Cognitive Biases That Can Impact Supervisory Actions

	1. Affinity Bias
The tendency to think more positively about people with whom we share attributes
(attended same college, live in same area, resembles a favorite cousin, etc.)

For example, a supervisor may have positive feelings toward someone with whom they have an affinity and therefore perceive them as more competent than other employees.

Lean In: What is Affinity Bias? (video)
Clarity: Tackle Affinity Bias with these 3 Steps
	2. Bandwagon Effect
A person is more likely to go along with a belief if there are many others who hold that belief.
Other names for this are
“herd mentality” or “group think.”

In a meeting, it may be difficult for minority opinions to be heard if the majority of the group holds a strong contrary view.

WiseGEEK: What is a Bandwagon Effect? Psychology Today: The Bandwagon Effect
	3. Choice-supportive Bias People tend to remember an option they chose as more positive than it actually was and the other options as more
negative than they really were.
Supervisors may emphasize rationale that supports decisions they have made in the past. “We hired someone from a prestigious university last time and it worked out really well.”

Choice-Supportive Bias: The Hidden
Influence on Our Decisions

	4. Confirmation Bias Paying more attention to information that reinforces previously held beliefs and
ignoring evidence to the contrary.

A supervisor who believes that women are more warm and caring might selectively focus on outcomes that highlight the collaboration skills of female employees.

Psychology Today: What is Confirmation Bias? VerywellMind: Confirmation Bias
	5. Info Availability Bias Making decisions based on immediate information or examples that come to mind.

If search committee members hear about a candidate from Georgia who accepted a job and then quit because of the cold weather, they might be more likely to assume that all candidates from the southern U.S. would dislike living in Minnesota.

VerywellMind: Availability Heuristic and Making Decisions
	6. Fundamental Attribution Error Overemphasizing personal characteristics and under-estimating situational factors when
explaining other people’s behavior.

For example, if an employee is late to an important meeting the supervisor might conclude they are irresponsible or lazy, rather than remember that a major campus access road was closed unexpectedly.

Ethics Unwrapped: Fundamental Attribution Error

	7. Halo Effect
Judging others similarly on all traits, assuming that because someone is good or bad at one thing they will be equally good or bad at another.

For example, if an employee has strong relationship-building skills the supervisor might conclude they would be a good project manager without verifying their project-related skills..

The Economist: The Halo Effect
Robert Half: Hiring and the Halo-Effect Trap
	8. Ingroup Preference People tend to divide themselves into groups, then assign positive characteristics to their own group.

Supervisors may build team camaraderie and view their group’s accomplishments favorably, while at the same time discounting the contributions of people from other departments or institutions.

Explore Psychology: What is the Ingroup Bias? Understanding Prejudice: Ingroup Favoritism
	9. Recency Effect
Recent events are easier to remember and can be weighed more heavily than past events or potential future events.

During a performance review, supervisors may focus more heavily on events that occurred recently rather than provide an overview of the entire review period.

SKYbrary: Recency Bias
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