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Equity v Equality in the short and long term



In this first image, it is assumed that 
everyone benefits from the same 
support. They are being treated 

equally.

Individuals are given different 
support to make it possible for 

them to have equal access to the 
view. They are being treated 

equitably.

All three can see the view without any 
support because the cause of 
inequality was addressed. The 

systemic barrier has been removed.



Barriers to Diversity in Executive Leadership in Healthcare
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Frontline and middle managers are less satisfied with 
assignments, involvement in decision making, professional 
relations with colleagues, promotion, salary inequities and 
overall job satisfaction.

Healthcare professionals of color experience exclusion, 
isolation, alienation, and racism

Women and minorities use “covering” to fit in with existing 
norms

Influence of unconscious assumptions and biases



Where Do You Live?

What was her 
motivation for asking if 
the recorder lived in an 

affordable housing 
unit?

Were her biases 
conscious or 
unconscious?



Executive Director, 
Harvard Humanitarian 
Initiative

Worked with local groups to provide assistance to Syrian 
Refugees. 

Served as the Senior Associate Director for Research 
with the Women and Public Policy Program at the 

Harvard Kennedy School.

She worked to advance and disseminate evidence-
based, experimental research that examines gender 
gaps in the areas of economic opportunity, political 
participation, health, and education.



Where Does Unconscious Bias Come From?

Dis-Identified 
Self

HISTORIC GROUP LEARNING AND CULTURAL 
NARRATIVE

SOCIAL & INSTITUTIONAL LEARNING, AFFILIATIONS, 
HISTORY, AND NARRATIVE

CULTURAL LEARNING

INDIVIDUAL LEARNING AND NARRATIVE

NORMS, LANGUAGE, VALUES, BEHAVIORS, PRACTICES

PATTERNS OF HISTORIC BEHAVIOR IN RELEVANT INSTITUTIONS

INDIVIDUAL EXPERIENCE/ TRAUMA AND HISTORY

EXPERIENCES, STORIES, HISTORY, THEMATIC BELIEFS















IDENTITY POWER & 
PRIVILEGE

RACE & 
ETHNICITY

UNAWARENESS

GENDER & 
SEXUALITY

The ROOT Cause
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Step 1

Step 2

Step 3

Understand Your Bias

Understand the Impact

Take Action to 
Counteract



Step 1

UNDERSTAND 

YOUR BIAS
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 First  IMPRESSIONS
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First Impressions

Mary 
Jo

Andrew

Sonja

Simon

Dustin
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Step 2

UNDERSTAND  

THE IMPACT



WHAT IS THE IMPACT OF STEREOTYPES AND BIAS

PERFORMANCE

PERFORMANCE 
ATTRIBUTION

COMPETENCE/LIKEABILITY 
TRADEOFF

MATERNAL

FOUR COMMON TYPES OF 
BIAS



PERFORMANCE BIAS

Performance bias occurs when people who 
are part of dominant groups, such as whites 
or men, are judged by their expected 
potential, while those who are part of less 
dominant groups such as people of color or 
women are judged by their proven 
accomplishments.



Performance Attribution Bias

When it comes to decision-making, unconscious 
biases cause some people to be perceived as 
“naturally talented,” whereas others are 
presumed to have “gotten lucky.” People on the 
receiving end of these biases are less likely to 
receive credit for their ideas, are interrupted 
more often during team interactions and have 
less influence on teams.



Competence/Likeability Tradeoff 
Bias

Research shows that success and likeability are 
positively correlated for men and negatively correlated 
for women. Women are expected to be nurturing and 
care-taking, while men are expected to be assertive 
and action-oriented. Having to produce results and be 
liked makes it harder for women to get hired and 
promoted, negotiate on their own behalf, and exhibit 
leadership.



Maternal 
Bias

Research shows that women who are mothers 
experience an unconscious bias in the workplace 
that fathers and women without children do not. 
Mothers are disliked when not seen as nurturing 
mothers, and given fewer opportunities.



Pillars of Belonging

Exclusion 
Individual is not 

treated as an 
organizational 

insider with unique 
value in the work 

group but there are 
other employees or 

groups who are 
insiders

Differientation 
Individual is not 

treated as an 
organizational 

insider with unique 
value in the work 
group but their 

unique 
characteristics are 
seen as valuable 
and required for 

group/organization 
success

Assimilation 
Individual is treated 
as an insider in the 
work group when 
they conform to 
org./dominant 

culture norms and 
downplay 

uniqueness.

Inclusion 
Individual is treated 
as an insider and 

also allowed/
encouraged to 

retain uniqueness 
within the work 

group



Step 3

ORDINARY ACTIONS 

THAT INFLUENCE 

EXTRAORDINARY 

CHANGE



CHALLENGE YOUR 
ASSUMPTIONS

 



ADAPT TO CULTURAL DIFFERENCES



QUESTION THE 
NORM



UNCOVER 
IMPRESSIONS



Reap the Benefits and Minimizing the Challenges of Diversity

Seek out opportunities 
for greater interaction 

with colleagues that 
don’t fall within your 

respective 
demographics

Focus on the 
individual and on 

his/her personality, 
qualifications, merit, 

interests, etc.

Treat all individuals- 
regardless of race, sex, 
or status— with 
respect, consideration, 
and politeness

Actively promote 
inclusive communities


