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Seminar Objectives
Ø Understand implicit biases

� how it impacts others

� how it impacts our workplace

Ø Understand stereotyping

� how we learn it

� from what sources

� dangers stereotyping presents

� the tip of an iceberg

Ø Understand microaggressions

� what do they look like?

� how they impact others and the workplace 

Ø Enabling Practices

� breaking down barriers that prevent us from having a diverse and inclusive 
workplace

� what we can do to promote richer, more personal human experiences?
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Implicit Association
Fyodor Dostoyevsky:

“Every man has reminiscences which he would not tell to 
everyone but only his friends. He has other matters in his 
mind which he would not reveal even to his friends, but 
only to himself, and that in secret. But there are other 
things which a man is afraid to tell even to himself, and 
every decent man has a number of such things stored 
away in his mind.”

1) we might not always be willing to share our private 
attitudes with others. 

2) we may not be aware of some of our own attitudes. 
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Definition:
“Unconscious attitudes, beliefs that we hold of others”

ü Implicit biases unconsciously affect our understanding, 
actions and decisions relative to others.
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Characteristics of Implicit Biases
� Implicit biases are pervasive.

� Implicit and explicit biases are related but distinct mental constructs.

� The implicit associations we hold do not necessarily align with our 
declared beliefs.

� We generally tend to hold implicit biases that favor our own ingroup. 

� Implicit biases are malleable (Kiran Institute for Race and Ethnicity).
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Implicit bias research has primarily focused on 
socially stigmatized groups: African Americans, 
women and members of the LGBTQ community.

Implicit Bias

Types of Implicit Bias: 

� Racial

� Gender

� Affinity
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Biases in the Workplace
q White women and minority applicants may be 

subject to different expectations in areas such 
as educational attainment, skills, name 
recognition, or personal acquaintance.

q Negative assumptions about whether female 
or minority candidates will “fit in” to the 
existing culture.

q A study of more than 300 recommendation 
letters found that letters for women applicants 
differed systematically from those of males.  
The letters portrayed women as students and 
teachers and males as researchers and 
scholars.
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More Biases
q In a national study, 238 academic psychologists (118 

male, 120 female) evaluated a resume randomly 
assigned to male and female names. Both male and 
female participating psychologists gave the male 
applicant better evaluations.  Both the female and 
male participating psychologists were more likely to 
hire the male than the female.

q Evaluation bias:  When rating the quality of verbal 
skills as indicated by vocabulary definitions, 
evaluators rated the skills lower if they were told an 
African American provided the definitions than if they 
were told that a white person provided them.
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Even More Biases
qWhen asked to assess the contribution of skill and 

luck to successful performance of a task, evaluators 
more frequently attributed success to skill for men 
and to luck for females, even though males and 
females succeeded equally.

qResearch shows that women may find it more 
challenging to be considered for administrative roles 
because they are perceived to be violating gender 
norms.

q There are beliefs that women have responsibilities at 
home—taking care of children.
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Stereotype Research
HOW DOES IT WORK?
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SINGLE STORY

The Danger of a Single Story
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Microaggression
“Brief and commonplace daily verbal, behavioral, 

or environmental indignities, whether intentional 

or unintentional, that communicate hostile, 

derogatory, or negative messages to target 

persons based solely on their marginalized group 

membership.”

Ø Derald Wing Sue, Columbia University, 2010

AFR



o “You’re a credit to your race.”

o “I thought all Asians were good at Math.” 

o “You don’t look that gay.”

o “You’re so articulate”  to a person of color.

Microaggression Examples
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Enabling Practices
1) Learn about your biases (Harvard IAT).

2) We can control the way we think of others by being cognizant of our 
unconscious thoughts.

3) Develop criteria for evaluating candidates and apply them consistently 
to all applicants.

4) Spend sufficient time (15-20) minutes evaluating each candidate.

5) Evaluate each candidates entire application.

6) Be able to defend every decision for rejecting or retaining a candidate.

7) Periodically evaluate your decisions and consider whether qualified 
white women and minorities are included.  If not, consider whether 
evaluation biases and assumptions influence your decision-making.
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Richer, Human Experiences

Chuck 
Leonhardt

Heading out to hunt 
Buffalo 
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Experience Other Cultures

Me in front of a Tee Pee Hotel Marriott
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Questions/Comments!!!

N Any questions?  Comments???
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Wrapping it up
PEveryone has prejudices and biases. 

PBiases and/or stereotypes work at both an 
unconscious and conscious level.

PControlling our biases is important in the 
hiring process because if we don’t—we can 
allow them to influence our thoughts of, and 
behaviors toward, candidates.

PMuch of what makes up a candidate is like 
the proverbial iceberg—the unseen is the 
substance.
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Wrapping it up
P As we seek to promote the valuing of diversity, inclusion, and 

equal opportunity for all people through understanding of the 
contributions and perspectives of people of differing race, 
ethnicity, culture, language, religion, gender, sexual 
orientation, and physical abilities and disabilities --we cannot 
operate on auto-pilot.  Awareness is critical.  We must also 
own our stereotypes because if we deny that they exist—we 
miss the opportunity to learn and to grow.  Just as 
importantly, we miss the chance to help our organizations to 
be the respectful and inclusive work environments that we 
want.

P We must be intentional in our thinking about creating a more 
inclusive and diverse workplace.  We can use “Awareness” as 
a tool to guide our hiring and evaluating decisions. At the 
same time, the extent to which we are inclusive.
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THANK YOU!
� For your time and energy

� For your willingness to examine what is, and 
to ask how can we make things better

� For your passion for this kind of important 
work 

� For your insight, participation and feedback
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NY
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� Tetlock, P.E., & Mitchell, G. (2009). Research in Organizational Behavior, Vol 29.  Pp. 3-38. Implicit Bias and 
Accountabiltiy Systems:  What Must Organizations Do to Prevent Discrimination?
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Ø Nearly three decades in higher education

Ø Engaged in all forms of diversity, equity and inclusion

Ø Recruitment of students/faculty of color to universities 

Ø Mentoring women to prepare them for promotion and 
tenure within academia

Ø Helping universities to develop and assess their racial 
and ethnic diversity plans

Ø International:
• United Nations (New York), Mogadishu, Somalia

Anita Fleming-Rife
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AmericaOne Diversity & Inclusion Solutions 

� Its mission is to assist organizations in creating a 
diverse and inclusive workplace where diversity of 
race, ethnicity, and culture are valued and 
appreciated

� My business is an extension of the work that I did as 
the Special Assistant to the President for Equity & 
Diversity at the University of Northern Colorado

� In retirement, I found there was a great need for this 
work within and outside the academy—AmericaOne
was born
Contact: americaonedisolutions@gmail.com

2403 S.W. Prairie Trail Pkwy, Ankeny, IA 50023

970-396-2363
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