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Diversity and inclusion programs are not just a current trend, and  

their importance goes far beyond complying with laws or “doing the right 

thing.” There’s serious data to support that hiring a diverse workforce is 

good for business.

$QG�WKHUHèV�TXDQWLĆDEOH�SURRI�WKDW�LWèV�JRRG�IRU�FRPSDQ\�FXOWXUH��WRR�� 

Two-thirds of active and passive job seekers say that a diverse workforce 

is an important factor when evaluating companies and job offers.1 No 

matter the size of your company, making diversity a priority is a critical 

step toward becoming a recruiting and branding powerhouse.  

In fact, more than two-thirds (69%) of executives  

rate diversity and inclusion an important issue  

in 2017, up 32% compared to 2014.2   

In this eBook we present the business case for diversity and inclusion, 

DQG�GHĆQH�ZKDW�HDFK�WHUP�PHDQV��:HèOO�ORRN�DW�WKH�UHTXLUHPHQWV�IRU�

a successful diversity program and share insights on how to create an 

inclusive culture through managing bias and building community. Finally, 

we’ll look at recruiting and branding strategies and best practices for 

GLYHUVLW\��DQG�SURYLGH�UHVRXUFHV�RQ�ZKHUH�WR�ĆQG�PRUH�LQIRUPDWLRQ��

We hope this guidebook offers the steps you need to help build a more 

SURGXFWLYH��LQFOXVLYH�DQG�SURĆWDEOH�RUJDQL]DWLRQ�
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SECTION 1: The Business Opportunity for Diversity and Inclusion

The reasons for building a diverse and inclusive organization go beyond the idea that welcoming 

people of all types is “the right thing to do.” Diversity and inclusion are essential for competitive 

advantage as they are tied to better business performance and greater levels of innovation.

%HUVLQ�E\�'HORLWWH��WKH�+XPDQ�5HVRXUFHV�DUP�RI�OHDGLQJ�FRQVXOWLQJ�ĆUP�'HORLWWH��listed diversity 

among its top predictions for 2017. 

Diversity, inclusion, and the removal of unconscious bias will become CEO-level issues in 2017.1

Yet organizations with mature diversity and inclusion efforts are rare. Deloitte research found  

that just 10% of organizations have mature talent organizations that include an integrated  

approach to diversity and inclusion.2

Source: 1 Bersin by Deloitte, Predictions for 2017, December 2016; 2 Bersin by Deloitte, Diversity and Inclusion Top the List of Talent Practices Linked to Stronger Financial Outcomes, 
November 2015; 3 Josh Bersin, Why Diversity and Inclusion Has Become a Business Priority, December 2015; 4 McKinsey, Why Diversity Matters, January 2015

These organizations have a distinct competitive advantage, as further research  

illuminated the ways company performance and innovation is correlated to  

diversity and inclusion:

The largest “highly inclusive organizations” generate ����WLPHV�PRUH�FDVK�ćRZ� 

per employee��ZKLOH�WKH�VPDOOHU�FRPSDQLHV�KDG����WLPHV�KLJKHU�PHDQ�FDVK�ćRZ� 

from operations when compared to peer organizations.2

Highly inclusive organizations generate 1.4 times more revenue and are  

120% more capable�RI�PHHWLQJ�ĆQDQFLDO�WDUJHWV�1 

Firms in the top tier for diversity and inclusion are also 1.8 times more likely  

to be change-ready and 1.7 times more likely to be innovation leaders in  

their market.3

A McKinsey study also demonstrated the correlation between diversity and  

ĆQDQFLDO�SHUIRUPDQFH��FRPSDQLHV�ZLWK�WKH�KLJKHVW�UDQNLQJV�IRU�UDFLDO�HWKQLF� 

GLYHUVLW\�ZHUH�����PRUH�OLNHO\�WR�KDYH�ĆQDQFLDO�UHWXUQV�DERYH�WKHLU�QDWLRQDO� 

industry median.4

https://www2.deloitte.com/content/dam/Deloitte/at/Documents/about-deloitte/predictions-for-2017-final.pdf
http://www.bersin.com/News/Content.aspx?id=19377
http://joshbersin.com/2015/12/why-diversity-and-inclusion-will-be-a-top-priority-for-2016/
http://www.mckinsey.com/business-functions/organization/our-insights/why-diversity-matters
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SECTION 1: The Business Opportunity for Diversity and Inclusion

Doing the right thing for better business outcomes in 2017 and beyond means incorporating 

diversity and inclusion into your business strategy. Following are some additional ways that 

diversity and inclusion can contribute to your business.

 

Keep Up With Population Trends
2UJDQL]DWLRQDO�PRYHPHQW�WRZDUG�GLYHUVLW\�DQG�LQFOXVLRQ�LV�UHćHFWLYH�RI�ODUJHU�WUHQGV�LQ�WKH�

American and global population. As of 2015, the majority of births in the United States are 

racial and ethnic minorities.1 By 2060, non-Hispanic whites are projected to comprise only 

44% of the U.S. population.2

U.S. Population Makeup2

Race 2014
2060 

Projection

White (Not Hispanic or Latino) 62.2% 43.6%

Hispanic or Latino 17.4% 28.6%

Black 13.2% 14.3%

Asian 5.4% 9.3%

2 or more races 2.5% 6.2%

American Indian, Native Alaskan,  
RU�1DWLYH�+DZDLLDQ�3DFLĆF�,VODQGHU

1.4% 1.6%

HIRE FOR DIVERSITY 
In order to ensure continued access to the best talent, companies need to ensure sourcing  

and hiring practices do not inadvertently weed out talented candidates from diverse groups. 

MANAGE FOR INCLUSION 
An increasingly globalized workforce means that people of different backgrounds must  

work together. A focus on inclusion is now a necessity for smooth business operations and 

employee retention.

Sources: 1 Pew Research Center, ,WèV�RIĆFLDO��0LQRULW\�EDELHV�DUH�WKH�PDMRULW\�DPRQJ�WKH�QDWLRQèV�LQIDQWV��EXW�RQO\�MXVW, June 2016; 2  U.S. Census Bureau, 3URMHFWLRQV�RI�WKH�6L]H�DQG�&RPSRVLWLRQ�
of the U.S. Population: 2014 to 2060, March 2015

http://www.pewresearch.org/fact-tank/2016/06/23/its-official-minority-babies-are-the-majority-among-the-nations-infants-but-only-just/
https://www.census.gov/content/dam/Census/library/publications/2015/demo/p25-1143.pdf
https://www.census.gov/content/dam/Census/library/publications/2015/demo/p25-1143.pdf
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SECTION 1: The Business Opportunity for Diversity and Inclusion

Improve Customer Success
The increasingly diverse population means that most companies’ customer base will also  

become more diverse. Logic follows that a worker base that mirrors its customer base will enable  

a company to create more relevant products and respond more effectively to customer needs.

 
Enhance Partner Success
9HQGRUV��SDUWQHUV�DQG�VXSSOLHUV�ZDQW�WR�GR�EXVLQHVV�ZLWK�FRPSDQLHV�WKDW�UHćHFW�WKHLU� 

own values. The U.S. federal government and some large companies require that contractors 

meet certain diversity thresholds. For more, visit the U.S. Department of Labor and the  

U.S. Equal Employment Opportunity Commission. 

Companies that publicly commit to diversity and inclusion will attract like-minded 
partners, and a mutual focus on inclusion could result in fairer negotiations.

Pledge your company’s commitment  

to diversity and inclusion on Glassdoor! 
ACTION TIP

Simply log into your Employer Center using a Free Employer Account, select ‘Employer Branding’ 

RQ�WKH�OHIW�KDQG�VLGH�RI�WKH�VFUHHQ�DQG�WKHQ�FOLFN�ç%HQHĆWV�è�6FUROO�GRZQ�WR�ç3OHGJHV�	�&HUWLĆFDWLRQVè�

and select ‘Diversity Commitment.’ After your request is reviewed and approved, a badge  

ZLOO�EH�DGGHG�WR�\RXU�*ODVVGRRU�FRPSDQ\�SURĆOH�XQGHU�WKH�EHQHĆWV�VHFWLRQ��GLVWLQJXLVKLQJ�\RXU�

company from competitors and signaling to candidates your company’s commitment to  

a diverse and inclusive workforce.  

Diversity Commitment 
Has programs that support a  

diverse and inclusive workforce

https://www.dol.gov/compliance/guide/
https://www.eeoc.gov/employers/
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SECTION 2: Types of Diversity

GENDER

7KH�8�6��SRSXODWLRQ�VNHZV�VOLJKWO\�IHPDOH��DW������.1   

Women received 57% of the Bachelor’s degrees conferred in  

2014–2015.2 The untapped potential of women in business is 

particularly evident when examining management.

$W�LWV�VLPSOHVW�GHĆQLWLRQ��GLYHUVLW\�PHDQV�YDULHW\��,Q�WHUPV�RI�WDOHQW�PDQDJHPHQW��GLYHUVLW\�

means consideration of the variety in heritage, background and tendencies of candidates and 

employees. 

Just as marketers and product developers need to understand the demographics of their 

DXGLHQFH�EDVH��+5�DQG�WDOHQW�DFTXLVLWLRQ�SURIHVVLRQDOV�FDQ�EHQHĆW�IURP�OHDUQLQJ�DERXW�WKH�

population with an eye toward the opportunity that each group represents. The following list 

includes standard and non-standard types of diversity. Statistics are included to illustrate the 

prevalence of various groups.

Globally, 24% of management roles are held by women,  
while 33% of companies have no women at the senior  
management level.3 

$������DQDO\VLV�RI�PRUH�WKDQ��������ĆUPV�LQ����FRXQWULHV� 
found that companies with more female executives were  
PRUH�SURĆWDEOH�4 

Companies with the highest rankings for gender diversity  
ZHUH�����PRUH�OLNHO\�WR�KDYH�ĆQDQFLDO�UHWXUQV�WKDW�ZHUH� 
above their national industry median.5

Sources: 1 U.S. Census Bureau, Quick Facts, 2015; 2 National Center for Education Statistics, Digest for Education Statistics; 3 Grant Thornton, Women in Business: Turning Promise Into 
Practice, March 2016; 4 Harvard Business Review, Diverse Teams Feel Less Comfortable - That’s Why they Perform Better, September 2016; 5 McKinsey, Why Diversity Matters, January 2015

https://www.census.gov/quickfacts/
https://nces.ed.gov/programs/digest/d16/tables/dt16_322.20.asp?current=yes
https://www.grantthornton.global/en/insights/articles/women-in-business-2016/
https://www.grantthornton.global/en/insights/articles/women-in-business-2016/
https://hbr.org/2016/09/diverse-teams-feel-less-comfortable-and-thats-why-they-perform-better
http://www.mckinsey.com/business-functions/organization/our-insights/why-diversity-matters
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Baby Boomers are waiting longer to claim social security,1 indicating that they are 

staying in the workforce longer. ����RI�$PHULFDQ�DGXOWV�VD\�WKH\�SODQ�WR�ZRUN�

past retirement,2 underscoring the need to create work environments that are 

inclusive of older workers.

In addition, eldercare is becoming a priority for the sons and daughters of aging 

Baby Boomers, indicating the QHHG�IRU�EHWWHU�IDPLO\�OHDYH�EHQHĆWV.

 

Millennials are delaying marriage, childbirth and are more likely to live at home.3 

At the same time, ����RI�0LOOHQQLDOV�ZRXOG�UDWKHU�KDYH�D�FDUHHU�WKH\�DUH�

passionate about but doesn’t earn a lot of money than have a high earning career 

that they are not passionate about.4 Delayed home ownership and parenting allows 

Millennials to SXW�PRUH�DWWHQWLRQ�RQ�WKH�YDOXH�WKH\�DUH�JHWWLQJ�RXW�RI�ZRUN, and 

that includes feeling included.

As a more diverse generation than their predecessors,5 Millennials are sensitive  

to inclusion, with ����VD\LQJ�WKH\�DUH�HQJDJHG�DW�ZRUN�ZKHQ�WKH\�EHOLHYH� 

the organization fosters an inclusive culture. Only 60% said they were engaged  

when they believe their organization does not foster an inclusive culture.

SECTION 2: Types of Diversity

AGE

At present, the U.S. working age population 

is weighted toward workers over the age 

of 35. However, many work environments 

do not represent these demographics. 

Organizations have the opportunity to 

gather the perspectives of older and younger 

workers alike by hiring for age diversity.

Percent of U.S. Population

25%
Age 18 and under

Age 19-34 (Millennials)

Age 35-54 (Generation X)

Age 55-64 (Baby Boomers)

Age 65+ (includes Baby Boomers)

22%

26%

13%

15%

Baby Boomers

Millennials

Sources: 1 Center for Retirement Research at Boston College, Trends in Social Security Claiming, May 2015; 2 Gallup, Most U.S. Employed Adults Plan to Work Past Retirement Age, April 2017; 
3 U.S. Census Bureau, The Changing Economics and Demographics of Young Adulthood: 1975–2016, April 2017; 4 Forbes, Why You’re Having A Hard Time With Your Millennial Employees — 
And What To Do About It, May 2016; 5 U.S. Census Bureau, Millennials Outnumber Baby Boomers and Are Far More Diverse, June 2015

Demographic trends relating to age also have an impact on employment:

http://crr.bc.edu/briefs/trends-in-social-security-claiming/
http://www.gallup.com/poll/210044/employed-adults-plan-work-past-retirement-age.aspx
https://www.census.gov/content/dam/Census/library/publications/2017/demo/p20-579.pdf
https://www.forbes.com/forbes/welcome/?toURL=https://www.forbes.com/sites/erikaandersen/2016/05/09/why-youre-having-a-hard-time-with-your-millenial-employees-and-what-to-do-about-it/&refURL=&referrer=%2352b1827841c5
https://www.forbes.com/forbes/welcome/?toURL=https://www.forbes.com/sites/erikaandersen/2016/05/09/why-youre-having-a-hard-time-with-your-millenial-employees-and-what-to-do-about-it/&refURL=&referrer=%2352b1827841c5
https://www.census.gov/newsroom/press-releases/2015/cb15-113.html
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SECTION 2: Types of Diversity

5$&(�(7+1,&,7< 
As shown in the previous section, the  

racial/ethnic makeup of the workforce 

is becoming more diverse. Building the 

organization for the future requires  

hiring for diversity and creating an inclusive 

environment for minorities.

&8/785(�1$7,21$/,7< 
Even within homogeneous racial or ethnic 

identities, cultural or national heritage can  

play a role in attitudes and behaviors. 

SEXUAL ORIENTATION 
“LGBT” covers the breadth of non-heterosexual identities. Lesbian, gay, bisexual, and 

transgender individuals comprise approximately 4% of the U.S. population.1 

RELIGION 
The variance in holidays as well as beliefs among religions should be accounted for in  

the workplace. In the U.S., ����RI�WKH�SRSXODWLRQ�LV�&KULVWLDQ��ZKLOH�����DUH�XQDIĆOLDWHG�� 

DQG����DUH�DIĆOLDWHG�ZLWK�D�QRQ�&KULVWLDQ�UHOLJLRQ.2

71% of the U.S. Population: Christian 22% 8QDIĆOLDWHG

6% Non-Christian

Sources: 1 PBS.org, LGBT in America: By the Numbers, June 2016;  2  Pew Research Center, Religion in America Study

http://www.pbs.org/weta/washingtonweek/blog-post/lgbt-america-numbers
http://www.pewforum.org/religious-landscape-study/
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SECTION 2: Types of Diversity

VETERAN STATUS 
The 19 million individuals (8% of the population) 

who have served in the U.S. military1 bring  

a unique background to civilian work.

Veterans that have attended  

at least some college:1

 

DISABILITIES 
People with disabilities make up 12.6% of the U.S. population.2 31% of those with disabilities 

aged 21—64 have earned at least an associate’s degree or some college, and 8% have 

attained at least a bachelor’s degree.2  

NEURODIVERSITY 

Individuals with conditions such as autism, Asperger’s Syndrome, ADHD, and social  

anxiety disorders may lack more traditionally valued skills but can still prove to be very  

valuable employees.3

EDUCATION 

A focus on hiring individuals from the same schools or type of school (e.g., Ivy Leagues)  

can create homogeneity in the work environment. An insistence on degree completion or  

D�VSHFLĆF�GHJUHH�IRU�D�JLYHQ�UROH�FDQ�HOLPLQDWH�FDQGLGDWHV�ZKR�DUH�VHOI�WDXJKW�RU�KDYH� 

on-the-job training.

of veteran men

of veteran women

63%

79%

Sources: 1 U.S. Department of Veterans Affairs, 3URĆOH�RI�9HWHUDQV������, March 2017;  2  American Community Survey, Disability Statistics, 2015; 3 Harvard Business Review,  
Neurodiversity as a Competitive Advantage, May 2017

https://www.va.gov/vetdata/docs/SpecialReports/Profile_of_Veterans_2015.pdf
http://www.disabilitystatistics.org/reports/acs.cfm?statistic=1
https://hbr.org/2017/05/neurodiversity-as-a-competitive-advantage
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SECTION 2: Types of Diversity

SOCIOECONOMIC BACKGROUND 
Socioeconomic background is often revealed in extracurricular activities and school choices.  

If a company’s culture emphasizes hiring “people like me,” talented candidates can be left out 

of the consideration process. 

$�UHFHQW�VWXG\�UHYHDOHG�WKDW�ODZ�ĆUPV�ZHUH�PRVW�OLNHO\�WR�UHVSRQG�WR�PDOH�DSSOLFDQWV� 

with elite backgrounds, and less likely to respond to females from elite backgrounds  

along with applicants of either sex from diverse backgrounds.1

DIVERSITY OF THOUGHT 

Each person has a unique way of thinking and solving problems. Seeking 

out and encouraging diversity of thought helps eliminate groupthink, 

fosters new insights, and enables innovative problem solving.2

LIFESTYLE DIVERSITY 

Choices regarding food and alcohol consumption, attire and personal 

pursuits can stem from medical needs, individual preferences and 

religious beliefs.

Diversity Beyond Compliance: Reviewing the breadth of diversity types 

underscores the importance of focusing diversity efforts beyond compliance 

requirements (typically gender, race, veteran and disability status). A truly 

diverse organization welcomes differences in all aspects of the human 

experience, not just those for which there are predetermined labels.

ACTION TIP

Sources: 1�1HZ�<RUN�0DJD]LQH��High-Class Hobbies Will Help You Land a Top Job, Unless You’re a Woman, December 2016; 2 Deloitte, Diversity’s New Frontier, July 2013

http://nymag.com/scienceofus/2016/12/the-best-activities-to-list-on-a-resume-are-classist.html
https://dupress.deloitte.com/dup-us-en/topics/talent/diversitys-new-frontier.html
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SECTION 3: Inclusion Supports Diversity

Diversity and inclusion go hand in hand. A culture cannot be diverse AND 

successful if employees outside of a dominant group do not feel included.  

People hired from diverse backgrounds are more likely to remain employed  

with your organization if they feel that their perspective and contributions are 

valued by the organization, their team and their manager.

Covering, the common phenomenon in which employees omit, hide or lie about 

certain essential personal characteristics, preferences or activities occurs when 

employees don’t feel that they (or an aspect of themselves) belong. :RPHQ�� 

/*%7�LQGLYLGXDOV�DQG�PLQRULWLHV�DUH�PRUH�OLNHO\�WR�FRYHU�LQ�WKH�ZRUNSODFH�1

The mental activity of covering creates stress and depletes energy that can better 

be put toward work. True authenticity can actually facilitate team connections and 

improve performance, while operating from fear creates unnecessary tension that 

can keep team members apart and reduce performance.  

A study published in The Journal of Educational Psychology showed how giving 

women in a university engineering program tools to mitigate threats to a sense 

RI�EHORQJLQJ�LQ�D�PDOH�GRPLQDWHG�HQYLURQPHQW�KHOSHG�WKHP�VLJQLĆFDQWO\�UHGXFH�

stress levels, improved their well-being, and raised their grade point averages.2

 

Inclusion, at its best, is a sense of belonging for each employee. It’s the feeling that  

“I can be myself” at work. An inclusive environment accepts personal differences 

DPRQJ�HPSOR\HHV�ZKLOH�IRFXVLQJ�RQ�WKH�EXVLQHVV�PLVVLRQ�WR�FUHDWH�FXVWRPHU�YDOXH�

Inclusion and Reputation Cost: As the research in previous sections shows, 

WKH�PRVW�LQFOXVLYH�RUJDQL]DWLRQV�EHQHĆW�IURP�EHWWHU�EXVLQHVV�SHUIRUPDQFH�� 

In addition, fostering inclusion can protect a company from potential  

reputation damage and costly discrimination lawsuits.

ACTION TIP

Sources: 1 Deloitte University, Uncovering Talent: A New Model for Inclusion, December 2013; 2 The Journal of Educational Psychology, “Two Brief Interventions to Mitigate a “Chilly Climate” 
Transform Women’s Experience, Relationships, and Achievement in Engineering” 2015

https://www2.deloitte.com/content/dam/Deloitte/us/Documents/about-deloitte/us-inclusion-uncovering-talent-paper.pdf
http://gregorywalton-stanford.weebly.com/uploads/4/9/4/4/49448111/waltonlogelpeachspencerzanna_2015.pdf
http://gregorywalton-stanford.weebly.com/uploads/4/9/4/4/49448111/waltonlogelpeachspencerzanna_2015.pdf
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SECTION 4: Requirements for a Successful Diversity Program

Following are some key factors to consider  
as you embark on the diversity journey:

/($'(56+,3�%8<�,1 
The CEO and other company leaders are the most visible spokespeople for 

diversity. Leadership support is needed to ensure diversity and inclusion 

efforts receive the appropriate attention, funding and monitoring. Leaders 

also provide daily examples for employees by exhibiting inclusive behaviors, 

managing their own bias, and supporting employees’ best work.

A DIVERSITY ADVOCATE 
Most large organizations have a head of diversity or other individual  

who is accountable for the diversity and inclusion program. This individual 

may or may not be from a minority group; the best person for the job has 

experience and a deep interest in improving the organization’s success 

through fostering a diverse and inclusive workforce. A successful diversity 

advocate will be skilled at building relationships throughout the organization 

and ensuring accountability on diversity goals.

SET DIVERSITY GOALS 
The best diversity programs are tied to a company’s business strategy, are 

aligned with company values, and have achievable goals. It will take some 

planning and teamwork to analyze the current situation, set a vision for the 

company’s diversity and inclusion program, and then break it down into  

action steps.

Building a diverse and inclusive organization  

does not happen overnight. It takes a comprehensive  

effort and continued investment over years to  

attract, hire, develop and retain a diverse workforce. 
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SECTION 4: Requirements for a Successful Diversity Program

MEASUREMENT AND ACCOUNTABILITY 
Understanding where your company is on its diversity journey is essential  

before you set goals on where you want to go. Initial analysis should include  

gathering data on your current employee population and comparing to  

benchmarks. Some companies employ tools similar to the Diversity Scorecard  

used by the U.S. Olympic Committee. 

 

To understand where to focus inclusion efforts, employee surveys and focus groups  

can illuminate the levels to which employees currently feel included. This type of  

analysis will allow you to spot problem areas that could impact retention.

 

 

Further data analysis should include a look at your candidate pool, employee 

performance reviews, promotions, compensation and turnover by diversity group. 

Looking at diversity measures by department can also help pinpoint necessary 

areas for training or help decide where to set more aggressive recruiting goals. 

Gathering data into a dashboard that can be viewed and tracked by leaders will 

help keep diversity and inclusion a top-of-mind issue for the organization. The 

assistance of a vendor and/or an employee specialist in HR analytics will likely be 

required in larger organizations.

Commitment to the Journey: Improving representation of diverse groups 

within a company can take years.1 Leaders, managers and staff should be 

patient and persistent as they seek to create a more diverse and inclusive 

organization. Like all good things worth achieving, it’s worth the wait.

ACTION TIP

Source: 1 Fortune, Google’s Diversity Efforts Show Scant Progress, June 2016

http://www.teamusa.org/diversityscorecards
http://fortune.com/2016/06/30/googles-diversity-report-2016/
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SECTION 5: Creating an Inclusive Culture

Managing Bias
The most essential component of creating  

an inclusive culture is managing bias. 

%LDV�LV�GHĆQHG�DV�êD�SDUWLFXODU� 

tendency, trend, inclination, feeling  

or opinion, especially one that is 

preconceived or unreasoned.”1

The Roots of Bias

$W�DQ\�JLYHQ�PRPHQW��WKH�EUDLQ�LV�FROOHFWLQJ����PLOOLRQ�SLHFHV�RI�LQIRUPDWLRQ�

per moment but can only process 40.2 The brain forms pathways during past 

experiences and takes these familiar shortcuts as it processes new information. 

Seen in this light, uncovering bias is simply an opportunity to uncover these old 

routes and forge new ones. 

Bias can be conscious, in the form of preferences for a certain look or body type when 

considering a potential romantic mate, or unconscious, as when rejecting candidates 

EDVHG�RQ�QDPH�RU�JHQGHU�ZLWKRXW�IXOO\�UHYLHZLQJ�TXDOLĆFDWLRQV��

Your organization would not be seeking to increase diversity if there were not some 

form of unconscious bias operating in the way you hire and manage employees. 

Therefore, it’s HVVHQWLDO�WR�XQGHUVWDQG�KRZ�ELDV�RSHUDWHV�DW�\RXU�FRPSDQ\ as you 

embark the diversity and inclusion journey.

Sources: 1 Dictionary.com;  2 Wilson, T. D. Strangers to Ourselves: Discovering the Adaptive Unconscious, Harvard University Press

http://www.dictionary.com/browse/bias
http://www.hup.harvard.edu/catalog.php?isbn=9780674013827&content=reviews
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Make the Commitment to Uncovering Bias

Managing bias is hard, yet rewarding. Making unconscious bias 

conscious UHTXLUHV�D�FRPPLWPHQW�WR�VHOI�DZDUHQHVV. It asks 

individuals to question their assumptions about the way things  

work, the way they behave, and the way they make choices. It also 

UHTXLUHV�D�ZLOOLQJQHVV�WR�KDYH�XQFRPIRUWDEOH�FRQYHUVDWLRQV� 

about bias perceived in everyday interactions with colleagues.

$W�WKH�RUJDQL]DWLRQDO�OHYHO��PDQDJLQJ�ELDV�EHQHĆWV�IURP�D�VKDUHG�

VHQVH�RI�VDIHW\�DURXQG�DSSURDFKLQJ�GLIĆFXOW�WRSLFV��DQG�D�VKDUHG�

ODQJXDJH�IRU�GLVFXVVLRQ�RI�GLIĆFXOW�WRSLFV��6XFFHVVIXO�LQFOXVLRQ�

programs have leadership support and rely on leaders to set the 

example by being transparent about their own biases.

The Power of Facts

Thankfully, there is a large and growing body of academic research conducted over the 

last two decades that supports uncovering bias, allowing leaders and staff alike to put 

an objective framework around the very subjective task of managing bias.

This research by neuroscientists, psychologists, sociologists and other academics has 

shed light on how the brain processes information and the natural human tendencies 

toward bias. Additional research has uncovered how biases affect various aspects of 

business operations and what steps are effective in managing it. Leading companies 

and Glassdoor Best Places to Work winners such as Salesforce, Facebook and 

Alphabet (Google) use this research in their own bias training.

See the Resources section at the end of this document for a deep dive  

LQWR�LQIRUPDWLRQ�WKDW�ZLOO�KHOS�\RX�XQFRYHU�ELDV and support inclusion.
ACTION TIP

http://fortune.com/2014/08/26/performance-review-gender-bias/
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Where to Spot Bias

Following is a list of areas in your organization where 

bias might appear. Analyze your data and review these 

suggestions as you make plans to become a more 

inclusive organization.

PERFORMANCE REVIEWS 
Are men and women evaluated and rewarded on the same criteria? Research 

suggests they may not be.1 Provide manager training to counteract bias in 

performance reviews, and ensure objective criteria are provided for evaluations.

THE PATH TO LEADERSHIP 

Are men, women and minorities offered the same development and mentoring 

opportunities? Look at enrollment in these programs and decide how you can 

make them more accessible. Consider how to structure mentoring development 

programs that provide equal access, and counteract tendencies toward  

male-male favoritism.

PROMOTIONS 

8VH�GDWD�DQDO\VLV�WR�ĆQG�RXW�LI�PHQ��ZRPHQ�DQG�PLQRULWLHV�DUH�EHLQJ�SURPRWHG�DW�

the same rate. Because ZRPHQ�KDYH�D�WHQGHQF\�WR�GRZQSOD\�DFFRPSOLVKPHQWV 

while men tend to brag,2 they may not nominate themselves, or be overlooked  

when it comes time for a promotion. 

COMPENSATION 

Differences in compensation often exist among men, women and minorities, but 

this can be RYHUFRPH�ZLWK�DFFRXQWDELOLW\�DQG�WUDQVSDUHQF\�SUDFWLFHV.3 Analyzing 

\RXU�FRPSHQVDWLRQ�GDWD�E\�GLYHUVLW\�JURXSV�ZLOO�DOORZ�\RX�WR�ĆQG�SUREOHP�VSRWV��

Additionally, Glassdoor found that ZRPHQ�DUH�OHVV�OLNHO\�WR�QHJRWLDWH�WKH� 

ĆUVW�RIIHU,4 so create narrow pay bands that reduce the opportunity for men to  

over-negotiate.

SourceS: 1 Fortune, The abrasiveness trap: High-achieving men and women are described differently in reviews, August 2014; 2 Montana State University, Bragging rights: MSU study 
shows that interventions help women’s reluctance to discuss accomplishments, January 2014; 3�2UJDQL]DWLRQ�6FLHQFH��$FFRXQWLQJ�IRU�WKH�*DS��$�)LUP�6WXG\�0DQLSXODWLQJ�2UJDQL]DWLRQDO�
Accountability and Transparency in Pay Decisions, April 2015; 4 Glassdoor, Salary Negotiation Insights Survey, May 2016

http://fortune.com/2014/08/26/performance-review-gender-bias/
http://www.montana.edu/news/12368/bragging-rights-msu-study-shows-that-interventions-help-women-s-reluctance-to-discuss-accomplishments
http://www.montana.edu/news/12368/bragging-rights-msu-study-shows-that-interventions-help-women-s-reluctance-to-discuss-accomplishments
https://www.researchgate.net/publication/275220276_Accounting_for_the_Gap_A_Firm_Study_Manipulating_Organizational_Accountability_and_Transparency_in_Pay_Decisions
https://www.researchgate.net/publication/275220276_Accounting_for_the_Gap_A_Firm_Study_Manipulating_Organizational_Accountability_and_Transparency_in_Pay_Decisions
https://www.glassdoor.com/blog/3-5-u-s-employees-negotiate-salary/
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EVERYDAY INTERACTIONS 
Survey data and employee focus groups may help uncover areas where  

bias operates in your organization. Spotting and counteracting these  

four common forms of bias may help employees feel more included:1

Performance bias. Male performance may be overestimated compared 

females’ performance. Performance of racial minorities may be 

underestimated compared to whites.

Performance attribution. Male success may be attributed to skill and 

expertise, while female success may be attributed to help from others, 

coincidence and working hard. Success of women and other minorities  

PD\�EH�DWWULEXWHG�WR�$IĆUPDWLYH�$FWLRQ�RU�EHLQJ�D�êGLYHUVLW\�KLUH�ë

Competence vs. Likeability. Women may be evaluated negatively for 

exhibiting characteristics commonly praised in men; they may also be 

H[SHFWHG�WR�GR�RIĆFH�êKRXVHZRUNë�RU�WDNH�PHHWLQJ�QRWHV���

Maternal bias. Mothers may be passed over in resume reviews or not given 

opportunities because of the perception of unavailability due to parenting 

responsibilities. Alternately, they may judged harshly for working too hard.

Encouragement for the Unbiasing Journey: As you can see, bias pervades 

many aspects of organizational culture. Awareness is half the battle. Once 

groups start to build trust through this awareness and employees feel 

permission to express themselves authentically, momentum will carry the 

transformation toward inclusion forward.

ACTION TIP

1

2

3

4

Source: 1 Facebook Leaning and Development, Managing Bias Training

https://www.dropbox.com/s/quua2uoz2yd6hfx/Slides%20and%20References%20Used%20in%20these%20Videos.pdf?dl=0
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Building Community
Another key component of inclusive work environments is a shared sense of belonging.  

7KDW�EHORQJLQJ�FDQ�EH�IHOW�WRZDUG�WKH�RUJDQL]DWLRQ�LWVHOI��WKH�WHDP��DQG�VKDUHG�DIĆQLW\� 

groups within the organization. It can also extend to the communities that the organization 

serves. Inclusive organizations successfully create this sense of belonging through  

FRPPXQLW\�DFWLYLWLHV�DW�ZRUN�DQG�RII�VLWH.

EMPLOYEE RESOURCE GROUPS 
(5*V�DUH�HPSOR\HH�OHG�DIĆQLW\�JURXSV��7KH\�FDQ�EH�RUJDQL]HG�DURXQG�

diversity-oriented topics as women in leadership, LGBT, veterans, blacks, 

Latinos or interests such as the environment or wellness. They give employees 

a forum to share concerns, give and receive mentorship, and get involved  

with the larger community if desired.

VOLUNTEER ACTIVITIES 

Some companies take a long-term approach toward building the diversity 

SLSHOLQH�E\�ZRUNLQJ�ZLWK�\RXWK�DQG�HGXFDWLRQDO�QRQ�SURĆWV��9ROXQWHHULQJ�FDQ�

give employees the opportunity to share expertise, lead others, and set an 

example to individuals from underserved communities.
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%H�$ZDUH�RI�
Diversity Backlash
Building an inclusive culture and bringing on more  

diverse workers means change for your organization.  

Change is always met with some resistance. White males,  

in particular, can feel threatened by diversity messaging.1

Following are a few pointers for managing potential  
detrimental effects of diversity and inclusion programming. 

Frame initiatives around facts relating to the business imperative.

Make clear that bias and feelings of exclusion are universal.  

Use examples from cognitive research in training.

Make training optional so people in dominant groups don’t feel  

coerced or inadvertently blamed.

Use storytelling to illustrate transformative moments for  

individuals as well as groups.

Rely on social accountability to enforce positive behaviors.  

Make retaliation unacceptable.

$YRLG�WRNHQLVP��ZKLFK�LQćDWHV�ELDV�WRZDUG�PLQRULWLHV�DQG�FUHDWHV� 

division rather than inclusion.

Celebrate diverse contributions, no matter who they come from.

Source: 1 Journal of Experimental Social Psychology, 0HPEHUV�RI�KLJK�VWDWXV�JURXSV�DUH�WKUHDWHQHG�E\�SUR�GLYHUVLW\�RUJDQL]DWLRQDO�PHVVDJHV, January 2016

http://www.sciencedirect.com/science/article/pii/S0022103115300068
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Just as managing for inclusion requires becoming 

aware of changing unconscious ways of thinking, 

recruiting and hiring for diversity requires 

changing one’s mindset and questioning rote 

EHKDYLRUV�LQ�RUGHU�WR�ĆQG��VFUHHQ�DQG�KLUH�GLYHUVH�

talent. Recruiting’s role in creating a more 

GLYHUVH�ZRUNIRUFH�LQFOXGHV�

Getting more diverse candidates  

into the talent pipeline

Helping remove bias from screening, 

interviewing and hiring decisions 

Follow these pointers to get more diverse candidates into  
your recruiting pipeline and all the way to the offer stage.

'HĆQH�GLYHUVLW\�JRDOV� Let your initial diversity analysis guide your goals for hiring. (See the previous section 

on Measurement and Accountability.)

Identify recruiting bias. Use knowledge gained from bias training to identify the biases in your hiring 

process. (See previous section on Managing Bias.) Consider where there might be bias in how your company 

VRXUFHV��VFUHHQV�DQG�LQWHUYLHZV�FDQGLGDWHV��DQG�ĆQDOO\��ORRN�DW�KLULQJ�GHFLVLRQV��

0DNH�D�SODQ�æ�DQG�DGGUHVV�ORZ�KDQJLQJ�IUXLW�ĆUVW��To start making early wins, decide which areas can be 

addressed immediately, then evaluate longer term projects and plan accordingly.

Consider technology that can help. Software that assists with resume screening, job descriptions, 

interviewing, testing and data analysis can make hiring for diversity easier. 

Make time your friend. Changing internal processes such as incorporating new screening software or revamping 

interviewing practices takes time. Be realistic about how long it might take, and set achievable time-based goals. 

SECTION 6: Recruiting for Diversity

1

2
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Remove bias from job descriptions. Wording in job descriptions can impact whether more females or males 

DSSO\��/LVWLQJ�QRQ�QHFHVVDU\�TXDOLĆFDWLRQV�FDQ�DOVR�OLPLW�WKH�QXPEHU�RI�IHPDOHV�WKDW�DSSO\�

 

Research shows that women are unlikely to apply for a position unless they meet 100% of the 

requirements, while men will apply if they meet 60% of the requirements.1

 

Consider blind resume screening. Gender and ethnicity of names are known to have an impact on resume 

screening. Consider a tool that allows you to screen without this information.

([SDQG�\RXU�VRXUFLQJ�QHWZRUNV� Look at diversity-oriented job groups, partner with diversity organizations, 

and connect with diversity-oriented groups at universities. Also consider expanding your college recruiting to 

more diverse schools.

Test fairly. The commonly used whiteboard test for coding doesn’t replicate the normal coding environment. 

Create computer-based tests if possible. 

'HĆQH�REMHFWLYH�KLULQJ�FULWHULD��Getting hiring teams on the same page ahead of time can help prevent 

unspoken or subjective criteria from appearing late in the evaluation stages.

&UHDWH�GLYHUVH�LQWHUYLHZ�WHDPV��Structure interview teams based on who can evaluate candidates 

objectively as well as who would make the candidate feel comfortable.

%HZDUH�RI�DIĆQLW\�ELDV��$IĆQLW\�ELDV�LV�WKH�SUHIHUHQFH�IRU�SHRSOH�êOLNH�PH�ë�,Q�UHFUXLWLQJ�WKLV�FRPPRQO\�

occurs when interviewers rate a candidate with a similar background as themselves more highly than a 

FDQGLGDWH�ZLWK�D�GLIIHUHQW�EDFNJURXQG��HYHQ�LI�WKDW�FDQGLGDWH�LV�PRUH�TXDOLĆHG��

:DWFK�RXW�IRU�FRQĆUPDWLRQ�ELDV��&RQĆUPDWLRQ�ELDV�LV�ZKHQ�VRPHRQH�IRUPV�DQ�RSLQLRQ�DQG�LQWHUSUHWV�QHZ�

HYLGHQFH�DV�FRQĆUPDWLRQ�RI�WKDW�EHOLHI��$Q�LQWHUYLHZHU�PD\�VWDUW�ZLWK�D�SUHFRQFHLYHG�RSLQLRQ�RI�D�FDQGLGDWH�

EDVHG�RQ�WKH�UHVXPH��DQG�DVN�TXHVWLRQV�JHDUHG�WR�FRQĆUPLQJ�WKDW�EHOLHI��

'HĆQH�êFXOWXUH�DGG�ë�QRW�FXOWXUH�ĆW��$IĆQLW\�ELDV�DQG�FRQĆUPDWLRQ�ELDV�FDQ�ERWK�DIIHFW�KRZ�FDQGLGDWHV�DUH�

YLHZHG�DV�ĆWWLQJ�LQWR�WKH�FXOWXUH��%\�GHĆQLQJ�LGHDO�FXOWXUDO�YDOXHV�DKHDG�RI�WLPH��LQWHUYLHZHUV�ZLOO�EH�PRUH�

likely to make decisions based on the candidate’s potential contribution.

:HOFRPH�DQG�VKDUH�QHZ�LGHDV��As you remove the bias from your recruiting process, you and your 

FROOHDJXHV�ZLOO�KDYH�QHZ�LGHDV�DQG�LQVLJKWV�RQ�KRZ�WR�EHWWHU�ĆQG�DQG�VFUHHQ�GLYHUVH�FDQGLGDWHV��'RQèW�EH�

afraid to share, discuss and implement ideas that you think can help meet your organization’s diversity goals.

Source: 1 Harvard Business Review, Why Women Don’t Apply for Jobs Unless They’re 100% Qualified, August 2014

https://hbr.org/2014/08/why-women-dont-apply-for-jobs-unless-theyre-100-qualified
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Candidates from diverse backgrounds want to 

know that they’ll be welcomed at your company, 

so it’s important to include diversity messaging  

in your employer brand communications. 

Check out these guidelines as you promote  
your company’s diversity messaging.

Articulate your commitment to diversity. Post your company’s approach 

to diversity on your careers site and Glassdoor. Make sure it aligns with 

how your company actually operates. If it doesn’t, candidates will notice the 

disconnect when they arrive for an interview, or worse, after they are hired.

6KRZ�\RXU�GLYHUVH�ZRUNIRUFH� Include photographs of women and minority 

employees on your careers site and Glassdoor. Don’t use stock photography.

Update your recruitment communications. When recruiting at universities 

and events, ensure any brochures or handouts show that your company 

welcomes diverse candidates.

.QRZ�ZKHUH�\RX�VWDQG�DJDLQVW�WKH�FRPSHWLWLRQ� View career sites and 

*ODVVGRRU�SDJHV�RI�\RXU�HPSOR\PHQW�FRPSHWLWRUV�WR�ĆQG�RXW�KRZ�WKH\�

address diversity. To learn from the best, look at Glassdoor Best Places to 

Work, and DiversityInc Top 50 Companies for Diversity.

SECTION 7: Branding for Diversity

https://www.glassdoor.com/Award/Best-Places-to-Work-LST_KQ0,19.htm
https://www.glassdoor.com/Award/Best-Places-to-Work-LST_KQ0,19.htm
http://www.diversityinc.com/the-diversityinc-top-50-companies-for-diversity-2017/
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Finding, summarizing and communicating  

the research most relevant to your  

organization’s needs will help you build  

the case for diversity and inclusion with  

company leaders. The following resources 

LQFOXGH�YDOLGDWHG��VFLHQWLĆFDOO\�EDVHG�

information, tools and training on diversity  

and inclusion topics. 

Unconscious Bias

re:Work with Google, Unbiasing

Facebook, Managing Unconscious Bias

Salesforce Trailhead, Cultivate Equality at Work

Microsoft, eLesson: Unconscious Bias

Ohio State University Kirwan Institute for the Study of Race 

and Ethnicity, State of the Science, Implicit Bias Review

Harvard Project Implicit, Implicit Association Tests

Stanford Center for the Advancement of Women’s 

Leadership, Bias Tools

Diversity

Harvard Business Review, Topic: Diversity

Diversity Journal

Women

Lean In, Education Center

Stanford Center for the Advancement of Women’s 

Leadership, 9RLFH�	�,QćXHQFH

Catalyst, Knowledge Center

RESOURCES

https://rework.withgoogle.com/subjects/unbiasing/
https://managingbias.fb.com
https://trailhead.salesforce.com/en/trails/champion_workplace_equality
https://www.microsoft.com/en-us/diversity/training/default.aspx
http://kirwaninstitute.osu.edu/researchandstrategicinitiatives/implicit-bias-review/
https://implicit.harvard.edu/implicit/takeatest.html
https://womensleadership.stanford.edu/tools
https://hbr.org/topic/diversity
http://www.diversityjournal.com
http://leanin.org/education
https://womensleadership.stanford.edu/voice
http://www.catalyst.org/knowledge
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To get involved in the conversation on Glassdoor and start managing and promoting your employer brand, 

email employers@glassdoor.com, call �������������� or visit ZZZ�JODVVGRRU�FRP�HPSOR\HUV.

For the latest in recruitment marketing tips, best practices and case studies, follow us on Twitter: @GDforEmployers.

To get involved in the conversation on Glassdoor and 

start managing and promoting your employer brand, 

XQORFN�\RXU�IUHH�HPSOR\HU�SURĆOH

About Glassdoor
:LWK�PLOOLRQV�RI�FRPSDQ\�UHYLHZV��VDODU\�UHSRUWV��LQWHUYLHZ�UHYLHZV�DQG�EHQHĆWV�

reviews on more than 700,0001 companies worldwide, Glassdoor is a trusted and 

transparent place for today’s candidates to search for jobs and research companies. 

Glassdoor helps employers across all industries and sizes advertise their jobs and 

promote their employer brands to a well-researched, highly selective candidate 

pool. By advertising jobs via mobile devices, email alerts and throughout Glassdoor, 

HPSOR\HUV�LQćXHQFH�FDQGLGDWHV�DW�WKH�PRPHQW�WKH\èUH�VHDUFKLQJ�MREV�DQG�PDNLQJ�

decisions. This results in more-informed candidates that require 50% fewer  

UHVXPHV�WR�ĆQG�D�TXDOLW\�KLUH�DW�D�IUDFWLRQ�RI�WKH�FRVW�RI�WUDGLWLRQDO�MRE�ERDUGV�2

Sources: 1Glassdoor Internal Data, March 2017; 2$V�PHDVXUHG�E\�DSSOLFDWLRQ�WR�KLUH�UDWLR�FRPSDUHG�WR�RWKHU�MRE�VLWHV�EDVHG�RQ�D�VWXG\�RI������KLULQJ�GDWD�IRU����PLOOLRQ�DSSOLFDWLRQV

mailto:employers@glassdoor.com?subject=
http://www.glassdoor.com/employers
https://twitter.com/gdforemployers?lang=en
http://www.glassdoor.com/employers/index.htm?source=mktgasset&utm_source=b2b-fea&utm_medium=asset-b2b&utm_campaign=b2b-fea-mktgasset-fea

