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Equity Praxis Group

®

COUNCIL ON OCEAN 
AFFAIRS, SCIENCE & 
TECHNOLOGY

INTERACTIVE TRAININGS

• Implicit bias

• Multicultural 
awareness

• Cultural competence

Dr. Carmel Saad

Associate Professor of Psychology,

Westmont College 

She, Her, Hers

RESEARCH & ASSESSMENT

• Data collection, analysis, 

interpretation, and 

visualization

• Organizational processes and 

outcomes

Jarrod Schwartz

Founder & Principal Consultant

Equity Praxis Group

He, Him, His

Equity Praxis Group

Equity Praxis Group (EPG) is a 

mission-driven consulting practice 

supporting organizations, 

communities, and individual leaders 

in fostering diversity, equity, inclusion 

and justice (DEIJ).

EPG helps people put cutting edge 

DEIJ and organization development 

theory into practice in order to 

transform their organizations, 

communities, and, ultimately, our 

world.

• Diversity

• Equity

• Inclusion

• Justice

• Cultural Proficiency

• Organization Development

• Systems Change
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Equity Praxis Group

Who’s Attending Today’s Workshop? 

▪CSU STEM faculty members

▪Biology, chemistry, geology, geography, 
fisheries, engineering, physics, natural 
resource management, environmental science

▪CSU administrators and staff

▪Hosts for COAST’s summer internship program

▪Friends from California Sea Grant 

▪CA State Fellows Program

Why?

▪ Better understand my own biases and methods to mitigate for 
them. 

▪ Be a better teacher and mentor.

▪ Be more informed to take direct anti-racist action in my life.

▪ Be aware of my own personal bias so that I can create a safe 
learning environment for all students.

▪ Be better equipped to intervene appropriately when I witness 
microaggressions and discriminatory behavior.

▪ I do not want to unintentionally create a hostile environment that 
might exclude some groups.

▪ Ensure that the students that join the major feel welcome and 
supported.
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▪ Race

▪ Gender

▪ Ethnicity, culture, country of origin

▪ Socio-economic status

▪ First-generation 

▪ Sexual/gender orientation and identity

▪ Rural vs. urban 

▪ Veteran status 

▪ Religion

▪ Disabled 

Anyone who does not have equal access to power, 
wealth, and resources compared to a dominant group 
(majority group) based on cultural and physical 
differences.

Today’s workshop provides tools that can be applied to 

ANY GROUP that is marginalized or minoritized. 

Why Include All These Groups? 
Diversity Leads To Better Outcomes.

▪Firms with women and POC in leadership and 
management roles have higher profit margins and 
more patents

▪ Scientific papers written by ethnically diverse teams 
had higher impact factors that papers written by 
people from same ethnic group

▪Women and non-White scholars introduce more 
novelty
▪Rate of adoption is lower than for White men, 

indicating novelty is discounted

How Diversity Makes Us Smarter Katherine W. Phillips | Scientific American (2014)

Why Diverse Teams Are Smarter David Rock and Heidi Grant | Harvard Business Review (2016)

The Diversity–Innovation Paradox in Science Bas Hofstra, Vivek V. Kulkarni, Sebastian Munoz-Najar

Galvez, Bryan He, Dan Jurafsky, and Daniel A. McFarland | PNAS (2020)
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https://www.scientificamerican.com/article/how-diversity-makes-us-smarter/
https://hbr.org/2016/11/why-diverse-teams-are-smarter
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Largest and most ethnically and economically 

diverse four-year public university

Almost 75% 

of students 

are students 

of color

CSU 2020 Fact Book

How do we meaningfully include diverse 

students? 

Diversity and inclusion cannot exist 

without a sense of belonging. We need 

to acknowledge people’s identities for 

them to feel included. Focusing on 

diversity without inclusion makes 

marginalized groups feel that they 

merely serve as a diversity statistic, and 

that in reality their voices and 

experiences do not count.
Kuheli Dutt, 2020. Race and racism in the geosciences. 

Nature Geosciences 13: p. 2-3 

Professionals must give equal attention 

to factors contributing to positive 

outcomes for students of 

Color…including visibly celebrating 

the stories of minoritized students and 

their contributions to the university 

community in ways that do not 

exceptionalize their successes
Powell et al., 2020. A CRT-Informed Model to 

Enhance Experiences and Outcomes of 

Racially Minoritized Students. Journal of 

Student Affairs Research and Practice: p. 1-13 

Simply admitting an URM student is not 

enough if that student feels unwelcome, 

unheard, and unvalued…Until URM 

students and researchers can bring 

their whole selves to their science, no 

amount of diversity will yield inclusion.
Puritty et al., 2017. Without inclusion, diversity 

initiatives may not be enough. Science 357 (6356): p. 

1101-02 

Celebrating diversity and taking a 

multicultural, identity-affirming 

approach is more beneficial than taking 

a color-blind approach in which one 

ignores identity-based differences. 
Ahmad et al., 2019. Evidence-based Strategies for 

Improving Diversity and Inclusion in Undergraduate 

Research Labs. Frontiers in Psychology 10: p. 1-6

Candice Powell, Cynthia Demetriou, Terrell R. Morton, James M. 

Ellis
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Implicit Bias Training 

▪ Individual, institutional/structural, systemic (embedded in 
our society)

▪ Essential first step toward better understanding and 
dismantling power structures

▪ Needs to be on par with scientific and technical training

▪ Search committees, RTP committees, interactions with 
grad and ug students

▪ REMINDER to check out COAST’s Anti-Racism and 
Inclusive Diversity Resources

Exploring Our 

Own Biases

How Bias 

Affects 

Decision-

Making, 

Behavior, and 

Outcomes

What?

The 

Science of 

Bias 

Explicit 

vs. 

Implicit 

Bias

The Individual 

Level

Strategies to Break 

the Bias Habit®

The Institutional 

Level

Strategies to Inform 

Policy and Process

So What? Now What?

Focus of Workshop

Bernard & Cooperdock (2018)
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Asai (2020)

Asai (2020)

O’Brien, Bart, & Garcia (2020)

African Americans Face More Challenges in 

Ecology & Evolutionary Biology
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What are other ways you think implicit bias 
may limit the opportunities and success 
within COAST or in the field of ocean 
affairs, science, and/or technology?

Equity Praxis Group

Moving From Awareness to Action
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Reduce Situational Triggers

Individual Level

How can I…?

Make more TIME to 

pause?

Reduce FATIGUE?

Reduce STRESS?

Reduce DISTRACTION?

Proportion Of Rulings In Favor Of Prisoners By TIME OF DAY

Danziger et al. (2011)

Reduce Situational Triggers

Institutional Level

How can we…?

Make more TIME to 

pause?

Reduce FATIGUE?

Reduce STRESS?

Reduce DISTRACTION?
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Bias Override: Ineffective Strategies

Stereotype Suppression

▪ Banish stereotypes from one’s mind

▪ e.g., “Just try not to stereotype!”

Colorblindness

▪ Not possible

▪ Not desirable

▪ “You can’t have people saying they 
don’t see color. I’m a black woman, 
and if you’re telling me you don’t see 
color, you’re telling me you don’t see 
the injustices that I’ve faced, the 
struggles that I have…and you 
definitely can’t celebrate my culture” 
(Lex Scott, The Atlantic, 2017).

Shame, blame, and guilt are not effective
Munch-Jurisic (2020)

Equity Praxis Group

BREAKING THE BIAS HABIT®

Devine, Forscher, Austin, & Cox (2012)

Devine, Forscher, Austin, & Cox (2012)

Bias Override: Effective Strategies

Individuating

Situational Explanations

Expanding Exposure

Perspective Taking

Stereotype Replacement
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Strategy 1: 
Individuating

▪ Automatic Assumption: Same 

characteristics describe ALL 

members of a group simply 

because they belong to that group

▪ Correction: Take time to attend to 

specific, personal characteristics 

of the individual, such as family 

background and personality traits

▪ Stereotypes can strip away credit 

for talents or accomplishments

Strategy 2: Situational Explanations

▪ Automatic Assumption: 
Behavior is always caused by 
the person’s qualities and 
characteristics

▪ Correction: Consider how 
situational factors and 
chronic environment may 
shape behaviors

Strategy 3: Expanding Exposure

▪ Change the messages coming to 

you by expanding your exposure 

to other societal messages

▪ Learn about historical, social, and 

political issues impacting people 

from different backgrounds

▪ Access media (news, television, 

social media engagement) from 

diverse groups that portrays 

cultural groups in authentic ways 

that don’t perpetuate stereotypes
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Strategy 4: Perspective Taking

▪ Imagining what it would feel 

like to be in another’s situation

▪ Helps assess emotional impact 

of stereotyping

▪ Cross-cultural empathy

▪ Understand the cultural ideas 

and practices of another 

person

▪ Work within their cultural 

worldview

Strategy 5: Stereotype Replacement

▪ Automatic Assumption: Same characteristics describe ALL 

members of a group simply because they belong to that group

▪ Correction: Replace stereotypic responses with non-

stereotypic responses

▪ Detect our reliance on stereotypes 

▪ Reflect on where they come from and how they impact 

others

▪ Reject by replacing stereotype with a non-stereotypic 

thought

A Tool

▪ Think about messages you received 
growing up from movies, TV, books, 
games, peers, family, religion, etc.

1. Race/Ethnicity

2. Sex

3. Gender Identity

4. Sexual 

Orientation

5. Faith/Religion

6. Socioeconomic 

Class/Status 

7. Political Ideology 

8. Ability

9. Immigration/ 

Citizenship Status

10. Language

11. Size

12. Age

13. Other
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Stereotypes & Implicit Bias Reflection Worksheet

1.

Stereotype 

and the 

Group It is 

About

2.

From whom 

or from 

where did I 

learn this 

stereotype?

3.

What do I 

know about 

the history 

of this 

stereotype 

for this 

group?

4.

What 

feelings 

does this 

stereotype  

evoke in 

me?

5.

What 

assumption

s might this 

stereotype 

lead me to 

make?

6.

What 

impact 

might this 

stereotype 

have on my 

behavior?

7.

How might 

someone 

who lives in 

the shadow 

of this 

stereotype 

feel?

8.

How else 

might 

someone 

who lives in 

the shadow 

of this 

stereotype 

be 

impacted 

by it?

9.

With what 

kinds of 

messages 

could I 

replace this 

stereotype?

10.

What have I 

observed in 

this person 

that might 

challenge 

or 

contradict 

this 

stereotype?

11.

What 

situational 

explanation

s could 

explain the 

attitudes/

behaviors 

I’m seeing?

Stereotype 

Replacement 

(Detect)

Stereotype 

Replacement 

(Reflect)

Stereotype 

Replacement 

(Reflect)

Stereotype 

Replacement 

(Reflect)

Stereotype 

Replacement 

(Reflect)

Stereotype 

Replacement 

(Reflect)

Perspective-

Taking

Perspective-

Taking

Stereotype 

Replacement

(Reject / 

Replace)

Individuating 

& Stereotype 

Replacement

(Reject)

Situational 

Explanations 

& Stereotype 
Replacement

(Reject)

Carnes et al. (2015); Devine et al. (2017)

Breaking the Bias Habit® Workshops

▪ Devine and her colleagues 

showed that these workshops 

improve climate for female 

faculty

▪ Three months after the 

workshop, faculty in 

experimental departments felt 

more self-efficacy to promote 

gender equity than faculty in 

control departments

▪ Three years after the workshop, 

52% of the new hires in 

experimental departments 

were women, compared to 28% 

in control departments

Kang (2011); Rock & Grant (2016)

1. Collect data 

▪ Conduct a bias audit 

▪ Examine whether there are disproportionate outcomes 

instead of focusing on intent, especially in areas 

consistent with societal stereotypes (e.g., gender & STEM, 

race/ethnicity)

▪ What data does COAST currently have that might reveal 

implicit bias is at play?

▪ What additional data (or ways of analyzing the data) are 

needed?

34

42

49



Implicit Bias
COAST - CSU

January 13, 2021

Materials Developed by Carmel Saad Consulting & Equity Praxis Group.  Please ask for 
permission to duplicate. Contact: csaad@carmelsaadconsulting.com or 
jschwartz@equitypraxis.com for questions or permission. 13

Kang (2011); Rock & Grant (2016)

2. Affirmatively state and pursue equitable outcomes

▪ Focus on aligning outcomes with goals

▪ Does COAST currently have an explicit commitment to 

equity?

▪ If yes, is everyone bought in?

▪ If not, how do we build buy-in?

▪ If no, what would it take to create one and generate buy-

in?

Kang (2011); Rock & Grant (2016)

3. Involve a diverse cross-section of decision-

makers

▪ At every level of the process

▪ Especially from underrepresented groups 

▪ Does COAST currently have a diverse cross-section of 

decision makers at every level?

▪ If yes, does everyone feel like they can bring their full 

selves?

▪ If no, who is missing and how do we engage them?

Kang (2011); Rock & Grant (2016)

4. Doubt objectivity and test for bias 

▪ Perceived objectivity enhances the impact of 

bias 

▪ Include bias-disrupting procedures and 

processes
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• On a vague grade-level 
evaluation scale, teachers 
rated a student writing sample 
lower when it was randomly 
assigned to have a Black 
author, versus a White author.

• However, there was no 
evidence of racial bias when 
teachers used a rubric with 
more clearly defined 
evaluation criteria.

▪ What is the policy, program, 

practice, decision, service, etc. 

under consideration?

▪ What is the intended outcome?

▪ Could there be any unforeseen 

outcomes?

▪ Who is or will be most affected?

▪ Who benefits or will benefit? Is 

the benefit shared proportionally?

▪ Who is or will be burdened or 

harmed? Is the burden or harm felt 

disproportionally?

▪ Who leads? Are those who are 

or will be most affected leading?

▪ Who decides?

• Have the people who are/will be 

most affected been engaged?

• Are there opportunities to 

expand engagement?

• Will they have a full voice in the 

decision(s)?

▪ If we were to listen to our own 

discussion about this, would we 

hear stereotypes or bias in the 

conversation?

▪ Does the policy, program, practice, 

decision, etc. perpetuate 

stereotypes? 

▪ What else could we ask?

Kang (2011); Rock & Grant (2016)

4. Doubt objectivity and test for bias 

▪ Perceived objectivity enhances the impact of 

bias 

▪ Include bias-disrupting procedures and 

processes

▪ What bias disrupting procedures and processes does the 

COAST currently have in place?

▪ What additional bias disrupting procedures and 

processes could COAST put in place?
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Kang (2011); Rock & Grant (2016)

5. Educate a critical mass about bias

▪ Develop a language and culture that allows 

people to talk about bias productively

▪ All members of the Ohio State University 
College of Medicine (OSUCOM) 
admissions committee took the implicit 
association test (IAT)

▪ All groups displayed significant levels of 
implicit white preference

▪ 48% were conscious of their individual 
results when interviewing candidates in the 
next cycle

▪ 21% reported knowledge of their IAT 
results impacting their admissions 
decisions in the subsequent cycle

▪ The class that enrolled following the IAT 
exercise was the most diverse in 
OSUCOM’s history

The Power of Being Aware and 
Motivated

Capers IV, Clinchot, McDougle, & Greenwald (2017)

Kang (2011); Rock & Grant (2016)

5. Educate a critical mass about bias

▪ Develop a language and culture that allows 

people to talk about bias productively

▪ Who else needs to receive implicit bias training and 

other DEIJ training?

▪ How can we make that happen?
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Kang (2011); Rock & Grant (2016)

6. Collect data (again!) and evaluate outcomes 

▪ Monitor progress toward stated goals

▪ Identify learning

▪ Engage in continuous improvement

▪ How are we currently using data to support continuous 

improvement?

▪ What else can we be doing?

“Use data not as a hammer, 
but as a flashlight.”  

Cindy Marten, Superintendent, San Diego Unified School District

Conditions

1. Time

2. Fatigue

3. Stress

4. Distraction

5. Motivation

Individual Strategies

1. Individuating

2. Situational Explanations

3. Expanding Exposure

4. Perspective Taking

5. Stereotype Replacement

Institutional Strategies

1. Collect data 

2. Affirmatively state and pursue 

equitable outcomes

3. Involve a diverse cross-section 

of decision-makers 

4. Doubt objectivity and test for 

bias 

5. Educate a critical mass about 

bias

6. Collect data (again!) and 

evaluate outcomes 

How could you utilize these strategies to strengthen 

COAST and to improve opportunity & outcomes within 

the field? 

Dr. Carmel Saad

Associate Professor of Psychology 

Westmont College 

Carmel Saad Consulting

csaad@westmont.edu

(805) 565-6884

Thank You! 
Contact us at:

Jarrod Schwartz

Founder & Principal Consultant

Equity Praxis Group

jschwartz@equitypraxis.com

805.364.2644
Equity Praxis Group
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