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UNCONSCIOUS BIAS IN THE WORKPLACE  

INCLUSIVENESS IN.ACTION™ 

Welcome to our webinar on Unconscious Bias. 

This workbook has been supplied for you to use during the webinar. It includes slides, 

information and sections for you to take notes. 

The webinar will last for approximately 1.5 hours and you can refer to this workbook and 

retain it after the session. 

We would like to keep the sessions interactive, so please feel free to ask questions and 

debate issues as we go through the material. If we find that time is running over, we may 

need to “park” the issues or questions or deal with it at the end of the training. Some time 

has been left at the end of the session to answer any questions you may have or explore 

some of the topics in more detail. 

Training outcomes 

At the end of the training, you should: 

 Understand how biases are formed from a very young age; 

 Start to have insight into the development of your own biases; 

 Understand the megatrends impacting your workplace; 

 Begin to see the importance of addressing your own biases; and 

 Be able to implement practical suggestions on how to identify and address biases in 

your workplace. 

Topics covered include:  

 What is bias? 

 How is it formed? 

 How does it impact our decision-making? 

 Why does it matter? 

 How to minimise the impact of unconscious bias in your workplace.  
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What is bias?  

Bias can be conscious or unconscious - Conscious bias is much easier to deal with than 

unconscious bias, because the individual themselves is generally aware of their bias and 

seeks to moderate their own behaviour. If they do not do this, they will generally  

be moderated by their colleagues or others around them, as it is considered socially 

unacceptable. 

With unconscious bias, the individual is unaware that they have certain inbuilt preferences 

and also unaware of how these preferences influence their decision-making. 

The most important point to make is that we are all carrying bias. We all make 

assumptions and choices about what is real every moment of every day. Becoming aware 

of our unconscious bias through training gives us some practical methods to become more 

self-aware and open about our decisions in the workplace.  

Bias can result in prejudicial behaviour or favouring an individual or another person. E.g. 

the “halo effect” – cognitive bias, where you perceive something favourable/ unfavourable 

about someone/something and then automatically ascribe other characteristics to that 

individual or situation. E.g. you meet a person for the first time and think that they are 

attractive. Without realising it, you immediately ascribe other positive characteristics to 
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them e.g. that they are outgoing, likeable, fun to be with etc. The same happens in the 

negative. If they are less attractive, you may assume that they are shy, a little boring, not a 

lot of fun to be around – the “horn effect”. 

Can you think of any situations in the workplace where the “halo effect” comes into play? 

Why is unconscious bias so destructive? 

According to an article in the Harvard Business Review (2016), social science data shows 

that people are much more likely to encounter subtle forms of bias than overt ones.   

In a study by Dr.’s Eden King and Kirsten Jones to directly test the relative effects of subtle 

and overt discrimination, 90 separate research samples were gathered (subtle and overt) 

and carefully coded by the nature of the discrimination that was reported. Studies were 

gathered on every example that looked at relationships between discrimination and 

outcomes such as career success and satisfaction, stress, turnover, performance, and 

physical and mental health symptoms.  

The results of this meta-analysis confirm that experiencing any kind of discrimination has 

negative consequences. But more importantly, the results show that across every job and 

individual outcome, the effects of subtle discrimination were at least as bad as, if not 

worse than, overt discrimination. Subtle discrimination has not-so-subtle effects on 

employees and their performance at work. 

Another reason subtle discrimination is stressful is because of its higher frequency as 

compared to overt instances of discrimination. Because targets may be confronted with 

these slights on a daily, even hourly, basis, the negative effects of subtle discrimination 

may build and accumulate at a rapid pace. 

Finally, subtle discrimination is damaging because there is little or no legal recourse. 
 

Source:  A Meta-Analytic Investigation of the Correlates of Subtle and Overt Discrimination, Kristen P. Jones, 

Chad I. Peddie, Veronica L. Gilrane, Eden B. King, Alexis L. Gray. 

Research on the impact of unconscious bias in the workplace 

Physical appearance 

The influence of physical appearance in the labour market was examined in a longitudinal 

cohort data covering 11,407 individuals born in Britain in 1958. Results show that physical 

appearance has a substantial effect on earnings and employment patterns for both men 

and women. Irrespective of gender, those who are assessed as unattractive or short, 

experience a significant earnings penalty. Tall men receive a pay premium, while obese 

women experience a pay penalty. The bulk of the pay differential for appearance arises 

from employer discrimination, although the study did find evidence for productivity 

differences among occupations. 
 

Source:  Beauty, Stature and the Labour Market By John Wiley & Sons Ltd. A British Cohort Study, Oxford Bulletin of 

Economics and Statistics.  
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A variety of recent research by business, psychology, and sociology scholars offers a 

window into women’s collective experiences in the workplace, confirming some intuitive 

notions (that men get the better assignments, for instance) and calling others (are women 

leaving work to care for their children?) into question. 

Interesting work 

Men get more of the critical assignments that lead to advancement than women do, 

according to a recent Catalyst study of 1,660 business school graduates, which 

examined the nature of projects given to high-potential employees. On average the 
men’s projects had budgets twice as big and three times as many staffers as the 

women’s. Only 22% of the women, but 30% of the men, were given budgets of more 

than $10 million, and just 46% of the women, versus 56% of the men, received P&L 

responsibility. Even more telling, while more than a third of the men reported that their 

assignments garnered them a great deal of attention from the C-suite, only about a 

quarter of the women could say the same. 
 

Sourse: Harvard Business Review 2013. 

Disagreeable employees 

In examining a series of longitudinal studies of U.S. workers, stretching back as far as 1957 

and continuing through 2008, Timothy Judge of Notre Dame, Beth Livingston of Cornell, 

and Charlice Hurst of the Ivey School of Business found that disagreeable people 

consistently earned more than agreeable people. This was true for both men and women, 

regardless of occupational status and job responsibility (suggesting that not only 

disagreeable lawyers and engineers but also disagreeable teachers and social workers earn 

more than their nicer colleagues). And sadder to say, over time both men and women paid 

a further wage penalty if they mellowed and became more likable, with those moving from 

sort-of to really nice, paying a higher price than complete jerks who mellowed into mere 

slime-balls. 
 

Source:  Do Nice Guys—and Gals—Really Finish Last? The Joint Effects of Sex and Agreeableness on Income by 

Timothy A. Judge, Beth A. Livingston, and Charlice Hurst, journal of personality and social psychology, 2012. 

Benevolent sexism 

A host of research points to the insidious effect of benevolent sexism—the view that women 

are inherently in need of protection and special consideration—on women’s advancement. 

When George Mason psychology professor Eden King and five colleagues surveyed energy 

industry managers, for instance, the women reported receiving less criticism—but also less 

challenging developmental assignments—than their male counterparts. Similar results 

from a subsequent study the same team conducted with thousands of managers in England’s 

National Health Service suggest that rather than a mark of favour, less criticism was a sign 

of condescension. 

A trio of researchers—Monica Biernat of the University of Kansas, consultant M.J. Tocci, 

and Joan Williams of the Hastings College of the Law—found the same dynamic in their 

study of performance evaluations at a Wall Street law firm. The women received more 

positive comments (excellent! stellar! terrific!) than the men, but only 6% of the women 

(as opposed to 15% of the men) were mentioned as potential partner material, reflecting, 
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the researchers concluded, the application of lower standards to the women and (self-

fulfilling) lower expectations. 
 

Source:  Benevolent Sexism at Work: Gender Differences in the Distribution of Challenging Developmental 

Experiences by Eden B. King, Whitney Botsford, Michelle R. Hebl, Stephanie Kazama, Jeremy F. Dawson, and 

Andrew Perkins, journal of management, 2012. The Language Of Performance Evaluations: Gender-Based 

Shifts in Content and Consistency of Judgment by Monica Biernat, M.J. Tocci, and Joan C. Williams, social 

psychological & personality science, 2012. 

Leadership competencies – are the right people being promoted? 

In late 2011 consultants Jack Zenger and Joseph Folkman analysed the 360-degree 

leadership-effectiveness evaluations of more than 7,280 executives, which had been filled 

out by their peers, bosses, and subordinates. The analysis revealed that at every 

management level, the women were rated higher than the men—and the higher the level, 

the wider the gap. At the same time, the data showed, the higher the level, the higher the 

proportion of men. 

Not only were the women judged to be superior in areas where women are traditionally 

thought to excel, such as developing others and building relationships, but their ratings 

were significantly higher, statistically speaking, on 12 of the 16 traits Zenger and Folkman 

had identified, in more than 30 years of research, as most important to overall leadership 

effectiveness. 
 

Source:  A Study in Leadership: Women Do It Better Than Men, Zenger Folkman, 2012. 

Notes: 
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Diversity Dimension Wheel  

The Four Layers Model 

Personality 

This includes an individual’s likes, dislikes, values and beliefs. Personality is shaped early 

in life and is both influenced by and influences the other three layers throughout one’s 

lifetime and career choices. 

Internal Dimensions 

These include aspects of diversity over which we have no control (though physical ability 

can change over time due to choices we make to be active or not, or in cases of illness or 

accidents). This dimension is the layer in which many divisions between and among 

people exist and which forms the core of many diversity efforts. These dimensions include 

the first things we see in other people, such as race and gender and upon which we make 

many assumptions and base judgments. 
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External Dimensions 

These include aspects of our lives which we have some control over, which might change 

over time and which usually form the basis for decisions on careers and work styles. This 

layer often determines, in part, with whom we develop friendships and what we do for 

work. This layer also tells us much about whom we like to be with, and decisions we make 

in hiring and promoting etc. at work. 

Organisational Dimensions 

This layer concerns the aspects of culture found in a work setting. While much attention 

of diversity efforts is focussed on the internal dimensions, issues of preferential treatment 

and opportunities for development or promotion are impacted by the aspects of this layer. 

The Diversity Dimension Wheel is not an exhaustive list of diversity dimensions. However, 

it is a useful way for us to understand how we form biases from an early age. 

There is nothing wrong with doing this and it is in fact necessary for our brains to be able 

to make sense of the world we live in. It helps us to decide where we want to belong and 

who we want to associate with. Being surrounded by people who are “the same” as us is a 

normal human reaction and it makes us feel safe and understood. 

The problem arises when we don’t take the time to get the right information or to understand 

another’s needs and we merely make assumptions based on WHAT WE THINK WE 

KNOW. E.g. If John dresses like me and went to the same school, then he probably likes 

the same things I do and wants the same things from life etc. 

Despite our people preferences/biases being a natural and necessary process, having any 

sort of bias has been demonised by the law and organisational culture. Talking about our 

biases has become an organisational taboo. Nobody admits to having biases, and 

organisations prefer not to acknowledge that all of their staff will almost certainly have a 

myriad of differing biases. But denying they exist doesn't means they go away. In fact they 

work insidiously underground, many without our knowledge or control and without being 

acknowledged by the individual or organisation.  

This has profound implications. It means that when we make a decision on who gets a job, 

who gets disciplined or promoted that we may be adding our own subliminal and emotional 

criteria to the decision. Criteria we may not even be aware of and which may have no basis 

in facts about the individual.  

These unconscious biases operate below the level of our consciousness such that we 

continue to see ourselves as fair and unbiased, whilst our subtle behaviours give away our 

unconscious feelings.  

We all see bias as vested in others but not in ourselves as this protects our fundamental self- 

perception of being 'fair'. 

 Implicit and unconscious social biases and our bias 'blind spot' in being unable to see 

ourselves as biased make us vulnerable to exhibiting unintentional behaviours we probably 

won't notice and will almost certainly deny. Social psychologists call this phenomenon 

"social categorisation‟ whereby we routinely and rapidly sort people into groups rather 

than think of each as unique.  
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The advantage of categorisation is that it allows us to save time and effort when processing 

information about others, thereby allowing us to pay attention to other tasks or more novel 

information with our limited processing resources.  

Categorisation has a useful and necessary social function in providing us with handy 

'scripts' for what to expect from others. For example, when a person goes to the doctor it is 

important that the patient recognises how doctors are likely to behave (ask questions, carry 

out an examination, make a diagnosis). The doctor expects the patient to answer questions, 

and to comply with directions such as undressing when asked; This is one of the few 

occasions when most people do this without question. 

Without these prejudgments social encounters would become very stressful and complex 

as both parties seek to establish the roles and expectations of the other every time. This 

prejudgement of groups of people is both normal, and to be expected as our default position. 

Understanding that make this prejudgments automatically is critical to understanding and 

countering the effect of the biases we ALL have. 
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The Human Brain  

 The coloured part of the brain is the “primitive brain” – the part that developed first. 

 The brown part of the brain is the “thinking brain”- where our conscious thought is 

processed. 

 This part of the brain allows us to think slowly, take in information, solve problems 

and apply logic without the interference of excess emotion. 

 The two parts of the brain are continuously “talking” to each other through 

neurotransmitters and chemicals. This happens all day every day, without us being 

conscious of it. 

 The primitive part of the brain is “fast thinking” – it is the part of the brain that allows 

you to react and respond immediately to stimuli. 

 The primitive part of our Brain looks for potential threats or things that are ‘other’ 

than the norm. This is a key survival mechanism. This is where our “gut feel” sits. 

 This part of the brain is continuously looking for what is “different”. For ancient man, 

anything different in their environment was a potential threat. If they saw something 

that they didn’t understand or couldn’t figure out, the primitive brain would release 

chemicals and put them on alert. E.g. when you are confronted with a charging lion – 

your instinct is going to be to run as fast as you can. You will not stop to engage the 

thinking part of your brain and wonder whether the lion is male or female, hungry or 

not, young or old. You will just run. 

 This is referred to as an amygdala hijack. The thinking part of the brain is “switched 

off” to conserve energy so that the person has increased energy to either fight or run 

away. 
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 The primitive brain does not like to have “unknowns” and will fill in the gaps and 

help us to make assumptions if we don’t have the right information at hand.  

 The fast brain is housed in the Paleomammalian part of the brain commonly known as 

the limbic system. The following types of actions are controlled by the Fast Brain: • 

Automatic • Pre-conscious • Reactive • Habitual. This is where all your experiences, 

preferences and instincts about people or things sit. 

 The slow brain is housed in the pre-frontal cortex, the brain’s executive centre. The 

Slow Brain controls the following types of actions: • Conscious Analytical • Reasoned 

• Reflective • Intentional  

 Research has shown that the Slow Brain takes a half-second to activate. The Fast Brain, 

by comparison, processes visual cues and reacts in 4/10 of a second— initiating 

responses or actions before the Slow Brain has even had a chance to weigh in 

At the centre of recent neuroscience research has been a confirmation of these two 

“factions” of the human brain that compete and cooperate to control all human behaviour, 

the Fast Brain and the Slow Brain. One of the reasons that we default to the primitive brain 

is that it burns far more calories when we use the thinking part of the brain and using 

the primitive brain allows us to conserve energy.  

Points to consider 

Think about when you have attended a conference and you’ve been sitting and listening to 

the presenters. You are often exhausted by the end of the day, even though you haven’t 

been required to do anything much. You have been using the “thinking” part of your brain 

and have actually expended quite a lot of energy doing so. 

Research 

Our brains are hard wired to rapidly categorise people instinctively, using our fast brain. 

We use the most obvious and visible categories to do this: age, body weight, physical 

attractiveness, skin colour, gender and disability. But we use many other less visible 

dimensions such as; accent, social background, sexual orientation, nationality, religion, 

education, and even job title or organisational department.  

These categories automatically assign a whole suite of unconscious characteristics, good 

and bad, to anyone categorised as being from that group. They are automatic and 

unconscious biases over which we have little control, and they influence everyone, no 

matter how unbiased we think we may be. 



NZLS CLE Webinar    Unconscious Bian in the Workplace – Inclusiveness In.Action™ 

 12 

The world of work is changing 

What strikes you about this picture? 

Are these workers diverse or not? 

At the time this picture was taken, was diversity in the workplace understood or valued? 

In the organisations of yesteryear diversity wasn’t a concept that was understood. Workers 

were rewarded for their intellect and their ability to take instructions from the person above 

them. Their roles was simply to execute the wishes of their superior, without adding a 

different perspective or alternative point of view. Group think was the gold standard and 

for those who subscribed, the reward was a job for life. Workers were rewarded for “towing 

the line” and punished for non-conformance. 

How has our view of workers changed? 

Douglas McGregor in “The Human Side of Enterprise” (1960) challenged the prevailing 

managerial assumptions about workers’ motivation and behaviour. 

According to the prevailing view, which he labelled “Theory X”, workers were seen as 

uninformed, lazy and untrustworthy members of the organisation. Management’s task 
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was to control workers and motivate them through a combination of control systems, fear 

of discipline or dismissal and organisational rules.  

McGregor contrasted this with a “Theory Y” assumption – namely, that workers are highly 

motivated and can be trusted to contribute to the organisation’s objectives if given the 

opportunity to participate in organisational decision-making. 

Out of the work of McGregor and others, has evolved “Participative Management”, a 

process in which managers consult with and involve employees at all levels of the 

organisation in organisational problem solving and decision-making. 

Megatrends impacting the New Zealand workforce today 

Growing ethnic diversity 

New Zealand had a net migration of 69,800 in the year to September 2016, and had been 

breaking net migration records for many months over the last two years.  

MBIE predicts that the overall New Zealand workforce will be in a steady growth pattern 

until 2018, when it is predicted to level off and start declining. However, the biggest 

contributor to the workforce will come from new migrants to our shores. 

Significantly, there is marked growth in a number of minority groups, with for example 

23% of Auckland now being Asian. While the European workforce in New Zealand is 

predicted to grow by a mere 5% between 2006 and 2021, the Maori workforce has a 

predicted growth of 29%, Pacifica by 59% and Asian by 145%. 

Growing female participation in the workforce 

Employment has far-reaching and positive outcomes for women and their families, as well 

as being important for growing the New Zealand economy. 

Women are participating in employment at higher rates than ever before. Since 1986 the 

female labour force has increased by more than 50 percent and internationally New 

Zealand’s female labour force participation rate is above the OECD average. 

Flexible work design 

According to 2014 research by Diversitas and OCG, 28% of New Zealand workers have 

formal flexible work arrangements, and this reflects a growing global trend. 

Variation to work hours and location is one of the key changes driving flexible work design. 

Ageing workforce 

New Zealand has one of the highest rates of workforce participation for older (50 – 64 

years) workers in the OECD. 

Maori have a large proportion of their working age population in the younger 15- 24 year 

old age group. Because Maori were over-represented in that cohort, the characteristics of 

younger Maori were more highly reflected in Maori labour market statistics i.e., higher 

unemployment rates and lower labour force participation.  
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People in the Asian ethnic group were over-represented in the 25-34 year old age group, 

while European peoples had higher proportions of their working age population in the 

older age groups (45+). The current ethnic compositions of the age cohorts will flow into 

the older age cohorts as the population ages, although migration and life expectancy will 

also be factors affecting the mix of ethnicities. 
 

Source:  Statistics NZ National Labour Force Projections (Dec 2015). 

Our changing organisations 

The way we have designed work and manage organisations has changed significantly from 

the 1940’s model until now: 

The top down hierarchical model, where all the wisdom comes down from the head of 

the organisation and employees are merely required to carry out their instructions, has 

changed to a more collaborative approach. 

The 21st Century organisation is much more about collaboration, collective decision-

making and shared purpose. 

Communication has become a key factor as workers have become more and more 

geographically dispersed and technology now plays a key role in organisational design and 

growth. 
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Markets are much more global than ever before and this requires a different way of 

thinking about and responding to customer needs. 

In order to succeed, 21st Century organisations need to be agile and responsive to changing 

market needs. 

Managers need to be able to manage on outputs as opposed to managing on activity and 

this means that the face of leadership is rapidly changing in organisations. 

Social responsibility and sustainability are key issues facing organisations and current 

and prospective employees value these as key considerations when choosing who to join. 

Considerations such as how diverse the organisation is and how inclusive the culture is, 

are top of mind for today’s key talent. 
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What is inclusiveness? 

Diversity is a fact – a product of our changing communities and talent pool. Most 

organisations are “Diverse by Default”- that is, in spite of the fact that we haven’t set out 

to be diverse, we have become diverse as a result of the diversity of our talent pool and our 

high levels of nett migration. 

Inclusiveness however is a behaviour. – The active, intentional and ongoing 

engagement with a diverse workforce, customer base and other external stakeholders. 

The extent to which we are able to practice inclusive behaviours, will dictate the extent to 

which we benefit from diversity. 

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________ 



Brown  Unconscious Bias in the Workplace – Inclusiveness In.Action™ 

 17 

How we define ourselves 

It's a well-known principle in social psychology that people define themselves in terms of 

social groupings and are quick to denigrate others who don't fit into those groups. Others 

who share our particular qualities are our "in-group," and those who do not are our “out 

group”. 

In our desire to feel safe, we bond together with those whom we see as most like us so 

that we can protect ourselves from those who might do us harm. The virtual fences we 

build keep the outsiders away and allow us to go on with our daily lives feeling protected 

and secure. However, it is precisely these fences that keep us from bonding with our 

fellow human beings and in this way, undercut our true security. 

Sometimes groupings are determined by factors intrinsic to who we are (sex, age, 

race/ethnicity) but in many other cases they are arrived at in a somewhat arbitrary 

fashion. 

In an experience testing out-group homogeneity (sameness), researchers revealed that 

people of other races seem to look more alike than members of one's own race. When 

white students were shown faces of a few white and a few black individuals, they later more 

accurately recognized white faces they had seen and often falsely recognized black faces 
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not seen before. The opposite results were found when subject consisted of black 

individuals. 
 

Source:  In-Groups and Out-Groups. Boundless Sociology. Boundless, 21 Jul. 2015.  

Points to consider 

Can you think of any in groups or out groups that you belong to either socially or at work? 

Practical suggestions to uncover and address our own biases 

Learning to overcome our biases 

Learning to overcome unconscious biases is very similar to learning a new language. 

Unconscious incompetence 

 the person is not aware of the existence or relevance of the skill area 

 the person is not aware that they have a particular deficiency in the area concerned 
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 the person might deny the relevance or usefulness of the new skill 

 the person must become conscious of their incompetence before development of the 

new skill or learning can begin 

 the aim of the trainee or learner and the trainer or teacher is to move the person into 

the 'conscious competence' stage, by demonstrating the skill or ability and the benefit 

that it will bring to the person's effectiveness 

Conscious incompetence 

 the person becomes aware of the existence and relevance of the skill 

 the person is therefore also aware of their deficiency in this area, ideally by attempting 

or trying to use the skill 

 the person realises that by improving their skill or ability in this area their effectiveness 

will improve 

 ideally the person has a measure of the extent of their deficiency in the relevant skill, 

and a measure of what level of skill is required for their own competence 

 the person ideally makes a commitment to learn and practice the new skill, and to move 

to the 'conscious competence' stage 

Conscious competence 

 the person achieves 'conscious competence' in a skill when they can perform it reliably 

at will 

 the person will need to concentrate and think in order to perform the skill 

 the person can perform the skill without assistance 

 the person will not reliably perform the skill unless thinking about it - the skill is not yet 

'second nature' or 'automatic' 

 the person should be able to demonstrate the skill to another, but is unlikely to be able 

to teach it well to another person 

 the person should ideally continue to practise the new skill, and if appropriate commit 

to becoming 'unconsciously competent' at the new skill 

 practise is the single most effective way to move from stage 3 to 4 

Unconscious competence 

 the skill becomes so practised that it enters the unconscious parts of the brain - it 

becomes 'second nature' 

 common examples are driving, sports activities, typing, manual dexterity tasks, listening 

and communicating 

 it becomes possible for certain skills to be performed while doing something else, for 

example, knitting while reading a book 
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 the person might now be able to teach others in the skill concerned, although after 

some time of being unconsciously competent the person might actually have difficulty 
in explaining exactly how they do it - the skill has become largely instinctual. 

Strategies to employ to overcome biased decision making 

There is no “silver bullet” to overcoming biased decision-making. However, the first step 

is in achieving the level of “conscious incompetence” where we realise that our behaviours 

are influenced by our biases and that there is a different (even better) way to make 

decisions. 

Acknowledge that we all have biases 

Take any judgment out of the equation. Biases are a very necessary and human condition 

and indeed have served to keep us alive and help us make sense of the world. 
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Learn to recognise your biases 

Notice how you respond to particular situations and what your “default” position is. For 

example, when you enter a room full of people you don’t know, who do you gravitate to? 

Think about why you choose to engage one person in conversation over another.  

Consciously act as if there is no bias 

Once you begin to recognise your biases, you can consciously work to overcome them by 

choosing to override your default behaviour and behaving in a different way. For example, 

when you enter a room full of strangers as above, choose to engage with someone you 

wouldn’t ordinarily engage with. This way, you will get to know someone who you are not 

immediately drawn to and learn that you may have much more in common with them than 

you first thought. You may also learn something surprising from them which will counter 

your natural bias. 

Adopt slow thinking and look for information which may contradict your 
initial perceptions 

Make a conscious decision not to make snap decisions and to give yourself time to gather 

additional information before you make a decision. Be aware when you are responding to 

an emotive impulse and give yourself time to look for other information that might 

contradict your initial assumptions. 

Recognise your tendency to fill in the blanks with your own assumptions 

The brain has an uncanny ability to make links and uncover patterns and this in turn leads 

us to “see” information that in fact is not there and only exists in our perceptions. 

The art of questioning 

Asking the right questions is the most impactful way that we can learn about ourselves and 

others. Questions need to be open ended and allow us to gather as much information as 

possible, without making snap judgments. 

Go back for more information 

We tend to operate on very little information and seldom take the time to think about “what 

else do I need to consider” in any situation.
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