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Overview
▪ Get to know
▪ Micro-Inequities 
▪ Microaggressions
▪ Micro-Sponsorship
▪ Level set on criteria to eliminate bias
▪ Amplification
▪ Build your sponsorship skills
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Last Chance GTK!
Find someone in the room you don’t know who is wearing the 
same color top that you are wearing.

Each of you take 3 minutes and share the following:

• What was your favorite learning/ takeaway from yesterday or 
this morning?
• What is something you are going to implement on Monday from 

your learnings?
• What is your dream job as a woman in government?
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10,000 Cuts
“The way a major negative change 

which happens slowly in many 
unnoticed increments is not perceived 

as objectionable.” -Wikipedia
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Micro-Inequities
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Micro-Inequities
Ways in which individuals are either singled out, ignored, overlooked, or 
otherwise discounted based on an unchangeable characteristic such as 

race or gender.

“Apparently small events which are often ephemeral and hard-to-
prove, events which are covert, often unintentional, frequently 

unrecognized by the perpetrator, which occur wherever people 
are perceived to be ‘different.’” – Mary Rowe, MIT

Often unintentional, unconscious and unrecognized
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● Actions 
● Facial expressions
● Tone of voice
● Choice of words

How Micro-Inequities Show Up
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● Making eye-contact only with males while talking to a 
group containing both males and females

● Taking more questions from men than women

Examples of Micro-Inequities 

Gender

Race

● Confusing a person of a certain ethnicity with another 
person of the same ethnicity

● Consistently mispronouncing a person's name
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“...Devalue, discourage and impair workplace 
performance” -Hinton

Effects of Micro-Inequities 

Result

Diminished workplace 

performance 

People feeling displaced in 

their communities

Action

Micro-Inequities based on 

race, gender or other 

characteristic.

(often subtle and/or 

unrealized)

Initial Reaction

Devalued and disengaged 

workers or partners
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Microagressions
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“Microaggressions are the everyday verbal, 

nonverbal, and environmental slights, snubs, or 

insults, whether intentional or unintentional, 

which communicate hostile, derogatory, or 

negative messages to target persons based solely 

upon their marginalized group membership.” 

- Psychology Today

Microaggressions

Chester M. Pierce, Harvard
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https://en.wikipedia.org/wiki/Chester_Middlebrook_Pierce


Examples of Microaggressions

A white man or woman clutches their wallet as a Black or Latino 
man approaches or passes them. (Hidden message: You and your 
group are criminals).

An assertive female manager is labeled as a "b*tch," while her 
male counterpart is described as "a forceful leader." (Hidden 
message: Women should be passive and allow men to be the 
decision makers).

Race

Gender
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Similarities and Differences of Micro-
Inequities and Microaggressions 

Micro-Inequities

• Usually unconscious and 

subtle
• Based on any characteristic

• Treats a person or group as 
insignificant

• Loss of dignity/respect

Microaggressions

• Unconscious & conscious

• Usually based on the 
characteristics associated with 

a marginalized group member
• Unfair stereotype
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The Movement

• Listen first, no judgement
• #metoo movement
• Everyone knew
• Take action to investigate

Your children are listening!
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Micro-Sponsorships
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Micro-Sponsorships

● Acts used to support others who are affected by Micro-

Inequities and Microaggressions

● Focused on advice and advocacy in the moment
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Examples of Micro-
Sponsorships

§ Affirm a person’s competency.
§ In discussions of talent, ask clarifying questions when you suspect bias.

§ When you hear others discuss big assignments, bring up the names of 

top talent from marginalized groups as potential candidates based on 
their talents.

§ Bring the discussion back when someone’s idea is overlooked.
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Amplification
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In Obama’s White House the women joined forces to amplify 
each other’s voices. Obama and others started to recognize 
this and mirrored the behavior.

Amplification
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Sponsorship
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Build your Sponsorship Skills

• Make sure to recognize/acknowledge members of 
underrepresented minorities in meetings

• Ask an equal amount of questions to each member of the 
team

• Ask for advice and input from members who are usually left 
out

• Listen & think!
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Even when they’re not in the room
• Bring up their names when new assignments & projects come 

up

• Talk about their successes and performance wins

• Listen and learn- what are they wanting to do in their career
• Invite them to meetings where they can gain visibility and 

interaction with senior leaders

• Help to expand their network with folks they would not 
normally meet

• Make things happen for their career
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Eliminating Bias
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Set the Bar

§ Sourcing
§ Recruiting
§ Interviews
§ Policies to protect your teams
§ Career development & promotion
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Bias in Sourcing & Recruiting

• Going to the same homogenous sources to find 
talent

• Requirements of a specific degree versus “in lieu of” 
experience

• Job requirements that are overinflated to bias 
towards a specific gender/ under represented 
minority
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Bias in Interviews



Policies

• Training
• Policies & procedures that support an inclusive 

environment

Bar the Door, LLC 2018



Bias in Performance Reviews

“Women are 20% less likely than men to say they get management feedback that helps 
them improve their performance.” 

“Women who negotiate [for raises and promotions] are 30% more likely than men to 
report being labeled ‘intimidating’, ‘too aggressive’ or ‘bossy.’”

-Women in the Workplace, McKinsey & Co.
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• Feedback
• Style Comments vs. Performance Only
• Lagging promotions
• Potential vs. Performance



How to Block Bias

• Recognize your will never be able to eliminate bias 
100%

• Offer awareness training
• Label the types of bias that are likely to occur
• Create structures

Bar the Door, LLC 2018



Recognition & Feedback on 
Performance  
• Praise in public, coach in private
• Make the recognition specific
• Make the feedback actionable
• Make both punctual & timely
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Now Let’s Practice!
• Get back into your pair and then 

grab another pair
• Take 2 minutes each to amplify and 

sponsor the person you met with 
earlier

Share a little bit about what they 
shared was their dream job and 
determine one “next step” take away 
for each person

Bar the Door, LLC 2018



Summary
▪ Get to know
▪ Micro-Inequities 
▪ Microaggressions
▪ Micro-Sponsorship
▪ Level set on criteria to eliminate bias
▪ Amplification
▪ Build your sponsorship skills
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The End!
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