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teaching and research institutions in France or abroad, or from public or private research centers.  

In this regard, the issue of diversity and inclusion, one of Teçá Impacto's areas of expertise, aligned with P4F's (Partnership for Forests) interest in providing more in-depth support to women leading socio-environmental impact organizations. This is also an important part of the challenges faced by Schneider & Associados International Business Consultants in empowering businesses that contribute to environmental preservation through the extractivism, cultivation, processing,

Why develop a leadership program for women in socio-biodiversity?

and marketing of sustainable socio-biodiversity products.

Throughout this publication, we address the complexity of socio-biodiversity supply chains, which require the individuals leading these businesses to possess equally complex skills.

We also discuss the challenges that peoples and communities that contribute to biodiversity face in managing these enterprises. These challenges range from land conflicts, such as lack of demarcation and encroachments by mining and logging activities, to highly fragile supply chain logistics and the historical marginalization imposed upon these communities.

To compound the challenges inherent to sociobiodiversity, there is the oppression and violence experienced by women, indigenous peoples, and Black and mixed-race individuals. These are people who often live in remote regions, far from major urban centers, with limited access to public healthcare and formal education. Hence, the reasons for developing this program are large in number.

In addition to detailing the different aspects of the issue, this publication shares the rich experience that came from carrying out a pilot project aiming to empower women in Brazilian socio-biodiversity, as well as analyzes the potential impacts of the initiative. The journey involved researching the topic, listening

About Schneider

Founded by a group of experts in market access, and with extensive experience in small and medium-sized enterprises (SMEs) and international business, Schneider & Associados The implementation of this pilot project has generated a wealth of knowledge, content, reflections, and outcomes in the areas of leadership, gender, and community business management. This report systematizes this journey, but it is not the end of the road. There is an ongoing process to be developed based on the establishment of the Women's Network and the team involved in the initiative. Finally, within a one-year period, an evaluation of the process and the impacts generated on the women and the businesses they lead will be conducted. showing that among the responding organizations operating in the Brazilian Amazon, 75% have women in leadership positions.

Context

Socio-biodiversity and women

In addition to highlighting the growth of female leadership in these roles, the data indicates that women are crucial for the conservation of Brazilian socio-biodiversity. After all, women play important roles in traditional and indigenous communities, engaging in activities such as extractivism, family farming, and other endeavors directly related to the conservation of nature and local culture.

Women are important agents of change in the fight against climate change and for environmental

" "

When we are together, in this moment of leadership, I can appreciate myself more and more, because I am here, and I know where I want to go. A study conducted with forest-dwelling groups in Ethiopia revealed that the participation of women in executive committees, that is, in formal decisionmaking processes, is linked to improved forest management, leading to gains in conservation and livelihood conditions. This indicates that female leadership in decision-making played a crucial role in achieving these outcomes.

Based on empirical evidence gathered from years of working with productive groups in the Brazilian socio-biodiversity context, it is clear that the involvement and leadership of women significantly contribute to generating benefits for their organizations, communities, and forests.

This can be attributed to the cultural tendency of women to prioritize and care for their families and communities. The following image provides a summary of the research results. to the needs of women and their contexts.
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Assessment and Program Design

• • Networking among women increases their confidence and generates ideas. • 57 female socio-biodiversity leaders, divided between active and aspiring leaders.

• 14 female leaders in institutions and entities that support socio-biodiversity.

The script used with the leaders and aspiring leaders was structured around four main themes: This includes exploring excessive workload, oppression, prejudice experienced, and longterm ambitions.

• • Previous experiences with courses and training

programs, to assess their existing knowledge and expertise in various areas.

• • Specific support needs for their individual and professional development.

The script designed for the leaders of support organizations followed a similar structure, adjusted to indirectly gather insights about the target audience. They were also asked to name some influential leaders within their sphere of work.

Quantitative results

The following results refer to the 57 leaders who represent the program's target audience. The data from the support organization leaders was treated separately and used indirectly to calibrate the qualitative analysis and conclusions.

Socioeconomic data

The main socioeconomic data confirms that the 72% are more than 35 years old.

• The youngest woman interviewed was 27 years old.

• The oldest was 71 years old. 

Time in the organization

Level of education

Identified needs

Main needs

nd

Market access, negotiation, marketing, and sales

th

Strategic planning

st

People management, engagement, and emotional intelligence 

Other insights from the interviews

The interview approach was designed not only to gather objective information but also to create a space for women to openly discuss and reflect on various topics that may not be addressed in their day-to-day lives. This process of active listening resulted in a rich and unexpected source of qualitative insights that played a significant role in shaping the program's methodology.

Learning process and the didactic approach

Continuity and follow-up

Many women mentioned that they have taken valuable courses and training programs, but without close monitoring to ensure the practical application of the knowledge gained. As a result, the content tends to get "lost" in their daily lives.

FOR WOMEN, BY WOMEN

The group of women interviewed has had 

Dissemination

All the women interviewed emphasized the importance of sharing knowledge.

Within their communities and the groups they lead there are many women who can benefit from the knowledge they have acquired through structured and practical activities. They expressed the need to share and apply this knowledge effectively.

Create together

The interviewees stressed the importance of involving traditional communities in the content creation process, as it allows for a better understanding of their rights and a stronger sense of belonging.

The interviews themselves were seen as valuable moments by the women, as they felt heard and had the opportunity to reflect on topics that had never crossed 

Getting out of the comfort zone

The pivotal moments in their leadership 

Insecurity and exposure

The majority of the interviewees unanimously expressed the need to feel more confident, especially in public speaking and negotiation. However, as previously discussed, it became evident that what they lack is not just the technical knowledge of these skills, but rather opportunities to get exposure and practice the skills in a safe and structured manner, with guidance and support, in order to overcome their insecurities.

Practical content

The leaders reinforced the need for content that is practical and applicable to daily life.

Support from men

Men's knowledge of gender issues and • • The educational and professional opportunities and experiences during their youth made a significant difference in their stories .

Program design

About the selected leaders

The pilot of the She Leads program, for methodological and budgetary reasons, could only be undertaken with 20 women. So, 20 of the 57 female leaders who had been interviewed

were selected.

The selection criteria considered the leaders' previous or current involvement in P4Fsupported projects, their availability to attend an in-person immersion workshop in April 2023, and the diversity of the group, particularly in terms of race, biomes, productive chains, and socioeconomic conditions. Here are the key details about the selected leaders.

Socioeconomic profile and territorial location

The selected women are divided across Brazil as shown in the following image.

" "

I leave behind insecurity and uncertainty. So now, if they come after me, I will kick back. 
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Supply chain analysis

The following analysis, based on the top five value chains mentioned by the leaders (agriculture, extractivism, artisanal products, honey, and cocoa), reveals a common feature in family farming: optimizing income generation by harnessing the synergy between different socio-biodiversity value chains.

Extractivism often appears in conjunction with various agricultural activities, which, in turn, are also frequently combined with rearing livestock.

Cocoa is interconnected with various other activities such as artisanal products, extractive activities, and honey production.

There is also a clear synergy between the artisanal products and extractive chains, as raw materials for crafts are usually derived from natural seeds and fibers.

The production of honey often works well with extractive activities in natural areas. Additionally, community tourism is an interesting complement

Cocoa

Honey 5 5 3

How to read these charts

The number displayed outside the hexagon indicates the frequency with which the value chain was mentioned by the participants. The size of the hexagons reflects this frequency and, therefore, the significance of the activity within the organizations they are associated with.

The number in italics inside the hexagon shows how many times other value chains were mentioned alongside that category.

to artisanal products and extractive products, combining the appeal of nature with the sale of artisanal items. 2 are owners with their partners.

Artisanal products

Out of the 15 women, to whom land tenure applies*, 11 own their land:

73,4% own their land. Their ownership status can be categorized as follows:

Only one is not registered.

The CAF (Cadastro Nacional de Agricultura Familiar) is the main means of access to public policies aimed at Family Farming (FA). When women are registered, they can access credit and participate on their own in various programs. Based on this insight, it was decided to prioritize the socio-emotional aspects, which would be addressed in a safe space during an in-person meeting. The more technical topics would be covered in a condensed manner during the workshop, focusing on the core content and concepts. These would then be further explored and reinforced in subsequent remote sessions, allowing for deeper understanding and application.

Room for exposure

Recognizing the need to help them gain more confidence and acknowledging that opportunities for exposure are rare for women in socio-biodiversity, several activities and challenging moments related to public speaking and selfconfidence were incorporated. However, it was important to create a safe and supportive environment, accompanied by technical guidance, to ensure their success.

Self-awareness

One of the secrets of successful entrepreneurs and leaders is not knowing how to do everything but rather recognizing their strengths and weaknesses. Autonomy is achieved through self-awareness and a structured effort to drive personal development, leveraging strengths, and seeking support to address weaknesses. To support this process, the program includes an Individual Development Plan (IDP).

Main insights and design of the approach

The benchmarking and the listening process yielded valuable insights that provided a strong foundation for the design of the Program for Female Socio-biodiversity Leadership.

Immersion

Taking into consideration the decision to prioritize socio-emotional aspects, it was determined that the ideal format for the in-person workshop would be an immersive experience. This format would ensure a higher level of focus and attention from the participants, as well as provide dedicated spaces and opportunities for continuous exchange of experiences, particularly among themselves. Additionally, supplementary learning activities would be included to enhance the development process.

By women, for women

To value the experience and vast knowledge of the leaders themselves, as well as the weight of the authenticity of their voices and common background, it was decided that the strategy of the learning approach, as well as the facilitation of the presentations, would maximize the sharing of experiences among the participants. Even in more technical topics, where a greater transfer of knowledge and practical tools were expected, it was determined that after the initial presentations of concepts, diverse practical examples from the group would be actively sought. This approach not only empowers and validates the participants, but also allows others to relate to and resonate with the practical examples shared.

Oppression, challenges and difficulties

Virtually all the women shared stories of challenges, hardships, and difficulties that have had a profound impact on their lives.

To pave the way for a positive and constructive vision of the future, it was essential not to overlook these difficult moments. The decision was made to address them in a safe and nurturing environment, allowing the participants to make peace with themselves, grow stronger, and take pride in the women they have become. By acknowledging and embracing their past experiences, the program aims to empower the participants and foster a sense of self-empowerment and resilience.

Program commitment versus strengthening the ability to build partnerships

To meet the technical demands of the participants, there are several organizations and institutions that offer excellent resources, many of which are accessible nationwide or are available remotely. Therefore, rather than including specific content on these topics in the program, the focus shifted towards strengthening the women's ability to foster partnerships and secure collaborations. These skills would not only be valuable in the program but also applicable in various other situations, further empowering the leaders' autonomy.

Multiplication

As leaders, these women not only manage the present but also shape, inspire, and think about future generations. This 

Inspiring women

The leaders' pasts are full of examples of other women or individuals who have had a significant impact on them, often including their mothers, grandmothers, and other community leaders. Understanding the power of these role models, an additional activity was incorporated where they could share stories and information about these inspiring women.

Strategic objectives of the program

From the insights and concepts, the strategic goals of the program were defined:

• • Safer and more confident women.

• • Women more aware of their strengths and weaknesses. 

• •

The logic behind the approach

To achieve the defined objectives, the approach was organized in two blocks:

• • The socio-emotional base, which is the foundation on which knowledge will be built.

• •

The development of the skills that will effectively enable leaders to perform more and better.

Using a fitting analogy, the program was built like a well-designed house, with a strong foundation -the strengthened socio-emotional base. This foundation serves as the support for the entire construction -the practical development phase.

While the house itself may be the most visible part to those looking from the outside, it is the solid foundation that ensures the stability and success of what sits above -the entire project.

Schedule

Duration and distribution of content and activities

The benchmarking study revealed that leadership programs often span several months, and in some cases, over a year, with a combination of in-person and remote activities. For audiences connected to rural and agroforestry sectors, greater emphasis is placed on in-person activities.

Given the constraints of time and resources, the She Leads pilot program had to prioritize the initial in-person activities while carrying out the remaining activities remotely. The program schedule was organized accordingly, as shown in the following chart. 

Process Tools

Intervention proposal

From these initial definitions, the program was divided into three main phases: Assessment, Workshop, and Follow-up and Support, as shown in the image below:

The main challenge was to find the right balance between the socio-emotional and technical topics to be covered during the in-person meeting, a valuable opportunity for personal interaction, direct exchange of experiences, and group activities. We also needed to determine how to address the remaining content during the remote follow-up phase. As a result, the decision was made to focus on essential concepts and practical tips, which would be conveyed through interactive exercises and activities that encourage reflection. Following the principle of "by women, for women," the language used aimed to be clear and relatable, drawing upon the participants' own examples and experiences whenever possible.

It was determined that these topics would be revisited, delved into further, and applied to practical cases within the organizations during the remote group and individual sessions planned for the follow-up and support phase.

The advantage of this approach is that leaders could invite their teams to join these sessions, facilitating the dissemination of knowledge. Any difficulties in accessing the sessions live could be overcome by recording them and then making them available online. This can be achieved through the use of a shared drive or other means of dissemination.

> Encouraging participants themselves to share their experiences with partners and adopted solutions: a network of leaders will be created to promote mutual support and collective.

Topics not directly included in the program

" "

I thought, I cried. I got emotional, my past strengthened me.

The She Leads program was designed as a threeday immersive workshop, held in Brasília from April 26th to 28th, 2023. This format was chosen to ensure that the participants could fully immerse themselves in the program, fostering close interaction, personal and professional exchanges, and allowing for additional activities beyond the main sessions.

days of immersion

Approximately 24 hours of 

Individual Development Plan

The Individual Development Plan (IDP) served as a key tool during the in-person workshop. It provided a structured framework to identify areas for growth, whether that meant acquiring new skills or transforming existing habits. The IDP prompted the participants to engage in guided reflection and respond to the following key questions:

• • What do I want to improve?

Establishing points for improvement and corresponding goals, throughout the workshop.

• • How will this help me?

Reflecting on the need for change, which serves as justification and motivation.

• • What am I going to do to be able to grow?

Establishing practical actions for improvement.

The more practical and specific, the better.

• • Who can I count on?

Using the already established network or seeking new partnerships.

• • How will I know if I have succeeded in developing?

Defining indicators for "proof" of improvement, also focusing on practical points and specific issues.

• • How will I celebrate this achievement?

Reinforcing the importance of celebration.

This image shows the IDP in a summarized format, listing the main points to be worked on.

Download tool

One More! Multiplication Plan

The creation of this tool was not only driven by the fact that the coordination and funding teams attribute great importance to the continuity of activities, but because this demand was expressed by the women themselves during the interviews.

The tool consists of a series of guiding questions, which are as follows:

• • What is your superpower?

A playful way to instigate reflection on personal qualities and encourage self-awareness and the ability to recognize one's own strengths. These questions were worked on throughout the workshop.

• • What can or should I delegate?

This question is connected to an activity in the face-to-face meeting, in which the leaders identify tasks they don't like and/or don't do that could be delegated.

• 

" "

I will do my best to show that our limitations are not weaknesses, but possibilities to ask for help when needed.

Audiovisual products

During the in-person gathering, a video and 6 lowered their score regarding the availability of the tools necessary for their professional development.

6 felt less able to engage and inspire people.

6 felt less able to share their knowledge.

16 believed they had more tools for their personal development.

10 felt more able to prepare a successor.

The scores of some women were lowered in the second evaluation compared to the first. For example:

The program's team interprets this seemingly negative evaluation as the result of a deeper understanding which the training offered to its participants, enabling them to become aware of issues or complexities that had not been considered before. For example, the perception regarding the availability of tools for their professional development does not indicate that they have fewer tools after the gathering, but rather that they have become acquainted with new tools.

In addition, it is worth noting that the leaders generally rated themselves quite positively, with the majority of criteria receiving high scores above 7. This demonstrates their maturity as leaders, their previous training and education, and positive self-esteem, despite the insecurities they may have described.
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In addition to the scores, in the final evaluation, the women were able to leave comments on each question. Some of them provided a deeper insight into the achieved outcome: • • What will I be leaving behind?

The organized findings of these talks, that were recorded on video, show that the leaders:

Reflections gathered in the final evaluation

About motivation About multiplying knowledge

It was a great surprise for me to discover that I was already inspiring someone when I arrived at the meeting. To ensure diversity, the face-to-face meeting brought together leaders from various regions, some of whom had considerable logistical challenges. These challenges not only affected the travel time for the women but also impacted the project's budget, such as rescheduling flights.

For future projects, this challenge should be discussed with the funders in advance in order to find suitable solutions.

Despite the positive learning experience, the period between the initial interview (assessment) and the meeting (approximately two months) was considered long, which left some of the women without support to manage the results of the suggested reflection.

The organizing and coordinating teams need to be more diverse, at least in terms of racial representation.

Lessons learned

As presented in section 2. In practice, the implementation of this phase will be carried out through online group sessions starting in the second semester of 2023. During this period, the topics covered during the workshop will be revisited using the tools and presentations provided. The focus will be on

" "

In my nine years of involvement with cooperativism, this has certainly been the best and most informative course I have ever taken. You can truly help us in our day-to-day activities! CONTENTS applying these concepts to the leaders' projects, organizations, and communities through practical exercises. These group sessions will not only facilitate the continued exchange of experiences but also foster a sense of belonging and shared responsibility for this platform of sharing and mutual empowerment. All sessions will be recorded and made available in the online library for those who may not be able to participate or fully follow them in real-time.

One of the benefits of further exploring technical topics in an online format is the ability to engage other members of organizations and communities.

This expands the scope and impact of the learning process and contributes to proliferating knowledge. In addition, individual support can be provided to address specific needs, facilitating real-world application of the course content.

In the case of the Individual Development Plan (IDP), in addition to the group guidance, individual support will be provided. This is because personal matters may require discretion and a personal approach.

A WhatsApp group has also been set up, and the participants of this first project are actively using it to share news that might be of interest to others as well as other relevant information.

In addition to this organic communication, the project team regularly updates the group with news and technical content, ensuring continuous reinforcement of what they have learned.

It is important to emphasize that this space is more than just a social media platform; it serves as a practical tool for ongoing education and support.

The online library will include exclusive online The learning outcomes of the follow-up phase also include that, over time, the group will take responsibility for the ongoing expansion and maintenance of these tools and channels for sharing and learning. And that, in the future, other project groups may join them.

The program implementation team intends to continue mentoring the group even after the closure of this project and will still use its own network of contacts to refer potential partners to the group members. The planned time frame for the follow-up phase is until the end of 2023.

" "

I really enjoyed all the activities and I'd like to make a request to those who organized and funded this meeting to hold this event again and again. Additionally, starting from the third year, the goal is to establish a Management Committee that will be responsible for autonomously and independently managing the Network.

With all these efforts, it is expected that, within a span of five years, the She Leads Network will comprise 220 female leaders actively engaged in promoting gender equality and safeguarding Brazilian socio-biodiversity.

To achieve this, institutions and backers that prioritize gender equity and recognize the significant impact that women leaders from their organizations and communities can have on the protection and restoration of socio-biodiversity will be invited to join this effort in support of women's leadership. 

  Introduction 1.1. Socio-biodiversity and women 3.1. The workshop proposition 1.2. The challenge of advancing female leadership 3.2. The results of the workshop 3female leadership in the business ecosystem are part of Teçá Impacto's story, a company led by a woman who, throughout her journey, has often had her leadership questioned and has also come to question herself about her potential. Teçá Impacto is a company with a network of consultants, mostly women, whose different stories have been shaped by the complexities of being a woman. Encountering these same dilemmas in such diverse realities within our field of work prompts us to question the added difficulty that comes with being a woman in a leadership role. Women face multiple layers of prejudice, mechanisms of sabotage, and challenges that intersect with gender, race, education, motherhood, guilt over choices, upbringing, behavior, and visions for the future. Despite this concerning landscape, women have emerged as key players in seeking solutions related to food security and forest preservation.

  has over 25 years of experience. During this time, it has established a professional foreign trade training school and has incorporated skills and strategic partnerships aligned with the evolution of the global market, such as fair trade and organic certifications, sustainable supply chain development, socio-environmental impact businesses in socio-biodiversity, cooperativism, entrepreneurship, and leadership, among others. Operating in five languages across the Americas, Europe, and Africa, Schneider & Associados has developed projects and programs, methodologies and planning tools, management and training resources, as well as authored and curated content for clients such as Sebrae, APEX, CNI, FGV, FSC, USAID, UNDP, IDB, and Palladium. to female leaders, and learning from their experiences and needs. It also encompassed the conception and implementation of She Leads

  Enjoy the journey! According to data from the Sustainable Community Business Map, of the 1,042 organizations mapped in Brazil, 78% have women in their boards of directors, and 63% have women on the board of directors and in management positions. The growing participation of women in the leadership of Brazilian socio-biodiversity organizations is reinforced by a study conducted by PPA (Partners for the Amazon) -Pathways to the Amazon in 2022

CONTENTS

  preservation, but they face multiple challenges that negatively impact their ability to make autonomous decisions and implement preservation actions. To mention just a few points, they historically have less access to land ownership, equipment, vehicles, rural infrastructure, and financial resources, as well as having to face domestic violence. Women are also often on the front lines of the impacts of climate change representing 80% of those displaced by natural disasters and climate change worldwide. Due to the gendered division of labor, they are more exposed to insects that carry diseases such as malaria, dengue, and chikungunya. As well as the existing gender inequality, we must add racial and ethnic disparities. Studies show that Black women suffer the most violence, are the primary victims of femicide cases, and have less access to basic rights such as health, income, and education. Indigenous women also face violence and inequalities related to their gender, origin, and race/ethnicity. Female leaders in sociobiodiversity, like all women, face not only violence and challenges related to their gender but also those related to their race, ethnicity, social class, sexual orientation, disabilities -in other words, the intersection of all aspects of their identity. Despite this concerning situation, women have been at the forefront of seeking solutions for food security and forest preservation. For example, Amazonian women play a crucial role in various productive activities such as fishing, community gardens, and agroforestry systems, as well as in the collection, processing, and commercialization of non-timber forest products. It is worth highlighting the specific role of female extractivism in the Brazil nut chain in the Brazilian Amazon, which accounted for nearly half of the forest-related exports and generated approximately 22,000 jobs in 2005. They carry out work that is often invisible and face limited opportunities for equitable participation in decision-making related to land use, forest conservation, and biodiversity. For women to be heard and recognized, they need to have opportunities to take part in their communities, grassroots organizations, and political discussion. Additionally, ensuring their access to land, resources, and comprehensive training, both technical and socio-emotional, becomes vital in promoting gender equity and unlocking a wider range of opportunities for them.

  Aware of the importance of increasing female representation in leadership positions and empowering current women leaders, the question that arises is: "how can we support them?" From the outset, the team responsible for this report recognized that, in addition to confronting the marginalization faced by socio-biodiverse communities, which affects both men and women, it would be essential to address the reality of systemic sexism and all other forms of oppression, such as racism, that affect women. The need for targeted support for female leaders in socio-biodiversity became apparent during a project that sought to assist a cooperative of nontimber forest product producers in the Amazon, led by a woman. Despite an extensive national search, 1.2. The challenge of advancing female leadership no existing programs were found that adequately addressed the specific needs and characteristics of the organization and its leader. It became evident that there was a lack of specialized programs designed for female leadership, considering the unique sociocultural context of family farming and socio-biodiversity in Brazil. After recognizing this need, a team of experts was brought together to develop a proposal to fill this gap. The idea was presented to P4F -Partnerships for Forests, a program dedicated to supporting businesses and initiatives that promote sustainable forest and land use. They embraced the initiative without hesitation and provided the necessary funding for the project. 8 CONTENTS To ensure a solid technical foundation for the training approach to be developed, the first step was to carry out global benchmarking. This research provided valuable insights into best practices and successful models from around the world. Additionally, interviews were conducted with female leaders of producer organizations in the Brazilian socio-biodiversity sector as well as female leaders of support organizations working within this context. These interviews served to gather their experiences, perspectives, and insights, which were instrumental in shaping the design of the program. To test the hypothesis that there were no specific programs tailored to the needs of female leaders in the area of socio-biodiversity, benchmarking research was conducted. The survey mapped 104 initiatives worldwide aimed at empowering women. The initiatives were categorized into programs and courses, articles, platforms, communities, organizations, initiatives, and others. All of them focused on female leadership in various contexts.

••

  Socioeconomic data, to gather accurate information about the interviewees' background and context. • • Personal and professional experiences and aspirations, to identify relevant topics for their socio-emotional development that were not directly related to support and training needs.

  prospecting and selection process was successful in its challenge of ensuring a representative range of peoples and communities who contribute to socioThis racial distribution, although different from the Brazilian average (50.9% Black or mixed race and 0.43% Indigenous, according to the 2010 census), closely aligns with the distribution of the Black and mixed-race population in the North and Northeast regions, which accounted for 80.9% and 74.5% Black and mixed race, respectively, in 2021.Of the interviewees, 75,5% (43 women) come from these two Brazilian regions. Additionally, the higher number of Indigenous women is due to the significant presence of Indigenous populations contributing to Brazilian socio-biodiversity. Given this context, it was considered that, from a racial perspective, the sample is representative of the population defined as the focus of this program.

  The high level of education among the interviewed leaders caught the team's attention, as it is significantly different from the average population in Brazil. In 2019, only 17.4% of individuals over 25 years old had completed higher education. Several ideas and hypotheses were developed to explain this result. Some of them include:• • The contextof leadership in Brazil is likely different from the population average. This is because formal education can be both a cause and a consequence of this position. Access to education is transformative in itself and can encourage individuals to take on leadership roles. At the same time, once in a leadership position, there are multiple demands for improvement, and a university education can partially address them.Experience is also reflected in the length of time they have worked in the organizations. Of the 47 women who answered this question: 76,6% (36 women) had been working for more than 5 years.48,9% (23 women) had been working for more than 10 years.Current leaderAspiring leaderCONTENTSthe increasing popularity of distance learning ("EAD" Universities). As a result, this context has provided leaders with the opportunity to pursue and successfully complete their higher education studies. • • It is also possible that the sampling was influenced by referrals. Most of the interviewees were contacted through partner organizations that work with leaders of well-established organizations, often operating within networks and engaging in export activities. • • Most of the interviewees reported having other leaders who inspired them. Studies show that "behavior models, especially female leaders, can have a strong impact on girls' education. Female leadership does not automatically result in improvements for girls, but women leaders can change social and gender norms, both through policies and legislation and through their own visible example of what girls can achieve" (Rose et al., 2020). • • Additionally, over the past 18 years, there has been an expansion in access to higher education through public policies, the establishment of new universities in more remote areas, and Other relevant results for the design of the program's methodology: that they were not able to retain the learning because of lack of continuity.

  the leaders were able to identify and express spontaneously reveal that their concerns are divided into two groups: technical skills and soft skills, as shown in the image on the previous page. The most mentioned issue was "people management, engagement, and emotional intelligence," revealing a great concern for the work environment and relationships among employees, as well as conflict management techniques, which includes public speaking. The second highest need was "market building, negotiation, sales, and marketing," which highlights the importance of self-confidence when negotiating and the necessary technical skills for market building and negotiation strategies. The third most common need is related to "management of cooperatives and associations," which demonstrates that legal and management issues still deserve support, even for those leading organizations. "Financial management" and "public speaking/selfconfidence" followed as the fourth and fifth most mentioned needs, respectively. Beyond the needs formally expressed during the interviews, other issues relevant to the leaders were mapped out, the most important of which were: Share the knowledge with their communities Based on this analysis, the design of the pilot project was started, guided by the intersection of women's needs and existing initiatives aimed at empowering them. It was noted that there are a much greater number of programs offering technical support to associations and cooperatives than programs focused on enhancing women's socio-emotional skills, confidence, and leadership. A strategy of intervention was chosen based on this market gap, aiming to strengthen female leadership.

  extensive exposure to various training programs and courses. Moreover, their individual journeys have provided them with valuable insights and knowledge. A common and strongly expressed desire among them was the need for content tailored specifically FOR WOMEN, BY WOMEN.

  their minds before. Giving them a voice and listening to their input right from the start positioned the initiative in a unique way. Many of the women expressed a sense of inclusion from the initial contact, appreciating being consulted for the development of such a program and the careful consideration given to their perspectives before implementing any training activities.

  journey, as shared by the majority of the interviewees, were experiences that pushed them beyond their comfort zones. Examples include exporting their products, traveling, visiting major urban centers, and taking on unforeseen responsibilities, among others. These moments presented challenges in their lives, but they were also incredibly enriching and transformative in their path towards becoming leaders. It became evident that such opportunities are scarce in their respective realities.

  their support are important factors in reducing discrimination . Other relevant lessons learned for the development of the program are: • • The context of the interviewed women is very diverse. Access to the internet, formal education, digitalization, knowledge, communities, and different means of communication varies greatly among them. For instance, the distance to an airport can range from less than an hour to a two-day journey. • • The women exhibited different leadership profiles, at different degrees of maturity. • • The life stories of these women are filled with personal, professional, and territorial challenges. Accessing and staying in formal education are initial and foundational challenges in their lives . • • A common milestone in the lives of the interviewees is their participation in social, labor, and/or religious movements . • • Their lives are marked by inspiring individuals (relatives, teachers, professionals). Their accounts relate their leadership roles to the examples they have received from these individuals.
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  of the selected women had not completed primary education.In the initial sample, less than 10% of the leaders had not completed this stage of education.This alarming data reveals that the majority of associations and cooperatives do not provide financial compensation for leadership positions. The need to have several jobs and activities to secure their income is detrimental to both the women, who burden themselves with an excessive workload, as much as the organizations that cannot count on their leaders' dedication to the role. Has their leadership activity as their main source of income.19 Have ever suffered some kind of oppression or prejudice.Most mentioned: gender and race. a leader and the businessThe value chains focused mainly on a single product are Brazil nut collection, artisanal products made from natural fibers, fish, and cocoa. The case of Brazil nuts and cocoa can be explained by the market interest in these products, which are often exported. On the other hand, the fishing value chain requires the organization to specialize and comply with food safety regulations.Main production chains of the organizations* In this survey, extractivism includes activities such as collecting and processing nuts, oils and resins, seeds, and fibers, as well as sustainable timber management. ** Agriculture includes various food types and the processing of products. *** Part of producing artisanal products is linked to extractivism (seed and fiber bio-jewelry, for example). four key aspects -productive activities, leadership context, workload, and succession -further underscored the conclusion about the wide range of businesses these women are engaged in. It also confirmed the hypothesis that leadership roles are not confined solely to professional domains but extend to various other spheres of life.One of the impacts of this situation is the overwhelming workload, which was mentioned by more than half of the leaders, as well as the difficulty in securing or preparing a successor. Are leaders in their communities.10 Are leaders in their families.10 Participate in various councils (guardianship and environmental councils, among others).Women play a leadership role in different spaces, not only in the community business.

  lead to a risk of undermining technical content due to factors such as insecurity and lack of motivation.

  creates a strong interest in sharing the knowledge and experiences they have gained with their collaborators and communities. To address this forwardlooking perspective, the program includes a Multiplication Plan.

  Women motivated to grow personally and professionally. It was decided that the program would build upon this strengthened socio-emotional foundation to develop the more technical and practical skills. To accomplish this, the participants would be equipped with tools, content, and resources to address the practical aspects of their individual and organizational development. With this in mind, the program includes: • • An Individual Development Plan (PDP) and the monitoring of its implementation. • • A Multiplication Plan and the monitoring of its implementation.

35 CONTENTS

 35 Based on the insights provided in the previous chapters, it was decided to prioritize the following topics related to socio-emotional factors during the in-person session (workshop): issues are interconnected and interdependent. The rationale for their application is detailed in the next chapter.Due to time constraints, it was not possible to delve into all the technical topics during the in-person session, for example, doing exercises to reinforce what had been learned. However, it was deemed that several of the topics deserved a differentiated approach that would help demystify and simplify concepts and practices, reducing resistance and making their application easier in day-to-day life.

  Among the topics that should be addressed in the program, we identified those which are already catered for by reputable entities offering free or affordable resources for the participants:• • Financial management • •Communication and social media • • Management of cooperatives and associations With this in mind, it was decided that these topics would be addressed indirectly or at a later stage, in three ways: > Indirectly: The program would include a module dedicated to strengthening partnership building, preparing participants to seek specific technical support from specialized institutions and organizations, as well as securing the necessary resources for that purpose. This would also be a way to empower the leaders and their organizations in the long run. > Helping identify potential partners and/or publicly available resources: A curation of materials, solutions, videos, tools, institutions, and other useful information organized by topic will be developed and made available.

  designed to be the pinnacle of the pilot project, enabling the participants to not only acquire new knowledge but also establish strong relationships within a community of female leaders. This community will provide support and encouragement as they navigate their personal and organizational development challenges. Based on the insights from the interviews, a concept was developed to guide the participants through a journey of self-discovery and self-development, encompassing their past, present, and future. • • The pasts of these leaders needed to be remembered, touched upon, and worked through so they can remain connected to who they are and what they have gone through in a positive and comfortable way. However challenging they may have been, their pasts can serve as a catalyst rather than a weakness.In addition to building a narrative and choosing the topics for the workshop, several tools were used to support the process. Two of these tools were developed by the program team, with the aim of consolidating content from various subtopics and modules, and serving as a practical resource for when the participants return to their communities: The present was the main focus for most of the time, aiming to help them reflect on who they have become, recognize and embrace their strengths and weaknesses, develop the skills they need, and assess the current reality of their organizations.• •The future is approached through tools specifically designed for the She Leads program, with a vision of continuity and reducing the burden placed on the leaders.

•

  How does this quality help me to inspire or lead? Reflection on how this quality could help them delegate tasks, either through the ability to explain Participants completing the Multiplication Plan. what should be done or the ability to convince people. • • Is the right person in the right place? Also connected to a workshop activity, this question prompts thinking about who might take on a certain activity or role. They could think either of people who are already part of the organization or of the profile of good fit. After this initial reflection, the following questions prepared the women to execute their plan: • • What do they need? Putting yourself in the shoes of the person taking on a new position or activity, what would you need to offer them? Training, resources, support? • • How can I and others fulfill that need? Aiming to find solutions rather than problems, this question encourages exploring what is already available, and what current or new partners might need. • • When will I put this into practice? Setting deadlines. This material is licensed under Creative Commons -Non-commercial International License (CC BY-NC 4.0). This means that its content can be distributed, incorporated into other materials, adapted, and developed in any medium or format solely for non-commercial purposes and provided that credit is given to the author. This is one of the tools developed to support selfawareness activities, serving as input for tools such as the IDPand the Multiplication Plan. Inspired by the "Wheel of Life," the She Leads Leadership Wheel consists of 16 axes divided into four topics. Identifying and reflecting on strengths and weaknesses allows the leaders to gain a better understanding of themselves, purposefully leverage their strengths, and find personal development in areas they identify as needs. The toolkit While the emphasis throughout the workshop was on socio-emotional activities, a helpful set of practical tools has been compiled to support the leaders and their teams to put things into practice. During the in-person event, a physical toolkit was given out, containing large printed cards to represent each tool. Printed materials include a symbol to highlight the items from the toolkit provided throughout the program, including those to be used in subsequent sessions. Collective Struggles and Public Policies • • Tips for Dealing with Difficult Situations • • More Tips for Public Presentation • • Vision of the Future *New items will be included throughout the monitoring and support phase, by collecting additional materials and carrying out online deep-dive sessions, as explained earlier.

  photographer crew was present to provide two valuable assets to the participating leaders: professional portfolio photographs for each of them, and individual videos of them sharing their leadership stories.The professional photos can be used by the women in their social network profiles, to promote

  closing session, still during the meeting, the participants answered two questions aiming to provoke reflection on the immersive experience: • • What have I learned and gained from this experience?

  And as I evaluated my professional journey upon returning, I realized that I've been doing this for a long time with my students, being a role model for them. With care, listening, and paying attention, I've been able to change the course of many of their lives. I realized that with a little ancestral knowledge, we can change the stories of many people. I have the support of my organization to grow personally and professionally. I've learned to do many things, such as planning and executing small projects, and I take responsibility for everything I do. the two evaluations, both from the quantitative and qualitative perspectives, show that the objectives of the She Leads program, cited at the beginning of this section, were largely achieved. Conclusion 58 CONTENTS The interviews offered the team valuable insights and were highly appreciated by the participating leaders. Therefore, in the end, the team concluded that She Leads should be structured into three phases: Assessment/ Interviews, In-Person Meeting/Workshop, and Follow-up/Support.

  3.4. The Logic Behind the Approach, the follow-up phase should provide continuity and further exploration of the various topics covered during the workshop, as well as other objectives. The main learning goals of this phase include: • • Support the implementation of the IDP and the Multiplication Plan. • • Deepen and consolidate understanding of the technical topics (Toolkit).

  Build and feed the online library.

  storage and a YouTube channel, accessible only to the participants. It will provide a wide range of materials used during the workshop, along with curated content, recommendations, and relevant links for each topic. The selection of materials will consider the group's profiles and their preferred way to engage digitally. While internet access may pose challenges for live online sessions, participants have expressed appreciation for the ability to download content to watch offline, even on mobile devices. This enhances accessibility and flexibility in their learning journey.

62 CONTENTSThe••

 62 She Leads program was a pilot project aimed at designing and testing a methodology for the development of female leaders in sociobiodiversity. The experience described in this publication has been incredibly valuable, and it has already produced significant results up to this point (the completion of phase 2, which involved the workshop). However, in order to truly foster an economy that preserves forests, this journey cannot end here. Beyond the follow-up phase, the program must continue. More female leaders should have the opportunity to go through this experience, and Although this publication was developed shortly after the completion of the program, both the benchmarking findings and the lessons learned from the experience indicate that ideally, the methodology should include a second workshop with the same leaders after one year. The learning outcomes would be: • • Encourage the sharing of experiences about the impacts and learning made possible by the program. Review and document the progress and any difficulties that the leaders have experienced in implementing the IDP, the Multiplication Plan, or any other learnings from the program. Even if the follow-up makes it possible to carry out and refine these processes, a formal record, with well-defined parameters and metrics, would The search for partnerships for expansion The second workshop 5. Looking Forward there have already been expressions of interest for future courses. However, more than just forming new groups, one of the goals for this project is to find one or more partner organizations that embrace the cause, supporting its development and regular implementation, even beyond the borders of Brazil. This is the main challenge for moving forward. contribute to the continuous development of the methodology for future classes. • • Reinforcing and strengthening the personal relationships among the participants of the first project, something relevant especially for this audience profile, which clearly prefers face-to-face meetings to remote meetings. Unfortunately, the available resources, as well as the deadlines of the pilot project, made it impossible to include this in the first group. • • Strengthening technical topics through group work. • • Practice preparing presentations and public speaking skills. 63 CONTENTS The complete training cycle consists of two immersive and formative modules. The first module, which corresponds to the one conducted in this pilot program, primarily focuses on socio-emotional skills and leadership tools. The second module, on the other hand, delves into leadership and management topics specific to socio-biodiversity organizations. Its purpose is to provide leaders with the necessary tools to address their daily challenges while strengthening socio-emotional matters. To encourage the creation of communities, after completing the full training cycle, the women become part of a Socio-biodiversity Women's Network. This ensures that communication and connection between them can continue despite not being physically together. The goal is to provide a space for encouragement, sharing experiences, and monitoring Individual Development and Multiplication Plans. For the next four years, the development of eight additional complete training cycles is planned, with two cycles per year and 25 new women in each cycle. As the Network grows, annual meetings will be held to discuss agendas, Proposal for the complete training cycle engage leaders, and strengthen the Network.

  women per cycle > Group of 220 women at the end of the 4th year • • From year 3 on -training for autonomous

  

  

  

  

  

  

  

  

  

  

  

  

  

  

2.1. Benchmarking 10

  

				CONTENTS
	Benchmarking summary		
	104 initiatives 1.	28 programs 22 materials 11 courses 8 platforms 6 communities	38 insights 24 topics covered 19 required results
		2 publications		
		27 articles and others		
	Areas*		Methodology	
				Personalized
	16 business	4 technology	Coaching Mentoring	Individual In groups Regular
				After program
	4 empowerment	2 socio-biodiversity	Networking Meetings	Content in videos, classes and talks Sharing between
	2 sustainability	climate 2	Activities	Inspiring participants
			Tools	stories
	*areas encountered in the benchmarking		
	Two noteworthy publications that align closely	These sources provided valuable insights that
	with the proposed program are "Fostering Gender-	informed the program's development, along with
	Transformative Change in Sustainable Forest	the feedback gathered from over 70 female leaders
			in the field of socio-biodiversity in Brazil.

Management" by the IIED (International Institute for Environment and Development) and "Rural women's leadership programme in grassroots organizations; a case study in Nepal" by the IFAD (International Fund for Agricultural Development).

Fostering Gender- Transformative Change in Sustainable Forest Management

  

Key learnings from the referenced publications

  

	• • Long-term transformations in gender
	norms come about through networks,
	movements, alliances, and inter-
	ests. They come together to unlock
	resources (economic, political, cul-
	tural, environmental, etc.), sustain the
	changes and expand them further.

2. Rural women's leadership programme in grass-roots organizations; a case study in Nepal

  

	• • The context of women is highly
	diverse. They do not constitute a
	homogeneous group but rather have
	overlapping identities that influence
	power, agency, voice, and access to
	land ownership.
	This study is interesting because
	it suggests a process that covers
	capacity building as well as training,
	coaching, mentoring, exposure, event
	participation, and discussion sharing.
	Topics covered include negotiation
	skills, confidence building, self-devel-
	opment, organizational change, gender
	integration, rural technical knowledge,
	and natural resource management.
	Some challenges encountered were
	the limited duration of the study, local
	context, caste discrimination, lack of
	time and mobility due to women being
	overloaded performing different roles.
	• • Programs need to accommodate
	different types of groups, according

. Interviews 2.2.1. The sample

  

			CONTENTS
	2.2In order to ensure the representativeness of the sample, the interviewees were prioritized according to factors such as geographic origin and biome, value chains and types of activities, and profile (active or aspiring leaders). The comprehensive	• • Training methodologies need to be adapted by local trainers to meet the different needs, abilities and communication styles of farmer organization members, grassroots leaders, and trainers.
	mapping of the leaders was made possible through
	the contact networks of the coordinating team
	itself, recommendations from facilitators, as well
	as from P4F and the projects it supports.
	In the end, 71 women were interviewed (57 aspiring
	and acting leaders and 14 leaders of support
	organizations) between January and March 2023,
	representing a range of contexts within the scope
	of socio-biodiversity. They were located in five
	• • Female role models inspire others, Brazilian biomes (Amazon, Caatinga, Cerrado,
	often more than traditional male role Atlantic Forest, and Pampa). This prospecting
	models. phase for the pilot program ensured important
	representation within the sample, as shown below.
	Although there is growing recognition that	diversity and inclusion to socio-biodiversity in
	diversity and inclusion can lead to more effective	Brazil and worldwide. However, there are some
	and equitable environmental conservation policies	ongoing initiatives and projects with the mission to
	and practices, the benchmarking concluded that	address this gap.
	there is a lack of programs specifically targeting
	the development of female leadership in socio-biodiversity. Furthermore, there is still limited Amazônia
	data and in-depth studies that relate the issue of Caatinga
	Cerrado	
	Atlantic Forest	Current leader
	Pampa	Support org. leader
	Pantanal	Aspiring leader*

*One aspiring leader did not inform her

location Activities and production chains

  

	Agro-extractivism is the main production chain
	among the individuals in the sample. This category
	includes activities such as collecting and processing
	various types of nuts (Brazil nuts, cashew nuts, and
	babassu), as well as açaí, oils, resins, and others.
	Artisanal products is the second most common
	productive chain among these women, followed by
	family farming. Fishing and other activities are a
	minority in the sample.

Quantitative distribution among active leaders, aspiring leaders, and advocates Geographic location and biomes of the women interviewed 30,9% Artisanal products 2,9% Others 20,6% Family farming 41,2% Agro- extractivism 4,4% Fishing Production chain 71 interviewees 20 selected 48

  

	2.2.2. Scripting	
	Based on the data gathered in the global
	benchmarking,	semi-structured	interview
	scripts were created for the target audience,
	consisting of:		
			active leaders
			9 aspiring leaders
			14 Support org. leader

About Partnerships for Forests

Partnerships for Forests (P4F) is an eightyear program funded by the United Kingdom government through the Foreign, Commonwealth & Development Office (FCDO), as part of the International Climate Finance, aiming to invest £11.6 billion by 2026 to support the implementation of the Paris Agreement. P4F is managed by Palladium and SYSTEMIQ and currently operates in Central, Eastern, and Western Africa, Southeast Asia, and

For each area of growth, participants complete an action plan. The journey format makes the process more fun.

Download tool

Participants completing their IDPs.

CONTENTS

Download tool

Leadership Wheel

Participants completing the Leadership Wheel.

Additional activities

Besides the scheduled activities, the following additional activities were prepared to complement the workshop:

Panel of inspiring women

Before the in-person sessions, the participants were asked about the women who inspire them, both in their personal lives and in the public sphere. Based on this collection, a mural with photos and mini-biographies of these inspiring women was prepared for the in-person gathering.

Each day, new names were added to the mural.

On the first day, the mural was dedicated to the women who inspire them on an emotional and personal level, and on the second day, to public figures. On the third and final day of the workshop, images of themselves as leaders were added to the mural, with spaces for their own stories and contributions.
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The leaders at the socio-biodiversity dinner.

Socio-biodiversity dinner

To celebrate the rich biodiversity of Brazil, a dinner was organized with a variety of ingredients mainly from the Cerrado biome. Besides being a moment to relax and enjoy, it was an opportunity for the participants to try new dishes made with ingredients from different biomes, discovering new flavors from different regions. 

Final presentation to the group and the panel

Visit to Brasília

As mentioned earlier, one of the key learnings from the interviews was the importance of travel in the lives of these leaders. As an additional activity, a guided tour of Brasília, the capital of Brazil, was organized on Thursday afternoon. This tour not only provided an opportunity for sightseeing but also sparked meaningful discussions on public policies for traditional communities, racism, and political engagement.
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The two main objectives established during the design of the She Leads program were:

• • Women are confident and aware of their strengths and weaknesses.

• • Women are motivated to grow personally and professionally.

To evaluate whether the objectives were met, two assessments were used, at two points in time: 

The results of the workshop

CONTENTS

The first assessment to assess the success of the objectives is the comparison between two selfevaluations: the first one conducted on the first day of the in-person gathering before the start of activities, and the second conducted one week after the leaders returned to their communities. In both evaluations, the women answered 11 questions, rating themselves on a scale from 1 to 10 in terms of the following criteria:

• • Confidence as a leader.

• • Ability to identify one's own strengths and weaknesses.

Growth in self-awareness before and after the in-person workshop

• • Motivation for personal and professional development.

• • Readiness for self-development.

• • Availability of tools needed for development.

• • Rating as a leader.

• • Ability to inspire and engage people. 

Interested in supporting SHE LEADS?

Contact us at: marcela@tecaimpacto.com.br sandra@tecaimpacto.com.br johann@schneider-consult.com.br 11-94164-7703 (Marcela)