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“Neither a man nor a crowd nor 
a nation can be trusted to act 
humanely or to think sanely 

under the influence of a great 
fear.” 

- Bertrand Russell
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Individual
Personal Growth
Interrupt Biases

Interpersonal
Sponsoring/Mentoring
Inclusive Communication

Institutional
Support and Development
Values and Culture

Legacy
Are past policies continuing 
to have negative outcomes?

Systemic
Community engagement
Pipeline programs

Cycle of 
intervention

REPUTATION
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Retention

Don’t put burden of culture 
change on staff of color

Take problematic behaviors 
seriously (bullying, harassment, 
microaggressions)

Equitably distribute tasks

Support staff goals

New hire check-ins

Celebrate authenticity

What does the data say?

Communicate inclusively 

Ensure Psychological Safety

Honeymoon 
Period Reality Sets In

Problematic 
Behaviors

Covering or 
Speaking out

Denial  or 
Problematic 

Response
Exit

Adapted from “The Chronicle of the Problem 
Woman of Color in a Non-Profit” by the Safehouse 

Progressive Alliance for Nonviolence 
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Inclusion

Inclusion
Inclusion is the engagement and 

celebration of each individual; and 
collectively creating an environment

where every employee feels 
respected, valued and included in 

the organization’s mission

Belonging

Flexibility

Value

Allyship

Respect

Trust

Vulnerability

Authenticity

Worth

Accessibility

Participation

Impact

Recognition

Balance

Professional 
Development

Agility
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Red Flags for Inclusive Workplaces

That candidate wouldn’t be a culture fit.

That candidate doesn’t have [some qualification that doesn’t exist on the job description].

They wouldn’t want [role] because of the travel.

I’d like to see them prove they can handle [responsibility they’re doing] before promoting them.

I don’t want to lower the bar.

There’s not enough pipeline to hire more women or people of color.

[To the only woman in the room] Can you take notes?

I’m not racist/sexist/homophobic, but [some derogatory comment].

Well, we’re different [when hearing about workplace challenges faced groups].

I’ve never seen [some form of harassment just reported], so I don’t think it could happen here.

I’m sure they didn’t mean to offend anyone.

Source: Better Allies

https://betterallies.files.wordpress.com/2019/01/when-you-hear-this-pay-attention.pdf
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Culture & Individuals

Covering Adapted 
Self

Authentic 
Self

Toxic
• Abused
• Harassed
• Slighted

Limiting
• Ignored
• Tolerated

Psychological 
Safety
• Respected
• Included 
• Valued

Environment

Individual
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Achieving Inclusion

What I 
contribute

Who I 
am

WORTHINESS

WORTH

Adapted from The Four Stages of Psychological Safety
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Achieving Psychological Safety

Intellectual Friction

Social Friction

Adapted from The Four Stages of Psychological Safety
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The 4 stages of 
Psychological 
Safety

CHALLENGER SAFETY

CONTRIBUTOR SAFETY

LEARNER SAFETY

INCLUSION SAFETY

R
E

S
P

E
C

T

PERMISSION
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Systems of oppression

UnconsciousConscious

MYTHS Stereotypes
Problematic 

Behaviors and 
Actions

Colonization

Discrimination
Microaggressions
Bullying 
Harassment

POWER

BIASES

CASTE 
SYSTEM

Reinforcement

Prejudice
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P
O

W
ER

BIAS

“Everyone Has Bias”



14

                       

Too Much 
Information

Not Enough 
Meaning

Need To 
Act Fast

What Should We 
Remember?

We notice things already primed in 
memory or repeated often

Bizarre, funny, visually striking, or 
anthropomorphic things stick out more 
than non-bizarre/unfunny things

We notice when something has changed

We are drawn to details 
that confirm our own existing beliefs

We notice flaws in others 
more easily than we 
notice flaws in ourselves

Anecdotal fallacy

We tend to find stories and 
patterns even when looking 
at sparse data

We fill in characteristics from 
stereotypes, generalities, 
and prior histories

We imagine things and people 
we're familiar with or fond of 
as better

We simplify probabilities and numbers 
to make them easier to think about

We think we know what 
other people are thinking

Hi
nd

sig
ht

 b
ias

We project our current mindset and 
assumptions onto the past and future

we must be confident we , To act
can make an impact and feel what we do is important

we favor the , To stay focusedrelatable thing , 
immediate in front of us

we tend , To get things done ve '
to complete things weinvested time and energy in

, To avoid mistakes
we aim to preserve autonomy 

and avoid , 
and group statusirreversible decisions

looking options –We favor simple
and complete information over 

ambiguous options, 
complex

We edit and reinforce 
some memories after the fact

We discard specifics 
to form generalities

We reduce events and lists 
to their key elements

We store memories differently based 
on how they were experienced

Known types of bias
Confirmation Bias

Expectation Anchor

Affect Heuristics

Halo and Horn Effect

Overconfidence

Affinity/Similarity Biases

Illusory Correlation 

Beauty Bias

Conformity Bias

Contrast Effect

Beware of your 
intuitions!

Biases are manifested and reinforced by dominant cultural norms. 
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Individual: Interrupting biases

Reframe

Stereotypes Better Decisions

Representation
Slow down
Tracking 
New Information

Challenge
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Activity

Step 1: Determine why it is problematic.

Step 2: Should we challenge or reframe?

Candidate was 
too loud and 

aggressive during 
the interview

Candidate didn’t seem 
too enthusiastic when 
asked to describe her 

desire for the role

Employee is more 
senior and would 

be resistant to 
change

Employee does
not make eye 

contact

There’s not 
enough ______ 
people in 
______ industry

Candidate 5 is not 
originally from here, so 
they will work harder 
than everyone else
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According to marketing intelligence firm S&P Global, approximately _____% 
of executives and officers at the large insurers that trade on the NYSE or 
Nasdaq are women. There are a total of __ women CEOs in the U.S. 
insurance industry. 

Industry Facts

A 2018 report that included participation from members of the National 
African American Insurance Association said ____% of respondents either 
agreed or strongly agreed that there are greater obstacles for African 
Americans in the insurance industry compared with other minorities. 

70

21.4

7



THANK YOU!
For additional questions, please contact

ffarzad@criticalequity.com
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