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Brief Introductions



Social Identity 
Groups



"Forced Choices"

• This is the identity I am most aware of at home.

• This is the identity that I am most aware of at work.

• This is the identity that I know the most about.

• This is the identity that I know the least about.

• This is the identity I tend to keep hidden.

• This is the identity I most like to share with others.

• This is the identity I think about most often.

• This is the identity I think about the least.

• When I think of my friend/peer group, this is the identity that 
we have most in common.

• When I think of my friend/peer group, this is the identity that 
we have least in common.



"Forced Choices"

• This is the identity I am most unsure of how to talk about.

• This is the identity that I think most people judge me by.

• This is the identity that brings me the most joy.

• This is the identity that brings me the most struggle, pain, 
challenge, concern.

• This is the identity I believe is the most important to me 
right now, in this (virtual) room.

Is there anyone who would like to tell us about an identity or 
experience that I didn't ask about?



Science of Unconscious Bias

What is Unconscious Bias?



Science of Unconscious Bias

• Explicit/Conscious Bias

➢ Expressed directly

➢ Aware of bias

➢ Operate consciously

➢ Can you think of an Example?

Implicit/Unconscious Bias

➢ Expressed indirectly

➢ Unaware of bias

➢ Operates subconsciously

➢ Can you think of an 
Example?



Implicit Bias

• Implicit biases are negative associations that people unknowingly 
hold. They are expressed automatically, without awareness.

• Many studies have indicated that implicit biases affect individuals’ 
attitudes and actions, thus creating real-world implications, even 
though individuals may not even be aware that those biases exist 
within themselves.

• Notably, implicit biases have been shown to override individuals’ 
stated commitments to equality and fairness, thereby producing 
behavior that diverges from the explicit attitudes that many people 
profess

Racialequitytools.org, adapted from the State of the 
Science Implicit Bias Review 2013, Cheryl Staats, Kirwan 
Institute, and The Ohio State University



Biases

How does it affect us?

• Perception – how we see people and perceive reality.

• Attitude – how we react towards certain people.

• Behaviors – how receptive/friendly we are towards certain people.

• Attention – which aspects of a person we pay most attention to.

• Listening Skills – how much we actively listen to what certain people say.

• Micro-affirmations – how much or how little we comfort certain people in 
certain situations.

HOW DO WE RECOGNIZE IT?



Types of Biases

1. Confirmation Bias

2. Conformity Bias

3. Beauty Bias

4. Halo/Horns Effect

5. Similarity/ Contrast Effect

6. Affinity Bias

7. Attribution Bias



Inclusive Leadership

• Treating people and groups fairly-
that is, based on their unique 
characteristics, rather than on 
stereotypes

• Personalizing individuals- that is, 
understanding and valuing the 
uniqueness of diverse others while 
also accepting them as members of 
the group

• Leveraging the thinking of diverse 
groups for smarter ideation and 
decision making that reduces the 
risk of being blindsided.



The Six 
Signature Traits 
of an Inclusive 
Leader



Trait 1: 
Commitment

Highly inclusive leaders are 
committed to diversity and 
inclusion because these objectives 
align with their personal values 
and because they believe in the 
business case.





Trait 2: Courage

Highly inclusive leaders speak up 
and challenge the status quo, and 
they are humble about their 
strengths and weaknesses.





Trait 3: 
Cognizance of 
Bias

Highly inclusive leaders are 
mindful of personal and 
organizational blind spots, and 
self-regulate to help ensure “fair 
play.”





Trait 4: 
Curiosity

Highly inclusive leaders have an 
open mindset, a desire to 
understand how others view and 
experience the world, and a 
tolerance for ambiguity.





Trait 5: 
Culturally 
Intelligent

Highly inclusive leaders are 
confident and effective in cross-
cultural interactions.





Trait 6: 
Collaborative

Highly inclusive leaders empower 
individuals as well as create and 
leverage the thinking of diverse 
groups.





DEI in Hiring

Multiple factors impact 
hiring practices broadly including institutional commitment and 
resources regarding DEI, microaggression as manifestations of 
unexamined white privilege, fragility, and resentment; nepotism 
and favoritism; confining notions of collegiality; insufficient 
numbers of supervisors and administrators with DEI expertise and 
commitment to ensure equitable hiring; among other aspects.



Inclusion

Honors the qualifications and 
experiences of candidates of color 
and rejects the implication that 
candidates of color are less qualified 
or need standards and qualifications 
lowered in order to be competitive.



Multicultural Interviewing Rubric

• Goes beyond mere numbers and demonstrates informed levels of 
understanding regarding the value of diverse employees

• Gives evidence of broad institutional impact of actions which affect 
inclusive organizational development

• Demonstrates the ability and skills to effectively and strategically 
transform all aspects of the institution



Debiasing Techniques

• https://implicit.harvard.edu/implicit/takeatest.html

• Exposure to Counter-Stereotypic Individuals (Dasgupta & Greenwald, 
2001, as cited in Staats, 2013). 

• Individuation of members of stereotyped groups such as strengthening 
one’s ability to differentiate between faces, unique characteristics 
decreases implicit bias (Lebrecht, Pierce, Tarr, & Tanaka, 2009). 

• Imagery Reprogramming (Staats, 2013, p. 56).

• Stereotype Negation Training (Kawakami et al., 2000, as cited in Staats, 
2013).

https://implicit.harvard.edu/implicit/takeatest.html


Reference 
Checks

Reference checks should 
be respectful, 

professional, and 
generous.

Those checking 
references (or the entire 

search committee) 
should have deliberated 

about how to assess 
candidates’ DEI-KSAs and 

experiences rigorously 
rather than superficially. 

More than one 
committee member 
should listen to or 
correspond with 

referees. 

Be equitable in seeking 
additional background 

information on 
candidates. 



Preparing for Onboarding

Provide support and resources for new employees to have mentors, not necessarily 
from their own departments.

Provide training and resources for the new employee's transitional period.

Address climate issues and other potential problems with new employees with 
intentionality, honesty, and support.

Involve diversity organizations in orienting and welcoming new underrepresented 
employees, such as Affinity Groups



Krys (2019) Belonging.

Sense of Belonging
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