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Chapter 1

 Introduction


Casual conversation in the workplace is rife with stereotypes communicated among employees, administration, vendors, and customers. Stereotypes are shared mental representations of all members of a social group that may act as an expectation or explanation of behavior or attitude and play a role in prejudice and discrimination (Kurylo, 2012a). Even open-minded and inclusive employees with the best intentions can still inadvertently communicate stereotypes in ways that reinforce the status quo and, intended or not, make marginalized voices less likely to be heard (Orbe, 2006). Stereotypes are deeply connected to cultural history and uniquely tied to personal experience. They are often tinged with concerns about prejudice and discrimination. Political correctness further empowered this stigma (Rees, 1993; Williams, 1995), resulting in the prescription that people should avoid communicating with stereotypes. Despite this, interpersonally communicated stereotypes occur (Kurylo, 2013a). Although deterrents to communicating the most egregious and overt stereotypes exist (i.e., political correctness, prejudice, and poor decision-making) (Kurylo, 2013a), people, nonetheless, continue to communicate stereotypes in a variety of ways and places, including at work.

The ubiquity of stereotypes being communicated is a natural result of their functionality in communication. Kurylo (2013a) argued that stereotypes are just as functional as any other form of communication (Ruben et al., 1988). According to Kurylo (2013a), communicating stereotypes, regardless of their stigma, serves the functions of giving advice, bonding, entertaining, controlling, communicating efficiently, managing impressions, reducing uncertainty, and relaxing. As a result of this functionality, those who communicate stereotypes in the workplace may not view their own or even another’s communication of stereotypes as problematic. Indeed, stereotypes may be viewed by colleagues and even supervisors as appropriate communication choices in a given conversation. Those who communicate stereotypes in the workplace may have blinders to their own behavior that prevent them from sincerely and authentically internalizing diversity, equity, and inclusion (DEI) initiatives as relevant to their own communication behavior. Despite being functional in communication, stereotypes are ultimately and inherently insufficient to achieve beneficial goals in professional settings. There are four reasons this is the case.

First, stereotypes work counter to DEI initiatives. Formal strategies known collectively as DEI are incorporated by companies seeking to foster inclusive workplaces and embrace diversity as an asset for business (Rezvani, 2015). Although the extent to which these initiatives are successful can be debated, they are, nonetheless, pro forma for many Fortune 1000 companies, utilizing company resources of time, money, space, and people. As laudable as fostering a more diverse, equitable, and inclusive workplace may be, top-down messages about DEI can be easily undermined when employees (at any level) inadvertently and casually communicate stereotypes that are inconsistent with the values of DEI messages within a company, and can cost resources.

Second, an employee’s stereotypical expectations expressed through communicated stereotypes can lead to biased behavior or even hypothesis-confirming questions and self-fulfilling prophecies (Hamilton et al., 1990) rather than evidence-based decision-making. It is not surprising, then, that despite DEI initiatives, disparities in the workplace persist for underrepresented minoritized employees. Prejudice and discrimination are lived experiences for many employees from a variety of groups (Gadsden, 2008). Research shows that those who are minoritized are disproportionately affected by prejudice in how people communicate about them (Henry et al., 2014; Kurylo, 2006), and the number of hate groups in the United States has increased (News 12, 2017). At the organizational level, discrimination is ever-present (Quillian et al., 2019), with glass ceilings and bamboo ceilings holding back women and Asians, respectively, from C-suite positions (Lockert, 2022; Nunes, 2021), and the number of Black CEOs has actually decreased (Berman, 2015).

Third, stereotypes can make people feel uncomfortable and anxious, threatening trust in the stereotyper and their organization. This may be because stereotypes can be communicated in subtle ways (Boss, 1979; Kurylo, 2006). These subtle stereotypes may be interpreted as microaggressions (Sue et al., 2007). Research has shown that subtly communicated stereotypes are often viewed as more problematic than overtly communicated stereotypes for those on the receiving end (Anderson, 2010). The communication of stereotypes, whether in subtle or overt ways, is a harmful practice for any business that prioritizes the bottom line, brand reputation, and customer relations—arguably every business. Regardless of the type of workplace, be it educational institutions, civil and public service organizations, media and entertainment industries, or private business entities, interpersonally communicated stereotypes can be consequential because of how they are interpreted within a workplace context (Kurylo, 2012b, 2013b).

Fourth, when stereotypes are communicated, an interactional dilemma occurs (Kurylo, 2013b). This interactional dilemma describes the experience of someone who has just witnessed a communicated stereotype and is torn between the political correctness ethos of responding with indignation and the face-saving necessity to keep the conversation proceeding smoothly and without conflict. Because of this interactional dilemma, people respond to communicated stereotypes in a variety of ways that give the appearance of indifference or even approval (Kurylo & Robles, 2015), regardless of whether they actually think the stereotype is appropriate. This is particularly problematic because being offended even once by a stereotype is enough to make a person want to avoid having a conversation with the stereotyper in the future. The concept of the interactional dilemma serves as a reminder that people can behave one way and yet think entirely differently (Allport, 1979; Fiske & Taylor, 1984). Regardless of our thoughts or intent, when an interactional dilemma occurs in the workplace, the stereotype may be socially constructed as valid to say or as accurate to base decisions upon (Kurylo & Robles, 2015).

Despite the intuitive preponderance of stereotypes communicated in the workplace, they are often overlooked as an area of concern for experts and non-experts alike (Kurylo, 2012a). There is a lack of understanding about the powerful dynamics of stereotyping that people inadvertently promulgate in their workplaces. A lack of reflection upon our own communication of stereotypes occurs as we focus on stereotypes communicated in more visible segments of society, such as in politics and by celebrities (Kurylo, 2013a). This allows stereotypes to be perpetuated through their continued use in seemingly innocuous workplace conversations that, nonetheless, can have serious substantive consequences (e.g., Kurylo, 2012b, 2013a, 2013b; Kurylo & Robles, 2015). Stereotypes are often viewed as bad and to be avoided due to the stigma associated with them (Allport, 1954/1979). Because of this, their more dynamic and complex role in communication is too often taken for granted, overlooked, or ignored. This book highlights the complexity of stereotype processes within distinct professions and the role that each of us play in these including the associated strategies, challenges, and impacts that are involved when stereotypes are communicated.

Communicated Stereotypes at Work exposes the way in which the communication of stereotypes occurs in various workplaces. Chapters explore what conversations at work that include stereotypes look like and expose how these conversations construct stereotypes as appropriate communication strategies, or not, in workplace contexts, and whether these constructions lend themselves to reifying or countering the accuracy of stereotypes. Through a focus on qualitative methods and analysis, the book differentiates itself from traditional research on stereotypes that stems from a heavily quantitative and psychological approach to the topic. Contributing authors provide theoretical, empirical, or pragmatic analyses of stereotypes communicated in varied professions. Chapters demonstrate how people benefit from communicating stereotypes in their workplace in a myriad of ways, such as in a functional way to accomplish the goals of a profession and in a professionally beneficial way for those who communicate them. Simultaneously, chapters highlight specific examples that illuminate the inherent, integral, substantive, and consequential problems that can manifest when communicating stereotypes in workplace contexts. Deconstructing stereotypes in both of these ways allows their impact to be described and explored in more depth than the stigma associated with stereotypes has heretofore allowed.


Book Overview

Topics and content in Communicated Stereotypes at Work have been curated to be complementary without overlap in workplaces covered across chapters. This allows the book to have a tremendous breadth of coverage in varied professional fields. Toward this end, chapters have been divided into the following sections:

The first section of the book is titled Education Institutions. Within this section, chapters cover all age ranges of schools and varied roles within private and public educational institutions, from custodial workers, librarians, and faculty to research scientists in some of the most prestigious research institutions in the country. Chapter authors use a variety of methodologies, from broader approaches like case studies, critical commentary, and rhetorical analysis to more micro approaches of interviews, focus groups, and discourse analysis. While educational institutions are often considered the most liberally minded workplaces, this section highlights how even in these spaces, stereotypes are communicated with impunity and, yet, simultaneously have substantive consequences for those involved.

In Chapter 2, Kurylo and Veeramani discuss how DEI initiatives are incorporated by companies seeking to embrace and benefit from diversity. Despite this, casual conversation in the workplace is rampant with stereotypes. Even well-intentioned employees can inadvertently communicate stereotypes and thwart inclusion. Using case studies in academic settings, this chapter offers new DEI-oriented framing for the concepts of “calling in” and “calling out.”

Historically, in the United States, recent immigrants and nonnative English speakers have been marginalized and discriminated against in the workplace. In Chapter 3, Alvarez uses interviews to examine the communication experiences of nonnative English-speaking Latin American immigrant janitors in a higher education organization to illuminate the ways in which nonnative English-speaking immigrants in a stigmatized occupation experience the workplace through the everyday communicative negotiation of stereotypes with supervisors and customers.

The research presented by Radford in Chapter 4 explores verbal, nonverbal, and environmental microaggressions and face-threats that library users and academic librarians experience, grounded in Goffman’s (1967) theoretical framework. Findings, illustrated with verbatim examples from the focus groups, enhance understanding of how negative stereotypes act as barriers to more inclusive library service and the profession. Results also enable the cultivation of better experiences for users and librarians, especially those from marginalized populations.

Stephenson’s ethnographic case study presented in Chapter 5 examines how a claim of “workplace violence” worked as a powerful rhetorical tool for maintaining a status quo that privileges a university’s dominant-group members. This discussion considers how racial identities, ascribed or assigned regardless of how an individual self-identifies, inform both directly and indirectly how individuals are perceived and treated. Although higher education promotes DEI, this may not cohere with individual experiences on university and college campuses.

In Chapter 6, Pei, Wu, and Liang discuss the “China Initiative” announced on November 1, 2018, by Attorney General Jeff Sessions, sending a chill to the Chinese American scientific community. On February 23, 2022, three days after federal prosecutors filed a motion to drop all charges against MIT Professor Gang Chen, Assistant Attorney General Matthew Olsen announced the ending of the “China Initiative.” The chapter discusses the impact on Chinese American scientists and the ecosystem of the American scientific community, as well as its implications for the United States and the rest of the world.

The second section of the book is titled Civil and Public Service Organizations. Chapters in this section explore how stereotypes targeting specific groups play out in these settings, which include nonprofits as well as local, state, and federal workplaces. Early chapters focus on a single specific targeted group, while later chapters address multiple and various targeted groups, including the commonalities across them. Chapters in this section capture the complexity of these public organizations, which function for the overall community welfare of citizens and, yet, employ individuals who have independent views about stereotypes.

In Chapter 7, Hu and Pham use interviews to explore how anti-Asian stereotypes prior to and during the COVID-19 pandemic affected Asian American healthcare providers’ interactions with patients and coworkers. This study revealed that racial stereotypes toward Asian American and Pacific Islander (AAPI) healthcare providers were constant but were uniquely demonstrated during the pandemic. Two types of racial stereotypes were expressed by patients and colleagues toward Asian American healthcare providers: those directly connected to the virus and those indirectly connected to the virus. Providers responded in three ways: pushing back, thinking back, and rationalizing racial stereotypes.

Chapter 8 by Harris and Sanders uses Vice President Kamala Harris to critique the ways Black women are perpetually subjected to workplace identity politics. As the United States’ highest profile Black woman politician, she represents the politicization of intersectional identities. Although identifying as multiracial, Harris’s body “reads” as Black and she is treated accordingly. Public critiques of Harris mirror those of many Black women in traditionally White workplaces, whose subjection to intersectional biases radically impacts professional realities and reflects societal resistance to Black womanhood in its many forms.

In Chapter 9, Hill and Giles explore ingroup communication and stereotype use in law enforcement. Maintaining social status by derogating others they perceive as outgroup members may promote ingroup solidarity, reinforce status divisions, and create further distance from outgroup members. One of the more salient processes of disparaging outgroup members is accomplished by using dehumanizing stereotypes. The authors explore the prevalent use of these stereotypes by police toward the public, reinforcing the “thin blue line” metaphor and damaging the legitimacy of the police profession.

In Chapter 10, Robles and Joyce examine the uses of categorization to produce possible stereotypes institutionally leveraged to accuse others of moral transgressions in three types of workplaces: a U.S. county clerk office, U.S. police-citizen encounters, and UK interactions among politicians. The authors show how categories are procedurally relevant in service of sequentially accomplishing actions, how discriminatory or prejudiced actions provide for the stereotypical character of some categories, and how these relate to the particular situated structures and normative expectations of their civil service context.

In the medical field, professionals may communicate stereotypes toward their patients through word or deed. Professional ethics discourages this type of interaction because it can negatively impacts patient compliance, care outcomes, patient quality of life, and healthcare outcome disparities. However, standards of care based on statistical models of responses to specific therapies or interventions aid in diagnosis and decisions about care, resulting in a positive aspect of professional stereotyping in medicine of which patients may be aware. In Chapter 11, Krueger explores this contradiction.

The third section of the book, titled The Media and Entertainment Industry, begins to move the book’s overall discussion to private sector businesses. Chapters in this section dig deep into how the media play various roles in perpetuating stereotypes as part of industry communication strategies. Earlier chapters in this section discuss more commonly known stereotypes, while later chapters focus on stereotyped groups that might have historically received less attention. This section provides a variety of approaches that deep dive into the intricacies of how stereotypes are used in the media and entertainment industry as a workplace, which is not often discussed as a workplace per se.

Hansen and Milburn study the professional sports commentators who have the task of needing to be simultaneously informative and entertaining in real time. As commentators draw upon membership categories to lend variety, symmetry, and style to the real-time commentary, they also bind category-associated features to them. In Chapter 12, the authors explore the uses to which commentators put membership categories related to the collection “National Identity.” The chapter discusses the implications of this category-work to the perpetuation of category-based knowledge, including stereotypes.

In Chapter 13, Fuse and Waters examine gender and humor types in episodes of the U.S. sitcoms: 2 Broke Girls, Two and a Half Men, and The Big Bang Theory. Fuse discovered that cross-gender humor tended to resonate with superiority theories of humor, and same-gender humor indicated the inferiority theory. Female main characters exhibited conflicting emotions stereotypically in conformance with ambivalence theories. Notably, humor that disparaged or alluded to same-sex orientations was used to discipline gendered performances into dominant constructions of heteronormative gender norms.

In Chapter 14, Cogan analyzes stereotypes within the incredibly diverse industry and ecosystem of punk music scenes, both local and global, that have existed as environments for dissent and articulations of self-expression. Despite this ideal and being stereotyped by mass media as nihilists and poseurs, punk scenes often entail hierarchies and rules related to self-identification that produce unspoken levels of judgment as to what is and is not “punk.” Marginalized women, queer, and Latinx punks are taking their rightful step into the forefront, which is also discussed.

Thirty years after “metaverse” was coined, the term re-emerged to join the “top ten words” of 2021. However, little is yet understood about the emerging issues of an embodied immersive workplace, such as the potential of how identity is perceived or dictated when workers are in the form of avatars. In Chapter 15, Davis and Louis address how technological design and organizational culture drive the creation of identity in ways that may reinforce, mitigate, or create entirely new stereotypes in the workplace.

The fourth section of the book is titled Private Business Entities. Chapters in this section discuss stereotype use in for-profit businesses from small family-owned businesses to large corporate chains. These chapters range from taking the perspective of the owner, to the employer, then the employee, and finally the customer in a customer service-oriented organization. Authors dig deep into these perspectives, each offering unique insights into how the communication of stereotypes plays out for the constituents of various businesses. Regardless of the size of the organizations discussed and the variety of the constituents, similarities across these situations related to the benefits and problems associated with the communication of stereotype use are exposed.

In Chapter 16, Yamaguchi discusses her ethnographic exploration of a Japanese American family mortuary and associated stereotypes during the COVID-19 pandemic. This research (1) examines a site within the Japanese American community where death, ethnicity, nationality, and gender intersect; (2) addresses the stereotypes of Japanese Americans who provide death and bereavement practices in the context of history and in the media; and (3) documents the perseverance of the Fukui mortuary and its staff during a challenging period of Asian American hate and discrimination.

Chapter 17 examines the stereotypes spoken by and the visual stereotypes of both U.S. and Chinese employees in American Factory, a 2019 Academy Award-winning documentary. Drawing from critical intercultural communication studies and critical rhetorical studies, González, Jiang, and Taylor argue that verbal and visual stereotypes arise from and reinforce the neoliberal logic of global capitalism and the attending values of efficiency and speed. The authors advance the intercultural ethic of “speaking with,” elaborated on in the chapter, as a strategy for reducing the influence of negative workplace stereotypes.

Matsushita’s study discussed in Chapter 18 focuses on what is known in Japanese cultural history as the second wave of women’s advancement in business settings. The chapter analyzes interview records using a method based on Grounded Theory. As a result, nine patterns and thirteen types of stereotypes of Japanese female professionals working toward advancement were found. Research shows that many businesswomen, even with unfavorable stereotypes, expanded their business fields by using uncompromising soft negotiation tactics based on trust.

Diverging from the focus on instrumentality in organization settings, in Chapter 19, Ward exposes how the “outputs” of religious organizations are not instrumental but accomplished through emotional work, spiritual work, and identity work. The chapter synthesizes more than a decade of ethnographic research and fieldwork on the evangelical Christian subculture into a theory of gendering in the religious workplace—and illuminates processes of more covert gendering in other workplaces.

In Chapter 20, Hart and Fassett discuss an incident that occurred in 2018 regarding the arrest of two Black men in a Philadelphia-area Starbucks while waiting for a friend inside the store. Although no charges were pressed and the CEO apologized for their treatment, this incident became another flashpoint for race relations in U.S. society. The authors analyze user posts on Starbucks’ public Facebook page and what they reveal about the public’s norms, rules, and premises for communication on the topic of racism.

Throughout the book, each chapter makes a unique theoretical, empirical, or pragmatic contribution to the goals of the book. Contributors are from a variety of institutions, professions, countries, disciplines, methodologies, and career levels. The benefit of this diversity is that it provides a range of viewpoints, examples, insights, and theoretical perspectives that offer in-depth analysis from those most equipped to speak to these professions and allows for an inclusive, well-developed, broad corpus of relevant content. While each author retains their voice through their distinct content, approaches, and writing styles, the book as a unified scholarly text speaks with clarity and directness to its reader.



Conclusion

Communicated Stereotypes at Work simultaneously exposes the pervasiveness of communicated stereotypes used to meet the needs of various workplaces to the benefit of the constituents they serve and also addresses problematic, dysfunctional, and disturbing issues and outcomes of these stereotypes. Communicated Stereotypes at Work shifts the focus of stereotypes from being predominantly obsessed with the celebrities and politicians who communicate them to also include the role that each of us play in perpetuating stereotypes in a variety of professions. In this way, Communicated Stereotypes at Work provides a multifaceted analysis that discusses the good, the bad, and the ugly involved in communicating stereotypes in professional contexts, exposing the underpinnings of why they are communicated, and problem-solving for alternatives.

Communicated Stereotypes at Work is not intended to encourage the use of stereotype. Rather, our goal is to expose its complexity so that we can better understand and own our role in perpetuating them despite prescriptions to the contrary. Communicated Stereotypes at Work is premised on the idea that stereotypes communicated in workplaces are complex. The chapters herein draw attention to innovative, eye-opening, and cautionary examples and insights that demonstrate why a book about stereotypes communicated in the workplace is invaluable. Communicated Stereotypes at Work exposes the stereotype, not as a simple stigmatized phenomenon but as inherently complicated and seemingly contradictory. Stereotypes communicated in the workplace involve the duality that they are often beneficial and functional as well as distasteful and undesirable. As constructs whose meaning is collaboratively produced through communication, exploring how this construction plays out in the often high-stakes environment of a workplace warrants this analysis. As a whole, the chapters included in this book expose the complexity of communicated stereotypes in workplace settings and highlight the implications of related constructions produced by their use.
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Part I


Education Institutions





Chapter 2

 Calling In and Calling Out


Human Resource DEI Strategies and Interpersonally Communicated Stereotypes in Academic Settings


Anastacia Kurylo and Karthi Veeramani

When Diversity, Equity, and Inclusion (DEI) initiatives fail, successful employee recruitment, employee satisfaction, and staff retention decrease while recruitment costs and employee turnover increase (Bach, 1995) as dissatisfied or disgruntled employees stay in an organization. Conflict creates cost ineffective outcomes, including strained relationships, grievances and litigation, loss of productivity, increased client complaints, absenteeism, injury and accidents, disability claims, increased sick leave because of stress, frustration, and anxiety, and, at the extreme, sabotage. Indeed, unresolved conflict represents the largest reducible cost in many businesses, estimated at $1.7 billion annually (Conflict at Work, 2017), and harassment cases can triple in even just a three-year period (WarrenShepel Research Group, 2005). In contrast, inclusive organizations that authentically, organically, and intrinsically value diversity can foster positive outcomes for employees experiencing conflict, including recognizing and resolving patterns of intercultural conflict, helping employees create inclusive relationships, fostering more effective communication, generating better-formed expectations, increasing productivity and teamwork, and aiding employees to navigate misunderstandings. To accomplish these outcomes, human resource staff that embrace DEI best practices are necessary for the modern workplace.


The Business Case for Undertaking Diversity, Equity, and Inclusion Initiatives

Oftentimes, the business case for DEI is not made explicit but is assumed to be omni-relevant. However, business decisions are more often than not made based on a company’s bottom line. Customers are a company’s biggest priority and all efforts in business, even the most altruistic, involve driving sales. Therefore, DEI efforts are inherently customer-focused. Organizations are increasingly recognizing the impact of employee attitudes and behaviors and how they help or hinder business transactions with customers. This is not surprising considering, for example, the buying power of people of color (see table 2.1) and women. For example, in one survey, 89 percent of women indicated controlling or sharing shopping decision-making (Catalyst, 2020). Ultimately, there is a competitive advantage to having a diverse workforce because diversity facilitates critical thinking, fosters out-of-the-box ideas, encourages evidence-based decision-making, helps companies avoid groupthink, and allows companies to produce more competitive products (Berrett, 2012).


Table 2.1 People of Color Buying Power in the United States in Billionsa



	
Group


	
1990 Buying Power


	
2010 Buying Power


	
2017 Buying Power (Projected)


	
Increase 1990 to 2017 (Projected) (%)





	
African-Americans


	
$316.3


	
$946.6


	
$1.3 (Trillion)


	
312.8





	
Asian-Americans


	
$115.4


	
$609.2


	
$1.0 (Trillion)


	
786.2





	
Latinas/Latinos


	
$210.0


	
$1.0 (Trillion)


	
$1.7 (Trillion)


	
698.3





	
Native Americans


	
$19.6


	
$87.3


	
$147.7


	
653.6







	aCatalyst Buying Power





Diversity among leadership is particularly valuable within an organization (Arrendondo, 1996; Thomson, 2020) because buy-in from senior management is integral to educating and coaching staff in leadership skills, modeling behavior, and serving a role in an inclusive organizational support system. Diversity alone, however, is no longer the penultimate goal of DEI initiatives. Indeed, promoting diversity within an organization can mistakenly lead to tokenism and the sense that minoritized group members are being showcased within an organization for appearances (e.g., Spafford et al., 2006). Instead, the trifecta of diversity, equity, and inclusion are all integral in order to ensure diversity is not merely a checkbox item but rather a part of the organization’s culture (Frost, 2014; Sherbin & Rashid, 2017). According to DEI specialist Lily Benjamin,“Inclusion drives diversity and not the other way around” (Mason, n.d.). Given the potential for prejudice and discrimination, unpredictable or poor work-life balance, a lack of transparency in decision-making, the necessity to accede to dominant cultural norms, and dearth of inclusivity that minoritized employees may experience in these organizations, it should not be surprising that those who are minoritized may at times prefer to work outside majority White owned or led corporations (Lynch, 2002; Zheng, 2019).


Best Practices for Diversity, Equity, and Inclusion

To accomplish authentic inclusion rather than merely transient DEI, goals have to be championed by the CEO in addition to human resources, the department wherein DEI initiatives often get executed. Toward this end, organizations tend to have leadership involvement, develop a meaningful DEI-oriented mission statement (Kelsky, 2014), and generate a visible DEI web presence through which to explain initiatives, provide resources, and display achievements. However, this is just the start to what constitutes modern-day DEI best practices.

Top-down internal DEI structural changes to an organization’s infrastructure and practices simultaneously demonstrate and secure buy-in by focusing on factors that are known to foster inclusion. Arguably the most ubiquitous DEI initiative an organization may undertake is a training program (Paluck, 2006), albeit to varying degrees of success (Reynolds, 2014). Other initiatives may include creating opportunities for work-life balance, including comp days and remote work opportunities; using scorecards to hold leadership accountable for DEI benchmarks; creating formalized mentoring and coaching programs that involve senior level staff; fostering a culture of continuous learning within the organization; clarifying and rethinking procedures and processes to allow for more transparent decision-making and communication with employees; revising the recruitment and selection process for new employees to avoid bias; adapting a more flexible, less rigid work environment; and incorporating team-based business processes into decision-making.

Two additional DEI strategies function predominantly external to the organizations day-to-day activities, though, through benchmarks and in other ways, they can be tied to internal DEI strategies. First, affinity groups or employee resource groups typically provide peer-to-peer networks for employees based on cultural similarity, mutual interests, and shared experiences that can be related to gender, sexual orientation, race, ethnicity, generation, veteran status, disability, religious affiliation, and other cultural groupings. These groups meet, hold events, provide support systems and mentorship, involve volunteer work, create events within a larger local community, or generate resources like newsletters. Second, organizations may proactively seek outside organizations to assess whether they have achieved their DEI goals. DEI audit service providers include DVI Judging, Catalyst, Disability Equality Index, and the National Diversity Council.

Through these best practices, organizations attempt to foster DEI. However, there are limitations to the ability to foster a diverse and inclusive organizational culture with the aforementioned best practices (Kalev et al., 2006; Corporate Diversity Report Card, 2010). Political correctness has helped to make other types of overt prejudicial behavior passé (Blay, 2016); however, stereotypes continue to be communicated in subtle ways (Bartlett, 2017; Leets, 2003; Sue et al, 2009). Moreover, Kurylo (2012) found that people tend not to think of stereotypes as something they communicate, but instead view stereotypes as thoughts in their heads. This distinction means we may overlook our own communication of stereotypes. As a result, DEI initiatives, despite resource costs and best intentions, can fall flat.




Interpersonally Communicated Stereotypes

Communicated stereotypes can undermine DEI initiatives and hurt customer relations, sales, and a company’s brand reputation. Understanding the role stereotypes play in thwarting DEI is, therefore, integral to carrying out DEI initiatives effectively. Stereotypes, at their most basic, are the characteristics associated with all members of a certain group (Hilton & von Hippel, 1996). As rigid overgeneralizations, stereotypes are inherently inaccurate because there is no group in which every member can be said to have a particular characteristic. Because stereotypes are inaccurate categorizations that alter perceptions, they are not useful for decision-making (de Longhe & Fernbach, 2019; Fiske & Taylor, 1984; Hamilton et al., 1990). Interpersonally communicated stereotypes are cognitive stereotypes that people communicate verbally or nonverbally when interacting with others. Unlike cognitively used stereotypes, which are part of an automatic and private cognitive process, communicated stereotypes require effort and are publicly shared when they enter conversation. Kurylo (2013) argued that stereotypes are just as functional as other forms of communication used to make jokes, give advice, bond, control, communicate efficiently, manage impressions, reduce uncertainty, and relax (Kurylo, 2013). Because they are useful in these ways, people may not realize they are communicating a stereotype. In a workplace setting specifically, employees may not think DEI training applies to them. As a result, these initiatives may not reach the precise audience they are intended to target. This chapter responds to this gap in current HR DEI best practices by offering an alternative framing based on empirical work on communicated stereotypes (Kurylo, 2012, 2013; Kurylo & Robles, 2015).



Method

This chapter uses case studies to analyze employee experiences with interpersonally communicated stereotypes in the workplace


Case One: “Controversial”







Case Two: “Attitude”


















Case Three: “Luxury”
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