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Presentation Notes
Take out a sheet of paper, something to write with, and number from it from top to bottom, 1 to 10. This icebreaker is an adaptation of a game called Buffalo, a card game designed by Dartmouth College's Tiltfactor Lab, an NSF funded incubator that designs games for social good. The basic rule of Buffalo is that when two cards, like the ones shown here, are laid out, players have to try and name a famous person, real or fictional, that matches these characteristics. British and Wizard. The first person to shout out a correct name, Harry Potter, gets to collect both cards and the next set of characteristics are flipped over. The person with the most cards, wins. If everyone is stumped, or Buffaloed, then a third card is flipped over and the players can either name someone matching two or three of the cards. So let’s say the cards in play are British, Wizard, Woman. If some shouts out “Hecate,” a witch in Macbeth, they get to collect all three cards. So this game rewards people who can retrieve information about people’s diverse dimensions. So I am going to read out characteristics of people and I want you to write down the names that come to mind.  Are we ready? 
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Circle the numbers where you were buffaloed. Now, turn to someone next to you. Introduce yourself. Take turns sharing with your partner how you felt playing this game. After you both shared how you felt, show each other your lists. Who has the most points? 
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Famous bald people: Michael Jordan, Mahatma Gandhi, how many of you named women such as actress Danai Gurera or Sinéad O'Connor? Famous scientists with evident disabilities: Albert Einstein is rumored to have been dyslexic, Stephen Hawking famous physicists and cosmologist and recipient of the Presidential Medal of Freedom had Lou Gehrig’s disease. How many of you named a woman scientist? Did you know that famous American anthropologist Ruth Benedict, who got her start working among Native American communities and later fighting against the internment of Japanese Americans, was deaf? Or that one of the world’s most influential women in business is Farida Bedwei, a software engineer with cerebral palsy and CEO of an international micro-financing platform?   



Presenter
Presentation Notes
So we all learned about botanists Charles Linnaeus and Charles Darwin in high school and college biology, but how many of you could name botanists that weren’t White men? Marie Stopes, paleobotanist, was an influential leader of the early family planning movement. She was also a proponent of eugenics. George Washington Carver was born into slavery and went on to become a botanist, inventor and professor. He actively promoted alternative crops to cotton and methods to prevent soil depletion. While a professor at Tuskegee Institute, Carver developed techniques to improve soils depleted by repeated plantings of cotton. Jane Goodall, considered the world’s foremost expert on chimpanzees is both a primatologist and anthropologist. Let’s name environmentalists? There’s Al Gore and Ralph Nadar, but how about a person of color? David Suzuki, professor of genetics and an environmental activist that also had a prolific broadcasting career. Could anyone name a woman who is Native American or indigenous? Winona LaDuke, member of the Anishinaabe tribe, is environmentalist, economist, and writer, known for her work on tribal land claims and preservation, as well as sustainable development. In 1996 and 2000, she ran for Vice President as the nominee of the Green Party of the United States, on a ticket headed by Ralph Nader. And Honduran indigenous and environmental rights activist Berta Caceres, the 2015 recipient of the Goldman Environmental Prize, who was gunned down just days after receiving her award for her fearless work to defend indigenous water sources from the world’s largest dam builders. 



Basic Principles of Mitigating Implicit Bias  

I. We all have knowledge gaps and biases 
that influence our cognition. The first step is 
to explore how you may have internalized 
those biases based on your socialization and 
lifestyle. 
Where and how did you learn that scientists are 
________, ______, and _______? 

Would you recognize the future Neil deGrasse Tyson 
or Dian Fossey if they applied for an entry level 
administrator, assistant professor, or executive 
leadership position? 
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Playing Buffalo highlights important principles of the implicit bias research. 



Overview of Implicit Bias Research 
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Harvard Implicit Association Test (IAT) 

Presenter
Presentation Notes
The most widely-used measure of implicit bias is the Implicit Association Test (IAT), a test developed by social psychologists Anthony Greenwald and Mahzarin Banaji in the 1990s.The premise of the IAT is fairly simple. If two concepts are closely associated or linked in the test-taker’s mind, they should be easier to pair. If you believe, for example, that White People are better, safer, and morally superior than African Americans, then you should be able to pair White faces with positive adjectives more quickly than you can pair Black faces with positive adjectives. If you do, you’re said to have an implicit bias for White People=Good and Safe and Black People=Bad and Scary.Hundreds of studies have investigated implicit bias in the past 20 years (Banaji & Greenwald, 2016). Some of the findings are surprising, but not in the way you probably expect.1.	About 2/3 of Whites show a strong or moderate bias for White=Good. About half of Blacks also show a bias for White=Good.2.	An automatic Black=Weapons bias is strong among all groups tested. The association is strongest for Whites and Asians and then Hispanics. Even African Americans show the bias more often than not.3.	Eighty percent of Americans—and a majority of older Americans—have a stronger association for Young=Good than for Old=Good.4.	About 75% of men associate “male & work” and “female & family” more quickly than the opposite pairings, but 80% of women do the same thing. There’s an on-going debate among social psychologists about the scientific utility of the IAT and the precise meaning of implicit bias. Part of the debate concerns the psychometric properties of the IAT. The test-retest reliability has come under scrutiny; people who retest themselves get different results. So while some social psychologists believe the IAT measures prejudice, others believe the IAT only shows what common stereotypes and individual learned when raised within a particular cultural milieu.Whether one believes that IAT measures how prejudice you are against a group of people or how much of your society’s prejudices you can recognize, what is clear is that when certain interventions are put in place to mitigate bias in hiring decisions, promotion decisions or even grading decisions, differences between majority and minority groups shrink. 



4/26/2018 9

Presenter
Presentation Notes
African American and Asian job applicants who mask their race on resumes seem to have better success getting job interviews, according to research conducted by Katherine DeCelles, the James M. Collins Visiting Associate Professor of Business Administration at Harvard Business School. 



Basic Principles of Mitigating Implicit Bias  
II. Improve decision making by slowing down and 
removing discretion and ambiguity from decision-making. 

Watch out for confirmation bias, the halo effect, and 
bandwagon effect. Form diverse search committees, use 
structured interview questions, and create relevant 
evaluation processes to eliminate these forms of bias.  

Ask, “What evidence has supported every conclusion I have 
drawn, and how have I challenged unsupported assumptions 
and favorable or unfavorable “feelings” about each 
candidate?” 

4/26/2018 10



Circle of Trust 
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Get into teams of five. One person, please volunteer to be the time keeper. 



INSTRUCTIONS

List the names of people you trust. Try 
not to include family. 

You trust these people to keep sensitive information you 
share with them confidential.

You trust that these people like you just the way you are, they 
care about you, “get you” and want to help you be successful. 

These people will have your back even if you have to make a 
difficult and unpopular decision.  

You think of these people as trusted colleagues, role models 
or mentees. 
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This exercise was developed by Diversity and Inclusion consultant Scott Horton.
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Unfold the sheet of paper and you will notice columns with social identities. These are people you know well and trust. What else do you know about them? Indicate how they may identify. When everyone in your group is done, please share with your group any patterns you notice about your circle of trust. Since implicit bias towards social groups are the result of one’s socialization, lifestyle, and choices, theorize how you believe your trusted 10 got to be your trusted 10? Everyone gets 4 minutes to speak, and 1 minute to respond to questions from the group. 



4/26/2018 14

Presenter
Presentation Notes
Unconscious racism may shape decisions about whom we trust, especially with money. This is according to new research published in the Proceedings of the National Academy of Sciences. They asked study participants to rate the "trustworthiness" of nearly 300 faces. Then participants played a trust-based economic-reward game. They were shown a photo of their supposed "partner" in the game, who was either black or white. Overall, if people showed an unconscious bias toward whites, they were more likely to rate whites as trustworthy when asked, and more likely to risk more money with white partners. When hiring, promoting or grooming for succession, may your biases about who you trust and feel more comfortable and have more in common with reinforce confirmation bias? If you think the cumulative impact of a certain strand of confirmation bias is reproducing what populations are hired, retrained, and promoted in your functional area, what can you do to hire for greater diversity and inclusion?  00:00/00:00AdvertisementThey asked study participants to rate the "trustworthiness" of nearly 300 faces (they were shown people of many races, though only scores for blacks and whites were used in the analysis). Then participants played a trust-based economic-reward game. They were shown a photo of their supposed "partner" in the game, who was either black or white.Overall, if people showed an unconscious bias toward whites, they were more likely to rate whites as trustworthy when asked, and more likely to risk more money with white partners. The same bias was true in the minority of participants who showed a pro-black bias.



III. Leverage ERGs and professional affinity 
groups. Get input from people who have access to 
knowledge and social networks different from you 
and your  “in group”. 

Are there really NO qualified and capable _____ for 
the position?

Other than your “trusted” networks and sources, 
where else may you find a critical mass of 
candidates from an under-represented population? 

Basic Principles of Mitigating Implicit Bias  

Presenter
Presentation Notes
We are all vulnerable to these forms of bias. Graduate from UC Riverside, Cal, Stanford, or Seoul National University. Conservative Republican, liberal Democrat, or chooses not to vote. Evangelical Christian, Muslim, Atheist, Buddhist, Catholic. Oregonian, South Carolinian, Newyorican, Palestinian. Farmer, day worker, professor, computer hacker. White man, white woman, Asian woman, Hispanic child, Black man, racially ambiguous gender non conforming Millenial. Raise your hand if you could feel yourself having favorable and unfavorable feelings towards the different types of social identities I named? 



Basic Principles of Mitigating Implicit Bias 

IV. Replace the association. If you tend to associate harmful 
and untrue stereotypes to entire group of people, then practice 
replacing the association with counter-examples.  

What are the feelings that you have when you are around 
people with whom you have “chemistry;” people with whom 
you are comfortable with? Which populations trigger the 
opposite feelings?

What literature can you read, what films can you watch, what 
images can you exhibit to counter negative stereotypes about 
the minority communities you are underserving or excluding? 
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Implicit Bias Training Opportunities at the UCs 
UC Managing Implicit Bias Series: The Impact of Implicit Bias 
UC Learning Center, Keyword Search: Implicit Bias

Diversity & Inclusion Staff Certification Programs at Individual Campuses 
Diversity & Inclusion Staff Certificate Program (UCSF)
Multicultural Education Program, Evolving Our Community at Cal 
Diversity & Inclusion Certification Program (UCSC)
Diversity Matters Series for Faculty and Staff (UCSB)

Public Implicit Bias Resources and Videos Developed at Individual Campuses 
Implicit Bias Video and Article Series (UCLA Equity, Diversity and Inclusion) 
Unconscious Bias Resources (UCSF Office of Diversity and Outreach)
Implicit Bias Resources (ADVANCE UC Davis) 
Faculty Search Committee Best Practices (UC San Diego Health Sciences) 
Learning Resources (UCR, Diversity @ Riverside) 
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https://equity.ucla.edu/know/implicit-bias/
https://diversity.ucsf.edu/resources/unconscious-bias-resources
http://ucd-advance.ucdavis.edu/implicit-bias
https://medschool.ucsd.edu/vchs/faculty-academics/faculty-affairs/Resources/Pages/recruitment-tools.aspx
https://diversity.ucr.edu/learning.html


Questions & Comments 
tae-sun.kim@ucop.edu

mailto:Tae-sun.kim@ucop.edu
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