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INTRODUCT ION 
 
Diversity sourcing and recruitment can be a very challenging 

arena for most companies. The problem is simply not one of 

attracting and retaining the best diverse talent. In fact, it 

begins right where all the ladders start - the process of 

sourcing diverse candidates from rapidly depleting traditional 

pools. Oddly, even as consultants and academicians have 

been touting the benefits that diversity hiring has to offer1, 

the Spencer Stuart 2006 Board Diversity Report shows the 

numbers are yet to catch up.2  In a survey of the top 200 

S&P 500 companies, the Spencer Stuart study found: 

 

1. Of the 2,357 directors, 16% are women; 97% of 

boards have at least one female director; and 64% 

have more than one female director. 

 

 

 

 

2. As a group, minorities (including African-Americans, 

Hispanics and Asians) account for 15% of directors; 

90% of all boards have at least one minority 

director, and 50% have more than one minority 

director. 

                                                 
1 See Dr. John Sullivan’s “Diversity Recruiting -- The Compelling Business 
Case” at http://www.drjohnsullivan.com/articles/2000/011400.htm for some 
powerful and effective arguments that show the business and dollar impact 
that diversity recruiting can have on the bottom line. 
2   See Spencer Stuart 2006 Board Diversity Report by Julie Hembrock Daum, 
Tom Neff, and Julie Cohen Norris at 
http://content.spencerstuart.com/sswebsite/pdf/lib/Board_Diversity_Report_2
006.pdf 

 

 

 

 

 
 
THE ADVANTAGE OF INTERNET RECRUITING 

 

The rise of Internet recruiting has provided 

recruiters searching for diverse candidates with 

some exciting but sometimes frustrating 

possibilities. However, in a labor market where 

multiple suitors court the best diverse 

candidates, organizations that can find these 

individuals in places others don’t know about 

have a significant advantage. 

 

However, there is a lot more to diversity 

sourcing than adding ethnic keywords to 

Google search strings. Today, most of the 

companies looking for diversity hires on the Net 

ask questions like: What are the best ideas in 

utilizing the Internet? How do we take the 

names we find there and use them to build 

deeper relationships within our local 

communities? What are the strategies that are 

winning the day on the web? 

 

According to Bill Craib, Senior Director – HCI 

Communities, at the Human Capital Institute, 

recruiters are faced with a sourcing dilemma 

when they recruit path diverse candidates. Their 

predicament is simple: recruiters are fishing for 

candidates in waters where are there are plenty 

of them, but that doesn’t make them any easier 

to hook.  

 

Typically, recruiters try to overcome the problem 

by looking up diverse associations since such 

bodies are very valuable sources of candidates, 

both active and passive. Their first strategy is to 

align with as many diverse associations as 

possible. These represent good places to 

network and can be an integral part of an 

overall recruitment strategy, but they only 
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represent the tip of the iceberg in terms of sourcing. That’s 

because these groups are relatively small when compared to 

the total diverse cohort group. For the record, there are some 

9.8 million college educated Blacks, Asians and Hispanics in 

the USA but less than 30,000 members of some of the highly 

trafficked professional associations such as NBMBA, NSBE, 

SHPE and NSHMBA. 

 

These sources can be used as a starting place but passive 

candidates remain the real prize. The best route to take 

would be the long one: use as diverse a message and as 

diverse a group of individuals you possibly can. Lou Adler 

suggests as much in the following 10 steps he prescribes to 

attract and retain diversity talent3: 

 

1. Create compelling jobs 

2. Job brand the job 

3. Culturally brand the job 

4. Develop marketing-oriented sourcing programs     

based on how your future employees look for and 

apply for jobs 

5. Reach out and find your candidate 

6. Stay involved 

7. Get hiring managers involved early and often 

8. Conduct a professional and thorough interview 

9. Recruit and close 

10. Conduct a great on-boarding experience and get 

more referrals 

 

There is no disputing that an overall diversity recruitment 

strategy must focus on the entire lifecycle of the hire. But 

when recruits are hard to come by, net-based recruiting asks 

for a far more focused approach to diversity sourcing4.  In 

their book Finding Diversity: A Directory of Recruiting 

Resources, Luby Ismail and Alex Kronemer catalog as many 

as 300 tools to reach minority and female candidates. 

                                                 
3 See Lou Adler’s “10 Steps to Finding and Hiring Diversity and High-
Demand Candidates 
Creating a process out of hiring the best” at 
http://www.erexchange.com/articles/db/ 
4 See Luby Ismail and Alex Kronemer’s Finding Diversity: A Directory of 
Recruiting Resources. For a review of the same see article published in HR 
Magazine,  May, 2002 at 
http://www.findarticles.com/p/articles/mi_m3495/is_5_47/ai_86053673 

Interestingly, the book also lists all the sites in 

alphabetical order and slices and dices the 

listings by geographic area, by type (electronic, 

on-site and print) and by language. 

 

Diversity recruiters can hope to make good use 

of a plethora of channels – both conventional 

and unconventional to make their hires today. 

Some of these are: 
 
EMPLOYEE REFERALS 

 

Long seen as a good way to leverage the power 

of employees to find good candidates, employee 

referral has come of age recently as a key 

sourcing strategy and the concept of getting 

employees to do some recruiting for you has 

distinct advantages. For instance, ERPs have a 

huge multiplier effect as they greatly increase 

the number of recruiters and hours for finding 

diverse candidates. It is also cost effective and 

increases morale and overall company 

engagement. 

 

However, there are doubts, some of them 

unfounded according to Craib, about the 

efficacy of deploying employee referrals in 

diversity recruiting.  “A very wrong notion 

about employee referral programs,” says Craib, 

“as it applies to diversity sourcing is if you don’t 

have a particularly diverse organization then 

using employee referral programs to recruit 

more people is going to exacerbate the 

problem.” This has historically not been the 

case. Even in an organization that is not diverse 

or less diverse, employees may know diverse 

candidates and can refer them. Moreover, due 

to the Internet and social networking groups, 

the reach of an employee to all kinds of 

professionals, diverse or not, has become 

stronger. Also present trends, especially those 

that show growing usage of employee referral 
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and networking technologies over the last 12-18 months, 

strongly underscore the role employee referrals is playing in 

the market. 

 
EXTERNAL RECRUITERS  

 

One of the ways in which companies can taste success is by 

directing their external recruiters to produce a higher 

percentage of diversity candidates and reward those vendors 

that are able to do that. They can support specific diversity 

niche firms, monitor the number of diverse candidates and 

hires by talent level and regularly publish their findings. The 

best performing search firms may be awarded more business 

and greater recognition 

 
INTERNET SOURCING 

 

The net is only now being opened to talent exploration and 

has a lot of potential. But what are the best techniques 

available in this space?  Clearly, overcoming virtual distance 

is a big hurdle, notes Craib. “In order to capitalize on the 

leads established,” says Craib, “you need to network with 

people on a real-time basis and not just know the names of 

say, three people at the local office but go for meetings as 

well.”  Besides, talent hunters must find ways and means to 

locate and engage passive candidates. 

 

Interestingly, the term “passive candidates” is a misnomer in 

Craib’s opinion. “It’s better to call them passive sources,” says 

Craib, “since such candidates are not particularly passive; 

they are participating more and more today in terms of 

networking and doing different things on the web.”   

 

An important thing to note here is the impact of the OACCP 

ruling on diversity sourcing of passive candidates on the 

web. The biggest impact, according to Craib, would be on 

record-keeping which will affect all forms of Internet 

sourcing. This means that if qualified candidates with resume 

information are tracked, it goes into record retention for 2 

years. 

 

Recruiters should also, observes Craib, not miss 

out on opportunities to leverage existing 

relationships. A good part of Internet sourcing 

is about beginning at a particular place and 

going out to find more, kind of a “Find one, 

find them all” approach. Once some particular 

hot spots are located there are a variety of tools 

that can be used to mine them and find more 

names.  

 

The Internet has spawned networking 

communities and diversity recruiters can tap 

these for sourcing critical talent. Some of the 

new critical networking tools like Jobster, 

Linkedin, etc. represent different kinds of ways 

for companies to interact with networks of 

people that are not necessarily going to be on 

the radar as candidates are.  

 

 
DIVERSITY DESTINATION RESOURCES  

 

While internet recruiters can use a good mix of 

peer-to-peer networking and deploy tools to 

mine new destinations for names, they cannot 

overlook two very useful resources for internet 

sourcing. 

 

1. CollegeNet.com 

 

A resource that allows people to find 

information about colleges, CollegeNet.com was 

initially created as a tool for prospective 

students looking up schools offering the right 

mix of courses. However, there are a variety of 

searches that can be accomplished using 

collegenet. There are different search 

methodologies that can be used and each has 

implications for recruiters tracking diversity 

candidates.  One can find out for instance, 

which schools in a particular area have strong 

programs catering to diversity in a particular 
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way. Those schools then become good sources for not only 

boosting college recruiting efforts but also in terms of 

employing their websites to find some individuals.   

 

2. Alexa  

 

Alexa is a search tool that allows you to start with a 

particular website that you know of and helps find other 

websites that may be related in some way. For example, 

when a diversity–related search is run in any particular 

domain the site returns a variety of other places to explore as 

well. All of these are likely to be closely aligned diversity 

resources.  

 
RESUME SEARCH  

 

Most resume searches on the web today entail putting in a 

variety of keywords into search engines and getting results 

from pages all over the Web. But this strategy creates a few 

problems for recruiters in search of diversity candidates, the 

most obvious being that diverse candidates don’t recognize 

themselves as such on their resume.  

 

There are strategies to get around this problem though. One 

of the options is to start with the names of professional 

organizations you already know use Alexa to find similar 

organizations.. Then, these organization names can be used 

in combination with the word resume. For example, if you 

run a search using the keywords: resume and “society of 

women engineers”, your search pages will return not only the 

resumes of women engineers but also the names of related 

professional organizations.   Obviously, that’s a small subset 

of the overall number of people who have their resume 

online.  It’s an even smaller subset of people that would have 

their resume online and happen to join that organization and 

put that on their resume. But it’s a way of using diversity 

keywords effectively to hit upon some resumes. 

 
PEOPLE SEARCH 

 

It is identical to Resume Search except that the following 

people words are placed besides the word ‘resume’. 

 

– Staff 

– Employees 

– Alumni 

– Speakers 

– Members 

– Attendees 

 

Apart from the simpler people and resume 

searches available to diversity recruiters, there 

are two key tools that can be used in tandem 

with any search engine. 

  

1. FlipSearch 

 

FlipSearch is more scientific than Alexa and 

targets pages related to a domain by looking for 

hyperlinks. For instance, one can use it with a 

site like NSBE that has lots of black engineers 

posted on it to find other sites that are similar 

One of the limitations with the tool is that it 

only works effectively today in Yahoo. The 

relevant command is linkdomain: as in 

linkdomain:nsbe.org to find pages that are 

linked to the Web site of the National Society of 

Black Engineers. By adding the words links OR 

resources to the string you can focus in on 

pages that are likely to contain more 

organizations to add to your list. 

 

2. X-Ray 

 

X-Ray targets a specific domain and allows a 

closer look at everything within a particular 

domain quickly. Recruiters can mine the sites 

belonging to professional associations and 

publications to the minutest details using the 

tool. Google is an excellent search engine for 

the X-ray tool. It’s fast, easy to use and has 

simple commands. So if you enter site:shpe.org, 

you can see all the pages that Google has 

indexed on that particular web domain. You can 
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also add refining characteristics to the search.  For example, 

it’s possible to zero in on people who are members of the 

Society of Hispanic Professional Engineers, or are related to 

the organization, and also happen to live in the Boston area.  

 

Keep in mind, however, that these strategies won’t yield all 

the members in a particular area but should, instead, be 

thought of as a place to begin networking. 

  
PEER SEARCH 

 

In essence, this is the same as searching using a person’s 

name. You use the individual’s name to find people who are 

doing something similar. It is important to remember that 

using quotes around a person’s name is important so that 

you find the person’s first and last name next to each other 

on the page instead of finding, for instance, George at the 

top of the page and Washington at the bottom. 

 

 
CONCLUSION 

 

The Internet is a massive communication tool and in order to 

stay competitive, a diversity sourcing program has to make 

optimum use of all channels available to it. Candidates can 

be reached through other means than job boards. Some of 

these are custom e-mail programs, downloads during music, 

destination sites, speaking to passive candidates, etc.  

 

Recruiting diverse talent also requires a holistic perspective. 

As Craib puts it “there is no way of putting in place a 

diversity sourcing program tomorrow. It is a process that 

happens over a significant period of time.” It comes from 

doing the proper day-to-day things, deciding what the 

company’s long-term strategies are and, most importantly, 

getting the whole organization to understand the importance 

of the diversity initiative.  

 

Long-term networking strategies are critical to it though it is 

a relatively small piece of the equation.  Having 

conversations with potential hires over a period of time 

ultimately helps. Candidates can be brought into a separate 

talent pool so that you can continue to have 

conversations with them over time. This 

eventually becomes your day-to-day sourcing 

pool.  

  

It would be legally and strategically better to 

have a diversity conscious company culture than 

have lines paying lip service to it on the 

corporate website. If firms mention how 

important diversity is to the organization in the 

about us section on their site rather than 

discuss it in the recruiting or career section 

alone, they can reach out to all kinds of diverse 

employees.  

 

“Creating a separate diversity section on the 

website is not as successful as integrating a 

diversity mindset into everything that you do,” 

says Stephen Pemberton, Chief Diversity Officer 

at Monster. Diversity candidates don’t want to 

visit a page that is exclusively built for them. 

They want to see diversity across the board in 

the organization. So incorporating such 

elements in lots of different things is a much 

effective practice.   

 

 

 

  


