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https://www.mckinsey.com/business-functions/organization/our-insights/delivering-through-diversity
https://coqual.org/wp-content/uploads/2020/09/CoqualBeingBlackinCorporateAmerica090720-1.pdf
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WHAT IS WHITE FRAGILITY?

16, TCh ¥~>1 pCey cCiish pSSA, White
Fragility: Why It's So Hard for White People
to Talk About Racism_alyTSy Spig,

$1 6hCiS CCivCe CCCZIz 16YS YTC,
CicySohshy a6C, CCACEaYCECec \TAY A

T TC 2CheS6,ACCI yTCE, yS6MmSEYCC, b3,
16AShOAYISE, ap Sy bayial 16C nuaiyz a6C,
16leyyC. $1 6hCIS dccChyc YTaY T TYC,
ZCSZIC 16, YTC 161CC, ¢yayCa G, 16,8 cSyal
CoYInSESCEY YTaY 16cliayCe yTCS, iSS,
.bayC pacCC aypCed. Tic CoYiSESCHY SH
payial ZoSyCyyiSe, pwiiCe T TiC,
CeZCyyaySéc ish bayial ySSASh yTIC &Y.
VI1C cadC 16C ISyTnsh yTCh yazayiyz yS.
ySiChayC, bayial ySEAIYY,

“Tic1cYTC, CacCoyC SH M TN fahiiyz_ Sy
TG 2CSZIC, CYCe 4 coall a0 SW6Yy S
nayal cypCec pCySoCe 16YSIChapIC, A6C, 1y,
yad, yohhCh CCACEaYCECce, 3214l
nCayyISéc 16yiuce ashCh, huly, Sy

Y TChayal a6C yTC Cocuish pCTAYI1She
fusyyiSs,ys bCiseyayC, W TIC hay &l
Crulpbiwd, ~TC bCclliy i1 SKCE, 46,1683,
ShwsymiehaCee S cCENTC caciCoy,
acyasyahCe W TIC ZCSZIC CezCmCoyC Sh
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E ective 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.

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 e orts. 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 o ering 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.

Partnering with HBCUs  g@is

lo

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
e orts 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's,
Top 50 Diversity Recruitment Employers
list, recently at #20. HBCU Connect works
with organizations to assist in e orts to
reach students and alumni. Dot was
recognized for doing an excellent job in

e orts to target students and graduates
from HBCUs for employment.

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.
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HOW TO BE ANTI-RACIST

I6,How to be an Antiracist Npbad, 0, C6Ci,
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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



EXECUTIVE BRIEFING SERIES
Advancing Diversity, Equity & Inclusion in the Workplace

e R & T s i v e
AU AR S AV G Ty

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 e orts forward. Build connections between ERGs and

management to empower them to impact the direction of the As leaders, especially as white

organization. Be sure to reward them for their e orts. people, failure to stay the
course and to use our power to
Engage managers and commit to ongoing learning and long-term disproportionately shoulder

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

the burden to combat racism
at work is a violation of the

are more sustainable and long-lasting. It is therefore worth investing trust that [people of color] put
time in explaining why a culture change is necessary, as well as the in us and this process.”
inherent risks to the organization if current approaches toward

inclusion are not improved. Change agents need to clearly define how Hecht (HBR 6/16/20)

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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Black Employee Network L . .

(TG, layn ySoBUeIz a6C, g aliiCe ZbS|Ce|CC, fSh ~T¢ ba6H Tac alcS, CoyapiicTEE, 4 6y Co(CZbict VK,
bayial lieyiyC, aSUSCYTC hISPC i cWBSCh, $, &ong I3y, *sZEhcoy e, anCa ShASYWC yIYTIE, iyc $iYCheiyz, 36C,
ISZICACChe AGCY,PSIC, 8116, yac, 6CyCccabz 1S, 16¥ilicIS6, ZbShhad, 46C, 161118)CC, C6TasyCC pasr, yice,
a6cyCh\TC yall, Tafc yTz {TC basn, Sace Zupliy, e \baI616h, Z6ShhadS ¢
ySO 616 s\ VS, TCIZ nhTy cacyCory,a6C 16CIYICUAY
baYICD, TC CliShyc SHYTC, *k anC, yS6yCo\nayCe 16, YTvCC, Zifliabe,

o . n VT alihe, yIT,”$,  a6ric SthasiiayisealASyulc
+6C, SHYTC, B8 16Z8hya6y npcy, YCZca)~$  a6R,

T4z7C6CC16, Uiz yTCEYTC yS67863 Cs2a6CCC I\C m  Colleague’  *abiz &AlC6Y *sCyuyivyC, CacCz asc
pChiseal fnyas oChyas Q. anppCas ICaCChcTiZ, *£CylyIYC bCZbCcCHYAYISE

bCeSUbyC, hbSWZ, yS IaWEY T YTC pasn yiCt ¢, fayn m  Customer’ , UWcyS&SCHasC cuzzichcypayChs
*571S3CC kCYyShn, *k_~TC hSa|SHYTC *kicyS m  Community, , Ai6a6yial IyChayz C6hahCoCs| aybSce

C6hahC, a6C, 16/Sha, ySiiCahwCe apSuly i6yiayyCe 162ayYCC, ySSousyCe

*k i allcS TCIZ RayliyayC, yS6YCheayS6c yTay, ©&3 pC
W&y SSHShyApIC, puly, &bC, yoyyal ys, TCIizish ySiiCahuCe
bCYCh WECCheyasC YT C ZChezCyyivC, a6C, CgZChiCoyCa SH

iayr ySticahuCe, ~ TCeC, yS6YCheayiSac vyl Wiyioa(Ciz,

VSARSHYC.

~$ Vi bCZShy a66Walliz, $6, 1y ZbShaCee, TITIATYIGA,
yTalICERCe A6C, 2bSY1CE ACCIIS6a) CCyal $6, ZbShtasc |,
ySiicahuCe a6C, yllcySSECh,
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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.



