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WHY DIVERSITY
INITIATIVES ARE
INADEQUATE

Recruiting leaders know that if their companies aren’t sourcing and hiring for diversity
they are missing valuable talent and experience. This is one of the reasons diversity has
been a focus area for improvement in recent years.

Many organizations start with training. While diversity training is important for creating
awareness, it doesn’t affect human behavior. A 2017 meta-analysis of studies
investigating bias training confirmed this. Formal training can reduce unconscious bias,
but it does not change behavior.’?

This has put talent leaders in a difficult position. The way to make real progress on
diversity hiring initiatives is by using systematic processes that apply data-driven
decision making. With structured interviews and Al, you can overcome unconscious
bias and make hiring more equitable for all candidates.
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BIGGEST BARRIERS TO
IMPROVING DIVERSITY

38%
Finding diverse
candidates to interview

27%
Retaining diverse
employees

14%
Getting diverse candidates
past interview stage

8%
Getting diverse candidates
to accept offer

LinkedIn Global Recruiting Trends 2018*?




THE IMPACT OF
UNCONSCIOUS BIAS

You can think of unconscious bias as the cognitive equivalent of muscle memory,
coming into play when we are faced with gaps in our own personal experience.? Due to
the human brain’s tendency to create shortcuts, everyone has unconscious biases.

The human mind is fantastic at creating connections and grouping things together
for easy access. When faced with unfamiliar or infrequent circumstances, it
disproportionately pulls from widely applicable (and misinformed) associations, like
stereotypes. Combined with the brain's preference for what is familiar, we can make
prejudiced decisions while still consciously believing that prejudice is wrong.
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UNCONSCIOUS BIAS:

The attraction to what is
familiar and relatable!

Unconscious bias plays
iINto as much as 40% of

hiring decisions'




COMMON DIVERSITY SOLUTIONS

COMPANIES TODAY USE A NUMBER OF DIFFERENT STRATEGIES TO COMBAT BIAS
AND INCREASE DIVERSITY, BUT THESE SOLUTIONS OFTEN DON'T AFFECT
MEANINGFUL BEHAVIOR CHANGE

Harvard Business Review research

shows that policies like diversity training,

performance ratings, and grievance
procedures are more likely to reinforce
bias rather than eliminate it. Forcing
management and employees to adopt
diversity policies leaves them feeling
less autonomous. In some instances,
compulsory diversity training and
initiatives have led to backlash and
retaliation against minority employees.?
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Some companies blind resumes,
preventing recruiters from seeing ages,
names, race, and other inherent traits. It
falls short of eliminating other forms of
bias, such as towards college education or
against employment gaps.

While all companies collect diversity
information for the Department of Labor,
fewer companies publish or utilize that
data. Only 20% of Fortune 500 companies*
publish portions of their D&| data, and
only 3% share their full results. The reason
for this is often simple: discussing and
revealing diversity metrics may uncover a
problem that requires complex solutions.
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5 WAYS TO INCREASE DIVERSITY IN YOUR WORKPLACE

1. START WITH DIVERSE
HIRING TEAMS

Ensure that your interview panels include many diverse viewpoints and people. A
balance of interviewers will bring unique experiences to the discussion, and help
candidates feel more comfortable. Many organizations now mandate diverse
interview panels.
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ORGANIZATIONS
THAT IMPLEMENT
DIVERSE INTERVIEW
PANELS ARE SEEING:

41% Increase

/0% Improved

50% Improved

50% Improved
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5 WAYS TO INCREASE DIVERSITY IN YOUR WORKPLACE TIPS:

» Use gender neutral
language (they will, they

2. CREATE INCLUSIVE should] S
JOB DESCRIPTIONS " verb (distribute, produce, |

manage, develop)

This is easy to execute and often overlooked because many companies keep using old job postings.

Biased wording sends a subtle message to candidates, and can influence some not to apply. e Se oF) rate minimum

A 2011 APA study® demonstrated that gendered wording has a strong impact on the likelihood of prerequ !s!tes from preferred
applying to a job. Terms like “rockstar” or “ninja” have masculine connotations and may drive away prerequ NIES

female applicants. The Catalyst Organization suggests balancing aggressive terms with inclusive

terms or replacing them entirely.” e Use clear and Simp[e
Aggressive Words to Avoid: Dominant, Superior, Decisive, Assertive, Killer language, such as “deliver .
Inclusive Words to Promote: Committed, Dependable, Responsible, Compassionate, Talented prOJeCt I’epOl’tS 0O ma Nagers
Refine job descriptions and qualifiers so only the most relevant are presented to applicants. While e Consider broad

men often apply when they meet only 60% of a job’s qualifications, women generally won't apply demog raph Te appea[ Wial=la

unless they meet 100%.2 Challenge your organization to find out which screening qualifications
really matter or how to use flexible requirements instead.
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writing benefits

e Assess a posting for
iInclusive language




5 WAYS TO INCREASE DIVERSITY IN YOUR WORKPLACE

3 : D IV E R S I FY Provides a comprehensive search and listings
HIRING SOURCES (orwteran omplayars AR

Consider a wider variety of hiring sources. Look at where you promote jobs and where
applicants are entering your pipeline. While many millennials and members of Gen-Z are
engaged with companies on social media, some job seekers still use job boards or learn
about positions through word of mouth.

Provides advocacy for LGBTQ employees
and employer connections

Engage groups that are traditionally underrepresented and find ways to cultivate them. : . .
. . . ) . Is a candidate focused sourcing organization
Reach out to minority advocacy groups in your area to connect with candidates and

identify career fair opportunities. Check minority centered job boards such as the p dtha:woris w'th_am:o:_e rece:vm? Stati_or
Professional Diversity Network @ ederal assistance, iIncuwuaing relurning-citizens

Recruiters using social media should be careful to not become tunnel visioned to a single

network. ldentify culturally and ethnically diverse platforms and focus on them to : R ;
develop a diverse candidate pool. Connects candidates with disabilities with

career opportunities and recruiters

Promotes general diversity hiring for a wide

range of organizations and ethnicities
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5 WAYS TO INCREASE DIVERSITY IN YOUR WORKPLACE

GREAT
PREDICTOR

4. EXPAND TALENT e

Assessments

POOL WITH VIDEO Upstructured
INTERVIEWING Reference

Studies have established® that factors like years of experience, college attendance, and Exggﬁgﬁ,ce
lapses in employment are some of the worst predictors of employee performance.

Screening candidates based on skills and attributes instead of these less predictive factors Years of
can and will build a more diverse labor pool. Education

So what does predict success on the job? Structured interviews. GPA
Candidates record answers to a structured question set at a time that suits them, and
recruiters and hiring managers can review the responses at their convenience. This allows Choice

you to consider more candidates since all qualified applicants can take a video interview. :

Since all candidates answer the same questions, you create a more objective and fair
evaluation process that ensures consistency in hiring decisions. HireVue OnDemand video Unemployed

interviewing empowers you to cast a wider net and evaluate candidates more fairly.
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POOR
PREDICTOR
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5 WAYS TO INCREASE DIVERSITY IN YOUR WORKPLACE Al WILL ASSIST WITH

Sourcing candidates across different

5. USE AI TO REDUCE BIAS

Screening candidates based on
Even well-intentioned recruiters and hiring managers have biases. Whether deliberate or objective vs subjective criteria
not, these unconscious biases play a role in the hiring process 20-40% of the time."
79% of recr.uliti'ng.and hiring managers believe that Al will play.a' role in 'tlf.leirjobs in thg :::;it::i:gzzﬁfzitﬁ:.;h;;ﬁi::he
future.’? Artificial intelligence enables people to make better hiring decisions by reducing
unconscious and conscious human bias that impacts how they evaluate candidates.

Al will never be a full replacement for human creativity and empathy, but it will amplify the
recruiter’s ability to focus on the best job fit by surfacing top talent regardless of background.

Building high quality
relationships with candidates

Managing hiring initiatives
such as diversity and inclusion

Advising hiring managers through
the hiring process.
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CASE STUDY:
UNILEVER USES
Al TO REDUCE BIAS

As one of the world’s leading consumer goods manufacturers, Unilever’'s portfolio
varies from Dove Soap to Ben and Jerry’'s Ice Cream. They routinely spent four to
six months sorting through resumes, screening, interviewing, and making offers.
Realizing they needed a new solution for making 800 hires from a pool of 250,000
applicants, they developed a custom application process. Working with multiple
partners — including HireVue — they combined Al and video interviewing to
screen and assess candidates.

Instead of a biased resume screening off of factors like college experience, years

of employment, or age, Al surfaced those that were most likely to succeed at the
positions and added to the corporate culture.
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RESULTS:

0o
AQO

16% increase

in new hire diversity

90% faster

time to hire

£1,000,000

cost savings



CASE STUDY:
CHILDREN'S MERCY
INCREASES DIVERSITY
WITH VIDEO FIRST

58% INCREASE IN NEW HIRE DIVERSITY

When Children’s Mercy Hospital wanted to streamline their hiring pipeline, they
took a unique approach that shifted the video interview to the front of their
application process. They allowed job seekers to submit a short introduction video
for a recruiter's review.

This video first approach allowed candidates to introduce themselves and explain
their skills before the application. They provided recruiters with a way to match
prospective job seekers with roles they would fit well in. This approach surfaced
better candidates and increased organizational diversity.
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THEIR PROCESS:

&O Job seekers submit an
introduction video

Recruiters watch the videos
@' the next day

Recruiters contact job seekers
N about relevant jobs
8= The video interview process

% Hire



CONCLUSIONS

Set diversity goals for hiring teams to analyze the effectiveness of your talent sources. Develop an accountability system for diversity
hiring.

Sourcing from nontraditional talent pools and making the hiring process more accessible to underrepresented groups increases the
diversity of your hiring pool and empowers more inclusive hiring decisions.

Reimagine your recruiting processes and apply data-driven decision making to overcome unconscious bias. Consider video
interviewing to expand your talent pools and provide candidates with a more fair, structured interview process. Leverage Al to
ensure diverse candidates are not screened out because of unconscious bias.
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