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Huge body of research

* Hundreds of lab studies

 Documenting bias over and over again for 40
years

» Do lab studies describe what actually goes on
at work?
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“Any of that sound familiar?”

96% | reported gender bias

Four distinct kinds of bias:

Tightrope Prove-It- Maternal Tug of War
Again! Walli

73% 68% 59% 55%

Williams & Dempsey, 2014.
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Workplace Experiences Survey

* 10-minute climate survey

 \Whether: 4 types of bias: race, gender, class origin,
disability

* \Where: e.g. assignments, performance evaluations

° Impact: on belonging, intent to stay etc.
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How the experience of
gender bias differs by race

Double
Jeopardy?

Gender Bias Against
Women in Science

Explores parallels and
divergences between racial
and gender bias

Hswe

CLIMATE CONTROL:
GENDER AND RACIAL
BIAS IN ENGINEERING?

JOAN C. WILLIAMS

Distinguished Professor of Law, Hastings Foundation Chair,
Director of the Center for WorkLife Law, University of California,
Hastings College of the Law

SuU L, Ph.D.

Director of Research on Organizational Bias,

University of California, Hastings, Center for WorkLife Law
ROBERTA RINCON, Ph.D.

Sodety of Women Engineers

PETER FINN

Sodety of Women Engineers

Available at www.worklifelaw.org
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WY WE
HATE OUR
OFFICES

And how to build a
orkspace we can love
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1. INDIVIDUAL BIAS
INTERRUPTERS

What individuals can do

2. ORGANIZATIONAL
BIAS INTERRUPTERS

Changing organizational systems
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Prove-lt-Again! 6 8 0/0

Knobloch-Westerwick, Glynn, & Huge, 2013; Moss-Racusin, Dovidio, Brescoll, Graham, & Handelsman, 2012; Roth, Purvis, & Bobko, 2012; Davison &
Burke, 2000; Biernat & Kobrynowicz, 1997.



Prove-It-Again!  Benefit of the Doubt

by For a woman to get a promotion—it’s
difficult. | had actually been doing the
job, without the title or a pay raise, for
about a year. But they still needed
more time to see whether | was up to
it.”
B —"

An Initiative of the Center for WorkLife Law at UC Hastings

Y




Prove-It-Again!

80
20 68
61

60
50
40 35
30 28
20
10

0

| have to repeatedly prove myself to get the same level of
respect and recognition as my colleagues. (Engineers)

B \Women M Minorities White Men White Women

% agreement
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63

54 54

B \Women of Color

| have to repeatedly prove myself to get the same level of
respect and recognition as my colleagues. (Lawyers)

B Men of Color
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B I AS I N T E R R U PTE RS snb’ligucs}gg_ﬁ;e OUR APPROACH TOOLKITS v ABOUT

We Help Companies Interrupt And Correct
Implicit Bias In The Workplace

Biaslnterrupters.org

Let Us Equip You With Tools To Interrupt Bias

Bias Interrupters is an evidence-based model that provides solutions. It interrupts the constant transmission of bias in basic
business systems, which leads to more diverse and better performing workplaces. Bias Interrupters change systems, not people.

Hiring:

* Pre-commit to what'’s important—and require accountability Pre-commit in writing to what
qualifications are important, both in entry-level and in lateral hiring. When qualifications are
waived for a specific candidate, require an explanation of why they are no longer important—and
keep track to see for whom requirements are waived.
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B I AS I N T E R R U PTE RS sngfgusjggﬁ;e OUR APPROACH TOOLKITS v ABOUT

We Help Companies Interrupt And Correct
Implicit Bias In The Workplace

Biaslnterrupters.org

Let Us Equip You With Tools To Interrupt Bias

Bias Interrupters is an evidence-based model that provides solutions. It interrupts the constant transmission of bias in basic
business systems, which leads to more diverse and better performing workplaces. Bias Interrupters change systems, not people.

Performance Evaluations:

» Require evidence from the evaluation period that justifies the rating.
Try: “In March, she gave X presentation in front of Y client on Z project, answered his questions
effectively, and was successful in making the sale,” instead of: “She’s quick on her feet.”
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Tightrope 73%



N/

Prescriptive stereotypes

Women are expected to be...  Men are expected to be...

* Nice, and « Competent, and
« “Communal’ « “Agentic’
— Helpful — Direct
— Modest — Assertive
— Interpersonally — Competitive
sensitive — Ambitious
— Good team players — Leaders
i e o th Cnter o WorkL s Lawat U ings stide 13 |\




Ti ght rope Express Anger: Serena problem

70%

59%
60% : 56%

49%

50%

45%

| feel free to express anger at work when | feel free to express anger at work when
it’s justified. (Engineers) it’s justified. (Lawyers)

40%

30%

20%

10%

0%

B Women ™ Minority ™ White Men

% agreement
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Ti ghtrO P€ | Assertiveness: Hillary problem

80%

70% S

62%

60% .
1% 499 48% 2%

| seldom receive pushback when | behave | seldom receive pushback when | behave
assertively. (Engineers) assertively. (Lawyers)

50%
40%
30%
20%
10%

0%

B Women B Minority ™ White Men

% agreement
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B I AS I N T E R R U PTE RS sngfgusjggﬁ;e OUR APPROACH TOOLKITS v ABOUT

We Help Companies Interrupt And Correct
Implicit Bias In The Workplace

Biaslnterrupters.org

Let Us Equip You With Tools To Interrupt Bias

Bias Interrupters is an evidence-based model that provides solutions. It interrupts the constant transmission of bias in basic
business systems, which leads to more diverse and better performing workplaces. Bias Interrupters change systems, not people.

Performance Evaluations:

» Separate personality issues from skill sets.
Women are more likely to be faulted for personality faults than men; make that visible.

Copyright © 2018 Women's Leadership Edge. All rights reserved. .
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Tight ro pe Office Housework

* Literal housework
— Planning parties, getting gifts

* Admin work
— Taking notes, scheduling meetings
* Emotion work
— “He’s upset. Can you fix it?”
* Undervalued, behind-the-scenes work

Williams & Dempsey, 2014.

Copyright © 2018 Women'’s Leadership Edge. All rights reserved.
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50.00%

45.00%

40.00%

35.00%

30.00%

25.00%

20.00%

15.00%

10.00%

5.00%

0.00%

Administrative work

More administrative tasks than colleagues

46.70%

43.51%

25.77%

19.66%

White Men White Women B Men of Color B \Women of Color

Figure 2.6
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70.00%

60.00%

50.00%

40.00%

30.00%

20.00%

10.00%

0.00%

Who’s a worker bee?

"I am expected to be a “worker bee” who works hard, avoids confrontation, and does not complain."

61.19%

58.15%

55.36%

40.95%

B White Men White Women B Men of Color B \Women of Color
Figure 2.7
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Who’s a leader?

"People at work see me as a leader."

88.00% 86.99%

86.00%
84.00%
82.00%
80.00%
78.46%
78.00%
76.00%
74.00%

72.00%

70.00%
White Men White Women
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Figure 2.8

81.08%

B Men of Color

76.49%

B \Women of Color
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B I AS I N T E R R U PTE RS sngfgusjggﬁ;e OUR APPROACH TOOLKITS v ABOUT

We Help Companies Interrupt And Correct
Implicit Bias In The Workplace

Biaslnterrupters.org

Let Us Equip You With Tools To Interrupt Bias

Bias Interrupters is an evidence-based model that provides solutions. It interrupts the constant transmission of bias in basic
business systems, which leads to more diverse and better performing workplaces. Bias Interrupters change systems, not people.

Assignments:
* Don’t ask for volunteers for office housework.

Women are more likely to volunteer because they are under subtle but powerful pressures to do
so. Instead, establish a rotation for routine administrative tasks.

Copyright © 2018 Women's Leadership Edge. All rights reserved. .
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Assignments Toolkit
www.biasinterrupters.org

BIAS INTERRUPTERS

Please fill in the blanks below. Put in

zero if no time was spent on certain
tasks.

small steps
big change ?)

Tell us about the peers you have in mind when
answering the previous question

An Initiative of the Center for WorkLife Law at UC Hastings

On average, how How much time do you | Do you feel you spent # of peers # of women in # of people of
much time did you typically spend per more time on this you have in your peer color in your
spend per month on month on each task? task than your peers mind group peer group
each task below? (based on last year) with similar seniority
and experience (circle
answer)
1. Cleaning up after meetings __hours__minutes | __hours__minutes Yes/No
2. Planning parties and other social events __hours__minutes | _ hours__minutes Yes/No
3. Getting coffee/food for meetings __hours__minutes | __hours__minutes Yes/No
4. Taking notes at meetings __hours__minutes | __hours__minutes Yes/No
5. Fetching documents during meetings __hours__minutes | __ hours__minutes Yes/No
6. Handling logistics and scheduling for
meetings __hours__minutes | _ hours__minutes Yes/No
9. Keeping track of paperwork __hours__minutes | __hours__minutes Yes/No
10. Keeping track of budgets __hours__minutes | __hours__minutes Yes/No
11. Managing documents and data __hours__minutes | _hours__minutes Yes/No
12.
13.
Copyright © 2018 Women'’s Leadership Edge. All rights reserved. Slide 22
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Assignments Toolkit

www.biasinterrupters.org
BIAS INTERRUPTERS s”é?é’ﬁéiﬁsgez;

ASSIGNMENT TYPOLOGY WORKSHEET

Fill out the worksheet below with specific projects/types of work/assignments that are high-profile and fall under the
categories provided below:

This process applies to: (circle one) Junior Senior Intermediate ( ) Other ( )

HIGHER-PROFILE WORK:

Roles that provide the opportunities to gain new knowledge or become a subject matter expert
(SME):
1.
2.
3.
4.
| Opportunities to display § ledge to important audiences:
1.
2.
3.
4.
| Opportunities to develop relationships inside the ¢ y that are important for promotion/comp:
1.
2.
3.
4.
Opportunities to develop relationship ide the company that are important for
promotion/comp:
1.
2.
3.
4.
Opportunities that grant access to busi devel t resources:
1.
2.
3.
4.
Other high-profile

8 in your organization that lead to promotion:

bl Bl Bl I Ed

Copyright © 2018 Women's Leadership Edge. All rights reserved. .
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Assignments Toolkit

www.biasinterrupters.org
BIAS INTERRUPTERS “bichane 5

MANAGER ASSIGNMENT WORKSHEET

Instructions: Input the specific projects/types of work/assignments that were identified in the manager’s
typology meeting. Distribute to managers to complete the employee assigned column.

This process applies to: (circle one) Junior Senior Intermediate ( ) Other ( )

Glamour Work Employee Assigned
Roles that provide the opportunities to gain new
knowledge or become a subject matter expert
(SME):

1.

2.

3.

4.

Opportunities to display knowledge to
important audiences:

1.

2.

3.

4.

Opportunities to develop relationships inside
the company that are important for
promotion/comp:

1.

2.

3.

4.

Opportunities to develop relationship id
the company that are important for

p jon/comp:

bl B R [

bad bad Lad [

bad Rad i [

Ead B Iad B

1
2.
3.
4

Opportunities that grant access to business
devel resources:

d o

1.
2. 2.

|

3. 3.

Copyright © 2018 Women's Leadership Edge. All rights reserved.
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Maternal
599
Wall 0



Maternal Wall | Yegative Competence and

Commitment Assumptions

* 79% less likely to be hired
» Half as likely to be promoted
o Offered $11,000 less

Correll, Benard, & Paik, 2007; Heilman & Okimoto, 2008; Cuddy, Fiske, & Glick, 2004; Fuegen, Biernat, Haines, & Deaux, 2004.
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Maternal Wall Commitment and

Competence

90%
80%

70%

60% 55% 7%

50% I I

40%
30%
20%
Having children did not change my Having children did not change my
colleagues’ perceptions of my work colleagues’ perceptions of my work
commitment or competence. (Engineers) commitment or competence. (Lawyers)

78% 80%

61%

46%

10%
0%

B \Women B Minority ™ White Men

% agreement
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big change

We Help Companies Interrupt And Correct
Implicit Bias In The Workplace

Biaslnterrupters.org

Let Us Equip You With Tools To Interrupt Bias

Bias Interrupters is an evidence-based model that provides solutions. It interrupts the constant transmission of bias in basic
business systems, which leads to more diverse and better performing workplaces. Bias Interrupters change systems, not people.

Use Metrics:
« Do women’s ratings fall after they have children? Do employees’ ratings fall after they take
parental leave or adopt flexible work arrangements?

Copyright © 2018 Women's Leadership Edge. All rights reserved. .
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Tug of War 5504



Patterns of bias: Negatively
correlated with intent to stay

Prove-It-Again! Tightrope Bias
Bias r=-55%*
r=-.35%*

Intention to Stay

Maternal Wall

IEN Tug-of-War Bias
r=-.28%*%* r=-.48*%

Copyright © 2018 Women'’s Leadership Edge. All rights reserved. q
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Patterns of bias: Negatively
correlated with belonging

Prove-It-Again! Tightrope Bias
Bias r=- 76**
r=-.37*%

Belonging

Maternal Wall
Bias Tug-of-War Bias
r=-.58** r=-.38**

Copyright © 2018 Women'’s Leadership Edge. All rights reserved.
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70.00%

68.00%

66.00%

64.00%

62.00%

60.00%

58.00%

56.00%

54.00%

52.00%

50.00%

Mentors

Have had good mentors

68.14%
62.63%
White Men White Women
Figure 5.4

Copyright © 2018 Women'’s Leadership Edge. All rights reserved.
An Initiative of the Center for WorkLife Law at UC Hastings

60.68%

B Men of Color

57.04%

B \Women of Color
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70.00%

60.00%

50.00%

40.00%

30.00%

20.00%

10.00%

0.00%

Compensation

"My pay is comprable to that of my colleagues who have similar qualifications and experience."

66.06%

62.75%

42.22%

34.60%

White Men White Women B Men of Color B \Women of Color

Figure 6.1
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Natural experiment

* Major STEM research org

— [ gave Individual Bias Interrupters workshop to
all managers

— Bias interrupter in place

e If scores more than 1 standard deviation off the
mean for ¢ or POC...

— Workplace Experiences Survey before/after

‘ No bias in performance evaluations

Copyright © 2018 Women's Leadership Edge. All rights reserved. lid
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WORKLIFE e

— WUNC KENAN-FLAGLER
&L BUSINESS SCHOOL

UNIVERSITY OF CALIFORNIA
SCHOOL OF SOCIAL SERVICE ADMINISTRATION

Stable Scheduling Study

’ PI

STABLE Distinguished Professor Joan C. Williams
SCHEDULING

INCREASES -
PRODUCTIVITY Co-Pls

AND SALES

Associate Professor Susan ]. Lambert

The Stable Scheduling Study

Associate Professor Saravanan Kesavan

" Randomized controlled experiment in 28
= -_k Gap stores
- Only prior experiment...
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Changed seven
things at once

Stable
Shift

Part-Time
-Vl Structure

Plus

Two Week
Advance Notice )

Tech-enabled
Shift
Swapping

4
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Dramatic business benefits

Stable scheduling sharply

increased median sales, by 7%

* Gap spent $31,200 to fund TAS; intervention stores made $2.9 million in
increased revenues

Labor productivity increased by 5%

e Improved retention of more experienced workers

Copyright © 2018 Women'’s Leadership Edge. All rights reserved. .
An Initiative of the Center for WorkLife Law at UC Hastings Slide 37 §"4




Tools

* Open-sourced toolkits
* http://biasinterrupters.org/

* Workplace Experiences Survey — ask me

» Take the quiz!
https://biasinterrupters.org/bias-at-wo

rk/
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