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PROhumana -is a nonprofit, non-partisan, independent, self-sustainable 
Chilean organization, created in 1997, which defines its identity as a DO 
TANK, acting from a reflecting critical position. In June 2016 PROhumana 
convoked to a dialog and learning process around Gender Equity and 
Labor Market.

PROhumana convened Presidents, Directors and General Managers of 
companies in Chile and organized Roundtables called “Diversity for growth, 
building the foundations of a business case for gender equity”, they were 
invited to form part of a group for analysis to determine the unconscious 
biases that have stopped the participation of women in Boards and high 
management in Chile, and the possible solutions and/or actions to move 
towards a better representation of women.

To hold this space, PROhumana established an alliance with + Women –an 
initiative of 30% Club Chile and of the CAP Group–, a network that groups 
Presidents and CEOs who lead a volunteer effort for a better representation 
of women in all levels.

Taking into account that today’s participation of women in Chile is one of 
the lowest in the world, these Round Tables were proposed as a strategic 
objective to establish some transformative actions that promote progress 
in this regard, through the generation of dialogue within a framework of 
trust and honesty.

“Transforming our world”. This is the phrase that accompanies and gives 
meaning to the Objectives of Sustainable Development (OSD).

introduction

From the PROhumana standpoint, we understand that the transforming 
process is a task that requires people, individuals who wish to build a 
renewed character and ethos. And to do so it is necessary to carry out 
symbolic acts, to be mindful at the choices we make daily and aware of how 
these contribute to generate the transformation. We also discussed about 
the development of skills and knowledge related to Sustainable Talent, 
including respect for diversity which is one of the key elements necessary 
to achieve the transformation.

According to the OSD “To achieve gender equality and empower all women 
and girls” (Objective N ° 5) must be one of the pillars on which we base 
this transformation. The call is to “Ensure full and effective participation 
of women and equal opportunities of leadership at all levels of decision-
making in the political, economic and public life”.

At country level, working for the achievement of this objective is 
synonymous with advancing towards integral, sustainable and inclusive 
development, because the low participation of women in the labor market 
has been identified by the OECD as one of the relevant aspects that limit 
our development as a country.
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thanks

The “Round Tables: diversity for growth, building the foundations of a 
business case for gender equity” constituted an instance of conversation 
unparalleled in Chile, in which for the first time 42 Presidents, Directors 
and General Managers gathered around a table to hold a conversation 
oriented to achieve greater participation of women in Top Management 
and Boards.

This process of dialogue was possible thanks to the support of a group of 
companies and institutions that saw in these Round Tables an opportunity 

ALLIES

SPONSORS

to contribute to the development of the country and to create a society 
that is more committed to diversity, inclusion and equity.

They are part of the success of this initiative and we would like to express 
our appreciation for joining us and believing in the need to provide 
content and consistency to the understanding of equitable participation 
of women in Chile.
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said in the 
roundtables 2016 

Let’s be honest in these biases, 
maternity is definitely a hidden bias 
that we have

It must be said that the woman as 
housewife, as head of household, was 
talented, brilliant. Then why cannot she 
be equally successful in her labor life? 
The issue is making men aware

An inclusive society must be able to 
include relatively equal development 
of men and women. I would then try 
to conceptualize the word “inclusion” 
and give it a broader scope compared 
to the present discussion in Chile

Some years ago it was 
impossible for a woman to 
be in the financial world. 
And whenever I went to 
a meeting they asked me 
if I was accompanying 
somebody

I tend to positively discriminate 
women, especially in these three 
subjects: I always imagine that 
women are more responsible, 
have more commitment and are 
easier at work

Reflection is as follows: we in our 
organizations already have diversity, 
from the understanding that each 
person is different and makes a different 
contribution. Then, I think that is one of 
our main reflections and bias that we 
have to overcome

“

“

“

“ “

“”
”

”

”
” ”
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“Social responsibility is a strong word, 

which means making choices to 

overcome the asymmetrical 
situation determining the 

egalitarian condition of 

human beings in their social lives.”

Social Responsibility: Building Ethical Senses for Development. Santiago, PROhumana, 2002



7

#MesasEquidad

Intellectual property of PROhumana Foundation. Reproduction forbidden in whole or in part without prior authorization

II. 
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participants 
of roundtables

*The positions correspond to the date of the roundtables (June 2016)

CRISTIÁN CARVAJAL

ENRIQUE CIBIÉ

ÁLVARO CLARKE 

EDUARDO ABUAUAD

ANDREAS GEBHARDT

ELKE SCHWARZ

DANIEL SIERRA

ERIKA RODRÍGUEZ

DAVID NOÉ

FERNANDO EIFFLER

DIEGO LIZANA

FERNANDO LARRAÍN

ICR Chile

Essbio

Chilectra

Banco Santander

Falabella Retail

Endesa

Codelco

Cencosud

Transelec

Unilever

Agencia Chilena de 
Eficiencia Energética

Asociación de AFP

Presidente

Gerente General

Gerente General

Gerente Comunicaciones  
Corporativas y Sostenibilidad

Gerente de Recursos 
Humanos

Director

Vicepresidente de 
Recursos Humanos

Gerente Corporativo 
Sustentabilidad

Vicepresidente de 
Asuntos Corporativos y 

Sustentabilidad

Director de 
Recursos Humanos

Director Ejecutivo

Gerente General
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GUILLERMO GACITÚA

JOSÉ MIGUEL DEL SOLAR

GABRIEL FIGUEROA

IGNACIO LARRAECHEA

GONZALO ROJAS

JANET AWAD

GUILLERMO PICKERING

JUAN MANUEL SANTA CRUZ

GUILLERMO PONCE

KOLDO ECHEVARRÍA

IGNACIO CRUZ

LUZ ZASSO

Transportes Bolivar

Acción

Bethia

Sodexo Chile

Consejo Nacional 
de Seguridad

Cristalchile

Aguas Andinas

Lipigas

VTR

BID Sasipa 

Gerente de 
Sustentabilidad

Gerente General

Director Ejecutivo

Gerente General

Presidente

Gerente Personas 
y Sustentabilidad

Presidente

Presidente

Gerente General

Representante en Chile

Empresas Conscientes 
Director 

Gerente General

participants 
of roundtables

*The positions correspond to the date of the roundtables (June 2016)
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MATÍAS VERDUGO

RAMIRO MENDOZA

MA. ANTONIETA ESTAY

PEDRO ORTHUSTEGUY

MARÍA ELENA SANZ

PERLA URIBE

PABLO DEVOTO

RENATO FERNÁNDEZ

PAOLA ALVANO

RICARDO BENNETT

PATRICIO HERRERA

RICHARD VON APPEN

Zofri 

Asociación de 
Fiscales

Grupo CAP

Zofri 

Empresas SB

Empresas CMPC

Nestlé Chile

Cencosud 

Bci 

Paris

Econssa 

Ultramar

Directora

Abogado 
Ex Presidente

Gerente Corporativo de 
Sustentabilidad y Personas

Directora

Gerente General

Director

Presidente Ejecutivo

Gerente de Asuntos 
Corporativos

Gerente de 
Comunicaciones y RSE

Gerente General

Gerente General

Presidente

participants 
of roundtables

*The positions correspond to the date of the roundtables (June 2016)
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RODRIGO SILVAROBERTO MATUS RODRIGO CASTILLO SERGIO GUZMÁN SIRIA JELDES SOLEDAD OVANDO

Amcham Empresas Eléctricas Coopeuch Tomate Consultores 
Gob. Corporativos

Coopeuch BancoEstado
Gerente General Director Ejecutivo Gerente General

Director de empresas 
y socio

Presidenta Gerente Pequeñas 
Empresas

participants 
of roundtables

*The positions correspond to the date of the roundtables (June 2016)
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Companies have a responsibility 
of facilitating work both for 
women and for men

“

”
“ There are no themes of women or 

skills of women; neither emotional nor 
rational, no. It depends on the experience 
and if the experience is consistent we are 
going to have consistent performance ”

“ We have quite an aggressive 
succession program, we are 
allocating quotas: a percentage 
in the year has to be women, 
although there is resistance in 
the Organization ”

Is not a question of ‘now all women‘, 
no. It is about balance: where are 
men needed and where are women 
needed. And not only balance 
between men and women, but 
balance in every aspect. Disability, 
sexual diversity, I believe that all 
enrich a company

“

”
The younger guys, who also are 
parents for the first time, say 
proudly “I have to go home to 
take care of my children

“

”

I have never thought that it is a 
problem of capacity, it is only a 
problem of the role in life, and there 
is a moment in life when professional 
interests and responsibilities in the 
family start to collide

“

”

said in the 
roundtables 2016 
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methodological 
background

#MesasEquidad
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This report contains the analysis of the reflections reached by a group of 
Presidents, Directors and General Managers around the unconscious biases 
that are related to the low Equity of Gender regarding Women participation 
in Boards and Top Management in Chile.

methodological 
background

The objective of this instance was to generate a process of reflective 
and transformative dialogue to determine the unconscious biases that 
lead to absence of Gender Equity, and possible solutions to it; taking as 
a basis the reflections of those who lead large national and international 
companies in Chile.

The methodology used was a group discussion of about 12 people led by a 
moderator, on the basis of Roundtable for reflection. The information was 
analyzed with the technique of discourse and content analysis. Total time 
of each roundtable was 90 minutes.

general objective 

methodology 

A group of leaders of companies was invited to participate. The selection of 
the participants was done based on the companies that integrate the IPSA 
and of other companies both national and international present in Chile, 
which position sustainability as the axis theme in the management of their 
business strategy.

participants of the round tables 

The database was built by selecting leaders that make decisions regarding 
cultural change and define policies in the companies: the Presidents of 
Boards of Directors, Directors and General Managers of these institutions 
were invited. In cases in which any of these leaders showed interest 
to participate but could not come because of tight agenda, a person 
participating on his or her behalf was accepted. 

The basis of guests was 209 companies and 3 business associations, with a 
high interest in participating because of the relevance and strategic nature 
of the topic.

The participants were mostly men; as they are those who currently hold 
senior management positions in Chile.
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A discourse analysis was conducted for each question by identifying the 
main points of analysis in each answer.

What unconscious biases do you have in relation to the inclusion of 
women in senior management?

What are the obstacles that exist in relation to the inclusion of women 
in senior management?

What are the solutions proposed in relation to the inclusion of women 
in senior management?

What are the actions you know in relation to the inclusion of women 
in senior management?

›

›

›

›

The discussion was focused on four questions prepared by PROhumana 
at least two months in advance and on the theoretical and methodological 
context.

The questions that set the tone for research and reflection of each group 
were the following:

questions for research 

Groups for discussion is a technique to collect qualitative data, which 
has been used in different fields of sociological research, and whose 
potentials in the field of the generation of learning has been widely used 
and valued.

The discussion group, which allows giving an account of various 
discourses and trends, can be formed in two ways:

1. In which the homogeneity of the group is ensured, i.e., that its 
members possess similar socio-demographic features. 

2. In which integrates representatives or actors who belong to different 
areas related to the subject that is intended to address. 

In the case of “Round Tables: diversity for growth, building the foundations 
of a business case for gender equity” the second methodology was used, 
since the purpose was to identify the main features in the discourse of 
a group of specific actors, in this case, Presidents, Directors and General 
Managers of companies in Chile.

For this study, four roundtables pooled a total of 42 people, between the 
15th and 20th of June 2016. 

groups for discussion

methodological 
background
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We have a lot of women’s 
leadership in the second 
line of the company, a lot, 
but not in the first line

“

”

“ What happens is, that when they 
progress up the career ladder they 
begin to have significant family and 
social problems because the mother 
role is irreplaceable, we can’t have 
children, we are different and we 
fulfil different roles in the education 
of our children

”
“ When I got the invitation to take part in these 

Roundtables, it caught my attention that 80% 
were men. Because the truth is that sitting 
among women to discuss the constraints we 
have doesn’t make much sense; we know them 
enough because we have experienced them. 
The matter is to raise awareness among men

”

We are sexist, we persevere 
in our very basic behaviors. In 
what sense? in which 50% of the 
population are women, but the work 
force is profoundly masculinized

“

”

We will have to recognize certain 
rights to women so they can fulfil 
their role as a mother, if that is 
what they want. Because what is 
very unfair is that they want to be 
mothers, want to have children, and 
it is incompatible with work

“

”

There are no women topics or women 
skills. It depends on the experience. 
And if the experience is consistent, 
we are going to have a consistent 
performance. Therefore, there is no 
reason to discriminate neither in 
favor nor against

“

”

said in the 
roundtables 2016 
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axes of the 
reflection 

Machismo

Maternity

Flexibility

Leadership

Education

Talent

Parenting

Familiy

Co-responsibility

Opportunities 

Social Structure

Capabilities

Availability

Diversity

Inclusion
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IV. 
brief theoretical 
framework

#MesasEquidad
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The background to carry out this 
initiative was the low participation 
of women at working level as 
well as in business and political 
leadership in Chile.

The following data corroborate 
what is mentioned above.

› 50% of the main companies traded in the Stock Exchange (IGPA) have among their 
board members a woman. That means 8% of board members are women2.

› Among the IPSA companies, only 33% have women as board members, all 
general managers are men and an 11% has women first line managers3.

› Out of the total board members of the SEP companies, 28% are female directors. 
Broken down: 54% Women Directors, 33% women Vice-presidents and 13% 
women presidents. The self-imposed goal of the present government is to reach 
a 40% at the end of Michelle Bachelet mandate4.

› Chile is located in position N°131 of a total of 134 countries in the Salary Equality 
Ranking for men and women that do similar jobs5.

› Income gap by gender reached 31,6% in 2015 being lower in women6.

› The average monthly income of women is 19,31% less than men. Figure that 
reaches 30% in higher responsibility positions7.

› Net margin in companies with 30% of women in leadership positions is up to 6 
points higher8.

› To increase the rate of women participation in 1.25% to the year 2020 would 
produce an additional 3% increase in GDP9.

› Chile is ranked N° 70 out of 144 according to The Global Gender Gap Report 201610. 

table 1: chile data

brief theoretical 
framework
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› No company of the 100 largest in Latin America exceeds 30% women members. 
Colombia leads with a 13, 4%11.

› Presence of women in management positions is concentrated in positions related 
to assistance activities within the enterprise such as Human Resources, Legal 
Departments or External Relations12.

› In Latin America the difference in salary between men and women is of a 19%13. 

› Companies that have women in manager’s positions pay them up to a 53% less14.

› More than half of the companies in Latin America do not have women in 
director positions and in those that do; women earn up to 53% less than men 
in the same position15.

› In The Global Gender Gap Report 2016  the first countries for Latin America and 
the Caribbean segment are Nicaragua (10) Bolivia (23), Cuba (27), Costa Rica 
(32), Argentina (33), Colombia (39), Ecuador (40)16.

table 2: latam dataWhile in Chile, the representation of 
women in the labor market is very 
low, globally the situation is not 
much better. Thus is confirmed by 
the following table.

brief theoretical 
framework
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› Out of the 21.980 companies trading in the global Stock Exchanges (91 countries), 
60% does not have women adviser, el 50% does not have women in executive 
positions and less than 5% has women representatives as CEO17.

› The financial sector, health, public sector and telecommunications represent among 
16% and 18% in executive position versus technology, energy, raw materials and 
industrial services that vary between 10% y 12%18.

› In Fortune Global 200 list , the average rate of women board members is 17.3%19.

› Countries that have adopted a quota strategy have a 24,3% of women in leadership 
positions, while the average is 17,3%20.

› Out of the companies with better financial results, 20% have greater presence of 
women in leadership positions21.

› Companies with higher percentages of women in leaderships have a 53% of 
profitability of the capital and 42% in sales22.

› In OECD member countries, women earn 16% less than men performing the same 
activities23.

› Between 2013 and 2015, the N° of women in Boards of Directors in Europe rose 
5%, USA and Canada a 3% and Latin America 2%24.

› Iceland (1), Finland (2), Norway (3), Sweden (4), Rwanda (5), Ireland (6), Philippines 
(7), Slovenia (8), New Zealand (9) according to The Global Gender Gap Report 201625.

table 3: global data

brief theoretical 
framework
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Facing this evidence, the study didn’t intend to confirm what was already 
known. The research process proposed by PROhumana aimed to know 
how other countries or big international companies were dealing with low 
women participation rates. The research process also had the purpose of 
going beyond formulae that are known and already applied, as could be the 
quotas established for women representation to increase their participation.

In this sense, the research showed us that the impact of the unconscious 
biases of each person frequently is not considered in its real dimension. 
On the other hand, it has been proven that these biases influence the 
professional career of people in disadvantage vis-à-vis those who make 
the decisions to enable the professional development of people.

The major problem with the above is that people don’t see their unconscious 
biases and unintentionally can become someone who stops the career of 
somebody else.

Therefore, it was decided to determine: 

Which were their unconscious biases in relation to women and their 
development and performance at work, with a group of leaders –Directors 
and Senior Executives– of companies in Chile

Understanding by unconscious biases:

“Those unconscious biases are prejudices we don’t know we have” They 
are mental shortcuts based on social norms and stereotypes ”.” It could be 
by race, social class, gender, College to which attended, stature, accent, 
preset models at work, marital status, religion, etc.

In addition, it has been determined that this universal tendency of people 
to unconscious bias exists because the bias is rooted in the brain. The 
scientists have confirmed that the bias is located in the same region of 
the brain (the amygdala) associated with fear and threats. On the other 
hand, it has also been established that specific biases are located in other 
areas of the brain, for example the frontal cortex is linked to the formation 
of impressions with regard to others, such as empathy and reasoning. Is 
in this sense that neuroscience opens a window to be able to understand 
more deeply and scientifically the reason of our acts with respect to others.

Literature on this theme has also shown that when those who have 
the power of decision work to reveal their unconscious biases in an 
environment of trust, they manage to become aware of them and generate 
actions accordingly; being able to make large changes in the organizational 
culture, performance opportunities and professional career of the people 
that have been stereotyped unconsciously and unintentionally.

brief theoretical 
framework
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Therefore, confirming the number of disadvantages women must face 
in their professional career, it seemed relevant to search solutions to 
the reality of inequity of woman in Chile, through the determination of 
unconscious biases and the proposal for solutions to overcome them.

We are convinced that this initiative is a small contribution to women’s 
equity in Chile, being at the same time a contribution given the originality 
in the focus of the research, since there are no studies approaching the 
theme from this perspective in our country.

The interest of PROhumana is to advance, going deeper into the 
unconscious biases in the business sector and developing actions to make 
progress in generating companies that make a transformation towards a 
more inclusive culture strengthening the development of women in Chile.

brief theoretical 
framework
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V. 
biases 
identified

#MesasEquidad
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Talking about the participation of women in high management positions, 
the participants of Roundtables agree and emphasize that a bias to 
be considered is that the world of business has been defined from the 
masculine paradigm and the leadership style converging with this model 
responds to patterns and features that are distinctive of men. They 
recognize that the model doesn’t favor people, and was built without 
consideration for the needs of women, men and/or families.

The existence of companies with successful business models, defined from 
masculinity, establishes a form of leadership that is considered as ‘the only 
one‘ valid, emphasizing the unconscious bias and hindering change. 

This type of leadership derives from the conformation of profiles 
required for high management positions and correspond to a person that 
is “available all the time (24/7)” Although that means leaving aside his/
her own space for family, personal interests or other. 

“One understands, if one calls a man late at night for a work issue, it 
is acceptable; especially when he is making over a certain amount of 
money.” That is to say over a certain salary, you sell more than your time 
to the company. “And in some way it is true”.

Women’s leadership style, on the other hand, works from another nature. 
According to the participants of the round table, women are less rational, 
more sensitive and multifocal, which makes emotionality be present in 
different situations, what scares men, because it takes them away from 
the expected point of view (rational and masculine). Since men handle 
control and leadership differently, they prefer to deal on their terms and 
with peers, and not with the diverse, in this case, with the woman.

“Senior management is very hard, it is very heavy, it is very complex and 
the bias could be that women may not have as much strength as men to 
adapt to this permanent complexity”.

“In Chilean society we feel attacked by what is diverse, we prefer what is 
known to create bonds, and what happens is that for men, women are diverse”. 

“I acknowledge I don’t see them, whether good or bad”.

It is also recognized that men are afraid of strong and leading women; 
therefore they do not give them room to grow in professional terms. 
They also consider that women become less flexible and act  defensively  
when they reach high positions, as a product of the social pressure to 
which they are exposed..

1. the paradigm of 
masculine leadership

NEGATIVE BIAS

construction of a bias
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Another aspect highlighted by some of the participants in the Roundtables, 
is about the differences in salaries between men and women. Often the 
woman is offered a lower salary even being in the same position as a 
man, which discourage them to move towards a higher position, because 
the conditions are not the same.

“I think that it is unacceptable, it is a shame that two people in the same 
position receive different salaries, that cannot be and again I invite all the 
participants to check the payroll in your organization and see.”

The participants of the Roundtables discussed possible solutions with a 
questioning tone towards this model of leadership. 

On the one hand they ask if this paradigm is the right one to be productive as 
a country “because when you look at Chile, Chile is poorly productive and not 
very creative. Nor very innovative”, they add. Suggesting that if the status 
quo maintains in this ‘way of being’ a leader, the only option left to integrate 
women in senior management positions would be to “masculinize them” 
and make them “compatible” with this style of leadership.

possible solutions

“Experiences I’ve seen show that some women, who are incorporated into 
the management field, tend to play the game under the rules of the men 
and to apply the criteria of success or development linked to a masculine 
concept of the position”. 

But the need –and the reality– to introduce others modes of leadership 
to contrast the 24/7 mode, especially by younger women, was also 
addressed. Within these lines of thought arises the idea of modifying the 
current masculine leadership and change it to a renewed trend called 
“new masculinity”. 

“There is a new masculinity developing, it is already happening, the 
younger generations bring it naturally and for the older it is a tremendous 
release, a different way of being men”. 

On the other side, it is said that the working structures in general are facing 
the challenge to leave the “masculine” way of doing business behind, 
since the paradigm has changed and does not respond anymore to the 
parameters applied years ago. It is necessary to change the industrial 
working model, since today there are different types of people, both men 
and women, that define work in agreement with XXI century.

“If we don’t change the paradigm that the “commitment to the company” is 
made by the more hours you work or the more dedication you devote to the 
company and not value the balance between personal life and work, I believe 
this will continue being a bias”.

NEGATIVE BIAS

1. the paradigm of 
masculine leadership
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There is also agreement that we cannot wait 15 years more to make the 
change happen. Although it is assumed that younger generations will 
be the promoters of the change which will lead the transformation, the 
need to start now and giving the right signals is clear, generating actions 
that lead to permanent structural change. The creation of spaces for 
dialogue to define which should be the new models for production and 
leadership, integrating skills that are inherent in women and recognized 
as key to the current needs of labor world: for example, “multi-focality” 
and “long-term view”, very specific characteristics in women.

It is proposed that a possible solution could be to address the biases 
straightly, through group dynamics with company managers, with the 
goal of identifying which these unconscious blocks are and orient the 
actions in that direction.

NEGATIVE BIAS
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2. short 
distance runners 

construction of the bias 

Addressing career development in women, the participants in the 
Roundtables considered that: “it is not of long breath projection”, using 
the analogy that women are “short distance runners” to describe the bias. 

The gap of talent that exists for women to reach higher responsibility 
positions requires more professional maturity, more training and 
experience. And in the specific case of Boards, there are no formally 
declared occasions for women to enter and share roles in the Board, and 
in other cases there is doubt about their capabilities. 

In this same line, men express fear that the inclusion of woman will take 
away the power they have held historically.

 “As I see it –and I speak for myself– is that we don’t want to leave the 
space of power. Because leaving the Board means leaving a space of 
power, either I go out to keep a woman or I have to change the number of 
Directors to give space to more people.” 

 “When one says at the Executive Committee meeting that by 2020 we are 
going to have at least 40% women, the question in that group of men is: Who 
of us is not going to be sitting at this table? And so the requirements for 

the selection of these women become more or less like a recruitment of an 
astronaut, and we put a series of requirements that are not valid for men”.

This is not only wrong talent management –they say– women’s careers are 
not planned (in case the search is within the company), but there is also 
clear discrimination towards them which can come from the company’s 
management as well as from head hunters involved in the selection 
process. One of the problems is that they recieve very few CVs of women 
and it is very difficult to include them in the selection process. 

“The day that we get to do the things well will be when no woman feels 
discriminated, reaching a high position saying: “I did it, but I it was a heroic 
action.” We must put an end to the heroism. The woman who wants to get 
it will do it in her own right”. 

There is a widespread belief that women have a different vocation, a more 
inclusive one. The idea that women’s goals are different from men’s makes 
us assume that she won’t climb, that she won’t have a long-lasting career. 
This premise denotes, once again, the tendency to equalize professional 
ambitions of men and women, and match them in terms of their purpose 
of growth and development. 

“Women are ‘less ambitious’ than men in their positions in the sense 
that the woman works, works and works.” The man works, but looks for 

NEGATIVE BIAS
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opportunities. Women, do not. Then when the opportunity for a place in 
management or seat on the Board comes, of course, the man is already 
there; showing himself and his full potential”. 

Regarding the development of skills and technical capabilities, there is 
some consensus (theoretical) that the possibilities should be the same. 
However, the widespread trend (reality) shows that often women do not 
have the professional skills or the experience required for certain positions, 
with an emphasis on the fact that they are weak in the financial area which 
is a requirement for senior management.

“A large percentage of women does not have any opportunities to ascend 
because there are policies that prevent it or because, even having policies 
that make it possible, there are people who bypass them directly or 
indirectly so that they can not reach it. That is the reality”.

Some of the participants in the Roundtables say that there is also a 
tendency to self-discrimination by women, because they are very self-
demanding and self-impose high standards regarding their performance. 

“If we want a high position in the company, no one will come to offer it. We 
have to make a career for that. And that is countercultural for us, because in 
the company where I work more than 50% of the employees are women, but 
if you start to look at management positions, we are between 8% and 10%.”

possible solutions

In terms of solutions, it is proposed –as starting point– to work on the 
recruitment of women and the professional development that allows 
them to grow. The need for generating clear and long term career plans is 
identified, so men or women will not reach the position just because of the 
circumstances, but because they are better prepared and better qualified.

“We have other human resources, who are women and who are talented 
(...) More than thinking in specific actions we should think of a long-term 
development strategy –2030 or 2050– and how the long-term social 
development strategy takes responsibility  for a stock of available human 
capital and its incorporation to develop areas of the economy and the society”. 

It also addresses the need to review the selection processes and biases 
associated with these processes. It is considered important, also, to 
establish a mode of talent development that takes into account priorities 
both of men as of women.  

“How come we are not capable of generating recruitment policies that are 
slightly more focused in terms of working hours, in terms of presentation?  
How can we present the company to increase the interest to join us”.

2. short 
distance runners 
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In terms of employability, the proposal was to create a “barometer” to 
detect the market demands understanding that there are periodical cycles 
and being able to guide decisions about study –for example– for young 
women who are graduating from high school.  

“There are surveys in which we could add some questions to understand 
the demands in the companies, in order to incorporate women in those 
vacant activities/tasks.”

Regarding this idea, universities should promote among women careers 
that have been traditionally linked to senior management, thus forging 
a real offer of professionals willing and prepared to occupy senior 
management positions.

“Let’s find out how many women who study those careers and we are 
going to realize that the offer is unbalanced, from the beginning”.

Finally, given the importance of generating and communicating actions that 
help visualize women and/or select good practices for the incorporation of 
women; considerations were done on the following:

· Design strategies to generate more enabling environment for women 
inclusion in the Boards of Directors.

· Select and rescue valuable concepts that are unknown to men, since there 
is an extraordinary complement. 

· Apart from competences, to include women in the Board inspires other 
women who see it possible and would also seek the opportunity. 

· Educate men who are being trained in leadership, to value women and 
give them place in higher positions. 

“All big companies should “set a good example” incorporating women in 
senior management and demonstrating that it is possible, and thus show 
that we have evolved as a society”.

2. short 
distance runners 
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The system has established that the “cost of children” is allocated to 
women because all policies that have to do with the family are linked to 
them and therefore, the fact of being a woman becomes a kind of tax on 
their work. This is one of the main aspects through which bias related to 
motherhood is built and which is identified by the participants across the 
Roundtables.

“One of the major evolutions of humanity throughout the 20th century was 
the massive incorporation of women into the labor market. That marked a 
very important difference, because it meant that women had to adapt to this 
system built by men and for that reason there are so many barriers, like: 
arguing about the prenatal leave, arguing that the woman is more expensive 
in terms of cost to the companies and other similar things”. 

To allocate the cost of maternity and the cost of the family on women by 
saying they are more expensive because they are more than seven months 
out of work, and then when returning to work they “will always ask for” 
more permissions because of the children. This has been a constant that 
also feeds the bias and gives consistency to the collective ideology. 

“But beyond the postnatal leave we should share certain things and not be 
a potential risk in terms of money and in absenteeism for the company”.

“Maternity costs do not provide the women a symmetrical dignity with men”.

On the other hand, there is a widespread belief that women change 
their focus, and their personal and business goals when considering 
motherhood. According to the Roundtable participants, women see 
themselves as housewives and mothers. It is hard for them to become 
multi-role, it scares them, and therefore, many times they abandon their 
professional development in favor of a more dedicated and calm maternity. 

“Sometimes it is us women who do not want to move forward to higher 
positions, because that would limit us in other roles that we have”

‘’Regardless of whether the woman and the man work at the same time and 
have positions of the same level,  she is going to be the one taking care of the 
house and the family”.

Although also the opposite phenomenon is verified in the younger generation, 
that women are afraid of being mothers or putting off motherhood because 
that can undermine their careers. 

construction of the bias

3. the tax 
of maternity
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By the reactions of the participants of the Roundtable it is also possible to 
identify the bias that exists from the companies on this issue when hiring 
a woman/mother or potential mother. Managers and senior executives 
recognize, that when hiring a 30-year-old woman there is bias that they 
can become pregnant, “something that is probably unconscious”–they say– 
or perhaps it is recognized, but not explicitly stated.

As a product of this analysis the concept of co-responsibility appears, 
observing that it is not stipulated in the traditional business structures 
while the new generations consider it as a valid form of sharing children 
upbringing and education. There was a discussion on parenting as an 
unresolved issue at country as well as society level.

“Culturally the woman has the role of caring for the family, which is a 
tremendous error. Each time more there are fathers involved in taking 
care of the children, but that should be a social role. If a man is a Corporate 
Manager and has to travel through Latin America, he also has to worry 
about who he is going to leave the children with. “I mean, it cannot be that 
the woman behind him has to do it”.

 “Women are not given a fair enough stage when they choose to become 
mothers, because they are not provided all the facilities”. 

When proposing solutions in this matter, the ideas are oriented to cultural 
and structural aspects; talking about empowerment of women, cultural 
change and redefinition of values and concepts in the society in general 
(including the companies in this transformation). 

“However, directors and senior executives present at the Roundtables 
take care of the theme in the first person: “We” (the companies) must be 
more connected with what happens in society and promote the inclusion 
of everyone in the company; it attracts talent”, they reflect. And also the 
need to “eliminate the tax for being a woman” becomes clear. 

Empowerment should be oriented not only to the professional fields 
–and what is directly related to business policies– but also to the 
proliferation of support networks that are a good starting point to 
promote empowerment.

Regarding the companies themselves, they talk about restructuring 
policies (from human resources) considering true diversity, not as 
something that must be done because it is in the trend, but as an 
exponential value (a wealth) for the success of the organization; 
incorporating all people in the decisions, functions and organizational 
procedures, to create holistic teams and holistic companies.

possible solutions 

3. the tax 
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Finally there is an appeal to cultural change and the revision of values and 
concepts associated with “personal and professional realization” for men 
and women, incorporating terms as co-responsibility and redefinition of 
concepts such as the family. 

In concrete terms, the following actions were suggested:

· Consider if the cost of postnatal leave could be split 50/50 between 
father and mother, “forcing” this way so that men also take it.

· Divide or assign equally the costs of being parents, both at business as 
well as social level.

· Eliminate the obligation to companies to have a nursery, passing that cost 
($80 million) to the State to make this charge.

· Validate men as relevant actors and with rights in the care and development 
of children.

· Install in our society the concept of co-responsibility, but with concrete 
actions, such as public policies, not only at discourse level.

· Analyze and promote best practices that contribute to the theme 
“motherhood and senior management”, and make them become 
institutional and cultural changes.

· To create public support policies for flexible working, as well as a definition 
of “what is work” in the 21st century.

3. the tax 
of maternity
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During the development of the Roundtables, a series of anecdotal 
contributions were reported. They clearly define in a graphic manner the 
reality of machismo in Chile, and how its ‘presence’ is part of our daily 
lives, setting up a highly complex scenario for gender equity and the 
inclusion of women in the labor market.  

Education, an aspect that nourishes and gives shape to the sexist bias.

“I think that there is an underlying reason, which is possibly a bias that 
can be approached from a better sex education in our children, to see the 
woman as a partner and not necessarily as a receiver in the sexuality.”

 Images and disqualifying language used in some cases.

“Men are always more careful than we are in talking, they don’t like being 
said things directly in their face. Men say: “ah, no, mijita”... And I say: 
“Pardon? I am not your mijita (little girl)”. But women don’t say “mijo” or 
“my little boy”. No. We don’t call them that. There is an issue there”.

“Think of the following image: Winston Churchill used to sit in meetings 
with a glass of whisky and a cigar.” No one questioned it. Then, imagine, 
a woman in a position as important as that, only with the glass of whisky, 
People would say she is a boozer.’’

Machismo is considered ‘axis bias’ in most of the interventions made 
during the Roundtables. Its preponderance in cultural terms underlies, 
and generates some consensus understanding that this is the main social 
barrier which has prevented gender equality to flourish and manifest 
itself as a tendency to make change happen in Chile

“We are sexist; we persevere in our very basic behavior and that is it. In 
what sense? That 50% of the population is female, but the workforce is 
totally masculinized”. 

Beyond the stereotypes and experiences associated with this bias, the 
Roundtable participants allude to issues rooted in traditional education 
and family structures which have led to a division and a conceptualization 
of completely different models for men and women. 

“I’m going to give just one example: my dad, when we were kids, my father 
avoided conversation topics related to work with the women in the House.” 
For him, women were almost non-existent and he only talked to men if it 
was a job-related theme.” 

 “It has to do with leadership and decision-making. We have been teached 
in families where decisions were made by the father or the elders”.

4. machismo, 
the axis bias

construction of the bias 
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The possibility and the benefits of creating standards to establish certain 
obligations to address gender equity –like quotas, targets or goals– 
appears as an alternative to combat the sexist biases of Chilean society. 

This approach comes from a perspective of public policies, but complemented 
by an important work in education aimed to inclusion and diversity. 

 “This is not about passing the Law on Quotas and having women everywhere 
the day after. No. It’s about putting in place public policies and from there, 
generating actions so as to bring about the evolution”.

Society and the closer circle is characterized by judging when the man 
takes the children to school, gives them food, takes the prenatal leave, 
or is responsible for this type of tasks that are related to family and 
domestic life.

 “Sometimes it happens that I go to school to pick up my children and of 
course, 95% of parents are women, and they say” Oh, did you play hooky?”. 
And I say, ‘’Lucky for me” I’m wearing a tie, and I feel good”. But it is strange, 
it is a cultural issue”.

A belief (or myth) about women is that they are not able to work in certain 
areas. 

“When we decided to explore, to have women driving those 300-ton trucks, 
there was a strong argument and resistance. And today’s experience has 
shown that women drive the trucks well because they have better fine 
motor skills and as these are high-tech trucks, driving them is  easier than  
driving the car in the street, therefore such fineness is very important to 
keep the times needed in the process”.

The ‘Tobi’s Club‘ that historically generated and preserved a separatist 
inertia since school days, holds out till now in different instances: sport 
activities, work meetings, circles of businessmen, etc.

“When you think that 50% of executives come from 10 schools, of which 
four are Catholic and six are very close to the more conservative groups, 
where normally women do not enter the world of work when married to 
someone who studied at these schools. It may be there we have one of the 
major reasons why we’re not seeing many women at high level”.

possible solutions

4. machismo, 
the axis bias
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The contrary opinions to this idea advocate that although quotas have made 
significant changes in some countries, being mandatory lessens the strength 
of cultural change which is the true aim.

“For 20 years I have been working at the same company and I’ve seen the 
evolution of diversity. Unfortunately - because I am convinced that it is not 
ideal - the only way in which substantial progress was made was applying 
targets and the fulfillment of those targets was achieved when they set 
goals by year with respect to the inclusion of women.”

On the other hand it means that making it mandatory or forcing certain 
trends, is the condition required to achieve a cultural change. Because 
good will is not enough.

“Affirmative actions within the organization allow showing something. It 
is not easy, because when you implement them you generate noise, but 
you have to be brave and dare to show that we can have an important 
contribution to our organizations based on our differences. And even more 
from high management positions”. 

Speaking of quotas there are aspects such as: 

· Establishment of differentiated targets by the industry.

· Incentives within the Organization for greater presence of women. 

· Generate standards and rules that promote balance within the companies.

· Legislate in pursuit of the promotion of women, but without generating 
negative or positive biases.

The Act on Cooperatives –recently approved in Chile– was also mentioned 
as a model for progress in regulatory matters, because it proposes specific 
conditions to integrate women in Boards. 

To face cultural aspects there is a proposal to create common networking 
spaces, in which both men and women have possibilities to generate links 
and networks to support professional growth. 

In short, the bet is to move towards gender balance as the way to break the 
unconscious biases and social and structural barriers that hinder progress 
of gender equality.

4. machismo, 
the axis bias
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The incorporation of women in the world of work and specifically in senior 
management positions and/or Boards is a value and an enriching factor 
for management, generating relevant facilitating reflective processes to 
make progress towards gender equality in the labor market. Participants 
in the Roundtables recognize it, and in this case they provide a positive 
bias to the debate.

“I think that women have more forward looking capacity for the anticipation 
required in a Board of Directors. Women have a complementary role, however 
some elements are substitutes. I think that eventually we world will have 
Boards predominated by women.”

However this positive bias, the reality shown by participants in the 
Roundtables (supported by figures in many cases) is that the presence of 
women in the Boards is not representative. 

“We don’t discuss the issue of women in the Board; we are not dealing 
with their integration. It has not been an issue. As well as many things we 
have not discussed, for example, sustainability. And I think that is the key; 
to discuss it openly in board meetings and start working with it there.”

According to their own experiences, the boards are built with family 
members, contact networks and people with experience, which is the reason 
for low woman presence. They also say that this phenomenon responds to 
the fact that in Chile the Board is understood as a substitute for the general 
manager, requiring a similar level of experience. Then, women who do not 
have a career in senior management cannot be admitted to Boards. 

Addressing this bias from the standpoint of positive discrimination, the 
Directors and high Executives participating in the roundtables believe that 
it is necessary to have real conviction at corporate government and Board 
level to make progress in this issue.

“It is not just a matter of good intentions, nor saying we will have women 
because it is politically correct, but because actually it is good for our 
business.” 

The recognition that diversity –in terms of competences and skills– 
provided by the presence of women in senior management positions 
refers also to the productive dynamism that this generates. They 
recognize –and studies thus show it– that gender equity in the workplace 
contributes to GDP growth and that the alleged “cost” that women 
generate would be covered by this reality.

5. discrimination (positive) v/s 
competences (productive)
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“Every 100 thousand women entering the labor market, GDP increases 
in around 0.3 points.” It seems like a small number, but actual figures are 
approximately 2 billion additional dollars. Then, if we do not believe it from 
the point of view of human rights, we must understand that economically 
it has a tremendous value.”

The importance of generating a conviction about the relevance of being 
an inclusive organization, making political decisions, analyzing the biases 
and obstacles, to finally generate policies, tools and practices that give 
them a solution. 

If we look at the theme from the perspective of competences and their 
contribution in terms of team skills diversification, the reflections turn 
around the idea that the richness of diversity in company management, 
gives an added value to the company. 

The boom of women entrepreneurship is interpreted as a clear signal 
that the debate on gender equity is not about skills or talents, but 
opportunities and working structures, often related to the flexibility and 
diversity of formats. 

A solution at a framework level could be the creation of a public policy 
to foster partnership between Government, Business and Civil Society 
organizations. Gender equality is a cross-cutting theme and it requires 
the commitment of the whole society. There are ideas about integrated 
policies, where “effectively the conditions for men and women are the 
same”.

In terms of inclusion it is understood that companies have to change 
the DNA to include this vision as a strategic objective, associating it to 
actions and goals. It is not only making progress in terms of inclusion of 
women, but solving obstacles (and bias) that preclude their integration. 

possible solutions
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