See article in NSAA winter 2019 issue

Killington Resort
February 5, 2019

Laura@tahoetrainingpartners.com

Laura Moriarty, SPHR, SHRM-SCP

530.573.0224

Laura is the president of Tahoe Training Partners, a human resources and management training solutions
consulting firm located near Lake Tahoe, California founded in 2007. The company’s strength is partnering
with companies to customize education and talent development solutions for team member, front-line
leader, manager and executive populations in both field and corporate environments to drive business
results.
As a senior human resources executive in the hotel, resort and gaming industries, Laura aligned strategic
leadership vision with the brand promise so that engaged team members could consistently deliver
extraordinary experiences in complex, dynamic, multi-site organizations. Whether partnering with clients
to build a culture of discipline and execution, breathe life into a brand and deliver on a business and sales strategy, reengage a
high-performance team, or prepare for and implement change, her insightful and thought-provoking approach is encouraging,
inclusive, collaborative and practical. Laura is recognized as a leader who can sustain inspiring and productive business
relationships with executives, managers and operating units to get things done.
With an extensive background in learning management and knowledge transfer, strategic development, design, and execution of
core and accelerated development solutions, Laura has been the architect of innovative training environments in hospitality
companies, ski resorts, retail, health care organizations, municipalities and government agencies, as well as nonprofits and
manufacturing environments.
Certified for fifteen years as a Covey Leadership Center facilitator in the Seven Habits of Highly Effective People, the Four
Disciplines of Execution, Great Leaders, Great Teams, Great Results, and the Five Choices to Extraordinary Productivity as well as a
variety of proprietary workshops, Laura is nationally recognized as an engaging facilitator and presenter. Her motivating and
interactive approach to talent development is the hallmark of Laura’s workshops. Audience evaluations note the rapid
development of useful skills, the take-away of practical tools and the frequent participant comment “Time Well Spent”. Clients
also cite the value of advisory and facilitation services which include executive coaching, strategic planning, facilitation of Board of
Directors, leadership and management meetings, and customized organizational retreats.
In dynamic work environments where management and team talent needs to be developed or adapt quickly, success is in the
systems. Laura collaborates with leaders to design the programs, dashboards, employee engagement surveys and 360-degree
feedback using “20/20 Insight Gold” and other practical management and training tools that make a difference in a fast-paced
business cycle. Laura works directly with intact teams to improve net promoter scores, customer service, increase sales and to
direct the energy of interpersonal and interdepartmental conflict into creative solutions. Teams often value time spent building
bridges back to harmony, trust and productivity by making more selective choices about where to invest their valuable time,
attention and energy. Understanding communication styles and establishing team purpose, interdependent goals, expectations,
standards and rules of engagement often provides the foundation for a reenergized sense of unity and shared mission.
Alpine Meadows Resort
Barton Memorial Hospital & University
Bear Mountain Resort
Boreal Mountain Resort
Briar Patch Co-op
Bromley Mountain Resort
Burke Mountain Resort
California School Boards Association
California Ski Areas Association (CSIA)
California Tahoe Conservancy
CASA El Dorado
City of Reno
City of South Lake Tahoe
Cranmore Mountain Resort
CrossFit Avalanche and Blizzard
Grand Targhee Resort
Great American Advisors
Gunstock Mountain Resort
HAWS Corporation
Heavenly Tahoe Resort/Vail Resorts
Homewood Mountain Resort
Jackson Hole Mountain Resort
Jay Peak Resort
Jiminy Peak Resort
Killington and Pico Resorts

Kirkwood Mountain Resort
Lake Tahoe Resort Hotel
Liberty Utilities
Live Violence Free
Loon Mountain Resort
Martis Camp Four Seasons Private Community
Mountain Creek Resort
National Ski Areas Association
Northstar at Tahoe Resort
North Lake Tahoe Resort Association
North Tahoe Business Association
North Sails, LLC
North Tahoe Arts
North Tahoe PUD
Pats Peak Resort
Professional Ski and Snowboard Instructors of
America (PSIA & AASI)
Plumpjack Squaw Valley Inn
Powder Mountain
Regional Chambers of Nevada County
Resort at Squaw Creek
Roche Harbor Resort
Schneider Electric Corp
Sierra at Tahoe Resort
Ski Area Management Magazine

Snowbasin Resort
Snow Operating
Snow Park Technologies (SPT)
Snow Summit Resort
Squaw Valley
Squeeze In Restaurants
Stanford University Alumni Association
State of California
Stevens Pass Mountain Resort
Sugarbush Resort
Sugar Bowl Resort
Summit at Snoqualmie Resort
Sun Valley Resort
TahoeChamber.org
Tahoe Donner Resort
Tahoe Forest Hospital
Tahoe Regional Planning Agency
Tahoe Resource Conservation District
Tahoe Youth and Family Services
Telluride Mountain Resort
Truckee Donner Chamber of Commerce
Truckee Donner PUD Board of
Directors Truckee Tahoe Lumber
Waterville Valley Resort
Windham Mountain Resort
Uncruise Adventures
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While progress is being made, management in American
organizations, including the ski business, needs to recognize and
accept that they have unintentionally created a good-old-boys’
network, making upward mobility more accessible for white men.
All humans are biased. Even those with the best of intentions
behave in biased ways without ever realizing it. This
institutionalized behavior has disparate impacts on people of
different backgrounds. Our team members may unconsciously
demonstrate a preference for certain guest demographics as well.
Today we will explore how people make, and sometimes act on,
snap judgments based on the other person’s race, gender, sexual
orientation, or other protected class without any conscious
intention. We are all looking for high performing talent. Mitigate
the next potential missed opportunity by:
Recognizing our biases and where they come from
Exploring Institutionalized bias and ways to mitigate its
progression.
Learning from America's history of prejudice in public
spaces.
Making all team members and guests feel welcome,
included and valued.
Contact: Laura Moriarty, SPHR, SCP

530.573.0224
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Being able to perceive what makes
us unique— and different from
each other—gives us the gift of
seeing each other as full human
beings.

In Your Life, Where Do You Have a Sense of Belonging?
Feeling welcome. Feeling included. Feeling like yourself.
Describe the place. Why does it make you feel like you belong?

Contact: Laura Moriarty, SPHR, SCP

530.573.0224
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Stanley Nelson's documentary on the story of access to
public spaces in America
Jot down some of your first thoughts and emotions after seeing this
video.

What did you notice?

What did you learn?

How do you feel?
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The first time you…
Recall when you first experienced your racial identity. It
may have been when you were a child. It may have been
last week. If a scenario doesn’t apply to you, feel free to
leave it blank and move on to the next one.
1.

…noticed your racial identity.

2.

…noticed how your race affected your beauty standards.

3.

…felt your accent impacted people’s perception of your
intelligence or competence.

4.

…altered your communication style (dialed it up or down) to avoid
playing into stereotypes.

Contact: Laura Moriarty, SPHR, SCP

530.573.0224
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5.

…had a friend of a different race who regularly visited your home.

6.

…felt distracted at work because of external events related to race.

7.

…had a senior role model in your organization with a similar racial identity
as your own.

8.

…went to work with your natural hair without comments or questions from
others.

9.

…felt your race affected your ability to build a rapport with your manager.

Contact: Laura Moriarty, SPHR, SCP

530.573.0224
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When we address emotions as they relate to our biases, we build muscle that
helps us override them.

RECOGNIZING AND OVERCOMING UNCONSCIOUS BIAS

Where do your biases hide?
What are your social filters
and categories?

THE BLIND AUDITION
Appearance, height, weight
Physical attributes

Which assessments and
judgments do you make
unconsciously?
What can you do
differently?

Education level
Tattoos, body art/jewelry
Various religions/Atheists
Gun owners

#1 Frame Your Bias
Be specific

#2 Challenge Your Bias
How do I know this is true?

#3 Set Aside Your Bias

Accents/English as a second language
Welfare recipients
Gender, gender identity & expression
Age

Cultural background
Cultural Clothing, e.g., hijab, yarmulke
Disability

Contact: Laura Moriarty, SPHR, SCP

Other?
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Our unconscious brain processes 11 million bits of information in a second.
In that same time, our conscious brain processes only 40 bits.
We process more info unconsciously than consciously.
Our brains do this because they must. If we had to process everything
consciously, the day would be so exhausting we'd never get through it.
To help us function, our brains take shortcuts.
When these short cuts are applied to characteristics, traits and behaviors of a
certain group of people, they are called stereotypes.
Stereotypes are shaped by experiences, through the media and the broader
culture we live in.
The risk is when we hold negative stereotypes, unconscious bias can arise.
When we are under pressure, are short on time or don't pay attention,
unconscious biases are triggered more easily.
We can hold biases about race and age and religion. Gender and sexuality
and body type. Ability and mental health and class. And many other
attributes.
Biases aren't always easy to identify. They make us feel exposed. Maybe
even critical of ourselves. But they are worth of reflection.

Contact: Laura Moriarty, SPHR, SCP

530.573.0224
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MY THOUGHTS

Most of us think we treat other people fairly. Upon
reflection, do you notice ways in which you treat people
differently? The point here is not to judge whether that is
a good or bad thing, but merely to notice.

Contact: Laura Moriarty, SPHR, SCP

Jot down some of your first thoughts and emotions after seeing the 11
video.
What did you notice?
What did you learn?
How do you feel?

Contact: Laura Moriarty, SPHR, SCP

530.573.0224
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What is the single most important thing you can do to overcome your
biases?

What is the single most impactful thing you will commit to doing to
champion diversity and inclusion at your resort?

Contact: Laura Moriarty, SPHR, SCP

530.573.0224
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Key terms

Belonging

Confirmation Bias
The evaluation of information or
behavior based on existing
perspectives while ignoring or failing
to see evidence to the contrary.
Source: Kahneman, 2011

An authentic feeling of
empowerment and
participation in a group,
experienced when a person
feels safe, valued and accepted.
Source: Adapted from the Perception Institute

Bias
Embedded stereotypes that heavily
influence our decision-making
without our conscious knowledge.
Source: Perception Institute

Discrimination
The unequal treatment of
members of various groups based on
race, gender, social class, sexual
orientation, physical ability,
religion and other categories.
Source: Institute for Democratic Renewal and Project
Change Anti-Racism Initiative. A Community Builder’s
Tool Kit via Racial Equity Resource Guide

Exclusion
The process or state of being set
apart from other people or things.

Categorization
Our brain’s automatic process of
organizing people, places, traits and
behaviors into collections based on
our limited individual experiences
and understanding of the world,
and focused by our brain’s strong
desire to create systems of logic
from ambiguity.
Source: Perception Institute—Transforming
Perception

Source: Adapted from the Perception Institute

Explicit Bias
The attitudes and stereotypes
people consciously hold and endorse.
Source: Kang et al., 2012

Identity Differences
Aspects of people such as race,
ethnicity, gender, sexual orientation,
religion, ability or class that result in
our sorting ourselves and others into
groups.
Source: Perception Institute

Contact: Laura Moriarty, SPHR, SCP
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Implicit Bias
The automatic association of
stereotypes or attitudes with
particular social groups.
Source: Banaji & Greenwald, 2013

In-Group Bias
Implicit or explicit preference for
one’s own group over other groups.

and persistent inequality across any
of the full range of human
differences based on group
identities.
Source: The Problem of Othering: Towards
Inclusiveness and Belonging

Prejudice

Source: Adapted from the Perception Institute

A prejudgment or unjustifiable (and
usually negative), attitude of one
type of individual or group toward
another group and its members.
Such negative attitudes are typically
based on unsupported
generalizations (or stereotypes) that
deny the right of individual members
of certain groups to be recognized
and treated as individuals with
unique characteristics.

Institutional Racism

Sources: Institute for Democratic Renewal and Project
Change Anti-Racism Initiative. A Community Builder’s
Tool Kit. Claremont, Calif.: Claremont Graduate
University. via Racial Equity Guide

Source: Tropp & Molina, 2012

Inclusion
The considerate process of creating
an environment that welcomes,
respects, values and supports all
individuals, in an effort to respect
their unique qualities.

The ways in which institutional
policies and practices create different
outcomes for different racial groups,
creating unbalanced advantages for
whites along with oppression and
disadvantages for people from
groups classified as nonwhite.
Source: Racial Equity Guide

Othering
A set of dynamics, processes and
structures that engender marginality

Contact: Laura Moriarty, SPHR, SCP

Racial Anxiety
The body’s heightened levels of
stress and emotional experience due
to interactions with people of other
races, often a byproduct of living in a
racially homogeneous environment.
Most often, people of color
experience this anxiety due to their
concern that they will be the subject
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of discrimination and hostility, where
white people most often worry that
they will be assumed to be racist.
Source: Tropp & Page-Gould, 2014

Racial Equity
The aspirational condition that would
be achieved if one’s racial identity no
longer predicted, in a statistical
sense, how one fares.
Source: Center for Assessment and Policy
Development via Racial Equity Guide

Stereotype
The beliefs and opinions people hold
about the characteristics, traits and
behaviors of a certain group.
Source: Steele, 2010

Stereotype Threat
Concern that our behavior may
confirm stereotypes about a
group we belong to, often
causing us to behave in ways
that confirm the very
stereotypes at the root of our
anxieties.
Source: Perception Institute

SOGIE
Sexual Orientation, Gender
Expression and Identity.
Source: See Genderbread person page 11

Contact: Laura Moriarty, SPHR, SCP
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