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Training Outline

* The Science of Bias

* The Implicit vs Explicit Biases
* Research in Implicit Biases

* Assessing Biases

* Techniques to Reduce Biases

——SUNY
BROCKPORT



Presenter Notes
Presentation Notes
Why is important to understand the science of bias? It creates an opportunity to understand awareness of individuals and how can we change equity, belonging and justice. We should understand biases to have meaningful conversation and advocate for equitable social systems.

Research indicates that bias trainings in education, social services, public health indicate that create an inclusive ways of behaving and reacting.


An Ice Breaker Question

A boy fall from a tree and broke his leg. His
mother took him to the hospital. The boy was
rushed to the emergency room. The surgeon

walks in and says, “l can’t operate on this boy,
because this boy is my son.”

How can this be?

Adopted: Naming and Framing Gender: — SUNY
Analyzing Gendered Vocabulary Ginny Little BROCKPORT



Presenter Notes
Presentation Notes
The surgeon is his mother.

The social structure of gender and gender bias is reinforced through everyday vocabulary and many words are racialized, gendered and classed

Source: Naming and Framing Gender: Analyzing Gendered Vocubulary Ginny Little



An Ice Breaker Question

Answer: The surgeon is his mother.
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Presenter Notes
Presentation Notes
The surgeon is his mother.

The social structure of gender and gender bias is reinforced through everyday vocabulary and many words are racialized, gendered and classed

Source: Naming and Framing Gender: Analyzing Gendered Vocubulary Ginny Little



The Science of Bias

Bias is a human trait resulting from our
tendency and need to classify individuals into
categories as we strive to quickly process
information and make sense the world.

Source: Community Relations Services Toolkit
for Policing: Understanding Bias Resource SUNY

. BROCKPORT



Presenter Notes
Presentation Notes
Source: Community Relations Services Toolkit for Policing: Understanding Bias Resource Guide


Our brains take pieces of information associated with familiar objects and sort to the schemas and respond according to how we have been trained to react to that category. 

The field of neuroscience has shown that our brains continue to grow in our adulthood. We cannot avoid mentally absorbing some of the negative stereotypes about groups of people that perpetuate our cultures, and we internalize. 

We also have power and agency about producing new associations and turn into more equitable ways of behaving and acting.


Explicit vs. Implicit Bias

Explicit Bias is when Implicit Bias involves
individuals are aware of all the subconscious
their prejudices and feelings, perceptions,
attitudes toward people 3ttitudes and

Or groups. stereotypes that have
Positive or negative developed as a result
preferences for a of prior influences.
particular group are

conscious.

SSSSSS : Community Relations Services Toolkit for Policing: Understanding — SUNY
Bias Resource BROCKPORT
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Source: Community Relations Services Toolkit for Policing: Understanding Bias Resource 



Implicit Bias and Structural Racism

Voting Rights

green space, resources,
safety, healthcare, etc

* Jobs, hiring, & advancemant
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project/implicit-bias-structural-racism-
6c52cf0f4a92


https://medium.com/national-equity

Assessing the Implicit Biases

* The Implicit Bias Association Test (IAT) measures
the strength of associations between concepts,
evaluations and stereotypes.

* The participants are asked to quickly sort words
that are on the left or right side of the computer
screen by pressing different keys.

* If someone has an implicit preference on the thin
people, the person might connect the word thin
with the good words (happy, wonderful) rather
than the bad words (painful, terrible.)

Source:

SUNY
https://implicit.harvard.edu/implicit/aboutus. BROCKPORT
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Presentation Notes
Source: https://implicit.harvard.edu/implicit/aboutus.

Kirwan Institute for the Study of Race and Ethnicity provides modules for implicit biases. It is a very good resource.

There are two ways to assess the implicit biases. We can examine our behavior and look at how our brain is activated the use of imaging technology.

If you see flower, it’s beautiful summer/strong.

The IAT measures the positive or negative attitudes toward a particular concept of social group.


https://implicit.harvard.edu/implicit/aboutus

Assessing the Implicit Biases

* How do you think your self-identified race
influenced your results on the Implicit
Association Test? Were you surprised by
your results? Why or why not?

* Think about a time in your life in which you
were influenced by your own racial bias.
What do you think triggered your racial
bias? What went through your head? How
did it make you feel? |

SUNY
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Presentation Notes
Reflect on your results. Consider how your background and personal experiences may impact your results.


Implicit Bias in the Conduct

Process

Wagner College Example (Fall 2016)

* Tressler-Gelok (Wagner College) was new to
the institution and began doing a full-scale
data assessment on previous incident
reports.

* Finding: Certain students and affinity groups
were being approached different way than
other students.

https://www.theasca.org/blog_home.asp?disp
lay=57#:~:text=In%20student%20conduct%2C

%20implicit%20bias,and%2C%20more%20rece ——SUNY
ntly%2C%20during%20the BROCKPORT



https://www.theasca.org/blog_home.asp?disp

Implicit Bias in the Conduct

Process

Mindy Project Example The Office Example

* A minor noise/alcohol < A minor noise/alcohol
infraction infraction

e 2 RA(s), a professional ¢ Verbal warnings or 1-1
staff, Public Safety documentation

* Formally Documented * No need for Public
Safety

Source:
https://www.theasca.org/blog_home.asp?disp
lay=57#:~:text=In%20student%20 duct%2C
ay ext=In%20student%20conduct% SUNY

%20implicit%20bias,and%2C%20more%20rece
ntly%2C%20during%20the BROCKPORT



https://www.theasca.org/blog_home.asp?disp

Implicit Bias in the Conduct

Process

2016-2017 Academic Year

* Tressler- Gelok asked the question to
the staff and then stakeholders:

* “Why do we immediately assume the
worst every time we experience a
student from the ‘Mindy Project’?”

Source:
https://www.theasca.org/blog_home.asp?disp
lay=57#:~:text=In%20student%20conduct%2C SUNY
%20implicit%20bias,and%2C%20more%20rece

ntly%2C%20during%20the BROCKPORT



https://www.theasca.org/blog_home.asp?disp

Implicit Bias in the Conduct

Process

2017-2018 Academic Year

*In the Fall term, student staff (e.g. first
responders, mandated reporters)
participants in student staff training
focused on bias and microaggressions.

* Examples include a mock conduct
hearing, engaging in roundtables on
experiences of different student groups
at the college.

https://www.theasca.org/blog_home.asp?disp
lay=57#:~:text=In%20student%20conduct%2C
%20implicit%20bias,and%2C%20more%20rece

SUNY
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https://www.theasca.org/blog_home.asp?disp

How Can You Reduce

Implicit Bias?

 Stereotype replacement involves replacing
automatic stereotypical responses with new,
automatic, non-stereotypical responses.

* Example: | have a child who is a math major;
if someone asks, “What is his name?” | can
respond, “My daughter is studying math.”

* Solution: Recognize + Reflect + Replace

Source: Community Relations Services Toolkit
for Policing: Understanding Bias Resource
Guide

SUNY
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Presenter Notes
Presentation Notes
It is when you replace the automatic stereotypical response with new automatic non stereotypical example. Recognize a response as stereotypical. Label the response and identify why the responses may have occurred. Create an alternative response to avoid the stereotypical example.

After the example: I recognize that I made an assumption. Reflection: Gender roles emphasized through media. It creates gender specific perceptions about majors/minor. Replace: Gender has nothing to do who is good at math versus who is not.


How Can You Reduce

Implicit Bias?

* Counter-stereotypic imaging involves
creating an opposite image of a stereotype
in your mind. You can challenge the
stereotype and make a positive association
with the counter-stereotypic image.

* Examples: a stay-at-home dad; a female
pilot; a female construction worker; a male
dental hygienist

Source: Community Relations Services Toolkit
for Policing: Understanding Bias Resource
Guide
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Presentation Notes
You can think of famous person who is a good example of a counter stereotyping image. You can challenge yourself.


How Can You Reduce

Implicit Bias?

* Perspective taking involves taking a first-person
perspective of a member of the group, which
helps develop empathy and an understanding of
the implications of stereotypes.

 Example: Imagine what it would mean to apply
for a position and the employer assume you are
less qualified because of your first name.

 Example: Imagine you are a female musician,
but you are not accepted into a band because
they assume that you have family
responsibilities.

Source: Community Relations Services Toolkit

SUNY

for Policing: Understanding Bias Resource
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Presenter Notes
Presentation Notes
It is a good perspective to improve our psychological closeness. There is a research that has been done: Over 1, 500 resumes were sent out in Boston and Chicago area. White sounding names got 50 percent more callbacks. 


How Can You Reduce

Implicit Bias?

* Intergroup Contact: Create positive

interactions people who are different than

you are.

* Mingle with different people at the work

events and try not to talk about wor
* Learn about people and you will rea

K.

ize how

we are all different than our stereotypes.

* Engage in community activities

Source: Community Relations Services Toolkit
for Policing: Understanding Bias Resource
Guide
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Presentation Notes
It is the easiest and effective method. 


Closing Points

* Please review observed unconscious bias
homework and always remember learning is
a process.

* Do not forget the root causes of bias;
systemic racism, patriarchy, gender
stereotypes, and structural inequalities.

* Remember that you have an agency!!!

——SUNY
BROCKPORT




Closing Points

* Diversify the student conduct process

* Find the people who know the
organizational culture well

* [s there any staff member who knows the
student and can speak their experiences?

* Does a professor teach social justice in
contemporary society?

* Are there any affinity group advisor?

Source : Alvesson, Mats. "Organizational SUNY
culture." Handb. Organ. Cult. Clim (2011). BROCKPORT



Resources and Research
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Research on Bias

e Study: Racial Bias in Pain Assessment” (Hoffman
et al., 2016)

* Sample: 92 medical students from University of
Virginia. Participants estimated amounts of pain
for 18 hypothetical scenarios and estimated the
pain of a gender-matched black or white target
for the same scenarios.

* Findings: About 73% of the sample indicated at
least one false belief about biological differences

between black and white people.

SUNY

Hoffman, Kelly M., et al. "Racial bias in pain assessment and treatment


Presenter Notes
Presentation Notes
Source: Hoffman, Kelly M., et al. "Racial bias in pain assessment and treatment recommendations, and false beliefs about biological differences between blacks and whites." Proceedings of the National Academy of Sciences 113.16 (2016): 4296-4301.



Research on Bias

Study: “The impact of Sample: Audition records
‘blind” auditions on were collected from 8
female musicians” major symphony

(Goldin and Rouse 2000.) orchestras, dating from the

late 1950s to 1995.

Findings: 30 percent
increase in the proportion
female among new hires and
25 percent of the increase
female in the orchestra.

Goldin, Claudia, and Cecilia Rouse.
"Orchestrating impartiality: The impact of"
blind" auditions on female musicians." — _SUNY

American economic review 90.4 (2000): 715- BROCKPORT
741
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Presentation Notes
Source: Goldin, Claudia, and Cecilia Rouse. "Orchestrating impartiality: The impact of" blind" auditions on female musicians." American economic review 90.4 (2000): 715-741


Research on Bias

e Study: “Kristen v. Aisha; Brad v. Rasheed”
(Bertrand and Sendhil 2004.)

* Sample: More than 1,300 help wanted ads sent
to Chicago and Boston and the researchers sent
four types of resume. (sales, admin support,
clerical, customer service.)

* Findings: White sounding names receive 50
percent more callbacks for an interview.

Bertrand, Marianne, and Sendhil Mullainathan.
"Are Emily and Greg more employable than
Lakisha and Jamal? A field experiment on labor
market discrimination." American economic

review 94.4 (2004): 991-1013. BROSCUQ;ORT



Contact Us

On-Campus Web and Social Media
* Allen Administration * Web page:

Building, 6th Floor https://www.brockport.e
* The Office of Equity, du/about/diversity/
Diversity and Inclusion

oedi@brockport.edu

e Phone:
(585) 395-2024

Instagram Page:
brockport_diversity

——SUNY
BROCKPORT



https://www.brockport.edu/about/diversity/
mailto:oedi@brockport.edu

Questions?
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Thank you.

Have a great semester

lmt
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