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NYU SPS - Globally Focused,
Professional Education

NYU SPS BY THE NUMBERS

Diversity, the power and scope of our global alumni network, and the ability to educate and prepare students who become highly sought-
after employment prospects, are all part of the impressive value proposition that the NYU School of Professional Studies has to offer.
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ATTENDING ON-SITE & REMOTE COMPRISE THE NYU SPS GLOBAL STUDENTS EMPLOYED POST STUDENTS EMPLOYED OR IN
NYUSPS INDUSTRY EVENTS NETWORK GRADUATION SCHOOL POST GRADUATION
ANNUALLY
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NYU CENTER FOR THE FUTURE WORKFORCE

PURPOSE MISSION

At the intersection of
professional career The go-to place for
education, applied insights, policies and
research, workforc*I practicesin
development policies and transforming the
practices, coaching & workforce for the
consulting services future.




33 years experience in industry & consulting

Diversity strategy and execution using data

Human Resources design and practice

: >
NYU | “pepsico | accenture | @BeLLsouTH

NYU



TOPICS

The Problem “Better Practices” Recommended Actions
How big is the issue and why it How we can use data to identify What organizations can do to
happens the sources of the problem and improve diversity outcomes

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

NYU

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

Gender composition of highest-paying occupations

Financial Managers Female Male

ek~
Managers

Physicians/Surgeons | ——
Lawyers | ——
Chief Executives | —
Computer Syst. Managers | ——
Petroleum Engineers | MM—
Pilots |
Arch/Eng. Managers |

0 25 50 75 100%
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Source: Washington Center for Equitable Growth (2017, September). https://equitablegrowth.org/fact-sheet-occupational-segregation-in-the-united-states/




OCCUPATIONAL SEGREGATION
BY GENDER

Gender composition of lowest-paying occupations

Childcare Workers Female

Hosts/Hostesses

Personal Care Aides
Cashiers

Fast Food and Counter
Laundry Workers

Food Preparation
Dining Room Attendants

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



OCCUPATIONAL SEGREGATION
BY GENDER

Figure 2. The Index of Occupational Dissimilarity, 1972 - 2011
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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



OCCUPATIONAL SEGREGATION
WITHIN PUBLIC SERVICE

Figure 2 Percentage of women in health care, social assistance, Figure 5 Percentage of women in protective service occupations

and public administration
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Source: Current Population Survey, U.S. Bureau of Labor Statistics.
Source: Current Population Survey, U.S. Bureau of Labor Statistics.
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Source: Gerald Young (2021, September). Diversity, equity and inclusion in the public service workforce. Mission Square Research Institute.
https://sige.org/wp-content/uploads/2021/09/deireport_092421.pdf



REPRESENTATION IS A COMPLEX

BREW

Implicit assumptions

Job characteristics

Personal constraints

NYU

Gender

Race & Ethnicity

Historical stereotyping of jobs
Biases

Perceived or actual hostile
environments

Self selection into/out of jobs

Biases
Perceived or actual hostile
environments

Physical demands

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

Geography/proximity/
Availability
Competition with private sector

Childcare/eldercare
Low wage trade offs
Transportation

Low wage trade offs
Transportation
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HOW WOULD YOU RESPOND?

What do Is there gender balance
state a nd in the workforce?
o
local HR % 54% ot 1r
managers said
m.anagers the workforce
think? is balanced

Source: 2021 Workforce Survey, MissionSquare Research Institute

NYU

Does the racial/ethnic composition of
the workforce reflect the community?

8 41 % of organizations

8’é‘-8 with 500+ full-time equivalent
employees (FTEs) said yes

2 O% of organizations

with under 500 FTEs said yes

Diversity, Equity, and Inclusion

Composition of the Workforce, by:
Gender Race/Ethnicity

56% w! 500+ FTE 20% wi < 500 FTEs

On both questions, 1 9 /O indicated their organization is not as
representative as it could be, but there are no targeted recruitment
or retention efforts to address that.

16

Source: Gerald Young (2021, September). Diversity, equity and inclusion in the public service workforce. Mission Square Research Institute.
https://sige.org/wp-content/uploads/2021/09/deireport_092421.pdf



“BETTER PRACTICES”
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DATA SNAPSHOTS

salesforce

Data | Definitions
i Where We Are Today: Our Equality Data
®) Al Starbucks (U.S.) ® By Rece ® Overall 2020 et ok St o W 1 ot g st sy v
Retail By Gender (® 2021
Corporate Intersectional (Gender, Race)
Manufacturing Representation as of 10/3/2°

Global Employee Gender Representation

2021 - All Starbucks (U.S.) - By Race 35.7% 64.1%

Black 7% U.S. Employee Gender Representation
Hispanic or Latinx I 5
38.3% 61.4%
Asian 5.9%
Multiracial W 49%
White _ 51.8% U.S. Employee Race and Ethnicity Representation
American Indian or Alaska .. 0.6%
WA/ 99 3%
Native Hawaiian or Other P.. | 0.5% e . 25.2 e TL_)?MO
Not Specified | 0.1% vl e oo
' i ' ' i i
0% 20% 40% 60% 80% 100%
2.9% 4.8% 0.3%
U.S. Partners Only v ‘ —— — ,

Totals may not add up to 100 percent due to rounding.
Workforce composition metrics are derived from EEO-1 self-identification data
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SCORECARDS ARE AN
IMPROVEMENT

Compliance with goal
50% Female representation by 2025

Annual Goal

2015* 2016* 2016 2017 2017 2018 2019 2020 2025

Actual Actual Actual Target Target Target Target Target
Division 1 32% 34% 35% 35% 37% 38% 40% 50%
Division 2 399, 40% 4% 4% 42% 43% 44% 50%
Division 3 33% 33% 36% 35% 37% 39% 41% 50%
Division 4 44% 44% 44% 45% 46% 46% 47% 50%
Division 5 39% 41% 42% 42% 2% 43% 44% 50%
Division 6 35% 36% 36% 38% 39% 41% 42% 50%
Total 37% 38% 38% 39% 40% 1% 42% 43%

YOY change to be driven by decrease in female turnover rate, increase in female promotion and hiring rate

NYU — 2




SCORECARDS VS. DASHBOARDS

v Incorporate targets
v Periodic tracking
v Trends/changes over time

v Display progress against goals



OWHY ARE OUR RESULTS
THE WAY THEY ARE?

OHOW CAN WE
IMPACT RESULTS?



UNDERSTAND EMPLOYEE

DYNAMICS

HIRES
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PROMOTIONS EXITS
0% RIS
e}
Here, women face Not surprisingly,
aceiling atlevel 6 more women are 41% m
likely to leave
\ o 5o )

16% A
1,382 244

Promotions
% of Available
Average active employees

Female
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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



UNDERSTAND EMPLOYEE
DYNAMICS

Projections: % Female Senior Managers 2013-2022

40% -
With adjusted hire,
38% promotion, and
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2
£
28% 4 . .
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24%
22%

2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022

NYU Year 25

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



UNDERSTAND EMPLOYEE
DYNAMICS

Diversity Management Gender Movement Trends

Legand

Extornal Hire Rate
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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






EXAMINE HIRING PROCESSES

Job
Requirements
Job
Descriptions/
Postings Sourcing
Channels
Screening

Technology

Interviewing
Techniques




EXAMINE HIRING PROCESSES

Job Job
Requirements Descriptions/

Postings

Q Ensure that requirements are job-related 0O Remove/minimize acroynms
o Review/confirm minimum O Look for terms that may be off-putting
qualifications for the counter-gender or counter-
o Question degree requirements racial/ethnic groups (e.g., use of tools like
U Target high impact jobs (e.g., large Textio)
numbers hired; those with especially O Examine length & format
challenging diversity representation) QA Provide information about career growth

opportunities

NYU 2



Sourcing
Channels

Q Analyze yield from various
sourcing channels

O Move to more active recruiting
VS. passive recruiting

d Expand to non-traditional
sources of talent (e.g.,

neurodiverse, returning workers,

older workers)

EXAMINE HIRING PROCESSES

Figure 7: What recruitment practices are most successful in

reaching qualified candidates? n=249

Online advertising:}Government websites
Employee referrals

Online advertising:
Commercial sites

College outreach/partnerships*

I Internships/apprenticeships

Building a communications campaign
around public service

Outreach to specific neighborhoods
or demographics

Job fairs

Artiticial intelligence (tor application
screening or video interviews)

Video campaigns

Don't know

Newsletters: State / local

4% K-12 outreach / civics curriculum
2% Conferences

2% Newsletters: National

Outreach to veterans or military family members*

0% 10% 20% 30% 40% 50% 60%

* ltems shown with an asterisk were new to the survey in 2021.

70%

30
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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



EXAMINE HIRING PROCESSES

Screening
Technology

O Examine filters in ATS to understand
who gets eliminated

O Examine the number of hurdles
required to qualify for hire

NYU

Interviewing

Techniques

O Consider elimination of interviews entirely

O Standardize interview questions &
evaluation process

O Validate interviews (predictive validation)

a Interviewer training, including conscious
inclusion training

31



EXAMINE OTHER DECISION
POINTS

Performance
Evaluations

O Examine performance ratings by diversity group
O Use text mining and/or sentiment analysis for written comments
A Include analysis by subgroups or subfunctions

NYU
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EXAMINE PERFORMANCE

EVALUATION

llustrative
Group 1 Group 2
Male = 2
35
Female =
6% \‘K
—o% p—1, : v 0%| o9
2 3 4 5 6 7 10 2

HIGH LOW

HIGH
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EXAMINE PERFORMANCE

EVALUATION lllustrative

NYU

Overall Feedback Average Word Count by Performance Rating

250

200

150

100

50

* * *

217
210
197 208

195

4 5 6 7 8 9

* Statistically significant difference
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EXAMINE OTHER DECISION

POINTS

NYU

Pay Equity/Equal
Pay

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

U Look at overall patterns, subgroup or
subfunction differences, and individuals

35



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



GROUP LEVEL

llustrative

YES, one class
of employees
appear to be
paid statistically
differently than
the other class of
employees

NO, normalized
pay levels appear
comparable
between employee
classes (example
shown reflects
perfect overlap)

EXAMINING PAY EQUITY/EQUAL
PAY

INDIVIDUAL LEVEL

YES, employee’s pay
is considered a
"negative outlier”

NO, employee's
pay is within the
predicted range

NO, employee's
pay is within the
predicted range

YES, employee's pay
is considered a
“positive outlier”
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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

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

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
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