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This literature review aims to critically evaluate existing theory within current literature that identify the factors impacting diversity amongst job applicants. It will provide insight into the barriers outgroups face during recruitment activities during the initial stages of recruitment, leading up to the application process. It will also identify the gaps in the current research to form the basis of the primary research for this report.
[bookmark: _Toc83066577]The role personal characteristics play
Individuals tend to categorise people, including themselves, into groups based upon characteristics (Turner, 1978; Tajfel & Turner, 1986). This self-categorisation theory is based on an “individual’s need to maintain a healthy self-esteem”. To achieve that they are likely to join groups of people who either share their identity or at least appear to value it (Ashforth & Mael, 1989) (Walker, et al., 2012). A sense of belonging is a fundamental human need (Baumeister & Leary, 1995) and there is evidence that underrepresented groups are more attracted to organisations that present as demographically diverse, for example, on the company website (Kroeper, 2020). 
Furthermore, it is important to recognise that peoples’ characteristics cannot be looked at individually or independently of each other. Intersectionality refers to the interconnected nature of people’s characteristics such as gender, race, class, sexuality and age (King, 1988; Webber, 2010; Sargeant, 2011), creating multiple systems of oppression. Any recommendations resulting from this report will require a holistic approach. 
[bookmark: _Toc83066578]Areas of interest to this report
On reviewing the diversity data obtained from job applicants during the previous 12 months, the relevant factors to be reviewed will be organisational attractiveness and it’s link to diverse groups. The number of male applicants vary so their experience in a predominantly female organisation along with how advertising might impact will be explored. A review into why eligible applicants (people who are disabled and members of BAME groups) don’t always access the Guaranteed Interview Schemes and whether home working contracts could increase applications from disabled applicants will be carried out.
[bookmark: _Toc83066579]Organisational Attractiveness
Organisations are increasingly utilising their websites to promote their vacancies and promote their employer brand (Williamson, et al., 2010) and it’s the first place potential job seekers go to get a ‘feel’ for an organisation (Forbes, 2018). Empirical studies on the effectiveness of recruitment websites have consistently found they can enhance applicant attraction and their intention to apply for vacancies (Allen, et al., 2013; Lyons & Marler, 2011; Williamson, et al., 2010).
This advice extended beyond the website into the workplace where the physical presence of items such as posters and graphics were encouraged  (Cheryan, et al., 2009). However, it has since been reported that counterfeiting diversity has a negative impact, with historically excluded groups (HEGs) stating their trust in organisations that misrepresent diversity is impacted and belonging concerns creep in (Kroeper, 2020; Inzlicht & Ben-Zeev, 2000). Conversely, ignoring differences such as colour or ethnic origin can be equally damaging.
[bookmark: _Toc83066580]Colour-blind behaviour
‘Colour-blind’ behaviour can result in negative consequences where white people not mentioning race appear biased in the eyes of black people (Apfelbaum, et al., 2012). When the value or importance of personal identity or membership of a particular group becomes more noticeable than others, people become more vigilant. A study by Murphy and Taylor (2011) concluded that when there’s a “perceived stereotype threat, a person becomes hypervigilant and their attention is directed to other situational cues within the environment to determine whether their social identity is the liability” (Tajfel & Turner, 1986). This can lead to psychological disengagement particularly in largely white environments (Schmader, et al., 2001). Vorauer and Sasaki (2011) described how this can sometimes provoke hostility. 
Some studies speculate that individuals exposed to a multicultural message, as opposed to ‘colour-blind’ messaging, demonstrated heightened perspective-taking tendencies and engagement in trying to understand others of view (Plaut, et al., 2018; Todd, et al., 2010). Additionally, messaging support for HEGs and celebrating the success of other organisations diversity and inclusion achievements, are also useful ways to demonstrate commitment to D&I when you’re a homogenous organisation (Ideal, n.d.). 
H.1. Minority applicants will accept the prospective employer may not be diverse but will be more likely to apply for a vacancy if they can see organisations are taking steps to address under-representation.
[bookmark: _Toc83066581]Male experience in female-dominated workplaces
A phenomenon has been observed called “riding the glass escalator” where men progress more quickly to senior roles than women in female-dominated workplaces (Kvande, 1998; Williams, 1995). There’s also usually a remuneration advantage that contributes to organisational gender pay gaps (England & Herbert, 1993; Williams, 1995). That said there is evidence they face a disadvantage in relation to men in other organisations in respect of their salaries (owing to the fact female-dominated sectors earn less than men) and prestige (Lupton, 2000). One study found evidence that men are aware of the stigma associated with some career choices and experience their masculinity and sexuality being questioned (Lupton, 2006).
H.2. Leadership roles within female-dominated organisations are more likely to attract male applicants than non-leadership roles.
H.3. Men are generally not attracted to female-dominated workplaces.
[bookmark: _Toc83066582]Advertising vacancies
Recruiting managers can't employ diverse teams if they are not presented with diverse job applicants (Forbes, 2018). LinkedIn’s data reported that women are more likely to search for jobs on third-party websites and online job boards (Ideal, n.d.). Using multiple sourcing methods can help diversify the recruitment pool (Forbes, 2018; Ideal, n.d.; Goldberg, et al., 2013) therefore including multiple platforms such as text messaging where millennials are reportedly more responsive, as opposed to email, should help (Kazim, 2018). Additionally, a study by Goldberg et al (2013) found a positive correlation between the number of older applicants and the use of multiple platforms for advertising vacancies, along with a commitment to D&I for all people, not just older people. However, there is no current research to indicate how job-seeking patterns and behaviours have been impacted since the Covid19 pandemic when there was a seismic shift to online working.
H.4. There is a positive correlation between the number of sourcing methods and the diversity of applicants.
[bookmark: _Toc83066583]Guaranteed Interview Schemes
Harvard Business Review (2016) reported that if the final candidate pool included two or more representatives from an under-represented group, they were statistically more likely to be appointed. Guaranteed Interview Schemes (GIS) are a commonly used tool that can place HEG members into the candidate pool (Plaut, et al., 2009). Disabled people are less likely to be employed than non-disabled people with approximately one in ten of working age being out of work (Citizens Advice, 2016) and disabled women being even more likely (50%) to be out of work (Annual Population Survey, 2010). With just a third of disabled people actively seeking employment (Citizens Advice, 2016), Citizens Advice (2017) suggest this low figure is caused by the negative experiences “affect job-seeking behaviour”. Consequently, the Welsh Government implemented the Disability Confident Employer Scheme in an attempt to improve access to employment (Gov.UK, n.d.) however, there is very limited research regarding the actual impact these schemes have on attracting diverse candidates. There is some suggestion that these schemes are not having a significant impact (Raconteur, 2020)
According to one survey, Paterson and Turkman (2020) found that disabled women are more likely (46%) to look for disability confident accreditation when job seeking than men (27%). Another positive action scheme operated by charity Leonard Cheshire (2019) also noted higher engagement in their paid internships by disabled women than men with the ratio being 59:38 which leaves the question of why is there a difference between disabled women and men engaging in positive action initiatives like these? However, there is very little empirical research in this area or examples of it being used effectively for other groups such as BAME.
H.5. Disabled women are more likely to accept an invitation to interview via the GIS than men.
H.6. GIS made available to BAME groups will increase applications from BAME members.
[bookmark: _Toc83066584]Home working
Flexible working is often suggested as a reasonable adjustment for people with disabilities (Scope, 2014; Independent, 2017; Macmillan Cancer Support, n.d.; Neuro Leadership Institute, 2020) and inclusive working practice for people with cultural differences and enhances psychological safety (CIPD, 2019; Timewise, n.d.; McKinsey & Company, 2021). Other than ensuring reasonable adjustments when switching from office to home working there is no evidence available to suggest that working from home would disadvantage people with disabilities or cultural differences. 
H.7. Vacancies advertising homeworking will increase applications from people with disabilities and BAME groups.
[bookmark: _Toc83066585]Conclusion
Recruiting pages on websites and social media have an impact on organisational attractiveness. Counterfeiting diversity does more harm than good but positive messages of support and commitment to D&I along with evidence of action, will help attract under-represented groups. What is not clear, is what particular messages do under-represented groups want to see.
Organisational attractiveness is impacted by the need for individuals to feel like they belong however there is insufficient evidence to explain how that can be achieved in a post-pandemic world where home working is more commonplace. 
Multiple sources of advertising vacancies consistently present opportunities to diversify the candidate pool. What is not known is whether there are any changes to where people look for jobs since the Covid19 pandemic which could have had some impact on job-seeking behaviours.
There is little research into the impact Guaranteed Interview Schemes have had however there appears to be a possibility that men are less engaged in these schemes than women. There is also no evidence that these schemes attract more disabled applicants.
Homeworking provides an opportunity for people to work in an environment that you would expect to be designed to meet the individuals’ needs therefore it would be fair to hypothesise that homeworking contracts would increase interest amongst people disabled by office working environments, but more research into this is required.


[bookmark: _Toc83066586]METHODOLOGY[bookmark: _Toc83066587]Philosophical perspective 
The objective of this research was to better understand the barriers to diversity during recruitment for homogeneous organisations. Inductive reasoning has led to several hypotheses formulated during the literature review, which require further exploration employing deductive research. 
The research philosophy applied was critical realism. This supports the exploration of the unobservable reality (the “why”) which lead to observable events, in this case, HEGs not applying for job vacancies (Bhaskar, 2008).
Relativism is the ontological perspective within the qualitative or constructivist paradigm of research. Research founded on relativism searches for the meaning of experiences (Baghramian, 2004) and believes that reality cannot exist without context and that reality is influenced by experiences and social interactions (Baghramian & Coliva, 2019). Each person, therefore, has their own reality that is considered correct.
[bookmark: _Toc83066588]Research strategy 
To ascertain why people do not apply for vacancies, an anonymous survey was created posing questions relevant to the hypothesis. The survey was facilitated through Microsoft Forms which is accessible on computer and mobile devices and by those without Microsoft software. The software enabled the analysis of the data by multiple variables such as gender, race and disability (Microsoft, n.d.). 
Surveys are easily replicated so it would be possible to repeat the process and compare attitude changes (Vaske, 2019). Surveys also allow respondents to provide opinions anonymously which usually encourages more openness and honesty (Vaske, 2019; Sapsford, 2007).
Due to the structure of the survey and detachment of the respondents (fig.1), data acquired can be analysed and any relationships between variables such as males and females, disabled and non-disabled; can be explored (ibid). Any noteworthy relationships may provide clarification of why such relationships occur (Anderson, 2009). See figure 1.
Limitations arise where surveys lack the opportunity for the researcher to ask probing questions (Clifford, et al., 2016) therefore, the survey includes open questions to offer respondents the opportunity to provide more information.
In-depth interviews would have provided additional insight into the barriers people face and could test the hypothesis further (Hannabuss, 1996; Silverman, 2007), however due to timescales it was not possible to gather research subjects and complete structured interviews to elicit further information. 
Consideration was given to interviewing existing staff within the organisation who represent the HEGs and whilst they would provide valuable insight into the perceived barriers of their represented group, this strategy was not pursued for several reasons. 
The number of HEGs employed within the organisation, concerning this research, are very low in number which would risk making individuals do the emotional labour of supporting the research, highlight their perceived difference and could induce hypervigilance (Apfelbaum, et al., 2012; Murphy & Jones Taylor, 2011). 
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To be written once data analysis has been completed.
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i.e. limited responses from particular groups, timescales, data from HR Lead not disaggregated
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Analyse the results of primary research and compare with the literature review to establish the actual causes of HEGs not applying for job vacancies at Chwarae Teg. 
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Make recommendations as to what steps Chwarae Teg can take to improve diversity amongst job applicants.  
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[image: ]
Note – GIS data not available for this period as GIS not implemented until Q2 2020/21.
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1.Your express consent to participate is required. Therefore, please tick the statement

Exploring the causes for a pelou:
a Iack Of d|VerSity amongst o) ::ii:?":i:ipammm; piece of research as part of Gemma Littlejohns' research into the barriers.
job applicants.

As part of my university research assignment | am exploring barriers to diversity during recruitment |
would ke to know more about how peaple go about looking for jobs and how they feel about
applying to work in homogenous organisations,for example how they would feel about applying to
work in predominantly white and female organisations.

Anyone is welcome to respond, but | am especially interested in understanding how:

) Men would feel applying to work in a predominantly female environment,

b) Black, Asian and Minority Ethnic people feel, when applying to work in a predominantly white
environment,

) Disabled people feel about utlising guaranteed interview schemes.

My assignment will be submitted to my university (University of Wales Trnity St David) as part of my
coursework.It will also be shared with my employer, Chwarae Teg, who have an interest in my
research.

My supervisor for this project s Julie Hayward, Lecturer at University of Wales Trnity St David. If you
have any concers relating to my research, please do not hesitate to contact Julie via
Julie Hayward@uwtsd.ac.uk.

Kind regards
Gemma Litlejohns, Assoc CIPD

Any queriesfor me personly, should be sent o my student emait: 1550827 @student uwtsd acuk

* Reguired

Consent

You are invited to take partin this piece of esearch in a voluntary capacity. Al information will be
confidential and any responses used within the report will be anonymised to protect the identity of al
participants.
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2.Where do you look for job vacancies? * 5.1f yes, where do you look? *

Never Rorely  Someimes  Often Aways Never Raly  Sometimes  Often Aways
Facebook o o o e} o Company website e} O @] o o
Titter @) o ) ) Company social media . o o

accounts - o - - o
Instagram @] o O o O

Linkedin @] ] @] o o
Linkedin O o O (e} O

Online reviews 0] ] O o o]
Word of mouth . .
friends, colleagues and (e} (¢] (@] [¢] [¢] Word of mouth (6] o O o o
family.
Online job sites. (e} o (@] o (¢]
Recruitment agencies (@] (0] O (0] (@] 6.0ther source(s) not listed above:
Email alerts O o] O o (@]
Newspapers I} Ao o Ao o
(online/print) - - - - -

3.Other source(s) not listed above:

4.Do you research a company before you apply for a job with them? *

O Yes

O no
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7.When researching a company, what information do you look for? 10.1fyes, in what way? *

Never Rarcly  Sometimes  Often Aways
idence that people o o o o o
like me work there - - - hd -
. N . 11.When looking at a company website, s there anything you could see that would put
Evidence that | wil fit in (@] ] @] @] @] you off applying for a job? *
Examples of civersty
and inclusion activiies o -
the company is © o © O
invalved in

The company's support

fordiversiy and 1) o o o) o 12.15 seeing messages of support in relation to diversity and inclusion important to you? *
inclusion
O ves
Staff testimonies O @] O e} O
O No
Company benefits o (e} @) o (@]
her work tha th - - - o -
e o o o) fe) o fe)
13.1f there were no messages in support of diversity and inclusion, would it put you off
applying for a job? *
O ves
8.Something else not listed above: -
O No
14.Would you be put off a job that stated it was 100% working from home? *
9. Has where you look for job vacancies changed since the Covid19 pandemic? * O Yes
O ves O o

O No

15.1f yes, why? *

/2072021 /2072021




image11.PNG
16.Would you consider applying for a job in a predominantly female workplace? * 21.1f no, why not? *

22.As mentioned, this research is all about finding out what the barriers are to people
17.1f no, why not? * applying to work in homogenous organisations, particularly white and female

dominated organisations. Is there anything else you would like to add or comment on?

18, Would you consider applying for a job i a predominantly white workplace? *

) ves

O No

19.1f no, why not? *

20, Guaranteed interview schemes allow employers to guarantee interviews (not jobs) to
any job applicant that meet all the essential criteria for a job vacancy, because they
identify as disabled or from a Black, Asian or Minority Ethnic background.

Would you accept an offer of an interview through this scheme? *

O Notapplicable
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Diversity data collection

The following information will help me analyse any trends in responses. It wil nat be possible for me to
dentify you personally,so please remain assured that your responses are anonymous.

23 Which of the following best describes your gender? *
O Woman

O Man

O Nontinary

Prefer not to say

O msnothervay

24.1f you prefer to self-identify, please describe this here:

25.D0 you identify as trans? (Trans is an umbrella term to describe people whose gender is
not the same as, or does not sit comfortably with, the sex they were assigned at birth)

O No

O prefer not to sy

/2072021

26.Which of the following best describes your sexual orientation?
©) Heterosema sight

O Bsirbisexual

(O Gay/ Lesbian

O preernot o say

O prter touseantertem

27.1f you prefer to use another term, please provide this here:
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28, The social model of disability recognises that disabled people are not disabled by their 29, Please indicate your ethnic origin *

impairment o health condition or by using British Sign Language but by policies,

processes and environments which may not be accessible to them. We are committed © Arab/ Avab British / Welsh

to taking action to remove these barriers,

©) Asian/ Asian Bitsh/ Welsh

‘The Equality Act 2010 defines disability as: *A physical or mental impairment which has
a substantial and long term adverse effect on a person's ability to carry out normal day-
to-day activities”

) Black / Black Biitsh / Welsh

O Gypsy or Traveller

Do you consider yourself to meet either the social definition of disability or the

definition in the Equality Act 20107 * ) Roma

) Latin American Indigenious/ Indigenous Bitish/ Welsh
O Mied

White

) prefer not to say
(O Prefer to self-describe

Prefer not to say

30.Asian/ Asian British/ Welsh
O Bangladeshi
© chinese
O indian
O pakistan

©) Anyotner Asian Background

31.1f other, please specify
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32.Black / Black British/ Welsh 36.White

O afican © Welsh Englsh Scottish/ Northern s British
O Asian O European
O Caribbean O risn
© South North American © Latin Amercian
© Any other biack background © Any other white background
33.1f ther, please specify 37.1f other, please specify
34.Mixed 38.1f prefer to self-describe, please specify

(O White and Asian
©) white and Black

O Any othesmixed/ multiple etic backround

35.1f other, please specify
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39, Please indicate your religion or belief: 41.Are you married or in a civil partnership?

O aguostc Ows
O Atheist O

O sudehit O preter noktosay

©) Christan rotestant, Cathoic o other) © preertosefdentiy

O Hindu

O soish 42.Please specify

O Muslim

© pagan

O sikh

O No rlgionorbeiet 43.D0 you have caring responsibilites outside work? Please select al that apply
O reer ot 052y One

O preertospeciy ] primarycarr of chid) chicren under 16

(] primarycarer of disabed chit/ hidren under 18
40 Pessespecy ] primarycarr of disabled acul over 16)
(2] primary career of older person (over 65)
[ Secondary carer
(] Shared caring responsibilities

O reter nottosay

(] other

44.1f other, please specify
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Thank you

Diokh

0 ot e et o ndosed by Missof The dt o it wll b s e

& Microsof Forms
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