Racism & Sexism

from the left

from the right

Michael Brown was murdered by a racist white police officer. Black lives matter.
No. It was self-defence. And if black lives matter, then stop killing one another.
Maybe so. But racial killings happen all the time.
They reflect negative stereotypes and prejudices against black people.
The stereotypes are accurate.
And get off your high horse. This is a competition.
Maybe so. But perpetuating stereotypes is still harmful.
Not as much as you might think.
Fair enough. The differences are still partly from experience. We should rectify disparities
that come from a history of racism with desegregation and affirmative action.
Affirmative action can backfire.

Officer Darren Wilson

Michael Brown

Dorian Johnson

Ferguson, Missouri

Michael Brown Shooting
Some of the Facts

2014

•

On August 9, 2014, Officer Darren Wilson shot and killed a
black 18-year-old man named Michael Brown.

•
•
•

A grand jury decided to not indict Officer Wilson.
There is no video recording of the shooting.

•
•

Some witnesses claimed that Brown was on his knees with
his hands up and said “don’t shoot” when he was shot.
Some people in the community and around the country
were dissatisfied with the verdict, and protested. Many
protestors were peaceful. A minority was violent and looted.
The event helped spark the “Black Lives Matter” movement,
the slogan “Don’t shoot”, and “Hands up” protest symbol,
as well as raise issues about police targeting black people.
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Do you support the Black
Lives Matter movement?
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http://www.pewresearch.org/fact-tank/2016/07/08/howamericans-view-the-black-lives-matter-movement/

Michael Brown Shooting
The Facts

Democrats Republicans

•

Other witnesses agreed with Officer Wilson: that Brown
assaulted the police officer and fled. Wilson then
pursued Brown until Brown turned and charged at
Wilson. Wilson then shot Brown in self-defence.

•

The physical evidence supported Officer Wilson’s
account.

•

Obama sent in Attorney General Eric Holder (black man).
The FBI and Department of Justice Investigations agreed
that Officer Wilson acted in self-defence.

Who is Killing Black People?

• The largest threat to black lives is black
civilians (84%). by far.
• The smallest threat to black lives is police
approaching unarmed black people (<1%)
Black Civilians
84%

https://ucr.fbi.gov/crime-in-the-u.s/2014/crime-in-the-u.s.-2014/tables/
expanded-homicide-data/
expanded_homicide_data_table_6_murder_race_and_sex_of_vicitm_by_rac
e_and_sex_of_offender_2014.xls
https://www.washingtonpost.com/graphics/national/police-shootings-2017/
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Odds of Being Killed by Police in US
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• Black people are 2.3 times more likely
than White people to be killed by police
• Does this show that the police are
biased against black people?
A. yes
B. no
• Maybe the use of force is justified.
Maybe black people were armed and/or
threatening others more often than white
people.
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• Only considering instances where an
assailant was unarmed and not attacking
anyone…
• instances are rare (<100 per year)
• odds for white people: 8 per 100 million
• odds for black people: 36 per 100 million
• black people are still 4.4 times more likely
than white people to be killed by police.
• Does this show that the police are biased
against black people?
A. definitely
B. probably
C. maybe
D. probably not
E. definitely not

Were the people who
were shot armed and
threatening someone?
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Armed, Not Threatening Anyone
Armed, Threatening Someone
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definitions
stereotype
A belief that certain qualities are characteristic of a particular
group/demographic of people.
• can be positive or negative
• can be accurate or inaccurate
• can be helpful or harmful to the person it’s directed at
• can be helpful or harmful to the person who holds it
prejudice
Behaving in a manner consistent with a stereotype toward a
person that (seems to) fit the category.

General Impression
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• 19,179 Americans (representative of the
population) in the American National
Election Surveys (ANES)
• reported their overall impression of
whites and blacks on a scale from 0
(cold/unfavorable) to 100 (warm/
favorable), and their ideology
• Liberals showed a small bias favoring
white people over black people
• The bias was stronger for conservatives
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Chambers et al. (2012)

Attitudes & Friendly
Language

•
•

Friendliness of Language

•
•
•
•

40 white students reported their attitudes
toward black people
then had a discussion with other
participant, who just happened to be black
the other participant was actually a trained
actor (confederate)
audio recorded their interaction
coded how warm and friendly participants
were toward the confederate
white individuals’ attitudes towards black
people predicted how friendly their
language was toward the black
confederate

Attitudes Toward Black People

Dovidio et al. (2002)

Implicit Association Task
•
•
•

•
•
•

computer-based test that measures unconscious/implicit attitudes using reaction
times
the more strongly associated two concepts are, the more accessible the pairing
in memory, the faster they are retrieved, the faster the reaction time
compare reaction time (RT) in identifying
• white person with good & black person with bad
• against white person with bad & black person with bad
difference in RT determines implicit attitudes
implicit attitudes are uncorrelated with explicit attitudes
each predicts different kinds of behavior

implicit
attitude

BLACK = BAD
BLACK = GOOD
= RT ( WHITE
= GOOD ) - RT ( WHITE = BAD ) = +85 ms

average
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Attitudes & Friendly
Language

•
•

Friendliness of Language

•
•
•
•

Attitudes Toward Black People

40 white students reported their attitudes
toward black people
then had a discussion with other
participant, who just happened to be black
the other participant was actually a trained
actor (confederate)
audio recorded their interaction
coded how warm and friendly participants
were toward the confederate
white individuals’ attitudes towards black
people predicted how friendly their
language was toward the black
confederate
Dovidio et al. (2002)

•

Implicit Attitudes & Friendly
Body Language

Friendliness of Body Language

•

•
•

•

Implicit Attitudes Toward Black People

Dovidio et al. (2002) also video taped the
interactions between white participants and
the black confederates
coded how warm and friendly participants’
body language was toward the
confederate
implicit attitudes predicted friendly body
language
but implicit attitudes did not predict verbal
friendliness, and self-reported attitudes did
not predict body language
two channels of prejudice
• explicit attitudes aﬀect verbal language
(possible to control)
• implicit attitudes aﬀect body language
(product of exposure; hard to control)
Dovidio et al. (2002)

Error Rate
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White Targets
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• computer simulation
• 44 white undergraduates decided to
shoot or not shoot 80 persons
• They were given $20
• and lost $0.40 every time they failed to
shoot an armed person (death)
• Accuracy was highest when it came to
shooting black men
• and lost $0.20 every time they shot an
unarmed person (charged with crime)
• The most common error was shooting
an unarmed black man
• Evidence of racial prejudice in shooting
suspects

16.5%
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12.0%

12%
10%
8%

7.4%

6%
4%
2%

Failed to Shoot Armed Person

Shot an Unarmed Person

0%

Correll et al. (2002; Study 2)
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•
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•

40%
30%

50 Black and 50 White college students
reported whether or not they dance well, etc.
white students also guessed how many
black students at the university dance well
Evidence of Bias: white students didn’t give
black students all the credit they deserved,
in general
Evidence of Accuracy too: white students
accurately noted that black people dance
better than white people in general
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•

Bias
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•

Accuracy
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discuss

•

•

•
•
•
Ryan (1996)

Across 17 traits, white students’ guesses about
black student showed evidence of both bias and
accuracy, with there being more accuracy than bias
White people were more biased when judging
negative traits (40% bias) than positive traits (26%
bias)
What might explain the accuracy?

maybe it’s just that minorities have internalized the
stereotypes. Unlikely: using objective outcomes
(e.g., SAT scores) yields similar result
95% of racial stereotypes are very accurate (Jussim
et al., 2015)
social psychologists go out of their way to avoid
talking about this
still, applying a stereotype to an individual is a logical
error and can be hurtful. Stereotypes apply to
groups, not individuals.

Psychologists use definitions to avoid stereotype accuracy

"... stereotypes are maladaptive forms of
categories because their content does
not correspond to what is going on in the
environment"
~Bargh & Chartrand, 1999, p. 467.
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Black children score lower on
standardized tests than white children.
Found in various topics (math,
reading), across ages (9-17)
Gap decreased between 1970 and
1990 (era of desegregation in school)
and has been level ever since.
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https://www.ets.org/Media/Research/pdf/PICBWGAP.pdf

Murderers
80

• Black people are 4.5 times more likely
to commit murder
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https://ucr.fbi.gov/crime-in-the-u.s/2014/crime-in-the-u.s.-2014/tables/expanded-homicide-data/
expanded_homicide_data_table_6_murder_race_and_sex_of_vicitm_by_race_and_sex_of_oﬀender_2014.xls

Realistic Group Conflict Theory
Sherif, Harvey, White, Hood, & Sherif (1961)
https://www.youtube.com/watch?v=8PRuxMprSDQ

•
•

Thesis: Stereotypes, prejudices, and conflicts between groups can
be the result of real competition between the groups for limited
resources
Robbers Cave Experiment. 22 grade school kids (11-12 years old).
Separated into groups.

•

Stage 1: Bonding. Cooperative activities within groups. Took
names (Eagles, Rattlers)

•

Stage 2: Competition between groups (e.g., baseball) for a prize.
Aggression, looting, fist fights resulted.

•

Stage 3: Reducing Friction.
• brought together for non-competitive activities: did not reduce
tension
• superordinate tasks (e.g., pulling stuck truck out of mud):
tension reduced

Realistic Group Conflict Theory
•

Thesis: Stereotypes, prejudices, and conflicts between groups can
be the result of real competition between the groups for limited
resources
• Might this theory explain why many white people harbour negative
stereotypes and prejudices against black people? Why or why not?
A. yes
B. dunno
C. no

discuss

Median Income by
Race (approx.)
$70,000

$60,000

$48,300
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$33,000

• White people pay almost twice as much
in income tax than black people
• White people also make more
disposable income than black people
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$20,000

$13,300

$10,000

Take Home Income
Income Tax

$7,000
$0

Black People
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Table A1 https://census.gov/library/publications/2017/demo/p60-259.html
https://smartasset.com/taxes/income-taxes#Y7WfSoGho1
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https://www.census.gov/newsroom/press-releases/2015/cb15-97.html

• Government Assistance includes:
• Medicaid (health care)
• Supplemental Nutrition Assistance Program
(SNAP), formerly food stamps
• Supplemental Security Income (welfare)
• Black people much more likely to rely on these
programs
• These are entitlements that liberal Democrats
support more than conservative Republicans

Donald Trump
Republican
Conservative

Hillary Clinton
Democrat
Liberal

2016 US Presidential Election

Black Voters (12% of voters)

White Voters (71% of voters)
Trump
8%
Trump
57%

Other
3%
Clinton
89%

Other
6%

Clinton
37%

race and political power

http://www.cnn.com/election/results/exit-polls

General Impression
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• 152 White American adults
• rated their overall impression of whites
and blacks (as groups) who were
described as liberal or conservative
• Liberals favoured liberals, regardless of
their race
• Conservatives favoured conservatives,
regardless of race
• Racism disappeared
• Conservatives’ prejudice against black
people may be rooted in ideological
conflict (and economic competition)
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Chambers et al. (2012)

Democrats
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conservatives
(constraint, tradition)

liberals
(freedom, liberty)
left-wing
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right-wing
(hierarchy)
marriage equality

traditional religion

environment

productivity

law and order

victims

Stereotype Threat
• From the Right: stereotypes come from reality
• From the Left: reality comes from stereotypes
• Stereotype Threat: Only when we make stereotypes salient in peoples’
minds will the achievement gap appear

performance

black people score lower on
intelligence tests than white people

stereotype

thinking “black people score lower on
intelligence tests than white people”

Steele & Aronson (1995)

•

Performance
20
19
18
17

White Students
Black Students

Number of Items Solved (adjusted by SAT score)

16
15
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11

10.6

10

9.2

9

8.7

8

20 white and 20 black students from
Stanford reported their previous SAT score
then completed a test (difficult problems
from the GRE).
• Randomly assigned to either
• Stereotype Threat condition: “the test
provides a genuine test of your verbal
abilities and limitations…”
• the black-white achievement gap emerged
• No Stereotype Threat condition: “the
purpose of this research is to better
understand the psychological factors
involved in solving verbal problems.”
• the gap disappeared (apparently)

7
6

5.2

5
4
3
2
1
0

Threat

No Threat

Steele & Aronson (1995)

The data probably looked
like this in actuality

• The authors used a complicated statistical
technique called Analysis of Covariance
(ANCOVA).
18
• ANCOVA statistically removes the effect of one
17
variable, then looks for differences between
White Students
16
Black Students
conditions on a second variable
15
• The variable they correct for was previous SAT
14
scores
13
• Therefore, the scores on the graph represent
12
how much better or worse people did on the
11
second test (GRE) than the first (SAT)
10
• White people score higher than black people
9
on SAT scores
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8
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Number of Items Solved (estimated)
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On Interpreting Stereotype Threat as Accounting for
African American–White Differences on Cognitive Tests

tests, their awareness of the common ﬁnding that members
of some minority groups tend to score lower on average on
tests leads to concern that they may do poorly on the test
and thus conﬁrm the stereotype. This concern detracts from
Steele & Aronson (1995)
their ability to focus all of their attention
on the test and
results in poorer test performance. Similar effects have
been hypothesized for gender in the domain of mathematics, where stereotypes that women do not perform as well
as men are common. A boundary condition for this is
proposed, namely, that individuals identify with the domain
in question. If competence in a domain (e.g., mathematics)
is something with which the individual identiﬁes, stereoean differences in test scores between various
type threat will be experienced. If the domain is not releracial/ethnic groups are commonly observed
vant to the individual’s self-image, the testing situation will
when tests of knowledge, skill, ability, or
not elicit stereotype threat.
achievement are used in education and employment conSteele and Aronson (1995) initially obtained support
texts. A large amount of research has been devoted to
for this theory through a series of laboratory experiments.
attempting to understand the causes of these mean differThe basic paradigm is to use high-achieving majority and
ences and to ameliorating them (see, e.g., Bobko, Roth, &
minority students as research participants and compare test
R. Sackett,
Chaitra M.
and Michael J. Cullen
Potosky, 1999; Hartigan & Paul
Wigdor,
1989; Pulakos
& Hardison,
performance when stereotype threat is induced and when it
Minnesota, Twin Cities Campus
Schmitt, 1996; Sackett & Ellingson,University
1997; seeofSackett,
is not. One mechanism for inducing threat is via instrucSchmitt, Ellingson, & Kabin, 2001, for a review). The
tional set. In the stereotype threat condition, participants
test-score gap remains one of the most pressing societal
are told that they will be given a test of intelligence; in the
issues of the day. It is an issue that is not conﬁned to
nonthreat condition, they are told they will be given a
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when
tests of knowledge, skill, ability, or
not elicit stereotype threat.
achievement are used in education and employment conSteele and Aronson (1995) initially obtained support
texts. A large amount of research has been devoted to
for this theory through a series of laboratory experiments.
attempting to understand the causes of these mean differThe basic paradigm is to use high-achieving majority and
ences and to ameliorating them (see, e.g., Bobko, Roth, &
minority students as research participants and compare test
Potosky, 1999; Hartigan & Wigdor, 1989; Pulakos &
performance when stereotype threat is induced and when it
Schmitt, 1996; Sackett & Ellingson, 1997; see Sackett,
is not. One mechanism for inducing threat is via instrucSchmitt, Ellingson, & Kabin, 2001, for a review). The
tional set. In the stereotype threat condition, participants
test-score gap remains one of the most pressing societal
are told that they will be given a test of intelligence; in the
issues of the day. It is an issue that is not conﬁned to
nonthreat condition, they are told they will be given a
discussion among psychologists and psychometricians; few
problem-solving task that the researchers have developed.
issues in psychology attract as much attention from the
In fact, all participants receive the same test. Steele and
general public. Consider, for example, the amount of public
Aronson reported a larger majority–minority difference in
attention received by The Bell Curve (Herrnstein & Murthe threat condition than in the nonthreat condition, a
ray, 1994) upon its publication in 1994. In recent years, the
ﬁnding supportive of the idea that the presence of stereotheory of stereotype threat (Steele & Aronson, 1995) has
type threat inhibits minority group performance. This ﬁndreceived a great amount of scientiﬁc and popular attention
as a potential contributor to mean differences in test scores.
Although the term was ﬁrst introduced into the literature
Editor’s note. Lloyd Bond served as action editor for this article.
only in 1995, stereotype threat is covered in two thirds of
a sample of current introductory psychology textbooks that
Author’s note. Paul R. Sackett, Chaitra M. Hardison, and Michael J.
we describe later in this article, indicating extraordinarily
Cullen, Department of Psychology, University of Minnesota, Twin Cities
Campus.
rapid incorporation of the concept into the psychological
We thank the College Board for supporting this research.
mainstream.
Correspondence concerning this article should be addressed to Paul
Steele and colleagues hypothesized that when a person
R. Sackett, Department of Psychology, University of Minnesota, Elliott
enters a situation in which a stereotype of a group to which
Hall, 75 E. River Road, Minneapolis, MN 55455. E-mail: psackett@tc
the person belongs becomes salient, concerns about being
.umn.edu
Threat in test performance.
No Threat In fact, scores were
White difference
statistically adjusted for differences in students’ prior SAT
performance, and thus, Steele and Aronson’s ﬁndings actually showed that absent stereotype threat, the two groups
differ to the degree that would be expected based on
differences in prior SAT scores. The authors caution
against interpreting the Steele and Aronson experiment as
evidence that stereotype threat is the primary cause of
African American–White differences in test performance.

M

On Interpreting Stereotype Threat as Accounting for
African American–White Differences on Cognitive Tests

M

Schmader, Johns, and Forbes (2008, p. 336):
“… African American college students performed worse
than their White peers on standardized test questions
when this task was described to them as being diagnostic
of their verbal ability but that their performance was
equivalent to that of their White peers when the same
questions were simply framed as an exercise in
problem solving (and after accounting for prior SAT scores).”

January 2004 ● American Psychologist
Copyright 2004 by the American Psychological Association, Inc. 0003-066X/04/$12.00
Vol. 59, No. 1, 7–13
DOI: 10.1037/0003-066X.59.1.7

just as accurate as saying:
“Miami, Florida and Winnipeg have equal temperatures
(accounting for prior temperatures)”.
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personality
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Nesser et al. (1996)

Slavery

Segregation

US Civil War fought over it 1861-1865
formally ended in 1865 in 13th Amendment

formally ended in 1964 Civil Rights Act

actual segregation in school
100%

segregated
black children

80%

60%

40%

integrated
black children

20%

0%
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https://www.pbs.org/wgbh/frontline/article/the-return-of-school-segregation-in-eight-charts/
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Inter-Group
Contact Theory
•

Basic idea: inter-group prejudice is partly a product of
segregation. Mixing between people from different
groups will reduce negative prejudices toward the
“other”.
• Meta-analysis of 713 experiments found modest but
positive support, even in non-cooperative environment
• Optimal conditions for improving intergroup relations
1. equal status in the situation
2. common goals
3. intergroup cooperation
4. support of authorities, law, custom
• reduce prejudice even more

Reduction of negative attitudes (r)

0.4

0.3

0.2

0.1

With Optimal Conditions
Inter-Group Contact
0

Pettigrew & Tropp (2006)

1. Assess

2. Rank

1

Rudolph

2

Dasher

3

Dancer

4

Prancer

5

Vixen

aﬃrmative action (US)
employment equity (Canada)

6

Comet

example:
hiring 4 persons

7

Cupid

8

Donner

9

Blitzen

3. Select

Is this fair?
A. yes
B. no

Two types of fairness
Are you for or against?
A. for
B. against

Are you for or against?
A. for
B. against
“aﬃrmative action”
“employment equity”

equal opportunity

• judge everyone based on merit and merit
alone
• uncontroversial: supported by liberals and
conservatives alike

equal outcome

• select people based on merit and
demographics to help reduce
historical disadvantage of
minorities (e.g., women, racial
minorities)
• controversial: liberals support it
more than conservatives do

I have a dream that my four little children will one day live
in a nation where they will not be judged by the color of
their skin, but by the content of their character.

California, 1996

referendum on aﬃrmative action
Proposition 209 (“Prop 209”)
The state shall not discriminate against, or grant
preferential treatment to, any individual or group on
the basis of race, sex, color, ethnicity, or national
origin in the operation of public employment, public
education, or public contracting.

Racially Divisive
Support for Prop 209
100%
90%

Percent of Californians

80%
70%
60%

62%

50%
40%
30%

27%

20%

oppose
support

10%
0%
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Black
Race

https://www.realclearpolitics.com/articles/2010/07/08/
the_politics_of_arizonas_immigration_law_106221.html

Racial Diversity in Universities Decreased Slightly

Pre-Prop 209 (1996-97)

Asian
27.0%

Hispanic
19.5%

Asian
27.8%

Hispanic
19.0%

Black
5.7%

Black
6.6%
White
46.9%

Arcidiacono et al. (2011)

Post-Prop 209 (1998-2001)

White
47.6%

Black Admission Rate Decreased
Admitted to University
40%

Pre-Prop 209
Post-Prop 209

Percent of Graduating High School Students

35%

30%

24.6%

25%

25.8%

21.0%
20%

18.8%

15%

10%

5%

0%

Black

White
Race

Arcidiacono et al. (2011)

But more black students graduated
University Graduation

Percent of Students Admitted to University that Graduated

80%

Pre-Prop 209
Post-Prop 209

70%

66.0% 66.9%

• Fewer black people admitted
• Higher graduation rate
• Some black students ended up going to
lower-ranking schools
• Mismatch theory: Students are more likely
to fail when they go to a school with
standards that are mismatched with their
own capabilities
• Does that mean that more or less black
people got degrees?

60%

50%

44.8%
40%

39.8%

30%

20%

10%

0%

Black

White
Race

Arcidiacono et al. (2011)

Losers of Aﬃrmative Action
Percent of Students Graduating from High School that Graduated University

University Graduation
24%

Pre-Prop 209
Post-Prop 209

22%

Winners
• White students (reduced prejudice…
intergroup contact). But they still had lots
of interracial contact.

20%
18%

17.2%
16.2%

16%

Losers
• White kids near the margin (miss out on
college degree)
• Black kids near the margin (go to
university then drop out - debt, loss of
time working, feel like failure)
• Black students that would have gotten in
anyways (attributional ambiguity)

14%
12%
10%

8.4%

8.4%

8%
6%
4%
2%
0%
Black

White
Race

Arcidiacono et al. (2011)

1. Assess

2. Rank

3. Select
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never gets a chance
Vixen

aﬃrmative action (US)
employment equity (Canada)

6

Comet

example:
hiring 4 persons

7

Cupid

8

Donner

9

Blitzen

unintended
eﬀects of
aﬃrmative
action
drops out

attributional ambiguity

Changes in
Self-Esteem
0.6

•

black and white students arrived and were
paired with a partner, who happened to be white
and of the same sex as the participant
• the participant then went into one room and the
partner into a room next door
• the partner could see the participant through a
one-way mirror (but not vice versa)
• the participant then poured out their heart,
writing about their personal likes, dislikes,
strengths, and weaknesses
• the other participant then read what the
participant wrote and offered positive feedback
• participants reported their self-esteem before
and after the encounter
• for white participants, self-esteem increased
• for black participants, self-esteem decreased
• weren’t sure if the positive feedback was only
because of race (attributional ambiguity)

Increase

0.5
0.4
0.3
0.2
0.1
0.0
-0.1

Decrease

-0.2
-0.3
-0.4
-0.5
-0.6

White

Black

Participant’s Race
Crocker et al. (1991)

Changes in Self-Esteem
0.6

Increase

0.5

•

0.4

0.2
0.1

Seen
Unseen

0.0
-0.1
-0.2
Decrease

half of the participants were seen
through a one-way mirror
the other half were unseen
• blinds covered the mirror
• when the evaluator could see the
participant, the self-esteem of black
people decreased
• but when the evaluator was effectively
color blind, the self-esteem of black
participants increased
• they attributed the positive
evaluation to their character
•

0.3

-0.3
-0.4
-0.5
-0.6

White

Black
Race

Crocker et al. (1991)

application
The
Memo

Preferences
Things

People

Career Set A
auto mechanic
building contractor

Career Set B
high school teacher
social worker

Stereotypically Male

Stereotypically Female

Career
Preferences
100%
90%

•

80%
Percent of People

Things
People

30%
70%

70%
60%

•
•
•
•

50%

289 students in California (in
1998)
Indicated their career
preference
Classified them as desiring a
“person” or “thing” career
men preferred things
women preferred people

40%
30%
20%

81%
19%

10%
0%
Males

Females
Lippa (1998)

Synthesis

1. Is the stereotype that women prefer people and
men prefer things accurate?
2. Did some members of the class suggest that
women prefer people and men prefer things?
• If 1. and 2. are true, then some members of the
class perpetuated an accurate gender stereotype
• Should they be fired from a job for perpetuating a
stereotype?
discuss
A. yes
B. no

Google Tech Workers
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83%

82%

81%

80%

79%

2015
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2018

70%

Female
Male
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https://diversity.google/commitments/

June 2017
Google hired
Danielle Brown
Vice President, Diversity

The gender
imbalance is due
to bias in hiring

Dr. A

Dr. A impressed the entire search
committee as a great potential hire.
Based on her vita, letters of
recommendation, and their own reading
of her work, the search committee rated
Dr. A’s research record as “extremely
strong.” Letter-writers especially noted
that Dr. A is highly creative and original
in her approach to scholarship, with
comments like “Dr. A is poised to break
new ground with her unique and
imaginative applications of her advisor’s
theory, and is sure to change how
people think about her research area.”
They also described Dr. A’s impressive
teaching abilities, mentioning that she
was “widely considered an eﬀective
and supportive mentor by the junior
graduate students and undergraduates
she worked with.” She also won a
teaching award in graduate school. Dr.
A’s faculty job talk/interview score was
9.5/10. At dinner with the committee,
she reached out to everyone, showing
herself to be very likeable, kind, and
socially skilled. During our private
meeting, Dr. A was enthusiastic about
our department, and there did not
appear to be any obstacles if we
decided to oﬀer her the job. Dr. A said
our department has all the resources
needed for her research.

Dr. B

Dr. B came across during his interview/
visit as a smart, serious scholar with a
solid record. Based on his vita, letters
of recommendation, and their own
reading of his work, the committee
rated his research record as “very
strong.” Dr. B’s letter-writers all praised
the “breadth and quality of his research
and ideas” and described him as a
“highly desirable hire among his cohort
of graduate students.” They also noted
that Dr. B works on an “established set
of paradigms sure to continue to
generate publications and funding in
the future.” Dr. B’s faculty job talk/
interview score was 9.3/10. One issue
raised by two members of the search
committee is that Dr. B is somewhat
shy and reserved; thus there was some
question about his ability to handle
large introductory lecture courses. No
one foresaw any problems with his
teaching in a small-seminar context. At
dinner, Dr. B was pleasant but spoke
little and was a bit hard to get to know
—however, most of us felt this would
resolve in time. During my private
discussion with Dr. B, he seemed
enthusiastic about our department, and
there did not appear to be any
obstacles if we decided to oﬀer him the
job. Dr. B said our department has all
the resources he needs for his research.

Dr. C

Dr. C struck the search committee as a
real powerhouse. Based on his vita,
letters of recommendation, and their
own reading of his work, the committee
rated Dr. C’s research record as
“ e x t r e m e l y s t r o n g . ” D r. C ’s
recommenders all especially noted his
high productivity, impressive analytical
ability, independence, ambition, and
competitive skills, with comments like
“Dr. C produces high-quality research
and always stands up under pressure,
often working on multiple projects at a
time.” They described his tendency to
“tirelessly and single-mindedly work
long hours on research, as though he is
on a mission to build an impressive
portfolio of work.” He also won a
dissertation award in his final Dr. Bear
of graduate school. Dr. C’s faculty job
talk/interview score was 9.5/10. At
dinner with the committee, he
impressed everyone as being a
confident and professional individual
with a great deal to oﬀer the
department. During our private meeting,
Dr. C was enthusiastic about our
department, and there did not appear
to be any obstacles if we decided to
oﬀer him the job. Dr. C said our
department has all the resources
needed for his research.

Who would you hire?

363 U.S. professors
50% men, 50% women
reviewed three candidate
professors and selected
their first choice for hiring

Williams & Ceci (2015)

Hired
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Google’s Ideological Echo Chamber
How bias clouds our thinking about diversity and inclusion
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Background
Google’s biases
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Google Engineers

Reply to public response and misrepresentation
I value diversity and inclusion, am not denying that sexism exists, and don’t endorse using
stereotypes. When addressing the gap in representation in the population, we need to look at
population level differences in distributions. If we can't have an honest discussion about this,
then we can never truly solve the problem.
Psychological safety is built on mutual respect and acceptance, but unfortunately our culture of
shaming and misrepresentation is disrespectful and unaccepting of anyone outside its echo
chamber.
Despite what the public response seems to have been, I've gotten many†personal messages
from fellow Googlers expressing their gratitude for bringing up these very important issues
which they agree with but would never have the courage to say or defend because of our
shaming culture and the possibility of being fired. This needs to change.

• not only the result of bias and discrimination
• also partly the result of different desires of men and women
• in general, men like things, women like people
REALLY?
• partly explained by biological differences between the sexes
• this applies at the population level, not the individual
• therefore, Google’s policy of hiring more women into tech jobs is
shortsighted. It needs to accommodate real differences between the sexes.
• Google claims to value diversity but silences conservatives from talking
about this.

Sundar Pichai
CEO of Google
January 19th, 2018
I don’t regret [firing
Damore].
I regret that people
misunderstand that we may
have made this for a political
belief one way or another.
It’s important for the women
at Google, and all the
people at Google, that we
want to make an inclusive
environment.
To suggest a group of our
colleagues have traits that
make them less biologically
suited to that work is
offensive and not OK.

Google
Memo:
Personality
differences
Personality
differences
I’m
not
saying
Women,
on
have
more
Women,
onaverage,
average,
havethat
more:: all men diﬀer from all women…
I’m●● simply
stating
that
theanddistribution
ofideas.
preferences
and abilities of men and
Openness
aesthetics
Women
Opennessdirected
directedtowards
towardsfeelings
feelingsand
aestheticsrather
ratherthan
thanideas.
Womengenerally
generally
also
aastronger
rather
than
to
alsohave
have
stronger
interestin
inppeople
eople
rather
thanthings
things,,relative
relative
tomen
men(also
(also
women
diﬀer
in interest
part
due
to
biological
causes
interpreted
interpretedas
aseempathizing
mpathizingvs.
vs.systemizing
systemizing))..
and that
these
diﬀerences
may
explain
why
we
don’t
see equal representation of
○○ These
Thesetwo
twodifferences
differencesininpart
partexplain
explainwhy
whywomen
womenrelatively
relativelyprefer
preferjobs
jobsininsocial
social
or
rtistic
More
men
oraatech
rtisticareas.
areas.
Moreleadership.
menmay
maylike
likecoding
codingbecause
becauseititrequires
requiressystemizing
systemizingand
andeven
even
women in
and
within
on
withinSWEs,
SWEs,comparatively
comparativelymore
morewomen
womenwork
onfront
frontend,
end,which
whichdeals
dealswith
withboth
both
Many of people
these
diﬀerences
are work
small
and
there’s
significant overlap between men
peopleand
andaesthetics.
aesthetics.
●● women
Extraversion
Extraversionexpressed
expressedas
asgregariousness
gregariousnessrather
ratherthan
thanassertiveness.
assertiveness.Also,
Also,higher
higher
and
agreeableness.
agreeableness.
so you○○can’t
say
anything
about
antime
individual
given
these
population level
This
to
generally
aaharder
negotiating
asking
Thisleads
leads
towomen
women
generallyhaving
having
harder
time
negotiatingsalary,
salary,
askingfor
for
raises,
raises,speaking
speakingup,
up,and
andleading.
leading.Note
Notethat
thatthese
theseare
arejust
justaverage
averagedifferences
differences
distributions.
and
andthere’s
there’soverlap
overlapbetween
betweenmen
menand
andwomen,
women,but
butthis
thisisisseen
seensolely
solelyas
asaa
●●

women’s
women’sissue.
issue.This
Thisleads
leadsto
toexclusory
exclusoryprograms
programslike
likeStretch
Stretchand
andswaths
swathsof
ofmen
men
without
withoutsupport.
support.
NNeuroticism
euroticism((higher
higheranxiety,
anxiety,lower
lowerstress
stresstolerance).
tolerance).
○○ This
Thismay
maycontribute
contributeto
tothe
thehigher
higherlevels
levelsof
ofanxiety
anxietywomen
womenreport
reporton
onGooglegeist
Googlegeist
and
andto
tothe
thelower
lowernumber
numberof
ofwomen
womenininhigh
highstress
stressjobs.
jobs.

