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“
Inclusiveness is not just 

about doing good—it’s about 
competitiveness and leveraging 

the full potential
of our shrinking workforce.

TORKILD JUSTESEN
Secretary General. CEC European Managers



This position paper is the result of the research and trainings 
carried out during 2022-2024 through the European project Beyond 
Unconscious Bias - Beyunbi (beyondbias.eu)
by the University of Southern Denmark.

The Confédération Européenne des Cadres - CEC European 
Managers, is the organisation responsible for representing leaders’ 
interests in the European Social Dialogue and is an official social 
partner of the European Commission.



For leaders and managers, unconscious bias in the workplace, involves 
hidden and irrational assumptions about individuals based on social 
categories like gender, race, age, or sexual orientation, rather than merit 
or abilities.

These biases, rooted in cultural and social influences, unconsciously shape 
managers’ decisions and actions, often leading to discrimination. 

Biases can perpetuate workplace inequalities by favoring majority group 
members and marginalizing minorities.

Managers may overestimate their objectivity, exacerbating the issue. 
Adressing unconscious bias requires self-awareness, challenging cultural 
norms, and implementing structural reforms, such as bias training, to 
foster equitable decision-making and an inclusive organisational culture.

1. What is unconscious bias?



All people have biases, and biases of all 
kinds are part of our unconsciousness.

Every day in Europe, 10M managers make 
millions of decisions.

These decisions affect the sustainability 
of our society, the competitiveness of 
our economy, and the viability of our 
environment.

It’s crucial to recognize that unconscious 
processes invariably shape these 
decisions.

CEC European Managers has highlighted 
the importance of enhancing the quality of 
decision-making processes in leadership 
by coordinating the EU project Beyunbi.

CEC European Managers conducted a 
project across several European countries 
to examine whether and to what extent 
biases exist in the workplace, aiming to 
equip managers with tools to create more 
inclusive, equitable, and constructive 
work environments.

2. How strong are unconscious 
biases in European companies 
and among European managers?

BARBARA DE MICHELI
Beyond Unconscious Bias

training coordinatior.
Fondazione Giacomo Brodolini

“
If you have a brain you have a 

bias. Bias is inherent,
but awareness and training 

can mitigate its effects.



To drive organisational change, diversity-related challenges must first 
be made visible and then recognized as a worthwhile challenge to 
tackle.

Only in this way can sustainability be effectively promoted, resulting 
in organisational well-being.

The project, called Beyunbi – Beyond Unconscious Bias, and funded 
by the EU Commission, focused on analyzing:

  Gender biases (against women, but sometimes also men),
  Racial biases,
  Biases against LGBT+ individuals,
  Age-related biases (e.g., “You’re too old/young to...”)

1. Training for Managers

Training was led by Barbara de Micheli from the Brodolini Foundation, 
engaging a diverse group of European managers in Copenhagen, Paris, 
and Rome. 

The goal was to recognize and understand unconscious mechanisms that 
sometimes lead to easy but inequitable choices. This training combined 
theoretical knowledge with practical exercises and exchanges.

While in theory, everyone supports inclusion and opposes discrimination, 
ingrained mental patterns—conscious or unconscious—often influence 
decision-making.

Processes like recruitment, evaluation, and promotion reflect these biases, 
which are further amplified by artificial intelligence.



2. Market Research Among Managers

Conducted by the Centre for Gender and Diversity at the University of 
Southern Denmark in 2024, the study surveyed 1,003 managers from 
Denmark, France, Germany, Italy, and Central European countries. 

Key findings:

Proponents of gender interventions emphasized the need for more 
women in leadership, combating sexual harassment, and closing the 
gender pay gap.

Organisational diversity impact: A higher percentage of men 
in an organization correlates with higher bias scores in gender, 
racial, and LGBT+ categories.

Racial diversity: Lower racial diversity is associated with 
increased age-based discrimination.

Overall bias scores: Men generally show higher bias scores 
than women, indicating greater difficulty identifying bias 
issues and less motivation to address them.

Country-specific findings: Danish respondents displayed 
higher gender and LGBT+ biases, while Italian respondents 
showed lower racial and LGBT+ biases.

Managerial level: Senior managers showed fewer age-related 
biases.

Support and resistance to interventions: There is significant 
resistance to interventions addressing bias, with some 
denying the existence of biases or perceiving the interventions 
as unnecessary or counterproductive.



GENDER BIAS

3. Bias Scores (1-5 scale):

RACIAL BIAS

2,66

WomenMen

2,49

WomenMen

2,95 2,27

Note: Other gender category was not included in the University of Southern Denmark
study because of too few participants.



LGBT+ BIAS

AGE BIAS

2,57

WomenMen

2,72

WomenMen

2,95 2,61

Note: Other gender category was not included in the University of Southern Denmark
study because of too few participants.



4. Conclusion

Managers set the tone for workplace environments. 

To harness the value of minorities and diversity and create fairer, 
more inclusive workspaces, they must invest time and resources in 
rethinking and restructuring their organizations. 

This investment is both profitable and essential because of:

  1. Increasingly diverse populations,

  2. The universal need for positive and trusting work   
  environments,
  and

  3. The fast-evolving economy, which demands innovation  
  that diverse teams are more likely to deliver.

As a result of 18 months of training and research, EU managers have 
produced a series of recommendations to tackle unconscious bias 
and enhance decision-making in the workplace.

Note: Other gender category was not included in the University of Southern Denmark
study because of too few participants.
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