
AN INTRODUCTION TO THE ANALYSIS OF DISCRIMINATORY

Read chapter 1 Introduction: Many racial and ethnic groups in the United States the appropriate perspective for research
and policy analysis on discrimination.

This means that witnesses and defendants may have difficulty accurately answering the core questions at the
heart of most discrimination cases: What screening rule was used? Numerous economic examples fit this
condition. Consider in this light the consequence of either conscious or subconscious bias for screening
decisions. In addition, concepts of race and ethnicity are not clearly defined for many Hispanics, so for these
two reasons our discussion often refers to Hispanics as well as to specific racial groups. In the first part of this
report, the panel defines the concepts of race and racial discrimination from a social science perspective,
which we believe is the appropriate perspective for research and policy analysis on discrimination. Therefore,
although examples are used throughout the report to illustrate efforts to measure discrimination in particular
circumstances, our main focus is on methods e. And this might not even be the source of the most important
gains for disadvantaged groups. In each of these decisions, managers will in effect, implicitly or explicitly,
have a screening rule, simple or complex, they are using. The less obvious reason is that people may not even
know themselves. But for the purposes of the law, we must identify a concrete decision that we believe was
affected by discrimination, so that we can name a defendant. The law does not concern itself with fair
representation as such, and indeed an effort to pursue that goal, through race-conscious policies, would itself
raise serious legal problems under the Constitution and civil rights statutes Gratz v. Feeney, U. Subjects
persistently claimed that their behavior was not influenced by the other people present. What is their past
arrest record? Suppose that an employer is forbidden to take account of customer tastes even if he deplores
them , or that an employer is prohibited from considering statistical reality even if he deeply wishes it were
otherwise. There were no actual differences across groups that generated the out-group hostility. Human
decisions are frequently opaque to outsiders, and they may not be much more transparent to insiders. To
approach this important but difficult task, the panel focused on defining relevant concepts, examining various
methodological approaches and data sources, and considering directions for future research. One
algorithmâ€”what we call the screenerâ€”simply takes the characteristics of an individual a job applicant,
potential borrower, criminal defendant, etc. Interestingly, in some cases, the best way to mitigate the
discriminatory effects of biased data is to authorize the algorithm to have access to information about race
Kleinberg, Ludwig et al. With the aid of existing tools, determining whether applicants with the same
qualifications are treated the same may be helpful or even sufficient, but it runs into the problem of which
qualifications matter. An analysis of the algorithm might be useful in answering that question as well. The first
is disparate treatment; the second is disparate impact. The standard can be defended in two different ways
Perry  Consider the famous experiment by Sherif et al. The reliance on data does not provide algorithms a
presumption of truth; the data they are fed can be biased, perhaps because they are rooted in past
discrimination as, for example, where past arrest records are used to predict the likelihood of future crime id.
Always we got the same answer.


