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What are implicit and explicit stereotypes?
Stereotypes are the belief that most members of a
group have some characteristic. Some examples of
stereotypes are the belief that women are nurturing
or the belief that police officers like donuts. An
explicit stereotype is the kind that you deliberately
think about and report. An implicit stereotype is one
that occurs outside of conscious awareness and
control. Even if you say that men and women are
equally good at math, it is possible that you associate
math with men without knowing it. In this case we
would say that you have an implicit math-men
stereotype.
Source:
https://implicit.harvard.edu/implicit/faqs.html
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Highlights
A field experiment was performed to measure racial discrimination in
the labor market. Fictitious resumes were assigned either a very
African American sounding name or a very White sounding name.
The results show significant discrimination against African-American
names: White names receive 50 percent more callbacks for interviews.
We also find that race affects the benefits of a better resume.
For White names, a higher quality resume elicits 30 percent more
callbacks whereas for African Americans, it elicits a far smaller increase.
The amount of discrimination is uniform across occupations and
industries.
Definition of implicit bias. These implicit biases can result in behavior
that contradicts conscious values. These unconscious associations can
be manipulated to induce more positive implicit attitudes.
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Each of us has unconscious biases.
Unconscious bias is not easy to identify, admit, or discuss.
Academics are well-positioned to develop and implement methods
unconscious biases and their effects can be significantly limited.
Identify unconscious biases through open and nonthreatening
discussions.
Accountability must be woven into any process an institution adopts.
Implicit race biases, which are automatically activated and often
unintentional, as major contributors to the perpetuation of
discrimination.
Several components likely work in combination to prompt situational
awareness of one’s bias and translate that awareness into chronic
awareness, concern, and self-regulatory effort.
This study is first intervention of its kind to use a randomized
controlled design, produce a reduction in implicit race bias that
endures for at least two months.
Studies reaffirmed negative bias against women being evaluated for
positions traditionally or predominantly held by men.
Interventions that provided raters with clear evidence of job-relevant
competencies were effective.
However, clearly competent women were rated lower than equivalent
men for male sex-typed jobs unless evidence of communal qualities
was also provided.
Two studies found unconscious resistance to “anti-bias” training.
Implicit bias can foster negative attitudes and lead to damaging
stereotypical behavior.
Diversity education that focuses on bias education and fear reduction
have been successful.
Increasing awareness of implicit bias may improve attitudes towards
minority groups.
This study did not find significant correlations between the explicit and
implicit measures, consistent with previous research.
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People have a bias in favor of preserving the status quo; change is
uncomfortable.
For women and minorities, having your differences made salient can
also lead to inferences of incompetence.
“Get two in the pool effect” may represent an important first step for
overcoming unconscious biases.
When it is apparent that an individual is female or nonwhite, they are
rated worse than when their sex or race is obscured.
In this study when there were two or more minorities or women in the
pool of finalists, the status quo changed.
Poor interview practices can result from interviewers’ bias such as halo
effect.
Excessive use of unstructured interviews undermines an organization’s
competitive advantage.
Speaking the same language does not mean sharing the same culture.
It is important to develop rapport with an interviewee before assessing
competencies.
Interviewers need to be able to differentiate between skills, personality
and culturally based behaviors.
Implicit prejudices are social preferences that exist outside of
conscious awareness or control.
Mere exposure to out-group members is sufficient for reducing implicit
prejudice.
Situational goals, motives, or behavioral strategies may not affect the
existence of implicit prejudice but instead alter its expression.
Research has discovered basic mechanisms for changing implicit
attitudes and has provided insight into operations of the mind that
escape conscious awareness or control.
Working with other colleges helps leverage resources and improve
diversity of applicant pools.
The Big Ten Academic Alliance members increased underrepresented
minority groups for STEM positions to 67 up from 52 the year before
with search committee training.
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Seek out funding from entities such as NSF and Mellon Foundation to
support diversity efforts.
Focus on department accountability is necessary to sustain
improvements.
Implicit Association Tests were administered over a 2-year period to
measure attitudes toward and stereotypes of social groups.
On average there was implicit preference for White over Black and
young over old.
Additionally, males were linked with careers and females were
associated with families.
This research offers explanation to the strength of implicit attitudes,
the association and dissociation between implicit and explicit attitudes
and effects of group membership on attitudes and stereotypes.
Biological sex and physical appearance—contribute to gender-biased
leadership perception independent of each other.
Persons that were ascribed with higher attractiveness were ascribed
with more leadership competence.
Persons with masculine appearance received higher ratings of
leadership competence than did persons with a feminine appearance.
The authors created and implemented a training workshop for faculty
search committees designed to improve the hiring process and
increase the diversity of faculty hires.
Comparisons were done between participating and nonparticipating
departments and the self-reported experience of new faculty within
the hiring process.
Attendance at the workshop correlates with improved hiring of women
faculty and with a better hiring experience for faculty recruits,
especially women.
The automatic racial attitudes of women but not men emulated those
of an experimenter displaying race-egalitarian attitudes neutral with
respect to race.
Affiliate motives may elicit malleability of automatic attitudes
independent of manipulations of social group exemplars.
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Social factors can influence implicit bias; therefore, this can be
manipulated to be positively applied.
When an applicant’s credentials are ambiguous, stereotypes are used
to ‘‘ﬁll in the blanks’’.
Even without ambiguity in applicants’ credentials, the criteria used to
assess merit can be deﬁned ﬂexibly in a manner congenial to the
idiosyncratic strengths of applicants who belong to desired group.
People deﬁne merit self-servingly, asserting criteria of excellence that
put their own idiosyncratic credentials in a positive light racially
prejudiced individuals emphasize those indices of academic merit that
happen to favor an individual White college applicant over an
individual Black applicant.
By deﬁning merit in a manner tailored to the idiosyncratic strengths of
an applicant from the desired group, decision makers can justify a
discriminatory decision by appealing to ostensibly ‘‘objective’’ criteria.
Covers searches for all faculty, staff, and administrative positions.
Emphasizes aligning hires to departmental and institutional goals.
Describes proven practices for successful outcomes.
This manual provides faculty members, department heads, chairs,
deans, and members of search committees with a straightforward tenstep process, using proven strategies and systematic planning,
designed to facilitate group dynamics while members seek out and
identify high caliber candidates and reach consensus on the best one
for the institution.
Throughout, the authors attend to issues of diversity and inclusion,
aligning the hire with institutional goals, and avoiding legal pitfalls.

