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A NOTE FROM THE CEOs

The topic of Diversity and Inclusion is sparking important, 
but tough, workplace conversations. While Diversity and In-
clusion is a company-wide effort, it seems that recruiters are 
on the frontlines. Recruiting and talent acquisition teams, 
whether they’re ready or not, have to pick up the mantle of 
Diversity and Inclusion that is being handed to them.

We’ve been inspired by our conversations with partners like 
Lyft to put together this guide for recruiters to grapple with 
the challenge of where Diversity and Inclusion fits into their 
already difficult jobs. We hope this document is a start to a 
larger conversation and welcome all who want to genuinely 
engage in this important work.

Laura Bilazarian
CEO, Teamable

Daniel Chait
CEO & Co-Founder, 
Greenhouse
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Introduction
We’ve been operating under two misconceptions when we think about diversity in recruiting. 
The first misconception is that our diversity challenges are a function of talent scarcity. The 
second, and a closely connected misconception, is that all our diversity shortcomings can 
be addressed solely at the top of our recruiting funnel by sourcing a more diverse candidate 
pool. We reject both notions, because they serve to obscure the very real and intractable 
organizational problems that have created a reality in which our economy and our  
workspaces do not reflect our society. 

This eBook will speak directly to recruiters about how we can embed diversity into 
our efforts to ensure that our companies get on the road to building more diverse and 
inclusive workplaces. A big part of this work is getting the commitment of company 
leaders, driving the sustained engagement of employees, and building relationships 
with the communities we hope to attract.

Diversity and Inclusion efforts can only be successful when a cross-functional 
team works in concert to build a culture of diversity, supports inclusion in the 
organization, and retains a diverse workforce. Each of these topics merits an 
eBook of its own. 

However, in the scope of this eBook, we want to explore specifically 
what recruiters and talent acquisition organizations can do to nurture 
diversity in the workplace by:

• Shaping and promoting an employer brand that builds  
connections to the communities you want to engage. 

• Marketing opportunities in a way that attracts a diverse  
talent pool and exposes what they can gain from being  
a part of your organization. 

• Architecting a hiring process that minimizes bias  
and maximizes your organization’s ability to  
recognize the true value of candidates with  
diverse backgrounds and experiences.



SECTION 1

The Importance 
of Diversity in 
Recruiting
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Recruiting for a diverse workforce is the right thing to do, period. You should hire the best 
candidate, regardless of things like their gender, ethnicity, religion, sexual orientation, or 
disability. Still the best way to ingrain Diversity and Inclusion, (D&I) focus in a company’s DNA 
and ensure its survival through the inevitable cycles of growth and contraction, is to tie it to 
ROI and business impact. Thankfully, this isn’t hard to do!



SECTION 1

The ROI of Diversity 
and Inclusion
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Sixty-seven percent of job seekers said 
that a diverse workforce is an important 
factor when evaluating companies and 

job offers. 2

Fifty seven percent of employees want 
their company to do more to increase 

diversity among its workforce. 3

Diverse companies are 70 percent more 
likely to report that the firm captured a 

new market. 7

Inclusive companies are 1.7 times more 
likely to be innovation leaders in their 

market. 6

of diverse companies are more 
likely to capture new markets
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SECTION 1

Aligning with your company goals

Here are five of the main initiatives recruiting will need to leverage to ensure that their work is 
successful:

crucial that they’re on board with the diversity strategy and are willing to do what it takes 
to meet the company’s goals and objectives.



SECTION 2
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Promote and Shape 
Your Employer 
Brand
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SECTION 2

Prioritize, support, 
and promote diversity 
recruiting
Start with your employees-- without their buy-in and support it will be 
impossible to build a culture of inclusion and establish your employer brand. 
Recruiting can shape and promote diversity and inclusion initiatives among 
employees and identify allies and partners who will help drive your brand 
outside your organization.

Here are some things recruiters can do to build an inclusive culture and 
employer brand:
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SECTION 2

Earn access to the 
communities you want 
to engage
A company that truly values diversity and inclusion will get involved with, 
support, and be present at events run by groups serving communities they 
want represented in their workforce. By building these relationships, your 
company can create bridges between your recruiting organization and the 
communities you want to engage.

FIND NEW GROUPS AND COMMUNITIES TO ENGAGE
Your employees are already involved with the communities you hope to 
build stronger ties to. Run a survey to discover which communities and 
groups your employees are active in, and how you can support them. Then, 
do some research on additional communities you’d like to participate in. 
Look for professional groups, traditionally Black and female schools, Black 
and Jewish fraternities, sororities, veteran groups, disability support groups, 
and LGBTQIA groups.

Once you’ve identified the communities you’d like to participate in, here 
are a few ways you can get involved:

• Attend events to learn about the issues and projects that drive the 
community and look for natural areas to overlap with your company

• Team up with community groups to sponsor or set up a table at their 
events

• Participate as a speaker and share the relevant work your organization 
is doing

• Host events that address the interests of the communities you want to 
engage

• Connect community members with internal mentors at your company
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SECTION 2

Promote your 
employer brand 
externally
If your company has made progress toward a diverse and inclusive workplace, 
make sure it’s communicated across all of your recruitment materials. If you’re 
just beginning your D&I efforts, be honest about where your company stands 
and the efforts you’re making to improve, however imperfect they may be.

Promote your employer brand through your:

Rather than using stock images throughout 
your career site, use real photos of your 
team. Include employee testimonials 
throughout that tell candidates why your 
company has been a great place to work 
for them. Highlight employee benefits 
and perks, but make sure that they are 
appealing to diverse groups of candidates. 
For example, free beer and a quarterly trip 
to Tahoe will appeal to a different group 
than a generous family leave policy and a 
matched 401(K) plan.
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SECTION 3
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Rethink Your 
Pipeline Strategy
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SECTION 3

DRIVE A DIVERSE APPLICANT POOL WITH INCLUSIVE JOB 
DESCRIPTIONS
It may not be obvious, but the language in your job descriptions may be 
turning away applicants you’re looking to attract to your organization. 
Your job description is a vital part of building your pipeline— make sure it’s 
working for you. Women apply for open jobs only if they think they meet 
100 percent of the criteria listed, whereas men respond to the posting if 
they feel they meet 60 percent of the requirements.9 If you list 30 must-
have skills, you can’t expect many women to apply. Revisit your required skill 
and qualifications and redo your job descriptions. Think about the words, 
messaging, and structure you need to be more inclusive.

Which skills and qualifications must the candidate have, and which are 
simply nice to have? Consider skill-based hiring, rather than asking for 
certain years of experience or a degree from a certain type of school. Also 
consider whether finding a candidate from your industry is important, or if 
you could benefit from hearing someone outside your industry. Consider 
people who don’t have the traditional profile, so long as they have the 
essential skills and qualifications necessary. In doing so, you can reach new 
talent pools, get better thought diversity, and reach underrepresented 
groups.
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SECTION 3

Source for 
diversity
One way to fill your pipeline with diverse, qualified candidates is by proactively 
sourcing them. Utilize your job descriptions and your list of target communities 
to source across all levels and reach the exact people you want to speak with.

Here are some tips to source a diverse cadre of candidates:
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SECTION 3

Drive diverse 
referrals

Employee referrals are often cited as the best source of hire, but it can also 
be a powerful source of candidates from underrepresented communities 
when used correctly. If you don’t engage your whole workforce in employee 
referrals, but just let those who opt-in refer candidates, you may end up 
with a pool of candidates that is not reflective of the broader community. 
However, if you create an environment in which all employees feel enabled, 
invited, and excited to be a part of the referral process, employee referrals 
can become a powerful strategy in your diversity and inclusion plan.

Here are a few tips to increase the breadth and volume of employee referrals:
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Get together with hiring departments, 
hiring managers, and new hires to review 
your employees’ connections and get 
introductions to the most promising 
candidates. Offer employees smaller, one-to-
one, sessions so they feel more comfortable 
asking questions, and being guided through 
the referral process. If your organization 
has employee resource groups, meet with 
them as well so you can tap into their 
communities. 
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SECTION 3

Attract a diverse cadre 
of candidates

Your employer branding efforts will hopefully send you a steady stream 
of candidates from underrepresented groups, which can be converted to 
applicants with your inclusive job descriptions. However, as with all organic 
channels, it can take time to stand up and you may need to proactively 
advertise to increase your volume of applicants and build a diverse 
candidate pipeline.

Here are a few ways to make sure your openings reach a broad community 
of applicants:
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SECTION 4
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Optimize Your 
Interview 
Process



P R O  T I P

Structured hiring is one of the most important things you can do to mitigate bias in 

the hiring process. When you clearly define which skills and attributes will lead to 

someone being successful in the role and how you’ll assess this during the 

application process, you ensure that the most qualified candidate is selected 

irrespective of other arbitrary characteristics, including race and gender. The 

Greenhouse product enables teams to do this-- and do it extremely well.
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SECTION 4

Build a structured 
interview process



26



27

F R E E  R E S O U R C E

For an interactive workbook 

on how to best approach your 

own structured interview 

process, click here.
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SECTION 4

Close the loop and 
manage follow up
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CONCLUSION
The lingering talent shortage has made it more difficult to hire 
than ever, and many companies fear that diversity recruiting 
will effectively shrink the size of their eligible talent pool. 
When done correctly, however, companies that focus on 
more inclusive hiring practices can significantly increase the 
size of their talent pool. On one hand, they are considering 
communities they may have overlooked or falsely disqualified 
in the past. On the other hand, they are appealing to candidates 
who may not have considered them before.

It’s important to remember that simply getting a diverse cadre 
of candidates into the top of the funnel will not solve your 
diversity issues. It’s crucial that you also shape and promote 
an employer brand that attracts a diverse group of qualified 
candidates to your organization. Then, you need to focus 
on providing an interview process that objectively evaluates 
them, while maintaining their interest in your opportunity.

As with the hiring process at large, diversity recruiting should 
be an ongoing process that continually evolves to produce the 
candidates your company needs to succeed.
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W W W.G R E E N H O U S E . I O

Greenhouse Software is an enterprise talent 

acquisition suite. Staying a step ahead of the 

competition for talented people requires company-

wide engagement. Thousands of the smartest and 

most successful companies like Cisco Meraki, 

Time Inc., and Airbnb use Greenhouse’s intelligent 

guidance to design and automate all aspects of hiring 

throughout their organizations, helping them compete 

and win for top talent. Greenhouse has won numerous 

awards including #1 Best Place to Work by Glassdoor, 

Forbes Cloud 100, and Talent Acquisition FrontRunner 

leader by Software Advice.

To learn more or request a demo, visit:


