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Interrupting Bias in
Faculty Searches

Insanity is doing the
same thing over and
over again but expecting
different results.
RITA MAE BROWN

Session Outline

Benefits of Diversity

Benefits of Diversity
Key Concepts
Research on Bias
Common Shortcuts
Film Case Study
Best Practices

Diversity powers innovations superior to those of
homogenous groups (Page 2007)
Diversity on Juries (Sommers 2006)
◦ More information exchange

◦ Took longer
◦ Discussed more case facts
◦ Discussed more missing evidence
◦ More accurate

◦ Fewer inaccurate statements
◦ Fewer uncorrected inaccuracies
◦ More openness to discussing race

◦ Discussed more race‐related topics
◦ Fewer objections to considering race

Slide Source: 2008 LEAD presentation by Sapna Cheryan, Assistant Professor of Psychology, University of Washington

Truth or Myth?

Discrimination is only
practiced
by a small set of ignorant
people.

Even the most well‐intentioned
person unwillingly allows
unconscious thoughts &
feelings to influence apparently
objective decisions.
M. BANAJI
WWW.IMPLICIT .HARVARD .EDU
WWW.PEOPLE .FAS .HARVARD .EDU /~BANAJI
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Examples of Micro‐Aggressions &
Solutions T

Key Concepts

MICRO‐AGGRESSIONS

Unexamined
Bias

Under‐
represented
Groups

Diversity VS
Inclusion

Provide our full attention

Translations

Acknowledge each other’s
contributions

Misidentifications
Exclusion

Privilege

Change Agent

Micro‐
aggressions

MICRO‐SUPPORT

Interruptions

Marginalization

Recognize strengths
Respectfully ask questions for
clarification
Hold each other accountable
when we see micro‐aggressions
Break the silence

Adapted from 2009 LEAD presentation by Kecia M. Thomas, Ph.D., Professor of Psychology and Sr. Advisor to the Dean of the Franklin
College of Arts & Sciences, University of Georgia

Change Agent

Research on Unexamined Bias
• White vs. Black names, 2 skill levels each

Advocates
Speaks differently and compellingly
about diversity
Frames issues
Demonstrates leadership
Is willing to alter status quo
Is not necessarily argumentative

Job Callbacks
(Bertrand &
Mullainathan)

Short Cuts

Short Cuts Examples

Impose taxes on underrepresented groups
Bestow advantages to dominate group members

Academic CV
evaluation

Snap
Judgments

Positive
Stereotypes

Negative
Stereotypes

Euphemized
Bias

• Whites: 50% more callbacks
• Highly skilled and average blacks virtually same number callbacks
• Same CV, different name
• Male applicant rated better in all categories, more likely hired

(Steinpreis et al., 1999)

• Pattern holds for both men and women reviewers

Fellowships
(Wennerås
and Wold).

Women applicants’ productivity score had to be significantly
higher to receive same peer review application score as men

Actual applicants to fellowship program

Negative
Stereotypes

Cloning
Similar attributes/
background

Cloning

• Highly skilled whites more callbacks

Positive
Stereotypes
Presumptions of
competence

Snap Judgments
Judgments with
insufficient
evidence

Presumptions of
incompetence
Euphemized Bias
•Visionary
•Star
•Committed
•Focused
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Film: Interrupting Bias in the Faculty Search
Process

Observations
What did you notice in the film?
What privileges, biases, and cognitive
errors did you observe?
What might be motivating each of the
characters’ behaviors?
What would you do differently?
Take 2 – an alternate ending…

Change Agency
What might be obstacles to being a
change agent in your organization?
Why do it then?
What other change agent behaviors
or actions could one adopt in this
fictional situation? At your
institution?

Accountability

Diversity

As leaders, how do you develop
change agency in others?

Accountable for Diversity?

Best Practices
3 Best Practices from C.S.V. Turner

Faculty
Chairs
Deans

◦ Diversity on the committee
◦ Diversity valued in job announcement and at
institutional level
◦ Strong advocate on committee
Other Best Practices

◦ Accountability
◦ Interviewing more than one member of
underrepresented group (Heilman, 1980)
◦ Avoid narrowing the search
◦ Always be recruiting
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Acknowledgements

Discussion
HOW CAN WE BE AGENTS OF CHANGE?

4

