Reducing Discrimination
When Bias Is Hidden

Calvin K. Lai, Ph. D.
Assistant Professor, Washington University in St. Louis

Chair of the Scientific Advisory Committee, Project Implicit
March 23, 2021

calvinlai@wustl.edu Project Implicit




Reduce Implicit Bias Directly


Presenter
Presentation Notes
So, procedures that cause folks to simply commit and reflecting on criteria in advance can act like the guardrails on a road. While it may not eliminate bias entirely, it can constrain it, control it, prevent it from becoming too powerful


: Research Contest

Goal: Reduce implicit biases preferring White people over Black people

Description:
* 6 studies
» ~23,000 Non-Black participants

18 interventions + 1 baseline control
* Interventions = 5 min or less

[+

Project Implicit

Lai et al., 2014, 2016, Journal of Experimental Psychology: General
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I ended up with over 20 research teams submitting 18 interventions. These interventions reflected the state-of-the-art of implicit racial evaluation change at the time. �
Interventions were required to be brief, at 5 minutes or less. This was done so that the interventions could be easily scalable and adaptable to a wide variety of context, to increase comparability between interventions, and to match what was often done in the literature at the time. 

We ran the contest over 4 studies, giving teams a chance to improve upon their interventions between each study.


= i PR Immediate  1-3 days
18 Interventions to Reduce Implicit Bias ,atery

9 worked 0 worked

If | see a Black face,
then | will respond by thinking “good.”

Imagine you are this person.
Describe how you are feeling.


Presenter
Presentation Notes
Most effect -> reduced it by 50%


Reducing Implicit Bias
Permanently is Difficult

Short-Term VS Long-
Malleability - Term
Stability

Coda: Changing implicit bias doesn’t guarantee a reduction in discrimination



it Bias

I1CI

Educate about Impl



Implicit Bias Training =
Teaching about Implicit Bias
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So, procedures that cause folks to simply commit and reflecting on criteria in advance can act like the guardrails on a road. While it may not eliminate bias entirely, it can constrain it, control it, prevent it from becoming too powerful


Implicit bias training means a lot of things

Narrated PowerPoint slides in an Expert instructors who hold

human resources training module small & intensive workshops



Evidence so far: Small lift, small gain

1 day of
education

Consistently
changes minds

Inconsistently
changes behavior

Carnes et al., 2015; Chang et al., 2019; Devine et al., 2017; Forscher et al., 2017; Moss-Racusin et al.,
2016, 2018; Paluck et al., 2021; Stone et al., 2020; Worden et al., 2020
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Attitudes beliefs and motivations

Chang: Sometimes found more mentorship behavior among certain subgroups of employees in a company
Devine: Increased hiring of female faculty but was not significant perhaps due to low sample
Forscher: Increased confronting in an online forum to an essay that endorsed racial stereotyping
Worden: Changed self-reported behavior but not administrative data on racial disparities in enforcement actions such as stops or searches
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So, procedures that cause folks to simply commit and reflecting on criteria in advance can act like the guardrails on a road. While it may not eliminate bias entirely, it can constrain it, control it, prevent it from becoming too powerful


Michael Michelle

Streetwise Formally Educated

“Why? Because being streetwise is more important.”

Uhlmann & Cohen, 2005, Psychological Science
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In one study, the researchers had participants select one of two candidates up for promotion to police chief. One was a guy named Michael, and the other a women named Michelle. The participants read through their credentials and find out that Michael is known for being very tough and streetwise, while Michelle is exceptional for being a great communicator and formally educated. What the researchers found is that people were more likely pick Michael for promotion. When asked why, people would respond that being a police chief meant that it was important to be tough and streetwise, so Michael was the better candidate. 
Of course, that’s not the end of the story. Other participants also evaluated Michael and Michelle, but instead they were told that Michael was formally educated and a great communicator and Michelle was tough and streetwise. Based on what we know from the first set of participants, we would expect these people to pick Michelle because she is more tough and streetwise. People were more likely to pick Michael. When asked why, people said it’s because being a police chief meant that it was important to be smart and a good communicator. So, what we’re seeing here is a shift in the standards by which we evaluate people based on whether they are a man or a woman. This is happening automatically and unconsciously.
To combat this, the researchers ran the same study, but also had participants write out what qualities are important for a police chief before looking at the two candidates up for promotion. When they did this, people were consistent with the qualities they originally listed as important. Regardless of gender, people who thought being streetwise was important picked the streetwise candidate, and people who thought being educated was important picked the educated candidate.




Michael Michelle

Formally Educated Streetwise

“Why? Because being formally educated is more important.”

Uhlmann & Cohen, 2005, Psychological Science
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In one study, the researchers had participants select one of two candidates up for promotion to police chief. One was a guy named Michael, and the other a women named Michelle. The participants read through their credentials and find out that Michael is known for being very tough and streetwise, while Michelle is exceptional for being a great communicator and formally educated. What the researchers found is that people were more likely pick Michael for promotion. When asked why, people would respond that being a police chief meant that it was important to be tough and streetwise, so Michael was the better candidate. 
Of course, that’s not the end of the story. Other participants also evaluated Michael and Michelle, but instead they were told that Michael was formally educated and a great communicator and Michelle was tough and streetwise. Based on what we know from the first set of participants, we would expect these people to pick Michelle because she is more tough and streetwise. People were more likely to pick Michael. When asked why, people said it’s because being a police chief meant that it was important to be smart and a good communicator. So, what we’re seeing here is a shift in the standards by which we evaluate people based on whether they are a man or a woman. This is happening automatically and unconsciously.
To combat this, the researchers ran the same study, but also had participants write out what qualities are important for a police chief before looking at the two candidates up for promotion. When they did this, people were consistent with the qualities they originally listed as important. Regardless of gender, people who thought being streetwise was important picked the streetwise candidate, and people who thought being educated was important picked the educated candidate.




Write out the values that are important for a police chief in advance.

Michael Michelle

Pick the police chief consistent with those values, regardless of gender

J Uhlmann & Cohen, 2005, Psychological Science
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In one study, the researchers had participants select one of two candidates up for promotion to police chief. One was a guy named Michael, and the other a women named Michelle. The participants read through their credentials and find out that Michael is known for being very tough and streetwise, while Michelle is exceptional for being a great communicator and formally educated. What the researchers found is that people were more likely pick Michael for promotion. When asked why, people would respond that being a police chief meant that it was important to be tough and streetwise, so Michael was the better candidate. 
Of course, that’s not the end of the story. Other participants also evaluated Michael and Michelle, but instead they were told that Michael was formally educated and a great communicator and Michelle was tough and streetwise. Based on what we know from the first set of participants, we would expect these people to pick Michelle because she is more tough and streetwise. People were more likely to pick Michael. When asked why, people said it’s because being a police chief meant that it was important to be smart and a good communicator. So, what we’re seeing here is a shift in the standards by which we evaluate people based on whether they are a man or a woman. This is happening automatically and unconsciously.
To combat this, the researchers ran the same study, but also had participants write out what qualities are important for a police chief before looking at the two candidates up for promotion. When they did this, people were consistent with the qualities they originally listed as important. Regardless of gender, people who thought being streetwise was important picked the streetwise candidate, and people who thought being educated was important picked the educated candidate.




Add Guardrails to
How We Make Decisions

Pre-commit to decision-making criteria (Unhimann & Cohen, 2005)
Focusing on pre-committed criteria (Axt & Lai, 2019)
Structured interviews (Levashina et al., 2014)

Remove potentially biasing info (Goldin & Rouse 2000)

Evaluate candidates side-by-side (Bohnetetal., 2015)




HOW TO REDUCE DISCRIMINATION

Reducing implicit bias
has been ineffective

Educating about implicit bias
changes minds,
but not necessarily actions

Adding guardrails to
decision-making works!
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So, procedures that cause folks to simply commit and reflecting on criteria in advance can act like the guardrails on a road. While it may not eliminate bias entirely, it can constrain it, control it, prevent it from becoming too powerful


Goldin & Rouse, 2000, American Economic Review
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Here’s another case, drawn from history. In the 1970s, 95% of musicians in top orchestras were men. But then something interesting happened. Orchestras started having blind auditions, where musicians would play their instrument behind a screen. That way, the hiring committee didn’t know who the person was, what their personality was like, what he or she looked like, and so on. This allowed the hiring committee to focus on the one thing that matters: the quality of the musicians’ music. Because hiring committees couldn’t act on their implicit biases, the number of women in top orchestras shot up. Now instead of 5% women in orchestras, it’s much closer to 50/50. 
This shows that we can make good unbiased decisions by removing the possibility of acting on our biases. Setting it up so that we don’t have to act on our implicit preferences is a great way of avoiding discrimination, intentional or not.
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