


Engaging employees in corporate citizenship







WHY
do we help?













Where there are in groups…

there are out groups.



The dark side of empathy – “In groups” versus “Out groups”

Inclusion

Empathy motivates us to protect 

and prioritize our blood ties and 

those with whom we identify. We 

want to avert destruction and avoid 

pain for our “in groups” because 

we experience their pain as if it 

were our own.

Exclusion

Because we have “in groups”, we also 

have “out groups”. The less 

experience we have with another 

group, the less we identify with them. 

If the worst comes to the worst, we 

protect “in groups” and objectify “out 

groups”.

vs.



Starbucks: A Case Study

A barista calls the police on two black men 
waiting for a friend.

Starbucks responds with implicit bias training to 
help employees recognize subconscious racism. 

On May 29, 8000 stores closed to provide 
training to 175,000 employees aimed at 
“preventing discrimination in our stores.”

Is this response good enough?

Information on its own does not change attitudes 
and behavior.

So, what’s the answer?



IMPLICT BIAS…

WHAT DOES IT MEAN?

Thoughts and feelings are “implicit” if we 

are unaware of them or mistaken about their 

nature.

Rather than being neutral, we have a 

preference for (or aversion to) a person or 

group of people.

BIAS

IMPLICIT



DR MAHZARIN BANAJI OF HARVARD, A RESEARCHER WHO 

DEVELOPED THE WIDELY USED IMPLICIT ASSOCIATION 

TEST (IAT) WAS “DEEPLY EMBARRASSED” UPON SEEING THE 

TEST RESULTS AS SHE DISCOVERED THAT SHE HAD A PRO -

WHITE BIAS (SHE HERSELF IS A DARK-SKINNED FEMALE).

ACCORDING TO JACK GLASER, PROFESSOR OF PUBLIC 

POLICY AT THE UNIVERSITY OF CALIFORNIA, BERKELEY, 

“ THE NATURE OF IMPLICIT BIAS IS SUCH THAT YOU CANNOT 

SUBJECTIVELY EXPERIENCE WHEN IT’S INFLUENCING YOU.”

https://implicit.harvard.edu/implicit/
https://www.cnn.com/2018/04/17/health/implicit-bias-philadelphia-starbucks/index.html


THESE BIASES, WHICH ENCOMPASS BOTH FAVORABLE AND 

UNFAVORABLE ASSESSMENTS, ARE ACTIVATED INVOLUNTARILY 

AND WITHOUT AN INDIVIDUAL’S AWARENESS OR 

INTENTIONAL CONTROL.”

IMPLICIT OR UNCONSCIOUS BIAS “REFERS TO THE 

ATTITUDES OR STEREOTYPES THAT AFFECT OUR 

UNDERSTANDING, ACTIONS, AND DECISIONS IN AN 

UNCONSCIOUS MANNER.

https://perception.org/research/implicit-bias/






















Why we get 
it wrong

We don’t see everything. Some of the information we 
filter out is actually useful and important.

Our search for meaning can conjure illusions. We 
sometimes imagine details that were filled in by our 
assumptions, and construct meaning and stories that 
aren’t really there.

Quick decisions can be seriously flawed. Some of the 
quick reactions and decisions we jump to are unfair, 
self-serving, and counter-productive.

Our memory reinforces errors. Some of the stuff we 
remember for later just makes all of the above 
systems more biased, and more damaging to our 
thought processes.











However, when it comes to behavior change, 

training is often only a scene-setter. 

The more complete story is that, to change 

people's behavior organizations need to adjust 

the system. Why? First, biases can only be 

reduced rather than completely eliminated, and it 

is difficult to control biases that are unconscious. 

Second, biases can be embedded into the system 

of work itself, causing suboptimal diversity 

outcomes. Strategies to rewire the system make it 

easier to tackle biases and create a more 

comprehensive and sustainable solution.







“Another difficulty in solving the 
issue is data. It’s easy to measure 
diversity: It’s a simple matter of 
headcount. But quantifying feelings 
of inclusion can be dicey. 
Understanding that narrative along 
with the numbers is what really 
draws the picture for companies.”

Diversity Doesn’t Stick Without Inclusion | HBR
Laura Sherbin
Ripa Rashid
FEBRUARY 01, 2017

https://hbr.org/search?term=laura+sherbin
https://hbr.org/search?term=ripa+rashid




Why You Can’t Just 
Outlaw Bias

• Executives favor a classic command-and-control 

approach to diversity because it boils expected 

behaviors down to dos and don’ts that are easy to 

understand and defend. 

• Yet this approach also flies in the face of nearly 

everything we know about how to motivate 

people to make changes. 

• Decades of social science research point to a 

simple truth: You won’t get managers on board by 

blaming and shaming them with rules and 

reeducation.

• Change must be voluntary

• The system is rigged to 
favor implicit bias

• Formal grievance 
procedures  create 
conditions for 
confrontation and backlash

Why Diversity Programs Fail
Frank Dobbin
Alexandra Kalev
FROM THE JULY–AUGUST 2016 ISSUE

https://hbr.org/search?term=frank+dobbin
https://hbr.org/search?term=alexandra+kalev


EMPLOYEE VOLUNTEERING: What’s the connection?

Unraveling implicit bias requires literally creating 
new neural pathways in our brains. This process is known 
as neuroplasticity whereby the brain’s synaptic 
connections are constantly being removed or recreated. 
This is how we learn new behaviors and gain new skills.

Experiences where we interact with others against 
whom we carry unconscious bias is well documented as 
the only reliable strategy to change attitudes and 
behaviors in a lasting way.

Employee volunteering represents opportunities to 
create nonthreatening space in which to challenge 
preconceived notions about people and issues that may 
seem “different”. It enables contact between in-groups 
and out-groups.

http://www.simplypsychology.org/social-identity-theory.html




Transformative Learning Theory

• Psychological - How I perceive myself in 
the world

• Convictional – What I believe to be true 
about the world

• Behavioral – How I act in the world



ALERT.

ORIENT.

ACT.

New experiences can 

change preconscious 

reactions and shift 

implicit biases.



Frame the Experience

Keystone Behaviors 

Each Event is Framed by 3 Keystone behaviors

Proximity Effect
Meet people at 

their highest level 
of contribution 

Critical 
Reflection

BRIEF DURING DEBRIEF



Provide the mechanisms:

TRAINING
What do you want them to do and how do you want 

them to do it?

RESOURCES
Where can they access checklists, scripts, templates, 

and research?

SUPPORT
Who is their community of support and 

how can they access them?

WHAT CAN YOU DO?



Add these elements:

CREATE PROXIMITY 
1. Task significance

2. Visualize or imagine the beneficiary

CRITICALLY  REFLECT ON EXPERIENCES
1. Ask the 2 questions

2. Challenge bias

SHIFT THE EMPHASIS
1. From helping to belonging

2. From fixing to becoming

WHAT CAN YOU DO?



Voyager is an online learning platform resulting in Transformative Agency

across your employee volunteering program. 

With Voyager, practitioners can focus on strategy and innovation while leveraging the platform 

to engage employee volunteers, delegate responsibility, manage training, and track success. The 

platform is white-labeled to your company brand and all content is designed to speak directly to 

your culture and program goals. 



With the right tools and education, transformative 

volunteering makes it possible for us to: 

• Instill meaning and purpose through the 

workplaces

• Lay the groundwork for more diverse and 

inclusive leadership

• Deconstruct silos in the business by 

expanding empathy circles and break down 

barriers

• Empower individuals to change their 

circumstances through Transformative Agency 

WHY DOES IT MATTER?



ACTION STEPS
EMPLOYEE VOLUNTEERING & THE FUTURE OF WORK

What is the right next step for you?

❑ I would like to receive the research referenced in this 

presentation

❑ I would like to view a demo of the Voyager 

Platform for my organization

❑ I would like to speak with someone in further detail 

about this presentation.




