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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.

And there’s quantifiable proof that it’s good for company culture, too.
Two-thirds of active and passive job seekers say that a diverse workforce
is an important factor when evaluating companies and job offers.! 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,
and define what each term means. We'll look at the requirements for

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
diversity, and provide resources on where to find more information.

We hope this guidebook offers the steps you need to help build a more
productive, inclusive and profitable organization.

Glassdoor site survey, Global Human Capital Trends 2017
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SECTION 1

The Business Opportunity
for Diversity and Inclusion
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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.

Bersin by Deloitte, the Human Resources arm of leading consulting firm Deloitte, 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.?

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 2.3 times more cash flow
per employee, while the smaller companies had 13 times higher mean cash flow
from operations when compared to peer organizations.?

\/ Highly inclusive organizations generate 1.4 times more revenue and are
120% more capable of meeting financial targets.!

\/ 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.®

A McKinsey study also demonstrated the correlation between diversity and
financial performance: companies with the highest rankings for racial/ethnic
diversity were 35% more likely to have financial returns above their national

industry median.*
Predictions for 2017 Diversity and Inclusion Top the List of Talent Practices Linked to Stronger Financial Outcomes
Why Diversity and Inclusion Has Become a Business Priority, Why Diversity Matters

4| Guide to Diversity and Inclusion in the Workplace glassdoor®


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

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

Organizational movement toward diversity and inclusion is reflective of larger trends in the

American and global population. As of 2015, the majority of births in the United States are
racial and ethnic minorities.! By 2060, non-Hispanic whites are projected to comprise only
44% of the U.S. population.?

U.S. Population Makeup?

Race 2014 ;2ﬁ?ion
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, 1.4% 1.6%

or Native Hawaiian/Pacific Islander

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.

It’s official: Minority babies are the majority among the nation’s infants, but only just Projections of the Size and Composition
of the U.S. Population: 2014 to 2060
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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
acompany to create more relevant products and respond more effectively to customer needs.

Enhance Partner Success

Vendors, partners and suppliers want to do business with companies that reflect their
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 Diversity Commitment
ACTIONTIP . . . . Has programs that support a
to diversity and inclusion on Glassdoor! . . .
diverse and inclusive workforce

Simply log into your Employer Center using a Free Employer Account, select ‘Employer Branding’
on the left-hand side of the screen and then click ‘Benefits. Scroll down to ‘Pledges & Certifications’
and select ‘Diversity Commitment. After your request is reviewed and approved, a badge

will be added to your Glassdoor company profile under the benefits section, distinguishing your
company from competitors and signaling to candidates your company’s commitment to
adiverse and inclusive workforce.
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SECTION 2: Types of Diversity
]

At its simplest definition, diversity means variety. In terms of talent management, diversity
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
audience base, HR and talent acquisition professionals can benefit from learning about the
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.

GENDER

The U.S. population skews slightly female, at 50.8%.*
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.

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

A 2016 analysis of more than 20,000 firms in 91 countries
found that companies with more female executives were
more profitable.*

Companies with the highest rankings for gender diversity
were 15% more likely to have financial returns that were
above their national industry median.’

Quick Facts Digest for Education Statistics Women in Business: Turning Promise Into
Practice Diverse Teams Feel Less Comfortable - That’s Why they Perform Better. Why Diversity Matters

8| Guide to Diversity and Inclusion in the Workplace glassdoor®


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

SECTION 2: Types of Diversity
|

AGE Percent of U.S. Population
Age 18 and under

At present, the U.S. working age population
P DN 25%

is weighted toward workers over the age
Age 19-34 (Millennials)

of 35. However, many work environments
Y | P 22%

do not represent these demographics.
P grap Age 35-54 (Generation X)

Organizations have the opportunity to _ 26%

gather the perspectives of older and younger Age 55-64 (Baby Boomers)

kers alike by hiring for age diversity.
workers alike by hiring for age diversity I 13%

Age 65+ (includes Baby Boomers)

15%

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

Baby Boomers are waiting longer to claim social security,! indicating that they are
staying in the workforce longer. 74% of American adults say they plan to work
past retirement,? underscoring the need to create work environments that are
Baby Boomers inclusive of older workers.

In addition, eldercare is becoming a priority for the sons and daughters of aging
Baby Boomers, indicating the need for better family leave benefits.

Millennials are delaying marriage, childbirth and are more likely to live at home.®
At the same time, 76% of Millennials would rather have a career they are
passionate about but doesn’t earn a lot of money than have a high earning career
that they are not passionate about.* Delayed home ownership and parenting allows
Millennials to put more attention on the value they are getting out of work, and

Millennials that includes feeling included.

As a more diverse generation than their predecessors,> Millennials are sensitive
toinclusion, with 83% saying they are engaged at work when they believe

the organization fosters an inclusive culture. Only 60% said they were engaged
when they believe their organization does not foster an inclusive culture.

Trends in Social Security Claiming Most U.S. Employed Adults Plan to Work Past Retirement Age
The Changing Economics and Demographics of Young Adulthood: 1975-2016 Why You're Having A Hard Time With Your Millennial Employees —
And What To Do About It Millennials Outnumber Baby Boomers and Are Far More Diverse
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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
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https://www.census.gov/newsroom/press-releases/2015/cb15-113.html
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RACE/ETHNICITY

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.

CULTURE/NATIONALITY
Even within homogeneous racial or ethnic
identities, cultural or national heritage can

play arole 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.?

RELIGION

The variance in holidays as well as beliefs among religions should be accounted for in
the workplace. In the U.S., 71% of the population is Christian, while 22% are unaffiliated,
and 6% are affiliated with a non-Christian religion.?

71% of the U.S. Population: Christian 22% Unaffiliated

6% Non-Christian

LGBT in America: By the Numbers Religion in America Study
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VETERAN STATUS

The 19 million individuals (8% of the population)
who have served in the U.S. military?! bring
aunique background to civilian work.

Veterans that have attended
at least some college:!

of veteran men
of veteran women

DISABILITIES
People with disabilities make up 12.6% of the U.S. population.? 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.?

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.®

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
a specific degree for a given role can eliminate candidates who are self-taught or have
on-the-job training.

Profile of Veterans: 2015 Disability Statistics
Neurodiversity as a Competitive Advantage
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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.

A recent study revealed that law firms were most likely to respond to male applicants

with elite backgrounds, and less likely to respond to females from elite backgrounds
along with applicants of either sex from diverse backgrounds.?

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.?

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
ACTION TIP 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.

High-Class Hobbies Will Help You Land a Top Job, Unless You're a Woman Diversity’s New Frontier,
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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. Women,
LGBT individuals and minorities are more likely to cover in the workplace.!

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

of belonging in a male-dominated environment helped them significantly reduce
stress levels, improved their well-being, and raised their grade point averages.?

Inclusion, at its best, is a sense of belonging for each employee. It’s the feeling that
“l can be myself” at work. An inclusive environment accepts personal differences
among employees while focusing on the business mission to create customer value.

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

the most inclusive organizations benefit from better business performance.
ACTION TIP >° oreamzd bere

In addition, fostering inclusion can protect a company from potential

reputation damage and costly discrimination lawsuits.

Uncovering Talent: A New Model for Inclusion Two Brief Interventions to Mitigate a “Chilly Climate”
Transform Women'’s Experience, Relationships, and Achievement in Engineering
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for a Successful

Diversity Program
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]

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.

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

\/ LEADERSHIP BUY-IN
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.
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\/ 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.! 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.

ACTIONTIP

Google’s Diversity Efforts Show Scant Progress
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SECTION 5: Creating an Inclusive Culture

Managing Bias

Bias is defined as “a particular

The most essential component of creating tendency, trend, inclination, feeling
an inclusive culture is managing bias. or opinion, especially one that is
preconceived or unreasoned.”*

The Roots of Bias

At any given moment, the brain is collecting 11 million pieces of information
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
based on name or gender without fully reviewing qualifications.

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 essential to understand how bias operates at your company as you
embark the diversity and inclusion journey.

Dictionary.com Strangers to Ourselves: Discovering the Adaptive Unconscious
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Make the Commitment to Uncovering Bias

Managing bias is hard, yet rewarding. Making unconscious bias
conscious requires a commitment to self-awareness. It asks
individuals to question their assumptions about the way things
work, the way they behave, and the way they make choices. It also
requires a willingness to have uncomfortable conversations
about bias perceived in everyday interactions with colleagues.

At the organizational level, managing bias benefits from a shared
sense of safety around approaching difficult topics, and a shared
language for discussion of difficult topics. Successful inclusion
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
ACTIONTIP 2eet : : ; P CIVE
into information that will help you uncover bias and support inclusion.
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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.! 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

Use data analysis to find out if men, women and minorities are being promoted at
the same rate. Because women have a tendency to downplay accomplishments
while men tend to brag,? 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 overcome with accountability and transparency practices.® Analyzing
your compensation data by diversity groups will allow you to find problem spots.
Additionally, Glassdoor found that women are less likely to negotiate the

first offer,* so create narrow pay bands that reduce the opportunity for men to
over-negotiate.

The abrasiveness trap: High-achieving men and women are described differently in reviews Bragging rights: MSU study
shows that interventions help women'’s reluctance to discuss accomplishments Accounting for the Gap: A Firm Study Manipulating Organizational
Accountability and Transparency in Pay Decisions Salary Negotiation Insights Survey.
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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:*

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
may be attributed to Affirmative Action or being a “diversity hire.”

Competence vs. Likeability. Women may be evaluated negatively for
exhibiting characteristics commonly praised in men; they may also be
expected to do office “housework” or take meeting notes.

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
ACTIONTIP groups start to build trust through this awareness and employees feel
permission to express themselves authentically, momentum will carry the
transformation toward inclusion forward.

Managing Bias Training
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Building Community

Another key component of inclusive work environments is a shared sense of belonging.
That belonging can be felt toward the organization itself, the team, and shared affinity
groups within the organization. It can also extend to the communities that the organization
serves. Inclusive organizations successfully create this sense of belonging through

community activities at work and off-site.

EMPLOYEE RESOURCE GROUPS

ERGs are employee-led affinity groups. They can be organized around
diversity-oriented topics as women in leadership, LGBT, veterans, blacks,
Latinos or interests such as the environment or wellness. They give employees
aforum 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
pipeline by working with youth and educational non-profits. Volunteering can
give employees the opportunity to share expertise, lead others, and set an
example to individuals from underserved communities.
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Be Aware of
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.t

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.

\/Avoid tokenism, which inflates bias toward minorities and creates

division rather than inclusion.

\/ Celebrate diverse contributions, no matter who they come from.

Members of high-status groups are threatened by pro-diversity organizational messages
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http://www.sciencedirect.com/science/article/pii/S0022103115300068

SECTION 6

Recruiting
for Diversity
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SECTION 6: Recruiting for Diversity
]

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
behaviors in order to find, screen and hire diverse
talent. Recruiting’s role in creating a more
diverse workforce includes:

. 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.

\/ Define diversity goals. 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
sources, screens and interviews candidates, and finally, look at hiring decisions.

\/ Make a plan — and address low hanging fruit first. 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.
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SECTION 6: Recruiting for Diversity

\/ Remove bias from job descriptions. Wording in job descriptions can impact whether more females or males
apply. Listing non-necessary qualifications can also limit the number of females that apply.

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.?

\/ 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.

\/ Expand your sourcing networks. 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.

\/ Define objective hiring criteria. Getting hiring teams on the same page ahead of time can help prevent
unspoken or subjective criteria from appearing late in the evaluation stages.

\/ Create diverse interview teams. Structure interview teams based on who can evaluate candidates
objectively as well as who would make the candidate feel comfortable.

\/ Beware of affinity bias. Affinity bias is the preference for people “like me.” In recruiting this commonly
occurs when interviewers rate a candidate with a similar background as themselves more highly than a
candidate with a different background, even if that candidate is more qualified.

\/ Watch out for confirmation bias. Confirmation bias is when someone forms an opinion and interprets new
evidence as confirmation of that belief. An interviewer may start with a preconceived opinion of a candidate
based on the resume, and ask questions geared to confirming that belief.

\/ Define “culture add,” not culture fit. Affinity bias and confirmation bias can both affect how candidates are
viewed as fitting into the culture. By defining ideal cultural values ahead of time, interviewers will be more
likely to make decisions based on the candidate’s potential contribution.

\/ Welcome and share new ideas. As you remove the bias from your recruiting process, you and your
colleagues will have new ideas and insights on how to better find and screen diverse candidates. Don’t be
afraid to share, discuss and implement ideas that you think can help meet your organization’s diversity goals.

Why Women Don’t Apply for Jobs Unless They're 100% Qualified
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SECTION 7

Branding
for Diversity
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SECTION 7: Branding for Diversity
|

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.

\/ Show your diverse workforce. 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.

\/ Know where you stand against the competition. View career sites and
Glassdoor pages of your employment competitors to find out how they
address diversity. To learn from the best, look at Glassdoor Best Places to

Work, and Diversitylnc Top 50 Companies for Diversity.
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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/

RESOURCES

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
include validated, scientifically based
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, Voice & Influence

Catalyst, Knowledge Center
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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

About Glassdoor
With millions of company reviews, salary reports, interview reviews and benefits
reviews on more than 700,000 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,

g I a s s d o o r employers influence candidates at the moment they’re searching jobs and making
decisions. This results in more-informed candidates that require 50% fewer
resumes to find a quality hire at a fraction of the cost of traditional job boards.?

To get involved in the conversation on Glassdoor and
start managing and promoting your employer brand,

unlock your free employer profile

To get involved in the conversation on Glassdoor and start managing and promoting your employer brand,
email employers@glassdoor.com, call (415) 339-9105 or visit www.glassdoor.com/employers.

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

Sources: ‘Glassdoor Internal Data, March 2017; ?As measured by application-to-hire ratio compared to other job sites based on a study of 2015 hiring data for 30 million applications
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