me an honor to be here surrounded with such an inspiring cohort Well, I I think it's

00:23:35.000 --> 00:23:50.000
important to say that, Well, as my colleague was saying, of course it is important for us to define
bias, but it has a lot to do also to understand certain structures that are in place.

00:23:50.000 --> 00:24:07.000
So I have to say that from where i stand i'm from Brazil, which is a very unequal in patriarchal
country, which carries a history of inequality of class privilege and was the last last country in the
western world to

00:24:07.000 --> 00:24:22.000
abolish enslavement human beings so I think this that when I I I came to work with the being
public policy, and i'm not a gender specialist, i'm not a gender policy specialist.

00:24:22.000 --> 00:24:33.000
So i'm not a lecture about it but I always think that it is important for us to share a mongo
ourselves.

00:24:33.000 --> 00:24:52.000
Our leadership and self development learnings because it helps eat one another to not only
realize what our devices that are in place, but where the logics and structures that are in place,
how can we can navigate this world but also how can

00:24:52.000 --> 00:25:15.000
we leverage all the the power, the influence, the negotiation skills, sometimes the persuasion
skills that we have to transform this scenario and to transform government in these logics that



surround us in an environment that is more aligned to the 20 first century challenge that you will
live

00:25:15.000 --> 00:25:31.000
in, because I strongly believe. One of the things that we we see is that many of the institutions
where we operate they are operating in eighteenth century logic. in in it has biases that are also
dialoguing with

00:25:31.000 --> 00:25:37.000
the the eighteenth centuries, Logics and that are not necessarily addressing the 20 first century
challenge that we have.

00:25:37.000 --> 00:25:41.000
So this is one of the things. The other, I think, is

00:25:41.000 --> 00:26:02.000
I think, and especially today, international women's day is a day for us to not only keep fighting,
but also to sellate through actions, and to remember to remind us how important it is to Mentor
and to take step forward in

00:26:02.000 --> 00:26:07.000
the mour accountable in a more portal, purposeful way of leading our teams.

00:26:07.000 --> 00:26:31.000
So I think that breaking your own bias is always important to create space for people, to expose
themselves also in their ideas, but also to expose yourself to different ideas and and thoughts,
so that you can also challenge your own your own beliefs

00:26:31.000 --> 00:26:42.000
your own biases right So I think it's important for me to to emphasize that because I think it all it
all.

00:26:42.000 --> 00:27:05.000
It is important for women when we are in leadership positions, to reflect, to understand, to think.
also on how many women are we actually listening to encouraging, encouraging, taking time to
mentor them taking time to simply listen to people, take you, time to design

00:27:05.000 --> 00:27:18.000
a leadership style that is not not necessarily not necessarily aligned to the patriarchal structures,
but that it's our own style of leading teams.

00:27:18.000 --> 00:27:30.000
Being a woman. I think that it's it's moved by other women in that foster this proactive in
relationships and leadership.



00:27:30.000 --> 00:27:41.000
I think it's one of the one on the ways that we can challenge those biases that are systemic and
that are in the structures of our society.

00:27:41.000 --> 00:27:49.000
So I would say that we do have to look at the the purpose of our teams and organizations.

00:27:49.000 --> 00:27:53.000
We have to look at the potential of our teams and organization.

00:27:53.000 --> 00:28:01.000
We have to look at what is the impacts that we are doing, and also what is the capacity that we
are developing in in those teams.

00:28:01.000 --> 00:28:05.000
But not only as in an organizational level, but also at an individual level.

00:28:05.000 --> 00:28:20.000
2, and it comes to like determining whether or not gender and equality even, is a transversal
theme that you were addressing throughout the purpose of your organization.

00:28:20.000 --> 00:28:33.000
So I think it all. It is important to look at those different dimensions in an organization, and
seeing how breaking bias is addressed throughout this.

00:28:33.000 --> 00:28:48.000
That would be my my first thoughts and this I think that was a very comprehensive answer that
you just provided I really liked your point about using today to kind of look back on the progress
that we've had so far I think that's a

00:28:48.000 --> 00:28:54.000
very valuable use of international women's day so going off of what Cecilia has just said.

00:28:54.000 --> 00:28:57.000
I know she Bruno, has just said Cecily.

00:28:57.000 --> 00:29:00.000
Would you like to come forward and provide some comments on the question?

00:29:00.000 --> 00:29:08.000
Good morning. Hello, everybody! and from Strava in France, and thank you very much for the
invitation.



00:29:08.000 --> 00:29:26.000
So for me to compliment when my colleagues have said I'm, talking from a policy-making
perspective, and because part of my work is really to try to encourage my my colleagues here in
the Council of Europe to do

00:29:26.000 --> 00:29:42.000
more gender mainstreaming and in this experience I think my my The first bias that takes about
gender equality is that we are there, and actually what I'm trying to say on the time.

00:29:42.000 --> 00:29:48.000
Is. No, we are not, and we continue to. We need to continue work to work in in this area, and I.

00:29:48.000 --> 00:29:57.000
I always try to give some examples and some figures about the existing gender inequality.

00:29:57.000 --> 00:30:08.000
So here i'm talking about Europe because i'm looking for Europe. But when we look at
decision-making, for example, we have 70% men, members of national parliaments.

00:30:08.000 --> 00:30:19.000
We have still a gentleman as high as 29% in Europe, and we also have a high level of violence
against women.

00:30:19.000 --> 00:30:23.000
Well. In fact, women in Europe has experienced physical sexual violence.

00:30:23.000 --> 00:30:29.000
So this is the starting point. When I talk to my colleagues.

00:30:29.000 --> 00:30:48.000
I also like to show the next picture which I think is interesting, because, if you move on the
Powerpoint, because it really shows that not all people have to start the same starting point in
life and when talking about public policies, if you

00:30:48.000 --> 00:30:53.000
treat this different people differently. Then probably you won't have the same policy outcome.

00:30:53.000 --> 00:30:59.000
So one of the biases is also that public policies are unusual, which actually is not.

00:30:59.000 --> 00:31:18.000
The is not true the moment you start, but you start talking about people, Then you need to take
into account this diversity, and when you start doing gender mainstreaming, you automatically
will also talk about other diversities and start to



00:31:18.000 --> 00:31:29.000
integrate the different needs of different people. Better and as colleagues said, We all have
biases because that's how we are socialized.

00:31:29.000 --> 00:31:37.000
But what is also important when you look at gender norms and and gender roles is that we still
have this hierarchy.

00:31:37.000 --> 00:31:55.000
We still live in a patriarchal structures, as a Bruno also said, and that these norms, on this
biases into more negatively, on on women, in terms of access to opportunities and to to all types
of rights and we need

00:31:55.000 --> 00:31:59.000
to deconstruct and to look at our own biases.

00:31:59.000 --> 00:32:19.000
And, for example, I was in the training, and somebody was showing the the next picture which I
find interesting, because for me it's really put into passion my own stereotypes about what is
main or female work, because it really depends on

00:32:19.000 --> 00:32:29.000
the country. It depends on the culture so just to say that gender is something that changes, even
though it carries still this hierarchy.

00:32:29.000 --> 00:32:43.000
And maybe the the last point about biases, and in particular gender is that we all have opinions
about gender, especially when we talk about sensitive issues.

00:32:43.000 --> 00:32:54.000
But it's important to keep in mind as well that this is not only a question of opinion, it's a question
where we have international conventions.

00:32:54.000 --> 00:33:08.000
We have our national legislation and We often at the level of organizations, have our own codes
of conducts or rules, and I think it's important to keep this in mind if we want to advance.

00:33:08.000 --> 00:33:21.000
So we want to progress on this issue, to look at those commitments in order to to have
guidance, and to be able to break those those biases.

00:33:21.000 --> 00:33:26.000
So that that would be my my first points to start with.



00:33:26.000 --> 00:33:33.000
Thank you. Thank you so much, Cecil. That was a really lovely presentation.

00:33:33.000 --> 00:33:39.000
I think it highlights the need for intersectionality when we're looking at gender-related issues and
gender policies.

00:33:39.000 --> 00:33:45.000
I think kind of on that note. I think Miss Umi would like to give some comments as well.

00:33:45.000 --> 00:33:50.000
Yeah, thank you, Astrid. and thank you for having me.

00:33:50.000 --> 00:34:11.000
I am honored to be on such a great panel and I love that I am going last on this because my
colleagues have echoed a lot of what I to think about when i'm thinking about bias and you know
I

00:34:11.000 --> 00:34:20.000
like the It sounds nice, the you know the tagline breaking the bias.

00:34:20.000 --> 00:34:34.000
I like it, because it's immediately wants you to engage with the idea of breaking with something
which suggests that that it might be something that's negative.

00:34:34.000 --> 00:34:46.000
But bias is not always negative, so I all I can do is summarize what my colleagues have said
one.

00:34:46.000 --> 00:35:08.000
I. I do think that you can break the bias, break a bias, but each each time that you do this it
requires a lot of deep personal work, which is what I think. my colleague Rona was talking about
that

00:35:08.000 --> 00:35:25.000
it. It required and and Binta. It requires a lot of deep personal work, and Cecil has also just
outlined that it also requires attention to specific organizational strategies in terms of How do
you mitigate

00:35:25.000 --> 00:35:50.000
bias. I would also add to that that as public professionals and public servants, I think that we
also need to pay attention to societal norms and the impact that those norms have on either
doubling down on bias or creating



00:35:50.000 --> 00:36:02.000
or or creating bias. We've all Seen the terrible thing that is happening in in Europe with
Ukrainian refugees.

00:36:02.000 --> 00:36:20.000
Fleeing to neighboring countries and we also, know that very recently there were another set of
refugees fleeing to the same countries, but they got very different reception, and that's what I
mean by social norms,

00:36:20.000 --> 00:36:32.000
and them doubling down on some institutional and organizational and to Cecil's point in terms of
legislation.

00:36:32.000 --> 00:36:51.000
Other biases that are that are already there. So when we learn to recognize bias as part of
building our own awareness, and then we agree whether it is as an organization or as a group
of friends on what we recognize as a bias that might

00:36:51.000 --> 00:37:05.000
negatively affect our culture or go against our values, and ultimately negatively affect
organizational goals or national goals.

00:37:05.000 --> 00:37:15.000
That is the first part of the idea of unpacking and breaking the bias, and then we can manage
and mitigate.

00:37:15.000 --> 00:37:26.000
And this is where the sales point is really important in terms of codifying the process of
mitigation, which means that we agree as a team.

00:37:26.000 --> 00:37:34.000
These are the values that we have collectively. These are the things that we would like to see in
terms of diversity.

00:37:34.000 --> 00:37:40.000
Who is a member of our team, and how we are, and how we deal with with with bias.

00:37:40.000 --> 00:38:07.000
And then finally across the board. None of this happens without leadership and individuals,
whether it's within a government within an organization doing some deep work, sometimes
some very painful work, to understand where those biases come from how to manage and in
some cases



00:38:07.000 --> 00:38:16.000
get over them, and most importantly, how to mitigate so that they don't have have a negative in
fact, in fact.

00:38:16.000 --> 00:38:20.000
So in breaking the bias. Sorry, no shortcuts.

00:38:20.000 --> 00:38:38.000
You have to do the work. thank you m sony I think that's You're very right There definitely are no
shortcuts in this very complex and ever never-ending issue really kind of in all of your
presentations.

00:38:38.000 --> 00:38:47.000
It seemed a bit like we've acknowledged that biasignment exists and is really difficult to to work
with.

00:38:47.000 --> 00:39:03.000
Based on this. I think i'd like to open up the question of why, maybe you all think bias is so
common in decision making, and what maybe it is that entrenches bias on an individual and
organizational level bruno do you want

00:39:03.000 --> 00:39:11.000
to start us off with answering this question absolutely. Yes, I do, and I love

00:39:11.000 --> 00:39:18.000
I love the points that were raised after my I mentioned Miltoni.

00:39:18.000 --> 00:39:28.000
I really I really liked it resonates with what I I think about that bias not necessarily is bad thing,
right?

00:39:28.000 --> 00:39:44.000
Because I mean mean hereuristics, which is the the idea that those straightforward rules of
thumb that comes to our mind that we develop big develop base on our past experience.

00:39:44.000 --> 00:39:52.000
There are somehow cognitive tools. They are necessary they're stuff that help us go through the
day.

00:39:52.000 --> 00:40:01.000
2 mean life would be exhausting. if we had to deliberate every minute about Everyone's choice,
right?

00:40:01.000 --> 00:40:07.000



So we all need some sort of shortcuts on judgments about the world around the Us.

00:40:07.000 --> 00:40:19.000
So it plays an important role on now our development. on our capacity to to survive like to have
this reasoning about the broader world that is based on those heuristics.

00:40:19.000 --> 00:40:38.000
Let's take things of for example violence. heuristic may lead us to the idea that we are living in a
more violent world today, because we do have more access to information there's plenty of
information out there I can

00:40:38.000 --> 00:40:45.000
see war going on in the life show on my instagram today.

00:40:45.000 --> 00:40:53.000
It's crazy. It reinforces that we are naturally assume, based on things that are really easily
available.

00:40:53.000 --> 00:41:03.000
That that's. reality but in fact, the world's not it's more peaceful today than it was ever before in
terms of raw numbers.

00:41:03.000 --> 00:41:10.000
Let's say, like we have fewer people dying every day in the hands of other human beings than
ever before.

00:41:10.000 --> 00:41:18.000
But at the same time we are scared We are suffering much more because we are more
interconnected.

00:41:18.000 --> 00:41:24.000
So it does not, and I think that it's important to be aware of the fact that it does not matter

00:41:24.000 --> 00:41:32.000
How educated you are, or anyone can be food fooled by shortcuts.

00:41:32.000 --> 00:41:47.000
Maybe, and I think that's a firm maybe because as I said before, and i'm really comfortable in a
position of being someone humble and being honest, that a saying that i'm not a specialist on
understanding ward are the the hypothesis being

00:41:47.000 --> 00:41:52.000
tested around rationality, and no rationality? Or is there biases or not?



00:41:52.000 --> 00:42:05.000
But I do believe there is a some some sort of social pressure, because you know you don't want
to fail because you didn't follow a rule of thumb which is like a well known heuristic that anyone
you know get right?

00:42:05.000 --> 00:42:15.000
So it would be humiliating that if you fail because you didn't predict so a certain thing that is
really obvious.

00:42:15.000 --> 00:42:20.000
But at the same time it wouldn't be daddy humiliating.

00:42:20.000 --> 00:42:24.000
If you didn't predict a subtle phenomenon that nobody else predicted either.

00:42:24.000 --> 00:42:31.000
So I think that, heuristics are there, and it leads to those negative biases.

00:42:31.000 --> 00:42:53.000
And if we want to be more rational you know decisions I think we have to use a risk, it's more
and more sporadically, and be willing to question ourselves ourselves religiously, it's more like
i'm very I always try to go through like from the

00:42:53.000 --> 00:43:09.000
systemic to the how it plays in your agenda in your daily basis, because I think it's where we
make we change things not only with norms and narratives, but also with routines building
routines, to actually ask yourself and challenge

00:43:09.000 --> 00:43:15.000
certain heuristics. So whenever I start, for example, a lecture on innovation, I always last.

00:43:15.000 --> 00:43:21.000
Okay? I asked, What what is the choose 2: the common sense about innovation that you see
out there.

00:43:21.000 --> 00:43:35.000
But then you don't believe in that you challenge so I think that we have. We have to put that in
more in practice in our daily basis, starting a conversation, challenging sometimes certain a
riskist.

00:43:35.000 --> 00:43:53.000
And but also at the same time, I think that it's It's important for us, as women as leaders in the
positions that we are to sort of realize how important it is to be intentional on the things that we
are saying and



00:43:53.000 --> 00:44:02.000
on the things, and on the images that we are creating on people's mind the actions that we are
taking, and how we're sponsoring or not.

00:44:02.000 --> 00:44:15.000
200 people that are like acting accordingly to to reinforcing more diverse environments and
advocating for more a more.

00:44:15.000 --> 00:44:35.000
I look at looking at equality with the the with lands that take into consideration no other structure
of problems such as race and social or other social problems. and i'm not gonna generalize
here, because I do believe that different places in the

00:44:35.000 --> 00:44:40.000
world have different intersectionalities that are necessary to be taken into consideration.

00:44:40.000 --> 00:44:53.000
That's why i'm not gonna gonna quote based on the fact that I have here in Brazil, and also I
think it's very important for us to prioritize and optimize our time, and the tension in terms of
what are

00:44:53.000 --> 00:45:04.000
the what are the what are the data? What are the information that we want to share with people
to challenge their biases or to challenge their heuristics.

00:45:04.000 --> 00:45:20.000
And that's because I think that we have to be more we we have to be more proactive, but also
pragmatic in terms of helping people to challenge their biases and their heuristics, because

00:45:20.000 --> 00:45:39.000
there's there's not there's only very small attention span of people, especially leaders that they
have to they they give you their attention, and then you have to use that do do your best to to
capture it, and to actually move forward

00:45:39.000 --> 00:45:51.000
So I think that you have to be very pragmatic it. doesn't matter like just looking at people saying
they are wrong with just dropping them a number of data because they are not going to change
their heuristics it's

00:45:51.000 --> 00:46:00.000
there. So I think that we have to be very pragmatic and picking our our fights in, especially
looking at what are the compacture points that we want to press in the system.



00:46:00.000 --> 00:46:11.000
Yes, I completely agree with that. I think that's a very valuable point to kind of think about how
social that pressure kind of leads to negative biases.

00:46:11.000 --> 00:46:18.000
If that we need to use data to kind of think about how we can actively avoid bias.

00:46:18.000 --> 00:46:27.000
Speaking of kind of data, muthoni, it seems that you would like to answer a question on how we
can actually avoid bias when using data.

00:46:27.000 --> 00:46:57.000
Would you like to expand on this? Yes, So I I really like what Bruno has just pointed out around
heuristics because you develop bias based on on data that you gather as part of your everyday
life people ask

00:47:05.000 --> 00:47:12.000
you. Why do you not like I don't know in my case it's pumpkin?

00:47:12.000 --> 00:47:25.000
I have no idea why, but I know that at some point either the taste the smell something informed
that bias, and it's it's really deep.

00:47:25.000 --> 00:47:44.000
Now i'm being a bit facetious but I I just want to say that the data is really important in terms of
how it how it informs the choices, the choices that that we're making and you know

00:47:44.000 --> 00:47:58.000
bruno's point about how you then check for negative bias, and how you shift that is also via
data.

00:47:58.000 --> 00:48:22.000
And when we're taught, when we are talking about gender gender equality or diver or strategies
around improving or mitigating on issues of diverse gain inclusion, where we're often looking at
data sets that can

00:48:22.000 --> 00:48:29.000
be influenced by a couple of things one is where you collect the data from.

00:48:29.000 --> 00:48:37.000
So it's really important that you're using a wide variety of sources.

00:48:37.000 --> 00:48:41.000
When you're collecting data If you're hiring for a position?



00:48:41.000 --> 00:48:47.000
Where are you advertising? in order to get a diver set of Cv.

00:48:47.000 --> 00:48:57.000
Or Cvs. So to avoid data Bias it's important to to use a different sources.

00:48:57.000 --> 00:49:12.000
I think this was the idea of the the idea behind checking for inherit in for prejudice.

00:49:12.000 --> 00:49:30.000
That might be there against particular subjects or populations so that's why you need to collect
the data from different sources, and then make sure that not only are you collecting from
different sources, you also want to make sure that the data

00:49:30.000 --> 00:49:56.000
itself is diverse, So that means if that means that if you want to represent a population you might
want to get speakers that that are from that represent a wide range of characteristics, such as
locations, dialects gender race you know all of

00:49:56.000 --> 00:50:15.000
that in order to show that this population looks this way, this is why, if why we are so against
manners, so these are panels that are made up completely of one sex, and we have one. today.

00:50:15.000 --> 00:50:28.000
We have a woman now. is so to get diverse opinions. it's a good idea to all make sure that your
data comes from different sources.

00:50:28.000 --> 00:50:37.000
And then the last thing around data is so you've checked that it's diverse.

00:50:37.000 --> 00:50:42.000
Your you've checked that you're collecting it from different places.

00:50:42.000 --> 00:50:50.000
You want to make sure that the you can test them data in the real world.

00:50:50.000 --> 00:50:57.000
When you, when you take that issue, and you put it in the real world, does it really does?

00:50:57.000 --> 00:51:03.000
Does it really reflect? the world in which you are working?

00:51:03.000 --> 00:51:12.000



So, for example, within 10, there was eventually this outcry that tech.

00:51:12.000 --> 00:51:28.000
A lot of tech was made up of. tech bruce so a lot of men create apps that might not always
consider what women need in terms of accessibility, etc.

00:51:28.000 --> 00:51:38.000
And and that's what I mean by checking to see if whatever solution you've come with, how it
actually plays out in the real world.

00:51:38.000 --> 00:51:52.000
That's one monitoring real-world performance of of how your data is performing is is a good idea
is a good way of checking against bias when you're using against data.

00:51:52.000 --> 00:52:00.000
Bias. Thank you, messenger, for that. Answer briefly.

00:52:00.000 --> 00:52:04.000
When you were talking, you mentioned using data within the recruitment process.

00:52:04.000 --> 00:52:20.000
I was just wondering if you could potentially provide some context for that, or if you have any
real life examples of what you've done that, and whether or not it was successful, sure and i'll be
really quick so recruiting for

00:52:20.000 --> 00:52:41.000
Imagine everybody on this call for professional, whether you're in the private or public sector is a
big part of how we begin to build our institutions, and you know, in addition to getting diverse,
data I mentioned that so building a diverse

00:52:41.000 --> 00:52:51.000
short list. Some of the things that you might want to do are things like standard, as in
standardizing the interview process.

00:52:51.000 --> 00:53:01.000
Why? Because interview interviewers and interview panels bring their biases into the interview
process.

00:53:01.000 --> 00:53:21.000
Not necessarily in a negative way. but you do want to make sure that your providing and an
equitable process for for the for the people that you want to hire The other thing that is really
important is making records of the interviews.

00:53:21.000 --> 00:53:32.000



So for us, the process includes does include a formal recording of the interview process.

00:53:32.000 --> 00:53:39.000
At least the outcome of the interview process, and then we use a scorecard.

00:53:39.000 --> 00:53:44.000
Now it might seem very contrived, or a lot of work.

00:53:44.000 --> 00:53:59.000
But in time it does make sure that people need to be objective in how they are scopeing
candidates, because not only do they need to then write it down.

00:53:59.000 --> 00:54:05.000
It is then something that is made transparent. It makes the process more transparent.

00:54:05.000 --> 00:54:29.000
Involve multiple people in the interview process and and then Finally, the and this is something
that we've that I've worked with, especially with global organizations is you need to acknowledge
bias in virtual interviews.

00:54:29.000 --> 00:54:32.000
The virtual or telephone interviews, not all cultures trying.

00:54:32.000 --> 00:54:41.000
Well when it comes to to either telephone interviews or video interviews.

00:54:41.000 --> 00:54:48.000
And with this idea that we are really more reality, that we are more global.

00:54:48.000 --> 00:55:00.000
Not Everybody is comfortable in this medium They might be because you can't really feel
people's energy not your it's one dimensional.

00:55:00.000 --> 00:55:10.000
It's unidimensional you're not getting the full advantage of People's personality over over the
over a screen.

00:55:10.000 --> 00:55:25.000
So. Yeah, So those are a couple of things that ever short list standardized, recorded. make it
transparent, and in this day and age acknowledge the bias of virtual interviews.

00:55:25.000 --> 00:55:31.000
It's going to go along way in terms of making sure that your recruitment process is more
equitable.



00:55:31.000 --> 00:55:39.000
It's it's fair and it's also transparent. Thank you for that. really wonderful answer.

00:55:39.000 --> 00:55:53.000
I think that point about video calls not necessarily being the most equitable way to go about
interviews is a very valuable point, and will probably be very useful for many of the public
servants in this call. today.

00:55:53.000 --> 00:55:59.000
So we've talked a little bit about tackling gender bias within the workplace, using data within
recruitment.

00:55:59.000 --> 00:56:05.000
But I want to open up the question. a little bit and address other actions that can maybe use
address gender bias.

00:56:05.000 --> 00:56:14.000
So benta i'm going to direct this question at you and ask, what are some simple actions that can
be taken to help address gender bias.

00:56:14.000 --> 00:56:23.000
Okay, using, I guess where I currently stand and what i'm currently doing.

00:56:23.000 --> 00:56:31.000
I buy 5 years with the right, and then I put transition into more of a niche area of his jello, which
is so very new to me.

00:56:31.000 --> 00:56:35.000
To move tax and gender bias. What I have noticed is that

00:56:35.000 --> 00:56:41.000
In fact, we have persons who have either because bias is seen as some level of favoritism one
over the other.

00:56:41.000 --> 00:56:50.000
And in this context the amenable women. And we did mention intersectionality of a lot of
panelists have mentioned intersectionalities as well.

00:56:50.000 --> 00:56:56.000
To see webinar may be able. What do persons are facing over on persons, or disabled, etc.

00:56:56.000 --> 00:56:59.000
But what I have noticed in in terms of tackling bias.



00:56:59.000 --> 00:57:08.000
What needs to be done is to persons may have perceived have perceived favoriteism or thing
that is perceived.

00:57:08.000 --> 00:57:21.000
Favoritism that happens a lot in my conversations that i've realized as a recent persons may
think that one particular group is being figured about other, and I had a conversation recently
where a person mentioned that Oh, but women have been given

00:57:21.000 --> 00:57:25.000
scholarships, 2. so and this imperson's mind that women are just being.

00:57:25.000 --> 00:57:28.000
There is a bias against meals, incident organizations.

00:57:28.000 --> 00:57:33.000
So with with perceived favorites perceived favoritism of perceived bias.

00:57:33.000 --> 00:57:45.000
What i've noticed that there is also a lot of resentment, and with a lot of resentment, you tend to
find that people are stuck in their ways. and it's very difficult to get over there's also what I

00:57:45.000 --> 00:57:55.000
believe, is a lot of implicit and unconscious bias happening where it is not purposely being done,
but because we are so conditioned.

00:57:55.000 --> 00:57:59.000
And we put Pet with a system as already been existence for eons.

00:57:59.000 --> 00:58:13.000
We just continue along that same path. So I think, in tackling bias, and from my own perspective
I have found it necessary to look at unconscious and unconscious and implicit bias as well as
persons who have believe that there is

00:58:13.000 --> 00:58:29.000
perceived bias against another group. So this would be tackling bias from 2 different
perspective, a perspective where someone is actually very ingredient in their position. and there
is resentment. and as well as persons who just believe that we

00:58:29.000 --> 00:58:37.000
just do not see there's a gender neutral kind of policy being implemented, and I love mphoni's
point of view.



00:58:37.000 --> 00:58:43.000
Talking about detail data is so important because I believe that a lot of biases come from a lot of
personal point of views.

00:58:43.000 --> 00:58:53.000
A lot of anecdotal evidence. What is definitely necessary to counter bias, I have realized, is to
show data, because persons always see.

00:58:53.000 --> 00:59:01.000
But this happens within my institution this has happened to me 2 this doesn't it's not replicable
for the entire population.

00:59:01.000 --> 00:59:20.000
But when we do have a hard code data, I think data as soon as necessary, and we I, for where
we have a difficulty we have a do of data, and I believe that it is so necessary to gather data do
studies that conduct research, and

00:59:20.000 --> 00:59:24.000
provide the hard evidence, and I think from hard evidence, then you need.

00:59:24.000 --> 00:59:39.000
You. you are able to influence persons because the person sometimes within the organization,
you need influence in other heads 150 who just do not get the concept of bias whether it is be
gender, whether it be again persons who are

00:59:39.000 --> 00:59:47.000
disabled. They do not get the concept of what bias is, and I think that by having raw detail, I
think data is so important.

00:59:47.000 --> 01:00:06.000
Then, from data, I think you can go ahead to formulate your your gender plans and implement
any sort of policy that is responsive to the negative impact of bias within your organization.

01:00:06.000 --> 01:00:20.000
Thank you very much. No, thank you, vincent no I love that point about having to tackle gender
inequity from kind of 2 different points of view, like both, considering whether or not it's implicit
by us or whether it's

01:00:20.000 --> 01:00:34.000
perceived by us. Cecil. I was just wondering if you had anything to add to this, If you had any
insights on what kinds of actions you could take to address gender and equity, Yeah, I think
training training is

01:00:34.000 --> 01:00:41.000



crucial for all types of organizations, not only because of the learning that you do in training.

01:00:41.000 --> 01:00:54.000
But it's all the pieces where you can trigger discussions, and this discussion that can also be
sometimes a little bit painful, because it's an situation time.

01:00:54.000 --> 01:01:04.000
10 people sometimes get more aware of some of their behavior in training, and actually it
exchange and question their own beliefs.

01:01:04.000 --> 01:01:11.000
And as somebody I don't remember anybody would think it's also kind of paper.

01:01:11.000 --> 01:01:23.000
You can also solidify chairman in in the training, and make sure that everybody in the
organization is aware of the values and and act upon them.

01:01:23.000 --> 01:01:31.000
And then probably you something that I find quite important is also to review how you do
communication. Who?

01:01:31.000 --> 01:01:41.000
How do you talk to people? How do you address women? How do you address men who do you
trade in your own pages?

01:01:41.000 --> 01:01:48.000
Only fets. Do you show amendment differently? Do you try to reconstruct gender stereotypes in
this? Do you?

01:01:48.000 --> 01:01:58.000
Are a bandwidth. So I think whatever you try to do if you're looking on it for the world on a policy.

01:01:58.000 --> 01:02:07.000
But then, if the communication around is this policy of all this project remains very

01:02:07.000 --> 01:02:13.000
You know, sent to a very traditional model. Then you want to achieve your good.

01:02:13.000 --> 01:02:24.000
You. You talk about the way you talk about the people, the way you have sucked in your
buildings, etc. because this is also the image of the organization.

01:02:24.000 --> 01:02:41.000



This is, People also think that we start, and these also have the construction of the the
stereotype that we have about women, about people with disability, about Ola. All types of of
stereotype.

01:02:41.000 --> 01:02:54.000
That we may have thank you for that I would like to turn our next question to one that's actually
from the audience.

01:02:54.000 --> 01:03:01.000
So we've had an audience member. ask us how does bias impact women in transformational
leadership.

01:03:01.000 --> 01:03:06.000
I was wondering if any of you would be interested in answering this question.

01:03:06.000 --> 01:03:18.000
Maybe, Bruno, do you want to take a comment on this? Yeah, I would.

01:03:18.000 --> 01:03:30.000
So how you think bias impact women interest formational leadership that's a very strong and
interesting question.

01:03:30.000 --> 01:03:43.000
I think that Well, first of all I think that the adversities always lead us to more curiosity.

01:03:43.000 --> 01:03:51.000
I'd say that whenever you are experiencing a sense of oddity, strangeness.

01:03:51.000 --> 01:04:11.000
You! you observe these more. you pay more attention to a number of different things, and I think
it leads us to understand that. we do have, whenever you are in a leadership position, and you
face such rigid structures?

01:04:11.000 --> 01:04:24.000
That you have to move you. You are definitely triggered to break those structures and to build
different cultures, and it leads you to be a more transformational leader.

01:04:24.000 --> 01:04:41.000
I would say, and I think that it one of the reasons for that is because, of course, we have to tap
into all the the all the strategies, the tactics that we know to change culture, because we always
listen from people.

01:04:41.000 --> 01:04:51.000



To. Oh, never mind you, you. The things you are doing are very hard because you but you have
to change his culture. And then you ask yourself, Okay, But what is culture?

01:04:51.000 --> 01:04:56.000
How can I meet with culture and have a serious conversation with her?

01:04:56.000 --> 01:05:15.000
And then change her. So I think that it's it gives us a more more the necessity to be more
precise and more proactive on how we are steering the strategy, the transformation that we
want to see in the

01:05:15.000 --> 01:05:21.000
world. and it also makes you tapping to bothers people's emotions.

01:05:21.000 --> 01:05:24.000
Because that's how in the end of the day you're gonna change culture.

01:05:24.000 --> 01:05:27.000
I always say is that yeah, it is possible to change culture.

01:05:27.000 --> 01:05:43.000
It takes time, but it is possible. The thing is, you have to be very pragmatic on how, where you
put your levers in terms of changing norms, changing narratives, and changing routines, so that
people over time assimilate different culture

01:05:43.000 --> 01:05:53.000
that we always always emerge from a number of complex elements will never be like something
linear in one.

01:05:53.000 --> 01:05:58.000
You're just gonna gonna pay copy and paste from somewhere to the other.

01:05:58.000 --> 01:06:07.000
So that's one thing that is important for us to understand as well as international, I mean human
beings that are interacting internationally.

01:06:07.000 --> 01:06:14.000
It's really hard to to copy and paste methodologies without taking into consideration.

01:06:14.000 --> 01:06:30.000
They are the things, the complexities. locally. I think that is this is important because a lot of the
women in the developing world, and I I speak for myself, being Latin, American Brazilian, and all
that we do see a Lot of initiatives that



01:06:30.000 --> 01:06:39.000
are being like they're happening in Canada or in Sweden, or in any other oeCD countries that
are not necessarily

01:06:39.000 --> 01:06:48.000
They're not necessarily applied in Our reality and we also have to transform that into our reality.

01:06:48.000 --> 01:07:06.000
So yeah, I think that it also comes to the idea that the zodiac, the strangeness that you
experience just for being someone who, for a number of reasons and structural reasons
different being where you are gives you lances that makes

01:07:06.000 --> 01:07:11.000
you challenge the status quo, and that triggers you a bit.

01:07:11.000 --> 01:07:21.000
Capabilities, competences that make makes you a more transformative, least leader, willing to
transform people into transform organizations.

01:07:21.000 --> 01:07:27.000
Thank you, Berna. Unfortunately, it looks like we're going to end off on that note.

01:07:27.000 --> 01:07:31.000
I think it's a very good way to end off our session today.

01:07:31.000 --> 01:07:36.000
So before we go, I would just love to hear one word takeaways from all of the speakers.

01:07:36.000 --> 01:07:39.000
What do you think You're going to take away from today?

01:07:39.000 --> 01:07:50.000
How about you? Now we start with you thing as you just spoke, and I'm taking 20 today.

01:07:50.000 --> 01:08:00.000
Yes. Oh, oh, i'm so glad that we can in this we take it for today's that.

01:08:00.000 --> 01:08:09.000
Okay, I'm: So happy that we can cast our nets globally today, and address those issues with
peers.

01:08:09.000 --> 01:08:14.000
I think we are always stronger together. so it's great to have the chance.



01:08:14.000 --> 01:08:26.000
All right, Vinta. How about you? Okay, First of thank you for having me and having me be part of
this most esteemed panel and get in ideas.

01:08:26.000 --> 01:08:33.000
And just inspiration from these wonderful women on the panel again.

01:08:33.000 --> 01:08:37.000
For me. I just took a word from Bruno, and I have it.

01:08:37.000 --> 01:08:52.000
I have it circled on. my people is actually contextualized in the situation, and I think it's so very
important to contextualize, because and fighting by us. I think it's a it's an iterative process.

01:08:52.000 --> 01:08:59.000
Sometimes you have to take a step back to steps back to actually to go forward. it's not it's not
really linear I think, as she mentioned.

01:08:59.000 --> 01:09:05.000
So it's a lot of going forward going back. so I believe in every situation in order to tackle bias.

01:09:05.000 --> 01:09:13.000
You have to contextualize the situation. So for me is contextualizing, and you and strategize
better when you contextualize.

01:09:13.000 --> 01:09:18.000
That's how I see it? Thank you perfect that's great so seal?

01:09:18.000 --> 01:09:25.000
How about you? Well, thank you very much, and I have the feeling.

01:09:25.000 --> 01:09:30.000
We're just starting this conversation, including with all the comments that are in the in the chat.

01:09:30.000 --> 01:09:51.000
So for me, I think what is really obvious is that we need to work on on the levels with the
different tool, and that tools and and and that comes from the own biases.

01:09:51.000 --> 01:10:09.000
And then at the organization level with trying to it's such as cool.

01:10:09.000 --> 01:10:23.000
Who's or whatever to improve the situation and then the global level where we can pose, have
that kind of conversation to improve.



01:10:23.000 --> 01:10:36.000
Well, I think I believe to see that you're on mute oh, but thank you so much.

01:10:36.000 --> 01:10:47.000
Sorry I think we're gonna have to yeah they're bring all this, and before.

01:10:47.000 --> 01:10:56.000
Okay, thank you, miss. Only one. can. you just give us a very quick takeaway before we have?

01:10:56.000 --> 01:11:05.000
Yeah remarks, Thank you, estrid and i'm honored to be with all these amazing women.

01:11:05.000 --> 01:11:15.000
My word is a transformation, because it suggests something that requires energy might need
resistance, but is very important.

01:11:15.000 --> 01:11:25.000
So I think in breaking the bias we have to be engaged in a process of transformation that
requires work.

01:11:25.000 --> 01:11:30.000
Brilliant. Okay, thank you to everyone for joining us today.

01:11:30.000 --> 01:11:37.000
A massive thing to our speakers for leading such a brilliant discussion, for hearing so many
valuable insights with us.

01:11:37.000 --> 01:11:44.000
Just before we finish and do our one word takeaway we'd love to get a sense of how you felt
about the workshop.

01:11:44.000 --> 01:11:47.000
I'm going to pull up a quick survey we won't share the results.

01:11:47.000 --> 01:11:51.000
But this is just for us to see and help improve our workshops.

01:11:51.000 --> 01:11:56.000
So on a scale of one to 10 right your agreement with this statement.

01:11:56.000 --> 01:11:59.000
This workshop was a valuable use of my time.



01:11:59.000 --> 01:12:10.000
Okay, So some results are coming in and while we're acting wrapping it up.

01:12:10.000 --> 01:12:15.000
Feel free to kind of put your one word take away in the chat of today's workshop.

01:12:15.000 --> 01:12:23.000
So, as we're also wrapping up just a quick couple of things, I wanted to mention.

01:12:23.000 --> 01:12:27.000
There's always lots of opportunities to learn with a political.

01:12:27.000 --> 01:12:35.000
So. So we have a new upcoming gender equity, learning, exchange. coming up, that is, being
supported by the Robert Wood.

01:12:35.000 --> 01:12:39.000
Johnson Foundation. So this is a new fellowship on gender equity.

01:12:39.000 --> 01:12:44.000
The link will go into the chat shortly, and this is a free 9 week.

01:12:44.000 --> 01:12:54.000
Professional development fellowship for us, based public servants looking to apply a gender
lens to their work and to learn from global approaches to advancing gender equity.

01:12:54.000 --> 01:12:58.000
And in the future, if you would like, you can also attend more courses from us as well.

01:12:58.000 --> 01:13:06.000
We have a 7 days of inspiration for international women's day, which is a free email brute cap
open to all public servants and policymakers.

01:13:06.000 --> 01:13:15.000
So if any of you guys are interested in that, you can also find that coming into the chop shortly
again, huge. Thank you to all the speakers today.

01:13:15.000 --> 01:13:21.000
I want to be mindful of everyone's time. but I hope you all have a wonderful international
women's day.

01:13:21.000 --> 01:13:26.000
I hope you all take these learnings forward and have a lovely week ahead.



01:13:26.000 --> 01:13:38.000
Thank you. Thank you. bye, bye, and thank you. bye.


