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The dark side of empathy - “In groups” versus “Out groups”

Inclusion

Empathy motivates us to
protect and prioritize our blood
ties and those with whom we
identify. We want to avert
destruction and avoid pain for
our “in groups” because we
experience their pain as if it
were our-own.

VS

Exclusion

Because we have “in groups”, we
also have "out groups”. The less
experience we have with another
group, the less we identify with
them. If the worst comes to the
worst, we protect “in groups” and
objectify “out groups”.



Starbucks: A Case Study

A barista calls the police on two black men
waiting for a friend.

@ Starbucks responds with implicit

bias training to help employees recognize
subconscious racism.

® On May 29, 8000 stores closed to provide
training to 175,000 employees aimed at
"preventing discrimination in our stores.”

s this response good enough?

Information on its own does not change
attitudes and behavior.

O /
So, what's the answer?
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IMPLICT BIAS...

WHAT DOES IT MEAN?

IMPLICIT

Thoughts and feelings are “implicit” if
we are unaware of them or mistaken
about their nature.

BIAS

Rather than being neutral, we have a
preference for (or aversion to) a person
or group of people.

@ REALIZEDWORTH



ACCORDING TO JACK GLASER, PROFESSOR OF PUBLIC
POLICY AT THE UNIVERSITY OF CALIFORNIA, BERKELEY,
“THE NATURE OF IMPLICIT BIAS IS SUCH THAT YOU
CANNOT SUBJECTIVELY EXPERIENCE WHEN IT’S
INFLUENCING YOU.”

DR MAHZARIN BANAJI OF HARVARD, A RESEARCHER WHO
DEVELOPED THE WIDELY USED IMPLICIT ASSOCIATION
TEST (IAT) WAS “DEEPLY EMBARRASSED” UPON SEEING
THE TEST RESULTS AS SHE DISCOVERED THAT SHE HAD A
PRO-WHITE BIAS (SHE HERSELF IS A DARK-SKINNED
FEMALE).
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https://implicit.harvard.edu/implicit/
https://www.cnn.com/2018/04/17/health/implicit-bias-philadelphia-starbucks/index.html

PROJECT IMPLICIT MENTAL HEALTH

Find out your implicit associations about self-esteem, anxiety, alcohol, and

w3l GO!
other topics | GO

PROJECT IMPLICIT FEATURED TASK

Measure your implicit associations toward issues concerning race,

o~
GO!

PROJECT IMPLICIT SOCIAL ATTITUDES

Log in or register to find out your implicit associations about race, gender,
sexual orientation, and other topics!

Baed E-mail Address P _LOGIN REGISTER

Or, continue as a guest by selecting from our available language/nation
demonstration sites:

E United States (English) [T L‘ [clo]]

IMPLICIT OR UNCONSCIOUS BIAS “REFERS TO THE
ATTITUDES OR STEREOTYPES THAT AFFECT OUR
UNDERSTANDING, ACTIONS, AND DECISIONS IN AN
UNCONSCIOUS MANNER.

THESE BIASES, WHICH ENCOMPASS BOTH FAVORABLE AND
UNFAVORABLE ASSESSMENTS, ARE ACTIVATED
INVOLUNTARILY AND WITHOUT AN INDIVIDUALS
AWARENESS OR INTENTIONAL CONTROL.”
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https://perception.org/research/implicit-bias/




COGNITIVE BIAS CHEAT SHEET
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COGNITIVE BIAS CREAT SHEET

BECALSE THINKWNG \S HPRD
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COGNITIVE BIAS CODEX
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We notice things already prime
memory or repeated often
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Why we get

It wrong

We don’t see everything. Some of the information we
filter out is actually useful and important.

Our search for meaning can conjure illusions. We
sometimes imagine details that were filled in by our
assumptions, and construct meaning and stories that
aren’t really there.

Quick decisions can be seriously flawed. Some of the
quick reactions and decisions we jump to are unfair,
self-serving, and counter-productive.

Our memory reinforces errors. Some of the stuff we
remember for later just makes all of the above
systems more biased, and more damaging to our
thought processes.
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Googie | hotly debated topic |

Found 80,000 results.
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already believe

Completely supports your viewpoint
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Another link

http://chainsawsuit.com/comic/2014/09/16/on-research/
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Figure 1. Design thinking applied to implicit gender bias
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PERFORM A CULTURE RESET,

NOT A TICK-THE-BOX PROGRAM

The case for an inclusive culture

Organizations with inclusive cultures are:
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as likely to meet or as likely to be more likely to be more likely to achieve
exceed financial targets high-performing innovative and agile better business outcomes

Source: Juliet Bourke, Which Two Heads Are Better Than One? How Diverse Teams Create Breakthrough Ideas and Make
Smarter Decisions (Australian Institute of Company Directors, 2016).

Inclusive leadership and team performance

Team performance

117%

increase in team

Individual feelings
performance

of inclusion
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increase in experiences of
fairness, respect, value, and
belonging; psychological safety;
and inspiration

increase in
decision-making quality

¢ 0/
129%
increase in team
collaboration

Source: Based on Deloitte Australia’s analysis of 105 leaders as assessed by 600 raters against the six signature
traits of inclusive leadership and perceived performance outcomes.
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However, when it comes to behavior
change, training is often only a scene-setter.

The more complete story is that, to change
people's behavior organizations need to
adjust the system. Why? First, biases can
only be reduced rather than completely
eliminated, and it is difficult to control biases
that are unconscious.

Second, biases can be embedded into the
system of work itself, causing suboptimal
diversity outcomes. Strategies to rewire the
system make it easier to tackle biases and
create a more comprehensive and
sustainable solution.



EMPLOYEE VOLUNTEERING: What's the connection?

Unraveling implicit bias requires literally creating
new neural pathways in our brains. This process is
known as neuroplasticity whereby the brain’s
synaptic connections are constantly being removed
or recreated. This is how we learn new behaviors
and gain new skills.

Experiences where we interact with others
against whom we carry unconscious bias is well
documented as the only reliable strategy to change
attitudes and behaviors in a lasting way.

Employee volunteering represents opportunities
to create nonthreatening space in which to
challenge preconceived notions about people and
issues that may seem “different”. It enables contact —
between in-groups and out-groups. \ | / REAL IEBEDWORTH



http://www.simplypsychology.org/social-identity-theory.html




"ERSPECTIVE

» Psychological - How | perceive myselt
in the world

 Convictional = What | believe to be true
about the world

e Behavioral = How | act in the world

Transformative Learning Theory



ALERT.
ORIENT.
ACT.

New experiences can
change preconscious
reactions and shift
implicit biases.



Frame the Experience

Meet people at Critical
Proximity Effect Weus B their highest level fhmms 4 Reflection

of contribution

BRIEF DURING DEBRIEF

Keystone Behaviors

Each Event is Framed by 3 Keystone behaviors

REALIZEDWORTH



Impact and the art of
motivation maintenance:
The effects of contact with
beneficiaries on persistence
behavior

Department of Psychology, University of
Michigan, 530 Church St., Ann Arbor, Ml 48109-
1109, USA b Organizational Studies, University
of Michigan, USA
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EMPLOYEE VOLUNTEERING: UNDERSTANDING THE VALUE :_: [‘;’;:;posure
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* A weekly average increase of
$503.22, up from $185.94

Fig. 1. Experiment 1 caller persistence pre- and post-intervention.
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WHAT CAN YOU DO?

Provide the mechanisms:

TRAINING

What do you want them to do and how do you
want them to do it?

RESOURCES

Where can they access checklists, scripts,
templates, and research?

c:
SUPPORT "

Who is their community of support and
how can they access them?




VOYAGER

TRANSFORM YOUR VOLUNTEERISM

Voyager is an online learning platform resulting in Transformative
Agency across your employee volunteering program.

With Voyager, practitioners can focus on strategy and innovation while leveraging the
platform to engage employee volunteers, delegate responsibility, manage training,
and track success. The platform is white-labeled to your company brand and all
content is designed to speak directly to your culture and program goals.



WHY DOES IT MATTER?

With the right tools and education,
transformative volunteering makes it
possible for us to:
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e Lay the groundwork for more diverse
and inclusive leadership

* Empower individuals to change their
circumstances through Transformative |
Agency

» Deconstruct silos in the business by
expanding empathy circles and break
down barriers

* Instill meaning and purpose through
the workplaces




EMPLOYEE VOLUNTEERING & THE FUTURE OF WORK

ACTION STEPS

What is the right next step for you?

d | would like to receive the research referenced
in this presentation

Q| would like to view a demo of the Voyager
Platform for my organization

O [ would like to speak with someone in further
detail about this presentation.

REALIZEDWORTH



