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INTRODUCTION



ENDING WORLD HUNGER, PART ONE


Diversity isn’t because of me; diversity is because of us. All of us.


I am not diverse.


“What?” you might ask, having looked at my photo on the back flap of the book jacket.


What I mean is I alone am not diverse.


If you take nothing else away from this book, it’s essential that you never again look at an individual—any individual—as “diverse.” A “diverse” hire. A “diverse” employee. These are not things. And getting that is foundational to understanding what diversity recruiting is, what it is not, and what it ultimately can be.


It makes sense if you think about it. “Diverse” means different. You can’t be different from yourself. As individuals, none of us are diverse, no matter our identity. But my claim is not merely a grammatical or even existential statement. It’s a statement of clarification. Diversity is not because of me; diversity is because of us. All of us.


Without you and me, there is no diversity, because if diverse means different, diversity means variety. Even if I were standing beside my hypothetical identical twin sister, we’d be different in some way. It could be appearance. She may not have a beauty mark above her lip the way I do. I might laugh at jokes she doesn’t find funny. She might love a song I can’t stand. But we’re diverse, together. And only together.


ENDING WORLD HUNGER


I spoke to a virtual audience recently about how recruiters have the power and the influence to create more positive outcomes within their diversity recruiting and retention programs. During the workshop, a recruiter in the audience spoke up and said that finding solutions to end bias in hiring feels as difficult as ending world hunger. She meant that the problem of deeply rooted bias in hiring seems so pervasive, it feels much bigger than our individual capacity to extinguish it. It feels insurmountable. And this got me thinking about the very idea of world hunger.


Hunger and famine operate like relentless, untiring engines, churning away 24/7. I would imagine that there are as many plans out in the world for addressing world hunger as there are for addressing bias. Even if we could find a silver-bullet donation, like the $6 billion Elon Musk suggested (but did not donate) in 2021, it would only offer temporary relief, especially without any larger systemic or mindset changes.1


This is also true for eradicating bias in hiring and retention programs. I teach about diversity recruiting and retention out of both responsibility and necessity. The parallel between eliminating world hunger and eliminating bias is the shared need not only for a mindset shift, but also for continuous commitment and constant initiative rather than a one-off intervention. Just as hunger is a relentless machine, the quest for equitable representation at all levels in an organization is a perpetual journey. It’s not a motivational seminar you attend once and forget. It’s not a box you check and move on. It’s like marriage, where each day you must decide to say yes to doing the real work that sustains the commitment made on the wedding day. The decisions we make today—the ones we all individually make—are what will create sustainable equitable representation at a systemic level. Much like the battle against hunger, the struggle for representation is an ongoing process that requires continuous effort, constant nurturing, and unwavering dedication.


The reason I don’t simply throw in the towel in the face of these immense challenges is because I understand the massive potential that lies on the other side. Just as investing billions into navigating world hunger is about preserving human dignity and promoting a more equitable world, the commitment to increasing diversity is about harnessing the power of a variety of perspectives and eradicating historical barriers. Both are symptomatic of deeper systemic issues that will only be addressed through sustained collaboration and a profound shift in our societal values and structures.


YOU CAN CALL ME JENN


In a recent interview with Success magazine, I was asked for my perspective on the sea of career advice flooding social media, often dispensed by self-proclaimed experts. I told the journalist the biggest problem I see is that most people out there giving career advice have only played one or two of the many roles in the hiring and promotional process. These “experts” approach hiring and promotion from a single vantage point, so naturally they have limited perspective. This often leads to strategies that don’t work and ineffective advice. Just because you secured a job while in the role of a candidate doesn’t mean your advice from that vantage point will land the next person a role, too. And here’s the dangerous part: When the advice doesn’t work, who will the job seeker blame, you or themselves? Because the advice worked for you, most likely they’ll blame themselves. But we will get to that topic soon enough.


I’m Jennifer Tardy, but you can call me Jenn. Over the last seventeen years, I’ve played all the parts during the hiring process. I’ve sat on every conceivable side of the interviewing table. I’ve been the candidate who had four job offers in hand at once, as well as the candidate who was rejected after the initial phone screen. I’ve been the person making the business case fighting to get a candidate hired, and I’ve been the person on the opposing side defending why a candidate should not be hired. Even within an organization, I’ve been the recruiter and I’ve led recruiting teams. I’ve had my name come up during behind-closed-door conversations about new workplace opportunities, and I’ve sat at tables during behind-closed-door meetings where decisions were being made regarding who should be considered for a promotion.


I grew up in human resources. I’ve been in the trenches with all these roles, constantly refining approaches for attracting competitive talent and keeping them engaged, motivated, and loyal. This hands-on experience has given me a 360-degree view of the career life cycle of an employee, from the moment they consider joining the team to the time they move on to new adventures. And if that isn’t enough, I’ve played these roles across many different industries, from tech and education to energy, health care, railroad, and professional services. Each one of them gave me an essential perspective that I apply to my work today. I’ve seen a lot of things. So, unlike many of the individuals we witness giving generic, one-size-fits-all career advice online, the advice I share comes through a different lens, one that helped me understand that not all hiring processes are the same, which means not all candidate experiences will be the same.


And I carry this multifaceted perspective into the work my team and I deliver within our research and training firm, Jennifer Tardy Consulting (aka Team JTC), where our mission is to help employers increase diversity and retention without harm. Big brand names have turned to us to assist them in coming up with the exact steps to increase diversity and retention in their workplace. I’ve had straight-up, eye-to-eye conversations with C-suite executives about the bias in their hiring systems and how to mitigate them step by step. I’ve even turned down working with some blue-chip companies because their approach to diversity was less “thoughtful improvement” and more “PR disaster waiting to happen.”


Our work at Team JTC supports a breadth of experience on both sides of an issue: those of employers and job seekers. We stand at the unique intersection of the job market, where we closely collaborate with both. It’s critical to us to grasp what makes both sides tick.


When it comes to the challenges in today’s hiring and retention programs, it’s not just corporate boardrooms that should be under the microscope. We all have skin in this game. Workplace leaders are certainly accountable, but employees and job seekers share the responsibility too. I’ll be pulling back the curtain on all of this as we dive into the chapters ahead.


Team JTC’s vision boils down to accomplishing one thing: to normalize diversity recruiting and retention so that all workplaces get to realize the intelligence that comes with unique lived experiences fueled by increased representation.


Your answers to two key questions—“What’s the obstacle course?” and “What do we do about it?”—can potentially dismantle systemic barriers to job access. These questions, which we’ll revisit time and again, can be a powerful catalyst for dismantling the centuries of marginalization, bias, and discrimination deeply embedded in the hiring process.


We must not forget, as we journey through this book, that our real battle is against bias, not each other. It’s like we’re all teammates fighting against a common enemy. Everyone—and I mean everyone—has a part to play in increasing diversity and retention.


Listen, I geek out over this work. The guidance in this book comes from the thousands of people we’ve trained and conversations with them that have truly shifted their mindsets, from our research into a rich and deep history, and even from my own lived experiences and knowing what it feels like to be ambitious but always be perceived as different and how that has impacted my own career path. This is the lens through which I see the world of diversity recruiting and retention.


As a learner myself, I engage best when people speak in plain language and can mix their learning with levity and real stories of struggle and success. So my goal with this book is to leave you feeling like we’re having a conversation—just you and me. One friend to another. I’m sharing my own personal stories, our research, and tools and tips. If you notice that my tone is different from that of other practitioners, just know that it is intentional. All these methods are why our firm is award-winning and sought after. We create deep transformations in how organizations think about and approach the work of recruiting and retention.


ABOUT THE BOOK


The Equity Edge will spotlight biases that block an organization’s ability to increase diversity through its hiring and retention programs, viewed through the obstacles those programs surface. My biggest gripe with bias training today is that it is too generic, often leaving the learner to figure out for themselves how bias shows up in the daily work they do. I want to show you how bias shows up in the day-to-day activities of leaders in business, of leaders in human resources, of leaders in diversity, equity, and inclusion, of recruiters, and of interview teams, all of whom are working to increase diversity and retention. It’s important that you can identify bias when it is happening so that you can mitigate it on the spot.


Intriguingly, when we talk about bias, our minds often stop at the interviewing process. But bias is pervasive throughout the hiring and promotional processes. It is something that must be overcome so more individuals from underestimated communities can enter our workplaces and stay and grow within them. 


The Equity Edge is divided into three parts.


Part I, “Building the Framework,” establishes the infrastructure to help you grasp the fundamental components essential for increasing diversity and retention. Additionally, I introduce the concept of the obstacle course.


Part II, “The Hiring Obstacle Course,” takes us through the intricacies of the hiring process. Its aim is to help hiring managers and job seekers navigate the barriers within the recruiting machine and its myriad components.


Part III, “The Retention Obstacle Course,” delves into the challenges encountered by leaders and employees alike as they navigate promotions, lateral moves, high-profile projects, and other opportunities.


HOW YOU CAN BENEFIT


No matter what role you are in today, The Equity Edge can be a powerful tool to support you in increasing diversity and retention in your workplace. To get the most benefit, read the entire book, even the chapters that you think do not apply to you. But I also recommend that you place a special focus on the chapters that address issues where you find your workplace particularly struggling:


Need foundational information? Are you new to diversity recruiting and retention? Struggling with effective language to use when discussing these topics? Do you find it challenging to understand the historical context of bias and its connection to current diversity recruiting practices? Chapter One will help you build a solid foundation, teaching you how to communicate effectively and think critically about diversity recruiting.


Need help identifying barriers to the success of your diversity initiative? Not sure why your program isn’t working or what beliefs must be dismantled to remove obstacles to your program’s success? Chapter Two talks about unquestioned assumptions that keep workplaces stuck—and job seekers, too.


Want more information about the obstacle course? Maybe you have been curious about what the obstacle course really is and how it impacts marginalized communities. Check out Chapter Three, where I explore what it feels like to be ambitious but perceived as different (and how that scenario intersects with the obstacle course).


Struggling to source talent from marginalized communities? Are your outreach efforts failing? Can’t find top talent from untapped communities? Chapter Four offers unique sourcing opportunities and strategies to expand your talent pool, helping you discover where and how to find the best candidates.


Now that you’ve found them, you can’t get enough candidates to apply? Wondering how to make your organization an employer of choice and attract more applicants to your open positions? Chapter Five provides insights into building a compelling employer brand and crafting job postings that draw in top talent.


Unsure if your interviewing practices are compliant or inclusive? Do you have trouble understanding why marginalized candidates are leaking out of your interview process? Do you need help figuring out who is genuinely qualified for your organization? Chapter Six will help you identify and address the barriers in your interview process and refine your methods for evaluating candidates.


Insecure about selecting the right candidates? Are you struggling with how to ensure representation within your selection process without unintentionally doing something illegal or discriminatory? Chapter Seven offers strategies for fair and legal candidate selection, for promoting diversity without compromising compliance.


Not sure your promotional practices are equitable? Having difficulty thinking about representation in your promotional practices without causing harm to all employees? Chapter Eight will help you navigate the complexities of internal promotions, ensuring fair opportunities for advancement while maintaining a positive work environment.


Are talented employees leaving your organization as quickly as they are being hired? Do you find it challenging to create an environment where all employees feel like they belong while maintaining shared values? Chapter Nine provides strategies for building an inclusive culture that fosters belonging and retains top talent. 


Do you wish to dive deeper into this learning? Don’t skip the Resources for Continuing Education at the end of the book. I’ve got you covered! 


A LONG DAY AGO


Don’t forget to read the box in each chapter titled “A Long Day Ago.” This is a phrase used by my sons, Austin and Aiden, when they talk about something that happened in the past. Whether it was yesterday or three years ago, it’s all “a long day ago” to them. I particularly enjoy this phrase because it carries the sentiment that time is relative to the individual experience, and even if something happened in the past, it wasn’t all that long ago. It was simply “a long day ago,” so it still impacts us today. With these boxes, my goal is to share the history of how we began to think about the modern-day workforce or about all things hiring and retention, and why we use tools that today feel conventional, such as resumes, job descriptions, and interviews. I’ll also discuss how the workforce came to be, how women and people of color began entering the workforce, and how all of this connects to the evolution of recruiting practices and strategies. As we use these tools to assess qualifications, it’s crucial to understand where they originated and why.


ADVANCED LESSONS FOR THE JOB SEEKER


As I embarked on writing this book, I knew I couldn’t overlook those of you currently navigating the job market. It always struck me how frequently leaders, recruiters, and interview teams, after benefiting from my insights on hiring and retention, sought career coaching themselves. It’s clear that discussing diversity recruiting and retention should also include guidance for those in the midst of the job search journey.


If you’re eagerly seeking your next opportunity or eyeing that coveted promotion, don’t miss out on the “Advanced Lessons for the Job Seeker” box at the end of each chapter. Here, I’ll guide you through processing the chapter’s insights from the perspective of a job seeker. By connecting past events with present knowledge, I’ll unveil how hindsight can illuminate patterns that seemed invisible in the moment. It’s akin to donning glasses that reveal the future, albeit after the fact. Drawing from my own experiences, I’ll share actionable insights and strategies to empower you on your job quest. With these tools, you’ll navigate the job market with newfound confidence and craft strategies for career advancement. Understanding the interplay between past and present dynamics will position you to seize opportunities and propel your career forward.


As we turn the page to embark on this journey together, my wish is that you gain hundreds of lightbulb moments and tools to help you follow through on your workplace initiative to increase diversity. Remember that each chapter is designed to dismantle the obstacles preventing true diversity and inclusion in our workplaces. So as we move into “Part I: Building the Framework,” let’s get ready to delve into the foundational elements of diversity recruiting, setting the stage for everything that follows. By understanding these core principles, you’ll be better equipped to navigate and conquer the challenges ahead. Let’s start transforming our approach to hiring and retention, one insightful chapter at a time. The path to a more inclusive future starts here and now.















PART I



BUILDING THE FRAMEWORK















CHAPTER ONE



HOW DO I SAY THIS?


RECOGNIZING THE POWER OF EFFECTIVE LANGUAGE


Language is so powerful, it can either move us all forward or leave some of us behind and feeling left out of the conversation.


My earliest memory of diversity recruiting was back when I worked in the energy industry. I was a baby recruiter then, with only a couple of years of experience under my belt. At that time, diversity recruiting seemed to be this elusive role dedicated to a team of two that primarily focused on campus relations. Decades later, it doesn’t appear that the needle has moved that much forward. I find it interesting to ponder just how few strides have been made in the field of diversity recruiting. One of the reasons we aren’t further along is that, as an industry focused on diversity recruiting, there’s no real alignment on how we got here, how to effectively communicate about it, and how to identify and navigate the many myths surrounding this work, including those answers that tend to go unquestioned.


If we’re to get better at diversity recruiting, there’s no better place to begin than with history. In this chapter, I’ll show you the roots of our current need for diversity recruiting. Although it’s often overlooked, history holds the key to understanding where we are today. Next, I’ll guide you through the use of effective language and definitions in this field. We’ll explore how to talk about diversity recruiting in ways that are impactful. Let’s kick things off with a crash course in history.


HOW DID WE GET HERE?


History is written by the victors.


During elementary school, I remember coming home super excited to tell my parents about a new phrase I’d learned called “manifest destiny.” My parents were always so amenable to hearing about the newfound knowledge I brought home, and this day was no exception.


When teaching about slavery in the US, my teacher, in a way, taught it as being sanctioned by God’s decree—which is at the root of the idea behind manifest destiny. She presented the history of slavery as if it were somehow divinely justified. This skewed version of history painted a picture that made the horrors of the past seem like mere stepping stones to a greater good, rather than the profound human tragedies they were. So I internalized the lesson to mean that slavery wasn’t a problem. After all, God ordained it. And having grown up in church—going to Bible study on Wednesdays and Sunday school on Sundays—I had learned that whatever was ordained by God was good. My developing mind wasn’t able to uncouple the two messages. I walked away seeing the enslavement of people who looked just like me as a necessary evil for us to become who we are as a country today.


My parents did not intervene or challenge my newfound concept of manifest destiny. In retrospect, a part of me wondered if they might have thought I was too young to understand the complexities, or perhaps they trusted the education system to teach the truth about our history. But I quickly realized that they had fallen into the same trap I had. This narrative, unchallenged in my young mind, shaped my early understanding of American history in a way that normalized and even justified oppression.


Unfortunately, this concept I learned in elementary school—the idea of manifest destiny—stayed with me even as I stepped onto the campus of Virginia Tech. As a freshman taking in all the newness of the people, places, and things I was about to experience, one thing I could not help but notice was the number of Black people who were upset about our history of enslavement in the US. I recall naively thinking, “Why are they so upset? Don’t they know that slavery was manifest destiny?”


I want you to sit with that for a moment. I graduated from high school in the top of my class believing that slavery was okay because it was sanctioned by God. The first two decades of my life were rooted in an understanding that my ancestors who were kidnapped and enslaved for nearly 250 years had not been wronged. It was manifest destiny, so it was justified, which brings me back to the point that started this chapter.


History is written by the victors. Those responsible for the enslavement of millions of Africans got a chance to write history. They got a chance to make those heinous acts appear justifiable, and this history is so pervasive that it reached even me as a young girl. But what is important to note here as well is that history—told through the lens of the victors—reached my parents before it reached me and prevented their ability to intervene to correct my lens. So the more I hear about these debates over critical race theory and what version of the truth should be and not be shared in schools, I want you to pay special attention to the legacy of harm this type of gaslighting creates, because where we are today is profoundly connected to our history. And if you do not learn the accurate version of our history, it makes sense why most people are confused about our present. Here is an example.


Underrepresentation did not just happen.


It is not a coincidence.


We did not just wake up recently to this phenomenon. It is woven into the fabric of our history and how we think about employment. Here’s a question: How did we get to a place where specific groups are underrepresented in our workplaces today even though they are readily available in the workforce?


The answer is racism. Because we’ll unveil biases in each chapter, let’s address racism here.


Yes, we’ve got to talk about the big old elephant in the room. Racism. There’s no way around it. But let me try and explain it to you in my own Jenn Tardy kind of way.


Racism allowed slavery to survive and thrive for two and a half centuries. Dr. Ibram X. Kendi defines racism as “a marriage of racist policies and racist ideas that produces and normalizes racial inequities.” He defines a racist policy as “any measure that produces or sustains racial inequity between racial groups” and a racist idea as “any idea that suggests one racial group is inferior or superior to another racial group in any way.”1


That was powerful to me. A racist idea is any idea that suggests one racial group is inferior or superior to another racial group in any way. It is not simply about eliminating the idea that Black people are inferior, but eliminating the idea that any group is superior or inferior—and eliminating it in all the ways that the ideas of superiority and inferiority manifest.


Did you know that the first workers in our US history were identified as both indentured servants and enslaved Africans? And guess how they got to America. Through employment agencies.


Employment agencies originated in England alongside early investment capitalism and evolved from government-run entities to private, profit-driven institutions.2 Initially established to support economic growth and flexible employment, they became crucial in providing labor to emerging stock exchange companies. This concept, significant in the transition to modern capitalism, spread widely, particularly in English colonial territories like North America.


It was a business model similar to present-day employment agencies or staffing agencies, where employers pay employment agencies to augment their staff. The difference with today’s employment agencies is that humans are referred to an employer and must interview. Employment is not against the will of the candidate; they must consent, and they are compensated—unlike those who were kidnapped, trafficked, and sold.


The abolishment of slavery in 1865 did not abolish racism; it only forced racism to find a different way to manifest itself, especially as previously enslaved Africans began seeking work. So racism further manifested itself via discrimination in the workplace.


Through crusades like the civil rights movement, the Civil Rights Act of 1964 and similar legislation were passed that banned discrimination in the workplace. The laws were very descriptive with regard to whom they were intended to protect. This is when we begin talking about protected classes. Though the list has expanded, the initial protected classes were based on race, color, national origin, sex, and religion.


The Civil Rights Act of 1964, although banning discrimination, did not eliminate racism. It forced racism to manifest in new ways. By this time, African Americans, women, and immigrants were already part of the workforce. However, the act marked a significant legal shift toward equality, confronting systemic barriers that had long affected these groups and reshaping the workplace dynamics.


Now we know how we got here. Underrepresentation did not just happen. We got here through racism. But how are we still here today?


The answer is bias. Bias is a preference for or against a person, place, thing, or idea. It’s tricky because we like to think that our preferences are logical, that we have thought them through before making decisions. But here’s what racism has on its side: human conditioning.


Racism manifests most frequently in what we today refer to as bias. That is why in order to become bias-free in hiring and retention programs, we all have to do the work (internally) to be antiracist.


Personifying racism and acknowledging that racism is the ancestor of bias helps us to further connect the dots regarding why it is so important to eliminate bias in all its forms. Racism cannot die with bias still living. To end bias, we must cut the strings of the racist ties that bind us, making us question which groups are superior and inferior. We all need to be on the same side of the table, facing the problem, rather than being on opposing sides.


Have you ever found yourself as an adult trying to chip away at a mindset instilled in you before you could decide whether you even wanted it? Take the money mindset as an example. What beliefs about money were planted in your brain before you could choose whether you wanted them? The same goes for love, marriage, having kids, and the colors you were dressed in as a child. How about the way you were labeled—smart or not, boy or girl? And going deeper still, what about the ingrained perceptions you held of people from different races, sexual orientations, or gender identities?


The list is endless. As adults, we’ve grown aware of some of these conditioned preferences—let’s call them our explicit biases. These biases are known to us. When we are conscious of our mindset and how we have been conditioned, we can change our mindset to one that best serves us and serves humanity—or at least serves the bottom line in our workplaces.


But then there are the bits of our conditioning that remain hidden even to us—our implicit (versus explicit) biases. These biases are not known to us. When we are unconscious of our mindset and how we have been conditioned, and how it impacts our preferences for or against a person, place, or thing, it is that much harder to adjust our mindset to one that best serves humanity—or, again, at least the bottom line in our workplaces.


Now think about how these biases creep into our hiring processes. Because most of them do not present themselves as big bad wolves, they are tough to spot.


These biases show up along the hiring obstacle course for many, especially for those from historically underrepresented backgrounds. They make it difficult and sometimes impossible to gain access to workplace opportunities.


LANGUAGE IN ACTION


“I love your dreadlocks!” I said to a woman leaving the restroom as I was about to enter. The woman, her locs cascading down her shoulders, looked back at me.


“There’s nothing dreadful about locs,” she said with a gentle tone. “But thank you.”


I paused, caught off guard. I hadn’t intended harm. My smile waned to embarrassment and shame. Despite the awkwardness, she gave me a warm smile before she walked out the door. That was one of the many moments in my life that reminded me of the true power of words.


Words are fascinating and powerful. But they’re also dangerous. Some words pack a mighty punch. Others blend into the background; they’re more diffuse. Imagine for a moment you’re in a pitch-dark room, so vast it could hold the entire world. Inside that room, words are like sources of light. Their brightness and their reach depend on their power to shine.


Some words are like laser beams, sharply focused and literal. They have clear, straightforward meanings. Others carry high-watt baggage, filled with historical context. They don’t just shine a light; they’re like thousand-watt bulbs illuminating the past. They don’t merely highlight a little corner or a wall; sometimes they light up the entire room. One such word is “love.” The same can be said for “hate.” Words used as computer codes can map the city, while nuclear codes can annihilate the planet.


A word is never just a word. Each one carries a history, a legacy that can be reenacted when the word comes out of the mouth of someone who might not fully realize its power. We must learn to understand the glaring intensity of each word and control the brightness before we speak.


This woman, a stranger with stunning locs, gave me a lesson wrapped in an uncomfortable package. I hadn’t even embarked on my own loc journey yet, which was still fifteen-plus years down the line. My knowledge was limited, and my lexicon restricted, when it came to speaking about locs with respect and appreciation. Yet what mattered was the unspoken understanding between us. She recognized my good intentions despite the negative impact my ineffectively chosen words had created. Her understanding and compassion were what truly made that brief exchange meaningful.


USING EFFECTIVE LANGUAGE


I recently conducted a LinkedIn poll to uncover job seekers’ biggest hurdles when chasing a promotion or career advancement.3 Here’s what people had to say:




• 31 percent said they find it difficult to prove they’re ready for the climb.


• 41 percent said they struggle to find internal opportunities.


• 19 percent said they wrestle with showing their experience effectively on a resume.


• 8 percent said they are challenged by accessing training or development opportunities.





It’s not only the job seekers who struggle; recruiters have their own set of challenges. When learners enter our Qualified Diversity Recruiter (QDR) Certification program, we start with an important question: As a recruiter, where do you struggle the most with issues related to diversity recruiting and retention? We give them a list with instructions telling them they can check more than one box. Here are the top two most challenging areas:




• 54 percent enter our program saying they struggle with feeling comfortable having the right words to use.


• 50.6 percent say they don’t feel comfortable, capable, or qualified to discuss matters related to diversity and inclusion.





Needless to say, recruiters and job seekers have their own pain points. While we should strive to ease anxieties on both sides, the real opportunity lies in addressing recruiters’ challenges first. When recruiters can access qualified candidates without bias or obstacles, it significantly reduces job seekers’ anxieties.


So where do you start? You start with training—one of the most common diversity initiatives and one of the most often debated.


Whenever I get an opportunity to speak with talent acquisition (TA) leaders, I tell them this: The best thing you can do for your recruitment team is to assume every single person on your team needs training in the two most challenging areas listed above. If you can help your team to determine effective language to use when doing the work of diversity recruiting, they will lean into the conversation more. Do not wait for your recruitment team (or your leaders and hiring teams in general) to tell you they need your help. That rarely happens. It is unusual for employees on a recruiting team to approach their TA leader proactively and say they feel uncomfortable about having the most effective words to use, or they don’t feel qualified to discuss matters related to diversity and inclusion.


You know how I know this? Talent acquisition leaders—or, in general, leaders—pull me aside to confide in me that they feel inadequate to jump-start their roles in increasing diversity. It takes a very safe space to feel comfortable enough to share that you don’t really know what you are doing as it relates to increasing diversity. And so, rather than asking your team if they need help, assume that everyone needs at least a crash course on foundational elements in increasing diversity and retention. It is one of the reasons why I tend to address this topic in my workshops, in the QDR course, and now in this book. There is no justification for skipping effective language acquisition in diversity recruiting—or training, for that matter—simply because some of us might consider it clichéd.


In this chapter, I get to share with you the context and language that can guide your learning as you work to increase diversity and retention in the workplace. Let’s begin with a few principles for how to determine the most effective language to use.


Principle One: Learn to Recognize and Use Effective Versus Ineffective Language


It is easy to fall into the trap of binary thinking: right versus wrong, good versus bad. However, as the philosopher Jacques Derrida proposed in the 1960s, deconstructing this binary lens is crucial to effective communication. There’s more to the landscape of language than just the extremes; there’s a spectrum.


For this reason, I view language as either effective or ineffective—rather than right or wrong—with many degrees in between, such as “more,” “more than,” “less,” and “less than.” This provides us with a range of qualifiers to discuss the effectiveness or ineffectiveness of using a particular word or phrase, even though no two experts in the field might agree on the same assessment.


When language is effective, it moves us toward an intended outcome. If it is ineffective, it moves us away from it. If my intention is to transform how you think about increasing diversity and retention so that you want to become more engaged in this work and are able to create a more immediate and positive impact, then effective language means language that makes you feel included—no matter who you are and how you identify.


Using ineffective language frequently hurts in two ways. First, too many people feel left out or left behind in the conversation about increasing diversity and retention, especially cisgender, heterosexual, White men. We need cisgender, heterosexual, able-bodied, White men to want to be a part of this conversation. When people feel left out, they are more resistant to leaning in. And second, too many people, especially people who identify as part of marginalized communities, are made to feel like “the different ones” in the process of increasing diversity and retention.


It is important that the language you use adheres to three basic guidelines. First, it justifies the accuracy of history that gives it power. Second, it ensures that no group or population feels excluded or left out of the conversation. And third, it promotes understanding and respect among populations, fostering a dialogue that acknowledges and values different perspectives and experiences. Here are two examples:




“Slave” versus “enslaved”: Using the term “slave” objectifies individuals, reducing their identity solely to their condition of enslavement and implying a permanent state, thereby stripping away their humanity and individuality. Referring to someone as a “slave” perpetuates the dehumanization and objectification they experienced, ignoring their identity, history, and the violence imposed on them. This language reduces their personhood to their condition of oppression, causing pain. A more effective alternative is “enslaved person,” which acknowledges the individual’s humanity first while describing their condition as something imposed on them, not their inherent identity. For example, instead of saying, “The slaves were brought to the plantation,” it is more effective to say, “The enslaved people were brought to the plantation.”


“Addict” versus “person with a substance use disorder”: Using the term “addict” reduces individuals to their addiction, defining them solely by their substance use and carrying negative connotations that imply moral failure or an inherent character flaw. Referring to someone as an “addict” perpetuates stigma, shame, and discrimination, ignoring the complex factors contributing to addiction and causing pain by reinforcing negative stereotypes. A more effective alternative is “person with a substance use disorder,” which acknowledges the individual’s humanity first and describes their condition in medical terms, emphasizing that addiction is a disorder, not a defining characteristic. For example, instead of saying, “The program helps addicts recover,” it is more respectful and accurate to say, “The program helps people with substance use disorders recover.”





Principle Two: When in Doubt, Ask and Explore.


When we talk about diversity, equity, inclusion (DEI), and sensitive topics, the words we choose matter. They can either uplift us or weigh us down. Many people lean on widely accepted language, but it’s important to note that “widely accepted” language may still cause harm because it is ineffective. For example, some people, even DEI professionals, use “diverse” to describe individuals from underrepresented backgrounds. That only perpetuates the harm.


To create a more effective and thoughtful dialogue, we should prioritize asking and exploring. This means asking individuals about the terms they prefer to describe their identity and experiences, and exploring why certain terms resonate more than others. By inviting people into the conversation about the language that represents them, we show our respect for their voices and perspectives. Through this collaborative approach, we can continue to evolve our language to better reflect and honor the communities we engage with and serve.


Our language can grow as our awareness grows. Language evolves, and so does our understanding of what’s considered inclusive or effective. This principle highlights the need to stay updated on language that best represents the identities and experiences of different groups, especially underrepresented groups. Choosing words that are respected by the people they describe ensures creating a more empathetic and understanding environment. It also helps avoid unintentionally excluding or misrepresenting anyone. This strategy doesn’t just prevent us from falling into the trap of using outdated or insensitive language. It also shows our dedication to being allies with, listening to, and learning from the communities we want to support. Our words should be as inclusive and thoughtful as our DEI initiative and function not to create barriers but to forge connections for better understanding and unity.


Principle Three: Make Peace with Your Own Learning Curve


Another way to think of this principle is to remember that we are all on a learning curve. Nobody is immune to the need to learn something new and to face the challenges that come with it. Some of us may be further along on the topic of increasing diversity and retention, and some of us are just beginning the journey. You have to make peace with the notion that there may be some things you do ineffectively at first (because you are learning), but you can and will get better.


If you hear me speak, you will likely hear me say at some point, “This isn’t the word I’m looking for, but it is the closest I can get to it right now.” I am in a constant search for more effective language. Even considering the way the use of language changes and evolves, there may be things I say today that tomorrow will be less effective, or I may learn more effective ways of saying the same things or thinking about these topics—and I have to make peace with that. The goal is to not get stuck on the perpetual cycle of guilt. It only keeps us distracted. Learn what you came to learn, and keep moving forward. Just like you, I am still on this learning curve, and I’m good with that. Are you?


Now that you understand these principles, let’s discuss what language to avoid and why.


LANGUAGE TO AVOID (AND WHY)


Let me tell you about a practice we enforce at Team JTC. There are certain words we avoid using in the work we deliver. I share this list of words with new team members and new vendors so that we are all on the same page.


One word in particular we avoid is “minority” when referencing marginalized groups. We believe it is an ineffective word. Although it is commonly accepted, and our team would likely never be faulted by our community for using it, our company philosophy is to lean more toward words and phrases that move us closer to our goal, which is to help organizations increase diversity and retention without harm.


Minority is defined as “the smaller part or number; a number, part, or amount forming less than half of the whole.”4 The meaning of the phrase “minority group” is a group of people whose practices, race, religion, ethnicity, or other characteristics are fewer in number than those of the main group.


Let’s understand why “minority” is an ineffective word by applying the three guidelines outlined in the preceding section under Principle One. First, the term does not accurately convey the historical and social dynamics that have led to certain groups being marginalized. The reality is that these groups have been actively minoritized, a process influenced by larger social, political, and economic forces, rather than being merely fewer in number or inherently lesser in importance. Second, the term can inadvertently perpetuate feelings of marginalization or of “less than” status. It maintains the idea of inferiority, which is connected to a racist idea. It reduces the complex experiences of certain groups to a simplistic numerical status, ignoring the power dynamics that have contributed to their marginalization. And third, using “minoritized” instead of “minority” can foster a more accurate understanding of the systemic forces at play. It shifts the focus from a passive state of being “less than or fewer” to the active processes of marginalization.


The definitions of “minority” and “minority group” I spelled out earlier in this section refer to a number that is less than half of the whole. However, I have observed that regardless of a group’s numerical representation in comparison with the main group, both individuals and groups can be considered minorities. For example, women in the United States make up slightly more than half the population, yet they are often referred to as a minority group because of their historical and ongoing underrepresentation, and their unequal treatment in areas such as leadership positions, earnings, and social status.


Similarly, in the United States, non-Hispanic Whites are considered the “majority” group, with all other racial and ethnic groups categorized as “minorities” even when their combined numbers make up the majority of the population. The concept of “minority” extends beyond simple numerical values to encompass those who have less power or are subject to discrimination.


Additionally, we avoid using the term because it fails to reflect the complex, evolving nature of racial and ethnic identities in contemporary America. The concept of a White majority and a non-White minority might be outdated in a society where biracial, multiracial, or racially ambiguous cultures are prevalent. Racial intermarriage is common, leading to an increasing number of individuals with mixed heritage. Moreover, the majority-minority narrative in the US fuels national polarization by portraying society as split between a declining White majority and rising minority groups. This perspective fosters competition and has “bolstered White anxiety and resentment” toward “minorities.”5


In fact, the word “minority” and the phrase “minority group” are often used ineffectively as euphemisms for “other” groups that are non-White and male. In my opinion, “minority” carries with it the connotation of inferiority, especially when the term is used in situations where the marginalized group is in greater number.


So, rather than using the word “minority,” here are three alternatives that I share with our team and that I want to share with you. For simplicity, the words “group” and “population” are used interchangeably.




• Underrepresented population: This includes groups that have a greater representation in the workforce than is represented in most workplaces. Members of this group want to work and are qualified but have historically had limited access to job opportunities due to discriminatory and biased practices.


• Marginalized group: A group that has been treated as less significant or insignificant and decentered as a point of priority. A great example of an attempt at marginalization would be “all lives matter” marches when the focus was on how Black lives matter equally. In this example, we are pushing vulnerable groups to the margins rather than centering their stories.


• Untapped group: A group whose members have not yet been leveraged for the true value they have to offer. When companies drop pedigree requirements, they can source from untapped groups that may also include more women and people of color. The greatest challenge we face as recruiters and hiring managers is our inaccurate view of what someone should look like (that is, their packaging and pedigree) to demonstrate that they are qualified.





When in doubt, just say exactly what you mean. This is my favorite recommendation. You do not need to use groupings all the time, especially when you are only referring to one type of identifying factor. For example, it is completely acceptable and even effective to say “an Indigenous, nonbinary queer individual with a disability,” especially if the context of the conversation demands that we understand how that person identifies.


THE LANGUAGE OF DEI RECRUITING


When I first started as a recruiter, I used two terms: “diversity” and “inclusion.” You already know from the Introduction that “diverse” means different, and “diversity” means variety. Diversity is a variety of differences. And inclusion is the integration of this variety of differences, or the incorporation of diversity.


So far so good. But when it came to talking about equity, I found myself confused. “Equity” used to be one of those words that was lost on me because I couldn’t see beyond the word “equality.” If equality in terms of recruiting means “equal access,” and we continue to hear and read about “equal opportunity employers,” why do we still cry out for “equity”? And what the heck is it, really?


Put simply, equality means giving everyone the same resources or opportunities. Equity means removing the barriers that prevent certain groups from accessing the available resources so they can experience equality too.


Is it possible that the mere existence of laws and proclamations of equality doesn’t automatically dismantle the deeply ingrained systemic barriers and biases that have been built over centuries? Could it be that these declarations of equal opportunity, while noble in intent, fail to address the nuanced realities of individuals who still find themselves on the fringes of these opportunities? We need to ask ourselves a direct question: If all employers are genuinely equal opportunity employers, what prevents many people from experiencing this equal access to open employment opportunities?


The answer is simple: hurdles. Or you can consider them barriers. When we think of hurdles and barriers, we think of obstacles on the way to our destination. Well, equity is the removal of the hurdles or barriers that prevent many job seekers from experiencing the equal access that is necessary to enter a workplace and that allows employees to advance. Equity is about leveling the playing field of hiring and promoting in order to increase diversity and retention without harm.


There is one more element to add to the familiar DEI acronym: belonging. I love talking about belonging because so many people misunderstand what it really means to belong. Belonging is the ability to bring your entire self to the workplace and still feel like you have a place. If an employee has to take an action (any action) in order to belong, that is the antithesis of belonging. Belonging is the output that’s created by diversity, equity, and inclusion.


But here’s something to think about: Belonging can also be where it all starts. If we create an environment where everyone feels like they belong, diversity naturally follows. Inclusion and equity are the tools we use to build that sense of belonging, and when we do it right, diversity grows. However, it’s not about arguing whether belonging or diversity comes first—it’s about making sure our workplaces are ready for diversity. If we focus on creating that welcoming environment, diversity will happen. At the same time, it might be diversity—especially when it’s supported by lived experiences and intentional actions—that helps us truly achieve belonging. It’s all connected, and each piece supports the others.


A solid diversity, equity, inclusion, and belonging (DEIB) program (or office, team, department, partnership—however it is set up in your workplace) safeguards the intersectional human experiences of those whom we want to hire and retain in our workplaces. The essence of such a program lies in its ability to recognize and embrace the multifaceted nature of human experiences. It understands that individuals do not come to the workplace as blank slates but as complex beings with histories, cultures, identities, and experiences that intersect in unique ways. This intersectionality means the challenges and barriers faced by one individual may be vastly different from those faced by another, even within the same marginalized group.


Keep in mind that there are a lot of people working directly or indirectly in the field of diversity, equity, inclusion, and belonging. I’m sure you’ve noticed it. And sometimes, I think all the shifting efforts can become hard to comprehend. We have antiracism consultants, restorative justice consultants, cultural and intercultural consultants, social justice organizations, historians, professors, authors, speakers, and influencers. Suffice it to say—there are a lot of people doing this work.


Then there’s diversity recruiting and retention. That’s my world. Many perceive diversity recruiting and retention as shoulder to shoulder with DEIB. I have come across many workplaces that view diversity recruiting and retention as a full DEIB solution, often overlooking the fuller work that comprises a solid DEIB program. The truth is that a solid diversity recruiting and retention program is only one component of a fuller DEIB program. It does not replace the DEIB program itself.


Diversity recruiting is the process of actively identifying and eliminating systemic hiring and promotion-related barriers that job seekers and employees, respectively, face so that hiring teams can equitably find, assess, hire, and promote candidates who possess the essential skills that qualify them for the role.


I think of diversity recruiting in the same way that I consider Historically Black Colleges and Universities (HBCUs) and Hispanic-Serving Institutions (HSIs). Because of a history of exclusionary practices that kept marginalized communities out of universities, HBCUs, HSIs, and women-serving institutions were formed to center these groups. It is the same thing with recruitment. Because of a history of exclusionary practices that marginalized people and kept them out of the recruitment pipeline, diversity recruiting was formed to center these groups.


FROM MARGINALIZATION TO INCLUSION


One of the most important takeaways from this foundational training on effective language is the following: Diversity recruiting wasn’t created by chance. It has always existed in direct response to historical marginalization. As we look back through the history of recruiting practices, we can see the evolution from marginalization to inclusion.


Exclusion is often mistakenly thought of as the direct opposite of inclusion, but this binary view overlooks the complexities of human interaction and organizational dynamics. In reality, there exists a spectrum with multiple states: exclusion, indifference, tolerance, and inclusion.


Exclusion (which I define as “me not you” recruiting) is the most blatant form of nonacceptance. It’s an active process whereby certain groups or individuals are deliberately left out, marginalized, or denied access to opportunities and resources. Exclusion is often based on prejudices, biases, and systemic barriers. It clearly demonstrates a lack of willingness to acknowledge or embrace diversity.


Between exclusion and inclusion lies a state of indifference (“you’re invisible” recruiting). This is where diversity is neither actively rejected nor embraced. There’s a lack of engagement or interest in understanding and valuing different perspectives and experiences. Indifference can be as damaging as exclusion because it perpetuates a status quo that ignores the needs and potential contributions of underrepresented groups.


Moving further along the spectrum, we encounter tolerance (“me or you” recruiting). Tolerance is often mistaken for a positive state, but it merely implies a grudging acceptance of differences. It’s an acknowledgment of diversity without genuine engagement or appreciation. Tolerance can often be a passive position, where differences are endured rather than celebrated. In this context it is about making a deliberate effort to counteract discrimination by ensuring that a diverse range of identities are represented. However, this approach doesn’t necessarily involve a deeper engagement with or appreciation of diverse groups of identities. It’s more about achieving a balance. Tolerance, therefore, is a step toward diversity but without the full integration and celebration of differences that true inclusion embodies.


Inclusion (“me and you” recruiting) is the ideal state, where diversity is not just acknowledged but valued and leveraged. Inclusion means creating environments where individuals feel welcomed, respected, and supported to fully participate and contribute, regardless of identity. It involves active efforts to understand, appreciate, and utilize the unique insights and perspectives each person brings.


Shifting from exclusion to inclusion is not a simple, flip-of-a-switch decision. It requires moving through various stages of understanding and acceptance. Each stage—exclusion, indifference, tolerance, and inclusion—represents a different level of engagement with diversity, and it’s essential to recognize and address each to create truly inclusive environments.


Now that we’ve learned about these four places on the spectrum, I get to explore representation through the lens of underrepresentation.


Ready? Let’s go!


THE LANGUAGE OF REPRESENTATION


We have talked about how our history has led to underrepresentation. Let’s look at it through an additional lens by discussing three important terms: demographics, workplace, and workforce.


Demographics communicate the characteristics of a population. When we talk about demographics in DEI, we are typically talking about characteristics like race, ethnicity, gender identity, veteran status, age, and sexual orientation, among others. We generally mean characteristics related to one’s identity.


When I define a workplace, I think of it as the company for which I work. A workplace houses the employees that have been hired by a company. The workforce, on the other hand, is where we go to find the employees that we want to hire into our workplace. Many have definitions for workplace and workforce that differ from these, but for the sake of simplicity, I chose this method. Simple enough, right? Demographics are your characteristics or identity, workplace is your company, and workforce is the greater external talent market, the space you came from before being employed.


As we begin to explore the demographics of a workplace, we may find that certain populations are in greater supply in the workforce than are represented in our workplace. When this happens, we consider these demographic groups to be underrepresented in our workplace.


The opposite is also true. When we explore the demographics of a workplace, we may find that certain demographic groups are in greater supply in the workplace than in the workforce. We consider these demographic groups to be overrepresented in our workplace.


In diversity recruiting and retention, our aim is to have a well-represented workplace. To achieve this, people often like to set numbers and define goals because it is challenging to abandon the binary thinking that says, “We are right if we reach this number and wrong if we do not.” But directional thinking—like when we talk about “effective” versus “ineffective”—uses language such as “well-represented” and “good-faith outreach efforts.” Whatever the intent, the plan should be about moving forward effectively and positively.


Though underrepresentation in the workplace varies globally, in the United States, women, people of color, veterans, people with disabilities, and people who identify as LGBTQ+ have been historically underrepresented in our workplaces, even though they are notably available in the workforce. This is why I often refer to these populations as “historically underrepresented groups” or “individuals from historically underrepresented populations.”


Let’s take this language one step further. I made a bold statement in the Introduction: Diversity includes everyone.


If diversity includes everyone, underrepresentation highlights the gaps. Therefore, I spend more time speaking in terms of representation and underrepresentation than talking about diversity as a whole. And this is what makes my work distinct from that of many other practitioners in the field. My responsibility as a diversity recruiting and retention practitioner is to find out where you are underrepresented and support your process to increase representation and retention in those areas.


Here is an unpopular truth. Increasing diversity and retention can and does look different from workplace to workplace. And believe it or not, there are some workplaces or industries where increasing diversity means increasing representation of cisgendered, able-bodied, heterosexual, White men.


Think about the DEIB industry, for example. Individuals identifying as cisgendered, able-bodied, heterosexual, White men are deeply underrepresented here. To increase representation in the DEIB industry, one space where our good-faith outreach efforts can go is to this group. My goal in diversity recruiting and retention is to help individuals and employers alike be able to see where they are being called to add value and to build the bridge between workplaces and job seekers.


So if diversity includes everyone, then underrepresentation highlights the gaps. And far too often, organizations view diversity recruiting as a euphemism for hiring more Black and Brown people. The companies who approach this work in a narrow manner are unfortunately missing the point of diversity recruiting, and in so doing, they are excluding anyone who does not identify as Black or Brown. This is exactly what causes individuals who do not identify as Black or Brown (in this example) to lean out of the conversation or to simply feel left out or left behind. To move us all forward while doing the work of increasing diversity and retention, we’ve got to do a better job of identifying the areas of underrepresentation, using data as a starting point. Using language like “increasing representation” in lieu of “increasing diversity” gets everyone closer to the goal of moving the whole organization forward and leaving no one behind or out of the conversation. It places us all on the same side of the table.




A LONG DAY AGO


From Slavery to Modern Diversity: Tracing the Roots of Workforce Underrepresentation


As I contemplate the history of labor and employment in the US, a crucial question arises: How has the workforce evolved over time, and what does this tell us about the origins of underrepresentation?


Through in-depth research, we can gain a better understanding of these dynamics and, as DEI practitioners and diversity recruiters, raise the bar for diversity and inclusion in our organizations.


Let’s start by looking at the historical development of the workforce in this country, with a particular focus on how certain groups became underrepresented.


Colonial America and Its Legacy of Slavery (1607–1783)


The colonial era’s legacy of slavery is central to American history. The transatlantic slave trade brought millions of enslaved Africans to the Americas.6 By the time of US independence, Black Americans made up around 20 percent of the population, with nearly seven hundred thousand enslaved African Americans counted in the first US census in 1790.7 Additionally, the lesser-known practice of Native American enslavement persisted throughout the colonial period.


The Antebellum Period and the Civil War (1812–1865)


Slavery expanded until its abolition in 1865, with the number of enslaved African Americans reaching four million.8 The post–Civil War Reconstruction era initiated rapid modernization, yet centuries of slavery and oppression profoundly shaped the identities and opportunities of these communities, effects that are still felt today.9


The Second Industrial Revolution (1870–1914)


The late nineteenth and early twentieth centuries saw technological advancements, urbanization, and the growth of corporations, transforming work in the US. In 1850, agriculture employed 60 percent of the nation’s workforce. By 1920, that share had dropped to 25 percent, while manufacturing’s share had grown significantly.10 Yet industrialization’s new opportunities were not equally accessible. Women’s labor force participation increased gradually, from 14 percent in 1870 to 20 percent in 1910, but social attitudes limited their occupational choices.11 African Americans faced exclusion from education and labor unions, restricting their access to higher-paid jobs.


Two World Wars Transform the Workforce (1914–1945)


World War I created an economic boom, leading to increased employment for women and African Americans. However, many jobs were short-lived, and racial and sexual harassment were common. The early twentieth century also saw the development of employee benefits like paid leave and retirement plans.12 World War II further diversified the workforce, breaking stereotypes of “female” jobs as five million women entered various industries.13


The Modern United States (1945–Present Day)


The postwar period saw the greatest increase in female labor force participation and significant immigration changes, influencing today’s DEI landscape. Historically, non-White women worked out of economic necessity and were concentrated in low-paying jobs, highlighting the importance of considering intersectionality in diversity recruitment.


Afterword: The History of Working Women in the US


If we dig into the history of working women, some eye-opening trends pop up. A Dartmouth College analysis of US census data going back to 1880 shows that non-White women—especially Black and immigrant women—were historically much more active in the labor force than White women.14 Unmarried White women lagged behind their non-White counterparts in workforce participation until 1940, and for married women, this gap persisted until 1990.


The study points out that many non-White women were working long before the women’s movement, which mainly spotlighted White women. This was often due to the economic pressure of lower wages being paid to non-White men, pushing more of their spouses into the workforce, frequently in low-paying jobs. Another overlooked factor is the “double legacy” of slavery: Many African American women were forced to work, creating lasting expectations about women’s work that were passed down through generations.15


These points drive home the need to consider intersectionality in addressing underrepresentation and diversity recruitment.


Final Thoughts


Understanding these historical trends sheds light on the complex roots of workplace underrepresentation. Acknowledging these realities as recruiters and hiring teams can improve our engagement with specific groups, helping us serve them better.






ADVANCED LESSONS FOR THE JOB SEEKER


Embracing Your Journey


Dear Job Seeker,


Let’s face it: The job search can be grueling, especially when you’re up against biases rooted in centuries of racism and discrimination. It’s disheartening to think that despite being highly qualified, you still face these pervasive challenges. I understand how draining this can be, and I’m here to help you navigate these waters with resilience and strategic thinking.


One of the most common questions I get from job seekers is how to effectively handle bias in real time. It’s a tough question because bias is so ingrained at a systemic level. Here’s the advice I always share, and it’s a twofold strategy that can empower you.


First, recognize bias when you see it. This awareness is crucial. However, remember that it’s not your responsibility to change the biases of a recruiter or hiring manager—that’s their journey, not yours. Second, equip yourself with the tools to navigate these biases so effectively that your true skills and potential shine through. Think of it as influencing someone’s perception: You can’t force them to see things your way, but you can guide them toward it by understanding what makes them tick.


Building a skill around influence is powerful. By learning how bias manifests in hiring and retention, you gain insight into what drives decision-makers. This knowledge allows you to subtly steer outcomes in your favor. Throughout this book, you’ll discover unwritten rules and strategies that can turn the tide for you. Use them to your advantage.


You deserve to experience the joy and fulfillment of landing the job you’ve tirelessly prepared for. This book is your companion on that journey, providing the insights and encouragement you need to succeed. So take a deep breath, dive in, and let’s embark on this path together.


Here’s to your success and the exciting opportunities that lie ahead. You have all my support and encouragement.
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