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PURPOSE
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33 years experience in industry & consulting

Diversity strategy and execution using data

Human Resources design and practice
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TOPICS

The Problem

How big is the issue and why  it 
happens

Recommended Actions

What organizations can do to 
improve diversity outcomes

“Better Practices”

How we can use data to identify 
the sources of the problem and 

find solutions
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“Once you can measure 
something, then you may 
be able to start doing 
something about it.”

- Dr. Jim Heath

Institute for Systems Biology

Source: Mandavilli, A. (2022, May 16). How often can you be infected with the coronavirus? New York Times.
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THE PROBLEM



THE PROBLEM



QUICK POLL
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OCCUPATIONAL SEGREGATION 
BY GENDER

Source: Washington Center for Equitable Growth (2017, September). https://equitablegrowth.org/fact-sheet-occupational-segregation-in-the-united-states/
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OCCUPATIONAL SEGREGATION 
BY GENDER

Source: Washington Center for Equitable Growth (2017, September). https://equitablegrowth.org/fact-sheet-occupational-segregation-in-the-united-states/

Female Male
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OCCUPATIONAL SEGREGATION 
BY GENDER

Source: Institute for Women’s Policy Research (2014, January). Occupational segregation and the gender wage gap: A job half done. 

https://iwpr.org/wp-content/uploads/2020/08/C419.pdf

Higher index 
indicates 
greater 
dissimilarity
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OCCUPATIONAL SEGREGATION 
WITHIN PUBLIC SERVICE

Source: Gerald Young (2021, September). Diversity, equity and inclusion in the public service workforce. Mission Square Research Institute.

https://slge.org/wp-content/uploads/2021/09/deireport_092421.pdf
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REPRESENTATION IS A COMPLEX 
BREW

- Historical stereotyping of jobs
- Biases
- Perceived or actual hostile 

environments
- Self selection into/out of jobs

- Physical demands
- Physical work environment
- Time demands
- Geography/proximity/availability
- Competition with private sector

- Childcare/eldercare
- Low wage trade offs
- Transportation

Gender Race & Ethnicity
- Biases
- Perceived or actual hostile 

environments

- Geography/proximity/
- Availability
- Competition with private sector

- Low wage trade offs
- Transportation 

Implicit assumptions

Job characteristics

Personal constraints
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HOW WOULD YOU RESPOND?

Source: Gerald Young (2021, September). Diversity, equity and inclusion in the public service workforce. Mission Square Research Institute.

https://slge.org/wp-content/uploads/2021/09/deireport_092421.pdf
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“BETTER PRACTICES”
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STEP 1 
AVAILABLE DATA
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DATA SNAPSHOTS
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Definitions

DASHBOARDS = 
PERFORMANCE MONITORING
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SCORECARDS ARE AN 
IMPROVEMENT

Division 1

Division 2

Division 3

Division 4

Division 5

Division 6

Total

Annual Goal …
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SCORECARDS VS. DASHBOARDS

✓Incorporate targets

✓Periodic tracking

✓Trends/changes over time

✓Display progress against goals
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WHY ARE OUR RESULTS 
THE WAY THEY ARE?

1

HOW CAN WE 
IMPACT RESULTS?

2
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UNDERSTAND EMPLOYEE 
DYNAMICS

Source: Levine, B., Stoudemire, T., and Polonskaia, A. (2014). Diversity and analytics: How to build and leverage diversity to outperform the competition. 

Mercer. https://www.mercer.com.au/content/dam/mercer/attachments/global/webcasts/140604-mercer-how-to-build-and-leverage-diversity.pdf

HIRES PROMOTIONS EXITS
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UNDERSTAND EMPLOYEE 
DYNAMICS

Source: Levine, B., Stoudemire, T., and Polonskaia, A. (2014). Diversity and analytics: How to build and leverage diversity to outperform the competition. 

Mercer. https://www.mercer.com.au/content/dam/mercer/attachments/global/webcasts/140604-mercer-how-to-build-and-leverage-diversity.pdf



26

UNDERSTAND EMPLOYEE 
DYNAMICS

Source: Levine, B., Stoudemire, T., and Polonskaia, A. (2014). Diversity and analytics: How to build and leverage diversity to outperform the competition. 

Mercer. https://www.mercer.com.au/content/dam/mercer/attachments/global/webcasts/140604-mercer-how-to-build-and-leverage-diversity.pdf

CRITICAL JOB 

SEGMENTS

PATTERNS/

TRENDS OVER 

TIME
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STEP 2 
EVALUATE PROCESSES
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EXAMINE HIRING PROCESSES

Job 
Requirements

Job 
Descriptions/
Postings Sourcing

Channels
Screening 
Technology

Interviewing 
Techniques
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EXAMINE HIRING PROCESSES

Job 
Descriptions/
Postings

Job 
Requirements

❑ Ensure that requirements are job-related
o Review/confirm minimum 

qualifications
o Question degree requirements

❑ Target high impact jobs (e.g., large 
numbers hired; those with especially 
challenging diversity representation)

❑ Remove/minimize acroynms
❑ Look for terms that may be off-putting 

for the counter-gender or counter-
racial/ethnic groups (e.g., use of tools like 
Textio)

❑ Examine length & format
❑ Provide information about career growth 

opportunities
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EXAMINE HIRING PROCESSES

❑ Analyze yield from various 
sourcing channels

❑Move to more active recruiting 
vs. passive recruiting

❑ Expand to non-traditional 
sources of talent (e.g., 
neurodiverse, returning workers, 
older workers)

Sourcing
Channels

Source of chart: Mission Square Research Institute (2021). Survey findings: State and local government workforce 2021. 

https://slge.org/resources/survey-findings-state-and-local-government-workforce-2021
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❑ Examine filters in ATS to understand 
who gets eliminated

❑ Examine the number of hurdles 
required to qualify for hire

Screening 
Technology Interviewing 

Techniques

❑ Consider elimination of interviews entirely
❑ Standardize interview questions & 

evaluation process
❑ Validate interviews (predictive validation)
❑ Interviewer training, including conscious 

inclusion training

EXAMINE HIRING PROCESSES
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EXAMINE OTHER DECISION 
POINTS

Performance 
Evaluations

❑ Examine performance ratings by diversity group
❑ Use text mining and/or sentiment analysis for written comments
❑ Include analysis by subgroups or subfunctions
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EXAMINE PERFORMANCE 
EVALUATION

Illustrative

Group 1 Group 2

Male = 

Female = 

LOW HIGH HIGHLOW
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EXAMINE PERFORMANCE 
EVALUATION

Overall Feedback Average Word Count by Performance Rating

Statistically significant difference

Illustrative
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EXAMINE OTHER DECISION 
POINTS

Pay Equity/Equal 
Pay

❑ Examine pay based on “legitimate 
factors” determined by the 
compensation schema (“apples-to-
apples” comparisons)

❑ Look at overall patterns, subgroup or 
subfunction differences, and individuals
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GENDER PAY DEFINITIONS

Gender Pay Gap = Comparison of the average 
wages of men and women 

Equal Pay = Men and women in the same 
workplace receiving the same pay for 
“substantially equal” work

Pay Equity = same pay for work that requires 
similar work factors
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EXAMINING PAY EQUITY/EQUAL 
PAY Illustrative

GROUP LEVEL INDIVIDUAL LEVEL



RECOMMENDED
ACTIONS
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Establish Goals

- Understand and track workforce dynamics
- Set long term and interim goals based on modeling projections
- Create scorecards in addition to dashboards

1

Redesign Talent Acquisition

- Rethink job requirements  and limit to only those job-related
- Craft neutral job descriptions/postings 
- Shift from “negative” to “affirmative” filters in an ATS
- Expand sourcing of talent beyond “traditional” pools
- Standardize and validate interviews and conduct conscious 

inclusion training - or consider eliminating interviews entirely

2

Examine Other HR Decision Points & Processes

- Periodically review performance ratings distributions and 
differences in written remarks

- Systematically examine for unexplained pay differences
- Dig into promotion and turnover for patterns 

3



QUESTIONS 
& 

DISCUSSION


