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THE DOLL TEST

• These were 4 to 7 year old children

• Black children ages 4 to 7

















































































TRADITIONAL THOUGHT AND SOLUTION

Assumption that discrimination was conscious 

and that “people should know better.”

Find the bad people and “fix them.”



CONSCIOUS VS. 

UNCONSCIOUS BRAIN 40 vs. 

11,000,000
CONSCIOUS: Rational, careful, 

analytical, deliberate, 

understands exceptions

UNCONSCIOUS: Used 99.9999% 

while outside our awareness 

and may determine how we 

behave, applies rules to 

complex situations in which we 

may not behave appropriately



CONDITIONAL 

LEARNING

Brain mentally groups things 

together, categorizing and 

tagging information with 

general descriptions it can 

quickly sort.

Problems occur when 

categories are tagged with 

labels like “good” or “bad” 

and applied to entire groups.



Releases cortisol = keeps our attention and sharpen our focus

Releases dopamine = gives us pleasure or satisfaction

Releases oxytocin = helps us bond and empathize

Receives a dopamine reward = fills in gaps and overlooks contradictions -
gaps can be filled with biased information

BRAINS LOVE STORIES



Perception Bias

Affinity Bias

Halo Effect

Confirmation Bias



INSTITUTIONAL BIAS

A tendency to favor certain social groups when others are 

disadvantaged or devalued. 

Not necessarily the result of any conscious prejudice or 

discrimination, but rather of the majority simply following 

existing rules or norms. 

Institutional racism and sexism are the most common 

examples - Oxford Dictionary of Media and Communication.



BIASES OFTEN APPEAR AS 

MICROAGGRESSIONS

Commonplace verbal, 

behavioral, or 

environmental statements, 

actions or inactions, 

whether intentional or 

unintentional, that can 

demean or insult others. 





RACISM VS. BIAS

Racism

A belief that race is the 

primary determinant of human traits 

and capacities. Racial differences 

produce an inherent superiority of a 

particular race.

Bias

An inclination of temperament or 

outlook; especially a personal and 

sometimes unreasoned judgment.



WHAT’S IN A NAME?
Brenden

Greg

Emily

Ann

Rasheed

Tamika

Aisha

Tyrone

50% more interviews

John Jennifer Male = more job offers & more money

Greg Jamal Black name = less qualified yet identical resumes

Lars Ahmad Lars = more interviews in Sweden





UNIVERSITY OF ILLINOIS EXPERIMENT



What if we really are 

uncomfortable with certain 

people?  



Consciously address our unconscious 

bias:

1. Recognize

2. Define

3. Control

4. Reduce

5. Eliminate



Harvard’s Implicit Association Test



HOW DOES THIS WORK?

Our unconscious brain reacts immediately -11,000,000

Our conscious brain takes slightly longer to actively consider 

information - 40

What color do you see?

• Red

• Green

• White

• Red

• Green

• White



RED



PURPLE



YELLOW



RED



PURPLE



YELLOW



The amygdala is the part of the brain that initially 

evolved to detect dangers and provide responses 

(fight or flight).

If it is too active, normally benign aspects of the 

environment are perceived as dangers, interactions 

are limited, and anxiety may arise. 

If it is not active enough, risk taking increases and 

inappropriate behaviors may occur.

Step 3: Control



CREATE STRUCTURES TO CONTROL BIAS

Unconscious bias is the result of the brain’s lightning 

speed in taking in, tagging and sorting information. 

To slow the brain down, we can create structures for 

activities like decision making, such as résumé

screening and interview formats. 



The amygdala can shrink…

MRI scans show that after an eight-week 

course of mindfulness practice, the brain's 

“fight or flight” center, the amygdala, 

appears to shrink. ... As the amygdala 

shrinks, the pre-frontal cortex – associated 

with higher order brain functions such as 

awareness, concentration and decision-

making – becomes thicker.

STEP 4: Reduce



CAN WE REALLY CHANGE 

OUR BIASES?

Bias against LGBTQ significantly reduced over the 

last 30 years (11% to 68%)



Good stories bind us to each 

other. As we hear stories, our 

brains release cortisol to 

heighten our attention and 

awareness, dopamine to make 

us happy, and oxytocin to bind 

us to others, helping us feel 

empathy. 

Stories give life to statistics 

and data, changing 

people from labels into 

people like you and me, 

with lives and experiences 

that make us all better. 



DIVERSITY, INCLUSION & BELONGING

Diversity = Inviting someone to a party.

Inclusion = Asking them to dance.

Belonging = Asking them to teach you a dance.
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ONCE WE SEE IT, WHAT DO WE DO ABOUT IT?



STRATEGIES TO ADDRESS BIAS AND RACISM

 Build a support team – formal and informal.

 Calmly, but directly address the incident.

• Teachable opportunity

• Timing

• Context

 Report the incident.

• Peers

• Sponsor/mentor

• Ethics complaint

• Affinity group/diversity leader

• Management/executive



BUILD A SUPPORT TEAM

Have at least one colleague you can trust. 

Lean on them when microaggressions 

happen, or when you need someone who 

will defend you if necessary.

Participate in a resource/affinity group to 

build a group of confidants you can 

confide in, learn from, teach and support.

Find a leader who has the willingness and 

ability to help move the conversation 

forward.



INTENTIONALLY ADDRESS

Was it intentional?

What did they mean by it?

How does it really affect you?

Without showing anger or risking a 
major fallout, address the offender 
directly. 

Try to relay why it was hurtful/ 
inappropriate.



REPORT IT

Many people don’t report microaggressions for fear of being deemed as 

too sensitive or fear of retribution or other negative consequences. 

Everyone has a right to work in an environment that is free from 

unnecessary emotional and mental distress.  

Find a leader who will hear you out and help you assess the situation.  

This is where you will need to rely on your network We want a growth 

mindset and a growth environment. 



“I was in my front yard when a black man walked past my house on 

the sidewalk. Less than a minute later, a neighbor drove up to my 

house and asked me what that “n-word” was doing in our 

neighborhood.”

HOW DO YOU FEEL ABOUT THIS?



OVERLOOKED
A less qualified employee received a promotion you think you deserved.  

Talk to your support network.

Address the incident.

Report the incident.



BE READY FOR FIGHT OR FLIGHT

“You’re taking it 

the wrong way!”

“I’m not a racist!” “Now you’re playing 

the race card?”



“What I said might have been offensive, though I did not intend it to be. 

Could you please explain to me how you interpreted what I said so I can 

better understand your perspective and feelings?”

“I don’t consider myself racist, but I’m sure I could have expressed myself 

in a different way. I apologize if it came off that way.”

“What do you mean by playing the race card?” 

We must keep the conversation going to move from the status quo toward 

equity. 

POSSIBLE RESPONSES



You’re in a meeting for which you’ve prepared and explaining the 

merits of your input.  A white, male colleague cuts in before you 

finish and starts explaining your idea in his own words.  

Talk to your support network.

Address the incident.

Report the incident.

MICROAGRESSIONS



"What she's trying to say is..."

If you are a woman and/or racial minority, chances 

are you have been interrupted or talked over by a 

colleague.

Talk to your support network.

Address the incident.

Report the incident.

MANSPLAINING OR WHITESPLAINING



I THINK I’LL SIT OVER HERE

African-American students report that on the first day when they sit in 

class the seats next to them are often the last to be taken. Or when they 

come late and sit next to a white student they notice less communication.  



YOU DON’T ACT BLACK

You just finished presenting business recommendations in a meeting.  

Most of the feedback was extremely positive. One member of your 

audience or meeting says you are so well spoken, which is different from 

what we usually see with other black people. 



DIVERSITY

Your department is mostly white, and your manager is putting together a 

team for an upcoming major project.  At a team meeting, the manager 

announces the team members and their roles.  When announcing your 

role, the manager highlights that you bring diversity to the team. 



Can I say “black people?”

Inappropriate: 

• N word

• Negro (U.N.C.F.)

• Colored (N.A.A.C.P.)

• Brotha

• Thugs

• Gangbangers

Appropriate: 

• African American

• Black (usually)



Can I say “Mexican?”

Inappropriate: 

• Mexicans

• Anything related to what we 

consider Mexican food

• Wetback

Appropriate: 

• Mexican

• Hispanic. Most Spanish speakers are 

not Mexican. Nor Brazilian. 

• Latino/a

• Latinx



Can I say “handicapped?”

Inappropriate: 

• Retarded

• Cripple(d)

• Crazy

Appropriate: 

• Disabled

• Only refer to 

disability when it is 

related to what you 

are talking about. 

• Person with mental 

health disability

• Visually impaired





PG&E’s These Hands: 

https://www.youtube.com/watch?v=WFBQqujWtQQ

https://www.youtube.com/watch?v=WFBQqujWtQQ

