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Why are we not more effective at placing diverse 
candidates?

• Page and initial D&I strategy. 

• Research on diversity hiring.

• Limitations of current recruitment model.

• Solutions to enhance current recruitment model.

• Most effective solutions for diversity hiring.



Diversity & Inclusion in the 
UK – Our Story so far…

It all began for us back in 
2012, as we launched our 
first D&I strategy pillar, 
Women@Page.
Since, then our commitment 
to inclusion has gone from 
strength to strength as we 
expanded across other 
diversity strands and 
embedded all D&I values 
into everything we do.



The Challenge in Diversity Hiring

Yet despite all the work and training…..

▪ Clients reporting frustration in not being able to 
move the dial in diversity of their workforce.

▪ Clients feeding back that agencies not helping to 
move their dial on diversity. 

▪ Page not being as successful in delivering diversity 
candidates to clients as we hoped.

▪ Had to decline requests for focused shortlists (i.e. 
all female) but had no alternative solution to 
replace..



Analysis of D&I in Recruitment 

Therefore, we set out to find out why, despite all 
our initiatives and those of our clients, success 
was limited…

▪ Studied academic research on the topic.

▪ Shared information and analysis with diversity 
groups and societies.

▪ Took advice from experts.

▪ Analysed our own recruitment model and 
interviewed Consultants on challenges.

▪ Liaised with clients.



Limitations of Current Recruitment Models

Through all the conversations and analysis, we discovered that:

1. Advertising has major limitations in attracting under-represented staff.

2. Shortlists with one representative from under-represented groups is ineffective.

3. 'Relateability' is key.

4. Trust is a major factor in these groups when moving jobs

5. “The Employment Act” and “the principle of merit”, confusion over “Positive Action” - combined with 
unconscious bias and the barriers faced by those with protected characteristics is making increasing diversity 
through job by job recruitment very challenging.

6. Complication of GDPR.



Current Strategies

To overcome these issues many clients are requesting…

1. Focused shortlists – all female, set number of ethnic 
minorities on the shortlist etc.

2. Shortlist Quota – 50/50 male/female.

We do not believe this is the answer as opens organisations to 
discrimination and “reverse” discrimination cases are rising.



If there are at least two female 
candidates on the shortlist, the 

odds of hiring a female candidate 
are 79 times greater. 

Improving Current Model

Harvard Business Review:  “2 in the Pool Effect”

If there are at least two “minority” 
candidates in the final candidate 

pool, the odds of hiring a minority 
candidate are 194 times greater. 



Improving Current Model

▪ Shortlist may have to be longer to incorporate a minimum 
of two without discriminating.

▪ Suggest overhauling the job specification to ensure the 
minimum criteria of “on merit” does not make it more 
difficult to select the under-represented characteristic.

▪ When advertising or describing the vacancy, we can say 
“the employer is under-represented and would welcome 
women/ethnic minorities/disabled candidates to apply.”

▪ Must be practical to deliver.



Most Effective Solution

In fact, the most effective way to recruit candidates who are under-represented for an organisation is:

1. Direct approach to relevant candidates on behalf of an organisation - showing a compelling D&I story.

2. Networking with relevant groups and societies. 

3. A process to build relationships and provide information most important to the candidate.

4. Help direct candidates to appropriate roles and build confidence where required.

5. A fast-track process by the client to meet relevant candidates.

6. Manage closely the client process with understanding of the concerns that will need to be met.

7. A robust process to manage GDPR.



Challenge for Recruiters

1. Internal recruitment managing large portfolios of jobs do not have the time to commit to this process. 

2. Recruitment agencies commercially cannot commit the time to this process when working jobs on a 
contingent basis.



Page Solution 
A solution for clients to supply diversity on an ongoing basis:

▪ Resourcing team constantly seek candidates at the level and 

geography required. 

▪ Work with diversity groups and societies to find candidates.

▪ Approach candidates on behalf of specific organisations 

outlining their culture and D&I journey. 

▪ Candidates liaise with Consultants with protected 

characteristics.

▪ Keep in touch with candidates not seeking an immediate 

move.

▪ Manage GDPR. 

▪ Produce MI.




