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Agenda

• Review of  bias

• Discussion about stereotypes/stereotype threat

• Being intentional about diversity

• Where do we go from here?



Bias 101

An attitude that projects favorable or unfavorable dispositions 

towards people

EXPLICIT IMPLICIT



Bias 101

• We believe:

• “I am able to assess others in a fair and accurate way”

• “I am objective”

• But the facts are:

• We are all biased

• We activate stereotypes without awareness

• Perceptions and judgements are altered without our awareness

• Ingrained mind habits often produce errors in how we perceive, judge, and make decisions.

• We rely on implicit assumptions when we feel stressed, rushed, or afraid

• Knowledge from prior experiences is used to quickly fill in gaps when rushed

 



Bias 101

Implicit Bias is 
a normal part 
of  the human 

experience

Our biases may 
not be aligned 

with our 
declared beliefs 

We tend to 
have 

preferences for 
those who 

share similar 
characteristics

Debiasing 
techniques can 
help unlearn 

biases



Which are our biases?

Gender Race Disability Skin Tone Height

Appearance Religion Accent Weight Age

Name
Sexual 

Orientation
Education

Political 
Affiliation

?????



Common Bias Patterns

• Affinity Bias: feeling more comfortable and 
confident in people who share one’s own culture, 
interests, experiences and backgrounds

• Positive stereotypes that influence perceptions of  
competence

• Subjective assessments of  a person’s potential 
rather than accomplishments

• Presumptions of  competence based upon 
unconscious negative stereotypes



https://www.mentalfloss.com/article/68705/20-cognitive-biases-affect-

your-decisions



https://www.mentalfloss.com/article/68705/20-cognitive-biases-affect-

your-decisions



AGAINST FOR

Non-traditional career paths Traditional career paths

Non-traditional research interests or 

methodologies

Traditional research interests and 

methodologies.

Degrees from less historically prestigious 

institutions

Degrees from historically prestigious 

institutions

Prior work experience at less prestigious or 

lower-ranked institutions.

Prior work experience at prestigious or 

highly-ranked institutions

Do not appear to “fit” the unit’s existing 

profile (e.g., in terms of  gender, age, 

background, interests, and so forth).

Appear to “fit” the unit’s existing profile 

(e.g., in terms of  gender, age, background, 

interests, and so forth). This is sometimes 

referred to as “cloning”—replicating the 

current unit profile in new hires

Factors that Trigger Implicit Bias For or Against Applicants during the Evaluation Process

Source: http://www.washington.edu/diversity/faculty-advancement/handbook/toolkit/



What is a stereotype?



Stereotype Threat

• Predicament felt by people in situations, whether positive or negative learning 
experiences, where they could conform to negative stereotypes associated with their 
own group membership

• Can potentially affect members of  any group about whom a negative stereotype exists. 

• Threat is cued by the mere recognition that a negative group stereotype could apply to 
oneself  in a given situation. 

• For those who have surmounted obstacles to enter the domain,  stereotype threat can be 
particularly self-threatening. 

• Longstanding underrepresentation of  women and minorities in many surgical 
subspecialities may set the stage for stereotype threat



What is fit? How important is culture? What 

are the group’s core values?

• Never trust your gut.

• More often than not, your gut guides you to hire people who are similar to you 
(affinity bias) , which can lead to a homogeneous culture: people with similar 
backgrounds who think and act in similar ways. 

• This can undermine your organization’s diversity and shut people out based on their 
backgrounds

• Core Values: attributes candidates possess and have demonstrated in their previous 
experience - can and do cross a wide range of  demographics and types of  people.



From the Harvard Business Review

“Finding the right people is also not a matter of  “culture fit.” What most 

people really mean when they say someone is a good fit culturally is that he or 

she is someone they’d like to have a beer with. But people with all sorts of  

personalities can be great at the job you need done. This misguided hiring 

strategy can also contribute to a company’s lack of  diversity, since very often 

the people we enjoy hanging out with have backgrounds much like our own.”



Does being intentional about diversity matter?



Does being intentional about diversity matter?

• Nonexhaustive list of  specialty and residency program characteristics identified as important to URM students 

includes

• ‘‘pipeline programs”

•  presence of  minority association groups

• visibility of  URM mentorship at their institution,

• years to complete training

• match rate

• More than half  of  survey responders indicated 1 or fewer URM faculty members work within the department

• Association between the number of  URM faculty and the number of  URM applicants matriculated was statistically 

significant



Does being intentional about diversity matter?

• Nearly one-third of  program directors reported no URM medical student applicants coming 

from their program in the past 15 years. 

• Approximately half  of  program director responders confirmed the presence of  a special 

outreach program for URM students. 

• The present study, interestingly, did not find an association between outreach programs and 

the number of  URM applicants (very small sample size)



Harvard Business Review

When there were two minorities or women in the pool of  finalists, the status quo changed, resulting in a woman or minority becoming 

the favored candidate.



Does being intentional about diversity matter? 

• Two  studies in the HBR article: 

• 144 undergraduate students look at resume for athletic director position, candidates 

with same credentials only difference is race (manipulated names). Half  of  students 

evaluated pool with 2 white candidates and 1 Black candidate and half  did the opposite

• when a majority of  the finalists were white (demonstrating the status quo), participants 

tended to recommend hiring a white candidate. But when a majority of  finalists were Black, 

participants tended to recommend hiring a Black candidate (F = 3.96, η2
p = .03; p < .05).

• Second study was same but used gender instead of  race

You need a reference here



Able to measure unconscious racism and sexism using implicit 
association tests (IATs) — reaction-time tests that measure 
unconscious bias. We saw that the status quo effect was 
particularly strong among participants who had scored high in 
unconscious racism or sexism on the IAT. 

So, when hiring a black candidate was perceived to be the 
status quo (i.e., the pool was two black candidates and one 
white candidate), individuals scoring average in unconscious 
racism tended to rate the black candidate 10% better than the 
white candidate

Individuals scoring one standard deviation above average in 
unconscious racism tended to rate the black candidate 23% 
better than the white candidate (β = .24, p < .05). We found a 
similar effect for gender.

HBR: Does being intentional about diversity matter? 

https://implicit.harvard.edu/implicit/education.html


HBR: Does being intentional about diversity 

matter?

The odds of  hiring a woman were 79.14 times greater if  there were at least two 
women in the finalist pool (controlling for the number of  other men and women 
finalists). 

The odds of  hiring a minority were 193.72 times greater if  there were at least 
two minority candidates in the finalist pool (controlling for the number of  other 
minority and white finalists). 

This effect held no matter the size of  the pool (six finalists, eight finalists, etc.), 
and these analyses excluded all cases in which there were no women or minority 
applicants.



• ISOLATION

• IMPOSTER SYNDROME

• HIGHER RISK OF DEPRESSION AND ANXIETY DUE TO LACK OF SUPPORT

• A 2015 AAMC report showed that Black male medical school matriculants failed to increase significantly between 
1978 and 2014, despite numerously greater opportunities for medical education in the 21st century

• SOLUTIONS
• Diversifying medical institutions from top down: leadership
• Recruitment pipelines for underrepresented high school and college students

“Most importantly, medical institutions must seek diversity actively to dismantle the 
ingrained ideologies of systemic racism rooted in healthcare and medical education”





How can I be 

aware of  my 

biases?

• Project Implicit is a non-profit organization 
and international collaboration between 
researchers who are interested in implicit 
social cognition - thoughts and feelings 
outside of conscious awareness and control.

• Tony Greenwald (University of 
Washington), Mahzarin Banaji (Harvard 
University), and Brian Nosek (University of 
Virginia)

• The Implicit Association Test measures 
attitudes and beliefs that people may be 
unwilling or unable to report

http://faculty.washington.edu/agg/
http://www.people.fas.harvard.edu/~banaji/
https://www.projectimplicit.net/nosek/


https://implicit.harvard.edu/implicit/takeatest.html

https://implicit.harvard.edu/implicit/takeatest.html


Managing 

Bias: What 

Works

• Cultural Humility: Curiosity, Empathy, Non-Judgment

• Understand: Bias is normal and reducing implicit bias is like 
breaking a habit.

• Be aware of  your biases: Assess what you make snap judgements 
about and then SLOW DOWN

• Realize the impact of  your biases:  Acknowledging (good) 
intent is ok, but not more important than owning the impact.  
Focusing only on intent centers the person who inflicted the wound

• Replace those biases:

• Think more broadly

• Counter stereotypical examples

• Perspective taking

Devine, P. G., Forscher, P. S., Austin, A. J., & Cox, W. T. L. (2012). Long-term reduction in implicit race bias: A prejudice habit-breaking intervention. 

Journal of  Experimental Social Psychology, 48, 1267-1278



• More likely to fall for cognitive errors (unconscious bias) when 

distracted, under time pressure, or tired.

• If possible, be rested:

• Morning people are more likely to rely on stereotypes at night vs. 

night people are more likely to rely on stereotypes in the morning. 

• Sleep deprived individuals are less cognitively flexible

27

Bodenhausen, G. V. (1990). Psychological Science.
Ghumman, S., & Barnes, C. M. (2013).. Journal of Applied 
Social Psychology

Slow Down, Take Your Time

Slide adapted from Dr. Anna Han, NIH



1. Chart the course: identification, prioritization, and dissemination of  diversity goals are key drivers in creating 

organizational cultures that promote recruitment of  diverse candidates

• programs identify the recruitment of  a diverse resident workforce as a priority and clearly describe 

recruitment goals to trainees, faculty, and staff

• Understand diversity is not skin deep – what are the other “under-represented” or marginalized groups

2. Recruit and train your crew:

• Identify and include all stakeholders

• Train your team: IAT, Bias workshops

• Be intentional in choosing interviewers

• Predefine merit: or qualities they find most valuable and are aligned with the department’s mission

• Prepare standard interview questions



Standard Interview Questions



• Determining which core values predict resident success in a particular program

• Questions can be formatted to elicit those traits during the interview process

• Once key attributes have been chosen and questions have been selected, a scoring rubric can be created.

*The scoring of  each question is important as it helps define what makes a high-performing versus low-

performing answer









Setting Sail

• Ensure your physical and virtual spaces fully represent your program

• Include a blinded interview 

• Applications are heavily populated with information that is susceptible to bias; a blinded 

interview may not only mitigate an interviewer’s own biases but may also diminish downstream 

effects of  the bias entrenched within an applicant’s file

• Bias is bidirectional

• Interviewees are not immune to their own biases: may stem from cultural norms, historical 

stigma, or the signals that applicants perceive

• Programs must consider how they send signals of  inclusivity since these signals can influence 

applicants’ perceptions of  their likelihood of  being offered a position

• Consider supplementing interviews by offering second looks to students who are URIM







• A study of  the 20 largest Accreditation Council for 

Graduate Medical Education (ACGME) resident 

specialties observed that no residency program 

represented Black or Latino populations at comparable 

rates to the United States population



Conclusions

We are all biased

We must learn to recognize our biases and the impact it has on 
residency recruitment

There are tools we can implement to mitigate these biases

We must be intentional about setting goals for diversity within our 
specialty

We must make sure that our interview day and recruitment efforts 
create a culture of  inclusion

Creating an environment of  inclusion and belonging so that when you 
have successful recruitment, that the diverse trainees are welcomed and 
not marginalized



Thank you for your time!
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