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Global Key Statistics
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Women spend 2.8 more hours
than men on unpaid care and
domestic work.

By 2050, women'’s share of
workplace management position
will only reach 30%.
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Only 61.4% of prime working age
women are in the labour force
versus 90.6% of prime working
age men, with most women’s
employment being in the informal
economy.
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Women in the labour force earn
20% less than their male
counterparts.

Closing gender employment
gaps could boost GDP per capita
by 20% across all regions.
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Programme

Opening Remarks | Jeongshim Lee, Director, UN Women Centre of Excellence for Gender Equality
Congratulatory Remarks | Michelle Winthrop, Ambassador of Ireland to the Republic of Korea

14:20 - 15:20 Session 1 High-level panel discussion

Creating inclusive workplaces: experiences and suggestions from business executives
Gwanheum Song, Managing Director, Body, Exterior and Chassis Engineering Function, GM Korea
Kumjoo Huh, G20 Empower Alliance Korea Private Sector Representative & External Affairs Officer,
Kyobo Life Insurance

Jeong Eun Shin, Vice President, LG Electronics

Yong Ha Oh, Vice President, LOTTE Corporation

Moderator | Ahjung Lee, External Relations Specialist, UN Women Centre of Excellence for Gender Equality

14:20 - 15:20 Session 2 Thought-provoking presentations

Women in work: key insights from across the OECD

Tara Shrestha Carney, Economist and PwC Women in Work Index Author (2019-2024)

Driving equitable outcomes through inclusive talent processes: the case of recruiting and
performance management

Fiona Lee, Staff People Data Scientist, Pinterest

Previewing future work through women's career

Jonghun Sun, Root Impact DEI Initiative Team Lead & Ph.D. in Industrial and Organizational Psychology

Moderator | Janelle Weissman, Head of External Relations, UN Women Asia and the Pacific

16:30~17:00 Musical Performance & Break Time
17:00~18:30 Session 3 Thematic Workshops

Workshop 1: Effective DEI policy development Workshop 2: Inclusive team building to attract
and implementation and retain talent

Okkeun Cho, Senior Manager, People Strategy Team, Gary Ford, Inclusive Leadership Consultant, UN Women
Lotte Group Centre of Excellence for Gender Equality (Co-founder of
Heidi Xu, APAC HR Solution Director & APAC Chair of Men for Inclusion & Former Managing Director of JP
APAC Women Inclusion Network, Dow Morgan Chase)

Maheran Ahmad, Senior Manager, Diversity, Equity and  Moderator | Janelle Weissman, Head of External
Inclusion, Deloitte Southeast Asia & Asia Pacific Relations, UN Women Asia and the Pacific

Jeongtae Kim, CEQ, Merry Year Social Company
Ahjung Lee, External Relations Specialist, UN Women
Centre of Excellence for Gender Equality

Moderator | Katja Freiwald, Women's Economic
Empowerment & Migration Lead, UN Women Asia and

the Pacific Workshop 1 Q&A Workshop 2 Q&A

18:30~ Dinner Reception & Networking

*simultaneous Korean-English interpretation will be provided.
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Michelle Winthrop, Ambassador of Ireland to the Republic of Korea

H.E. Michelle Winthrop is the Ambassador of Ireland to the Republic of Korea. Michelle was previously
International Development Policy Director at the Department of Foreign Affairs, covering food and nutrition,
global COVID-19 response, global education and gender. Her portfolio also included support to agribusiness

in Africa. Prior to that, she had led work on international climate change and development, and Small Island
Developing States. Before joining the Irish Government, Michelle had worked as Programmes Director for

UK NGO Farm Africa, as well as a number of years as rural livelihoods and environment adviser in the UK’s
Department for International Development. She has lived and worked in the UK, Ethiopia, Central America and
Indonesia.

0 IAE 750t OFUBHE CHARS O = 9| D0l A 2| Tl MY 250 2 XY=lsin Alz 3 2ot Ia
ABLNOCHS, I 18 HBES HLMSLICH YAE CiAS] Y2 Helols ojmaj7tel 59 HIxL|A
XlglE BAEIHALICH OFof= 2| 7|2 wig} 3 Al AT MZ(SIDS)0| 2ot PDE 0[BYUSLIC
ofEHe HH0| gel] M, YAS HALS B2 HIHEI|TNGO)0! HotmalzHFarm Africa)ofl A =22
CIZE|Z U OM, 3= XN 2 (DFID)OIA S 47| 9 842 202 Szt 303t Huio| YALICH

F=, OE| |0, S OtH[2|7}, Q1L LI A[O0]| M &5t ot Z0f ABLICY.



Speakers Bio
AL op2d

Gwanheum Song, Managing Director, Body, Exterior and Chassis Engineering function, GM
Korea

Gwanheum Song, currently Co-Chairman of the GM Korea Diversity Committee, serves as Director of Bodly,
Exterior and Chassis Design at GM Technical Center Korea. He brings over 30 years of experience and expertise in
the automotive industry to his role at GM Korea, where he is spearheading the company's growth. He began his
career as a chassis design engineer in the automotive industry, working as an expatriate in the UK and as a chassis
design engineer for GM USA. He has successfully led various global automotive programs in Korea, applying his
expertise in automotive design and development to a variety of global programs, including Powertrain Currency
Design, Head of Vehicle Advance Development and CAE, and Head of Chassis, PTl and Thermal Design. In his

role as co-chairman of the Diversity Committee, Gwanheum is dedicated to fostering an inclusive organizational
culture where individuals from diverse backgrounds within and outside the company respect and collaborate
with each other. He actively supports various internal cultural activities and provides leadership in listening to and
communicating with employees.
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Kumjoo Huh, G20 Empower Alliance Korea Private Sector Representative & External Affairs
Officer of Kyobo Life Insurance

Kumjoo Huh has been appointed as Korea Private Sector Representative for the G20 Empower Alliance by the
Ministry of Foreign Affairs and the Ministry of Gender Equality and Family which is established directly under the
G20 Leader and was selected “Woman Leader of the Year” by the Asia Insurance Industry Award.

Huh is International Relations Officer at Kyobo Life Insurance Co., Ltd where she has experience in the areas of
Corporate/Overseas Strategy, New Business for Digital Transformation (including creating digital ecosystem via
MR&A, strategic alliances and corporate venturing), B2B Business (Corporate Pension and Group Insurance), and
Communications (PR & GR). She is a certified Coach by the International Coach Federation and a certified Yoga
Instructor by the Yoga Alliance. She currently serves as Chair of WIR Mentoring Program for the Korean German
Chamber of Commerce, and was formerly Co-Chair for Women Leaders’ Committee for American Chamber of
Commerce in Korea, Director for Women in Innovation, Director for Seoul Scholarship Fund and Director for the
Peking University China Center for Insurance and Social Security Research.
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Jeong Eun Shin, Vice President, LG Electronics

Jeong-eun Shin'is a Vice President at LG Electronics, where she spearheads the development of hyper-
personalized lifestyle technologies through the fusion of customer life data. Leveraging her extensive research
in 2D and 3D data from Keio University Graduate School in Japan, she is dedicated to advancing advanced
automotive technologies and data analysis innovations to enhance customers' quality of life. Jeong Eunis
committed to fostering an inclusive organizational culture, positively influencing future leaders, and using data
fusion technology to create a more connected and inclusive future.
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Yongha Oh, Vice President, LOTTE Corporation

As the head of the HR Team at Lotte corporation, Yongha Oh is in charge of Lotte Group's human resources
policies. He joined LOTTE Capital in 2002 and worked in various management and strategy roles, including
human resources, planning, and finance, and established and implemented various HR policies based on the
belief that organizational diversity is an important value for business competitiveness, which led to LOTTE Capital
being selected as an excellent company for gender equality and an excellent company for labor-management
culture. Currently, he is in charge of establishing strategies and systems for talent acquisition and development
based on DEI (Diversity, Equity, Inclusion), an important value of LOTTE Group.
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Tara Shrestha Carney, Economist and PwC Women in Work Index Author (2019-2024)

Tara Shrestha Carney is an economist and thought leader focusing on gender and social inclusion in the
workplace. She previously worked at PwC UK where she led the PwC Women in Work Index, a flagship annual
publication assessing the progress made and challenges that remain in achieving gender equality at work in
OECD countries. Tara is passionate about the power of robust research and economic analysis in enabling better
understanding of gender issues and the design of effective policies and practices to make workplaces more
equitable and inclusive. She is of Nepali and Irish heritage and grew up in the UK.
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Fiona Lee, Staff People Data Scientist, Pinterest

Fiona Lee is a People Data Scientist at Pinterest. She collaborates with HR teams and executive leaders to develop
people-centric strategies informed by data. Her work in people analytics includes defining key metrics across the
employee lifecycle, measuring the impact of HR programs, and understanding employee experiences through
in-depth research. Passionate about using data to advance diversity, equity, and inclusion (DEI) in the workplace,
she earned her PhD in Social Psychology from Stanford University. Her research explored how an organizational
growth mindset can lift psychological barriers women face in their careers. Originally from South Korea, Fiona is
now based in San Francisco, California.
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Jonghun Sun, Root Impact DEI Initiative Team Lead & Ph.D. in Industrial and Organizational
Psychology

Jonghun Sun currently leads the DEI Initiative Team at Root Impact. After majoring in Business Administration

in Korea and working at a retail bank, she earned a master's in Psychology in Ohio, USA. She joined Root Impact
nine years ago following a stint at an HRD consulting firm. Focusing on nurturing growth in impact-oriented
organizations, she has overseen HR operations and obtained a Ph.D. in Industrial and Organizational Psychology.
Since 2024, Sun has been leading the newly formed DElI Initiative Team, striving to demonstrate the power and
potential of workplace diversity and inclusion to various organizations and validate its value.
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Okkeun Cho, Senior Manager, People Strategy Team, Lotte Group

Okkeun Cho currently holds the position of Senior Manager in the HR Innovation Office of Lotte Holdings, with
responsibility for recruitment, development and organizational culture strategy for the Lotte Group. In 2006, she
joined Lotte Mart, a retailer, where she gained experience in sales, purchasing, and training in both the field and
headquarters. Since 2015, she has been a member of the Lotte Corporate Culture Committee, where she has
focused on the establishment and implementation of systems for organizational culture innovation. In particular,
she has designed several systems and programmes to expand gender, generational, and physical diversity within
the group. These include the Family Friendly System, the Women's Talent Growth Programme, the Group Junior
Board, and the recruitment and development of people with disabilities. She has recently been working to
demonstrate the positive impact of DEI-based talent development on organizational performance.
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Heidi Xu, APAC HR Solution Director & APAC Chair of Women Inclusion Network, Dow

Heidi Xu is the Asia Pacific HR Solutions director for Dow who is accountable for exceptional and efficient delivery
of our portfolio of HR solutions to drive a positive Employee Experience in the region. She has worked in Dow for
19 years and is currently based in Shanghai. Before her HR experience, Heidi did a variety of commercial jobs in
Shanghai and the US, including managing profit & loss of 2 billion USD business in Asia Pacific. Heidi is also the
chair of Dow APAC Women Inclusion Network (WIN), an employee resource group in Dow, with the aim to foster
diversity & inclusive culture, drive gender equality and accelerate female career development. Heidi was the
executive representative of Dow in Woman Empowerment Council from 2011 to 2023. She was also the winner
of Dow Global Champion Award on gender equality in Y2024.
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Maheran Ahmad, Senior Manager, Diversity, Equity and Inclusion, Deloitte Southeast Asia &
Asia Pacific

As Deloitte's DEI lead in Southeast Asia and Asia Pacific, Maheran Ahmad is on a mission to empower leaders
and organizations to promote diversity, enable equity, and foster inclusion. With over two decades of experience,
she is adept at building capacity, refining skills, and creating environments where everyone can be their true
selves, feel valued, and thrive both professionally and personally. Maheran's dedication to equity and inclusion
fuels her transformative work, driving Deloitte's ALL IN agenda, which focuses on gender balance, mental health,
generational inclusion, and accessibility. Her commitment and expertise make her a catalyst for positive change
within the firm.
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Jeongtae Kim, CEO, Merry Year Social Company

Jeongtae Kim is a social innovator and social entrepreneur. He currently serves as CEO/President of Merry Year
Social Company (MYSC), Asia’s largest early-stage cross-border accelerator & impact investor originated from
Korea. Since 2011, MYSC has committed to addressing three global wicked problems-social divide, economic
inequality, and climate crisis through social innovation consultancy, start-up accelerating and impact investing.
Prior to this, he worked for the United Nations for five years with focus on electronic/mobile governance in
developing countries. He was The Asia Foundation’s Development Fellow and Dell Social Innovation Fellow, and
studied at Graduate School of International Studies, Korea University, and Hult International Business School. He
is now pursuing Ph.D. at Graduate School of Environmental Studies, Seoul National University.
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Jeongshim Lee, Director, UN Women Centre of Excellence for Gender Equality

Jeongshim brings to the role over three decades of experience in developing innovative gender equality policies
that empower women and girls. She has worked for ministerial-level national machineries as well as the Office
of the President (2008-2010), most recently as the Deputy Minister at the Ministry of Gender Equality and
Family. Jeongshim also served as Senior Advisor for intergovernmental support and focal point for women and
girls with disabilities at UN Women headquarters from 2012 to 2015. She holds a Doctor of Philosophy in Public
Administration from the Maxwell School of Citizenship and Public Affairs, Syracuse University, a Master of Public
Administration from the John F. Kennedy School of Government, Harvard University, a Master of Public Policy
from Kyung Hee University, and a Bachelor of Arts in English Literature from Sungkyunkwan University in the
Republic of Korea.
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Janelle Weissman, Head of External Relations, UN Women Asia and the Pacific

For the past twenty-five years, Janelle has worked to strengthen social justice organizations tackling issues from
gender equality to supporting people living with HIV/AIDS in the USA, Australia, and around the world. She has
nurtured countless partnerships and developed innovative campaigns across the public, private, philanthropic,
and NGO sectors to accelerate change for good. Janelle has Chaired numerous Boards and committees to
advance human rights, women's agency, and leadership and expand access to sexual and reproductive health,
including the Gay & Lesbian Fund for Colorado Community Funding Panel, Children by Choice, and Sexual
Health and Family Planning ACT. She is a co-founder of the BlueFlower Fund, resourcing women candidates for
local and state elections. Prior to her move to Australia, Janelle served as Executive Director of Social Venture
Partners Boulder County, and of a few private family foundations. She has facilitated grantmaking, coordinated
capacity-building projects, and provided training to nonprofits, Boards, and donors to increase their impact

in communities. Janelle completed her Master’s in Nonprofit Management from Regis University in Denver,
Colorado USA, as a Colorado Trust Fellow, in 2001, and her Masters in International Studies at the University of
Queensland in Brisbane, Australia, as a Rotary World Peace Fellow, in 2009.
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Ahjung Lee, External Relations Specialist, UN Women Centre of Excellence for Gender Equality

Ahjung Lee is a governance and gender specialist with 17 years of global work experience with the United
Nations. Between 2009 and 2022, she worked for the United Nations Development Programme (UNDP)

offices in Indonesia, Thailand, and the Republic of Korea, focusing on governance, human rights, and gender
issues. In November 2022, she joined UN Women to concentrate her efforts on gender equality and women’s
empowerment. As the External Relations Specialist at the UN Women Centre of Excellence in Seoul, she
currently she currently spearheads partnerships and programme development in the area of women'’s economic
empowerment, private sector partnership, women, peace & security, as well as communications. She has a
Master of Science degree from the University of Oxford in the United Kingdom and a Bachelor of Arts degree
from the University of Toronto, Canada.
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Gary Ford, Inclusive Leadership Consultant, UN Women Centre of Excellence for Gender
Equality (Co-founder of Men for Inclusion & Former Managing Director of JP Morgan Chase)

He has more than 30 years’ experience in the IT industry, focused on Financial Services. Most recently, Gary was a
Managing Director within Global Technology at JP Morgan Chase (JPM), a large US financial services organisation
with over 270,000 employees. Whilst there, he led a number of strategic programmes across the firm, as well
running several large IT service management functions for their Corporate and Investment Bank. In 2016, he
co-founded JPMorgan’s male allies programme for Women in Technology. The programme was rolled out to
over 2,000 men within JPM and the programme was extended into Singapore, India, Argentina and the US in
2018. In September 2018, following the success in technology, a male allies programme across the whole firm
was launched. He has developed and led several diversity workshops across multiple sectors, including finance,
energy, higher education, construction and the civil service. He is the male allies advisor to the Women on the
Wharf —a network of women’s groups for firms based in Canary Wharf in London.
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Women's Empowerment Principles
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Principle 1

2% 2
Principle 2

2% 3

Principle 3
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Principle 7
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Establish high-level corporate leadership
for gender equality.
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Treat all women and men fairly at work- respect and
support human rights and nondiscrimination.
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Ensure the health, safety and well-being of
all women and men workers.
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Promote education, training and professional
development for women.
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Implement enterprise development, supply chain
and marketing practices that empower women.
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Promote equality through community initiatives
and advocacy.
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Measure and publicly report on progress
to achieve gender equality.




uu
A\

WOMEN’S @UN
EN

EMPOWERMENT
PRINCIPLES WOM

Of M ei22b st 2l R 0j| 7|8ESH APH KE7FEICHE (2

RAE7|7 SHSHE -2024H 9 7|&E

O1 2ICide XIXIS BIEoR TS o4l Azstel JHS 71 HIM, A2l ZX2st0| S0l Hey
O|Lt 7212 7HXID Uck.
Mol Qo a=zs

02 CAHEME, B UZ, B4 S)0IH BE 6N L0 BT RS 4+ YEE =ots THE
ol WOt S 7|1 QUCk,
Mol Qo a:=Zs

03 %_ | PE’E!

19| H| 20| £ JEO XM A=X o2 FI[H 2 RLH S =2fst=
=E|0] ALY

=
L
m
Jﬁ
=
4_| Ho

04 S=2-Hox0 MUS XAos MO4Z7|H S X9 FHO|LE Z2IY0| Lt
Mol Qo2 &=

05 =& U BE Heiol Z2m M5 1S ES ook ool hXSL7] SIst s MM T M7t on /9]
e 7| ES u27| 9fe A2 XD Yt

Mo Qo a=8

06 <8sHUSE-FEL-EEG(DEN CHEt thet O[S AtLioll M SToH7| #13 ZES Aot AL

07 HS/MHIA I L S 32 2E|0M ofd S 12{st1l OtAE/ZE Xtzet M2l Sl RYE e 48 nF
A S KA A BFK| ©

Mol Qo a:=Zs

52
H'|
Jn
|.|'
i
rot
a

08 CSR(ZIgS A=lH Mey), 7|8, HELY 252 Solf XFA=|0l|l M §ES g SEL2tof
7|04t Xt Sk 7| el ofX|Lt Z&S0[ ALt

Mo Qo a=8

09 OfE 12 Ol F71He = ot [ =0| HOtLE o2 O|lE 1 JA=X| ELET o5t =HH 2HE
SOt XL OHEE[0f LT
Mol Qo a=s

of Mefzkztst2l 2l (Women’s Empowerment Principles)O|2t?

o =20 11—

o Ze A2 AN G772 RASZESHETL 2010 -3—% LEol O|LIMEIEZ, 7|YH0| RE, AlH
x

S SSHOl A %J%‘%% AStE 77HK| B E B ASLICE o d9S Dot A2 0 7HstHE A} E*—*.% 70
ol 772 4 HS A G| E(KPI), SHS HE M MIAZAE, 4HS =2 M HA2|2EQ 20| 7|
20| R8¢t Atzof M2 Hero] ZLICH XpMISH 82 www.weps.orgOll A 2HISHA| 7| BEEFLICY.



WOMEN’S @UN
EN

uu
A\

EMPOWERMENT
PRINCIPLES WOM

01

02

03

o4

05

06

07

08

09

Scanning List for Women's Empowerment Principles

UN Women Centre of Excellence for Gender Equality - As of September 2024

The company has a strategy or plan to integrate the values of gender equality and women’s
empowerment into its vision, plans, and organizational culture, supported by leadership
commitment.

Yes €@ No £ Notsure

The company has specific measures to ensure that all women and men are treated equally in its HR
practices (i.e. recruitment, performance evaluation, wages, compensation, etc.)

Yes € No £ Notsure

The company has a mechanism to periodically monitor and discuss whether the ratio of employees
being promoted or leaving the company is skewed toward a certain gender.

Yes € No £ Notsure

The company has policies or programs in place for supporting employees who are parents or
caregivers, as necessitated through their life-cycle.

Yes € No £ Notsure

The company has internal policies and procedures to prevent and respond to all forms of violence
and sexual harassment in the workplace.

Yes € No £ Notsure

The company undertakes internal activities to promote employees’ understanding of gender
equality and Diversity, Equity, and Inclusion (DEI).

Yes € No £ Notsure

In the process of product/service development and supply chain management, the company
considers the needs and representation of women, and strives to avoid reproducing negative
gender stereotypes in their marketing/PR materials and strategies.

Yes € No £ Notsure

The company seeks to promote gender equality and women’s empowerment in the community
through its CSR, donation, and/or partnership activities.

Yes € No £ Notsure

The company has a mechanism in place to monitor, share, and refine implementation of the
measures #1-8, at least once a year.

Yes € No £ Notsure
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RESOURCE BOOK Session 2
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Driving equitable outcomes through
inclusive talent processes: the case of
recruiting and performance management

Fiona Lee, Staff People Data Scientist, Pinterest
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Driving equitable outcomes through inclusive talent processes:
The case of recruiting and performance management

o|m|ofLt | Fiona Lee Ph.D.

2024 A4 7|7 M2 ©3t| 2024 UN Women Seoul Dialogue
2024.9. 24

o|m|ojLt | Fiona Lee

Staff People Data Scientist @ Pinterest
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Ph.D. Social Psychology @ Stanford University
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*The views and opinions expressed in this presentation are my own and do not necessarily reflect the official policy or position of my employer. This content is provided for informational purposes only
and should not be taken as company-endorsed advice.
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Conservatives are suing law firms over diversity
efforts. It’s working.

As they fend off lawsuits targeting their own programs, law firms are creating task forces to
guide clients through the challenges of DEI

Mentions of "DEI" or "diversity, equity and inclusion" in quarterly
learnings calls

uarterly; Q12020 to Q1 2024

https://www.cultureally.com/blog/what-is-tokenism
https://www.washingtonpost.com/business/2023/12/09/conservatives-sue-law-firms-dei/
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Emerson, K. T., & Murphy, M. C. (2015). A company | can trust? Organizational lay theories moderate
stereotype threat for women. Personality and Social Psychology Bulletin, 41(2), 295-307.
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Romero, C. (2023, October 10). Want to hire faster? Write about learning, not brilliance. Paradigm.




Faster and more diverse hiring
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Romero, C. (2023, October 10). Want to hire faster? Write about learning, not brilliance. Paradigm.
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Z2M 2 VY DSA 2= Openroles adhered to the
= Diverse Slates Approach
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2022 83%
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2022 goal
E2H9 (80%)
Z21H 10 VDSA &= 2023 goal
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Pinterest (2024). 2024 EGS Impact Report.
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Personality feedback received, by gender
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Survey question: "Which of these traits have you most often heard people use to describe you at work?"

Textio (2022). Language Bias in Performance Feedback. 2022 Data Analysis and Survey Results.
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How to identify and recognize
“professional” skills of women with

care work experience
Jonghun Sun, Root Impact DEI Initiative Team Lead & Ph.D.

in Industrial and Organizational Psychology




Previewing future work through women’s career
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Previewing future work through women'’s career 2024 UN Women Seoul Dialogue 2
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Previewing future work through women'’s career
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Previewing future work through women'’s career
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Workshop 1: Effective DEI policy
development and implementation

Case Presentations (1)
Heidi Xu, APAC HR Solution Director & APAC Chair of APAC

Women Inclusion Network, Dow
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DOW WIN VISION AND STRATEGIC PILLARS

-] [ -1

Vision:
To achieve gender equality through inclusion, development and advancement, from the control room to

the board room and everywhere In between.
H| X,
FATRE O[AIR|E HIR 2= RO 28, 7 g4

WIN STRATEGIC PILL
wiNS| FH2FH 7|

Foster a Culture Advancement Engage Men Engagel
of Inclusion and as Allies llfxterna
=2 23 £7 development of LA 9 jg";gﬂgﬂ
Women @ato| 2 xCi T U=
oigo| FHgat w

Genera ;usfness 1

Di

U All jobs at grade 9 and below must include an internal posting for a minimum of seven
calendar days
Grade 9 O|5}2| 2= X 2= X4 7 Li 7 S5 =gl of gLt

For all posted requisitions, a minimum of 3 interviewers (including HM) are required with

more than one gender & Neutral interviewer
BE SXExE G0 A XA 3Fo| HH R E | Xt 20| ER25IH, 0] Z0=

o7 J8at S & HE 0| etk ofof gL Cf.

For all posted requisitions, the candidate slate in the HM interview stage must include
more than one gender

BE SXE AE 2PHoil M M | Xt HEY THAS| EEX} HEHof = &2l dE0|
= ot k|0 OF gL Ct.

Genera ;usf‘ness 2



DEFINITION OF NEUTRAL INTERVIEWER = &! ™

A neutral interviewer is one who is

in a neutral position, able to offer
" Sclection Rules |

constructive and objective
feedback to hiring managers,
mitigate bias, and provide a better * ANeutral Interviewer MUST NOT

have any direct affiliation or

candidate experience to drive the conflict of interest with the person
= o e who assumes the role.
inclusive hiring culture.

8 EEEe 3YN

Hiring Manager has the flexibility
to define and invite the Neutral

?=I Iol-o." A-l xH % JlllI'EI xl-o.“ 7-“ Interviewer to join the panel

interview.

0|1 HHQ T =S
RZota, HHS Hefot,
ZSHQI XS SIS ST

Genera ;usi"ness

Could Be,
but NOT limit to

Leaders
from cross
Business/

Function
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Workshop 1: Effective DEI policy
development and implementation
Case Presentations (2)

Maheran Ahmad, Senior Manager, Diversity, Equity and
Inclusion, Deloitte Southeast Asia & Asia Pacific
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Deloitte.

Measuring What Matters :
The Power of DEI KPIs in
Driving Cultural Change

September 24, 2024

Why DEI KPIs Matter
DEI KPIZ7} S22t 0| 7

a
—
ooo

Accountability Transparency Progress Tracking ~ Strategic Alignment Leadership Engagement
MYz £y NYEFY MY A 2|4 o]
What gets Builds trust with Identifies gaps DEl as a core Embed DEI goals into
measured gets employees and  and successes in business priority, leadership
managed Stakeholders DEl efforts not a side initiative  performance metrics
Z8E= A0 Y1 Ol 2 A XIRE  pEl 2HFEHOIA Q| DEIE £ ¢l DEI SHE
2e| gl AEE FETHC} ZHE o datE O|L|ME| 27} Ot ZASFI o] M7 X| EO|
© 2024 Deloitte Southeast Asia Ltd §.|‘OL|6.;|‘E|' $—|H§ H|§|—|i EE")\|?_|E|'

eHeg2 MED



B Continuous Improvement (Ongoing) | X|&xol Eﬁ(ﬁ%%) I
O ur D EI JOU rney Ongoing alignment with WEPs to maintain credibility and improve DEI efforts and reportiog
o O X~ oAU ol X £HQl AA S Sot M2 = [XA|<f pEl =3 M
<?2[2 bl 9 H 7

Monitor & Review Progress | X% = B L|E{& & 2|5
Regular KPI review (quarterly/annually) and track progress.
7152l kel AE(R27]E/AZhet T 88 F75

Implement DEI KPIs | DEI KPI =&
Embed KPIs into leadership reviews and organizational processes and track progress.
KPIE BYT 2| 7ot 25 T2 M A0 SEstn T 88 =Y

Pilot and Test KPIs | KPI Tt S0} E| AE
Assess effectiveness of KPIs in controlled environment, adjust based on feedback.
kP2l 20HE SH E S0l Botstn mewof et =

Develop DEI KPIs | DEI KPI 7'
Create measurable KPIs based on WEPs principles and DEI goals — gender representation, pay equity and

promotion rates. Include metrics to track inclusion, professional development and women'’s advancement.
O YA YA T pel SO 7| 8tol 57 7ks 0t ke 27,
dEHEY S0 88y, ST HES R Z8Y, MR YL, g &HS FHY + A= K& X

S, &S, dTS

Stakeholder Engagement and Buy-In | O3 2| X} £0i2} F2|
Engage Leadership to promote accountability and promoting training & development opportunities for women.
BT "o MU S & 01 YO TS 1S B 7K 7|38 £7

Define DEI Strategy & Goals | DEI T 21} 57 9|

Alignment of DEI Goals with broader business goals, organizational values and WEPs principles with
measurable goals for gender equality, fair treatment and inclusive practices.

DEIRHE OIS b ALIA 25, 5| 71X| U weps 24| 2} 91,

HES, 3T U A =8 pAof oot FY kst KR 2Y

Assessment | B7}

Current state of DEI - Leadership Commitment, demographics and
representation, policies, culture, behaviours.

ST Del B - 2| C{ A O] QX QI EA R CHEY, M, 2o, ¥ S

© 2024 Deloitte Southeast Asia Ltd

DEI KPIs : The Foundation for Credibility & Sustainable Change
DEI KPI: M 2| £ @ X| & 7h5 Tt HolE @[t 7|4t

I I Culture of Continuous

Improvements
Evidence-Based Impact | X|&HQl 231 74
371t AYE ; DEI KPIs Drive * Regular monitoring for sustained

Cultural Change chan
. R . ge
* Using data-driven insights to drive
) . o - & JHss BBl 93t 7| B L E 2
inclusive policies and practices " DE'EPWI' 1% 7ks HE 2t 871 2UEE
BlolE 7]¢t SRS B0 ERH MU DAL =31 HalE o] Bt

sES= (Sl =] e
ESPN
E=|

V|

Alignment with global standards

EECPTEEE

Leadership Commitment
2|4 e| o x|

* Guidance for setting KPIs and
meaningful DEI metrics

* Integrated into partners performance

N Tangible Business Results reviews
kP12t 2| 0] L= DEI K| E HF S 2l XA g:,l.x-“x'lol H|=L|A M3} THE L M1t Botoj| £
o e} ==
* Benchmarking Progress against global
standards * Progress in gender representation,
S2Y AHMEEQH| e ZIWE =0l pay equity and workplace culture

© 2024 Deloitte Southeast Asia Ltd — - = 4
YU EY, U3 BS, WY 2Y0M U
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development and implementation

Case Presentations (3)
Jeongtae Kim, CEO, Merry Year Social Company
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ffective DEI policy development and implementation
An Impact Investor's Case on

the use of WEPs for investment decision

Jeongtae KIM
CEO, MYSC (Merry Year Social Company)

mysc & ®

Year Social Company All rights reserved.

Mo LHE o{ M 2| 2| X|ot WEPs 7|2 A ZHEl Gender Equality M 2

@ CEO statement of Support for WEPs ® WEPsE OFZ2{|HA|Zloj|#| 27-2tLlsto] 2020 42 82 J1e)

CEO Statement of Support for the Women's Empowerment Principles l \M O | tE | / \C | | |C

We, business leaders om across the globe, express supportfor advancing equally 3 ;’;
between women and men to: ot v s O
[

Bring the broadest pool of talent to our endeavours: o wees

Further our companies’ competitiveness.
Meet our corporate responsibilty and sustainability commitments,

Model behaviour wihin our companies that reflects the society we would ik for our = 29| el | ZstE|o] QY=

o s e et @ 2= MYSC FA2I9] Email signature0] Z&HE|0| Y= WEPs 211
i R0l S5 S morn i o g i i s

provgebrdeind

Therefore, we welcome the provisions of the Women's Empowerment Principles ~ Equality Means

Business, produced and disseminated by the United Nations Enty for Gender Equalty and the +82-(0)2-532-1110
Empowerment of Women (UN Women) and the United Nations Global Compact. The Principles
present seven steps that business and ofher sectors can take to advance and empower women. +82-(0)10-9653-2236

/. Mysc.co.kr
blog.naver.com/blogmysc

Equal treatment of women and men is not just the right thing to do - it is also good for business. The
full participation of women in our enterprises and in the larger community makes sound business
sense now and in the future. A broad concept of sustainabilty and corporate responsibilty that
embraces women's empowerment as a key goal wil benefit s all The seven steps of the Women's
Empowerment Principles wil help us realize these opportunties.

We encourage business leaders to join us and use the Principles as guidance for actions that we can
alltake in the workplace, marketplace and community to empower women and benefit our companies
and societies. We wil strive to use data in our y reporting to
communicate our progress to our own stakehalders.

merry year MYSC Linktree

social company =¥ =]

A 4 ’J‘
st M‘Lz“? Consulting - Accelerating-lmpact Investing

Please jon us.

Certi EMPOWERMENT

4 2

@UN ﬂ/ i} H

United Nations Gl t WOMEN EoRTRE H g
w—  PLANET = n

Coporstion | ~NeNtAL! meArvusmsss 03




Embedding WEPs H|ZL|A EHO|M WEPSE o€ LR e 4= UAS0t? 3

QIEEX|
MYSC M EEX} D> =LY First-in-Class

M2l goH = =5
SERFHIAUM) % 9002] S5 FEmE(0] R Afel A S, SAEA, AU Exfot TG, R 0liHjo|M S Wl
EX}XISH Z104 o]
-.-i}u; = 429—- o D> #l9]: Best-in-Class
7|A7Hx| E8t 2= 6,1009 Bk H0f £| 10| AEFERIO]| CHEH EX} 0| Bt XIIHA|, =828, ESG X125 #WaY

EXEl 1924
(04471 27, THI2| 14%)

E{$HAEX (SeriesA)  E|GIO|X|AH|O|ZHTL] (Pre-1PO) E|AEZIA (Series C) Rukita oIz uAlof Techcoop HEL Titipku
£|x0| T3] 87| MH|A AlL|0f #H|o{E|= Al L N HE 2 M: Affordable Housing Agritech/Fintech Online local market platform
Revenue: $3.7M(est.) market cap: $103M market cap: $67M Revenue: $37.8M Revenue: $37M (24,1-88) Revenue: $17.8M

LA e Ec
“UBIBE M BERO|

2ol AZo|E”

High-quality and large-scale datasets
i accelerating Al development

T
o o, e e e,
oyt v 2y, gyt e e

L1 R MRS dmE
X8 RRN M BACWAR

Embedding WEPs 1. WX EXZS(HE)S TS0 647 EXE BAISH| 4

@ MY SIS WS AMESK HEO| 30%S 0iA7|2l0) £Xt e
4. Zto| H34E EiE HME0ZES T FHIBE TASHA T MEHOIM Ak
sts ARoE M12 U M22ol et ALTYTERO| XILE Ha=2s F
o4 (ol8t “SHAIZB2AR4" )0 MIAE EE ME0E TAO PHBO| PHHIS
{M34Z% : (A EXCHAO] CHEt SXIU/SXIPHM Soo| 40HME), ME0E
HIS MI1Z : (FRHSAUY CHE SAA/FALTAY N
60 M18 H2& : (XWIQ cHEt SXrY
= . = =

60Z M 1% N4%

12.10.
12 7428:2024.06.19.

18 MES: (MFXAZIA FXM/E650M R} E Joto] ST JAH(S, MF
2 5 2 2Yes soh FEHXS 242 SOHMEN ISt 3N I
2 SUE [aImsE APFect QrQl, 213510{0F B 2|4 IMO| LB

SIRQEHE S} F? ATHYTUNS AGE3] JNHY CHEWRE 30U OlLol O EIstof
of BiCh ALTWIEIMo| A JIg U0l WIolxl OE AR P Y2 BEY
UAEDNIY AWE 55 3%3%51 AN BIUTK N 12HMES| HMOIKHS FHAISIO] B2 5I0{OF B

WXEXES 7o

Article 60, Paragraph 1, Clause 4: 30% of the total investment/commitment
amount for women-owned businesses

2021.12.
ES NEEH)  IEEW)  BRE UENEY  JIHEEX)
AREXt EEIT 2,400,000,000 1,199,566,407 200% 120043359 40%
420,000,000 3,399.706,368 56.7% 800.203,632 70%
PRt 900,000,000 800.261.498 123% - 15%
1,800,000,000 700,290,206 % 1099700794 209

1,800.000,000 1.199.566,407 600,433,593

e 1:800,000,000 1,800

650,000,000 1,100,381,810 18.3% 0 10.84%

Special Purpose Investment 3: Over 30% (total of 1.8 billion won) invested in women-
owned businesses



Embedding WEPs
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Embedding WEPs

BASEIKIE, ZYEHE, 72

AAE20HY AUE 15 @

Uniquegood

AR-based interactive experiential
content platform

HEX|HMHE

\\\\ W

Mush&

0{=0] RE|Z WEIX| HE

Gr TECHCOOP

Providing data-driven financial
products in the agriculture sector

HAl, HIEH, l=L|A|0 S 67H X|H2| KM £X

22| HEX HelEX =T @
A

JESSIE
KITCHEN

Manufacturing, distribution, and

content production of North Korean
food and ingredients

0)

Cultivation of beneficial fungi for
mushrooms and production of
alternative food such as friendly rice

fetze| a2l JYE HE

Humaomens @
W’

WELLFISH

Processing high value-added seafood
products using inventory from

Tongyeong

An Indonesian real estate transaction

~~
platform solving residential
ru kl ta environmental issues
@ ZRSHRX|E LY AW SXE AL @

C A R

Creating F&B products integrating local
N C E specialties and food products
S E o

MIE{e} B Pre-Investment Screening 7'

@ WEPs?| I|2l2]|3/E S& 7|99 R 5t= AEIEY Gender Equality H|32|AE "WEPs basic checklist’ /i

(Localizing WEPs Transparency and Accountability Framework and The WEPs Gender Gap Analysis Tool)

The WEPs Gender Gap Analysis Tool
—

The Women's Empowerment Principles

Gender Gap Analysis Tool
| ¥ R |
What is your company doing to advance

gender equality? Identify strengths and
areas where further action can be taken.

WEPs Transparency and Accountability Framework

WEPs

Transparency & Accountability
Framework -

Creating Transparency on Gender Equality (\_

Gfp) 2 em
Equitable workplace:

Y18 IO 93X X7[2125 8 $ B A% B0t D Ut AN A B2t S
A% N8 GIH 2YHHO BAZ N B2 2% I3 AUk
g qoye

BYAXE|
1)TH 520 58] (018 &0 /28K Hgfo|
2) 12 H8l0] 48] (Y OFY Y| F/HA AY N% Hxit0

| M2 HRH 12 3 S AROA KRN L 7[8R 52 RH7| 45t 408 D GIch HAo
Q843 37| XIEE 744D F2(R7] 2A4H BAS 7INIT @8 282 H34 2 Sl

8 /58 E 04 580 /54 O 5294110
(SIS S K919 4788 4 XS #)x 100

43158 3812 N842 96794 40l G Blo) ol NN ]
FHYAJH0[E2A01E AELIC A MOl BAS HAY + e FR18 KI4N02
HABLUCoH58 3 O, 31,0154l Holosigol £5 4ol e AH 2]
SUEFYYC

Ol Mt =IABLI|(WEPS) 7|4t £t H K32 AE
(Pre-Investment Gender Equality Screening)

MYSC (Merry Year Social Company)
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(Pre-Investment Gender Equality Screening)

OMPETITION

A handbook
for men on
workplace

diversity and

inclusion

MYSC (Merry Year Social Company)

Gary Ford, Stephen Koch and Dr Jill Armstrong

WOMEN'S:
T1dIONIEd

PROUD TO SUPPORT

THE WOMEN'S

EMPOWERMENT PRINCIPLES Menfor |

ol tie ofhe N Gabal Compoctnd UN Women Inclusion
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Workshop 1: Effective DEI policy
development and implementation
Case Presentations (4)

Ahjung Lee, External Relations Specialist, UN Women
Centre of Excellence for Gender Equality
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TRANSPARENCY &
ACCOUNTABILITY
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Workshop 2: Inclusive team building to
attract and retain talent
Presentation & Exercise

Gary Ford, Inclusive Leadership Consultant, UN Women
Centre of Excellence for Gender Equality (Co-founder
of Men for Inclusion & Former Managing Director of JP

Morgan Chase)
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2024 UN Women Seoul Dialogue ?
024 UN WOMEN SEOUL DIALOGUE
2024 -I?roll_l q *o-i 7| ?' A1 % Ig§|‘ THAT ATTRACT AND RETAIN TALENT”

Building
Inclusive Teams

Gary Ford Gary Ford

Former Managing Director at JPMorganChase % JPMorgancChase 1 5 O| A}

Managing Director : Men for Inclusion H 5 Q122 H(Men for Inclusion) 7 5 O At
Co-Author 4 The Accidenta' Sexist |$‘E °|_I' AO"le'l:’E:’ZISQ-I xI'(The Accidental Sexist)' g—%x-l xl‘

2024 UN Women Seoul Dialogue

@UN 557
WOMEN Eq

About me - my career in numbers
2024 UN WOMEN SEOUL DIALOGUE
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37 30 24[7 9

Years an IT Years leading Years at Years as a
professional teams/people JPMorgan/ student of DEI
MD level
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The challenge ahead of us
2024 UN WOMEN SEOUL DIALOGUE
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Demographic Complex Polarisation Sustainability
change problems of opinion & risk
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2024 UN WOMEN SEOUL DIALOGUE
“HOW TO CREATE INCLUSIVE WORKPLACES
THAT ATTRACT AND RETAIN TALENT”

Inclusion: “the act of making a person 8. "AlZHO|LI AIES O 80| YHZ OIE =

[

or thing part of a group”; “the policy or sl " £ Al2=bo| XpU T} 7| Blof H2E &

practice of making sure that everyone has olC 2 &= X%l L = a}3H»

access to resources and opportunities”

Financial . Discretionary
Innovation
performance effort

39% 30% 12%

e R A Y

“Inclusion is the fertile ground in which
diversity can flourish”
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Our Change Programme
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Awareness Understanding
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Intention Team
to stay Commitment

20% 50%
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2024 UN WOMEN SEOUL DIALOGUE
“HOW TO CREATE INCLUSIVE WORKPLACES
THAT ATTRACT AND RETAIN TALENT”
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Capability Embedding
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" _?_ g '6I'_|-II Ao"l XI. I:g “"HOW TO CREATE INCLUSIVE WORKPLACES

THAT ATTRACT AND RETAIN TALENT”

Deeply engrained All men and Sl Invisible to most R s ntones

7 . = women -15-30% leaders still
social expectation women do it < people 2
more likely create barriers

of‘dof|A| 15~30% CHE 29
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Do you feel you get the same Do you feel that you are asked
opportunities to career-enhancing to do more administrative work
opportunities as colleagues? than your colleagues?

of men said
“Yes - all the time” “Yes - all the time”
: | | oo No|
i o Hdo| ‘ofL| 22t Hr : : i - 2T gharo|gtn
! ] 1 | chaliC}
[= Ve .
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How is performance evaluated?
O EA dap7t Botx|LtR?

Do you feel that you have to provide
more evidence of your competency
than your colleagues?

of women
“Yes - all the time”

o] o{40]
garolatn

of men said
“Yes - all the time”

ol 40|
gaholztn
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Who gets heard?
0] o| 70| MY E|LLR?

Do you feel you struggle to get your
voice heard in group situations?

of men said
“Never” or “Rarely’

| o| whao] Ty ofLck S2 | | o] of4o] Hey ofLick =
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2024 UN WOMEN SEOUL DIALOGUE
“HOW TO CREATE INCLUSIVE WORKPLACES
THAT ATTRACT AND RETAIN TALENT”

Do you suspect or know you
have been unfairly passed over
for promotion?
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2024 UN WOMEN SEOUL DIALOGUE
“HOW TO CREATE INCLUSIVE WORKPLACES
THAT ATTRACT AND RETAIN TALENT”

Do you feel you are more frequently
interrupted than your colleagues?

of men said

CLy=PIES
Cto =7 AlLER?




Do we attach value based on our affinity biases?
2 g Heko wat 7HX & f£o{otLta?

Do you feel your ideas are not
considered or only heard when
repeated by someone else?

i of men said this of women said this :
i never happens to them never happens to them
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The performance cycle
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2024 UN WOMEN SEOUL DIALOGUE
“HOW TO CREATE INCLUSIVE WORKPLACES
THAT ATTRACT AND RETAIN TALENT”

Do you feel that your workplace has
informal and formal networks that
are difficult for you to break into?
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2024 UN WOMEN SEOUL DIALOGUE
“HOW TO CREATE INCLUSIVE WORKPLACES
THAT ATTRACT AND RETAIN TALENT"
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Objective
’ Setting \

Task/Project oy = Xl FCF El 4%
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Decisions

AF Promotion,
o Recognition
& Reward

I

Performance Feedback
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Where are people on their journey?
tH3to] 0’ 7120 o = THAIY| A SNt R?

Resisting

NEH

Reactive Allies
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Passive
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Demotivators
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“HOW TO CREATE INCLUSIVE WORKPLACES
THAT ATTRACT AND RETAIN TALENT"

Inclusion leader
Z8H 74
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2024 UN WOMEN SEOUL DIALOGUE
“HOW TO CREATE INCLUSIVE WORKPLACES
THAT ATTRACT AND RETAIN TALENT”

Lack of role
models opportunity

7| X3t 22
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M Otlvatlo n h Ie ra rChy 2024 UN WOMEN SEOUL DIALOGUE

= 7 = |:|- “HOW TO CREATE INCLUSIVE WORKPLACES
r=) -T- ra THAT ATTRACT AND RETAIN TALENT"

SHYOLVAILOW

Inclusion Champions Workshop
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Can you build a personal case? ZWNWOMENSEOULD,ALOGUE

Lt Xp&of| Al = 0] 0| &= S717F A 27?2 AT ATTRACT AND RETAN TALENT"

A great team Z|119| E!

Responsibility S\ KF Personal development
29l IRl
Opportunity & choice Health & wellbeing

713 & A%y e WY

2024 UN Women Seoul Dialogue



O

HD o

@UN 53
(o) WOMEN E4
2024 UN WOMEN SEOUL DIALOGUE
“HOW TO CREATE INCLUSIVE WORKPLACES

THAT ATTRACT AND RETAIN TALENT"”

2024 UN Women Seoul Dialogue

Exercise 1- Identifying the problem

25 1-2H A4

ACTIVITY

Question 1

Is Accidental Sexism happening
in your organisation, or any other
organisations you know?? If so, in
what ways?

Question 2

Out of today’s presentation, what
strikes you the most? What one
or two manifestations of negative
culture in companies that you
believe really require change,
and why?

8 minute table discussion
Agree a spokesperson
2 tables will share 2 brilliant points from their discussion

2024 UN Women Seoul Dialogue
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2024 UN WOMEN SEOUL DIALOGUE
“HOW TO CREATE INCLUSIVE WORKPLACES

THAT ATTRACT AND RETAIN TALENT"”
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Exercise 2 - Finding solutions
HE2-off Yot 3|

Question 3

How do you think HR managers
and corporate leaders can
better ensure fair judgement of
performance and potential of
employees?

ACTIVITY

Question 4

How do you think leaders

can assign tasks and projects
without biases and provide more
opportunities to those who are
traditionally under-represented in
those tasks/projects?

8 minute table discussion
Agree a spokesperson
2 tables will share 2 brilliant points from their discussion

Qo= woMeNEd

2024 UN WOMEN SEOUL DIALOGUE
“HOW TO CREATE INCLUSIVE WORKPLACES
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Action plan for leaders
= ObsL BHE H| 3| owTocRERCE W
EI E1 EO.II 7." I-II Jo}: oo o ﬁl %l THAT ATTRACT AND RETAIN TALENT"”

5 immediate next steps

m O 0 0o
288, PRGIE
Share Inclusive groups
3R8M2 ESH UTZ UENR
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Be vulnerable Learn
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o|AE BF st
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Conclusion - It's up to you
ZE - Z0A e AS

2024 UN Women Seoul Dialogue

Challenge
the bias

L|Cf

Exercise your
inclusion

Treat as a
strategic
priority
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2024 UN WOMEN SEOUL DIALOGUE
“HOW TO CREATE INCLUSIVE WORKPLACES
THAT ATTRACT AND RETAIN TALENT”
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Workshop 2: Incusive Leadership and Team Building

Handout (1)
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2024 UN WOMEN SEOUL DIALOGUE
“HOW TO CREATE INCLUSIVE WORKPLACES

THAT ATTRACT AND RETAIN TALENT"

Women and others from traditionally under-represented groups are more likely...

to be judged on personal
characteristics and hence more likely
to be...

- insulted and dismissed when they
speak out

- punished more harshly for mistakes /
under-performance

- thought to owe their positions to
diversity quotas rather than on merit

- more negatively judged for behaving
in ways that are more expected of the
majority or play into negative stereotypes

to be at a disadvantage in team and
group situations and hence, more likely
to...

- not get airtime in meetings

- be interrupted

- not be heard in meetings and have their
contributions credited to someone else

- not be given opportunities or sponsored
for career progression

« be sidelined in workplace social
networks

+ not have a strong profile with the most
senior people in the organization

to face a less favourable employee
experience and journey and hence,
more likely to...

- not be given high-profile responsibilities

- be given admin tasks or tasks less
critical to P&L (Profit & Loss)

«be promoted on past experience, rather
than judgements about future potential

- be questioned and expected to provide
more evidence of their competence

- not be considered for opportunities
when they have young children

« not be given direct or actionable
feedback
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Workshop 2: Incusive Leadership and Team Building
Handout (2)

Who gets opportunities?
Do you feel you get the same

s to career-enhancing
activities as colleagues?

Do you feel that you are asked to
do more administrative work than
your colleagues?

Women Men Women

35% 40%

said “Yes - all the time"”

Do we attach value based on our affinity biases?

Do you feel your ideas are not
considered or only heard when
repeated by someone else?

Do you feel that your workplace has
informal and formal networks that are
difficult for you

to break into?
Men Women

Men Women

35% 50%

said this never happens to them

m— SUN 5
Q ol WOMEN
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2024 UN WOMEN SEOUL DIALOGUE
“HOW TO CREATE INCLUSIVE WORKPLACES
THAT ATTRACT AND RETAIN TALENT”

@UN %57
WOMENEJ

How is performance evaluated?
Do you feel that you have to
provide more evidence of
your competency than your
colleagues?

Do you suspect or know you have
been unfairly passed over for
promotion?

Men Women Men Women
2% 26% 25% a47%

said “Yes - all the time”

Who gets heard?

Do you feel you struggle to
get your voice heard in
group situations?

Do you feel you are more
frequently interrupted
than your colleagues?
Men Women Men Women

62% 26% a3%

said “Never” or “Rarely”
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2024 UN WOMEN SEOUL DIALOGUE
“HOW TO CREATE INCLUSIVE WORKPLACES

. THAT ATTRACT AND RETAIN TALENT"”
After this conference, | want you to:

1. Share this conversation.
In the next meeting with your whole team, tell them about attending this conference and share what you have learnt.

2. Open up your vulnerability.
In that same meeting, tell your team that you are happy to be called out. Here is an idea for the script - "I want to be an inclusive leader /
colleague but sometimes | will get it wrong and someone will feel excluded or uncomfortable. And when | do, you have my express permission
to call me out and let me know. You don't have to do it in the moment in a large group, but come up to me afterwards and tell me one to one (or

drop an email). And when you do, | won't get defensive and say "It was a joke" or "you misunderstood”, | will listen to your feedback with the
respect it deserves and try and do better next time.

3. Discover more about diverse experiences.
Look at all your immediate team members and ask yourself “Do | know them all equally well? Do | spend the same amount of my social capital
with all of them?” And if the answer is no, make it a deliberate plan to spend more time getting the ones you know the least and create a better
understanding of their lived experience. In addition, if your immediate team is not very diverse, identify people in the wider company / your own
social network who are diverse and identify a way of finding out more about their different experiences.

4. Normalise inclusive group situations.
At the next meeting you chair, start by saying “We are going to run this meeting in an inclusive fashion. We will try to make sure that everyone
has a chance to be heard, we will try not to interrupt each other; we will try to credit everyone for their ideas. If there is disagreement, we will
deal with it respectfully. We will all attempt to politely point out when we don't quite meet this inclusion standard”.

5. Learn.
Plan for and prioritise further learning in this area.



Appendix (1)
Gary Ford's Speech on Inclusive Leadership

Introduction

Hello. My name is Gary Ford, and | am here to talk to you about inclusive leadership. |
believe that inclusive culture is one of the keys to success in an increasing complex
business world. And that culture starts from the top. The leaders of tomorrow (and in
some cases today) are those that embrace inclusive leadership, because it is simply
good leadership. An authentic, inclusive leader inspires trust, enables increased people
engagement and motivation and will ultimately deliver better bottom-line performance
over the long term.

First, a bit more about me. | am a former managing director at JPMorganChase,
the large U.S. financial services company. | am the co-author of a book called “The
Accidental Sexist” and | am the co-founder of a business called Men for Inclusion. At
Men for Inclusion, we work with executive teams to improve their inclusive leadership
skills and develop their inclusion muscle by continuous practice.

My leadership experience

| have spent 30 years leading and managing teams. Most of that was at JP Morgan,
with around 15 years at Executive or Managing Director level. | have led major digital
transformation programmes, such as implementing a new Foreign Exchange trading
platform in London, Singapore, New York and Tokyo or creating a new enterprise
service management capability across the whole firm based on the ServiceNow
platform. | have led technology teams and integration programmes through
several major mergers — Chemical Bank and Chase Manhattan, Chase Manhattan
and JPMorgan, JPMorgan and Bear Stearns. | transformed multiple IT operations
capabilities within their Corporate and Investment Bank, established their global
command centre strategy, creating a new 24/7 incident and crisis management team.
| have revolutionised IT operational teams whilst dealing with significant operational
challenges including large-scale disaster recovery scenarios (Hurricane Sandy was
quite a blast).

Through all those challenging leadership environments, the technology or product or
business need was never the most critical thing. It was always about the people; how
you inspire them, how you motivate them, how you serve them.

For the last 7 years of my time at JPMorgan (I left in 2020), | was part of the executive
leadership team for the Bournemouth corporate centre on the south coast of the UK,
home to 4000 people. Alongside our regular jobs, each managing director there (of
which there were about 15) were asked to lead horizontal, cross department initiatives.



| was ultimately tasked with leading all of our internal and external values related
initiatives - philanthropy, local communities, government and media, sustainability,
employee engagement, recognition, health & wellbeing and diversity and inclusion.

Transformational change

And through that work, | have truly begun to understand the power of diversity within
the workplace and learnt that only by creating an inclusive culture, can you enable that
diverse talent to flourish.

However, a note of caution, this is not easy work. | believe building a truly diverse
and inclusive culture is one of the most difficult change programmes in the history
of business. Let's face it, we have been trying for years and no one business, no one
company, ho one country has cracked it. This is a tough progamme - we are trying
to undo centuries of deep-routed beliefs about the capabilities of the genders, of
those from different races, different creeds, different classes or whatever personal
characteristics you would like to mention. In order to be successful, we need everyone
involved, particularly those in senior positions. Which in most companies are straight,
able bodied, heterosexual, men.

Perhaps some of you are already asking “if it is that tough, why are we bothering?
Perhaps what we have today is good enough.” | can understand that - your time is
precious, you have a million and one other priorities, why focus on this one.

So let me start off with 3 reasons. One, | am not sure you have a choice - the
demographics of the future workforce are against you — you are going to have to
attract and retain people from outside your majority demographic of today. And
those demographic changes are affecting your customers too. Two, your business
performance will suffer over the long term - diversity within an inclusive culture will
help with innovation, better products and services, happier employees which leads to
better staff retention, increased motivation, a reduction in absence through ill-health
and higher discretionary effort. It will reduce risk and your shareholders, regulators
and local communities are expecting it. Three, it is good for you as leaders. It will help
expand your leadership skills and enable you to be the kind of authentic leader that
people admire and respect. A leader that leaves a legacy behind, leaves the world of
work better than they found it.

Plus, it's the right thing to do, of course

So, let me tell you a bit more about my journey and what | have learnt that may help you.



My journey

In 2015, | was asked to sponsor JPMorgan’s women in technology gender network in
Bournemouth. As many of you will know, IT, as a sector, has a real challenge attracting
and retaining women and JPMorgan wanted to do something about that. So, | started
finding myself, on a fairly regular basis, as the only man in a room of around 50 women.
It was quite an uncomfortable experience. It was uncomfortable for two reasons. One
was the deep irony of being the only man in the room, not something | was used to in
a professional setting. Second, | was the most senior person in the room and hence,
people expected me to contribute. To have a view and an opinion. The subject was “why
don't women want to work in technology?” And | was faced with having to come clean
and say "l don't know". The hardest 3 words for a man in a senior position to ever say.
When companies or indeed sectors, realise that the need to attract people that
historically have not been part of their core demographic, they typically focus the
majority of their efforts on recruitment. So, at JPMorgan, we started off that way too
- we began hiring significant numbers of female technologists and a year later, we
found that our proportion of women had barely moved. Because we had not changed
the culture and women were leaving faster than their male colleagues. | found exactly
the same phenomenon recently in the UK Energy sector. They have done an amazing
job in recruiting more women over the last 5 or 10 years but are still finding the overall
balance is shifting at a very slow pace because those women are leaving.

Now, mostly, this is not big egregious problems - sexual harassment, bullying,
misogynistic behaviours, they are small, micro things that are happening every day that
carry a subliminal message that “you are not welcome and valued here”.

A focus just on diversity, just on increasing representation, be that for women, people
from ethnic minority groups or from different socio-economic groups is nearly pointless,
if you are not focusing on inclusion as well. Because inclusion is about all of us and it
is about the culture in which we work. And we need everyone’s help in building that
— we all have a stake — the existing majority group as much as the traditionally under-
represented group we are trying to attract too.

To add to our challenge, we are seeing an increase in people resisting efforts to achieve
gender equality. Data from a recent global Ipsos survey showed that nearly half of
those surveyed agreed with the statement “We have gone so far in promoting women's
equality that we are discriminating against men’” . In fact, in both the UK and Korea,
60% of men agreed. Just as worrying is that 35% of women agreed to. If we are not
careful, a focus on diversity can be divisive. We must pivot towards Inclusion.



Accidental Sexism

So back at JPMorgan, when we started having these conversations about “why women
don’t work in technology” it became clear to me that the problem was not just about
how we needed to create better strategies for hiring women. It was about how we
developed a culture in which they truly thrived. And sadly, it was clear that the culture,
particularly led by male managers was not condusive to that. Here are some of things
my female colleagues told me:

« Having their technical expertise constantly doubted by men

+ Being given all the admin work to do (that wasn’t their job)

+ Not being given the really exciting or career-enhancing project to do - that
was always given to the men in the team

+ Not getting direct or actionable feedback

« The assumption that having a young family meant they could not work Ilate,
travel or take on stretch assignments without even being asked

« Being continuously ignored by their manager who only seemed to talk to the
men in the team

« Not having the opportunity to contribute in meetings or if they did, not being
heard or having their ideas valued

+ Men in their team socialising together and not invited

+ Feeling that they were more harshly punished when they made a mistake

+ Being constantly referred to as “the diversity hire”

So | began to discover that men were inadvertently creating additional barriers for
my female colleagues without even realising they were doing it. And | was part of the
problem. | thought | was good leader, and | was wrong. Those barriers were invisible
to me - and if they were invisible to me then they were likely invisible to most male
managers and leaders.

Before | go on, | wouldn’t want anyone to think that JPMorgan was a terrible place to
work and is a hotbed of bias and discrimination. It is not — it is a brilliant employer, but
these things were happening. And in my experience, it is happening in every single
other company | have worked with. It is happening in your company.

The title of the book | co-wrote — the Accidental Sexist” refers to these behaviours.
They are the 16 accidental sexisms that are holding women and others from under-
represented groups back in your company. People are not doing it on purpose. They
are accidental mistakes we all make because of our deeply gendered upbringings. Just
to be clear, women are just as likely to make these mistakes as men.



If you want to have an inclusive culture where everyone feels that they have a fair
chance of having the career that they want to have, you need to solve these challenges.
This is what Inclusion is all about - it is about making sure that everyone has access to
the right resources and opportunities. For them. By understanding them as individuals,
not as men or women, or straight or gay, but as unique human beings. That is how you
get the most out of every single person in the organisation. Because when you lose
talented people, it is extremely expensive issue. And hiring new people is just as costly.
So how, as leaders, do we start with creating that inclusive culture? Here are my 10
steps to inclusive leadership.

Action plan for leaders

One. It starts with you. It starts with self-reflection. - “Am | leading inclusively?” “How
often am | exercising my inclusion muscle?” “Am | solving problems in an inclusive
way?"

Two. We need to show our vulnerability and accept that we are all learning, we are all
human and we all make mistakes. As a leader, one of the most powerful things you can
do is let others know its ok to tell you if you haven't quite got it right. The script maybe
goes something like this. "l want to be an inclusive leader / colleague but sometimes |
will get it wrong and someone will feel excluded or uncomfortable. And when | do, you
have my express permission to call me out and let me know. You don't have to do it in
the moment in a large group but come up to me afterwards and tell me one to one (or
drop me an email). And when you do, | won't get defensive and say, “It was a joke" or
"you misunderstood”, | will listen to your feedback with the respect it deserves and try
and do better next time.” By showing people in your team that you are willing to be told
when you have got it wrong, will hopefully encourage them to do the same thing too.
Three. Discover more about diverse experiences. Look at all your immediate team
members and ask yourself “Do | know them all equally well? Do | spend the same
amount of my social capital with all of them?” And if the answer is no, make it a
deliberate plan to spend more time getting the ones you know the least and create a
better understanding of their lived experience.

Four. Normalise inclusive group situations. At the next meeting you chair, start by
saying “We are going to run this meeting in an inclusive fashion. We will try to make
sure that everyone has a chance to be heard, we will try not to interrupt each other;
we will try to credit everyone for their ideas. If there is disagreement, we will deal with
it respectfully. We will all attempt to politely point out when we don’t quite meet this
inclusion standard”.



Five. Continue to learn. Plan for and prioritise further learning in this area. This is
where you lead from the front. You need to be visible at events like this. You need to
show that you are contributing, you are there to learn and you are prepared to share
your learning.

Six. As leaders, who do we give micro moments of opportunity to; like who deputises
for us when we are on holiday; who goes to the important client meeting that we can't
make; who chairs our meeting that we can't attend. If that is based on our affinity bias,
the answer is, the person that's most like us. So, you can see how we inadvertently
create a little bit of a performance gain for those people.

Seven. Differentiate between allyship and being an inclusion leader. There is definitely
a need for allyship in business. When someone actively sponsors, coaches and
mentors those from under-represented groups, that can have a massive impact.
However, 2 things. One, make sure it is not simply coaching them on how to simply
survive in the current culture by adopting the behaviours of the majority — so, for
women, behaving like male leaders. Second, make sure you are still providing similar
levels of support for all of your team, not just those from the under-represented group.
We need to coach our majority group on how to succeed in our new inclusive culture.
That is your job too.

Eight. Role model those inclusive behaviours, at all times. You can do the most brilliant
job talking about the organisation’s great improvements in diversity or the work you do
in advocating and sponsoring those from underrepresented groups, but if, at the same
time, you are still aggressively shutting people down in meetings, sending unpleasant
emails after core working hours or not trusting people to do their jobs when you are on
holiday by constantly emailing them, people will spot the inauthenticity gap between
what you say and what you do.

Nine. Treat diversity and inclusion as a strategic change programme. It needs to be
resourced and funded with a direct goal with improving culture, with appropriate skilled
resources, not just passionate individuals trying to make change from the side of their
desks. And like many other strategic programmes, it needs continuous investment so
that culture does not degrade. One definition of culture is “the worst behaviour we are
willing to tolerate”.

Ten. You have to take a stand against poor non-inclusive behaviours, including the
toxic superstars. Those people may be the biggest revenue earners, bring in the most
clients, generate the highest P&L. But at what cost. | am seeing more and more senior
leadership teams move those people out, because again, people notice the authenticity
gap between what you say as leaders and what you do.



Conclusion -it's up to you
So, it's up to you. Do you want your orgnisation to be recognised as a leader in inclusive

culture? If so, your must lead the charge personally.
Thank you for listening.



Appendix (2)
Webstory on Seoul Dialogue

@UN 1557
WOMEN Asia and the Pacific

2nd Seoul Dialogue: Over 200 Private Sector Representatives
Discuss How to Create Inclusive Workplaces that Attract and
Retain Women Talent in the Republic of Korea

Date: Wednesday, 4 December 2024

Seoul, Republic of Korea — On September 24, the UN Women Centre of Excellence for Gender Equality (the Centre)
hosted the 2024 UN Women Seoul Dialogue in the Republic of Korea (ROK) under the theme, "How to Create
Inclusive Workplaces that Attract and Retain Talent." Building on last year’s focus on key industries, this year’s
dialogue brought together over 200 private sector participants to explore practical strategies for creating
workplaces where women can join, thrive, and advance.
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Participants in the 2nd UN Women Seoul Dialogue: ‘How to Create Inclusive Workplaces that Attract and Retain Talent’ hosted by UN Women Centre
of Excellence for Gender Equality in the Republic of Korea. Photo: UN Women/Hwang Chang Kyu

Opening the event, Jeongshim Leeg, Director of the Centre highlighted the importance of gender equality in
achieving the Sustainable Development Goals (SDGs) by 2030, and noted that "gender equality is essential for
boosting corporate competitiveness." In her congratulatory remarks, Michelle Winthrop, Ambassador of Ireland to
the Republic of Korea, stressed: “Evidence suggests if you can [help] women through [the] tough years [of
pregnancy and childcare], you buy an additional 15-20 years of high-performing talent. Otherwise, they are lost
forever.” She also argued that: "We need to make it acceptable for women to harbour professional ambition and
still be good moms.”



Session 1 High-level panel discussion
N1 Y e
Creating inclusive workplaces:
experiences and suggestions from
business executives
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(from left) Ahjung Lee, External Relations Specialist, UN Women Centre of Excellence for Gender Equality; Gwanheum Song, Managing Director, Body,
Exterior and Chassis Engineering function, GM Korea; Kumjoo Huh, G20 Empower Alliance Korea Private Sector Representative & External Affairs
Officer of Kyobo Life Insurance; Jeong Eun Shin, Vice President, LG Electronics; and Yongha Oh, Vice President, LOTTE Corporation. Photo: UN
Women/Hwang Chang Kyu

In the first session, leaders from four companies engaged in an interactive dialogue with moderator Ahjung Lee
from UN Women. They shared insights on how their organizations have successfully nurtured women's talent and
fostered a corporate culture that enhances work-life balance for both women and men.

Gwanheum Song, Managing Director of Body, Exterior, and Chassis Engineering at GM Korea, stressed that, based
on research, cultivating an inclusive work environment is essential for driving corporate growth.

Kumjoo Huh, G20 Empower Alliance Korea Private Sector Representative and External Affairs Officer at Kyobo Life
Insurance, emphasized the importance of inclusivity, stating, "To meet rapidly changing customer demands, we
need innovative products and services, which are best developed in a culture of inclusivity."

Yongha Oh, Vice President of LOTTE Corporation, shared the company’s automatic parental leave policy, which
alleviates the burden on employees by making leave applications seamless and normalized for both women and
men. After a decade of implementing this policy, LOTTE achieved a birthrate of 2.05 per 100 employees and their
spouses—more than double the Korean national average.

Jeong Eun Shin, Vice President of LG Electronics, highlighted how policies such as parental leave for men and
flexible work arrangements can create an environment conducive to attracting and retaining talents, both women
and men, thereby boosting the company’s global competitiveness.
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(from left) Janelle Weissman, Head of External Relations at UN Women Regional Office for Asia and the Pacific; Tara Shrestha Carney, Economist and
Author of the PwC Women in Work Index (2019-2024); Jonghun Sun, DEI Initiative Team Lead at Root Impact and Ph.D. in Industrial and
Organizational Psychology; and Fiona Lee, People Data Scientist at Pinterest (participating virtually). Photo: UN Women/Hwang Chang Kyu

In the Expert Presentations Session, led by Janelle Weissman, Head of External Relations at UN Women Regional
Office for Asia and the Pacific, experts shared their latest research findings. Tara Shrestha Carney, Economist and
Author of the PwC Women in Work Index (2019-2024), opened the session with a compelling presentation on the
economic benefits of gender parity. "Closing the gender pay gap could increase total income for women across
OECD countries by $2 trillion annually," she explained.

Fiona Lee, People Data Scientist at Pinterest, shared how women receive 22% more feedback focused on
personality traits and are seven times more likely to receive negative feedback compared to men. Drawing from
her research, she emphasized the importance of implementing behavior- and data-driven evaluation standards to
ensure fair and equitable performance assessments.

Jonghun Sun, Root Impact DEI Initiative Team Lead, presented research demonstrating that skills gained through
childcare and household responsibilities—such as communication and multitasking—equip mothers with valuable
competencies essential for professional success. She advocated for redefining the qualities of a "good employee,’
emphasizing that women with career gaps due to caregiving should be recognized as “talent” rather than being
perceived as having career interruptions.
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(from left) Katja Freiwald, Women's Economic Empowerment & Migration Lead, UN Women Regional Office for Asia and the Pacific; Okkeun Cho,
Senior Manager, People Strategy Team, Lotte Group; Maheran Ahmad, Senior Manager, Diversity, Equity and Inclusion, Deloitte Southeast Asia & Asia
Pacific; Jeongtae Kim, CEO, Merry Year Social Company; Ahjung Lee, External Relations Specialist, UN Women Centre of Excellence for Gender
Equality (from the left); and Heidi Xu, APAC HR Solution Director & APAC Chair of Women Inclusion Network, Dow. Photo: UN Women/Hwang Chang
Kyu

Following the two main sessions, two thematic workshops were held.

The first workshop, led by Katja Freiwald, Women's Economic Empowerment & Migration Lead at the UN Women
Regional Office for Asia and the Pacific, explored effective DEI policy development and implementation, drawing
on examples from Women’'s Empowerment Principles (WEPs) signatories.

Jeongtae Kim, CEO of Merry Year Social Company (MYSC) in ROK, shared how his organization is using a WEPs-
based pre-investment screening tool co-developed with the Centre. "We try to use our power and influence as an
investor to set WEPs as a standard so that our investees become more committed to gender equality, he
explained.

Okkeun Cho, Senior Manager of the People Strategy Team at Lotte Group, further elaborated on the philosophy
behind Lotte’s long-term implementation of family-friendly policies and the importance of sustaining a policy over
along term.

Maheran Ahmad, Senior Manager for DEI at Deloitte Southeast Asia & Asia Pacific, presented how implementing
DEI KPIs within the WEPs framework has provided clarity on the company’s progress and areas for improvement
and thereby helped them create a better workplace culture.

Heidi Xu, APAC HR Solution Director and APAC Chair of the Women Inclusion Network at Dow, shared the
company’s neutral interviewers initiative to reduce biases in recruitment and attract more diverse talent. This
program ensures that all interview panels include a trained, neutral interviewer to promote inclusive interviewing
and fair processes.

Gary Ford, Co-founder of Men for Inclusion explains inclusive team building. Photo: UN Women/Hwang Chang Kyu

The second workshop focused on inclusive leadership and team building, featuring Gary Ford, Co-founder of Men
for Inclusion and Inclusive Leadership Consultant at the Centre. Drawing on compelling survey results, he
illustrated how ‘accidental sexism'’ persists across the private sector and stressed the critical need to foster an
inclusive culture where everyone feels they have a fair opportunity to pursue the career they aspire to. He shared
practical tips to help participants make conscious efforts to become inclusive leaders. “If you want your
organization to be recognized as a leader in inclusive culture, you must take the lead personally,” he urged.
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