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Training Objectives

Learn the key terms and concepts applicable to diversity, equity, and
inclusion.

Understand the benefits of workplace diversity, equity, and inclusion initiatives
and how it enhances business relationships.

Highlight DEI issues to be aware of.
Discuss best practices for fostering inclusion and equity initiatives in
organizations.

The What

Diversity
• Individuals with different identities, characteristics, and traits.
• Examples: Race, ethnicity, sex(gender, pregnancy, sexual orientation, and gender identity), national origin,
•

•

religion, age/generational differences, socio-economic status, physical ability (disability), familial status, diverse
experiences, education, skillsets.
Diversity focuses on representation, i.e., which groups of people are represented within your company?
• Who is recruited?
• Who is hired?
• Who are you investing in? (developing, training, mentoring etc.)
• Who is being promoted?
• Who is in your leadership?
• Compared to other DEI concepts, most diversity components are usually easier to measure.
• Some classifications are harder to measure, for example, gender and race are usually easier to measure than
religion or disability.
Some diverse categories are legally protected. For example, federal law specifically protects against employment
discrimination based on race, color, national origin, religion, familial status, sex, disability, and sexual orientation.

Overview of Applicable Federal Anti-Discrimination Laws
Federal employment laws prohibit discrimination against job applicants and employees on the
following bases:

•
•
•
•
•
•
•
•
•

Race
Color
Religion
Sex (gender, pregnancy, sexual orientation, and gender identity)
National origin and citizenship
Age (40 and over)
Disability (including perceived disability)
Genetic information
Veteran or active-duty military service status (including individuals who have applied to the
uniformed services)

Exceptions: Bona fide occupational qualification exception (BFOQ) and religious exceptions.

Self-Reflection Exercise

• What does diversity mean to you?
• What do you think makes you diverse?
• What unique characteristics or experiences have shaped your perceptions?
• Think of a pivotal moment/experience from when you were between 8-10 years old.
• What part of your identity are you most aware of?
• What part of your identity are you least aware of?
• What part of your identity is often misunderstood by others?
• What part of your identity is difficult to discuss with others?

Inclusion
• Traditional Diversity is like counting numbers, but inclusion means making those numbers count.
• A call to action within the workforce that means actively involving every employee’s ideas,

knowledge, perspectives, approaches, and styles to maximize organization success.
• This includes bringing in individuals who have been excluded from past participation in
the organization.

• When people feel a sense of belonging and are highly valued within the organization.
• Two key ingredients: Value and Belonging
• Three sources of inclusion:
• Corporate: CEO, Executive Leadership, Human Resources
• Reporting Relationship: Managers/Supervisors
• Peer Relationship: Workgroups

Types of Inclusion

*Source: Cornell University

Inclusive Climate
• Organizational climate – shared meaning that employees attach to the events, policies, practices,
and procedures that they experience and what that communicates to them about the behaviors
that they see as being rewarded, valued, supported, and expected within the organization and
work group.

• Psychological safety – a shared belief that team members are safe to engage in interpersonal risk
taking and personal expression.

• Individuals within an organization should be able to show themselves and share their
opinions without fear of negative consequences.

• If we do not intentionally include, we will unintentionally exclude.
• Institute deliberate “top-down” diversity, equity, and inclusion vision for your teams.
• Engage in “bottom-up” interactions with team members.
• Thriving work groups deliberately consider diversity on all levels and incorporate specific efforts
toward the goals of equity and inclusion.

Inclusive Cultures

• When employees experience high levels of organizational, work-group, and supervisor

inclusion, they report the most favorable outcomes in terms of individual engagement,
psychological and physical well-being, job performance, and ultimately the intention to stay
with the organization.

• This culture shift creates higher performing teams within organizations.
• Group processes (communication, coordination, decision making) and organizational

performance outcomes (retention rates, financial performance, ability to attract top talent)
are also best when all three—corporate, reporting relationship, and workgroups inclusion align.

Inclusive Cultures
• When people feel like others around them value what they have to offer and truly care about them as
•
•

individuals, they tend to perform at higher levels and are less likely to turnover.
When people feel unsafe, they are more likely to withdraw and not fully present themselves.
Less inclusive cultures cause higher levels of stress and lower levels of satisfaction.

• Some practical ways to exhibit inclusion in your organization:
• Initiate genuine conversations with diverse individuals in your workplace to create deeper connections,
•
•
•
•
•
•

and to elicit different perspectives.
Create a culture of listening and understanding.
Be aware of and consider your response to diverse individuals.
Model neighborly behavior.
Consider whose voices are (and aren’t) represented.
Use inclusive language (we, the team, us, you, etc.)
Speak up when people are being excluded
• Some people have greater voices while others feel less comfortable speaking up

Equity
• The achievement of a work environment in which all individuals, employees, and

customers/clients are treated fairly and respectfully, and have equal access to opportunities
and resources so they can fully contribute to the organization's success.

• The recognition and removal of barriers and bias to ensure protected groups have access to
advancement opportunities and resources.

• Equity says “you are part of this group and should be given the same opportunity as others,”
which helps ensure your success.

• It is not enough for an individual to be present or included,
they also have to be empowered.

Diversity, Inclusion, and Equity
• Diversity means having the opportunity to sit at the table.
• Inclusion means having the opportunity to affirmatively participate, thereby enriching the
collective endeavor.

• Equity recognizes that fairness regarding diverse populations and historically under-

represented groups is needed to assist the goal of providing effective opportunities to all.

• Diversity, Inclusion, Equity can be approached as a process for:
• increasing knowledge, awareness, and sensitivity;
• solving problems;
• Improving social interactions and interpersonal behavior;
• building skills; and
• developing an organization.

Evaluation of Workplace Culture
• Ask yourself:
• How transparent is your leadership?
• How well do team members collaborate?
• What are relationships like between peers? Between managers and subordinates?
• Do you frequently promote from within and give employees the opportunity to gain the
experience necessary for consideration?

• How diverse and inclusive is your organization?
• How equitable is your organization?
• Do you encourage diversity in thought and express openness to new ideas?
• How do you show employees that you care about and value them?
*Source: Insperity.com

How you can measure DEI initiatives?
• Analyze current demographic data (e.g. race, gender, ethnicity, religion, disability status etc.)
 Ask - Does the workforce reflect the demographics of the marketplace?
 This helps you identify what the representation really looks like.
 Identify gaps., e.g. lack of diversity in leadership roles.
 Focus on those areas of underrepresentation.
 Diversify recruiting efforts.
 Leadership development programs (mentorship, training etc.).
 Performance management.
 Advancement opportunities (“promote from within” approach).
 External diversity factors: sponsorship allocation, supplier diversity, M/WBE partnerships, etc.,
outside counsel guidelines.

How you can measure DEI initiatives?
• Analyze turnover using a DEI lens.
 Exit surveys
• Analyze employee retention/satisfaction using a DEI lens.
 Stay surveys/employee engagement questionnaires
• Equity in treatment (e.g. equal pay and benefits for equal work).
• Diversity goals in succession planning and promotion process.
• Diversity engagement among teams and/or departments.

The Why

Why Diversity Matters?

• Diversity helps to remove explicit barriers to full participation for protected classifications of
people—this is why representation matters!

• Diversity of backgrounds and life experiences results in diversity of ideas, multiple sources of

inspiration and multiple points of view thereby allowing the organization to adapt to the fast
paced evolution of the market.

• To attract and retain diverse employees, you have to create an inclusive culture.
• Enables the organization to better execute its mission and objectives by mirroring and
understanding the existing or potential client base.

• The reason for implementing DEI initiatives has evolved over the years from a risk-based
analysis focused on legal compliance to a benefits-based strategic effort with
demonstrated positive impact on an organization’s performance.

• DEI is included in the top three initiatives companies seek to pursue and implement in
2021.*

*Source: CBR Report January 2021

Why Implement DEI?

• Most important: It is the right thing to do!
• Social justice and corporate social responsibility;
• Transformative leadership;
• Hiring, retention, succession;
• Employee engagement and productivity;
• Corporate branding;
• Growth strategy;
• Profitability; and
• Compliance with the law.

Advantages of DEI
• Diverse and inclusive work environment increases employees’ job satisfaction and morale
• 2018 Deloitte Millennial Survey: 69% of employees who believe their senior management
•
•
•
•
•
•
•

teams are diverse see their working environments as motivating and stimulating versus
43% who don’t perceive leadership as diverse.
Better individual well-being for employees
Higher employee productivity
Improved ability to attract and retain top talent
Drives innovation and fosters creative solutions by having employees of different backgrounds,
perspectives, and experiences at the table
Maximize business opportunities and position the organization to better understand and
address customer needs
Improve financial performance and profitability
Minimize the risk of liability under equal employment and anti-discrimination laws

Results of DEI
• Studies show that diversity, equity, and inclusion matters and it works!
• DEI Improves Overall Performance
• Diverse teams achieve significantly higher performance ratings.
• Diverse groups solve problems better than non-diverse groups.
• Decisions made and executed by diverse teams deliver 60% better results
• Inclusive teams outperform their peers by 80% in team-based assessments.
•

Deloitte Australia research
Inclusive teams make better business decisions up to 87% of the time.
• Groups that follow an inclusive process make decisions 2x faster with ½
the number of meetings.
• Teams with high diversity and high inclusion scores outperform teams
with high diversity but low inclusion by 1.4x
• * Source: McKinsey and Company “Delivering through Diversity Report”
(2018)

Results of DEI
• DEI Improves Profitability
• Out of 366 companies surveyed in a study, the top-performing companies

•

•
•

were also the most diverse (2015 McKinsey Report)
• Gender-diverse companies are 15% more likely to outperform their
peers and ethnically-diverse companies are 35% more likely to do the
same. McKinsey’s research
Companies in the top percent for gender diversity on executive teams
were 21% more likely to outperform on profitability. Source: McKinsey and
Company “Delivering through Diversity Report” (2018)
• Highest-performing companies on both profitability and diversity had
more women in revenue-generating roles on their executive teams
than in staff roles.
Companies in the top percent for cultural/ethnic diversity on executive
teams were 33% more likely to have industry-leading profitability*
Inclusive companies enjoy 2.3X higher cash flow per employee over a 3year period.

Disadvantages to Lack of DEI
• The flip side, not focusing on diversity, not only means losing out on the benefits, it also:
• Reinforces unconscious bias and discrimination
• Unequal access to work and advancement opportunities
• Absence of inclusive culture fosters lack of accountability
• Low morale, poor team commitment, lower productivity
• High attrition rates
• Lagging as a competitor in the industry and lower market share
• Legal risk

THE EFFECT OF UNCONSCIOUS BIAS

Diversity and Inclusion:
Potential Liability
• JP Morgan Chase: JPMorgan Chase recently settled out of court for $19.5 million with six of its
employees and committed to fostering a more diverse and inclusive environment. The
employees claimed they were assigned to less lucrative branches than their white
counterparts, thereby allegedly causing less career growth opportunities (August 2018).

• An additional $4.5 million was set aside by the company to fund anti-discrimination training
for BAME (Black, Asian, and minority ethnic) candidate recruitment drives, and coaching
programs for minority employees.

• Matheson Trucking: The Company settled a dispute for $15 million dollars in 2015 following
complaints of alleged racial discrimination and racial name-calling of employees as “lazy,
stupid Africans.”

• Housing 21: Despite the supervisor’s claims that it was all jokes, Jane Harper, an Irish employee,
received an out of court settlement from Housing 21 due to her supervisor’s alleged disparate
treatment, including claims of making fun of her Irish accent, and calling her “Irish gypsy.”

Diversity, Inclusion, and Equity:
In Action
• The goal of a diversity and inclusion initiative is not just to increase the number
of diverse individuals, but to focus on how the employer will create an
environment that fosters and empowers the collective voice of all individuals.

• How-To: The Basics
• Ensure the organization ’s commitment to diversity is front and center.

Top leaders should articulate a compelling vision with real accountability
that flows down to all levels of management.
• Inclusive cultures are built on strong visions, missions, and values that
employees have bought into.

Diversity, Inclusion, and Equity:
In Action – Hiring & Promotion
• In most cases, employment decisions should not unnecessarily focus on

protected categories, such as age, race, gender, national origin and
disability.
• Exception for underrepresentation.
• Set a diversity goal and develop an actionable plan to meet your diversity
goals
• Ex.: Our goal is to increase the diversity in year 2022.
• How: We will achieve our goal by implementing employee activities,
events, and initiatives that are culturally inclusive.
• Employers should promote diversity in the correct way:
• Attract a diverse base of job candidates.
• Interview a wide variety of job candidates.
• Evaluate recruiting process to ensure there is inclusion for all.

Diversity, Inclusion, and Equity:
In Action – Inclusivity
•
•
•
•

•
•
•

Utilize a top-down approach in identifying and tackling bias.
Where feasible, get everyone in the work environment involved.
Promote equity and inclusion in all aspects of your business.
Conduct a thorough review of the company culture.
• Review interactions between current employees and management.
• Review the Employee Handbook
• Eliminate language and policies that have the tendency to disproportionately
affect a certain group in a discriminatory way.
• Implement written policies and procedures prohibiting discrimination.
• Implement and enforce an equal employment opportunity policy.
• Implement other policies and practices that are not just for changing systems,
but will foster individual buy-in and support.
Be sensitive when identifying and addressing bias.
Take prompt and appropriate action to address complaints.
Continue the conversations—YOU are making a difference!

Conclusion

Synergism
should be the
goal! The
cooperative
interaction of
two or more
agents or
forces so that
their combined
effect is
greater than
the sum of their
individual
effects.

Because valuing
diversity, equity,
and inclusion
makes us the best
version of
ourselves.

Because valuing
diversity, equity,
and inclusion is
the right thing to
do.

Because valuing
diversity, equity,
and inclusion
provides for a
better workforce.

Because valuing
diversity, equity,
and inclusion
leads to
organizational
satisfaction.
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OVERVIEW
• It is illegal to not hire a prospective employee because of their race, sex, religion, nation origin,
color, age, disability, sexual orientation, veteran status, or marital/family status.

• Avoid claims of discrimination (“refusal to hire”) by asking job-related questions and steering
away from questions that could elicit protected classification answers that would support a
discrimination claim.

• As Liz and Tolu shared in their presentation, the more diverse your employees, the smarter,
better, and more profitable your organization. Your goal is to recruit and retain diverse,
qualified talent.

Americans with Disabilities Act
• The ADA prohibits an employer from asking questions that are
likely to reveal the existence of a disability before making a
job offer.

• The employer cannot specifically inquire about an applicant’s
disability, current health status, or medical history or require
the applicant to submit to a medical exam prior to making an
offer of employment.

ADA
• These examples are questions to avoid:
• How many days were you sick last year?
• Have you ever received treatment for mental health issues?
• Do you have a disability that would interfere with your ability to
perform the job?

• Have you ever filed for workers’ compensation or been injured
on the job?

• What prescription drugs are you currently taking?
• I see you are wearing a pink ribbon, are you a survivor? I ask
because my mom is and ……

• Avoid comments (even sympathetic about disabilities even if
applicant volunteers information).

ADA
• Even if the applicant has an obvious disability or has voluntarily

revealed the information, the employer cannot ask medical
questions unless the employer reasonably believes the applicant
will need a reasonable accommodation to perform a job function
because -

• The applicant has an obvious disability;
• The applicant voluntarily disclosed to the employer that she has
a hidden disability; or

• The applicant voluntarily disclosed to the employer that she will
need a reasonable accommodation to perform a job.

• BUT an employer may ask questions after the job offer is extended
so long as it asks the same questions of other applicants offered
the same type of job.

Age Discrimination in Employment Act
• Under the ADEA, it is illegal to discriminate based on age during the hiring process.
• Rejecting a candidate because the candidate is “overqualified” has been held to be a
pretext for age discrimination.

• Questions that serve as a pretext for eliciting information about an applicant's age are illegal.
• - what year did you attend LSU, I was there….?
• - do you remember what you were doing on 9/11?

COVID-19
EEOC states:

• Employers may ask all employees (and applicants presumably) who will be physically entering
the workplace if they have COVID-19 or symptoms associated with COVID-19, and ask if they
have been tested for COVID-19.

• The federal EEO laws do not prevent an employer from requiring all employees physically

entering the workplace to be vaccinated for COVID-19, subject to the reasonable
accommodation provisions of Title VII and the ADA and other EEO considerations discussed
below. These principles apply if an employee gets the vaccine in the community or from the
employer.

Title VII & TCHRA: Race
• Race is never a bona fide occupational qualification.
• An employer should never, either indirectly or directly, inquire
about an applicant’s race.

• What about asking an applicant to furnish a picture?

Title VII & TCHRA: National Origin/Color
• Title VII prohibits employment discrimination based on national
origin and color.

• Bad:
• Where are you from? Where is your family from?
• How long has your family been in the United States?
• I love your accent – where did you grow up?
• Why do have an address from Libya on your application?
• Acceptable:
• Are you eligible to work in the United States?

Title VII & TCHRA: Religion
• An applicant’s religion is not a relevant or legal subject for
hiring decisions.

• Religion may be a bona fide occupational qualification in
very limited circumstances (i.e. religious schools).

• Bad:
• What religion are you?
• Do you attend church every Sunday?
• Will you ask to wear religious clothing or want to observe
religious holidays?

• Do you observe Yom Kippur?

Title VII & TCHRA: Marital and Family Status
• Questions regarding marital and family status may be used as evidence of sex discrimination.
• Bad:
• Are you planning to have children?
• How many children do you have?
• What are your childcare arrangements?
• What does your husband do?
• Acceptable:
• Are you available to work an 8-5 schedule?
• Are you available to work occasional overtime or travel for the job?

Title VII & TCHRA: Sexual Orientation
• Questions regarding sexual orientation may be used as evidence of
sex discrimination.

• Bad:
• Are you in a relationship?
• Are you married?
• Presumptive follow-up questions about wife or husband if

applicant tells you there are married and/or you notice indicia of
marital status (i.e. wedding ring).

Title VII & TCHRA: Gender Identity

• Questions regarding gender identity may be used as evidence of
discrimination.

• Bad:
• What gender do you identify as?
• Questions about applicant’s dress, hair, or other questions

designed to gain information regarding applicant’s gender.

EEOC: Gender Identity
Laws Enforced by Equal Employment Opportunity Commission

• Title VII, 42 U.S.C. § 2000e-2 (Section 703)
• This is the section of the law that was at issue in Supreme Court case in Bostock where city
employee was fired due to sexual orientation. Bostock made clear that section 703’s
prohibition of discrimination based on sex includes sexual orientation (facts of case so this
precedent is binding) and transgender status (this is dicta).

• Title VII, 42 U.S.C. § 2000e-16 (Section 717)
• Section 717 covers employees of the federal government. EEOC has issued several federal

sector decisions under section 717 finding discrimination based on the sexual orientation and
transgender status of federal employees

Biden Administration: Gender Identity
President Biden issued Executive Order (EO) on Preventing and Combating Discrimination Based
on Gender Identity or Sexual Orientation on Jan. 20, 2021.
Signals a significant shift in how the Biden administration will interpret and enforce the rights of
transgender and other LGBTQ students.
Under the new policy, the Department of Health and Human Services will once again prohibit
discrimination on the basis of sexual orientation and gender identity by health care organizations
that receive federal funding.
Rights of transgender and gay students are protected at school by Title IX.

Gender Identity : Still Unsettled
• While presidential executive orders and federal guidance issued by federal agencies is

valuable and most organizations choose to follow to avoid risk of loss of federal funds, there
are legal challenges making their ways through the courts. The area will remain somewhat
unsettled until we have binding court precedent.

• Our best advice is to have policies and procedures that require everyone be treated with
dignity and respect.

• Transgender students and employees may be particularly vulnerable and face many
challenges, being treated kindly in the workplace should not be one of them.

• Shape your culture to allow people to express disagreement in an agreeable way.

Arrests and Convictions
• EEOC takes the position that the use of arrest records as a “screening device” to automatically
exclude an applicant because of a prior arrest violates Title VII by unlawfully excluding a
disproportionate number of minorities.

• Bad
• Have you ever been arrested?
• Have you ever been pulled over for driving drunk?
• Have you ever spent a night in jail?
• Acceptable (but still best AFTER conditional offer of employment and should be limited to the
requirements of the position, i.e. handling of money for bank teller):

• Have you ever been convicted of a felony?
• Do you have a criminal felony conviction within the last 10-15 years?
• Note: Employers must be able to justify the criminal background inquiry and ensure the criminal
background question is job-related, and consistent with business necessity.

Arrests and Convictions
CAUTION!!!
Title VII prohibits "not only decisions driven by racial [or ethnic] animosity, but also decisions
infected by stereotyped thinking . . . .” Thus, an employer's decision to reject a job applicant
based on racial or ethnic stereotypes about criminality - rather than qualifications and suitability
for the position - is unlawful disparate treatment that violates Title VII.

Attracting Diverse Talent
• People are starting to hold companies, governmental bodies, or other
institutions accountable for insensitive statements.

• Employers want employees who will represent them well and
demonstrate cultural competency.

• With those goals and concerns in mind, interviewers are starting to

ask candidates about their thoughts on diversity, equity, and inclusion
in the workplace – one primary way to attract diverse talent.

• Good to ask these questions later in interview process – may increase
chances that candidates will be more comfortable and will give you
more thoughtful response.

Attracting Diverse Talent – Questions to Ask
• What does diversity and inclusion mean to you and why is it important?
• What is your approach to understanding the perspectives of colleagues from different
backgrounds?

• How would you handle a situation where a colleague was being racist, sexist, or insensitive in
some other manner?

• How would you advocate for diversity, equity, and inclusion with colleagues who don’t
understand its importance?

• Tell me about a time when you advocated for diversity and inclusion in a group or
organization.

SOURCE: Kelli Mason, 8 Interview Questions About Diversity and Inclusion Every Job Seeker Should
be able to Answer, The Muse

Attracting Diverse Talent – Questions to Ask
• Have you turned any of your dreams into reality? Tell me about that.
• How do you keep a positive attitude during difficult situations?
• Tell me about a time when you had a different idea than a group and were able to make your
voice heard. How did it turn out?

• How have you dealt with failure or disappointment? What does it take to bounce back and
handle it when this happens?

• Tell me of a recent setback that you refused to let defeat you.
• How do you keep your eyes on the long-term, big picture when short-term obstacles exist?

Attracting Diverse Talent – Questions to Ask
• What goals have you recently set? How are they going?
• What are your tricks and tips for managing stress?
• Tell me about a time you were given a task that you had limited knowledge about and how
you got up to speed.

• What effect does handling many things simultaneously have on you?
• What are you doing to practice self-care and personal wellness?
• What silver linings have you noticed during the pandemic?

Attracting Diverse Talent – Questions to Ask
• Besides toilet paper, what items do you wish you had stocked up on?
• Tell me about a time when you were asked to do something you had never done before at
work. How did you react? What did you learn?

• Tell me about the last time something significant didn’t go according to plan. What was your
reaction? What was the outcome?

• Describe a situation where you needed to persuade someone to see things your way. What
steps did you take? What were the results?

• Recall a time when you were assigned a task outside of your job description. How did you
handle the situation? What was the outcome?

• Tell me about a time when you’ve been satisfied and productive at work. What were you
doing?

• If you started a company today, what would be your core values?
• What do you think are some traits of a good leader?

Attracting Diverse Talent – Questions to Ask (in-depth)
What does diversity and inclusion mean to you and why is it
important?
These are two separate concepts. Candidate will hopefully address
both:

• Diversity means representation across a wide range of traits,

backgrounds, and experiences. When we can connect and
engage with coworkers with different perspectives than our own,
we can more successfully achieve our overall goals.

• Inclusion refers to a sense of belonging in any environment. To
really achieve the benefits of diversity, it has to work to be
inclusive in recruiting, hiring, retention, and promotions.

SOURCE: Kelli Mason, 8 Interview Questions About Diversity and
Inclusion Every Job Seeker Should be able to Answer, The Muse

Attracting Diverse Talent – Questions to Ask (in-depth)
What is your approach to understanding the perspectives of
colleagues from different backgrounds?
Good answer might include the following:

• Take the time to get to know everyone I’m working with on
a personal basis.

• Have lunch – if not possible, while passing each other in the
hallway or breakroom, to learn more about them.

• I like to know what matters to people outside of work.
• Build a relationship that helps instill a level of trust. When
differences of opinion arise, that level of trust we’ve
already established makes it easier to understand one
another and work through conflict.

SOURCE: Kelli Mason, 8 Interview Questions About Diversity and
Inclusion Every Job Seeker Should be able to Answer, The Muse

Attracting Diverse Talent – Questions to Ask (in-depth)
How would you handle a situation where a colleague was being racist, sexist, or insensitive in
some other manner?
Possible good answer?

• If the incident is actively taking place, I view it as my job to interrupt the bias, regardless of

who is making the insensitive remark or action. I would directly call out that the insensitive
statement or action does not reflect the company’s values or my own, and that I want it to
stop. I might say, ‘We don’t talk like that around here. Please don’t say that around me
again.” If I heard about an incident secondhand, I would inform the company’s human
resources team so they are aware of the issue and can address it based on the company’s
anti-discrimination policies.

SOURCE: Kelli Mason, 8 Interview Questions About Diversity and Inclusion Every Job Seeker Should
be able to Answer, The Muse

Attracting Diverse Talent – Questions to Ask (in-depth)
How would you advocate for diversity, equity, and inclusion with
colleagues who don’t understand its importance?
Possible good answer?

• There’s so much research available touting the financial benefits

companies reap when they have a commitment to diversity,
equity, and inclusion. Of course, I understand that some people
may be aware of this research, but still unconvinced. If that were
the case, I’d gently but firmly push them to recognize that while
diversity might be uncomfortable, it’s worth seeking out a diverse
team in order to push ourselves to think beyond our own
experiences and assumptions.

SOURCE: Kelli Mason, 8 Interview Questions About Diversity and
Inclusion Every Job Seeker Should be able to Answer, The Muse

Attracting Diverse Talent – Questions to Ask (in-depth)
Tell me about a time when you advocated for diversity and inclusion.
Good answer might include the following:

• Set the scene and give any background needed.
• Describe the steps taken.
• Outcomes of those steps and what was learned.
SOURCE: Kelli Mason, 8 Interview Questions About Diversity and
Inclusion Every Job Seeker Should be able to Answer, The Muse

Attracting Diverse Talent – Internal Considerations
When developing questions and/or considering a candidate, try to
find out what candidate can do instead of matching a candidate
to list of job requirements. Several ways to do this:

• Keep the list of requirements to a minimum.
• Focus on skills and measurable results above previously held job
titles and education.

• Consider skills candidates acquired outside of the office, too.
SOURCE: James Klein, 3 Ways to Attract Diverse Job Candidates,
Inspire Human Resources (May 25, 2021)
https://inspirehumanresources.com/3-ways-to-attract-diverse-jobcandidates/

Attracting Diverse Talent – Internal Considerations
• Keep the list of requirements to a minimum.
• The longer the list of requirements, the less likely women or BIPOC (Black, Indigenous, and

People of Color) candidates are to apply. Women, in particular, are less likely than men to
apply for stretch roles, looking instead for job postings where they meet 100% of the
qualifications. To prevent diverse candidates from self-excluding themselves, think about
which requirements can be learned on-the-job and are not necessarily prerequisite for the
hire. The right traits to develop the skills might be even more important than walking in the
door with a set of skills.

SOURCE: James Klein, 3 Ways to Attract Diverse Job Candidates, Inspire Human Resources (May
25, 2021) https://inspirehumanresources.com/3-ways-to-attract-diverse-job-candidates/

Attracting Diverse Talent – Internal Considerations
• Focus on skills and measurable results above previously held job
titles and education.

• For example, requiring previous experience in a senior-level

role will negatively affect women, people of color, and
under-represented groups. After all, we can’t measure
success according to the metrics—like climbing the career
ladder—of yesterday’s system that may be flawed and
biased. Meanwhile, evidence of leading an initiative,
volunteering to participate in a working group, or
contributing creative ideas to address emerging challenges
speak volumes about a candidate’s skills.

SOURCE: James Klein, 3 Ways to Attract Diverse Job Candidates,
Inspire Human Resources (May 25, 2021)
https://inspirehumanresources.com/3-ways-to-attract-diverse-jobcandidates/

Attracting Diverse Talent – Internal Considerations
• Consider skills candidates acquired outside of the office, too.
• We have to appreciate a single mom who earned her degree at night school, the initiative
and drive of a young person who became the first in their family to earn a college degree.

SOURCE: James Klein, 3 Ways to Attract Diverse Job Candidates, Inspire Human Resources (May
25, 2021) https://inspirehumanresources.com/3-ways-to-attract-diverse-job-candidates/
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This document is not intended to give legal advice. It is comprised of general information.
Employers facing specific issues should seek the assistance of an attorney.
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