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Program Objectives
Describe the research findings on gender- and race-
related unconscious bias.
Identify effective search, screen & interview practices 
that enhance the quality & diversity of applicant/finalist 
pools
Identify strategies for reducing the impact of unconscious 
bias in hiring, promotion, tenure & performance 
evaluation decisions
Reaffirm individual commitments to creating diverse 
campus workforces
List collective actions that participants will follow through 
on to apply the program material at their respective 
institutions



The Diversity-Excellence Nexus
Organizations that are more diverse adapt more 
readily, effectively & creatively to change & 
challenge (Cox, 1993; Kanter, 1983; McLeod, Lobel
& Cox, 1996)
Scholarship, research & teaching are enhanced by 
multiple perspectives (Antonio 2002; Milem, 2003; 
Nelson & Pellet, 1997; Turner, 2002)
Inclusion of diversity topics in curriculum improves 
students’ cognitive development, critical thinking, 
leadership skills & satisfaction with college (Astin, 
1993; Gurin, 1999, 2002; Milem & Hakuta, 2000; 
Pascarella, et al., 1996)



Cognitive Dissonance
Widely held self-view in higher education: “I am a 
fair, unbiased individual who treats all people in the 
same way.”
Research demonstrates that individuals who hold 
strong egalitarian values and/or believe they are not 
biased may still unconsciously or inadvertently 
behave in a discriminatory manner (Dovidio, 2001)
To improve climate, we must understand that 
unconscious biases do still influence our 
interactions, even if we are committed to equality
Impact is more important than intent!



Research on Gender Bias
When shown photos of people of the same height, 
evaluators overestimated the heights of male 
subjects & underestimated the heights of female 
subjects, even though a reference point, such as a 
doorway, was provided (Biernat, et al., 1991)
When asked to assess the contribution of skill and 
luck to successful performance of a task, evaluators 
more frequently attributed success to skills for males 
& to luck for females, even though males & females 
performed the task equally well (Deaux & Emswiller, 
1974)

Excerpted from WISELI, University of Wisconsin-Madison © 2005



Research on Gender Bias (cont.)
Evaluators who were busy, distracted by others tasks and 
under time pressure gave women lower ratings than men 
for the same written evaluation of job performance for a 
police officer.  Sex bias abated when they gave all their 
time & attention to their judgments, which rarely occurs in 
actual work settings (Martell, 1991)
A study of postdoctoral fellowships awarded by the Medical 
Research Council in Sweden found that female candidates 
needed substantially more publications (3+ papers in 
Nature or Science, 20+ papers in specialty journals such as 
Infection & Immunity or Neuroscience) to achieve the same 
rating as men, unless they personally knew someone on 
the panel (Wenneras & Wold, 1997)

Excerpted from WISELI, University of Wisconsin-Madison © 2005



Research on Gender Bias (cont.)
In a national study, 238 academic 
psychologists (118 male, 120 female) 
evaluated a resumé randomly assigned a male 
or a female name.  Both male & female 
participants gave the male applicant better 
evaluations for teaching, research & service, & 
were more likely to hire the male than the 
female applicant (Steinpreis, et al., 1999)
This effect is exacerbated when women 
represent a small proportion of the pool of 
candidates, as is common in many academic 
fields (Heilman, 1980)

Excerpted from WISELI, University of Wisconsin-Madison © 2005



Research on Gender Bias (cont.)

A study of over 300 recommendation letters 
for medical faculty at a large US medical 
school found that letters written for female 
applicants differed systematically from those 
of males

Reinforced gender schemas of women as teachers 
& students, men as researchers & professionals
Higher percentage of doubt raisers in letters for 
women (Trix & Psenka, 2003)

Excerpted from WISELI, University of Wisconsin-Madison © 2005



Research on Gender Bias (cont.)
In a replication of a 1968 study, researchers 
manipulated the name of the author of an 
academic article, assigning a name that was 
male, female or neutral (using initials).  The 360 
college students who evaluated this article 
evaluated it more favorable when it was written 
by a male than when written by a female.  
Questions asked after the evaluation was 
complete showed that bias against women was 
stronger when evaluators believed that the 
author identified only by initials was female 
(Paludi & Bauer, 1983)

Excerpted from WISELI, University of Wisconsin-Madison © 2005



Research on Gender Bias (cont.)

Evidence suggests that perceived 
incongruities between the female gender role 
& leadership roles cause two types of 
disadvantage for women, both of which can 
negatively impact career advancement: 

They are perceived as having less leadership ability 
than men; and 
They are less liked & more personally derogated 
(Eagly & Karau, 2002; Heilman, et al., 2004; 
Ridgeway, 2001)

Excerpted from WISELI, University of Wisconsin-Madison © 2005



Research on Race Bias
When shown photos of men with similar 
athletic abilities, evaluators rated the athletic 
ability of African American men higher than 
that of white men (Biernat, et al., 1991).
Students asked to choose peer counselors 
from among a group of applicants of 
ambiguous qualifications more often chose 
white candidates than African American 
candidates with identical qualifications 
(Dovidio & Gaertner, 2000)

Excerpted from WISELI, University of Wisconsin-Madison © 2005



Research on Race Bias (cont.)
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 (Biernat, et al., 1991)
A study of nonverbal responses of white 
interviewers to black & white interviewees showed 
that white interviewers maintained higher levels of 
visual contact (reflecting greater attraction, intimacy 
& respect) when talking with whites, but higher rates 
of blinking (indicating greater negative arousal & 
tension) when talking with blacks (Dovidio, et al., 
1997)

Excerpted from WISELI, University of Wisconsin-Madison © 2005



Research on Race Bias (cont.)

Race stereotypes regarding task competence 
may lead evaluators to set different standards 
for assessing competence in whites versus 
African Americans.  Specifically, evaluators 
may have lower minimum standards (or initial 
screening criteria) but higher confirmatory 
standards (or hiring criteria) for African 
Americans than whites (Biernat & 
Kobrynowicz, 1997)



Research on Race Bias (cont.)
A national survey found Americans are most 
uncomfortable voting for a presidential candidate 
who is Asian American (24%) than for someone who 
is African American (15%), female (14%), or Jewish 
(11%) (ABCNews.com, 2001)
Asian Pacific American students are statistically 
least likely to categorize themselves as leaders or to 
relate to the most common definitions of leadership 
(Balón, 2004)



Unconscious Bias

Most likely to be triggered when:
Visible/salient identity (e.g., age, gender, race)
Under time pressure
Need a quick decision
Experiencing cognitive overload
Multi-tasking
Ambiguity present
Perceived lack of accountability
Fatigued/stressed



Unconscious Bias (cont.)

Descriptive behaviors – how individuals 
are likely to behave
Prescriptive behaviors – how individuals 
are supposed or “ought” to behave

Social penalties incurred for violating prescriptive 
behaviors
All of us, regardless of our own identity, may 
subscribe to prevailing assumptions, expectations, or 
generalizations & apply them when evaluating 
individuals (Bielby & Baron, 1986)



Recommended Strategies for 
Minimizing Impact of Bias

Review/revise institutional mission for genuine 
inclusion of diversity

Educate/engage opinion leaders & key stakeholders
Update web page & promotional materials

Write job descriptions that:
Afford the greatest flexibility in “screening in” candidates
Seek evidence of past behavior (e.g., “demonstrated”) 
versus future intention
Emphasize the importance of “hard” & “soft” skills
Highlight the importance of diversity & multiculturalism to 
the roles/responsibilities



Sample Minimum Qualifications

“…proven ability to work & lead effectively in 
a highly diverse campus community”
“…exhibit a consistent record of personal & 
professional actions that promote an inclusive 
climate & social justice for all”
“…demonstrated capacity to develop & 
maintain effective working relationships with 
individuals & organizations reflecting a broad 
range of identities, perspectives & 
experiences”



Sample Job Description Language
“Engage in actions & communications which demonstrate at all 
times a commitment to the success of the Division of Student 
Affairs, of the West campus, & of Arizona State University, as 
well as an openness to personal & organizational 
improvement.”
“Actively strive to foster & maintain a workplace climate that is
supportive of all employees regardless of their identity, 
respectful of difference & genuinely open to multiple 
perspectives.”
“Purposefully promote an inclusive learning environment for all 
students that encourages personal growth, self-reflection, 
critical thinking & academic success.”
“Consistently role model ethical decision-making, cultural 
competency, responsible management, & courageous 
leadership for students through all actions & communications.”



Recommended Strategies (cont.)

Search & screen committee:
Carefully select, train & hold accountable a search 
chair who will be committed to an inclusive 
process
Give thoughtful consideration to the composition
Educate members on the impact of unconscious 
bias
Interrupt, “I’m all for diversity as long as we don’t 
compromise excellence!”



Recommended Strategies (cont.)

Recruitment process:
Early, sustained, repeated contact with 
candidates in the search phase maximizes 
likelihood of offer acceptance
While it is illegal to give preferential treatment to 
women & minorities in the hiring process, that is 
NOT the case in the search process
Committee members should utilize all available 
networks
Individual, personalized engagement is most 
effective



Recommended Strategies (cont.)

Review of applications:
Develop evaluation instruments/tools that keep committee 
members focused on relevant qualifications/criteria
Utilize a comprehensive portfolio of both quantitative & 
qualitative measures
Have sub-teams evaluate each application to maximize 
time spent on each candidate
Raise questions about whether gender- or race-related 
bias may be playing a role in the evaluations being made
Hold each other accountable for each decision rejecting or 
retaining a candidate



Recommended Strategies (cont.)

Campus interviews:
Remember that while you are evaluating the 
candidate, s/he is also assessing your institution –
market your assets accurately
All individuals who interview/meet with the 
candidate help to create the climate/reception 
s/he experiences
Regardless of whether or not the candidate gets 
the offer, they should have a positive experience 
during the campus visit



Suggested Questions
“Please describe some of the past strategies you have 
implemented to help enhance the professional 
advancement of women & minorities in your organization.”
“Think back to a recent occasion when you heard a student 
or a colleague make a remark that marginalized or 
disrespected an individual or group on the basis of identity.  
How did you feel?  Did you respond?  If so, how?”
“What have you found to be the most difficult or challenging 
aspect about engaging in dialogue with your peers about 
difference, discrimination, power and/or privilege?”
“How have issues of diversity, multiculturalism & social 
justice impacted or informed the way you have approached 
program development, service delivery or student 
learning?”



Institutional Commitment to 
Change

Ownership/leadership at the top levels of administration
Infusion into & centrality within academic mission (Smith, 
2000)

Responsibility to provide a learning environment that reflects the 
increasingly global & multicultural society in which our students 
will work, live & lead

Regular training of department heads, deans, directors, 
etc.; require training for search committee chairs & 
members

Active learning
Peer-based training
Research-driven

Unit/division performance linked with resource allocation



Conclusion

“…as we become aware of our hypotheses, we 
replace our belief in a just world with a view of the 

world in which bias plays a role.  Since this is a state 
of affairs we wish were otherwise, we prefer not to 

acknowledge it.  But we can learn.”

- Virginia Valian (1999, pp. 305-206)



For More Information
AAC&U DiversityWeb:

http://www.diversityweb.org/
University of Michigan Information on Admissions 
Lawsuits:

http://www.umich.edu/~urel/admissions/
University of Wisconsin-Madison Women in Science 
& Engineering Leadership Institute Training for 
Hiring Committees Initiatives:

http://wiseli.engr.wisc.edu/initiatives/hiring/training_hiring.html
US Office of Personnel Management – “Building & 
Maintaining a Diverse, High-Quality Workforce”

http://www.opm.gov/diversity/guide.htm
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