
Why it  mat t ers
- Asian Americans experience discrim inat ion at  

work, but  t hat  discrim inat ion is oft en harder  
for ot hers t o not ice. When decision makers 
do not  recognize bias, t hey are less l ikely t o 
correct  it , which let s discrim inat ion persist . 

- Awareness and report ing syst ems t hat  
depend on observers ident ifying 
discrim inat ion may be less ef fect ive for Asian 
employees t han for ot her groups. 

- Allyship ef fort s t hat  do not  expl icit ly include 
Asian Americans are l ikely t o miss a real and 
persist ent  workplace problem. 

Stereotypes cloud judgment: Why anti-Asian 
discrimination goes unrecognized at work 
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How w e know

The researchers conduct ed 6 st udies. St udies 1&2 
examined lay observers' prot ot ypes of racial 
discrim inat ion t arget s t hrough open- ended 
descriptions of workplace discrim inat ion incident s 
and preregistered trait nomination. St udy 3 t est ed if 
observers att ribut ed an ident ical hiring reject ion t o 
discrim inat ion for Asians (vs. Blacks). St udy 4 
ext ended t he t est  t o mult iple Asian subgroups and 
st udy 5 examined organizat ional al ly work as a 
downst ream consequence of discrim inat ion. St udy 6 
analyzed Equal Employment  Opport unit y 
Commission discrim inat ion charges by claimant  race. 

What  researchers found 
- Observers were less l ikely t o att ribut e an 

inst ance t o racial discrim inat ion when t he 
t arget  was Asian rat her t han Black. 

- Prot ot ypicalit y major driver of t his dif ference; 
lower recognit ion of discrim inat ion  part ly 
driven by a ment al pict ure of a t ypical vict im. 

- The prot ot ype of a discrim inat ion vict im was 
less Asian t han Black or Whit e; holds t rue for 
East , Sout h, and Sout h East  Asians alike.   

- Asian claimant s were less l ikely t o receive 
favorable out comes, across charge t ype, 
employer size, indust ry, and st at e. 

What  t his means

- For HR leaders and DEI pract it ioners: If 
managers cannot  readily recognize 
discrim inat ion, t hey are less l ikely t o 
t ake correct ive act ion. Syst ems t hat  rely 
on observer judgment  or complaint s alone 
wil l undercount  ant i- Asian discrim inat ion.  

- For managers and al l ies: Support  for Asian 
employees should be built  int o allyship and 
report ing pract ices, not  t reat ed as an 
aft ert hought . 
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New research shows t hat  observers oft en fail t o ident ify probable inst ances of ant i- Asian discrim inat ion not  
because t hey lack concern, but  because Asian- Americans are rarely seen as prot ot ypical t arget s of racism. 

Now w hat ?
- Updat e discrim inat ion recognit ion t raining t o explicit ly include Asian- Americans 

as t arget s of racial discrim inat ion. 
- Make sure t raining and policy examples include mult iple Asian subgroups. 
- Do not  rely solely on observer report s or byst ander int ervent ion syst ems t o 

surface ant i- Asian discrim inat ion. Even professionals wit h hiring experience were 
less l ikely t o ident ify an ident ical hiring reject ion as discrim inat ory when t he 
candidat e was Asian. 

LINK TO THE STUDY
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