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resources – background: nine questions and five foundations
for employee engagement

The Five Foundations and Unconscious Bias: Other Considerations Before You Begin


This chart helps managers consider how unconscious bias might influence their attempts to build the five foundations. The first column summarizes managers’ key responsibilities around employee development. The second column looks at how these responsibilities can be complicated by unconscious bias. The third column illustrates concrete examples of what this might look like. Use the remaining columns to make notes about how this might happen with your team or as reminders of particular biases you might watch for.
	A successful manager…
	But watch for how unconscious bias…
	Specific examples of how this might happen
	Notes/Reminders

	(Foundation 1: Focus)

Sets clear expectations for her or his employees
	Might influence the kinds of expectations you set
	· Watch for how you might expect employees from underrepresented groups to do more diversity work or to relate to clients “like them.”  

· Don’t equate “face time” with productivity or hard work. Employees who are parents may not be able to spend as many late evenings in the office as employees who are not parents. This does not mean that they are less productive.
	

	(Foundation 2: Relationship)

Regularly solicits feedback from employees; regularly checks in to see what they need
	Might influence how you do this more with some employees than others
	· Consider how the only woman or person of color on a team of primarily white males might experience different barriers to progress or have different needs. You might even discuss this directly with the employee, but always respect the fact that some employees may not want to be treated differently.  

· In general, remember that fairness does not mean “everyone gets the same” it means “everyone gets what they need.”
	

	A successful manager…
	But watch for how unconscious bias…
	Specific examples of how this might happen
	Notes/Reminders

	(Foundation 3: Contributions)

Gives employees opportunities to do what they do best; uses and builds on their strengths
	Might influence what you see as strengths or “what they do best.”
	· Watch out for how stereotypes and biases can lead you to see women as “good communicators”, good at organizing, “nurturing” or social tasks, overlooking other strengths.  Work with employees to determine their strengths. Be aware that they may also fall back on these stereotypes.  Push further to see what they really consider their strengths.
	

	(Foundation 4: Value)

Values employees’ contributions, opinions and feedback
	Might influence what accomplishments you recognize and how; might lead you to overlook certain employees’ contributions
	· Watch out for the tendency to recognize gender-stereotyped accomplishments.

· Avoid mentioning an employee’s identity group when giving encouragement.  

· See if you listen to those who speak loudly or more often, neglecting others on the team.
	

	(Foundation 5: Achievement)

Encourages employee development and career path; provides opportunities to grow
	Might influence the opportunities you provide/suggest
	· Consider how you might inadvertently encourage women to strive for “family friendly” positions, to capitalize on their “people skills,” minimizing their “technical skills.” 

· Consider how you might underestimate the abilities of underrepresented group members in the advice you give.
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