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Our Mission
o/ ¥:W David Geffen School of Medicine

Mission Statement Seeking Excellence

To improve health and healthcare, UCLA will:

« Create world leaders in health and science DEfl ne Exce”ence

+ Discover the basis for health and cures for disease

» Optimize health through community partnerships r Ach|eV|ng Equr[y |

» Heal humankind one patient at a time
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Defining Excellence

Increase d Boosted Enhanced
Comfort Level Creativity Understanding
More | t Increase d Trust Higher Retention
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Improved Reduced Health Increas ed

Communication Disparities Engagement

#greatmindsthinkdifferently
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Defining Excellence

At UCLA we want “the best”
We want to select based on merit*

*Meritocracy — a system in which the talented are chosen and
moved ahead based on their achievement

We are smart people who know the best when we see it

. “_ismsﬂ
Myth of Meritocracy

Bias
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Defining Excellence: Holistic Review

v : ces-Attribuge
Holistic Review R
& &

A balance of experiences, C s .

e ATTRIBUTES education \

experiences background N\ historical o

attributes and academic (EAM) is

» Used to assess applicants with
the intent of creating a richly
diverse interview and selection
pool and trainee class

» Applied equitably acre the
entire candidate pool; and

» Grounded in data that provide
evidence supporting the use of
selection criteria beyond
grades and test scores

events/ geography \ events

Adapted from
Workforce America:
Managing Employee
Diversity as a Vital
Resource. McGraw
Hill Publishing, 1990.
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What is Implicit Bias?
My Conscious Mind

PP BIas " <

W)Y, Uhconsciousll\/lind

B
Informed by Identity, Experience
& Exposures
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% of category

Implicit Bias: Leadership & Height
(% CEO’s over 6’ tall)
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Implicit Bias and the Brain
» Mental shortcuts

o Automatic

* Organize &
categorize
Information

DANIEL KAHNEMAN'S SYSTEMS OF THINKING

Instinctive Slower

Rational
Quick Automatic Complex

System 1 Thinking System 2 Thinking ' Decisions

Conscious

Little/ More
No Effort Logical

Emotional Effortful  David Geffen School of Medicine

Un Conscious



The Making of Implicit Bias

~ Priming  Associations.

Psychological phenomena in Created and reinforced through
which an exposure to a stimulus priming. They occur without

IS used to elicit an associated conscious guidance or intention.
response. “Shortcuts” based on how we

have been primed.

blue red
purple Kk
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The Making of Implicit Bias
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The Making of Implicit Bias
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The Making of Implicit Bias
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The Making of Implicit Bias

- Priming  Associations.
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“Implicit biases come from the culture. I think
of them as the thumbprint of the culture on our
minds. Human beings have the ability to learn
to associate two things together very quickly—
thatis innate. What we teach ourselves, what
we choose to associate is up to us.”

Dr. Mahzarin R. Banaji, quoted in Hill, Corbett, & Rose, 2010, p. 78
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Ingroups and Outgroups

FRONTLINE

les

d|V|ded FRONTLINE

y In 1968, Jane Ellion, a teacher In a small, all-white lowa town, divided her third-grade class Into
xd and brow groups and gave them a daring | in disc tion. This is the story of that
on, its lasling Impact on the children, and its & ) s

Watch the Full Program

P One Friday in April, 1968 P An Unfinished Crusade P Frequently Asked Questions

L~ ——
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left amygdala

M own-culture
O other-culture

Wbk

anger fear happy neutral

right amygdala

@ own-culture
O other-culture

ililk

anger fear happy neutral
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Bias in Physicians
- Pattern recognition is important
« Cultivating intuition and expertise

Nest reading for every physician wao caves Jor pabonls 3ad

every gathest wha wishes 1o gof Ihe best care

blink | "

* Doctors

Malcolm Gladwell

LA BRI e ) 7 s

JeroME GROOPMAN. M.D.

WITH A NIN ATISRENENDY
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Measuring Bias:
The Implicit Association Test (IAT)

Project Implicit

=

Gemder - Carcer AT oltcn reveals a relativ % Do

Skin-fone CLIgM SKin - Dark Skan® TAT), This IAT requires th

FPresiderts ("Presidential Pepalartty® TAT), This IAT roquires tf

Welght ("Fat - Thin' IAT) This IAT require

Nanive American ("Native - White Amoerican’ IAT)L 1

| Native Amerscasn 1 ¢ Ia

W eapons ("Weapoas - Harmlbess Objecty” EAT) Thes IAT reguire

| K

DNsabiiiy ("Disabied - Abled® IAT). This AT requires t

i9¢ ('Young - Ol IAT) IAT 1

(15 i eedere
'

{uden Amverican ("Aslan - Eutopean American’ IAT), This IAT

3 Assan- Amet

I SOCIAL ATTITUDES P ECT IMI

MENTAL HEALTH

FEATURED TASK

Against Stereotype

African American European American
or or
Good Bad

Stererotype

European American African American
or or
Good Bad
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Race Implicit Association Test (IAT)
Doctors, Researchers and Lawyers

A” \/l] )
D
0.68
N = 344,469 N =2,535 N = 6,144 N = 7,952

" cohe

D of 0.5 = medium effect
D of 0.8 = large effect

Sabin J, et al. Physicians' implicit and explicit attitudes about race by MD race,

ethnicity, and gender. J Health Care Poor Underserved. 2009;20(3):896-913. s D Geffen School of Medicine



Residency Selection: Areas of Bias

The Package

ERAS Application

PD & Dean’s Letter (s
LOR _

Personal Statement

Transcripts C—
USMLE Scores _
Interview _
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Implicit Bias in Evaluations

Differences in Narrative Language in Evaluations of Medical ,')

Students by Gender and Under-represented Minority Status _
creektor  Competency vs Personal Attributes
Alexandra E. Rojek, AB', Raman Khanna, MD, MAS®, Joanne W. L. Yim, PhD?, .

Rebekah Gardner, MD?, Sarah Lisker, BA'®, Karen E. Hauer, MD, PhD', Catherine Lucey, MD', ond

Evaluation & the Health Professions
33(3) 365-385

- - - © The Author(s) 2010
AsseSSI ng I m p I |C|t Reprints and permission:
- - sagepub.com/journalsPermissions.nav
Gender Bias in POt 01170132787 1037507 Male medical students are
Medical Student ®SAGE ‘scientific, 'women’ are ‘lovely’
Performance
Evaluations
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Fiona White, MD

Dr. White can only be described as
motherly. You know that if you're going to
be on call with her there you won't be
hungry because she will bring lots of
snacks. She is a very kind, caring person
and it is reflected in how she treats her
patients as well as her coworkers.

- Keith Riggs, MD
3k UTHealth | McGovern

#Classof2020
ot | Medical School @UTHealthObGyn

Chizaram Nwogwugwu, MD

Dr. Nwogwugwu makes her team feel
loved by how she helps us and brings joy
to a stressful day. Her small acts of
kindness show that she cares and is there
for us. She is direct and honest. Not only
is she tactful when giving feedback, but
she also provides practical solutions and
really helps you to believe in yourself. /
wish | had more time to learn from her.

- Kelcie Alexander, MD
g UTHealth | McGovern #Classof2020
et | Medical School @UTHealthObGyn

Susan Nasab, MD

| learned so much from Dr. Nasab. She is
so cool to be with in the OR, always with a
new technique or trick. | appreciated the
time she took to teach us and make us
better. She is a very caring person. Susan
is also super funny, and has amazing
stories. She is going to be an amazing REI!
- Adekorewale (Wale) Odulate-Williams, MD

#t UTHealth | McGovern

The University of Texas

#Classof2020
Medical School @UTHealthObGyn

Ivana Simpson, MD

Dr. Simpson not only is a rockstar in
the OR, but also in the workplace where
she jams to music. She is a loveable
chief; her easy-going attitude makes
her a great person to work with. She is
also approachable. Her composure is
one of the many qualities | hope to gain.
Wish her all the best!

- Aneesh Kothare, DO

#E UTHealth | McGovern #Classof2020
Dt | Medical School @UTHealthObGyn

Clifton O. Brock, MD

Dr. Brock is smart, friendly, and caring. He is
also efficient and analytical. His work has laid
the foundation for large prospective studies
that may answer critical questions to predict
and prevent complications of monochorionic
twins, including death or severe long term
disability. He is an exceptional talent with
great potential ahead. We are excited to have
him join our Fetal Intervention family!

- Dr. Ramesh Papanna , MD, MPH

g UTHealth | McGovern #MFM#Classof2020
manereslien | Medical School  @UTHealthObGyn

Eric Bergh, MD

Dr. Bergh is a compassionate and brilliant person
with a passion for information technology. During
his Fetal Intervention fellowship, he has performed
>250 procedures, guided by the best - Drs. Ken
Moise & Tony Johnson. He has developed multiple
novel studies, and continues to do research which
will lay the foundation for developmental outcome
studies in fetal disease. We are all proud of his
accomplishments and thrilled to have him join the

Fetal Center team as faculty.

- Dr. Ramesh Papanna , MD, MPH
d UTHealth | McGovern #Classof2020

TheUniversiey ot Texas | \fedical School  @UTHealthObGyn
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Implicit Bias in Evaluations

Differences in Narrative Language in Evaluations of Medical
Students by Gender and Under-represented Minority Status

Alexandra E. Rojek, AB', Raman Khanna, MD, MAS®, Joanne W. L. Yim, PhC®,

®)

Check for
updates

Competency vs Personal Attributes

Rebekah Gardner, MD*, Sarah Lisker, BA'®, Karen E. Hauer, MD, PhD', Catherine Lucey, MD', and

Evaluation & the Health Professions
33(3) 365-385

© The Author(s) 2010

Reprints and permission:
sagepub.com/journalsPermissions.nav
DOI: 10.1177/0163278710375097
htep://ehp.sagepub.com

®SAGE

Assessing Implicit
Gender Bias in
Medical Student

Performance
Evaluations

Male medical students are
‘scientific, 'women’ are ‘lovely’ and
minorities ‘nice’;

Exploring the color of glass: letters of
recommendation for female and male
medical faculty

Letter shorter
More references to personal life
More “doubt raisers”

Feesgarch

JAMA Internal Medicine | Original Investigation

Racial Disparities in Medical Student Membership
in the Alpha Omega Alpha Honor Society

Dowin Boatright, KD, ME#A; David Ross, MD. PhD: Patrick O'Connor, MD, MPH; Edward Moore, PhD; Marcella Munez-Smith, MD. MHS

Research Report

More grindstone words

Black were 6x less likely and Asians
2x less likely to be inducted to AOA
c/w whites

All Other Things Being Equal: Exploring Racial
and Gender Disparities in Medical School
Honor Society Induction

Thilan P. Wijesekera, MD, Margeum Kim, M=%, Edward Z. Moorne, PhD,
Olav Sorenson, PhD, and David A_ Ross, MD, PhD

Women more likely to be Gold
Humanism

Blacks less likely to be inducted
into AOA



Implicit Bias in Hiring

The Impact of Gender on the Review of the More Ii_kely to hire Brian over Ka_ren
Curricula Vitae of Job A pplicants and Tenure More likely to offer tenure to Brian
Candidates: A National Empirical Study 4x more likely to include cautionary

comments on Karen’s CV
Rhea E. Steinpreis, Katie A. Anders, and Dawn Ritzke

Untiversity of Wisconsin- Milwauk ee

. ' . Male students were deemed:
Science faculty’s subtle gender biases favor More competent

male students More hirable
More mentoring potential

More money

Corinne A. Moss-Racusin®®?, John F. Dovidio®, Victoria L. Brescoll, Mark J. Graham®®, and Jo Handel:

Getting a Job: Is There a Motherhood Compared with non-mothers:
Penalty?l 43% less likely to be hired

Rated less competent and promotable
Shelley J. Correll, Stephen Benard, and In Paik 2 1x lower call back rate

Cornell University

“White” names received 50% more calls for
interviews than“African-American” names.

Are Emily and Greg More Employable
. 5 .

Than I:aklsha and Jamal? A Field For “White” names, a higher quality resume

Experiment on Labor Market elicited 30% more calls.

Discrimination

Marianne Bertrand

For “African-American” names, the increase was
only 9% for a higher quality resume.

Caondhil AMiillainathan



Implicit Bias in Hirin

ORGANTZATIONAL BEHAVIOR AND HUMAN PERFORMANCE 26, 386—395 (1980)

The Impact of Situational Factors on Personnel
Decisions Concerning Women: Varying the Sex
Composition of the Applicant Pool

MEaN PeErsonneL DECISioN RaT1NGSs 1N EAcHE EXPERIMENTAL CONDITION
\DELINE E. HETLMAN

Froportion of women applicants New York University

1/8 218 3/8 4/8 8/8
(12.5%) (259%) (37.5%) (50%) (1009%)

emale MBA students evaluated a woman applicant
hen the proporiion of women in the applicant pool
Qualified ted th:rt persl::]r;uelh decisions of baoth mzl;;;nd
ore unfavorable when women represente or

Male 4.50 3.30 6.80 7.20 6.50 ional findings suggest that this effect was mediated
Female 4.30 4.70 6.80 7.10 6.50 stereotypes predominated in forming impressions
Combined 4.40 5.00 6.80 7.15 6.50 were interpreted as supportive of the thesis that
ion to reduce the adverse effects of sex stereotypes

Recommend for hire
Male 3.80 3.20 . 6.00 5.90
Female 3.70 3.60 . 6.10 5.70 studies attest to the existence of sex bias in
Combined 3.75 3.40 : - 5.80 en are at a disadvantage when hiring decisions
in, & Wiback, 1975, Rosen & Jerdee, 1974),
Potential .t (Dipboye, Arvey, & Terpstra, 1977; Terborg
Male 5.20 5.30 . ' 6.60 mployment potential is estimated (Cash, Gil-
Female ' 3.60 ' . 6.60 when they have absolutely identical objective
Combined : 343 : 6.60 inds, women are viewed as less desirable for

ome Jobs than men. LUltural stereotypes depicting women as lacking in
achlcvemcnt-unented traits are one of the likely bases for such discrimi-
natory attitudes and behavior.

There is an unfortunate consensus about the differences in the work-
related attributes of men and women. Whatever their demographic or
background characteristics people tend to agree that women are less
adept with respect to slu]ls neccssary for success at work. Campetence

.UCLA Dawd Geffen School of Medlclne



Residency Selection: Areas of Bias

The Package

USMLE Scores ERAS Application

* Was intended as a PD & Dean’s Letter (s
pass/fail test for LOR :
licensure, and not for
predicting strong Personal Statement
clinical performance Transcripts —

. . USMLE S

+ 99% of residents with ~ "—) OTeS G
Step | > 211 passed Interview B
ABIM exam

» Strongly predicted by
parent’s income
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Race
Ethnicity/Culture

Gender

* |dentity

* Performance
* Sex

Sexuality
* Identity
* Attraction
* Practice

The Interview:

Factors that can trigger bias

Identity & Self Perception

Self Perception

—

~~*

Gender

Socioeconomi
Status

Race

Ethnicity/
Culture

Perception of and by Others

/ Provider

)

Patient\

Lenses include: stereotypes, prejudices, and implicit biases,
and normative beliefs

Peek ME, Lopez FY, Williams HS, et al. Development of a Conceptual Framework for Understanding Shared Decision making Among African-American

LGBT Patients and their Clinicians. J Gen Intern Med. 2016;31(6):677-687. doi:10.1007/s11606-016-3616-3
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Heard in our Heads
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Heard in our Heads
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Cognitive Mitigation — “So What...”

Cognitive Error

First impressions

Elitism

Longing to clone

Good fit/bad fit

Provincialism

Mind reading

Seizing a pretext

“I got a kick out of his stint as a circus
performer after college. He'd be a fun
colleague.”

“I think Lee’s PhD from Elite University
will give us the prestige boost we
need.”

“‘Have we ever hired anyone who went
to Southeastern State University?”

“Her academic interests are a bit too
unique. How will we find a mentor for
her?”

“I've never heard of any of his
references.”

“She’ll be unhappy so far from her
family.”

“His recommender describes him as
soft-spoken. | worry that he won'’t be
able to push to get things done.”

Adapted from : Cahn PS. Recognizing and reckoning with unconscious bias: a workshop for health

“Let’s look at the totality of his application
materials before making a conclusion.”

“Why don’t we consider the quality of his research
rather than where it was conducted?

“‘Having faculty members who studied at a range
of institutions will bring new ideas to the
department.”

“We are not limited to identifying mentors from
within the department. Connecting her with other
parts of campus may even lead to more
interdisciplinary collaboration.”

“There is a lot of important work happening across
the country. Particularly in new fields of inquiry,
the scholarly consensus is still emerging.”

“We don’t know where she prefers to be, but we
do know that she applied and expressed interest
in the position.”

“That comment may have implications for his
ability to get things done but we can’t know that
for sure”

David Geffen School of Medicine

professions faculty search committees. MedEdPORTAL. 2017;13:10544.



Examples of research-proven strategies to
neutralize or mitigate implicit blrases.

Be Mindful. Be Self-Awareness. Be Honest.

=1 D eix
i I T

Common ldentity Perspective Consider the counter-
Formation: Taking: Opposite: Stereotypical
During the Taking a few After initial Exemplars:

interview inquire moments to assessment, take a ~ Focus on
about possible visualize applicant mental pause and |nc_I|V|duaIs you
common group life and what they actively look for admire and.respect
identities between have gone through evidence for the who are in the
you and the leading up to this opposite conclusion. same demog.raphic
applicant encounter. as the applicant

David Geffen School of Medicine
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Questions
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