
Facilitation Notes – Bias and Inequality (Informed) 
 

Slide 1 – Title slide  
Title slide  
 
Slide 2 – How to use this resource 
These slides can be used to facilitate professional learning in a group or whole-
setting, or as a self-directed learning activity as an individual. 
 
Facilitation notes are included at the bottom of each slide 
 
Please do not remove or change any of the slides included. 
 
Facilitators are welcome to add slides or activities relevant to your own setting, to 
support discussion and exploration of the topic. Facilitators will know their 
participants’ needs best. 
 
Anyone who works in an educational setting can be a facilitator and use these slides. 
 
For reflection or discussion activities, it is important to establish a safe space which 
encourages respect and honesty to ensure that everyone is able to participate. 
 
 
Slide 3 – IWE Professional Learning Framework 
This professional learning resource comes under the Rights and Equalities theme of 
the Inclusion, Wellbeing and Equalities Framework.  
 
 
Slide 4 – National model of professional learning 
This professional learning resource will support you to deepen your knowledge and 
understanding in relation to equalities work and approaches.  
 
You will have the opportunity to consider how to take this learning forward on your 
own and with others.  
 
On completion of the professional learning you will be asked to consider what your 
next steps will be  
 
Take some time to consider the reflective questions 
 
Links: The National Model of Professional Learning  
 
 
Slide 5 – Welcome 
This session aims to provide an opportunity to:  

• Explore the concept of unconscious and conscious bias 
• Consider how you can become more aware of your own biases and ways to 

challenge them 
 
 

https://professionallearning.education.gov.scot/explore/the-national-model-of-professional-learning/


Slide 6 – Diversity 
You may have explored the concept of diversity and different 
identities/characteristics in the professional learning ‘Mirrors and Windows: Diversity 
in the Curriculum’ [link]. In the next few slides we will be focusing on gender 
stereotypes and unconscious bias that can arise from this, but it’s important to 
remember that stereotypes and bias can be held about any of the identities on this 
slide and more. 
 
Slide 7: Gender Stereotypes 
 
Before exploring the concept of bias and how we can begin to explore and challenge 
our own biases, it is firstly important to understand how biases are formed and how 
they relate to societal inequality.  
 
The word clouds in the slide show some of the gender stereotypes that emerged 
when practitioners were asked to consider words they might commonly associate 
with boys and with girls.  
 
Ask participants to take a couple of minutes to identify any patterns and differences 
for each gender. 
 
You will see that the word cloud for the boys has words that focus on physicality, 
strength, activenessand competitiveness. The word cloud for the girls has words that 
focuses on compliance, passivity, appearance and nurturing behaviours. (the boys 
word cloud is top left, girls bottom right).  
 
It’s important to know what the stereotypes are so that we become aware of them 
and can begin to dismantle them. We should be living in a society where every child 
and young person has the potential to hold a characteristic and for it not to have 
connotations about gender, race or other diversity feature, because that can be 
limiting. 
 
The definition of a stereotype is a widely held belief or generalisation about 
the behaviours, characteristics and roles performed by a specific group (e.g. women 
and men for gender stereotypes). Gender stereotypes reinforce the idea of gender 
being binary and fixed, when most young people will possess a mixture of the traits 
above, regardless of gender. However, these stereotypes are so entrenched in our 
societal narrative that we will likely have biases that have been influenced by them, 
often without us even realizing. 
 
 
Slide 8: Gender Stereotypes – Unconscious Bias 
The stereotypes we have began to unpick in the previous slide, act as a foundation 
for unconscious/implicit bias and conscious bias. They create expectations which we 
unknowingly project onto others.  
 
Stereotypes lead to bias, which in turn reinforces stereotypes.  
 
We are speaking specifically about gender stereotypes here, but the stereotypes can 
be held about different characteristics such as the ones listed on slide 6. 
 



Slide 9: Unconscious vs Conscious Bias  
When first thinking about the concept of bias, it is useful to consider both 
unconscious, or implicit bias and conscious bias. We all possess unconscious bias, 
but it is likely that many of us will also have more conscious forms of bias too.  
 
It's important firstly to consider the function of unconscious bias. Our mind uses a 
dual processing system, because we have to process so much information that our 
conscious mind cannot keep up. Our conscious mind works more slowly and is 
responsible for more rational and considered thinking. However, to function 
efficiently, our unconscious mind processes a lot of information for us and helps us 
to make snap decisions or inform our actions in certain situations, e.g. when playing 
sports or driving our cars. It helps us make these decisions through using our 
experiences and identifying patterns to predict the correct course of action. 
Unfortunately, experiences can be informed by societal stereotypes and so often 
decisions based on these experiences can be harmful to the people/group that the 
stereotype is held about.  
   
When we are unaware of it, unconscious bias often happens automatically. It can 
often be in direct opposition to a person’s values or beliefs. Our unconscious bias is 
very often wrong and if unchecked it can lead to prejudice.   
  
Whilst we can’t get rid of it there are ways we can try and mitigate it – the first of 
these is by trying to be aware of when you may have made a decision that has been 
influenced by unconscious bias. Some thoughts will enter our heads automatically as 
a result of years of social conditioning from the media or from our own experiences, 
e.g. But what is important is that we recognise that this may constitute bias and 
consider whether it is influencing our perceptions, interactions and actions.  
  
On the other hand, conscious bias is a reflection of a person’s feelings and values, 
and involves active discrimination, exclusion or harm to another person/group of 
people.  
 
Conscious bias can be informed by belief systems, so it can be helpful to examine 
the belief systems and cultural values that you adhere to and consider whether they 
have been informed by or benefit from prejudice. 
 
The only way we can challenge our own biases is by becoming aware of what they 
are first.  
 
Participants can try the Harvard Implicit Bias test in their own time.  

Links: http://bit.ly/HarvardTest  

 
Slide 10: Who do I trust (activity)  
This next section includes an activity that will help us to explore diversity, and how 
our unconscious bias may be formed and reinforced through our life experiences.  
 
Overview 
To explore the diversity, or lack of it, within our own “in-group”. 

http://bit.ly/HarvardTest


  
Preparation 
Either ensure that everyone will have paper and pen. 
Or print and copy the handout – enough for one per person 
  
Activity 
Ask the participants to write the names or initials of the 6 people they trust the most. 
Try to avoid using family members.  
Reassure participants that this is private and they don’t need to share it with anyone 
else. 
 
 
Slide 11: Who do I trust (activity)  
Now ask participants to expand the information to include age, gender, ethnic origin, 
education and other information (other information might include where they met the 
person or shared hobbies etc). 
  
Summarise activity on trust – we are drawn to people who are similar to us. 
 
Discussion 
There will be variation in answers but generally people trust people who are like 
them e.g. of a similar age or ethnic origin. 
Our increased likelihood of trusting someone like us is an example of an 
unconscious bias in action. 
 
Commonness leads to comfort which leads to perception of competence. 
 
Slide 12: Allport’s Scale 
Stereotypes and bias are a cause and a consequence of inequality, where they 
reinforce a power imbalance between different groups by limiting opportunities and 
allowing discrimination. This inequality creates a foundation for the perpetuation of 
stereotypes and bias. To interrupt this cycle we have to explore our own bias and 
create a culture where stereotypes are challenged.  
 
This pyramid shows Allport's scale, and we will explore this more in the Impact of 
Inequality professional learning [link]. However, you can see that bias and 
stereotypes make up the bottom layer of the pyramid, providing a foundation for 
increasingly harmful behaviours that contribute to societal violence. To prevent this 
progression we have to start by challenging the low level, everyday behaviours such 
as bias and stereotypes. This needs to be done consistently. 
 
Below is a link to a lesson plan explaining Allport’s Scale. 
 
Links: http://the-classroom.org.uk/wp-
content/uploads/2014/07/Prejudice_And_Allport_Scale.pdf-1.pdf  
 
Slide 13: Interpersonal and Structural Racism 
 
We have been considering bias as an interpersonal issue but important to remember 
that it has structural roots.As an example, the definitions of interpersonal, 

http://the-classroom.org.uk/wp-content/uploads/2014/07/Prejudice_And_Allport_Scale.pdf-1.pdf
http://the-classroom.org.uk/wp-content/uploads/2014/07/Prejudice_And_Allport_Scale.pdf-1.pdf


internalised, institutional and structural racism can help us to understand this 
relationship. 
 

• Interpersonal Racism 
Prejudices, individual actions and discriminatory behaviours where a person 
makes assumptions about the abilities, motives and intents of other people 
based on race. This set of prejudices can lead to cruel actions (e.g. racist hate 
speech) and unintentional actions towards a person or a group of people. 

• Internalised Racism 
This occurs as a result of subliminal messages of racial inferiority and 
superiority present in society. This can cause Minority Ethnic people to 
internalise negative messages about their own abilities and intrinsic worth. 

• Institutional Racism  
When institutions and organisations discriminate against Minority Ethnic 
people to limit their rights. The Stephen Lawrence Inquiry defined it as: 
‘The collective failure of an organisation to provide an appropriate and 
professional service to people because of their colour, culture or ethnic origin. 
It can be seen or detected in processes, attitudes and behaviour which 
amount to discrimination through unwitting prejudice, ignorance, 
thoughtlessness and racist stereotyping which disadvantages Minority Ethnic 
people.’ (6.34) 

• Structural Racism 
This refers to the economic, political, social and cultural structures, actions 
and beliefs that systemise an unequal distribution of privilege, resources, 
safety and power in favour of the dominant racial group at the expense of all 
other racial groups. Examples of this can be found in the over-representation 
of certain Minority Ethnic groups in poverty, unemployment and Covid-related 
deaths.  
 

Links: 
https://blogs.glowscotland.org.uk/glowblogs/promotingraceequalityandantiracisteduc
ation/terminology/  
https://www.gov.scot/publications/teaching-diverse-scotland-increasing-retaining-
minority-ethnic-teachers-3-years/  
Slide 14: Mood check-in 
 
Today we have explored some issues which may be challenging to discuss and think 
about, including our own biases and harmful stereotypes. It's important that we take 
time to reflect and acknowledge the emotional impact having these discussions can 
have on us. 
 
Ask participants to take a couple of minutes to look at the mood meter on the slide 
and think about how they might be feeling after this session. Which word 
summarises their feeling most accurately? Invite to share if they feel comfortable.  
 
Slide 15: Reflection 
 
Participants can do this in groups. 
Encourage educators to look at reflection questions and consider how they may be 
taken forward in enquiry.  

https://blogs.glowscotland.org.uk/glowblogs/promotingraceequalityandantiracisteducation/terminology/
https://blogs.glowscotland.org.uk/glowblogs/promotingraceequalityandantiracisteducation/terminology/
https://www.gov.scot/publications/teaching-diverse-scotland-increasing-retaining-minority-ethnic-teachers-3-years/
https://www.gov.scot/publications/teaching-diverse-scotland-increasing-retaining-minority-ethnic-teachers-3-years/


 
Some ideas of actions to take forward may be:  
 

• Reflect on situations where your implicit bias may have been more likely to 
come into play, for example, where you have had to make lots of decisions, 
situations where you might be stressed or feeling under pressure. In these 
situations rational thinking is less likely to inform decision making processes.  

• Examine your value and belief systems. Are there any that may be embedded 
in unequal or harmful structures? 

• Consider some actions that you can take to prevent bias from influencing 
decisions and interactions with learners.  

• Have discussions with learners in your setting about bias (see Allport’s Scale 
lesson plan). 

 


