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 Presentation is based on scientific data and findings 

 Presentation is consistent with an anti-racism perspective

Goal is positive change – eliminating racism at all levels, with a focus 
on systemic racism

 An inherently uncomfortable subject for many - content may make 
some people uncomfortable

Goal is not to feel guilt, to debate these issues, but to look at what 
positive change we can make together to benefit those in our college 
– faculty, staff, and students. 



“We have also come to this hallowed spot to remind America of the 
fierce urgency of Now. This is no time to engage in the luxury of 
cooling off or to take the tranquilizing drug of gradualism. Now is the 
time to make real the promises of democracy. Now is the time to rise 
from the dark and desolate valley of segregation to the sunlit path of 
racial justice. Now is the time to lift our nation from the quicksands of 
racial injustice to the solid rock of brotherhood. Now is the time to 
make justice a reality for all of God's children.” – I Have a Dream, Dr. 
Martin Luther King, 1963. 



Would anyone feel comfortable sharing how you have been feeling 
during this time of grieving, change, and civil unrest? 



Stereotype and bias in the media
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NARRATIVE: 

We are all cognizant of examples of stereotype and bias in the media.

In these two images of Hurricane Katrina victims, whereas the White couple is described as “finding” bread and soda from a grocery store, the Black man is described as “looting” a grocery store. The two reports justify the actions of the White couple, while criminalizing the actions of the Black man!

Could there be similar examples of stereotype and bias in academia? While it may be difficult for us to see bias and stereotype in our own field, research shows that all of us, including highly accomplished academics, are at risk of stereotyping; research also shows that we do so frequently…





Bias May be Conscious or Unconscious
• Explicit bias: the conscious attribution of 

particular qualities to a member of a certain 
group.

- occurs as the result of deliberate thought
- can be consciously regulated

• Implicit / unconscious / hidden bias: the 
unconscious attribution of particular qualities to a 
member of a certain group. 
- occurs without one’s awareness or intention
- may occur under stress, exhaustion, or forced 

quick decision making
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NARRATIVE:
In addition to stereotype, bias may also heavily impact assessment and outcome during all stages of a job search. The predominant view in the social science literature is that there are two forms of bias, explicit and implicit. 

We’ll first address explicit bias, which is [read slide]. Because explicit bias is consciously regulated, it can be directly controlled by individuals if they choose to do so.

Implicit bias may be harder to recognize, both in ourselves and in our colleagues. It is sometimes also called ‘hidden bias’ since it operates without an individual’s conscious awareness.  [Read slide]

Implicit bias informs our thoughts and behaviors regardless of our level of education, political ideology, or personal values and aspirations about diversity.  As with stereotype, being aware of our implicit biases is critical in order to minimize the likelihood of acting on them.


ADDITIONAL INFORMATION:
Excerpt from perception.org

Explicit bias refers to the attitudes and beliefs we have about a person or group on a conscious level. Much of the time, these biases and their expression arise as the direct result of a perceived threat. When people feel threatened, they are more likely to draw group boundaries to distinguish themselves from others.

Why it’s important:
People are more likely to express explicit biases when they perceive an individual or group to be a threat to their well being. Research has shown that white people are more likely to express anti-Muslim prejudice when they perceive national security to be at risk and express more negative attitudes towards Asian Americans when they perceive an economic threat. When people perceive their biases to be valid, they are more likely to justify unfair treatment or even violence. This unfair treatment can have long-term negative impacts on its victims’ physical and mental health.

What can be done about it:
Expressions of explicit of bias (discrimination, hate speech, etc.) occur as the result of deliberate thought. Thus, they can be consciously regulated. People are more motivated to control their biases if there are social norms in place which dictate that prejudice is not socially acceptable. As we start forming our biases at an early age, it is important that we reinforce norms in our homes, schools, and in the media that promote respect for one’s own and other groups. Research shows that emphasizing a common group identity (such as “we are all Americans”) can help reduce interracial tensions that may arise between majority and minority ethnic groups in the U.S. Also, when conducted under the right conditions, studies show intergroup contact between people of different races can increase trust and reduce the anxiety that underlies bias.

Learn more:
More information about explicit bias and the way it shapes the lives of black men and boys can be found in our report  Transforming Perception.

Social scientists use the term implicit or unconscious stereotype to refer to stereotypes or attitudes that operate without an individual’s conscious awareness.  Those short cuts are called implicit biases. Implicit bias, also known as “hidden bias” or “unconscious bias.”  These attitudes or stereotypes can affect a person’s thoughts, actions, and decisions in reference to the subjects of his/her biases, especially when the person is stressed, tired, or forced to make a decision quickly. Being aware of our implicit biases is critical so we minimize the likelihood of acting on them. Implicit bias informs our thoughts and behaviors, regardless of our level of education, political ideology, or personal values and aspirations about diversity. 

Excerpt from  http://plato.stanford.edu/entries/implicit-bias/

While psychologists in the field of “implicit social cognition” study “implicit attitudes” toward consumer products, self-esteem, food, alcohol, political values, and more, the most striking and well-known research has focused on implicit attitudes toward members of socially stigmatized groups, such as African-Americans, women, and the LGBTQ community.
 
For example, imagine Frank, who explicitly believes that women and men are equally suited for careers outside the home. Despite his explicitly egalitarian belief, Frank might nevertheless implicitly associate women with the home, and this implicit association might lead him to behave in any number of biased ways, from trusting feedback from female co-workers less to hiring equally qualified men over women. 





Shift in conceptualization of 
stereotype & bias

Biased thoughts and actions are 
habits that we all have;  breaking 
these habits requires more than 
good intentions.
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Key Ideas
“We don't see things as they are, we see them as 
we are.”  (Anaïs Nin)

• Our minds are more than the sum of 
the conscious parts.

• Unintended thoughts can contradict 
our personal values and beliefs.

• Acting consistently with our beliefs 
can require more than good intentions.
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Hiring decisions are made based upon limited information generally about complete strangers.  Application materials only provide a sketch.  We need to be sure not to allow bias based upon names, ethnicity, appearance, etc.  and be mindful to not let biases influence the hiring process and a hiring decision. To avoid this we should recognize and eliminate exclusionary thinking . Exclusionary thinking is often the basis for unintentional discrimination.  It occurs when your stereotypes or attitudes unconsciously eliminate candidates from consideration. 

Here are some exclusionary thinking examples:
"Candidates from historically black colleges (or universities where minorities are majorities) would lower our academic standards.”
"Minorities mainly excel in "their" specialties: Hispanics in Latino population research, women in nursing, disabled in physical therapy, etc.“

Need to recognize we tend to prefer people from our own group (in-group bias) 
Need to recognize we tend to exhibit prejudice about people from groups different than our own and about minority groups.  (prejudice)
Need to recognize that we tend to generalize a person’s character from a positive or negative impression in one specific criterion.  For example, physically attractive people are generally viewed as more intelligent.  
Need to recognize we generally deny that biases influence the hiring process.  Such denial allows biases to continue.  
Need to recognize that it takes concerted effort to combat the influence of bias.

KEEP THIS SLIDE






Structural Racism:  

 A system in which public policies, 
institutional practices, cultural 
representations, and other norms 
work in various, often reinforcing 
ways to perpetuate racial group 
inequity. 

 It identifies dimensions of our 
history and culture that have allowed 
privileges associated with 
“whiteness” and disadvantages 
associated with “color” to endure and 
adapt over time.

 A feature of the social, economic 
and political systems in which we all 
exist.

White supremacy 

 Belief system
 1) whites should have dominance 

over people of other 
backgrounds, especially where 
they may co- exist; 

 2) whites should live by 
themselves in a whites-only 
society; 

 3) white people have “culture” 
that is superior to other cultures; 

 4) white people are genetically 
superior to other people. As a full-
fledged ideology, white 
supremacy is far more 
encompassing than simple racism 
or bigotry. Most white 
supremacists today

White privilege, or 
“historically accumulated 
white privilege,” refers to 
whites’ historical and 
contemporary advantages in 
access to quality education, 
decent jobs and livable 
wages, homeownership, 
retirement benefits, wealth, 
etc. 

White Privilege  

Aspen, 2016; ADL, 2019



Racism: A Gardener’s Tale (Jones, 2000)



 Racial discrimination includes 2 components: 
 (1) “Differential treatment on the basis of race that disadvantages a racial group” (disparate 

treatment) 
 “Disparate treatment,” studies have shown that racial discrimination limits people of color’s access to 

educational and employment opportunities, resulting in social and economic consequences 

 (2) “treatment on the basis of inadequately justified factors other than race that disadvantages a 
racial group” (disparate impact).
 “Disparate impact,” also has implications for creating racial/ethnic disparities (e.g. incarceration).

Pathways 

National Academy of Sciences, 2017



COMMUNITIES IN ACTION: 
PATHWAYS TO HEALTH 

EQUITY (NAS, 2017) 

• Historical and Political 

• Persist over the Life 
Course



Redlining practices
by banks and home
insurance agents

Racial steering
and block-busting 

practices by 
real estate agents

Displacement caused 
by federal highway 

construction and other 
urban renewal projects

Gentrification 

Discriminatory mortgage 
underwriting by the 

FHA/VA

Disinvestment and
concentrated poverty 
in urban centers and 
rural areas of color

Historical Roots of
Present-Day Inequities

Historical Forces Have Left a Legacy 
of Racism and Segregation

http://www.google.com/imgres?imgurl=http://www.buro-atelier.com/images/tree.jpg&imgrefurl=http://www.buro-atelier.com/blog/wordpress/?p=28&h=365&w=365&sz=72&tbnid=Cqs1C1vRIP4J::&tbnh=121&tbnw=121&prev=/images?q=tree+roots&hl=en&usg=__hdJV8qbKDQkpWpYLapppHeYkRqg=&sa=X&oi=image_result&resnum=3&ct=image&cd=1








Crutchfield and Weeks, 2015; Sbicca, 2016



 The United States has less than 5 
percent of the world’s population, yet 
nearly 25 percent of its prisoners.

 the U.S. incarceration rate is nine 
times higher than Germany, eight 
times higher than Italy, five times 
higher than the U.K., and 15 times 
higher than Japan. 



 African Americans are incarcerated in state prisons at a rate that is 5.1 times 
the imprisonment of whites. In five states (Iowa, Minnesota, New Jersey, 
Vermont, and Wisconsin), the disparity is more than 10 to 1.

 In twelve states, more than half of the prison population is black: Alabama, 
Delaware, Georgia, Illinois, Louisiana, Maryland, Michigan, Mississippi, New 
Jersey, North Carolina, South Carolina, and Virginia. Maryland, whose prison 
population is 72% African American, tops the nation.

 In eleven states, at least 1 in 20 adult black males is in prison.

 In Oklahoma, the state with the highest overall black incarceration rate, 1 in 15 
black males ages 18 and older is in prison.

 States exhibit substantial variation in the range of racial disparity, from a 
black/white ratio of 12.2:1 in New Jersey to 2.4:1 in Hawaii.

 Latinos are imprisoned at a rate that is 1.4 times the rate of whites. 
Hispanic/white ethnic disparities are particularly high in states such as 
Massachusetts (4.3:1), Connecticut (3.9:1), Pennsylvania (3.3:1), and New York 
(3.1:1).

 Although rates of drug use and sales are similar across racial and ethnic lines, 
black people are far more likely to be criminalized than white people.

Sentencing Project, 2016



An African 
American child is 
six times as likely 
as a white child to 
have or have had 
an incarcerated 
parent. 





 Police Officers Shoot African-Americans At Alarming 
Rates: Of the 404 shootings between 2008-2015

 74% or 299 African Americans were hit or killed by police 
officers, as compared with

 14% or 55 Hispanics;

 8% or 33 Whites

 0.25% Asians.

 For perspective, citywide, Chicago is almost evenly 
split by race among whites (31.7%), blacks (32.9%) 
and Hispanics (28.9%).

Police Accountability Taskforce, 2016



 Police Officers Disproportionately Use 
Tasers Against African-Americans: 

 Of the 1,886 taser discharges by CPD 
between 2012 and 2015, African-Americans 
were the target of those discharges at a very 
high rate:

 76% or 1,435 African-Americans were 
shot with tasers

 13% or 254 Hispanics
 8% or 144 Whites
 0.21% or 4 Asians.

Police Accountability Taskforce, 2016



 Traffic Stops: In 2013,

 46% of 100,676 traffic stops involved African-Americans

 22% involved Hispanics

 27% involved Whites

Moreover, black and Hispanic drivers were searched approximately four times 
as often as white drivers, yet CPD’s own data show that contraband was found on 
white drivers twice as often as black and Hispanic drivers

Police Accountability Taskforce, 2016



 A 2015 survey of 1,200 
Chicago residents, ages 
16 and older, also found 
significant racial 
disparities in the 
number of police-
initiated stops and the 
perception of abusive 
police behavior. The 
survey found that almost 
70% of young African-
American males 
reported being stopped 
by police in the past 12 
months, and 56% 
reported being stopped 
on foot.

Police Accountability Taskforce, 2016



Would anyone feel comfortable sharing whether they have 
witnessed an act of racism, over policing, discrimination in any 
form, or other crime against humanity? 

Would anyone feel comfortable sharing an experience of racism, 
over policing, or discrimination in any form, or any of these crimes 
against humanity?



The Federation of Egalitarian Communities:
https://communelifeblog.wordpress.com/2018/10/19/aspirational-egalitarianism/



SYSTEMS 
CHANGE WITH 

AN EQUITY 
LENS (BAMDAD

AND MANN, 
BUILDING A 
MOVEMENT 

PROJECT)

 1. Grounding in shared humanity. The systems change effort is aligned around a 
clear vision for change that recognizes the unique and individual needs of 
everyone in the system. The effort seeks to repair, restore and lift up relationships 
and connections across people and communities to support shared stewardship 
for change.

 2. Reinforcing and resourcing decisions made by communities affected by 
injustice. The systems change effort redistributes and rebalances power. 
Communities are a part of meaning-making and decision-making rather than 
simply informed. This includes providing communities with the funding, training 
and information needed to make decisions that serve them.

 3. Shifting the role of power from reinforcing systems of injustice to sparking 
equitable change. The approach is grounded in an understanding of how white 
supremacy and patriarchy have shaped systems and structures to perpetuate 
inequity. The strategy assesses who/what has power and how we build, 
redistribute and share power to transform systems and prevent systems from 
resetting back to the status quo.

 4. Addresses the internal condition of the intervener as well as the system. 
Effective systems change requires the intervener to look inward and tend to the 
inner health of the change effort in order to effectively spur change. The systems 
change effort seeks to alter the dominant and oppressive narratives we tell 
ourselves and supports people in being grounded and in touch with their 
emotions so that they can be in relation with one another

https://www.buildingmovement.org/blog/entry/systems_change_with_an_equity_lens#_ftn1



The Illusion of Fairness: Paradoxical 
Effects 

• Institutions (like UIC) with organizational diversity 
structures and systematic accountability systems need 
to be vigilant to the underestimation of discrimination 
and to the negative reactions toward those claiming 
such. 

• Those involved in hiring should be informed of this 
potential for illusion and should use actual data when 
assessing the effectiveness of their practices. 

Dobbin, Schrage, & Kalev (2015); Kaiser, Major, Jurcevic, Dover, 
Brady, & Shapiro (2013)
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Dobbin, F., Scharage, D., & Kalev, A. (2015). Rage against the Iron Cage: The Varied Effects of Buriaucratic Personnel Reforms on Diversity. American Sociological Review, 80 (5), 1014-1044. 

Kaiser, C.R., Major, B., Jurcevic, I., Dover, T.L., Brady, L.M., & Shapiro, J.R. (2013). Presumed Fair: Ironic Effects of Organizational Diversity Structures. Journal of Personality and Social Psychology, 104 (3), 504-519. 



What policies exist at the university level that may represent a form 
of structural racism? (College level? Departmental level?) 

What positive actions may be taken to highlight this and change it? 
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