@ FIXING THE SYSTEM NOT THE WOMEN TOOLKIT

Managing bias across the talent lifecycle

Research shows that bias exists in every corner of an organisation, including
hiring, performance, evaluations, meetings, sponsorship, promotion and pay.
Left unchecked, bias can also shape a company or industry culture and norms.

Naming the bias and developing mitigation strategies is critical to creating more inclusive, diverse, and
equitable organisations.

The map below, shows common types of bias and how they manifest across the talent lifecycle. While the
explicit focus of this interactive map is gender bias, biases are not gendered by nature. Unconscious racism,
ageism, ableism and sexism impacts all people within your organisation.

Click through the map below to see how common forms of bias materialise across the talent lifecycle. The
map may be used to spark a conversation about organisational bias and steps to disrupt and mitigate.

CLOSE | X
Women are 20% more likely than their male ¢ Systemise office “housework” tasks by
colleagues to volunteer for or be assigned ~ creating a spreadsheet or roster to ensure
‘office housework’ such as organising that the load falls equally on all staff.

social events, cleaning up after a meeting,
scheduling meetings, or taking notes.
Meanwhile, ‘glamour work’ that leads to
networking and promotion opportunities goes
disproportionately toward men.

Create mechanisms to track and reward lower
profile contributions, including recognising
staff mentoring in performance reviews.

Women and people of Asian descent are more If you are unsure if this is occurring in your
likely to have been raised believing that they ' meetings, start to track who is at the table and
should be communal, modest, and helpful. who is doing the talking. Apps such as All.ai
The so called ‘modest mandate’ can lead can also be used to track the proportion of the
individuals to hold back their thoughts or to meeting that your voice was heard.

speak in a tentative or deferential way.

Introduce office rules or principles around
Research shows that men are more likely ‘ meeting etiquette, including not interrupting
than women to dominate conversation, with or speaking over others.

women typically participating about 25% less

. Train managers and leaders to create space for
often than their male colleagues.

all staff to contribute to the conversation, for
example explicitly asking quieter staff members
to provide their thoughts and opinions.

When a female staff member is interrupted
or discredited, call out the bias that may be
at play. If it is not appropriate to call out bias
during the meeting, politely raise the pattern
of interruption you have noticed following
the meeting.
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