
Creative Ways to Advance Your 
Talent Strategies & Build Diverse 
and Inclusive Hiring Practices



Stand up...



If you’ve struggled to recruit top talent



If you’ve struggled to attract diversity 
and diverse candidate pools



If you’ve lost some of your best 
candidates during the interviewing 

process



If you’ve lost some of your best 
candidates to competitors offering 

higher salaries



Sit down...



If you think hiring is easy



I Feel Your Pain

▪ Creating the Conditions for Everyone to 

Thrive 

▪ CEO & Co-Founder of Ethos 

▪ Former Director of Platform at Hyde 

Park Angels 
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My Personal DEI & Hiring Journey 



Let’s Talk About the Talent Problem



Tech Turnover is Really High

▪ At ten top tech companies ranging from 

Facebook and Google to Airbnb and 

Uber, the average tenure is between 1-2 

years

▪ In software, the quarterly turnover rate 

was over 22% in 2017.

▪ Nearly 40% of “tech leavers” leave 

because of unfairness and mistreatment 

related to gender or racial/ethnic 

identity
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https://www.paysa.com/blog/wp-content/uploads/2017/07/DisruptorsA8.png
https://radford.aon.com/insights/infographics/2017/Technology/Q1-2017-Turnover-Rates-Hiring-Sentiment-by-Industry-at-US-Technology-Companies


Turnover is Really Expensive

▪ The cost of replacing a single 

employee is about 20% of that 

person’s annual salary

▪ The process often results in 

encouraging others to leave, too.
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https://www.americanprogress.org/issues/labor/report/2012/11/16/44464/there-are-significant-business-costs-to-replacing-employees/


So Why Are People Leaving?

▪ Employees can command higher 

salaries by job-hopping than they 

can by staying in one place

▪ Companies no longer invest in real 

pension plans, career pathing, or 

meaningful raises

▪ Tech culture is not friendly to 

women and ethnic/racial minorities
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https://www.forbes.com/sites/cameronkeng/2014/06/22/employees-that-stay-in-companies-longer-than-2-years-get-paid-50-less/#5c910083e07f


What Can We Do?

To lower turnover, foster healthier, more inclusive cultures, 

and more innovative workplaces is a streamlined, systemized 

hiring processes that privileges top-performing candidates 

with matching values and motivations.
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Nailing the Basics



What Is Culture?



What is Culture?

1. A group’s particular way of life (i.e. American culture, company culture)

2. A mode of individual enrichment (i.e. Someone who is well-read may be 

deemed “cultured”)

3. An activity (i.e. Attending the theater or watching films) 

4. Maintaining in conditions suitable for growth (i.e. Tissue Cells, Bacteria) 
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“
A group of people might discover, together, a good way of life; that their good 

way of life might express itself in their habits, institutions, and activities; and 

that those, in turn, might help individuals flourish in their own ways.

–Joshua Rothman, The Meaning of “Culture”



And What About DEI?
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Diversity Is 
Variety

● In nature, biodiversity 
refers to the variability of 
organisms within an 
ecosystem. This general 
concept applies to work, 
too.

● At work, diversity means 
the presence of difference 
within our contained 
environments.



Inclusion Is 
Belonging

● Individuals may 

experience high levels of 

inclusion on a team, but 

not in an industry and 

vice versa.

● When employees report 

feeling accepted and 

included in the group, 

the group can be labeled 

inclusive.



“
Diversity is being asked to the party. 

Inclusion is being asked to dance. 

–Verna Meyers



Equity Is the 
Relationship 
Between Power 
and Fairness

● Power is what happens when 
two people come together. 

● Equity recognizes that when 
people come together in 
groups, power is unequally 
distributed. Some individuals 
have advantages while others 
have disadvantages.



R2P2

The bedrock of all 

Diversity, Equity, and 

Inclusion is R2P2, which 

breaks down into:

● Recruiting 

● Retention 

● Promotion 

● Protection

● Recruiting focuses on the people, processes 
and resources necessary to identify, attract 
and hire to build diverse teams.

● Retention ensures employees stay happy, 
engaged in their work, and committed to the 
organization. It focuses on mentorship, 
inclusive leave and remote working policies, 
employee training, and community building.

● Promotion focuses on the tools, resources, 
strategies, and compensation decisions that 
ensure team members can move up the ladder 
and remain aligned with the organization. 

● Protection is focused on the policies, trainings, 
resources, and technology necessary to protect 
team members against professional and/or 
sexual misconduct.
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DEI Best Practices: Recruiting

1. Intentional Role Design & Developing Unbiased Interview Questions

2. Instituting Blind Auditions or Project Interviews

3. Moving Beyond Internal Referrals 

4. Working with Community Organizations 

5. Opening Up More Entry-Level Opportunities Across Departments



Bringing Best Practices to Life



Role Design



“
“Principles aren’t principles when you pick and choose when 

you’re going to follow them.” 

Chidi Anagonye, The Good Place



Step 1: Understand Your Business

▪ Break out your board deck, strategic plan, 

business model, and/or target metrics

▪ Think about them in terms of people

▪ Understand the how, what, and why of each 

objective

▪ Define what kind of problems need to be 

solved, systems put in place, and strategies 

executed
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Step 2: Define Competencies

This is the most important part of identifying the 

role.

▪ What knowledge, skills, domain expertise, and 

functional capabilities are required to meet the 

objectives?

▪ Look at how they bucket into related categories 

and create your roles

▪ Talk to those in similar positions to understand 

if this role is really the “missing piece” in your 

business
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Step 3: Know Your Values

Focus on what actually matters culturally:

• What behaviors are behaviors that are 

expected, incentivized, and rewarded?

• Write out what your values are and list 

examples of key behaviors tied to them that 

everyone in the company is either already 

enacting or trying to enact.

A star performer with every skill in the world may 

quit or be fired after two weeks because their 

values don’t match yours or the company’s.
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Unbiased Interviewing



Where the Hiring Process Falls Apart

You define the role… and then search 

for it immediately.

• How do you keep your evaluations 

straight? 

• How do you choose the right person 

with the competencies and values 

needed to succeed?
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The Solution

Avoid bias, confusion, conflict, and hiring the wrong 

candidates with one tool: the scorecard.
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Sample Scorecard

Competencies and 

Values
Score (1-5) Notes

Competency #1 5 X person demonstrated Y competency by doing Z 

Competency #2 3 Based on X, demonstrates Y level of competency

Value #1 2
Does not appear to care about this value for X 

reason

Value #2 1
Seems against upholding this value based on X 

answer
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Sample Scorecard

Your scorecard should capture the competencies and values 

you’re looking for in a hire, and you should implement it 

uniformly across the hiring process. This will eliminate 

ambiguity, and also keep you organized.
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Unbiased Interviewing



Use the Same Questions!

Remember, you should be using the same questions for every 

candidate. This not only standardizes the process, but 

eliminates bias. When you like people, you tend to give them 

softball questions and even leading questions.
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Four Types of Interviews

• Phone Screen

• Career History Review

• Values Match

• Final Audition 

Always use the scorecard and add 10 

to 15 minutes to the time blocked for 

the interview to give yourself time to 

fill it out.
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Blind Audition Overview

• Down to 2 to 3 candidates

• Conduct an in-the-field assignment 

or complete a project to show they 

can do the work

• Should be representative of the 

work the candidate will be expected 

to perform
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Moving Beyond Internal Referrals



How Many Prospects Do You Need?

• For every role, shoot for a wide 

funnel with at least 100 

prospects.

• Wide = names & LinkedIn 

profiles

• Bring 10 to 20 through 

interviews
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Where Do You Find Them?

• LinkedIn

• Local or Special Interest Job 

Boards 

• Passive Recruiting

• External Recommendations 

from Trusted Peers

• Recruiters 

• Social Platforms

• Community Groups
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Working with Community 
Organizations
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Rules of Engagement

1. Pick 2-3 who align with your values and principles

2. Think local and national 
a. Northeast Ohio Hispanic Chamber of Commerce

b. Upwardly Global

3. Commit to long-term relationships 

4. Show up… again and again

5. Take recommendations seriously



Opening Up More Entry-Level 
Opportunities Across Departments
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Move Beyond the “R” to the “P”

Remember: 

Promotion focuses on the tools, 
resources, strategies, and 
compensation decisions that ensure 
team members can move up the 
ladder and remain aligned with the 
organization. 



And One Last Thing...



“
“Don’t hire people just to fit the first job they will do; hire people 

you want to share your life with.”

Ray Dalio



Questions?


