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Victoria Police is committed to building a 
safe, inclusive and respectful workplace and 

culture, where our people are healthy, fit, 
ready and capable to be high-performing. 

Challenge your unconscious bias 
 
Factsheet JUNE 2019 
 
Everyone has a role to play in creating the 
workplace and culture we desire. We all need 
to challenge our unconscious bias and 
understand the impact it has on our 
decision-making. 

This guide is designed to assist Victoria Police 
employees to challenge their unconscious bias. 

What is unconscious bias? 
Unconscious bias and stereotypes can impact objective 
decision-making. They are two of the greatest barriers to 
merit-based systems in the workplace, and in turn to 
creating a diverse and inclusive workforce.  

Unconscious bias explains how we can be biased in our 
attitudes, behaviour and decision-making without 
intending to be. It is any detectable bias that operates 
outside of our conscious awareness. Our personal 
unconscious bias is often based on our personal 
experiences, background and culture.  

While we are not usually aware of our unconscious bias, 
nor is it based on ill-intent, it can affect how we think about 
and perceive reality in a number of ways:  

• Perception – opinion that determines how we see 
people and understand situations. 

• Attitude – the meaning and value we attribute to 
people and situations. 

• Behaviours – how we act as a result of our 
perception and attitude. 

• Attention – which aspects of a person we focus on. 

• Listening – the extent to which we hear what people 
are saying and seek to understand their intent.  

• Micro-affirmations – how much or how little we 
comfort or encourage certain people in certain 
situations, verbally and with body language. 

Benefits 
• Tap into the full talent pool of our 

community. 

• Identify the best candidate for a 
particular role to support Victoria 
Police’s current and future needs. 

• Improves the way we think, the 
decisions we make and the way 
we work by valuing diverse skills, 
talents, personal qualities, 
experiences and views. 

• Provides fair access to career 
progression and development 
opportunities to all employees to 
support their professional and 
career progression. 

• Builds the safe, inclusive and 
respectful workplace and culture 
that our people require to feel 
valued, supported and 
empowered. 

An opportunity to think differently 
Most of us try to do the right thing when 
making recruitment and development 
decisions, including when we assess a 
candidate’s merit (values, attitudes, 
behaviours, skills, experience, training 
and knowledge), however despite our 
best efforts, our decision-making is not 
always objective. 

Unless we make a conscious effort to 
challenge our unconscious bias it can 
result in decisions which are not 
supported by evidence or logic. 
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Use the checklist provided to understand 
and challenge your unconscious bias. 

Be aware of the common biases that can impact 
your decision-making. 

Some groups at Victoria Police experience unconscious bias 
more than others. Factors that influence unconscious bias at 
Victoria Police include: 

• location and work arrangements  
• marital and family status 
• religion, ethnicity, age and gender; and 
• appearance and personality. 

Awareness of unconscious bias is a starting point, but to ensure 
we objectively assess and ultimately select a candidate based on 
merit rather than letting our unconscious bias affect our 
judgement, we require a slow, deliberate and considered 
approach to decision-making and thinking. 

Common biases  

Affinity bias 
“Good fit for the team” 
We favour those who are most like us or share 
similarities to us. This can result in homogenous 
teams and group think. 

Confirmation bias 
“I knew it!” 
We accept or look for information that confirms our 
beliefs, preferences or judgements, ignoring 
contrary evidence. 

Halo and horns effect 
We think everything about a candidate is 
good/understate negative qualities because we like 
them or we think everything about a candidate is 
bad/understate positive qualities because we 
dislike them.  

Social and group think bias 
“That’s what the boss said!” 
We agree with the majority or someone more 
senior to us to maintain harmony. 

Status Quo bias 
“Play it safe” 
We are reluctant to choose a candidate outside the 
‘norm’ because of an unconscious perception of 
risk. 

Backfire Effect 
When your core beliefs are challenged, it can cause 
you to believe them even more strongly. Sometimes 
we can experience being wrong as an attack on our 
very selves. 

Challenge your 
Unconscious Bias 
Checklist 
 Challenge yourself and others. 

- What are my biases? 
- Who am I including or 

excluding? 
- Identify your own bias.  
- Who am I encouraging and 

praising? 
- Am I promoting equality? 
- Is my ‘gut-feeling’ the same 

as ‘logical thinking’? 
- How well do I seek to 

understand others? 
 Be consistent and systematic. 

Use approved Victoria Police 
recruitment, selection and 
evaluation methods.  

 Ignore irrelevant information 
such as gender, age, marital or 
prenatal status, ethnicity and 
seniority. 

 Slow down and step back. Test 
your thinking. Always come 
back to the evidence. 

For detailed advice on recruitment and 
selection processes contact the 
Transfer and Promotion Unit (Sworn) 
or Recruitment Services (VPS). 

Our Commitment  
We are committed to building a 
safe, inclusive and respectful 
culture and workplace, where our 
people are empowered and 
equipped to be  
high-performing. 

It is critical that everyone has fair 
access to career progression and 
development opportunities to 
develop  values, attitudes, 
behaviours, skills, experience, 
training and knowledge – the 
qualities that define merit. 

We are taking disruptive action and 
working hard to remove barriers 
across our organisation to support 
this commitment. This includes 
establishing merit-based 
recruitment and development 
practices and methods, 
challenging discrimination and bias 
that exists in our people policies, 
processes and practices, as well 
as building awareness on the bias 
that influences our personal 
decision-making and behaviour. 


