 
SELF-PACED LEARNING COURSE
Understanding and Reprogramming Subconscious Bias
Recognising hidden assumptions, interrupting biased decisions, and becoming an active example of inclusive practice
A practical course for building awareness, reflection and action in yourself, your colleagues, your workplace and wider society.
	Format
	Self-paced learning module

	Estimated duration
	60 to 90 minutes

	Includes
	Learning modules, Alex’s continuing story, reflection activities, understanding checks and final assessment

	Outcome
	Learners will be able to recognise unconscious bias and practise practical actions to address it professionally and constructively.
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Short Course: Understanding and Reprogramming Subconscious Bias
A practical awareness and action course for recognising hidden assumptions, interrupting biased decisions, and building more inclusive habits.
Course Overview
This short course introduces learners to subconscious bias, often called unconscious or implicit bias, and explains how it can influence everyday judgements, behaviours and decisions without deliberate intent. The main goal is to help learners understand the principles of unconscious bias, recognise how it can appear in themselves, colleagues, workplace systems and society as a whole, and develop practical ways to be an example of actively addressing it. Alex’s story is used as a continuing virtual example to bring the learning to life, but the course is designed to apply across many situations, identities and professional settings.
Introduction: Discrimination in the Workplace
Discrimination in the workplace happens when someone is treated less favourably, put at a disadvantage, harassed or victimised because of a personal characteristic or because they are connected to someone who has that characteristic. It can happen during recruitment, training, promotion, pay decisions, allocation of work, performance management, disciplinary processes, redundancy, everyday communication and access to opportunities.
In the UK, the Equality Act 2010 identifies nine protected characteristics: age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex and sexual orientation. People may experience discrimination because of one characteristic, a combination of characteristics, or because others make assumptions about them. Bias can also affect people who are associated with someone who has a protected characteristic, such as a family member, partner, friend or colleague.
Examples of people who may experience workplace discrimination include older or younger workers, disabled workers, neurodivergent workers, pregnant employees, parents and carers, people from different racial, ethnic or national backgrounds, people with different religions or beliefs, people of different sexes, LGBTQ+ colleagues, people who are married or in a civil partnership, and people going through or who have gone through gender reassignment. This list is not about labelling people; it is about recognising where unfair assumptions, barriers or unequal treatment can occur.
Subconscious bias can contribute to discrimination when automatic assumptions influence decisions or behaviour. For example, a manager may assume an older worker will not want training, a parent will not want travel opportunities, a disabled applicant will be less capable, or a person with an unfamiliar name will not “fit” the team. These assumptions can create unfair outcomes even when the person making the decision did not intend harm. This course therefore focuses on noticing bias early, challenging assumptions, and taking practical action to make workplace decisions fairer and more inclusive.














Lead Story: Welcoming a New Employee Without Letting Bias Affect Support
Using a realistic example can help make unconscious bias easier to recognise and apply. Bias can feel abstract when discussed only as a concept, but a continuing story gives learners a safe way to observe how assumptions may appear in thoughts, language, behaviour and systems. As you follow Alex’s story, use it as a practical lens for reflection: consider what is happening, what bias might be influencing the situation, what professional action would reduce harm, and how the same learning could apply to other people, protected characteristics and everyday workplace interactions.
A person called Alex joins the organisation as a new employee. Alex is a neurodivergent man and, on his first day, some colleagues make assumptions about how he will communicate, work with the team or respond to change. A staff member notices an immediate internal reaction: uncertainty about how to support Alex, assumptions about whether he will “fit” into the team, and a fear of “getting it wrong”. This story follows how colleagues, managers and support staff can recognise those reactions as possible bias, pause before acting on assumptions, and provide a professional, respectful and inclusive welcome.
The purpose of this scenario is not to single out any one group or suggest that all experiences are the same. It is to practise a core workplace principle: every new employee should be treated with dignity, addressed respectfully, included in team processes, and supported based on evidence, role requirements, policy and professional standards rather than assumptions.
How to Use Alex’s Story in This Course
Alex’s story is a learning thread, not the whole course. It gives learners a practical example of how unconscious bias can appear in real workplace interactions, especially when someone notices uncertainty, discomfort or assumptions about neurodivergence, communication, behaviour or ways of working. As you work through each module, use Alex’s story as a mirror for wider reflection: where might similar patterns appear in relation to age, disability, race, religion or belief, sex, sexual orientation, pregnancy and maternity, marriage and civil partnership, gender reassignment, social background, accent, education, role status or any other difference?
The aim is not only to avoid doing harm, but to become more active in creating fairer environments. This means noticing bias in ourselves, responding constructively when we see it in colleagues, and questioning systems or social patterns that repeatedly advantage some people and disadvantage others.
Learning Outcomes
· Define subconscious bias and explain why it occurs.
· Identify common ways bias presents itself in workplace and everyday situations.
· Recognise personal warning signs that bias may be influencing a judgement or behaviour.
· Apply practical strategies to pause, question assumptions and make fairer decisions.
· Create a personal action plan for continuing to reprogram biased habits over time.
Suggested Course Length and Format
Recommended duration: 60 to 90 minutes. This course is designed as a self-paced learning module that learners can complete independently. It should be divided into short sections with clear instructions, reflection prompts, scenario-based learning checks and a final assessment. Learners should be able to pause, return to sections, and complete the course at a time and pace that suits them.
Self-Paced Learner Instructions
Work through each module in order. Read the learning content, pause at each reflection point, and consider how the topic applies to your own decisions, behaviours and workplace interactions. You do not need to share personal reflections unless your organisation asks you to do so. At the end of the course, complete the 10-question assessment and review the answer key to check your understanding.
Self-Paced Course Structure
· Start: Read the course overview and learning outcomes.
· Learn: Complete Modules 1 to 4 in sequence.
· Reflect: Use the reflection activity to connect the learning to your own experiences.
· Check understanding: Answer the scenario-based multiple-choice questions.
· Complete: Review the answer key and identify one action you will practise after the course.







Module 1 explores the foundations of subconscious bias: what it is, why it happens, and how it can influence behaviour even when intentions are positive.
Module 1: What Is Subconscious Bias?
Estimated completion time: 15 minutes
Module flow: Read the core learning, explore the principle, follow Alex’s continuing example, reflect on your own practice, then complete the understanding check before moving on.
Core learning: This module introduces what subconscious bias is, why it happens, and why it can affect behaviour even when someone intends to be fair. You will learn how automatic thoughts and assumptions can influence decisions in yourself, in colleagues and in society more widely. Alex’s story will help illustrate these principles, but you should also apply the learning to other identities, roles and situations.
Subconscious bias is an automatic preference, assumption or association that affects how we interpret people and situations. These biases are shaped by our experiences, culture, upbringing, media, education and social environment. Bias does not always mean someone intends to be unfair; however, if left unchecked, it can still lead to unfair treatment, exclusion or poor decision-making. In this module, learners explore the difference between intention and impact. A person may intend to be fair, respectful and objective, but still make a decision based on a mental shortcut. The purpose of this course is not to create blame or guilt; it is to build awareness, responsibility and practical skill.
Alex’s story continues: At the start of Alex’s employment, the colleague’s first task is not to judge the reaction, but to notice it. They recognise that their uncertainty may come from assumptions about neurodivergence, communication style, eye contact, social confidence, previous experiences or fear of making a mistake. By naming the reaction privately, the colleague creates space to choose a professional response rather than allowing the automatic thought to shape Alex’s welcome or opportunities.
Team interaction example: During a welcome activity, several colleagues introduce themselves and share their roles. One colleague realises they are overthinking Alex’s introduction and may be treating her differently from others. They reset by using the same friendly, professional approach they used with every new starter: welcoming Alex, explaining their role, and asking if she needs anything to help her settle in.
Continuing story example: When Alex arrives for his induction, a colleague notices a quick thought: “I am not sure how best to support him.” The thought itself is a warning sign, not a reason to avoid Alex, make assumptions or lower expectations. The colleague reminds themselves that Alex is a new employee joining the team, and that a respectful welcome begins with dignity, inclusion, clear information and asking role-relevant questions rather than making assumptions about what he can or cannot do. The colleague does not need to have every answer immediately; they do need to avoid letting uncertainty turn into avoidance, judgement or reduced opportunity.
Self-paced reflection: In Alex’s story, what automatic thoughts or feelings might a colleague notice in themselves? Which of those reactions could become harmful if they affected tone of voice, body language, willingness to include Alex, clarity of communication, patience, or the quality of workplace support offered?
Learning check: Bias is not always obvious. It often appears as a quick judgement, a feeling of certainty, or a preference that has not been tested against evidence.
Module 1 Understanding Check
1. In your own words, what is subconscious bias?
2. Why can someone have good intentions but still create an unfair impact?
3. What is one example of a quick assumption that might not be based on evidence?
4. What could you do to slow down a first impression before acting on it?



















Module 2 focuses on how bias presents itself in everyday interactions, team behaviour, workplace decisions and wider social patterns.
Module 2: How Bias Presents Itself
Estimated completion time: 15 to 20 minutes
Module flow: Review the bias types, examine how they appear in behaviour and systems, connect the learning to Alex’s workplace interactions, then complete the understanding check.
Core learning: This module explains the common ways subconscious bias can show up in everyday behaviour, communication, workplace decisions and wider social patterns. You will explore different types of bias and consider how they can affect who is heard, trusted, supported, developed, believed, included or treated as having potential.
· Affinity bias: favouring people who seem similar to us.
· Confirmation bias: noticing information that supports what we already believe.
· Stereotyping: making assumptions about someone based on group identity or background.
· Halo effect: allowing one positive trait to influence our whole view of a person.
· Horn effect: allowing one negative trait or mistake to influence our whole view of a person.
· Attribution bias: explaining our own mistakes as situational but others’ mistakes as personal failings.
Bias can present itself in subtle behaviours, everyday decisions and workplace systems. It may affect who is listened to, who receives development opportunities, whose mistakes are forgiven, whose ideas are credited, and who is seen as having potential. Bias can also appear in language, such as describing one person as “assertive” and another as “aggressive” for similar behaviour, or seeing one person as “a natural fit” without being able to explain the evidence behind that judgement.
Alex’s story continues: As Alex begins induction and meets the team, bias could show up in subtle ways: a colleague may speak over him, assume he will be difficult to manage, exclude him from informal conversations, avoid giving him client-facing tasks without evidence, or interpret a direct communication style as rudeness. Colleagues may also notice assumptions about teamwork, flexibility, professionalism or “fit” that are not based on Alex’s actual behaviour, skills or performance. Recognising these patterns helps prevent bias from becoming unequal treatment.
Team interaction example: In a team meeting, Alex suggests a change to a process after noticing a repeated inefficiency. The room moves on quickly because his style is direct and detailed. A colleague notices that the idea may be dismissed because of how it was communicated rather than its value. They bring the discussion back professionally: “Before we move on, I’d like to return to Alex’s suggestion. There may be useful detail here that could help us improve the process.” This helps ensure Alex’s contribution is considered on its merits.
Continuing story example: Bias might present itself in several ways. A colleague might avoid Alex because they feel unsure how to communicate, assume he will struggle with change without asking what support is useful, speak for him in meetings, over-focus on his neurodivergence when it is not relevant to his role, or assume he will not “fit” before getting to know his work. Bias can also appear in systems, for example if onboarding information is unclear, instructions rely only on verbal explanations, meetings have no agenda, or workplace adjustments are treated as special favours rather than fair support.
Self-paced reflection: Looking at Alex’s story, identify two places where bias could appear: one in an individual colleague’s behaviour and one in an organisational process. What would respectful, inclusive workplace practice look like for a neurodivergent employee in each case?
Module 2 Understanding Check
1. Choose two types of bias from this module and explain how each one could appear in a workplace decision.
2. How can bias affect who is listened to, credited or offered opportunities?
3. What is the difference between affinity bias and confirmation bias?
4. Think of a situation where the phrase “good fit” could hide an assumption. What evidence would you need to check?















Module 3 helps learners recognise bias in the moment by noticing personal warning signs, colleague behaviour and decision-making risks.
Module 3: Recognising Bias in the Moment
Estimated completion time: 15 to 20 minutes
Module flow: Learn the warning signs, practise the Pause, Question, Check tool, apply the learning to Alex’s scenario, then answer the short questions.
Core learning: This module focuses on recognising bias as it happens. You will learn to notice situations where bias is more likely, identify personal warning signs, observe patterns in colleagues’ behaviour, and recognise wider social messages that may shape assumptions. The aim is to create a pause between reaction and response so that you can choose a fairer action.
Bias is most likely to appear when we are under pressure, tired, rushed, relying on instinct, working with limited information, or making decisions about people. Learners should practise noticing internal warning signs such as instant likes or dislikes, assumptions based on appearance or background, discomfort with difference, repeated preference for familiar people, or dismissing someone’s contribution without clear evidence. Recognising bias is a skill that improves with practice. The goal is to notice the moment between reaction and response, then choose a fairer and more evidence-based action.
Alex’s story continues: A colleague uses the moment of hesitation as a cue to pause. They ask themselves: “Am I responding to Alex’s actual role and behaviour, or to an assumption I have made about neurodivergence?” They check their behaviour against professional expectations: respectful greeting, clear communication, inclusive introductions, appropriate confidentiality, relevant questions, accurate recording of information, and the same level of support that would be offered to any new employee.
Team interaction example: A colleague hears another team member use the wrong name for Alex after Alex has already introduced herself. Rather than ignoring it or drawing unnecessary attention, the colleague calmly models the correct name in their next sentence. If the pattern continues, they raise it privately and respectfully, focusing on professional expectations and the importance of an inclusive workplace.
Continuing story example: A colleague notices they are hesitating before inviting Alex into a fast-moving discussion. They pause and name the reaction privately: “I may be assuming Alex will not want to join because he is neurodivergent.” They question the assumption: “What do I actually know? Alex is a new employee and deserves the same welcome, respect and access to team conversations as anyone else.” They then check the professional standard: ask role-relevant questions, provide clear context, allow time to respond, avoid speaking for him, and focus on helping him settle into the role.
Practical tool: Pause, Question, Check. Pause before acting on a first impression. Question what you are assuming and what evidence you have. Check whether the same standard is being applied to everyone involved.
Self-paced reflection: If you were working with Alex, what warning signs might tell you that bias or discomfort was influencing your response? Consider tone, assumptions about communication, unnecessary questions, avoidance, patience, clarity, confidentiality, team inclusion and whether the same quality of support is being offered.
Module 3 Understanding Check
1. What conditions make subconscious bias more likely to influence decisions?
2. What personal warning signs might suggest that bias is affecting your judgement?
3. Explain how the Pause, Question, Check tool can help you make a fairer decision.
4. Name one regular decision you make and describe how you could make it more evidence-based.





























Module 4 turns awareness into action by introducing practical ways to interrupt, reprogramme and reduce the impact of bias over time.
Module 4: Reprogramming Our Biases
Estimated completion time: 20 minutes
Module flow: Explore practical bias interruption strategies, follow how Alex’s team builds better habits, complete the personal action exercise, then answer the understanding check.
Core learning: This module explains how bias can be interrupted and gradually reprogrammed through repeated practice. You will learn practical strategies for replacing assumptions with evidence, challenging biased patterns respectfully, using structured decision-making, seeking wider perspectives, and becoming an active example of inclusive behaviour in your team and wider community.
· Pause before deciding: slow down and avoid relying only on first impressions.
· Ask evidence-based questions: What facts support this judgement? What might I be assuming?
· Use structured criteria: apply the same standards to everyone when hiring, allocating work, giving feedback or assessing performance.
· Seek different perspectives: invite input from people with varied experiences before making important decisions.
· Practise counter-stereotypical thinking: deliberately expose yourself to examples that challenge assumptions.
· Build inclusive habits: credit ideas fairly, avoid interrupting, pronounce names correctly and ensure quieter voices are invited into discussions.
· Use an if-then plan: for example, “If I notice I am making a quick judgement, then I will pause and ask what evidence I have.”
Reprogramming bias does not mean removing every automatic thought. It means building habits that help you notice bias earlier, interrupt it more reliably, and replace it with fairer patterns of thinking and behaviour. This requires repetition. A single moment of awareness is useful, but lasting change comes from practising specific actions until they become part of normal decision-making.
Alex’s story continues: After Alex’s first week, a colleague reflects on what helped them provide a respectful welcome and what could be improved. They do not rely on goodwill alone. Instead, they identify practical habits: providing clear written information, checking what support is useful rather than assuming, allowing processing time, avoiding unnecessary personal questions, maintaining confidentiality, and seeking manager or policy guidance if unsure. Over time, these repeated habits help reduce the chance that uncertainty or stereotypes about neurodivergence will affect future workplace relationships.
Team interaction example: At the end of Alex’s first month, the manager reviews how the team has supported her onboarding. They consider whether Alex has had equal access to informal knowledge, meetings, development conversations and feedback. The manager asks practical questions: “Have we included Alex in the same networks as other new starters? Have we judged her work against the same role criteria? Have we addressed mistakes respectfully and consistently?”
Continuing story example: After reflecting on Alex’s first week, the team agrees a practical habit: “If I feel uncertain about how to support someone, then I will ask what information or working approach is useful for the role, rather than making assumptions.” They also agree that support should be normalised. Clear communication, agendas, written follow-ups and respectful flexibility can benefit many employees, not only neurodivergent colleagues.
Personal action exercise: Write one if-then plan for providing professional and inclusive support in Alex’s scenario. For example: “If I notice I am making an assumption about how a neurodivergent colleague communicates or works, then I will pause, check the evidence, ask role-relevant questions, and make sure my behaviour does not reduce the quality of support or opportunity I offer.”
Learning check: Reprogramming bias is most effective when it combines personal awareness with practical systems, such as structured questions, written criteria, diverse input and time to reflect.
Being the Example: Active Bias Interruption
Actively addressing unconscious bias does not require perfection. It requires willingness to notice, learn, correct and act. Being the example means modelling respectful language, giving credit fairly, asking evidence-based questions, challenging assumptions without shaming others, and improving systems so that fairness does not depend only on individual goodwill.
· In yourself: pause when you feel certain too quickly, notice discomfort, question assumptions and seek evidence.
· With colleagues: model inclusive behaviour, give credit, invite unheard voices, and address repeated biased patterns respectfully.
· In systems: support structured criteria, fair access to opportunities, transparent decisions and processes that reduce reliance on personal preference.
· In society: notice stereotypes in media, language, public debate and everyday assumptions, then choose actions that challenge rather than repeat them.
Practical Actions for Being the Example
Being the example means turning awareness into visible, repeatable behaviour. The actions below are designed to help learners practise bias interruption in everyday moments, rather than waiting for formal complaints or serious incidents. Small actions, repeated consistently, can change the tone of a team and make fairer behaviour feel normal.
1. Practical Actions in Yourself
· Notice when you feel certain very quickly about a person, situation or decision.
· Ask yourself, “What evidence do I have, and what am I assuming?”
· Slow down decisions when you are tired, rushed, under pressure or working with limited information.
· Check whether you are applying the same standards to everyone involved.
· Reflect on patterns: who do you naturally listen to, trust, forgive, include or avoid?
· Seek feedback from trusted people who can help you notice blind spots.
· Correct yourself briefly when you make a mistake, then continue respectfully.
Example phrase: “I may be making an assumption here. Let me check the facts before I decide.”
2. Practical Actions with Colleagues
· Give credit when someone’s idea is overlooked, repeated or claimed by someone else.
· Invite quieter voices into discussions without putting people on the spot.
· Challenge biased language or assumptions calmly and specifically.
· Address repeated mistakes privately where possible, especially when they affect dignity or inclusion.
· Model respectful curiosity by asking role-relevant questions instead of personal or intrusive ones.
· Support colleagues who raise concerns rather than dismissing them as “too sensitive”.
· Use team norms, such as rotating chairing, note-taking and speaking order, to reduce informal power patterns.
Example phrases: “I think that point was raised earlier by Alex; let’s come back to it.” “What evidence are we using to make that judgement?” “Could there be another explanation?”
3. Practical Actions in Workplace Systems
· Use written criteria for recruitment, promotion, work allocation and performance decisions.
· Record the evidence used for decisions so choices can be explained and reviewed.
· Check whether opportunities are being shared fairly or only through informal networks.
· Review forms, records, policies and communications for language that may exclude people.
· Build in pauses before important decisions so instinct is not the only guide.
· Use diverse panels or reviewers where appropriate to reduce single-perspective decisions.
· Track patterns over time, such as who receives development opportunities, high-visibility work, praise, challenge or flexibility.
Example phrase: “Before we decide, let’s check this against the agreed criteria and make sure everyone has been considered fairly.”
4. Practical Actions in Society
· Notice stereotypes in media, jokes, headlines, social media posts and everyday conversations.
· Question generalisations about groups of people, especially when they are presented as “common sense”.
· Seek information from a wider range of voices and lived experiences.
· Avoid sharing content that reinforces stereotypes or dehumanises others.
· Use inclusive language and avoid making one group the default standard.
· Recognise that bias can be structural, not just personal, and ask who benefits or is disadvantaged by a norm.
· Choose everyday actions that widen dignity, safety and opportunity for others.
Example phrase: “That generalisation does not reflect everyone’s experience. Could we look at this more fairly?”
Personal Commitment: One Action I Will Practise
Choose one practical action from this section and write it as an if-then commitment. For example: “If I notice someone’s idea being overlooked, then I will bring the conversation back to them and make sure the idea is considered fairly.” Learners should choose an action that is realistic, specific and repeatable in their role or daily life.
Module 4 Understanding Check
1. Why does reprogramming bias require repeated practice rather than a one-off decision?
2. Which bias interruption strategy from this module would be most useful in your role or daily life, and why?
3. Write one if-then plan you could use when you notice a biased assumption forming.
4. How can structured criteria or diverse perspectives reduce the impact of bias?
Reflection Activity
Ask learners to think of a time when they made a quick assumption about someone. They should consider what information they had, what information was missing, what may have influenced their judgement, and what they would do differently now. This activity should be handled respectfully and does not require learners to share personal examples unless they choose to.
End Assessment: 10 Multiple-Choice Questions
Instructions: Read each question carefully and select the one best answer from options A, B, C or D. Some questions include scenarios, so consider what the situation is showing before choosing your response. Complete all 10 questions independently before reviewing the answer key. Use any incorrect answers as a prompt to revisit the relevant module and strengthen your understanding.

1. What is subconscious bias?
A. A deliberate decision to treat someone unfairly
B. An automatic assumption or preference that can influence judgement without conscious awareness
C. A formal workplace policy
D. A personality trait that cannot be changed

2. Scenario: A manager gives a high-profile project to the employee they socialise with most because they “just feel like the person will fit best”. What bias may be present?

A. Affinity bias
B. Attribution bias
C. Recency bias
D. Anchoring bias

3. Which situation increases the risk of subconscious bias?
A. Using clear criteria
B. Taking time to review evidence
C. Making a rushed decision with limited information
D. Asking for different perspectives

4. Scenario: During a meeting, a colleague’s idea is ignored until someone more senior repeats it. What inclusive behaviour could help prevent this?

A. Only accepting ideas from senior staff
B. Making sure people receive credit for their ideas
C. Ending the discussion immediately
D. Avoiding group conversations

5. What is confirmation bias?
A. Looking only for information that supports what we already believe
B. Treating everyone with exactly the same needs
C. Changing our view when new evidence appears
D. Asking others for feedback

6. Scenario: An interviewer decides within the first minute that a candidate is not suitable because they have an unfamiliar accent. What should the interviewer do?

A. Trust their first impression
B. End the interview early
C. Return to the agreed criteria and evaluate the candidate’s skills and evidence
D. Ask personal questions about the candidate’s background

7. Which question can help interrupt a biased judgement?
A. Why do I feel so certain so quickly?
B. Who do I usually prefer to work with?
C. What evidence supports this decision?
D. All of the above

8. Scenario: A team leader assumes a parent will not want to travel for work and does not offer them an opportunity. What is the main problem?

A. The leader made a decision based on an assumption rather than asking the person
B. The leader saved time
C. The opportunity was not important
D. The parent could never travel

9. Which action best supports reprogramming bias over time?
A. Ignoring bias because everyone has it
B. Practising repeated reflection, seeking feedback and using structured decision-making
C. Making decisions only by instinct
D. Avoiding conversations about inclusion

10. What is the purpose of an if-then plan?
A. To blame others for biased behaviour
B. To prepare a specific response when a bias warning sign appears
C. To avoid making decisions
D. To prove bias no longer exists

Assessment reflection: Once you have completed all 10 questions, pause before reviewing the answer key. Consider which questions felt straightforward, which required more thought, and where your own assumptions may have influenced your response. Use the assessment as a learning tool, not just a score, and revisit any module where you would benefit from further reflection or practice.
Answer Key
1. B   2. A   3. C   4. B   5. A   6. C   7. D   8. A   9. B   10. B


Further Reading and Resources
· Acas guidance on unconscious bias: useful for understanding how unconscious bias can affect workplace decisions and how employers can reduce risk through fairer processes.
· Project Implicit: a public education and research resource that explores implicit cognition and automatic associations.
· Harvard Online course on blind spots and better decisions: useful for learners or facilitators who want a deeper academic introduction to hidden bias and decision-making.
· Systematic review on implicit bias interventions: useful for understanding why bias reduction should be treated as ongoing practice rather than a one-off training event.
· Internal organisational policies: learners should also review their organisation’s equality, diversity, inclusion, recruitment, grievance and dignity at work policies where available.
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