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There’s a lot of hype around diversity these days, and for good 
reason — diversity has become more important to business success 
and more complex than ever before. Today companies see diversity 
as part of their very foundations, baking it in to everything they do, 
constantly trying to understand and leverage it. They also recognize 
that inclusion and belonging go hand-in-hand with diversity and that 
a new era of disclosure and scrutiny is changing the game.

To understand where diversity is headed, we surveyed nearly 
9,000 recruiters and hiring managers from around the globe. We 
uncovered what’s driving the movement, where companies struggle 
the most, and how they achieve success. This report combines 
our survey insights with examples of three companies embracing 
diversity in a very big way. 

A new chapter for the 
diversity movement

I n t r o d u c t i o n

“Diversity is the new 
Darwinism. Evolve 
or go extinct.”

A r w a  M a h d a w i
w r i t e r  a n d  b r a n d  s t r at e g i s t
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You can’t have diversity without 
inclusion and belonging
Diversity, the popular phrase of the1980s, became diversity and inclusion as the movement 
matured, and today has expanded to diversity, inclusion and belonging. Here’s why: diversity is 
being invited to the party, inclusion is being asked to dance, and belonging is dancing like no one’s 
watching. Belonging is the feeling of psychological safety that allows employees to be their best 
selves at work. Even at the most diverse of companies, employees will disengage and leave if they 
don’t feel included and accepted. The good news is that companies are focusing on all three, 
signaling an understanding that inclusion and belonging make diversity stick. Looking ahead, we’ll 
see more companies disentangling the concepts and especially measuring belonging. 

51%

Diversity

52%

Inclusion

57%

Belonging

C o m p a n i e s  t h a t  a r e  “ v e r y ”  o r  “ e x t r e m e l y ”  f o c u s e d  o n :
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The payoff — stronger culture, better 
performance, deeper customer insight
Diversity used to be a box that companies checked. But today, diversity is directly tied to company 
culture and financial performance. Our data shows that 78% of companies prioritize diversity to 
improve culture and 62% do so to boost financial performance. Key forces are at play: changing 
demographics are diversifying our communities, shrinking talent pools for companies that don’t 
adapt. Growing evidence that diverse teams are more productive, more innovative, and more 
engaged also make it hard to ignore. 

78%

to improve
culture 

T o p  r e a s o n s  c o m p a n i e s  f o c u s  o n  d i v e r s i t y

62%

to improve 
company performance

49%

to better
represent customers
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71%  |  Gender

49%  |  Racial and ethnic

48%  |  Age/generational

43%  |  Educational

32%  |  Disability

19%  |  Religious

6% 	 |  Other

W h e r e  c o m pa n i e s  f o c u s
t h e i r  d i v e r s i t y  e f f o r t s

Gender and race are the 
red-hot topics 
Diversity in the workplace has different meanings across the globe. 
Gender is easy to track, so it’s often the lowest-hanging fruit for 
companies. The undisputed proof of women’s value in the workplace 
and grim representation of females at big-name companies also keep 
gender in the spotlight. 

While much of the conversation revolves around gender, 
organizations are focusing on  racial and ethnic diversity too. And 
as Baby Boomers stay in the workforce longer, companies are 
recognizing the value of engaging this large and experienced talent 
pool. We’ll see with Walgreens on page 9 that more untapped 
populations such as disabled workers and veterans can also be big 
opportunities for companies that put them to work. “Other” areas 
such as gender identity and sexual orientation get less attention in 
part because they’re harder to track. But as LGBTQ+ professionals 
self-identify more confidently at work, we’ll see companies investing 
more in including them. 
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Struggling to find diverse talent: 
perception or reality?
Very few companies have cracked the code on diversity. Despite all of the buzz, most organizations 
still fall short of their goals and the public’s expectations. Our data shows that the main reason 
why is that recruiters and hiring managers can’t find enough diverse candidates. But this may be a 
problem of perception — many female engineers and black product managers exist, for example, 
but companies may not be looking in the right places. The next-biggest challenge is retaining those 
diverse hires once they’re there. This is more of a culture issue as employees who don’t feel included 
and accepted won’t last. Relative to finding and retaining them, moving diverse candidates through 
the interview process is easier. 

B i g g e s t  ba  r r i e r s  t o  im  p r o v i n g  d i v e r s i t y

38% 27% 14% 8% 14%

Finding diverse 

candidates to 

interview

Retaining 

diverse 

employees

Getting diverse 

candidates past 

interview stage

Getting diverse 

candidates to 

accept offer

None of 

these
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You have to look inward before 
addressing the pipeline
There’s no point trying to attract diverse talent if your culture doesn’t embrace 
diversity. Taking a hard look at your culture is a critical first step. Top ways companies 
espouse diversity are by respecting differing opinions and encouraging people to be 
themselves. The executive tone is also key: while diversity used to be an HR-owned 
strategy, now CEOs are championing the issue, integrating it into their company 
missions, and diversifying their own C-Suites. 

67%  |  Foster environment that respects differing opinions

47%  |  Have leaders acknowledge importance of diversity

51%  |  Encourage people to be themselves at work

45%  |  Embed diversity in company mission and values

44%  |  Emphasize diversity of leadership team

H o w  c o m pa n i e s  s u p p o r t 
d i v e r s i t y,  i n c l u s i o n,  a n d 
b e l o n g i n g  i n t e r n a l ly 
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With the right culture in place, 
the rest is show and tell
Once you’ve built an inclusive culture, recruiting diverse talent is so much easier. 
For showcasing diversity to candidates, companies feature diverse employees 
in recruitment materials and interview panels. They also talk up their employee 
resource groups (ERGs) and recruit at historically diverse schools, trade schools, and 
community colleges. Interviewers trained in unconscious bias are yet another way 
companies show candidates they value a fair process. 

H o w  c o m pa n i e s  s h o w  c a n d i d at e s 
t h at  t h e y  va l u e  d i v e r s i t y

52%

Use diverse 
employees in web 
and print materials

28%

Recruit at schools with 
diverse student bodies

30%

Talk about ERGs

35%

Present diverse 
interview panels
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You could say diversity is in Walgreens’ DNA — founder Charles Walgreen pushed for equal pay for all 

pharmacists, regardless of race, more than 90 years ago. That same mindset persists as the company 

fulfills its modern-day purpose to help everyone be happy and healthy. Key to its diversity success — 

and company success — are its business resource groups (BRGs), also known as employee resource 

groups (ERGs). Walgreens BRGs are networks of employees committed to diversity recruiting, employee 

development, Walgreens brand enhancement, and internal/external community engagement. Each BRG 

is sponsored by a senior executive, conducts monthly member meetings, and is responsible for annual 

strategic plans and operating budgets.

Walgreens sets the diversity bar high 
with 9 business resource groups

Ca  s e  S t u d y

“When different perspectives are 
recognized and supported, advocated, 
and most importantly, expected, I think 
it creates a more inclusive environment. 
When you are recognized for bringing a 
different perspective, it leads to higher 
degrees of engagement.”

S t e v e  P e mb  e r t o n
f o r m e r  C h i e f  D i v e r s i t y 
O f f i c e r ,  W a l g r e e n s

9L inked In  Ta len t  So lu t i ons  |  GLOBAL RECRU IT ING TRENDS 2018

https://www.linkedin.com/in/steve-pemberton-2553855/
https://www.linkedin.com/in/sarahnahm/


Drive revenue through deeper customer insights

Walgreens Pride Alliance gave key input for a store re-opening in an 
LGBT area of San Francisco. The result was a greeting card section 
that better reflected the local customer, with new signage and cards 
celebrating events like same-sex marriages and transgender coming-
outs. Customers loved it — there was double-digit sales growth 
upon re-opening.

Show diverse candidates career paths at the company

Walgreens Veterans Network teams up with recruiters at job fairs and 
local events to strike common ground with veterans and help them 
envision paths at Walgreens. Once on board, their relationships continue 
through mentoring, networking and professional development.

Advocate for inclusive practices

Walgreens Disability Inclusion Network partnered internally to 
recommend new disability-inclusive technology and policy. Not only a 
win for disabled employees, it has helped Walgreens score 100% on 
the 2017 Disability Equality Index (DEI), further attracting and engaging 
disabled talent.

Sponsor quality programs

At its annual TEDx Walgreens, the company’s Next Gen Empowerment 
Network (WNEXT) gathers hundreds of employees and local business 
leaders to share ideas on topics like entrepreneurship and healthcare. 
BRGs geared toward women, Asians, and Latinos also sponsor events 
to foster inclusion and belonging.

H o w  b u s i n e s s  r e s o u r c e  g r o u p s  m a k e  a  d i f f e r e n c e  at  W a l g r e e n s
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You might expect Lever’s 150+ employees to be majority-male just like so many other startups in Silicon 
Valley. But the company’s gender balance is impressive: females represent 50% of its workforce, 53% 
of management, 43% of engineers, and 40% of the board. The company has slowly chipped away at 
its diversity challenges, breaking them into doable pieces from day one. Individually these tactics reduce 
bias or increase inclusion in a small way, and collectively they create a rich and diverse culture. Lever 
outlines its comprehensive approach in a diversity and inclusion playbook, but the next page has a 
sampling of the company’s approach. 

Lever’s secret to diversity is sweating 
the small stuff

Ca  s e  S t u d y

Sa  r a h  Na  h m
CEO  ,  L e v e r

“A lot of small tactical things 
make a much bigger difference 
than the executive strategy of 
committing to this big [diversity] 
goal by 2020.”
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Use inclusive job descriptions

Lever cut the “requirements” section knowing women only apply when 
they meet 100% vs. men who apply with just 60%. It also explicitly 
states that it’s building a diverse and inclusive workforce. 

Exclude photos from applications

This ensures candidates aren’t unconsciously judged by how 
they look. 

Ban “culture fit” rejections

Lever pushes employees and customers to get more specific and define 
what they mean by “poor culture fit.” 

Give employees a voice

Lever empowers employees to share their stories through blog posts 
and videos, helping to engage talent. CEO Sarah Nahm is also an 
outspoken champion for diversity. 

Commit to fair compensation

Lever has developed a comp philosophy to help minimize negotiation. 
It benchmarks what each role is worth and doesn’t over-rely on a 
candidate’s past salary. 

Support action-oriented employee groups

Lever’s employee groups for women (Leverettes) and LGBTQ 
(LeverHues) foster belonging and help drive meaningful action. 

L e v e r ’ s  b i t e - s i z e d  d i v e r s i t y  ta c t i c s  a d d  u p
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Similar to Lever, Pandora doesn’t have a separate diversity strategy — rather, diversity 
is embedded in everything the company does. It proudly recruits for “culture add” 
rather than “culture fit.” While “culture fit” can lead to too many like-minded employees 
and complacency, “culture add” can lead to unique skills, viewpoints, and ultimately 
innovation. Pandora’s impressive diversity stats include 49% female overall, 38% 
female leaders, and interns who are 40% female and 65% non-white. 

Pandora achieves near 50-50 
gender split

Ca  s e  S t u d y

Li  s a  L e e
D i r e c t o r  o f  D i v e r s i t y 
a n d  I n c l u s i o n,  P a n d o r a

“You can build a diverse pipeline 
all you want, but if your employees 
don’t understand its value, 
then those underrepresented 
candidates will never get hired.” 
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Target specific groups with branded digital content

Pandora creates content for specific groups (e.g., females, students at 
historically African-American schools) and serves it on LinkedIn through 
targeted sponsored updates.

Sponsor live events

Pandora recently sponsored Coalesce Chicago’s 5th anniversary party, 
for example. Featuring live music from diverse artists, hiring managers 
and recruiters were able to network with talent in a casual space.

Offer bias and assumption training

Pandora has built its bias and assumption training into manager 
development. This elevates its importance and increases the likelihood 
of changing behavior.

Add purpose to employee gatherings

Rather than another happy hour about nothing, money goes toward 
causes such as black history month and women’s leadership so that 
the events better align with Pandora’s values. 

Advocate for communities

Pandora has employee resource groups for underrepresented groups, 
women and LGBTQ+ and fosters an environment in which they are 
encouraged to speak up and effect change. 

Share employee stories at scale

Pandora has its own podcast. From the new dad talking paternity 
leave to the LGBTQ+ employee on coming out, it’s a safe place where 
employees share how personal circumstances shape their work. 

Pa n d o r a’ s  d i v e r s i t y  m i n d s e t  i n  a c t i o n
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Diversity is complex. There’s no easy shortcut to achieve it, and it doesn’t happen overnight. 
Check your practices against these dos and don’ts from Walgreens, Lever, and Pandora and 
you’ll start moving in the right direction. 

6 diversity tips to live by

Do use inclusive language in your job descriptions. 
This will broaden the appeal of your opportunities and let you reach more diverse talent.

Don’t have a diversity “strategy.”
Think of it as a mindset instead. Start small to effect change. Weave it into everything 
your company does, little by little. 

Do empower employees to tell their stories. 
The storytelling exercise itself will boost engagement with employees while growing 
your reach with diverse candidates in an authentic way. 

Don’t invest without buy-in from the top.
You won’t go far if your leaders aren’t sold on the value of diversity. The bottom line will 
always grab their attention so make your case with numbers. 

Do promote inclusion and advocate change with ERGs.
You have much more diversity power when you can lean on the natural momentum of 
grassroots groups. 

Don’t perpetuate the appeal of “culture fit.”
Change the bar with which you assess talent from “culture fit” to “culture add” to better 
create a culture of differences.

C o n c l u s i o n
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AUSTRALIA
85%

SOUTHEAST
ASIA

80%

CHINA
82%

INDIA
81%

MIDDLE EAST &
NORTH AFRICA

80%

SOUTH AFRICA
89%

TURKEY
67%

NORDICS
82%

GERMANY
78%

FRANCE
73%

UK
82%

BRAZIL
77%

USA
78%

CANADA
79%

Percentage of talent acquisition leaders 

and hiring managers who say that diversity 

is the top trend affecting how they hire

Importance 
around the 
world

GLOBAL AVERAGE
78%
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Survey methodology

C o m p a n y  s i z e I n d u s t r y

27%

Professional 
Services

7%

Healthcare & 
Pharmaceutical 

4%
Unknown

17%

Technology - 
Software

6%

Architecture & 
Engineering

3%
Oil & Energy

10%

Financial Services & 
Insurance 

6%
Manufacturing/
Industrial

3%
Telecommunications

9%

Retail & Consumer 
Products

5%
Aero/Auto/Transport

3%
Media & 
Entertainment

24%
1-200 employees

26%
201-1,000 employees

26%
1,001-10,000 employees

24%
>10,000 employees

We surveyed 8,815 talent acquisition professionals and hiring managers.
•	Talent acquisition professionals work in a corporate HR department 

and must have some responsibility for the hiring process.
•	Hiring managers must have some authority over hiring decisions  

for their team.

These survey respondents are LinkedIn members who were selected 
based on information in their LinkedIn profile and contacted via email 
between August 24th and September 24th, 2017.
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AUSTRALIA
204

NEW ZEALAND
146

SOUTHEAST
ASIA

442

CHINA
606

INDIA
1,013

HONG KONG
183

TAIWAN
70

MIDDLE EAST &
NORTH AFRICA

339

SOUTH AFRICA
185

TURKEY
203

NORDICS
180

GERMANY
214

NETHERLANDS
270

ITALY
281

SPAIN
198

FRANCE
375

UK
709

BRAZIL
550

ARGENTINA
394
CHILE
262

MEXICO
301

US
1,362

CANADA
328

8,815 talent acquisition 

professionals and hiring 

managers were surveyed.

Respondents 
by country
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Information sources

Walgreens

Lever

Pandora
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LinkedIn Talent Solutions provides the data and tools talent professionals need to 
identify and engage talent with the highest potential and empower their organizations.

About LinkedIn Talent Solutions

https://business.linkedin.com/talent-solutions
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https://www.linkedin.com/showcase/3519575/
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