
Discussion: Unconscious Bias and Its Influence on Evaluation 

This discussion is intended to provide an understanding of how attitudes, biases, and other 
elements not related to the position qualifications can influence evaluation, and learn strategies to 
minimize biases. Research has indicated women and faculty of color are particularly 
disadvantaged by bias in candidate evaluations.  

 
Examples of Bias in Professional and Academic Settings  

Research on bias against women faculty 

In a national study of junior- or senior-level applicants, males and females were evaluated 
differently based on the names on their curriculum vitae. Researchers attached male or female 
names to actual curriculum vitae from academic psychologists who had already earned tenure. 
Results indicate male names were evaluated higher on teaching, research, and service at the 
junior-level. At the senior-level, the applicants’ sex did not influence evaluators’ decisions to 
award tenure, but evaluators did raise more doubts about the qualifications of the female 
applicants.1  

 

Research on bias against faculty of color 
Racial differences have also been found when researchers attach “white-sounding” or  
“African American-sounding” names to resumes. Applicants with “white-sounding” names 
received 50% more callbacks than did equally qualified applicants with “African American-
sounding” names.2  

Bias in the Search Process 

Acknowledging one’s own bias, and recognizing when biases are at play in a group setting can 
help to facilitate objective reflection and objective conclusions about each candidate’s 
qualifications. Below are potential areas where bias can occur in the search process: 

• Productivity expectations of women and minority scholars may be held to a higher 
standard 

• Candidates from major research institutions may be subject to favorability 
• The competence and ability of women and minority scholars to fulfill the job duties may 

be undervalued 
• Assumptions about family responsibilities and their effect on one’s career path may 

negatively influence a candidate’s evaluation 
• Alternative routes to the academy may be undervalued and negatively influence a 

candidate’s evaluation 
• Knowing the references in a candidates portfolio may unduly influence the candidate’s 

evaluation 

                                                 
1 Bertran, B., Mullainathan, S. (2004). Are Emily and Greg More Employable than Lakisa and Jamal? A Field Experiment on 
Labor Market Discrimination. American Economic Review, 94(4): 991-1013 
2 Steinpreis, R., Anders, K., & Ritzke, D. (1999). The Impact of Gender on the Review of the Curricula Vitae of Job Applicants 
and Tenure Candidates: A National Empirical Study. Sex Roles, 41(7:8): 509-528. 



• Making negative assumptions about whether a candidate may “fit in” to the department 
culture and environment  

Minimizing Bias in the Search Process 

What Not to Do What to Do 
• Suppress the bias when it comes to 

mind 
• Rely on “objective” rubrics to reduce 

bias 
 

• Replace your self-image as an objective 
person that is subject to bias and 
assumptions  

• Increase the diversity of the search 
committee 

• Increase the representation of women 
and minority scholars in the applicant 
pool 

• Develop clearly-defined evaluation 
criteria before reviewing applicants 

• Prioritize criteria before prioritizing 
candidates 

• Engage in counter-stereotype imaging 
• Spend sufficient time evaluating each 

candidate 
• Focus on each candidate as an 

individual and evaluate their entire 
portfolio 

• Stop periodically to evaluate your 
criteria (and remain objective) 

 

Tool: Recognizing Implicit Bias 

Implicit Association Test (IAT):  https://implicit.harvard.edu/implicit. Take the test as a ‘guest’ 
to learn about your own unconscious biases and contribute to ongoing research on implicit bias 
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