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Conclusion

Beyond implicit bias being an important issue overall, considering implicit bias is important
in residence life staff specifically because of the large impact they have in over 2,400
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: : : : : : : : impact of the research.
This !jjemg salld, somg recommendations university housing services on our campus could _ Project may have been more effective being done Learning about implicit bias will help residence life staff create a more fair environment and
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- Annual incorporation of implicit bias training in Student Leader Training during summer academic year. . because it wllclLEo§|t|ver|;mpactvserfcl)lrmancg |tn tthhglr p05|trons W|t:rl]<r(;(.)f\;vlediebani q
- Incorporate Implicit bias role playing in behind closed doors activities - Group of students and professional staff members awareness 0 elr.own 1a>es. TE @ c?me " .O .IS e>.<p.er|.ence VYI. ! erep ORI,
- EX: Rather than sending people to one specific room, set up a series of rooms with different participating in this project were limited to only views, and perceptlnons of our surroundings. Wlth |mpI|C|t. I?las training, desplte our
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— more educated on biases and their impact on them and their ability to best serve as student
Consider this data and determine if residence life needs to re-evaluate training on incidents leaders > v
and documenting residents.

Through implicit bias training, there can be more fairness and equity in many aspects of
residence life, including, but not limited to, conduct, hiring of new student leaders, and
interactions with resident.




