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Learning Tuesdays: Program Transcript
Implicit Bias

Learning Objectives:

· Define Affirmative Action, Equal Employment Opportunity, Diversity & Inclusion and Implicit Bias

· Gain awareness about how implicit bias is one barrier to an inclusive workplace

· Understand the Impact of implicit bias

· Identify and overcome Implicit bias


[Music Playing]
Laurel McAdoo:
Good morning, and welcome to this week's edition of Learning Tuesday.  Today, we're gonna be speaking about implicit bias, and I'm happy to report we're gonna have a different setup than we typically do.  We're gonna shoot today with a live studio audience.  I am Laurel McAdoo from Central Office.  I will be filling in for Carolyn Mattiske while she is on leave.

And I'd like to introduce our panel.  We have Barbara Pell, who's also from Central Office.  We have Maxine Thompson, who is from Upstate Research Foundation, Mickey Bradley from Buster Consultants, and our president, President Tim Killeen.  At this time, I'd like to turn over the conversation to Tim so he can share why implicit bias is important to us at the research foundation.

Tim Killeen:
Oh, okay.  Thank you, Laurel.  First of all, I'm really delighted to be here back at Hudson Valley Community College.  It's such a wonderful set up.  Those of you watching on the Web don't know how professional this group is, but it's really professional and we're all loosened up and ready to go with this important discussion.


This one is really important to me personally, actually, for various reasons.  I think it's a sign of health in any learning organization if you can have this kind of a conversation about bias, implicit bias, and a fully helpful workforce and workplace.  And so let's do it today.  So let me give you a little sense of why it's important to me.

I'm still relatively new at the research foundation, a year and a bit, but before coming here, I was at the National Science Foundation and we had a training session on implicit bias that really was transformative and it kind of – I thought I knew a lot about my own inclinations and interactions and so forth, but I learned a lot about myself at that session, and I hope we're gonna find something similar year.

First thing to say is that diversity in all its forms, background, temperament, outlook, racial, ethnic, gender, you name it, diversity is a strong value for large organizations, learning organizations like ours.  The different perceptions, the different inputs, the different perspectives all add value to a learning organization.  So diversity is inherently good in any decision-making process.

And I learned that I think most effectively when I was at the University of Michigan where we had the Supreme Court case that some of you may remember a while ago.  And one of the things had stuck with me there is that we did a careful analysis of the value of diversity and found that for the white students to be in a diverse setting was actually very beneficial in terms of what they got out of the whole experience, as well as the African American students, et cetera.  So I'm a strong believer that a healthy workplace involves diversity, and so how do you get to a fully diverse organization?

Well, you have to be open-minded.  You have to listen.  You have to participate.  You have to be welcoming and you have to acknowledge any implicit biases that you might have, and that's what this session is all about.

The second thing to say is that I believe that implicit bias, we all have biases.  We all grew up in certain families and certain situations, in certain settings, and were part and parcel of that environmental and genetic almost outlook.  So bias is a normal thing for human beings to have, and we bring those biases into everything we do.  I happen to like classic guitar.  That's maybe you could imagine that's a bias.  So but implicit bias can be damaging in a workplace setting if it's not recognized and described and exposed for discussion.

So the word "implicit" is very important here, so we need to recognize that we do bring our own perceptions and outlooks to any decisional table, and that's why to have a diverse set of perspectives is so incredibly important because it's the intersection of those different outlooks that really creates the best decision making.

So this is an important kind of session.  I think it comes into play in many aspects of what the research foundation does, notably recruitment.  I think it's important that when we're recruiting new people, new colleagues, new coworkers, that we recognize implicit biases, that we have search processes that are very fulsome in looking at the role of diversity, that also for things like promotion, for placement, for space, for interfacing with our external community, it's really important that we recognize it.

So I'm looking forward to today's session.  I hope to learn a lot, again.  I don't know everything about this.  I'm certainly hoping that we'll learn about the research foundation, its perspectives as well through this session.  And I'm delighted to be here, and thanks for coming, everybody in the audience.  I hope I'm loosening you up a little bit.  I feel like I'm loosening myself up a little bit, and I'm gonna pass it over to Mickey, who's gonna take us through the next steps.

Mickey Bradley:
Thank you, Tim.  And I'm gonna come down into the crowd.  Welcome, again, everyone for being here.  Thank you for being here.  Thanks, everyone who's watching on the Web.  I wanna start by giving you a riddle, and it's a riddle that's been around for a long time, so some of you may have heard this before.  You can just think about it for a second if you have or haven't heard it before.  It goes like this.

Father and son are driving in a car, and they're going through some back roads, and they have a bad accident, unfortunately.  Car crashes.  The father is killed at the scene.  The son is rushed in an ambulance to an emergency room with bad injuries.  They take him into the operating room.  The surgeon comes out, takes a look at the son, and says, "I cannot operate on this boy, because he's my own son."  Now, how many people have heard this riddle before?  Okay, just one person?

The question is how can this be.  And as I said, the riddle's been around for a long time.  Usually when I ask people this in a group, they'll say it's the stepfather is the surgeon or the child was adopted or it's a Godfather or some other situation.  The actual answer, which surprises people is – anybody?

Audience:
Mother.

Audience:
His mother.

Mickey Bradley:
The surgeon is the boy's mother.  Now how many people – hearing that for first time now or hearing it once before were kind of stumped when you heard that riddle, and didn't know what the answer was?  Okay.  So that's almost everybody here.

Now the answer – when you hear the answer to that riddle, it's so obvious that you think, "Well, of course.  Why did I not know that?"  And if I asked you before – instead of giving you the riddle, I said to any of you, "Who here thinks women can't be surgeons?"  I don't think a hand would have gone up, right?  We all know that that's possible.  We all accept that that's possible.  Some of us have had female surgeons probably in our lives or encountered them or met them or interacted with them.

In our conscious minds, we totally accept the idea, and endorse.  Many of us are actively rooting for more advancements for women in the field of medicine.  And yet, something in the back of our minds stops us from going there when it's first presented to us.  That's what implicit bias is about.  We don't have an implicit bias against women being surgeons, but unbeknownst to us, you can tell in an exercise like that, sometimes there are thing going on in the back of our heads that we don't acknowledge, that we wouldn't endorse, that are almost beyond our control.

So when we talk about implicit bias, that's the kinda thing we're trying to get at.  And it's hard to get at it, because, again, by definition, it's not knowable to our conscience minds.  

So I'll take us through our agenda today, and then I'm gonna get a little more into some of what we're talking about here.  We'll go to our definition of terms, and in moment, I'm gonna give you a definition of implicit bias that we'll be working from.  

Why does this matter?  Why are we talking about this?  Tim's already given us some great background on that.  Who are we?  What is it that makes up who we are as people, as individuals, we're a collection of social identity groups, but we're more than that, too.  Bias can be explicit or implicit.  We'll talk a little bit about that.  What creates this implicit bias?

How do those images here in our head.  How our brains work is a large part of that.  So it's always fascinating to hear about brain science.  A lot of advances have been made in just the last ten years or so.  We'll talk a little bit about what we've learned from that, implicit bias, what this all means in the workplace, and what are some things that we can do to try to combat it.  Sound good?  Yeah?  Okay.

So here's our definition that we're working from for implicit bias.  It says – it refers to the attitudes or stereotypes that affect our understanding, our actions, and our decisions in an unconscious manner.  These biases can be favorable and unfavorable.  We'll talk a little bit about both of those.  And they're activated involuntarily without our awareness or intentional control.  They reside deep in our subconscious and are not accessible through introspection.  

Implicit bias is developed over the course of a lifetime beginning at a very early age through exposure to direct and indirect messages.  Again, various pieces of that is what we'll explore over the course of the next hour and a half.  And to help get us started, is Maxine.  So I'm gonna turn this over to you.

Maxine Thompson:
Thank you.  Thank you very much.  So, welcome.  I appreciate everybody being here, and like Tim and Mickey have both said, this is a very interactive workshop, or presentation.  What I've found in doing this is that there's a lot of knowledge in the room, and we all are here to learn.  I learn as much from my colleagues and my panelists as I do from the audience, so please, please, share your experiences with us as we go through the next hour and a half.

So I'm going to just build upon what's been said already.  The topic is implicit bias, but we're talking about implicit bias in the context of diversity and inclusion.  Tim has already given us some definitions about what diversity is, and we'll talk a little bit more about that later on.  But there's some other kinds of definitions that are terminologies that's common to whenever we're dealing with diversity-related topics.  And I'm not going to go through all of the definitions, but it's very helpful that we all start at a common understanding about some of the terminology.

So one of the first t definitions or terms that I want to ring to the surface is stereotypes, the idea about stereotypes.  The definition is that it's an oversimplified image, or statement applied to a whole group of people without regard to the individual.  So in other words, you could look at me as a black female, and that might conjure up all kinds of stereotypical ideas about what that means.  My esteemed colleague, also a black female, may or may not conjure up those same kinds.

And the whole idea about those stereotypes it doesn't give you the opportunity to really know us as individual.  It's kind of a shortcut to categorize your broader understanding of the world and the people within it.  But deprives you of the opportunity of knowing people at the individual level, knowing the unique kinds of characteristics.  And it also generally carries both a positive and/or a negative connotation.  And that's kind of when our biases come into play.

It's the attitude or the belief that we may hold that lead to some of these biases.  And as Tim has already said, it's not something that's unique.  It's something that we all carry.  I'm a diversity practitioner.  I'm not immune to having biases.  Hopefully, I'm aware of most of them and I can counteract those.  But a lot of them are at the unconscious level.  So we're gonna be talking about biases at both the conscious level that we are aware of, but also we're gonna dig deeper and especially when Mickey gets back to the floor, talk about some of those hidden unconscious things that still have a way of coming into our daily interactions and our decision-making processes.

I think that we've all sorta been socialized to not express the fact that we may have some of these biases, and we certainly don't want to act on 'em.  But as I said, the reality is we all do have them.  The other piece of that reality is that we can change them, okay?  That's really, really important.  Our biases are malleable.  They've been the culmination of a lifetime of experiences, and we've learned these.  We've acquired these.  And just as we've learned them, we can unlearn some of these.
 
So the other two terms that I want to talk about just very briefly is in terms of our response to some of the biases that we may encounter on our day-to-day lives, one is silent collusion, which is basically you're gonna go along with, or even join in when you see some type of biasing statement or behavior, rather than stand up or speak up on behalf of someone, which is considered being an ally.  And, again, the good thing is that we have choices.  We can decide that we're either going to silently collude with the biasing condition or behavior, or we're gonna stand up and try to interrupt that on behalf of someone else.

So I wanted to spend some time talking also about why does this even matter.  I think Tim's already kind of given us some of the big reasons.  Diversity is here.  Diversity is a benefit to all of us.  As the demographics are changing, it gives us an opportunity to learn about differences, and we're not gonna have a choice.  The world is simply changing whether we like it or not, and the likelihood that we're gonna come into contact with people that are different from us is going to be more and more prevalent.

I happen to work in a health care environment, and I also am very much aware of the health care disparities that exist based on differences, whether those differences are based on sex, race, ethnicity, age.  That's common understanding.  And the thing is that the biases that people experience aren't necessarily intentional.  They're largely intentional.  I don’t know of a single doctor who deliberately practices medicine in a way that's gonna disadvantage a different person, but it happens.  The literature and the research supports that.  Same thing with judges.  They are the epitome of fairness, and yet the literature and the research demonstrates how biases affect their decision-making as well.

The other thing about diversity is that it really does drive excellence.  The research shows that the more diverse your teams are, the more innovative and creative your output is.  So even though it might be a little tense because you're learning and it's different, the outcome of that is that you're going to have a much more better creativity and a much more better product.  And it definitely impacts the bottom line; no question about that.  I think that's driving a lot of Fortune 500 companies, unfortunately is looking at that bottom line.

I'm not gonna spend a lot of time about this.  Most people have probably seen this vision before.  It sort of talks about the layers, the various dimensions of the diversity, the things that make us who we are, the very center of that circle is the personality, the core of who we are.  But it's influenced by so many different factors.  There's internal dimensions of diversity, those things that we have no control over, those things that we're born with such as our gender, our race, and our ethnicity.  And then there's those external factors that impinge upon it, things like where we're born.  Are we northerners?  Are we southerners, or from the east coast or west coast?  What are some of our personal habits?  What's our family constellation?  What are our educational background?

And then there's the organizational dimensions.  Where do we fit within our workplaces?  Are we're managers?  Are we supervisors?  Are we line staff?  All of those things come into play to determine who we are and how others perceive us, and also leads to some of those stereotyped images of some of those biases that we've talked about.

There's another dimension that I want to just briefly talk about that influences who we are, and that's the legacies.  These are the historical events that impact how we see things.  For some people, I know for my parents, for example, they're still influenced by the legacy of slavery.  Several generations back, even though that happened a long, long time ago, the legacy of oppression and discrimination still is there, and so that tends to color and impact how the view of the world happens for certain people.

For others, it might be the assassination of Martin Luther King, Jr.  For others still, it's the Civil Rights March.  We happened to be at the 50th Anniversary of the Civil Rights Movement, and that seems to be influencing a lot of perceptions as well.  For others, it's the Holocaust.  For others, it might be 9/11.  But the main point is that there are certain world events and situations that have had a tremendous influence on us as we perceive the world.

So given that as a backdrop, I'm wondering what – this is your opportunity to participate, too.  I'm just wondering given what we've talked about just very briefly so far, what are some of your own experiences about stereotypes or biases, either that you've observed or experienced, either personally or as a result of having been exposed to the media, whether it's television, the movies, music, or maybe you've been the recipient of a biasing or stereotyped impression.  I'm just curious what your personal experiences or observations have been.

Audience:
Well, with the TV shows we grew up with, I'm thinking of The Brady Bunch versus Sanford & Son.

Maxine Thompson:
Oh, good.

Audience:
That's what we kind of had exposure to and didn't really think about it.

Maxine Thompson:
Very good.

Audience:
Well, I know growing up as a child, I was born in Albany, in a very urban environment, so I was used to a lot of diversity and minorities.  And for the better part of my life, I lived in Saratoga Springs, which minorities are not a big part of the culture.  My son has a similar situation.  He was born in more of an urban environment in the south in Virginia, and so he has a different viewpoint than a lot of his classmates because he was surrounded by – he was actually considered the minority in Virginia as a white child.

And so the way those early years kind of help your outlook one way or the other, and I notice that that's both in my generation and my son's as well.

Maxine Thompson:
Exactly.  Anyone else wanna share?

Audience:
My name is Linda.  I would just like to say it's also how the media portrays people.  Sometimes they depict people of color in a very negative tone so that we'll last it will last with an individual for a lifetime sometimes.

Barbara Pell:
It's interesting yesterday, the panel was talking about when we were doing our dry run here about the news in the evening.  I try to watch it at 10:00 before I retire.  And I think Laurel brought this up, but it's something that as I've thought about as I've watched the news and it's that you always hear about a black man who was arrested for such and such, but you never heard the news caster say it was a white man, or it was a Hispanic man.  And we both found that – I found it disturbing that the media kind of focuses in on that.

Anyone else notice that, or have a similar situation?

Audience:
Yes.  I think to the same effect that you see when we see stories about people like Caylee Anthony or missing children.  I know there's been a lot of talk about it's always really cute, bubbly – the picture is always of a young white child with a happy face and an attractive child, and that's what the media focuses on.  And I think they know that's the things that tug at people's heartstrings, and it's just probably not a really good snapshot of what's going on in this country related to those kind of crimes.


[Crosstalk]

Tim Killeen:
I'm already wired.


[Laughter]


I don't need a microphone.  But I think there are some subtle layers of implicit bias as well as this sort of big shift.  So I grew up in an Irish setting in Wales in the UK, and multiple layers of different outlooks.  And the Irish community recruited only Irish people.  My grandparents did that, and for certain religion.  And then the Welch did their thing, and then the English did their thing.

So there are some subtle differences as well of outlook that can sort of flow through decision-making, and I've experienced them.  It was only after implicit bias that I realized that, boy, I'm carrying some of that legacy with me, even as we speak.

Mickey Bradley:
Right.  And some of it we just take for granted as just the norm and it's the way that business is done and we don't question it.  And so I do think – I agree that the more we become aware of these things, the more we are in a position to challenge it and maybe do things a little bit differently.  So, obviously – thank you all for your participation and sharing those observations.

But, obviously, there's a lot that's going on and we can all recount some things.  So what I'm going to do now, basically, is just share some of the other observations 'cause we've done these in other settings, and these are just some examples that also show that the lenses and layers and the legacies how they combine to become the source of some of our unconscious biases.  These are just some of the examples that have been shared by participants in other settings where we've done this.

There are some biases about people who are from a different generation than your own.  Some people who come to work in a shirt and tie versus those that do not, those are prone to some biased ideas or stereotype perceptions about what their contributions to the workforce could be.  The way people look.  Are they coming with tattoos?  Do they have body art?  What does that mean?  Are they going to fit into our environment, or not, similar to the example that Mickey gave about the woman surgeon, there's biases about women that are in any type of non-traditional job, like a pilot, and certainly people of color.  These are not expected, and so people have some biases about that.

So this is just a way to show common these biases are, and that we're all products of the way that we view the world and how we've been socialized and brought up.

So what I'd like to do now is share a video with you.  This video is a TV clip from a very famous TV show.  I'm sure most of you are familiar with it.  It is called What Would You Do?  And it's going to show a scenario of a young person who's in the act of stealing a bicycle, stealing a bicycle, not making any bones about it, in broad daylight, being observed by many people.  But what's gonna change throughout the video is the characteristics of the person that's stealing the bike.  The gender and/or the race of the person is going to change, and you'll see some differences in the reactions of the people that are observing it.

So as you're watching it, I would just want you to pay attention to a couple of things.  Think about what's surprising about the video, about what people's reactions to what they're seeing.  Think about the things that didn't really surprise you, those things that you kind of expected.  And then if you can maybe begin to name some of the unconscious biases that were operating in this experiment, and we'll talk about this after we've watched the video.  The video's gonna take about four minutes, and then we'll spend a few minutes just talking – debriefing it.

[Video Plays, 0:25:34 to 0:30:16]

Okay.  So what surprised you about the reaction of some of the bystanders and the people that you saw who came upon the bicycle thief?  Were there any surprises?

Audience:
I was shocked at the different reactions.  Some people even volunteered to help, depending on the different situation.  I mean we were all laughing 'cause it's a comedy show, but it's very serious the different ways that people are treated.

Maxine Thompson:
Mm-hmm.

Audience:
I found it quite interesting that no one really approached the white male, really at all, but they were all over the black male within seconds, and that's what struck me as very surprising because I think the act of what the person was doing – I mean if you had a cell phone, would you not, no matter who it is, would you not call someone and say, "There's a theft in progress," call the police, call 911?  I was surprised by that.

Maxine Thompson:
I have to agree with that.  The first time I saw this video, I was very disturbed by that, how quickly that mob mentality came into play.  They were so quick to want to attack this individual.  Very, very different response to the young white male.

Barbara Pell:
Very different.

Maxine Thompson:
Then certainly the white female, we had totally, totally different.  But it was just very poignant for me to see that mob mentality.  And all I could think about was they could lynch this kid.  They could really – and I was shocked by the amount of passion and just feeling that I have the right to call 911 on this person.  "How dare you do this."  Just righteous indignation that wasn't there with the other two individuals.

Audience:
That was my comment, too, that it was very disturbing to watch, depending on your race and your gender, how people are treated so differently and how people came to help certain actors on that show, and others were completely – they were going right after.  Very upsetting.

Barbara Pell:
Yeah.  Almost inclusion.

Maxine Thompson:
Inclusion, mm-hmm.

Audience:
What I find interesting is we didn’t see this part in the clip that you just showed, but I remember watching this when it actually aired, that young man is an actor, but they interviewed him following that incident and he actually cried because of the reaction that he received.  So while it's important for us to know what our biases are, it's also important for us to know what impact that bias has on the individual.  So I remember seeing that and saying, "This is an individual.  This is his profession.  He's getting paid to do this, but it still impacted him in such a way that he actually ended up crying."

Maxine Thompson:
Absolutely.  Very, very excellent observation.  Thank you for sharing that and bringing that out.  Purposely didn't show that because I wanted to have the reaction of the audience, but – and we'll talk about the impact that these biases do have on individuals.  This is why this conversation is so critically important.  We don't tend to think about how that impacts the people on the receiving end, but it has devastating implications if we allow that kind of behavior to continue.

So in terms of the video, what didn't surprise you?  Were there any things that you kind of expected?

Audience:
I wasn't so surprised by all the people that stopped to help the pretty white girl, 'cause it's kind of a damsel in distress.  Regardless of what she's doing, people are gonna help if you see an attractive person that looks like they need help.  And then –

Barbara Pell:
Even if they're cutting off a bike chain.

Audience:
Yeah, even if they might be doing something wrong, they look like they need help, they're gonna stop and help them.

Maxine Thompson:
Right.  So can you identify any of the unconscious biases that were operating in this experiment?  Okay.  I think we've kind of touched on 'em.  Panel, anybody else want to contribute?

Mickey Bradley:
It's interesting to see they become conscious I guess because they start talking about it.  But in the first scenario, they actually interview some black women afterwards who say, "I don’t know.  He's white.  He was probably okay," essentially.  So it just goes to show how these implicit biases and designations don't always fall as we think they would along racial lines.  We all have even some biases for other groups against our own group.  Self-defeating as that seems, that is the way they work.

Maxine Thompson:
Exactly right.  So thank you, again, everybody for your participation.  I'm gonna just sum up what we saw in sort of this very broad statement, a stereotype statement, that biases tend to exclude, rather than to include.  And when people are like each other, they tend to like each other, and I think we saw that played out in several of those scenarios.  And on the other hand people are not like each other, they tend to not like each other.

So with that being said, I'm going to turn this over to Mickey.  I was supposed to talk about what the research says, but I'll let you.  I forgot about my last slide there.

Mickey Bradley:
Thanks.  No problem.  I'm gonna take us back into this definition.  Thank you, Maxine.  Very interesting, and thanks for all your comments.


Okay.  So we've been talking about implicit bias.  It sounds like an odd thing that our brains work in this way, but it is the way they work.  Here are some of the things that create this implicit bias.  One is that we're very unaware of most of what happens in our brains.  Now that is a pretty provocative comment that is maybe counter to what you think you know about yourself.  But I'm gonna repeat it.  We're very unaware of most of – not just a little bit – most of what happens in our brains.

A lot of the researchers describe it as tip of the iceberg.  So the conscious me that I know and that I think of as me is this much of this part that's going on in my brain.  I'll say more about that in a moment.  Another reason that implicit biases happens is that a lot of these messages have been burned into our wiring from the very young age people have been talking about.  Sitcoms I watched when I was a kid, it goes back even earlier than that.  

There's research on babies that indicate that bias start from just a few weeks old, and start to get imprinted from that early and age.  Again, we'll talk more about all these things.

We like categories.  We're programmed to see patterns.  Maxine covered some of that in just the stereotypes that we have.  Not even just stereotypes.  Stereotypes always has that negative connotation to it, but we're always looking for categories and patterns in the world around us, even where they don't exist.  That's often a very helpful quality that the human brain does, but it can be dangerous when we start to attach certain associations where they don't really belong.

And then, again, as we just talked about, we tend to like ourselves and people who remind us of us.  More on that in a moment, too.  So first of all, this idea that there's two yous.  There's the conscious self, right?  That's the part in me that engages in reason, well thought out feelings, controls my behavior, has certain thoughts, feels certain things.  That's the me that I'm very aware of and that I tend to think is all of me.  But then there's my unconscious self or subconscious self that the piece whose inner workings are unknown to me, and _____ to my conscious patterns.  That's the part of me that doesn't think that – doesn't associate surgeon with woman, to go back to the example earlier.  Even though every bit of my conscious my does affect I completely and supports it.

So how do we tease those two things out?  It's not that hard to really understand that we do have piece of ourselves, parts of our brain that are working without our conscious mind being aware of it.  I'll give you some examples of your brain on autopilot.  One is what I'm doing right now, right?  So as I'm talking to you, I'm walking back and forth.  I'm moving my hands.  I'm turning my head in various ways.  I'm forming words _____, and my lips are moving, and utterances are coming out of my throat.  I'm not thinking about any of that.  It's actually a quite complicated choreography to do everything that I'm doing right here, right?

I don't think of it that way for the most part.  I never even think about the movements I'm having.  You're not thinking right now about how you're looking at me, how you're moving and switch.  Anything lf I asked you right now to think about the positioning of your legs or hands, you're aware of that, but until I asked you that just now, you probably weren't are of it.  And you don't have to be aware of it, because your brain is doing that for you.  Your brain is saying, "I got it.  You listen to what Mickey's saying.  I'll take care of the rest of the stuff," which is good.  I like that response from your brain.

But we do this all the time.  I'm not thinking of breathing right now.  And, again, most of us aren't conscious of our breathing patterns right now, our hearts beating.  This is stuff that is controlled and regulated by our brain, all on autopilot so we don't have to worry about it.

Those of you who drive, have you ever driven home, especially a path that you've taken routinely, and pulled into the driveway, and parking spot and thought, "I don't remember that trip I just took.  I don't remember the lights I went through.  I don't remember the stop signs.  Were there cars along the way?  Signs that I passed?"  Yes, common experience?

And that certainly is a complicated thing that you just navigated, the streets of a city or a town.  Lots of opportunities for accidents, some terrible things to happen, and you're doing it on an almost subconscious level most of the time, right?  Unless something happens, unless there's an accident, someone pulls in front of you, then your brain say, "Conscious mind, we need you here.  Focus on this right now."  But for the rest of the time, just listen to the music.  Do whatever you're doing in your car.  Think about the day that you just went through.  We reserved – the brain tends to reserve conscious thought for things that are important to it that require it, and tries to put on autopilot anything that can be automated.

Have you ever had this experience?  You're sitting in a room, you're doing some work.  You're talking to someone.  There's other conversations going on elsewhere in the room, and suddenly, you hear your name.  And the conversation that you didn't think you were listening to, that you were not at all conscious of monitoring in any way, but, actually your subconscious brain, again, is paying attention to that, and is alert for anything that might require your attention,  like your name being spoken.  We have lots of reactions to our name.  I'll mention some other things in a measurement.  But that's another example of how I think I'm not paying any attention to something, but when it becomes relevant to me I do – I realize that, and on a conscious level I have been monitoring it in some way.

And then learning without knowing.  So give I'll give you some examples of – or at least one example of some of the brain research around this stuff.  They've taken amnesiacs, people who have had some kind of traumatic brain injury, and have difficulty or cannot at all form new memories.  So they have memories from the past before the injury, but they can’t form new memories, except for very short term.  

Where they will – and one example they gave, people pictures of two men, and with one man, they said, "Here are some bad things the person's done."  They described actions that were all negative and bad, and it was clear this is a bad person.  Then they gave you a picture of another person who was described in terms of all good deeds, heroic things, admirable traits.

The next day, they would ask this person, "Do you remember?"  They don't remember the exercise at all.  They don't remember going through that.  They don't remember the individual items that comprised a person's résumé, but they do remember good and bad.  That's a good person.  That's a bad person.  Something in the brain, even without having conscious memory.  Outside their conscious thought was still registering certain impressions and keeping that impression, even though the details were lost.

Now this is not that dissimilar to stuff that we go through all the time.  You probably have had some experience in your past, a vacation that you took, where you don't remember all the details of what made it a great vacation, but still in your head, you have the impression it was a great vacation, or negative, whatever it is.

We tend to lose the details of things over time, but we keep an impression that we can't even site the source of anymore, right?  We don't know exactly what led to that conclusion, but we still have the conclusion with us.  Another thing that can create implicit bias.

Questions/comments about any of that?  It's good?  Panel's with me?  

Okay.  Then there's the question of how much our choices are independent and how much they rely on predictable patterns.  So I'm gonna give you an exercise to do along this.  And there's a little bit of math required, but you should be able to do it in your head.  If have any trouble, let me know.  I want you to start by picking a number between one and ten, and it will work for larger numbers, but, again, _____ numbers, try to keep it easy for yourself.

Pick a number between one and ten.  Everybody got one?  Yes?  This is the part where you say yes.

Maxine Thompson:
Yes.

Mickey Bradley:
Add two to your number, okay?  Double it.  Subtract your original number.  I'll give you an extra second for subtraction because I know it's more complicated.

Maxine Thompson:
It's a complicated process, Mickey.

Mickey Bradley:
A more complicated function.  Everybody there?  Yes?  Everybody good?  Okay.  Add eight.  Yeah?  I see some fingers going.

Maxine Thompson:
We're there.

Mickey Bradley:
That's why I didn't put more than ten for what to add.  Subtract your original number, again.  With me?  Okay.  Divide by three.  Yeah, good?  Everyone there?  Okay.  Now I want you to find the corresponding letter of the alphabet for the number you have.  So if your number is one, that would be A.  If it's two, it would be B.  Three is C, and so forth.  Good?

Now think of a country that starts with that letter certainly that starts with that letter.  Yeah?  I'm seeing nods, that encourages me to continue.  Think of animal that starts with the last letter of the country.  Okay?  An animal.  So not a type of an animal.  So if your letter was P, you wouldn't say, "Puppy."  That's a development stage of animal that is a dog.  But animal that starts with the last letter of a country.  Got it?  And then I want you to think to a color that starts what the last letter of the animal.  Yeah, good?  Everybody good?

Okay.  How many people have orange kangaroos in Denmark.  Okay.  A lot of orange kangaroos in Denmark.  Very good.

Maxine Thompson:
Were back there.

Mickey Bradley:
Yeah.  It's magic.  He's reading my mind.  I'm not reading your mind.  I'm just manipulating your mind a little bit.  Not every hand went up, so it is possible, of course, to have other outcomes from this little exercise, but most people's minds go there.  When I ask you to – so I manipulated the numbers to make sure you had a four, and so you're looking for a D.  You could have said Dominican Republic.  There are other countries that start with a D, but most people in our culture are going to go to Denmark.  And then from there, it's a short trip to kangaroo and orange.


[Laughter]


Although there are the – could have said koala bear.  You could have said other animals, other colors, but that's the path – you just made a series of what you thought were independent choices, but I could predict the patterns in your brain, unknown to you, and get that outcome as a result.  Are you surprised?  It's a great parlor trick.  Are you gonna try at home tonight _____?  It's a lotta fun.


[Crosstalk]


Try this.  So now here's another exercise.  I'm not gonna actually have you do it, except to take a look at it for a moment.  So here's a task that's sometimes been given to people to create a four-word sentence from each five-word group.  So you've got five words here.  Like the first one says, "Should, toy, siblings, hamster, share."  You have to eliminate on word and rearrange the others to make a four-word sentence.  So in that first one, it might become, "Siblings should share toys."  Okay?  Get rid of the hamster; rearrange the other words.  I'm not gonna ask you to do this, but I want you to take a minute just to look at it, and pick one or two of them and have that exercise for yourself.  Doesn't matter which ones.

And the other thing I want you to do is just very quickly glance at the entire list.  So read through all the entries there right quick.  Now believe it or not, if had actually had you all do this as an exercise, if we had spent half an hour with you going through this list and creating four-word sentences from each line, at the end of that project you would probably be more party here, more apt to raise your hand, more willing to share a thought, more focused on the session.

Why is that?  Because unbeknownst to you, I've loaded the – even though those words look totally random and fine, it's – yes?  Do they?  Are you noticing any patterns sticking out?  I've loaded it with words like "share, bold, step up, observes, hand, active, question, focus, thinking, suggestion, participation."  And even though on a conscious level, you didn't process that, in any way, your unconscious mind does process it.  That is a process called priming where you sort of gear the brain to think in a certain way.

I did a little bit of that when I gave you the riddle in the beginning because as much as that was hinging on the unconscious bias we have about surgeon equals man, I also loaded that story with words like, "Father, son, he, him, his."  All kinds of male-dominated words that sort of get your brain into male pattern so that when you go to solve the riddle, you're not really thinking in terms of women so much.

Here, this has been done in examples where they gave students a list, not this list, where half of them had lists that were loaded with words like "polite, patient, considerate," that kind of thing – "courteous."  The other half had a list of words that included "rude, disruptive, interrupting, forceful," like that.

What the students were told to do was complete the activity and then walk down a hall to someone's office to get the results.  And the setup was that the person that they were supposed to get their results from as engaged in a conversation, and the real test of the experiment was how long will it take b how long will it take before they interrupt the person to say, "I'm here to get my results"?  And they had a ten minute-maximum on it because they don't want people to wait that long in that and they also thought no one would wait that long.

The people who had the list that said, "Disruptive, rude, discourteous," whatever, interrupted on an average of about five minutes of waiting.  The people who had the list of, "polite, patient," all that kinda stuff, 82 percent of them never interrupted, and went 10 minutes without ever interrupting before they stopped that part of the experiment.  Their brains had been primed.  They were not conscious of any of those words in the activity.  They were just focused on the activity, but the brain had taken it in and starts to impact behavior.

So that's an example of how not only priming effects behavior, but it can be positive or negative in one way or another.  One of the examples I was telling the folks on the panel yesterday is research studies that indicated – they took a group of black students, graduate students, about to become graduate students, and gave them questions from the GRE.  And in half the group they just gave them the test and said, "Go at it."  In the other half, they gave them some demographic information to fill out before taking the test.  They had to check a box that indicated their race.

The students that had to check a box indicating their race before taking the test had markedly lower scores on the test.  I think it was something like 50 percent.  That seems so shocking that I'm questioning that number even though that's what I remember right now.  But the theory behind that is when I checked that box on my race, I'm reminded of all the negative associations that I've taken in about my race, and I start to feel less competent, less able.  When they ask people afterwards, do you think checking that box made a difference in your results, of course, they said no.  They're not conscious of having that impact.

They did say things, though, like, "I'm just no good at this.  I don't belong in that school," whatever it is.  These self-defeating kinds of comments that seem to possibly be a function of the priming that might have gone on from the test itself.

Okay.  Here's another task.  I want you to visualize – I'm just giving you one quick word, "American."  So but take a couple seconds and visualize as concrete an image in your mind as you can of an American, okay?  Get something relatively specific.  Everybody got an American?  Give me a descriptor of what you're seeing in your mind right now.  Gender.  Male.  Okay.  I'm hearing male from a lot of people.  I'm hearing male from women.  Race.  White.  Okay.  Age?  Okay.  So we're getting your age?


[Laughter]


Okay.  So 29.


[Laughter]


All right, got it.  I think I heard 30s and 40s here, too.  Do I have 50?  I feel like I'm in an auction.  I have 40.  Do I have 50?  Okay.  So I don't need to tell you that Americans don't all look that way, right?  But that is the image that we have in our heads.  It's astonishing how much conformity we have of that image when you just hear that word "American."  Now if I had said, "African American," or, "Italian American," or something else, you wouldn't have that image.  But when we have no specific descriptor, our default image seems to be for most people – no everyone, of course – a white male somewhere mid-aged kind of person.

Does that matter that we all think that?  Let me hear a couple comments and we'll get the mics on to make sure people can hear.  But what –

Barbara Pell:
Mickey, what was the question, again?  I'm sorry.

Mickey Bradley:
Does it matter that we all – most of us tend to hold an image of American as being a certain specific type?  In this case white male mid-aged.  Can we get a mic on a couple people to –

Audience:
I think it does matter, because I think it exposes the fact that we have certain images in our head of when we hear something.  For example, to relate it to workplace, if I'm gonna hire someone, I already have an image in my head of what that person walking into that interview room should be to me to be my best employee, and that's not good because my best employee could be somebody that is 15 years younger than me, a different color than me, from a different background.

But in my mind, I picture, oh, I'm looking for a person about in their 40s with – you just haven an image, and I think you can carry that over into so many different things with even as simple as going to the store.  If you're waited on by a kid who looks kind of to be like a punk, you're already expecting a bad experience, and sometimes you have a great experience.  When you have those, it really opens your eyes to, wow.  I was expecting this kid to be rude and short and texting while he's checking me out.

But you've had those experiences where, wow, that was a nice young man who just helped me.  He's gonna do okay in life.  Then you feel old because he called you "ma’am."


[Laughter]


[Crosstalk]

Mickey Bradley:
It calls into question why did I have that punk idea in my head in the first place, and what were the cues I was picking up on that made me create that association in the first place, too?

There's all kinds of associations we have.  So I've given you here just a few – two columns of reasons and professions, and mix and match.  If say a Detroit accountant, you may not know any people in Detroit who are accountants, but can you come up with a image in your head of a Detroit accountant if I asked you to?

Barbara Pell:
Mm-hmm.

Mickey Bradley:
Look at this one.  I've got five different categories here.  So if I pick out a California 60-ish Asian/Jewish artist, right, that's a big string of descriptors.  I'm guessing no one here knows someone who fits exactly that designation, probably not even four of those designations.  Maybe not three of those designations.  But if ask you to visualize someone like that, can you create a vision in your head?

Barbara Pell:
Yes.

Mickey Bradley:
Yeah, everyone's nodding.  Everyone's saying yes.  It's just amazing what our brains will fill in, in the absence of any kind of specific information.  We just crate categories, and even though we come up with – so there's five columns here with four different items each.  There's over 1000 different combinations potentially there.  And yet, if we went through every one of them, we could create some kind of image in our head if we wanted to.  Who knows how accurate it is, or how useful painting that image might be?  But our brains can go there.  We have time to do this.

So take a look at this.  I want you to visualize the person who owns this object, which would be this pair of shoes, and tell me something about this person.  Just give me –

Audience:
Young.

Mickey Bradley:
Young.

Barbara Pell:
Female.

Audience:
Female.

Mickey Bradley:
Female.  Okay.  I'm hearing female.  Good.  What else?  Yeah.

Audience:
So I say black.  I do, because we have somebody in our central office that dresses very colorfully and that's the person that comes to my mind.

Mickey Bradley:
Okay.  So you are thinking of a specific person –

Audience:
I am, yeah.

Mickey Bradley:
Gotcha.  Good.  Okay.  Good.  Tell me more.  So it doesn't have to be just descriptions.  Tell me what this person is like.  It can be more physical descriptions, style, personal appearance, whatever.

Audience:
This person gets high.

Mickey Bradley:
This person gets high.

Audience:
Absolutely.

Mickey Bradley:
Okay.

Audience:
You're not talking about the same person I am.


[Laughter]

Audience:
No.  I'm talking about the person wearing these bright shoes.


[Crosstalk]

Mickey Bradley:
Gotcha.  What kind of music does this person like?

Audience:
Reggae.

Audience:
Reggae.

Mickey Bradley:
'80s reggae?  Okay.  


[Crosstalk]


Got a little mixture there.  They're fun.  The person's fun.  Okay.

Barbara Pell:
That they're creative.

Mickey Bradley:
Creative.  Okay.

Barbara Pell:
That they would wear a pair of shoes like that to show some creativity that they may have.

Mickey Bradley:
Okay, good.

Maxine Thompson:
I would say self-confident.

Barbara Pell:
Yes.

Mickey Bradley:
Self-confident.


[Crosstalk]


Right, or completely unaware.


[Laughter]

Barbara Pell:
Clueless.

Mickey Bradley:
Here's a good question.  Would you like this person?

Barbara Pell:
Yes.

Mickey Bradley:
Would you like the person who owns these shoes?

Barbara Pell:
Yes, I would.


[Crosstalk]

Mickey Bradley:
Yeah?  Would you wanna be friends with this person?

Barbara Pell:
Yes.

Mickey Bradley:
Would you hire this person?

Barbara Pell:
Yes.

Mickey Bradley:
I heard fewer yeses on that.  I heard a lotta loud yeses behind me.  I'm not seeing so many yeses here.  It's impossible.  So one of the things that always strikes me is if you do an exercise like this with people and say, "Tell me about this person, and would you like this person and would you hire this person?"  No one ever says what to me is the most obvious answer, which is, "I have no idea.  I'd have to meet the person.  I can't tell from a little artifact of the person really what they're like or who they are or whether they're – and they have the skill set that I would need or I would want to hang out with them or not.  We can create a lot of impressions based on just looking at someone's shoes.

I'm not saying that's always bad.  Again, I think we have a lot of evolutionary background for making quick judgments about certain things.  There's a whole other philosophy that says trust your hunches.  Trust your instincts, and it's good.  And very often we find that that is an appropriate thing to do in certain situations.  But when we misapply that to people that we're really just projecting implicit biases on, it starts to get problematic.

Barbara Pell:
Can I ask a question about this?

Mickey Bradley:
Yeah.

Barbara Pell:
Would someone in the audience, if you were a hiring manager, hire a person who comes in these shoes with say a nice pair of slacks and a nice top on?  Would you think about hiring them?  Audience?

Audience:
I would definitely look at their résumé, ask the right questions, but their shoes would not make the decision whether or not I would hire them.  It's really how serious they are about the job if they could bring along fun to the department, maybe a little creativity like we were saying, but if they have the skills, that's the most important factor in hiring somebody.

Barbara Pell:
Exactly.  And they don't have to look like us.  I think a lot of people – and that goes back to what Katie was saying is that when you are a hiring manager, a lotta times, you look at people and you say, "Will I like them?  Will they be a good fit?  Do they look like me?"  I think those are the natural biases that we go to when we are.  But I think we need to embrace diversity of people and say, "Would that person be a good fit here?  Do they have the best skills for the position?"

Maxine Thompson:
I think that's a fabulous comment, too, because I can't tell you how often I hear from hiring managers, "Oh, this person is a good fit."  I never know what they mean by that.  It's like, "Tell me more.  Tell me what that means.  Are you saying to me that this person looks like everybody else in my department; therefore, they will fit"?  I really question that.

Tim Killeen:
So and when I saw the shoes, I thought instantly my daughter, and you better hire her 'cause you couldn't do better.


[Laughter]

Mickey Bradley:
Yeah, that language around "fit," is always a question mark for me.  So I've worked with a lot of leaders and teams, and sometimes I'll be working with a leader who certainly will say, "I believe that diversity is important to us and I want a wide range of folks on my team because we have a wider bandwidth for some problems and invention," and all that other kind of stuff.

And then the marble that their team that they've selected person by person, has a obvious sameness to it, right?  And a lot of it is sometimes they resembled the leader themselves.  But I had really good example of this once where I was working with not long ago a senior leader and his leadership team consisting of 11 people, including him.  And we did Myers-Briggs personality tests, which some of you are familiar with, and I see heads nodding, people who have had that done.  It's a personality assessment.  It's very common.  It's been around for decades.

And it divides people into 16 categories, basically.  You're an ISFP or an ENTJ, whatever it is.  So this is stuff that has to do with your style, your personality, again, how you work, all that kind of stuff.  There are 16 different types available.  On a team of 11 people, 5 of them had the same type, which included the leaders type.  And it was a great way for him to see that without being conscious about it, because until they took the assessment, he didn't know this, that they all had this common, but when he did the assessment, he could suddenly see, "Okay, I've been hiring a lot of people that are a lot like me, whose style is like me, who think like me, whose priorities are like mine."  And probably because he thinks when he's interviewing that person he seems like a fit.  She seems like a fit, meaning that they fit me, really.

Again, consciously, he would not have said that.  It's not something he's looking for and recruiting for.  He doesn't put that in the job description, "Must be like me."  But intuitively, when he's in the process of talking to people and interviewing people, he is drawn towards people who remind him of himself when young, because he knows that style's gonna be successful.  Again, nothing malicious about it.  I know that style is successful.  I was successful with that style.  It's the style that's down in around here, so we end up perpetuating it because we'll hire people that fit in, rather than people that expand us in some way.

Okay.  So, thank you for letting me borrow those shoes.  I'll get them back to you later.


[Laughter]


Maxine talked about our tendency, again, to like people who are like us.  I was just talking about that.  The psychological term for that is implicit egotism which is not a very flattering term, but it's something that we all have.  We implicitly like people that remind us ourselves.  So babies and toddlers exhibit this in a bunch of ways.

Babies will start to prefer the face of their mother, almost immediately from birth, or whoever their caregiver is.  And by three weeks, they show a preference for their own race in faces.  They'll stare longer at a face of a person from their own race than from other races.  By nine weeks, they can differentiate faces of their own race more than they can differentiate faces from other races.  So that imprinting is happening very early to sort of preference that which is familiar to me.  Babies also always show a preference for sounds and sensations that they've experienced before, versus new ones, including ones that they've experienced in vitro.

So if a child is exposed to a certain sound and then later given a choice between two sounds, or two sensations, they will always go towards nearly almost always go towards the one that's familiar to them.  Again, we are sort of programmed for the familiar.

Toddlers.  There's a great study that was done where they gave three-year-olds – they showed them some videos.  In one video, there was another young child, a boy, who would say, "I'm Ben, and I like spoodles because spoodles are delicious."  And then they would see a girl saying, "I'm Becky, and I like blinkets because blinkets taste great."  Those are the only exposure they have to these made-up foods and these kids.  And then afterwards, if you asked the children, "Which would you like to eat?"  65 percent of the boys want what Ben had.  85 percent of the girls want what Becky had.  This is beyond what random chance would suggest.

It shows a preference for that person is like me.  I'm gonna go toward that.  And, again, it's not really a controversial concept if you think about advertising today, which is built on the idea that if I can appeal to you in some kind of way with an image that triggers something, if I present a spokesperson who is like you or who you aspire to be like, you will gravitate toward my product because that's the way you want to be yourself.


How many people here either are in a paired relationship, or know of a couple where both partners have the same first initial to their name?  David and Donna, or Jack and Jane, or whomever.  That actually happens with a greater degree of frequently than chance would suggest.  People are actually drawn to people who have similarities in their names.  Unlikely as it seems, it happens more than chance would suggest.

And another example of that is when calling teatime here.  They did a study where they gave students – participants were told they were taking part in a taste test.  I'm gonna give you two cups of tea, and I want you to tell me which one tastes better.  And for half the group, they were given names of the teas that were completely random, but in the other half of the group, they were given one random tea, and another tea whose name started with the same first three letters as their name.  So my name is Mickey.  I would have gotten a tea maybe that was called Micala tea or something.  I don’t know.

Laurel, you might have gotten tea that was called Lau –

Laurel McAdoo:
Good luck with that.

Mickey Bradley:
Help me out.


[Laughter]


You got the idea.  That's got the same first three letters.

Maxine Thompson:
Laurelly tea.


[Crosstalk]

Mickey Bradley:
Laurelly tea.  Thank you.  Sounds delicious, by the way.  Now, the trick of it, of course, everyone was given the exact same tea.  It was poured from the same pot.  There was no difference in taste between these two teas.  But guess what happened?  In the first group where they had just randomized names, about 50/50 was the choice between the two teas.  No strong preference one way or the other.  

In the other group, people strongly preferred the tea that had a name similar to their own name.  They were just automatically drawn to that affiliation.  That's a pretty slight affiliation, the letters that compose our names, let alone feeling identity factors in common with someone that might lead us more toward an affinity with that person.

One more example of this, students were given a paragraph to read on Rasputin, the Russian monk.  And for half the students, again, a straightforward paragraph with some biographical details about him, what he did, who he was, so forth.  The other half, though, were given almost exactly the same description of Rasputin with one exception.  His birth date had been changed to be that person's birth date.  Whoever was reading it at the time, had the same birth date as Rasputin.

Afterwards when they asked students questions about Rasputin, "What do you think of this person?  Was he a good person?  Did he achieve much?" and so forth, guess which group was much more generous and more positive in their view of the person?  Those who thought that they had shared a birthday with him.  And if you think about that yourself, everyone who knows famous people that you share a birthday with, sometimes you feel a little more on _____ predisposed.  I discovered last year in the midst of the Paula Dean scandal that she and I share a birthday.


[Crosstalk]


Yeah, she's not so bad.


[Laughter]


Okay.  Where does this kind of stuff come from?  So we keep saying it gets imprinted at an early age.  Give me some ideas of where it's coming from.  Media, good.

Audience:
Family.

Mickey Bradley:
Family.

Barbara Pell:
Religious background.

Mickey Bradley:
Religious background.  Mm-hmm, some of those messages come definitely from religious _____.

Barbara Pell:
Neighborhood you grew up in.

Laurel McAdoo:
The neighborhood you grew up in.  Say more.

Barbara Pell:
Say more.  So I grew up in a neighborhood, a suburb of Albany that was quite white, and I'm free to say that, correct?  And what was interesting is that we had one black family that lived in the neighborhood, and it was very different for me because I didn't know who they were.  And it was interesting.

Once I found out that the father was a doctor and the mother was a stay-at-home mom like my own, and they had kids, not that we got to play with them until a little bit later on, but I thought it was – first it was hard for me, but then when I knew some of circumstances behind it, I was okay with it.  So there are my biases when I'm very young, when I'm five-seven, and realizing that there's this family that's different just in color, and that they're okay because the father's a doctor and they're in the neighborhood because they should be in the neighborhood.

So it kind of – it evolved for me.  At first it was very difficult for me because I didn't understand.  But then as I got older, I completely understood that –

Mickey Bradley:
Well, and part of it sounds like – I'm sorry.  _____.

Barbara Pell:
– that they made the neighborhood different, but not necessarily bad, and that we included them in things that we did.  We would have Christmas celebrations around kind of a park area in our neighborhood, and they would join.  And so I was subjected to that, and it made me have an ease over time.

Mickey Bradley:
So a grater familiarity starts to change that concept.

Barbara Pell:
Right, it does.

Mickey Bradley:
I should have mentioned when I was talking about the babies, and I don't think I mentioned this, but I was saying that after some period of time, they can distinguish faces of their own race more than they can distinguish faces of another race.

Good news, that changes if you expose the baby to just three other group faces on a semi-regular basis.  They will start to develop much more familiarity with others, too.  So to your point, when you start to have exposure to different things, your brain stats to change, response to Internet, too.  And sometimes one of the things that struck me is that sometimes one bias trumps another bias.  So someone will come into the neighborhood and we're like, "Oh, okay.  They're a little different.  But, okay, father's a doctor."  My father is doctor equals good bias trumps my family not like us is bad bias.  So it's okay.  It starts to build a little bit that way to start and make the first inroad into changing the situation, and then it goes from there.

Barbara Pell:
And I think you can make implicit bias positive.  It doesn't always have be negative.  Because learning from that situation, that neighborhood situation, and then going to college in Michigan for my undergraduate work, I went to a college that had a lot of varied ethnicities.  We had a lot of students from Saudi Arabia.  So that didn't shock me as much when I went.  And it was far away from where I grew up.  In the neighborhood I grew up in, but I was ready for it.

Mickey Bradley:
Yeah, good.

Barbara Pell:
And so I embraced it.

Mickey Bradley:
Good, thank you for that story.  And, yeah, so _____ identified some of the places where this stuff comes from.  You said media, and that can break down into lots of different things, books magazines, movies, songs on the radio, stuff that we're exposed to.  Advertising.  Stuff we're exposed to all the time has lots of implicit messages in it, and sometimes very explicit ones that start to shape our thinking.  We talked about that earlier, too.

Okay.  There something called an implicit association test because the problem is, when we're talking about something t is implicit, that is outside my conscious thought, how can I even tell if it's there?  This is a test that was developed at Harvard a few decades ago, designed to reveal implicit bias, and it does that by measuring your reaction time, and the number of mistakes to grouping certain things.  So you go through the first round.  It'll ask you – it'll say – we're so hung up on race.  I'll try a gender one instead.  We're not hung up on race, but we'll talk about it a lot is my point.

They have all different kinds of IATs, implicit association tests, to try to see where bias might reside on a number of factors.  So there's one, for instance, for gender and family, and it asks you to go through and may first ask you to sort through – I'll give you both a series of good words, and a series of bad words.  So the good words might be, "Honesty, peace, hope, love," whatever.  Bad words are, "Terrible, roar, mean," something like that.  And you go through on your keyboard, and the word pops up who in the middle of the screen.  You hit left key for if it's good, and right key if it's bad.  Then might switch to give you the opposite ones just to make sure it's not handedness is making the difference right hand or the left-hand _____ your speed.

Then the next round, it might give you a series of words associated with the workplace, and with family.  So the family ones might be children, home, spouse, whatever.  The work ones might be office, computer briefcase, I don’t know, whatever it is.  And, again, you go through and sort.  As the word comes up, as soon as you can, put it in one pile or the other.  

The next round, it starts to link these things.  So if I see something that is – I'm sorry it shoulda been not good or bad, but male or female for the first round.  Probably names, Nancy, June, Jane, whatever.  And then male names for the other.  The next one starts to link those, so I'm gonna have female names and home on one side, male names and business on the other side.  And when either comes up, I quickly sort it into which category it goes into, and then that swaps.  Female and business on one side, male and home or family on the other side, and I do it again.

The idea is that by testing the reaction times from each of those exercises, I'm faster when I already have implicit association in my head that links certain things.  So I'm not aware of thinking that men are mostly in the workplace, and the domain of women is mostly the home.  But if I have that association in my head, I'm gonna be faster at the task when I have to put men and business together, than when I have to putt women and business together, and it measures that in some way.

It's very easy to take tests.  It's very quick.  But the concept it's revealing either a slight bias, a moderate bias, or a high bias.  So a few people in here have taken that IET, I know.  I'm gonna ask you, Laurel, to start, and then I'll ask a couple other people for their reactions.  What was it like for you?  How was taking the test itself?  Was it hard or difficult to your conscious awareness?  And then what did you make of your results?

Laurel McAdoo:
Taking the test was really easy, or it started very easy, and I was kind of priding myself at how fast I was able to match up what was degree on.  And I did the race test.  So it was African Americans and whites.  And then it was good words and bad words.  So I'm just clicking, clicking, clicking.  And then towards the end, it kinda switched to when I had to associate African Americans with something good, and whites with something bad, it took me a while to sort out the right placement of the word, or the image.  And my results were – go ahead, Mickey.

Mickey Bradley:
So the strong association for white over black.

Laurel McAdoo:
Yep.

Mickey Bradley:
Right?  Strong association for positive with white _____.

Laurel McAdoo:
Yep.

Mickey Bradley:
Surprising to you?

Laurel McAdoo:
Nope.

Mickey Bradley:
Why not?

Laurel McAdoo:
I would say when it comes to I was that one black family in Barbara's neighborhood, so my images growing up are all happy, probably, white images.  And I am that African American person listening to the news with everybody else with all the bad images.  So even though my skin is brown, clearly, what's going on around me is impacted the – my psyche.

Mickey Bradley:
Mm-hmm.  So it wasn't surprising to you.  Was it bothersome to you?

Laurel McAdoo:
Bothersome.  Hmm.  I wouldn't say bothersome.  I think it's a cause for pause, although I feel that I always do have that cause for pause.  It's all very – since I've been getting ready for this whole thing, my biases have been popping up left, right, and sideways.  And I'll give an example.  We were at our VP's house doing a strategy and planning session for the year, and it came time to break for lunch and I had to run out and grab lunch for everybody.

I looked out in the driveway and there was a Mercedes Benz, so I said, "Barbara, let me take your car."  And Barbara's like, "Why do you wanna take my car?"  I said, "Well, that's your Benz, right?"  Barbara's like, "No, that's not my Benz."  So then I went immediately to my vice president's husband.  I'm like, that's his car, right?  Let me take his car."

So turns out it wasn't any of their cars.  It was a new hire that we had, a young black woman, Julisa's.  But in my head, that was never her car.  So I said, "How's that for bias, everybody?"  So just like preparing for this has been able to really make me hone in on what my own biases are.

Mickey Bradley:
Yeah.  Again, it's usually eye opening for people to be confronted with in that way, and surprising.  And sometimes it's disturbing for people, though it shouldn't be.  Because I hope one of the things we're doing in this conversation is taking some of that stigma off of it.  You're not a terrible person for having implicit biases.  You're just a person.  Everybody has them.  And when they are brought to the fore, when you can shine some light on them and give them some attention, you have the opportunity to do something about them.  So whenever it happens to me that I've become confronted with one of my own implicit biases, which is very counter to what my conscious mind accepts and wants to do, it makes me think among other things, of how many times have I not been confronted with it.

How many times have I just played it out and acted it out and never caught myself in the middle of something?  So it's always good when we catch ourselves, and it's a sign if we're doing it more often, that would be more mindful about that kind of stuff, which is helpful.

Kate, you took the test as well, did you not?

Audience:
I did.

Mickey Bradley:
Can you say a quick word about what it was like for you?

Audience:
Well, yeah.  It was interesting to be asked to do it because I think there is a fear of like what's gonna come out of this test.  What is this gonna show that you don't want to have shown about yourself.  I did the race and I did the gender, and both came out biased neutral for me.  And part of that I attribute could be because of my age that I do a lot of brain tests, right?  So I looked at this very much as I want to get these right to show my mental perspicuity, more than my agility, which is interesting I think a little bit.  And then maybe I coulda attribute in another way my upbringing similar to what Heidi said in New York.

I grew up in New York in my early childhood, and I was the minority in my classes, very diverse friends at a very young age.  It was just very surprising to me moving upstate with no diversity except for the one black family, which I didn't have that growing up.  I had a working mother.  My father was freelancing homes.  So I maybe just don't have a lot of what you would think looking at me and the stereotypes you might form about my upbringing in and my history.

Mickey Bradley:
Yeah, great.  Thank you.  Okay, so stereotypes looking at people _____.  What am I?  Racially, ethnically, what do you think?  'Cause I get a lot of – no one knows what I am.  I get a lot of questions all the time.  Has anyone here been wondering at any point what's that business going on there?  Yeah?  I see a few people nodding like, "Yeah, what is it?"  Anyone wanna take a guess?  I get a lotta guesses all the time.  I'm fine with it, by the way, so you can say anything.  What do you think?  Indian.  Jewish.  Lebanese.  Anything else?  No?  Good within that range?

I get all of those a lot.  I get Indian.  I get any kind of Semitic looking Arabic, Israeli.  I get Greek a lot.  I get Turkish.  Sometimes I have a beard.  That changes everything.


[Laughter]


I get into a lot of other kinds of _____.  And so nothing as exotic.  I always feel like I'm apologizing to people.  I'm half-Italian and half Irish, allegedly.


[Laughter]


So but it's interesting the reactions I get from people all the time.  And I think it's usually just a curiosity, and I think it's perfectly fine.  I think it's good if people can feel comfortable enough to say, "Hey, I'm curious.  You have a different look.  I haven't seen that before.  What's your background?"  But sometimes it's expressed in a way that has a clear bias behind it.

I told this story last week.  I was donating blood once.  It was back when the nurse used to ask you some questions verbally back after you filled out a form.  And she asked me the questions that were there, and then she said, "This question isn't on the form, but where did you learn to speak English so well?"


[Laughter]


And I said, "What do you mean?"  And she said, "Well you're from India, aren't you?  So sometimes people are projecting things in a way that can start to feel limiting because obviously they're expecting a language limitation on my part that if it's there, it's only because I'm not – I need to learn more.  It's certainly not anything that's coming from a cultural background somehow.  But people are curious about it.

Okay.  To your point of what you were just talking about, Laurel, with the race test, so more than 80 percent of all people who have taken the race IET – and we're talking about tens of thousands of people, by the way, at this point – they show pro-white associations.  Even among African Americans, 50 percent show a strong mental association of white with good.  So nothing unusual about those results.  But, again, it's sometimes surprising just in the concept of it that that's the way it works.

Okay.  I'm gonna take us into some of the other work-related stuff.  I want you to see if you can answer this question.  I'm describing something.  See if you know what it is.  It contributes significantly to a person's success.  Statistically speaking, it's shown easily to be a big factor in determining people's success.  Men with this quality earn hundreds of thousands more dollars in their career than men who lack it.  It's exhibited by 58 percent of male Fortune 500 CEOs versus only 14.5 percent of men in the US population.  What do you think?  Any guesses?

Education?  So it would certainly make sense, right?  A certain degree of education, a master's degree, a Ph.D., something like that.  We'd like to is a determinant of this kind of success and this kind of an impact on career.  Good guess, but, no.  Yeah.

Audience:
Perseverance?

Mickey Bradley:
Perseverance?  How hard I work.  We're a meritocracy.  We like to think that hard work gets rewarded, and that's what determines a person's success or failure.  Good answer, but, no.  Admar.  What's that?

Audience:
_____.

Mickey Bradley:
Hi.  So the average US man is 5' 9" tall.  The average CEO in the Fortune 500 is six feet tall.  And when they'd done some economic studies, one inch correlates to $789.00 a year difference in salary.  This is not for CEOs, by the way.  This is for everybody, for all men, the $789.00.  So a 6' 1" person versus a 5' 6" person will earn an extra $166,000.00 over the course of his career just for the height.  That's been corrected for other factors.  So they're the same in every other capacity, education level, everything else.  Just for the height it seems there's that difference.

And a few more numbers.  14.5 percent of US men are six feet tall, but 58 percent of those Fortune 500 CEOs are.  Only 3.9 percent of US men are 6' 2" or taller, but a third of those CEOs are.  That's larger than could be accounted for by chance.  Something is going on there.  And if you ask people who are making those hiring decisions, "Are you looking for the tallest candidate?" no one's gonna say, "Yes."  Not because they just don't want to admit that, but because they're not conscious of the fact that they're doing that.

And this is another example I think of it's not just the people making those hiring decisions.  We all respond to tall people in different ways, and it starts from an early age.  You see it on playgrounds.  The taller kid gets looked to as a leader in certain ways.  That's all of us doing that, not just the people making those hiring decisions.  And what are our implicit biases against people who are shorter as a result and how are we acting towards them?

The same thing goes on with voice pitch.  Deeper voices have more career success.  So this is going back to CEOs.  A decrease of 22.1 hertz, which is about a 25 percent deeper voice, it correlates with an increase in company size that they lead of $440 million, and a higher pay of $187,000.00 a year for those CEOs.  And CEOs with deeper voices also have longer tenures.

So we're talking now more specifically about some of the workplace stuff that we've been hitting on, too.  I wanna throw that open to have a larger discussion about that with the panel, with the audience, and I'll start by saying what are the implications for women in what I just said around the deeper voice, around the height, around any of the stuff we've been talking about?  We can take anywhere from there.

Barbara Pell:
There's not too many CEOs 'cause we're not male, and we're not tall, and we're not deep-voiced.

Mickey Bradley:
Not that many female CEOs, right.  And I don't know in that survey of Fortune 500 CEOs, which was done probably I'm gonna say eight to ten years ago or so, how many women were in there.  They weren't calculated in the height of the men.  I do know that of those Fortune 500 CEOs, 10 were 5' 6" or shorter, by the way.  There's not very many.

Maxine Thompson:
We're automatically at a disadvantage, women.

Mickey Bradley:
Yeah, women are _____ disadvantage.  Anyone conscious of – anyone have experiences where that played out either from you, towards you, your own reactions to shorter people/taller people come into play?  And, again, I don't want to limit it to those factors.  It can be anything.  Everything we've been talking about with implicit bias, what are the implications and where are we seeing it in our own work lives and personal lives?  And I'm gonna take a seat while we have that conversation.

Audience:
This kind of brings up a memory that I haven't thought about in a long time, but I'm tall, taller than the average female, probably 5' 9" or so, and wear heels a lot to work, so taller still, six feet or so with my heels on.  But I remember early on in childhood, in grade school, my mother was a second grade teacher, so in the same school as me and across the hall.  And when I was in about first or second grade, the teacher used to have to take breaks, and she would say, "Katie, watch the classroom while I'm out."

And I would think, "Why am I in charge?"  And my mother was kind of concerned about this because as any mother would be, "Why are you making my kid watch the other kids when you go on a break?  It's putting her in an odd position."  So she asked the other teacher, her colleague, "Why are you leaving Katie in charge?  It's making her uncomfortable when you step out of the classroom and tell her to watch her peers."  And she said, "Well, she's really tall.  Everybody looks up to her.  They'll listen to her."

And to me, that was kind of like I don't want that.  So it can be a negative thing for a female, I think.  And I find myself sometimes if you're on the elevator in a conversation with a male colleague, you kinda want to – 'cause you feel like you're overpowering them, and that's not a comfortable feeling for a woman, but I don't know why.

Mickey Bradley:
Yeah.  Interesting.  A lot of stuff in there.


[Laughter]

Audience:
I'm bringing up bad childhood –


[Crosstalk]


[Laughter]

Mickey Bradley:
Not only that, but the idea that it's uncomfortable for a woman to be seen as dominating, competing with – I'm interpreting a little bit from what you just said – with a man, and either it's uncomfortable or it's gonna come back to bite me in another way or something.  I don't know what it is, because I'm not a woman, so I'd love to hear more about that from other folks who are experiencing it at some level.

Audience:
So at 5' 11" plus, as my husband likes to say, 5' 12", starting at the research foundation interviewing with a panel of shorter men and then starting, it was very – I felt very intimidating and I decided at that point I would always wear flat shoes to work because I didn't feel – like Katie was saying – I didn't want to overpower or feel – I don’t know.  It's an uncomfortable feeling at times in the work place when you're so much taller than other people.

Mickey Bradley:
Mm-hmm.  I'm curious.  I'll ask the men here, have you ever worried about being too tall and the impact of an imposing figure in the workplace or on people that you're working with or socializing with?  I'll say I have not.  I'm 5' 10", by the way, so I'm not super tall.  I'm not particularly short.  But it's not ever entered my consciousness about it.  And this is one of the things that happens when you are not a victim of some of the prejudices or biases that are out there.  You're blissfully unaware of any of that.  That's a concept called privilege, which is a bigger thing to get into to right now, but I have that privilege of not having to have that self-consciousness and worry about that kind of thing or have the impact of it hit me in any kind of a way that I'm aware of it at least.

Beyond height, voice, all that other kinda stuff, I'll turn to the panel and ask where are some instances where you've seen implicit biases play out in the workplace?  Again, either that you've observed, that you've experienced yourself, that you've perpetuated yourself, things that you've been trying to work on yourself?  It can be any kind of topic.  But I want to get some more examples in the room of how it plays out and what it can look like because it's so invisible and so insidious sometimes.

Maxine Thompson:
One of the examples that comes to mind is actually there's been the research study about this when you're looking at résumés that the people with the ethnic-sounding names tend to not be invited to actual interviews as opposed to people with non-ethnic sounding names.  And there's been study after study that's shown that that's been true.  And I think even in my experience with hiring managers, you look at some of those names and you can almost predict who's going to be able to come in.

and I think that there's some awareness, too, certainly in my life as I started having children to make a conscious decision about what I was gonna name them for that exact same reason.

Mickey Bradley:
Interesting.  So you named your children –

Maxine Thompson:
Yeah, because of the bias.

Mickey Bradley:
– with an eye toward what the résumés will look like later on in life.

Maxine Thompson:
With an eye to how it was going be perceived and whether or not it was gonna be a hindrance or something that was gonna help them.  I don’t know if that was a good decision or not, because I do think that things are different now, but I can still see a lot of the remnants of that bias towards the more ethnic-sounding names.  And people that have gone through that, I hear them saying the same thing, "I wish I hadn't done that."

Mickey Bradley:
Yeah, interesting.  I'd sacrificed my cultural heritage, my family inclination, whatever, for the sake of conforming better.  Yeah.

Maxine Thompson:
Fitting in and being perceived to fit in.

Mickey Bradley:
Yeah, got it.

Maxine Thompson:
Or at least get your foot in the door.

Laurel McAdoo:
My oldest son's name is Dakovan ¸and he's Dakovan Anthony, and I've had people suggest to me that for his résumé, I make him D. Anthony Simmons because Dakovan just screams that you're probably not white.

Mickey Bradley:
Interesting.  Did you have a comment –?

Tim Killeen:
Well, to kind of add, accent.  My growing up, it's worked both ways for me, actually.  When I went a young Welsh kid going to London to college and then wanting to do well and wanting to go to Oxbridge Universities 'cause they were the top line and being told, "No, in and of itself Mr. Killeen, a first-class honors degree doesn't automatically qualify you" And I was wondering is that 'cause I'm coming from this smaller – I'm not the Eaton kind of British tall – I'm okay.  I'm 5' 10-1/2", but I've never really felt either way disqualified for that.

But on the other hand, my accent in the states has definitely benefited me.  Talked to my wife about it.  She says, "That's it, right?"  So there are some unconscious cues that I can see people pick up in the way I talk, both here, back home, and so regional accents are very strong in the UK.  People get pigeonholed very quickly if they have cockney accent or they have a Northern England accent, or whatever.  And maybe I've subconsciously tried to homogenize my accent.  I don't know.  But this is also the result of implicit bias.

But I think you've nailed a lot of this stuff.  We need to make sure that as we recruit people – that's the statement I want to make – that we leave our implicit biases on the door as we go into those meeting rooms, or at least have them out in a placard under display so that we don't automatically converge on a certain type because I completely agree with Maxine.  Excellence requires diversity.  So it's not really – it's a self-interest that we have in this.  It's not actually something that – and I also think that – you asked where it came from.  My thought there is I think there's a lot of insecurity that drives people.  When you're growing up through a system or trying to get ahead or trying – people tend to be insecure often, and that's why they gravitate.  Maybe that's why the infant gravitates to the familiar sound.

And I think one has to really be a little bit brave as well when you're recruiting or interacting with people and one has to recognize that it's that, too.  It's very important for any organization that seeks to be excellence, to get on top of this.

Mickey Bradley:
Absolutely.  And I think a lot of it is a vestige from very much earlier societies where the unfamiliar could represent danger and the familiar represented a safer kind of option for us.  So our brains were developed to favor one over the other.  But that's not the case really anymore, and certainly societies that we work in.  To your point, I don't know any organization – I work with a lot of companies – who says now, "We really wanna just work with one small niche market and we want all of our customers to look exactly alike, and we want all of our people to be exactly like that, too."

No, it's a global workplace.  It's a global marketplace.  Everyone's competing for the best talent.  It's a global world politically.  How well we manage those relationships is a function of how well we can communicate across cultural differences and so forth.  So the idea of everyone sticking to your own is not – it's maladaptive for us at this point.  But no one's told our lizard brains that, the part of us that was adapted – that evolved in order to find safety in similarities.

Our conscious brains know that, again.  We can all espouse that a lot.  But if we're not careful, our more basic limbic tendencies are gonna take us in another direction.

Okay.  I'm gonna wrap this up 'cause we're running out of time, and go to some specific actions people can take.  So one is literally just to be aware that you have implicit biases.  You can't take that IET.  We can put the link up somewhere so people can get that if you want to test yourself on different dimensions.

Question your first reactions and challenge your comfort zone, because, again, they're probably coming from an implicit impulse you have that draws you toward certain things and away from other things.  The idea is to expand your comfort zone and to – with new experiences, new associations, new familiarities.

So creating objectivity where possible is good, too.  There's a great example of how symphonies used to always have mostly men, and Boston Symphony Orchestra, in fact, was something like only 20 percent women.  They started a process where they auditioned behind a screen so the listening judges couldn't see who was auditioning.  They were just listening to how good they were.  Within a couple years, they had 40 percent female population.

Now none of them have thought that they were discriminating against women, but as it turns out what their eyes were taking in was as important as what their ears were taking in when they were doing some of these auditions.  So there's sometimes an opportunity to remove the subjective piece evaluation where you can, and be more objective.

More exposure to different people and ideas.  So how often are we putting ourselves in a situation where we get that exposure to people who are unlike us, versus just gravitating where our comfort zone takes us?

Look for patterns in who you work with best, who you feel most comfortable with, who you hire and promote, who you disagree with the most, who you struggle with the most.  You may not think that there's a pattern there, but if you actually stop and take a look and make some of those lists, you may notice, "Hmm, people that I have set of qualities in common with are the people that I do best with.  People that I have this level of difference with is where there's sometimes friction.  And am I addressing that and trying to work through that and trying to get at what's behind it?"

And then, finally, contract with others for direct feedback.  So this is a great thing to do with people that you're here with now or people who are watching.  I can go to Laurel and say, "You know what?  I'm learning about implicit biases and finding some in me that I wasn't aware of.  You may see biases on my part that I don't see.  Give me that feedback.  It's okay to talk about it."  It's usually a big stigma around some of these conversations, right?  But if I can contract with you and say, "You can tell me and I'll hear it," and you say, "I'll tell you in a graceful way.  I'm not gonna come at you and say, 'Let me tell you something about you.'"  That's not a good way to start a conversation generally speaking, a productive one.

"And I can give you feedback, too.  Then we can be beyond –" so I have a blind spot.  She can see my blind spot, and expand my vision a little bit, and other people, too.  So the more I get other perspectives that I can hold myself, the wider my lens gets, and I can start to address some of those things.

Questions, comments, thoughts, concerns about any of that?  Good?  Anyone final comment?

Maxine Thompson:
I just like what you said about the approach, too.  You want the contract.  You want to be able to have this conversation and this dialogue and challenge each other on the biases that you may see, or that we all hold.  But the way that you do that, you don't want to make people feel defensive about that.  You want to be able to assume the good intent that they didn't maybe understand or recognize that this bias attitude exists.  

So I think you have to approach it assuming that this was not intentional.  Most of the time it is not.  And then you educate.  You share your experience or your perspective of what it is you're seeing.  I think that's gonna e the most critical piece, that and the self-awareness piece, really understanding yourself, taking that implicit bias test.  I can't speak highly enough for it.  

I personally was shocked by my results as well.  But I think it's very revealing and it could be very, very helpful.

Mickey Bradley:
Yeah, and talking about that and having that conversation with coworkers, friends, family members, it's a learning process, so like any learning environment, learning relationship, it has to feel safe.  There has to be grace we give each other.  It's okay to make mistakes.  It's understood that that's gonna be a part of it and we keep getting learning and getting better.

Maxine Thompson:
Exactly.

Barbara Pell:
It's okay to have those biases.  It's just you need to be conscious of them and as Dr. Killeen said, when you're recruiting people or just working with people in the workplace, you want to make sure that you're just – you've got those biases in check.

Mickey Bradley:
That sounds like an excellent note to end on.  So I will thank you all for being here for this different kind of setup for a Learning Tuesday.  Thanks to the folks who have been watching on the Web.  Thank you all to our panelists.  Bye.


[Laughter]


[Applause]


[Music]
[End of Audio]
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