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Definition

• Implicit Bias or Unconscious Bias (interchangeable)
• The attitudes or stereotypes that affect a person’s understanding, actions, and 

decisions in an unconscious manner.
• Thoughts and feelings are “implicit” if we are unaware of them or mistaken about 

their nature. Judgements are unconscious.
• We have a bias when, rather than being neutral, we have a preference for (or 

aversion to) a person or group of people. 
• Can be learned stereotypes: unintentional, deeply ingrained and able to influence 

behavior.
• Thus, we use the term “implicit bias” to describe a person has attitudes towards 

people or associate stereotypes with them without their conscious knowledge.
• Are not limited to ethnicity and race; biases may exist toward any social group like 

age, gender, gender identity, physical abilities, religion, sexual orientation, weight 
etc.

• Explicit Bias
• Attitudes and beliefs we have about a person or group on a conscious level. 



Unconscious Bias Triggers

● Ambiguous or incomplete information.
● The presence of time constraints.
● Circumstances where our cognitive control are impaired or 

compromised.



How does this impact you?

• Causes for complaint: objective vs subjective.
• Discipline disparities: Causes of complaint vs reaction/discipline 

is not equal to the issue.
• Implicit attitudes toward specific groups (racial or otherwise) can 

unconsciously affect decisions.
• Tendency to confirm preexisting beliefs.
• Unconsciously shape expectations of achievements/performance.



Mitigating the influence of implicit bias

• Recognizing is the first step to “reprogramming”
• We are instrumental in “managing up” or educating others.
• Have you taken the Implicit Association Test (IAT)  

https://implicit.harvard.edu/implicit/iatdetails.html

• Exposure to or association with counter-stereotypical exemplars: 
individuals who contradict widely held stereotypes.

• Intergroup contact - you get to know them or they get to know you
• Information is power: data gathering and do some analysis
• Force the time 
• Encourage visual displays

Implicit bias can lead to microaggressions -
See handout

https://implicit.harvard.edu/implicit/iatdetails.html


Personal care

• A thousand paper cuts - takes its toll.
• Practice forgiveness and self-care.
• Don’t get baited.
• Select your fights.

• Growth and understanding can be uncomfortable and takes time.
• Understand that you/they aren’t being sensitive or not cooperating.
• Embrace allies who “amplify” you. 
• Be an upstander to have the actions returned.

When each of us can be an ally and an upstander
for each other, the work is half way done.

•  environment for these conversations to occur.



Final thoughts

• Unconscious associations should not be regarded as character flaws 
or any indication that the person is good or bad.

• When we identify and reflect on the implicit biases we hold, we 
should recognize that our life experiences may unconsciously shape 
our perception of others in ways we may or may not consciously 
want and recognizing this allows us to take action to mitigate the 
influence of these associations.

• The work of inclusion, diversity, equity and accountability is about 
creating community.

• Individuals and organizations can - and do - grow and change but it 
doesn’t happen overnight.
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Questions?
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