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WHAT IS WHITE FRAGILITY?

Nő͓ĬČƀ͓ˠ˞˟˦͓þČƈƔ́ƈČŇŇıőĥ͓þŚŚń̩͓White 
Fragility: Why It's So Hard for White People 
to Talk About Racism̩͓ãƜƔĬŚƀ͓�Śþıő͓
$ı�őĥČŇŚ͓ĆČŇƳČƈ͓ĆČČŽŇƺ͓ıőƔŚ͓ƔĬČ͓
ĆıƈÿŚŏĤŚƀƔ͓ãőĆ͓ĆČĤČőƈıƳČőČƈƈ͓ƔĬãƔ͓ã͓
ÎĬıƔČ͓ŽČƀƈŚő͓ĤČČŇƈ͓ƴĬČő͓ÿŚőĤƀŚőƔČĆ͓þƺ͓
ıőĤŚƀŏãƔıŚő͓ãþŚƜƔ͓ƀãÿıãŇ͓ıőČſƜãŇıƔƺ͓ãőĆ͓
ıőŁƜƈƔıÿČ̮͓$ı�őĥČŇŚ͓ãƈƈČƀƔƈ͓ƔĬãƔ͓ÎĬıƔČ͓
ŽČŚŽŇČ͓ıő͓ƔĬČ͓¶őıƔČĆ͓¢ƔãƔČƈ͓ŇıƳČ͓ıő͓ã͓ƈŚÿıãŇ͓
ČőƳıƀŚőŏČőƔ͓ƔĬãƔ͓ıőƈƜŇãƔČƈ͓ƔĬČŏ͓ĤƀŚŏ͓
͉ƀãÿČ́þãƈČĆ͓ƈƔƀČƈƈ̮͊ ͓¯Ĭıƈ͓ČőƳıƀŚőŏČőƔ͓ŚĤ͓
ƀãÿıãŇ͓ŽƀŚƔČÿƔıŚő͓þƜıŇĆƈ͓ÎĬıƔČ͓
ČƹŽČÿƔãƔıŚőƈ͓ĤŚƀ͓ƀãÿıãŇ͓ÿŚŏĤŚƀƔ͓ƴĬıŇČ͓ãƔ͓
ƔĬČ͓ƈãŏČ͓ƔıŏČ͓ŇŚƴČƀıőĥ͓ƔĬČıƀ͓ÿãŽãÿıƔƺ͓ƔŚ͓
ƔŚŇČƀãƔČ͓ƀãÿıãŇ͓ÿŚőǍıÿƔ̮͓

¯Ĭıƈ͓ıƈ͓ƔĬČ͓ČƈƈČőÿČ͓ŚĤ͓ÎĬıƔČ͓ĤƀãĥıŇıƔƺ̳͓ĤŚƀ͓
ÎĬıƔČ͓ŽČŚŽŇČ̩͓ČƳČő͓ã͓ƈŏãŇŇ͓ãŏŚƜőƔ͓ŚĤ͓
ƀãÿıãŇ͓ƈƔƀČƈƈ͓þČÿŚŏČƈ͓ıőƔŚŇČƀãþŇČ͓ãőĆ͓ıƔ͓
ÿãő͓ƔƀıĥĥČƀ͓ĆČĤČőƈıƳČőČƈƈ̮͓¯ƺŽıÿãŇ͓
ƀČãÿƔıŚőƈ͓ıőÿŇƜĆČ͓ãőĥČƀ̩ ͓ĥƜıŇƔ̩͓Śƀ͓
ƴıƔĬĆƀãƴãŇ̩͓ãőĆ͓ƔĬČ͓ČőƈƜıőĥ͓þČĬãƳıŚƀƈ͓
ĤƜőÿƔıŚő͓ƔŚ͓ƀČıőƈƔãƔČ͓ÎĬıƔČ͓ƀãÿıãŇ͓
ČſƜıŇıþƀıƜŏ̮͓¯ĬČ͓ƀČƈƜŇƔ͓ıƈ͓ŚĤƔČő͓ãő͓ıőãþıŇıƔƺ͓
Śƀ͓ƜőƴıŇŇıőĥőČƈƈ͓ƔŚ͓ƈČČ͓ƔĬČ͓ƈƺƈƔČŏıÿ͓
ãĆƳãőƔãĥČƈ͓ÎĬıƔČ͓ŽČŚŽŇČ͓ČƹŽČƀıČőÿČ͓Śƀ͓
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RECRUITMENT

Rethink job descriptions. Changing the messaging on job 
descriptions, even through subtle word choices, can have a big impact 
on diversity sourcing and attraction efforts. Encouraging hiring 
managers to be more open to candidates who do not meet all the job 
requirements opens the position up to candidates who are ready to 
move up and grow into the position.

Establish objective criteria, define “culture fit”, and demand 
accountability. Implicit biases concerning “culture fit” often lead to 
homogeneity in the workplace. It is important to establish objective 
criteria for all open roles and to rate each applicant using a standard 
rubric. If using technology, ensure those tools are built on data that is 
fair to all socio-demographic groups. Proactively test technologies for 
disparate impacts on workers and check for implicit biases on the back 
end. When one insurance company began hiring with objective criteria, 
it ended up offering jobs to 46% more nonwhite candidates than 
before (Williams & Mihaylo, 2019).

Insist on a diverse pool of candidates. The odds of hiring a nonwhite 
candidate are 194 times higher with at least two nonwhite candidates 
in the pool (Williams & Mihaylo, 2019). To build a diverse pool, search 
using sources such as historically Black colleges and universities, 
Hispanic and Latino organizations, or professional groups like the 
National Association of Asian American Professionals. When asking for 
referrals, reach out to employees of color to source from their 
networks. This strategy should not be used in isolation, as it may cause 
the burden of equality to fall exclusively to employees of color.
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�*¢¯͓����¯N�*
Partnering with HBCUs

Dot Foods has adopted a company-wide 
strategy to increase diverse talent, which 
includes unconscious bias training, 
revamping its recruitment and hiring 
practices and strengthening its 
onboarding process. In 2016, Dot began 
efforts to recruit from Historically Black 
Colleges and Universities (HBCUs) and 
has had several campaigns geared toward 
operational, sales, and IT positions. As of 
2019, Dot has grown applications and job 
views from 5,000 job views/50 
applications/0 hires to more than 58,000 
job views/500 applications/3 hires.

Dot has been named in HBCU Connect's͓
Top 50 Diversity Recruitment Employers 
list, recently at #20. HBCU Connect works 
with organizations to assist in efforts to 
reach students and alumni. Dot was 
recognized for doing an excellent job in 
efforts to target students and graduates 
from HBCUs for employment.

Too often, “fit” is reduced to shared 
backgrounds and interests that 
out-groups do not have. 

to ensure that they are 
working as desired

Effective Strategies and Practices to Recruit and Retain a                                                
Diverse and Inclusive Workforce

There is no such thing as a one-size-fits-all approach to diversity, equity, and inclusion. Solutions and commitments must be 
created specifically to match the environment. The following practices should be considered in the context of the 
organization and selectively applied where relevant.

Consider blind hiring practices. Use a blind resume review to ensure focus on a candidate’s specific qualifications and 
talents rather than surface demographic characteristics. Shopify recently held a virtual career fair and assigned neutral 
avatars to all attendees that were race, age, and gender agnostic. (McLaren, 2019). This allowed recruiters to objectively 
evaluate applicants based on their experience and competencies.

Restructure interviews and retrain hiring managers. Unstructured interviews are often unreliable for predicting job 
success. Skills-based questions and work sample tests force employers to critique the quality of a candidate’s work versus 
unconsciously judging them on appearance or race. Ask all interviewees the same questions and ensure that each 
question directly relates to the desired knowledge and skills. Rate the answers immediately in order to compare 
candidates fairly. Train hiring managers on equitable candidate evaluations and ensure that these managers are diverse 
in gender and race.



E X E C U T I V E   B R I E F I N G   S E R I E S
Advancing Diversity, Equity & Inclusion in the Workplace

HOW TO BE ANTI-RACIST

Nő͓How to be an Antiracist, Nþƀãŏ͓Ó̮͓_ČőĆı̩͓
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tƀĥãőıǄãƔıŚőãŇ͓�ŚŏŏıƔŏČőƔ͓ƔŚ͓�őƔı́�ãÿıƈŏ
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“We want to enhance our individual and 
collective understanding of racism in 
society and strive within Chubb to be 
anti-racist in our behavior as individuals 
and as an organization.”

Evan G. Greenberg, Chairman and CEO, Chubb

Chubb operates within a dynamic and changing global environment where marketplaces and customers are 
culturally diverse and broad. Meeting diverse customer needs requires the best minds collaborating in a 
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Encourage sponsorship and allyship. Cross-racial sponsorship is 
critical to development and advancement in the workplace. 
Furthermore, the presence of an ally increases feelings of belonging 
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Leverage Employee Resource Groups to help better understand 
biases and barriers. ERGs allow employees to connect and share 
experiences with their coworkers, but can also be instrumental in trying 
to push DE&I efforts forward. Build connections between ERGs and 
management to empower them to impact the direction of the 
organization. Be sure to reward them for their efforts.

Engage managers and commit to ongoing learning and long-term 
transformation. The work of racial equity is never done. While it is 
unrealistic to assume that all managers will immediately see the value 
of change initiatives, interventions that work with and engage managers 
are more sustainable and long-lasting. It is therefore worth investing 
time in explaining why a culture change is necessary, as well as the 
inherent risks to the organization if current approaches toward 
inclusion are not improved. Change agents need to clearly define how 
the change process aligns with the organization’s strategic goals to gain 
long-term buy-in. Both majority employees and employees of color 
should be invited to become active participants in the change process. 
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“As leaders, especially as white 
people, failure to stay the 
course and to use our power to 
disproportionately shoulder 
the burden to combat racism 
at work is a violation of the 
trust that [people of color] put 
in us and this process.”

Hecht (HBR 6/16/20)

¯ĬČ͓þãőń͓Ĭãƈ͓ãŇƈŚ͓ČƈƔãþŇıƈĬČĆ͓ã͓őČƴ͓ČőƔČƀŽƀıƈČ́ƴıĆČ͓
�Ňãÿń͓*ƹŽČƀıČőÿČ͓ãƀČã͓ŚĤ͓ĤŚÿƜƈ͓ƴıƔĬıő͓ıƔƈ͓$ıƳČƀƈıƔƺ͓ãőĆ͓
NőÿŇƜƈıŚő͓ŽƀŚĥƀãŏ͓ãőĆ͓ıőıƔıãƔČĆ͓ČőĬãőÿČĆ͓þãőń͓́ƴıĆČ͓
Ɣƀãıőıőĥ͓ŽƀŚĥƀãŏƈ̮

¯ĬČ͓ČǉŚƀƔƈ͓ŚĤ͓ƔĬČ͓�*k͓ãƀČ͓ÿŚőÿČőƔƀãƔČĆ͓ıő͓ƔĬƀČČ͓ŽıŇŇãƀƈ͓͓
ƔĬãƔ͓ãŇıĥő͓ƴıƔĬ͓¯$͓�ãőń͌ƈ͓ŚƀĥãőıǄãƔıŚőãŇ͓ĤŚÿƜƈ̨

■ Colleague͓͓̾*ãƀŇƺ͓ ã̄ŇČőƔ̩͓*ƹČÿƜƔıƳČ͓�ČãĆƺ͓ãőĆ͓
*ƹČÿƜƔıƳČ͓ƀČŽƀČƈČőƔãƔıŚő

■ Customer͓͓̾�ƜƈƔŚŏČƀ͓ãőĆ͓ƈƜŽŽŇıČƀ͓ƈƔƀãƔČĥƺ
■ Community͓͓̾AıőãőÿıãŇ͓ŇıƔČƀãÿƺ͓ČőĥãĥČŏČőƔ͓ãÿƀŚƈƈ͓

ıŏŽãÿƔČĆ͓ÿŚŏŏƜőıƔıČƈ

�*k͓ƴıŇŇ͓ãŇƈŚ͓ĬČŇŽ͓ĤãÿıŇıƔãƔČ͓ÿŚőƳČƀƈãƔıŚőƈ͓ƔĬãƔ͓ŏãƺ͓þČ͓
ƜőÿŚŏĤŚƀƔãþŇČ͓þƜƔ͓ãƀČ͓ÿƀıƔıÿãŇ͓ƔŚ͓ĬČŇŽıőĥ͓ÿŚŇŇČãĥƜČƈ͓
þČƔƔČƀ͓ƜőĆČƀƈƔãőĆ͓ƔĬČ͓ŽČƀƈŽČÿƔıƳČ͓ãőĆ͓ČƹŽČƀıČőÿČƈ͓ŚĤ͓
�Ňãÿń͓ÿŚŇŇČãĥƜČƈ̮͓¯ĬČƈČ͓ÿŚőƳČƀƈãƔıŚőƈ͓ƴıŇŇ͓ƜŇƔıŏãƔČŇƺ͓
ĬČŇŽ͓ƔĬČ͓þãőń͓ĥČƔ͓ÿŇŚƈČƀ͓ƔŚ͓ƔĬČ͓ıŏŽŚƀƔãőƔ͓ĥŚãŇ͓ĤŚƀ͓ƔĬČ͓
ƴŚƀńĤŚƀÿČ̮

¯$͓ƴıŇŇ͓ƀČŽŚƀƔ͓ãőőƜãŇŇƺ͓Śő͓ıƔƈ͓ŽƀŚĥƀČƈƈ̩͓ĬıĥĬŇıĥĬƔıőĥ͓
ÿĬãŇŇČőĥČƈ͓ãőĆ͓ŽƀŚƳıĆČ͓ãĆĆıƔıŚőãŇ͓ĆČƔãıŇ͓Śő͓ŽƀŚĥƀãŏƈ͓ƔŚ͓
ÿŚŇŇČãĥƜČƈ͓ãőĆ͓ÿƜƈƔŚŏČƀƈ̮

�*¢¯͓����¯N�*

Black Employee Network

�ƈ͓ƔĬČ͓�Ňãÿń͓ÿŚŏŏƜőıƔƺ͓ãőĆ͓ıƔƈ͓ãŇŇıČƈ͓ŽƀŚƔČƈƔČĆ͓ĤŚƀ͓
ƀãÿıãŇ͓ŁƜƈƔıÿČ͓ãƀŚƜőĆ͓ƔĬČ͓ĥŇŚþČ͓ƔĬıƈ͓ƈƜŏŏČƀ̩ ͓¯$͓�ãőń͌ƈ͓
ƔŚŽ͓ŇČãĆČƀƈ͓ńőČƴ͓þŚŇĆ͓ãÿƔıŚő͓ƴãƈ͓őČÿČƈƈãƀƺ͓ƔŚ͓
ãőƈƴČƀ͓ƔĬČ͓ÿãŇŇ̮͓¯ĬãƔ͌ƈ͓ƴĬƺ͓ƔĬČ͓þãőń͓ŏãĆČ͓ŽƜþŇıÿ͓ıƔƈ͓
ÿŚŏŏıƔŏČőƔ͓ƔŚ͓ĬČŇŽ͓ǌĥĬƔ͓ƈƺƈƔČŏıÿ͓ãőĆ͓ıőĆıƳıĆƜãŇ͓
ƀãÿıƈŏ̮

tőČ͓ŚĤ͓ƔĬČ͓ŏŚƈƔ͓ıŏŽŚƀƔãőƔ͓ǌƀƈƔ͓ƈƔČŽƈ͓ãƔ͓¯$͓�ãőń͓
ĬãŽŽČőČĆ͓ıő͓]ƜŇƺ͓ƴĬČő͓ƔĬČ͓ÿŚŏŽãőƺ͓ČƹŽãőĆČĆ͓ıƔƈ͓
ƀČĥıŚőãŇ͓�Ĥƀıÿãő͓�ŏČƀıÿãő͓Ώ͓�ãƀıþþČãő͓ŇČãĆČƀƈĬıŽ͓
ƀČƈŚƜƀÿČ͓ĥƀŚƜŽ͓ƔŚ͓ŇãƜőÿĬ͓ƔĬČ͓þãőń́ƴıĆČ͓¶̮¢̮͓�Ňãÿń͓
*ŏŽŇŚƺČČ͓kČƔƴŚƀń͓̻�*k̼̮͓¯ĬČ͓ĥŚãŇ͓ŚĤ͓ƔĬČ͓�*k͓ıƈ͓ƔŚ͓
ČőĥãĥČ͓ãőĆ͓ıőĤŚƀŏ͓ÿŚŇŇČãĥƜČƈ͓ãþŚƜƔ͓ıőıƔıãƔıƳČƈ͓
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Conclusion
With each passing year, the United States becomes more 
diverse, and yet people of color remain consistently 
underrepresented and under-promoted in US organizations. 
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