
10 Strategies

1) Ban “culture fit” as a reason for rejecting
a prospective candidate
When interviewers want to reject candidates for 
“culture fit” or a “gut feeling,” it’s an indication that 
unconscious bias is at play. Challenge interviewers 
to articulate a more specific explanation as to why 
they didn’t feel the candidate was the best qualified.  
It’s a great way to uncover hidden biases and have 
open conversations about them. Since we’re all 
inherently biased in some areas and to some 
degree, never punish or shame people. Instead, use 
a good questioning technique about their thought 
process and concerns about the candidate to 
become more aware of those biases.

2) Explicitly request diverse range of referrals 
Challenge employees to think beyond their three 
best friends who may be the same demographic. 
Emphasize that diversity requires deliberate effort, 
and it’s something all employees can support by 
making introductions to different kinds of people 
they know, even if they don’t fit the “traditional” 
profile. It makes the team stronger in the long run.

3) Celebrate holidays and events for
underrepresented minorities 
This might include Black History Month, Gay Pride, 
Divali, Indigenous Peoples’ Day, International
Women’s Day, Hanukkah, Hispanic Heritage Month, 
etc. Why should Christmas get all the love?

4) Start an employee resource group (ERG)
Creating a group for female employees, LGBTQIA+ 
employees, and/or non-white employees provides
a forum for open discussion, learning, and support. 
ERGs are a powerful tool for empowering and 
supporting underrepresented groups.

5) Run an unconscious bias training
Hiring cultural competency professionals to facilitate 
company trainings can help people recognize their 
biases so they can start to combat them.

6) Invite coworkers to take Harvard’s
Implicit Association Tests (IATs) to help them
recognize their biases
Acknowledging that we all have biases and that it’s
a fact of life and that it’s okay is often a very
important first step toward deeper conversations.

7) Point out interruptions
Studies show women or other underrepresented 
groups are far more likely than men to be
interrupted in meetings and decision-making.

8) Have a performance review system with
standardized reviews
Having uniform criteria for evaluating employees 
helps reduce unfairness in promotion decisions.
If you’re not in a position to implement a formal 
review process, solicit “360 reviews” so managers
at least have multiple perspectives.

9) Include DEI metrics or feedback in
performance conversations
If you’re not tying DEI directly to individual goals, 
you can still touch upon hiring managers’ efforts, 
progress, and the expectations you have for them
in performance conversations.

10) Host movie nights
Movie nights can stimulate meaningful conversation 
without the commitment of reading a full book. 
Consider historical dramas like Selma, Just Mercy, 
or Hidden Figures. Bring some popcorn and have 
informal discussions about the films afterward.
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