


Debra Ruh:	Hello everyone. This is Debra Ruh and this is Human Potential at Work. Today, I’m really excited to interview Rob Neuhauser from Munich Germany. And Rob, I want to make sure I said your last name correctly but welcome so much to the program.
Rob Neuhauser:	Thanks a lot. I’m happy to be here.
Debra:	So Rob, how do you pronounce your name?
Rob:	It’s… it’s Hobert Noihouser. This is kind of the way we pronounce it but I’m happy with anything that people try because this is also kind of how I love things being different.
Debra:	I love the way you say it. That’s very beautiful. I love your German accent. I just said it with a southern American accent so it sounded very different from the way you said it. But Rob, I’ve had the pleasure to interview you before. I interviewed you with my co-host Antonio and Neil on AXSChat and I was so impressed with the interview.

	So, we’re going to add a link to that interview for everyone if you want to go back and listen to it. It’s very very rich. And from that interview, I really wanted Rob to come back on because he was talking about Siemens having five generations working for them and we were also talking about unconscious bias. So, I want to continue that conversation. So, Rob, before we begin the interview, would you mind telling the audience more about you and your position at Siemens and just who you are?
Rob:	I’ll try. So, currently, I’m at Siemens Global, responsible for people and leadership which includes also diversity and inclusion topics all around Siemens. Beyond that, I’m responsible for pipeline and placement for our top 300 function at Siemens globally and the hype up towards this as well as for all things about how we do performance management, how do we do career development at Siemens. So, that are kind of the things I’m responsible for every month.

	However, about me, I didn’t spend all my life in HR. indeed, I come from the science and research side. Spent quite some time as an R&D engineer in manufacturing and also have responsibility on C level running large organizations large business at telson years and also in our industry sector. So, I’m coming from the business side of things but now joined the people in human resource side of things which I’ve truly enjoyed.
Debra:	I agree. I think that’s very interesting combining those two together because with everything that’s happening with us as human beings and artificial intelligence and all of the stuff, I think that kind of background  probably makes you richer at the job that you’re doing so you know…
Rob:	Helps sometimes.
Debra:	Yes. So, I assume a lot of my listeners know who Siemens is but, will you… will you just talk a little bit about Siemens. I know you’re a multinational brand but, tell the audience just in case people… you know, just update the audience on Siemens.
Rob:	Yes. So, Siemens is… basically, I would describe it as a technology and engineering company that’s active in field from healthcare to power generation, power distribution to industry automation and we always say we try to do things that matter. So, in terms of that really make life better be it in house care, be it in better manufacturing, better process industries things like that and this… this we do globally. So, basically, all over the globe in 190 countries worldwide. So, this is also a part of… why I love Siemens; it’s not only about the breath of technology and engineering, it’s also about being everywhere in the globe and seeing all different ways of thinking about things. So, that’s beautiful.
Debra:	Yes. And Siemens has been around a really long time too. Where is Siemens’ corporate headquarters? Like you said, 190 countries. Wow. But, where do you all call home?
Rob:	So, basically, the headquarter of Siemens is in Germany; in Munich and Berlin. But honestly as you said, we’re around now for such a long time so basically there are various areas in the world where people already start consider Siemens as being part of that country or that country because they saw it for a long time…
Debra:	I agree.
Rob:	And that’s something cool.
Debra:	And I would have… I would have just assume that you know, it’s an American. That you belong to us because we know, we’ve known Siemens in the United States forever. So… but I… I do that sometimes and then realize, well, actually you’re headquartered in Germany along with some other amazing countries, I mean companies there. So…
Rob:	Yes.
Debra:	So, I was so impressed with the interview that we did with you at the AXSChat. I was very impressed with your leadership skills. And so, you talked a little bit about that but let’s talk a little bit more about your people, leadership skills and how it… how it really… you know, everything you’re talking about; all the technology changes, all of the disruption that's happening in the world which is exciting and stressful. How in the world are you taking all of these and applying it to your people skills and your leadership skills at Siemens.
Rob:	I think, one… and this basically links back to what I just said. So, Siemens has a history of basically reinventing itself permanently which probably makes us as stable as we are…
Debra:	Right.
Rob:	Because we’re around for a long time because exactly out of this… so, this is one part. The second part, so this is kind of in our genes; reinventing yourself. There’s another part that you see in the outside world currently where we see how the businesses changing from pretty predictable business to businesses that are pretty unpredictable where you have to reinvent yourself permanently.
Debra:	Right.
Rob:	And this has from all of you accelerated over the last couple of years. And so, we put a lot of effort also in when we develop leaders, when we talk about leaderships and how do we drive adaptability. How do we help people explore things rather than trying to build the perfect machine for a perfectly planned world which is no longer true.
Debra:	Right.
Rob:	We’re going… how do you do this now in the world where you can’t plan 10 years ahead? So, that are the things that we care about and they’re coming so many things together and this is about the skills and how do I explore things? But, it’s also in what… that was what we talked about at the chat to some extent. How do we deal with this change? How do we deal with different viewpoints on things? How do we deal with this diversity?
Debra:	Right.
Rob:	And if I remember what we were talking about in our chat, they’re both quite a discussion about Siemens is used to have basically five generations…
Debra:	Right.
Rob:	Of age in the company and there are a couple of people that ask us, how do you deal with this challenge? Yes. And I would sometimes tend to turn it around to, yes, sometimes it’s a challenge but we could also see the other way around. We are used, we are used since hundred years and more to deal with the fact that we have people from different countries, from different ages, from different backgrounds and we thought include them in our company and what for some seems like a challenge can turn around that helps to stay flexible. That’s fascinating.
Debra:	Right. And almost seems like it’s part of the DNA of Siemens. You’ve been around a hundred years. How many employees does Siemens have approximately all over the hundred…
Rob:	Approximately… approximately 370,000.
Debra:	Wow.
Rob:	So, quite a few.
Debra:	That’s quite a few employees. 375,000 and five generations. That’s what fascinated me. When you said that Siemens had five generations working for you, I… you know, often when we’re in these conversations, we’re talking about the baby boomer generations or the millennial generation, to be honest, we’re talking more about the millennial generation than anything but, five generations, that I was so fascinated about. And I was also fascinated with the training that you had been doing and leading on unconscious bias.

	I think that’s… I know that we all have unconscious bias but, it’s unconscious Rob. So, how do I know that I have… it’s fascinating to watch yourself realize that you have an unconscious bias but how you… and it seems to me partially after list… you know, reading on… reading up on you and interviewing you before that once again, this is part of who Siemens is. Siemens welcomes this diversity because it applies to the innovation and it’s who Siemens is at the core of your identity but still, five generations, that’s very interesting to me and I was wondering if you would explore that a little bit more.
Rob:	Yes. Yes. And you can probably look at it from very different viewpoints. Indeed, referring also to what we discussed before, indeed I think it’s a strength to have five generations and trying to see now which is interesting. A couple of the high-tech, the young high-tech companies, the fast growing once, they come to us now, “how can you do this? Because we’re not used to it. We’re used to having one generation and now, we’re becoming mature and we have to deal with this. How do you at Siemens do this?” so, sometimes it makes us proud to some extent when suddenly those shining companies come back to, “could you let us know how you do it?”

	I think there are a couple of things about unconscious bias that I want to share. The first thing obviously, unconscious bias is not big per se. it’s something as you said that everyone of us has.
Debra:	Right.
Rob:	But what we put a lot of effort into is specifically in this diverse company, Siemens, that people are aware of their unconscious bias because it can become very inefficient even. Inefficient if people are not aware because it creates a lot of unhelpful challenges intentions. So, we put a lot of effort in making things conscious. A nice… then always the question, how do you get people become conscious about their unconscious biases?
Debra:	Right.
Rob:	And we worry quite a bit on how can we do this but sharing an anecdote, we decided then to develop a training on unconscious bias to make people aware of. But then, we thought, how do we get in the brains of our engineers so they accept this? And then people… then we talked to people as if, “look, you could use the fact that engineers want to understand things.” And so, we didn’t do a training kind of, “look, this is kind of the culture impact or this is how this drives efficiency.” We did a training where we tell you how your brain works and that’s something to our total surprise pick up dramatically because indeed, people that, “oh. This is interesting. I’m not interested in unconscious bias per se but I’m interested in how my brain works.”
Debra:	Right.
Rob:	We put the whole training around this and put this an online training. A roundabout two hours online training. And in the meantime, more than 200,000 of our employees have taken this training voluntarily. So, it’s not something we forced on them but just because of that, “oh. This is interesting. This is like a Ted Talk learning about something.” And that’s how we naturally try to sneak into the heads of our engineers and make them aware of those topics unconscious bias that drives their decisions.
Debra:	Which is so powerful. I remember one time I was part of a team in the bank. I was in the banking industry for 25 years and it was a very dysfunctional team. It was one of the most dysfunctional teams I’ve ever been part of and they decided to do some training and it was the, I’m going to forget the name of it but, it’s that training where you figure out what kind of personality you have. They… I’m forgetting what that’s called but, one thing that I learned from that training that I just had never thought about was that I’m a very outgoing personality. But when I’m really in the middle of something and you come in and distract me, I completely forget where I am and it causes me to be not as productive. And also I learned that some of my co-workers, they’re always like that.

	So, when I would start feeling my energy getting low, I wanted to jump up, grab a cup of coffee and go and chat with somebody about maybe something I was working on because that’s how I process the information. But some of my co-workers, that was the worst thing I could do because I leave them almost shattered. I get the energy I need and I go back and then I’m productive but they’re like picking up the pieces because their brains work differently.
Rob:	Yes.
Debra:	And I know that’s not unconscious bias but at the same time, as you said Rob, this is how our brains work. So, understanding that our brains work differently… Myers-Briggs, yes.
Rob:	Yes.
Debra:	My producer threw that in the window. Thank you Doug. A Myers-Briggs, yes. And so… but it did allowed me to be a better co-worker to my… and our team actually got much more healthy. And so, I love that you’re thinking about it from the perspective of how does your brain works especially when you’re talking to engineers. And so, how are the engineers responding to this? Are you finding… are they making comments that… like that… what I was saying that I didn’t realize that when I burst into somebody’s office so that I can energize that I was actually stealing some energy from them and then they have to figure out how to energize themselves. And then of course, I’m interrupting… anyway, all of these different things of how our brains work so that we can support each other and be more innovative.
Rob:	Yes. So, actually, because you asked how did they… how did they react. I think, the best reaction that they showed is basically that there was this the fact that voluntary, so many people took the training because that’s… because they talk to each other and obviously, one said to the other, “do this. It’s worth the effort.” So, I think this is one of the strongest comments that you could give about or…
Debra:	Yes.
Rob:	What… and rightfully what you said, it’s about collaboration but specifically also in business life, it’s also about decision making. Because you take decisions permanently be it recruiting, be it business decisions, be it promotion decision.

	So, a lot of decisions and all of them, you need to understand that your unconscious biases drive in the background quite a bit of the decision making. And so, there’s one part that we invest into making that aware if you’re, “oh. I’m in danger to make an unconscious biased decision at this very moment.” But there’s also another part to it. In some areas, you actively need to slow down and provide structured processes.

	So, that’s not only “oh. I’m conscious. Now that I might take wrong decision or a biased decision but also really slowing down.” for example, in recruiting processes. No, it’s not about your gut feeling, “this is a good one” it’s about before you meet someone, write down exactly what you expect from this job. To be as neutral as possible. To take time to think about it because otherwise, even if you are aware of your unconscious bias, if you do not slow down actively and structure some of the things, you’re still in danger to make the wrong decision. There are all those stuff about structured interviews, about deliberately diverse interview panels for promotions, just taking the time giving the structure to not be override by this unconscious biases. So, it’s both awareness and processes to some extent.
Debra:	Right. And applying it. Will you give us some examples of some unconscious bias? Especially that you see in the recruiting. Because I know that Siemens is very committed to diversity and inclusion in the biggest sense of the word including audiences that I care about including people with disabilities. I mean, very very conscious about it. Siemens is one of the best in my eyes.
Rob:	Thanks. We love it because we put a lot of effort into that. There are many that come unconscious bias about religions, about countries, about gender, everything. One of the strong ones is the similarity bias. There like things that are similar to me. That are known to me. That are familiar. And because you mentioned the recruiting part, this is sometimes difficult because then systems tend to reproduce themselves permanently.
Debra:	Right.
Rob:	Because basically, people hire people that are similar to them. In a fast changing world, this is sometimes not the right thing to do because sometimes, you should hire people that think differently to different people. That for example one of those biases that is very important for us to understand it. Don’t do the Minnie me problem. Don’t hire people that are similar to you. It might be exactly the wrong decision.
Debra:	But what’s interesting is that that is what people do.
Rob:	Yes.
Debra:	People hire people that are like them. That they feel they can identify with. So, it is really really built into who we are. How do we break that bias? I know you break the bias by the work that you’re doing. But it’s interesting because we tend to hire people that are like us. We do.
Rob:	Yes.
Debra:	So…
Rob:	It’s interesting. What we’re trying to do, I said, awareness is one part processes. In some cases also, technology helps.
Debra:	Right.
Rob:	Yes. Because technology and unconscious bias is a difficult thing. Because on the one hand side, technology can help you to reduce bias because the machine is not a human being.
Debra:	Right.
Rob:	On the other hand, we also know that specifically, artificial intelligence based systems learn from us and learn from past decisions. So, sometimes, those artificial intelligence systems are at least as biased as people are because they learn from biased people. So, this is something that we put quite a bit of effort into currently. Like what are digital tools that help us to reduce bias in decision making and being careful about what are tools that make the bias even systematic which is probably the worst thing you want to have. Worst thing to have. So, that’s a fascinating field currently also on how this helps. I can give a few examples if you want.
Debra:	Yes. Do. Do give a few examples. Because I imagine, some people are thinking, “wow. This is a really deep conversation.” But what’s interesting is, if we don’t deal with our unconscious bias, we’re not going to have as diverse teams as we need to have the innovation we need. Siemens is all about innovation. And as you said, and if we’re not careful, then we’re taking and we’re programming our unconscious bias right into our technology…
Rob:	Right.
Debra:	Artificial intelligence and I’ve got some good examples of that but let’s hear some good examples from you.
Rob:	So, I think a nice… I think there are lots of very good examples out there in the world. But a nice one that I really like is a program that we run in the UK; this interviewing apprentices. And it was kind of a game that we gave to the candidates that basically they could do if they wanted. We didn’t force them but just, “if you want, you can do this.” Because it tries by psychometric testing to test a couple of behavioural characteristics. And you can bring them to the interview if you want. You’re not forced to but if you want, then we can then probably even find out better whether you would perfectly fit into the Siemens space.

	The interesting thing was, it basically put a structure into the behavioural characteristics of people so that you have on paper a structured profile that you were able to discuss that strong here because they’re strong here, how will this fit? This automatically brought the whole discussion away from, “oh. I like this person.” Which is strongly given by unconscious bias to, “oh. This is an interesting profile. It might fit over here.” taking out a lot of this bias. And the interesting thing that we realized is, we more than double, more than doubled the amount of female candidates that made it through those interview steps just because of that. No other programs.
Debra:	Wow.
Rob:	Just removing the unconscious bias of typically, there were a lot of male candidates so I hire male candidates. Yes. Amazing. Very simple tool. Very cool tool. By the way, I did it myself. It’s so fun to play.
Debra:	That is so cool. And also, once again, thinking of five generations. I was invited to go to China a few years ago with 75 other women, female leaders and I remember, it was a wonderful conference.

	We were talking about all the different generations which many of them were still having and how we could resolve them. but at one point, and just a side conversation, I was… there was a younger woman to me about 15 20 years younger than me and then the other four women in the conversation were all around my age and the younger woman said, “you know, I think women your age need to be doing a better job of mentoring the younger women.” And I of course totally agreed with that but I was surprised that four of the other women, all started saying, “I’m not going to… I’m not going to mentor those millennials. They’re a bunch of brats.” And they’re, “all they do is look at their…” and I was… and I was really shocked.

	I was shocked. Because you know, these are women … this was years ago but still, these are women leaders. And so, I was really really shocked by that. And so, I started gently or not gently pushing back in saying, “wait a minute. We have to do better than those before us.” and so, we know all the millennial women are not brat. I was just really surprised at the response and I pushed back and we started talking about it. But there…

	How are you dealing with the generational things like that? Because you know, I’m hearing… I’m very active on social media and I’ve seen some younger people saying out there “we just wish you baby boomers would just be quiet and retire.” Well, we don’t want to retire. We want to keep giving back. We want to add value and we’re not trying to take anything from you but there are still a lot of push back generationally. And so, how does the work that you’re doing with the unconscious bias help with some of those known issues and then like, as you know, you get into the cultural issues.

	Well, the Germans are smarter than the… we all think the Germans are so smart. Right? And they are smart but then, we’re generalizing. So, there’s a lot of layers that you start getting into. And I’m going to throw one more hard thing at you, and then you get into… sometimes, I think about a person that has autism and the way their brain works which is very beneficial to the corporation. So, it’s just such a nuance problem. So, I threw a lot at you Rob but…
Rob:	No. I like this. I think there are… first of all, I share your observation. In some cases, you’ll find exactly those stereo type boxes that people put on other people. And indeed, it relates… it relates back to what creates those boxes.

	Make people aware what they just did but it just again put a box around it. And this… this is… this awareness is important. Probably also another part, not on the awareness but rather changing people’s mind in terms of, “oh. This person is different. This is inefficient because it seems to be more difficult to communicate because this person is different therefore it’s bad because it’s not efficient.” Changing also this mentally at, “look. In the world we are in now right now, that is not plannable. Not predictable. It’s less about efficiency; it’s about different viewpoints. Being robust against changes.” So, even, even if it would be that this person is different, that sometimes if she or he is not but even if it’s so, this is good. This is good because it makes us robust and innovative. So, this is also I think an important part.
Debra:	I think so too.
Rob:	May I make a comment on the generational topic?
Debra:	Yes.
Rob:	Because… often, I see that we might make sometimes a mistake about talking about generations. Because we… we basically say, “This is the generation set. That’s the millennials.” Why observed is what is true and proven by many many research. A lot of research, on average, we see differences in the generations. However, the distributions of people within those generations is so broad. There are millennials that show behaviour that you wouldn’t expect from the stereo type; stereo type of a baby boomer generation.
Debra:	Right.
Rob:	And the other way around. So, I think one thing that I sometimes miss in this discussion is yes. On average, they’re different. But there are broad distributions of people under this and they’re completely overlapping. So, don’t stereo type also on the generations. It’s not true.
Debra:	I agree.
Rob:	Sorry. This was something that I… that someone…
Debra:	No. no. I agree. It’s… I turned 60 which is mind boggling to my head and I started… right out of the gate, I saw an article, that was a really good article but they said, “60 is the new 50” and I’ve seen so many articles like that. 40 is the new 20. And I thought, I love the article and I reposted it but I said, “I don’t agree that 60 is the new 50. 60 is the new 60 and 60 is pretty darn cool and 70 is the new 70.” And I think sometimes…
Rob:	It’s a cool thing to…
Debra:	We accidentally make it worst. Right? Because I don’t want to tell… I have been blessed to… I’ve just been invited to lead women in tech… women in tech taskforce for the UN for the United States. I’m so excited about it because…
Rob:	Wow.
Debra:	What I think I can bring to these conversations is let’s not just assume all men are bad. Right? So, this is all the same conversations. I never want to see a panel that’s all women talking about technology. I’d like to see maybe all women and one man. That’s fine with that. I also don’t want to see all men. And I think that there’s value as you know in seeing men and women from different cultures and different backgrounds and this is something we’re learning as society but I just think it’s interesting. At the same time, as I become an elder, alright, I am an elder, I need to make sure that the younger generation knows it’s cool.

	It’s really fun where I am. I’m trying to decide do I go grey, do I… there’s so many issues and I’m trying to really think about them from “do I have some unconscious bias?” and I started going a little bit grey, my sister freaked out and said, “what are you doing? You look so much older.” My mechanic Rob said to me, “You know, you’ve lost weight recently. You look great. You would look even better if you would dye your hair. You’d look 20 years younger.” And I’m afraid of those kind of comments. Right?
Rob:	Yes.
Debra:	And those are just superficial but at the same time, as we’re leading these global conversations Rob, does that mean because I have grey hair that Siemens doesn’t want to employ me? Right? So, these are things we really need to peel apart and look at… which is once again why I was so fascinated with the work that you and your group is doing and also the successes that you’re having. Because I know your… you were telling me about you know, engineers coming to you and saying, “I had no idea. I never thought about it like that.”
Rob:	Yes.
Debra:	So, you know, let’s… do you mind talking a little bit more about the training you’re doing and the surprises that you see you’re team you know, exploring? And also Rob, I think we should say this because a lot of corporations listen to this program but, how was  it adding innovation to the bottom line? How was it… because you know, very good to have profits; profit, planet, people, purpose the sustainable development goals. Siemens is leading in all these but, how are these efforts that you’re making to really peel back all these layers adding real value to Siemens?
Rob:	There’s a lot of conscious questions in…
Debra:	Right. I’m throwing you a lot.
Rob:	I’ll try… try to do my best. So, for the trainings, indeed, I mentioned for example, we do quite a bit of online trainings meeting into the heads of our engineers. At the same time, also, we spend quite some time in workshop trainings.

	There’s also top management involved. Our board members involved talking about this also sharing quite openly examples where they basically showed their unconscious bias and it led to strange decisions which helps people to accept that this is something normal but you have to be aware of. I think that there are things in the training site that are important. Also, tone from the top in that sense. That’s we’re leading.

	Another thing and I try to mention this already and that we put quite a bit of effort in, if you want to work on diversity and inclusion, you need to accept… I said before that people feel if they are in a uniformed group, it feels comfortable. It feels efficient. So, it will be stupid to tell people, “look. It’s more comfortable, comfortable to be in another’s group.” Because it’s not. It’s also not true if you tell them, “look. It’s more efficient.” It is not. It’s more difficult.

	It’s less comfortable normally to fight for what is true if people have different viewpoints. But, in all our businesses, we are in businesses where the world is moving that quickly and it might move in Asia different to the US. if you want to find the next generation of business, you better understand how the viewpoints from Asian perspective is what the viewpoint from yes perspective and what might be the viewpoint of someone who spent 30 years in an industry buying new product and what might be the viewpoint of a person that is two years in an industry wanting to buy a product.

	So, that’s also what we try to really analytically get into the brains of our people that we accept that it’s not feeling comfortable. Sometimes it’s even problematic but it’s okay because it’s much more important that they have those different viewpoints. That’s what we try to drive. And you all know that it is different if someone has 20 years of experience. He or she can give advices that someone can’t give who is two years. This is not bad nor good. It’s just different. It is good. That’s…
Debra:	Rob. Rob. I deal with a lot of corporations all over the world and I… I’m just curious, why did Siemens understand that this was so important? Because Siemens is leading these conversations. Really leading the conversations on unconscious bias and being sure you truly have a diverse population. I love the example you gave about you’re doing that recruiting in a certain way and you realized that all of a sudden, you’re hiring more women engineers. I love that one. And more engineers of diverse backgrounds.

	How did it… how did this get on Siemens’ radar? How did you even know to do this? And by the way… and then I’m going to ask you how other leaders can join you but I’ll let you…
Rob:	Yes.
Debra:	Answer that first.
Rob:	First of all, let me make a comment. This is… fighting for diversity and inclusion is always something you have to fight for.
Debra:	Yes.
Rob:	And you’re never perfect. And if I look at Siemens, while I’m proud of a lot of things, you see also a lot of things where there are still a lot of work to do. Yes. This I think also is important. I think for Siemens, one thing helped indeed that we were multicultural multi age a help.

	So, we have knocked the problem that we have a minority of older people. It is not a big part but they are part of our population. We have no minority of US people in the company. Know it’s around about 80,000 of them. So, in that sense, it helps because diversity is kind of normal in many cases to us. This helps.

	Beyond that is also about people who really drive the topic specifically also people that are visible. So, a couple of our board members; Janina-Kugel, Cedrik Neike, they’re very very outspoken on those topics and that also makes a difference. We always can debate, “does hierarchy make a difference?” yes. It makes a difference and it helps. So that are… that are for sure things. History, that helps us but also individual people that really drives things forward.
Debra:	I think the reason why I was so excited about the story is because Siemens is a gigantic you know long lived corporation and like you said, multicultural, multidimension, multigenerational and so, it’s exciting to me that all these stuff is happening. And I know that I could talk to you for ever and ever but, I want to ask you one more question and then I’m going to ask you about how you can help others but, we’ve talked about this a little bit Rob but, how is all of the stuff that you’re doing; the unconscious bias, making sure all the cultures are included, the generations, diversity inclusion, how is it tying to the work that you’re doing with the new technologies or the artificial intelligence, the robotics, the wearable’s, all these really cool things that are happening in the world but at the same time, there are a lot of people that are terrified. You know, artificial intelligence is going to kill us all which I don’t buy that. I buy that artificial intelligence is going to improve our lives if we let it. but, how does all these work that you’re doing to make sure you’re getting it right with your teams helping make sure that Siemens is ahead of the pack when it comes to this new technology like artificial intelligence and robotic and stuff? I know I have big questions.
Rob:	There are many base grounds to this. I’ll… I think one is exactly those areas are probably the fastest moving and the most unpredictable ones.
Debra:	Yes.
Rob:	So, whatever we put this effort in diversity and inclusion driving innovation helps us to drive those things forward. There’s a second thing I think that’s becoming more and more important; social acceptance of many of those technology becomes key. If you want to drive those technologies, it’s not about the technology only it’s also driving the social acceptance of those technology and also driving limit settings for those technologies.

	So, this goes far beyond just the technical innovation. It’s really about how do people feel. And this is something that’s about discussion. This is about ethics. This is about ethics from multiple perspectives. And so, this might sound a bit far out but I strongly believe one part of this innovation technology is even more so belief, you need to shape those technologies and for this, we need diverse viewpoints to get the ethics discussion right otherwise, we would have killed the technology by not being ready on the ethics side. So, that is kind of two viewpoints on a big question that you were asking.
Debra:	I know. And it is a big question but, I take comfort in knowing that you’re thinking about these. And you’re not just thinking about it; you’re actually digging into it and you’re making sure that you’re addressing the unconscious bias. You already have five generations. You already have 375,000 employees and 190 countries. I think people should be hopeful about what’s happening at Siemens.

	So, alright, now, for the big question, so, I’m a corporation and I’m listening to what you’re saying and I’m thinking, “oh no. we haven’t even started this.” What would you recommend for leader… for leaders to begin this conversation? Where do they even start? Can they… you know, can they get advice from Siemens? How do they even join these conversations?
Rob:	Honestly, I’m careful in giving advice because I always feel we learn much more from all the others than we can give advice. Perhaps, what I learned at least in our company, in our company is always link it not only to the ethical responsibility to include people but also link it to a tangible business topic in terms of, look, this is not just because we want to be nice; it’s a thing by itself which is good but it directly link to the business. We are I said in the business that are innovative and unpredictable.

	We need to be robust. This helps us because sometimes, this opens the filter. Talking to people much easier than talking about complex social aspects of diversity. And then, as soon as the filters got opened a bit then you can talk about it. so, this might be one of the things; link it to business topics and not just artificially but really become, how do you say this in English, be inspiring about really how this links to your business.
Debra:	Yes.
Rob:	And then, beyond that is really just what I said, invest in in awareness, invest in processes and slow down of decision making in point where this makes… where it’s important and then just have fun in driving it because…
Debra:	I agree.
Rob:	People would recognize.
Debra:	I agree. I agree. And have the courage to get out there and talk about what you’re doing which is what you’re doing Rob. And I did threw a lot of very complex questions to you but, you did a really good job with it. So, I think Rob is somebody that you should all be tracking.

	And tell the audience how they can learn more about the work that you’re doing. I know they can go to siemens.com but, I know that you’re on Twitter and other places but, if you had some links that you wanted to you know give the audience. You know, how could they find out more about what you’re doing?
Rob:	I think following on Twitter might… Twitter and LinkedIn might be the best way. Just check out my profile there and see what’s there. It’s more about Siemens and the thoughts of Siemens. Just do it.
Debra:	Yes. And you know, Siemens has a really good reputation. I know when I think of Siemens, I think of Siemens very fondly. It’s interesting how we decide in our minds who are the good and the troubling you know, corporations which is unconscious bias too but…
Rob:	Yes.
Debra:	In some cases. But I really appreciate Siemens in what they’re doing and what they’re doing around the world and I really really appreciate your leadership and that you are willing to get it and talk about this and once again say, “we’re not perfect; we’re figuring this out right now.” but you’re having these conversations. You’re having the conversations of how do we really truly be more diverse. And I’m going to ask you one more question and I promise I’ll stop.

	One thing that we’re seeing especially in the United States is that, we’re talking about diversity and inclusion or disabilities in inclusion. A topic that I care a lot about. But if you’re not having those conversations in this broad way; talking about unconscious bias, talking about the generations, I don’t think that we’re going to be as successful and I think we’re going to keep adding our unconscious bias to the workforce, to the generations and certainly to technologies that we’re trying to build to improve the lives of everybody. So, I just… maybe you could just comment on that and then I promise I will let you go.
Rob:	No. I…
Debra:	You’re on for…
Rob:	I think… I think my comment to this is, exactly, I would hundred percent agree to what you said. If you don’t work on those topics, on unconscious bias, if you don’t talk actively about this, we automatically fall back into easy efficiency driven systems that automatically are not diverse, that are automatically not inclusive and they’re significantly worse than diverse and inclusive cultures.
Debra:	Well said. Well said Rob. Well said. So, thank you so much for being on the show. I’m hoping I can talk to you into coming back on the show. I know you and I are going to write an article for Forbes about this and I really recommend the audience join these conversations. Definitely join the conversation.

	We will make sure we put out the AXSChat link with Rob. It was brilliant and we put out his Twitter and his LinkedIn handle but thank you. Thank you for everything you’re doing to change the world Rob. I really appreciate it.
Rob:	Thank you Debra. Same for you. Absolutely.
Debra:	Okay. Thanks. Bye everyone.
[bookmark: _GoBack]Rob:	Bye. 



