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“If people just hired based on talent, their teams wouldn’t be homogenous. Hiring Revolution
confronts this with truth-telling that will no longer allow industries to hide behind platitudes. The
actions are clear. It’s time to do them.”—Melanie G. S. Walby, design director of PollenDiverse
teams don’t just materialize.Hiring across race, gender identity, ability, and more must be
approached with intentionality and care. But how can a company move from believing . . . to
doing?Aimed at HR management, executives, and leaders across sectors, Hiring Revolution is a
compelling guide for how to combat baked-in bias and deal with racism and sexism head on.As
co-founders of the consulting firm Team Dynamics, authors Trina C. Olson and Alfonso T.
Wenker are experts in developing equitable work culture. Their tactical approach to diversity,
equity, and inclusion at work is based on tested strategies that work.Inside Hiring Revolution,
discover:how mixed teams statistically outperform homogenous teams,why we can—and should
—close gaps that hurt us and the people we care about,best practices for recruiting, hiring, and
retaining a diverse pool of top talent, andviable solutions to staff diversification you can start
implementing today.Align your organization’s hiring INTENT with hiring IMPACT. Learn how to
become the diverse organization you’ve always wanted to be.“Trina C. Olson and Alfonso T.
Wenker are extraordinary practitioners and leaders. What a gift to have their foundational
wisdom, teachings, and tools offered up in this way.”— KRISTA TIPPETT, host and founder of
The On Being Project“This book is the bible on how to attract, hire, and onboard successful,
diverse teams—the most important book you will read all year.”— KYMM MARTINEZ, chief
marketing officer at the University of St. Thomas

If people just hired based on talent, their teams wouldn't be homogenous. Hiring Revolution
confronts this with truth-telling that will no longer allow industries to hide behind platitudes. The
actions are clear. It's time to do them.This book is the bible on how to attract, hire, and onboard
successful, diverse teams--the most important book you will read all year.Trina C. Olson and
Alfonso T. Wenker are extraordinary practitioners and leaders. What a gift to have their
foundational wisdom, teachings, and tools offered up in this way. --This text refers to the
hardcover edition.About the Author<p>Trina Olson is the next guiding voice in the conversation
about the future of work and equitable work culture. CEO and cofounder of Team Dynamics,
Trina believes going to work in America can feel fundamentally different if―and only if―we deal
with the impacts of racism and sexism. After the murder of George Floyd, Trina crafted a
curriculum for white leaders, including the staff of Senator Bernie Sanders, to process and plan
(without burdening POC colleagues). For the past twenty-five years Trina has held key
leadership roles around the country in New York, Seattle, Los Angeles, and Washington, DC. A
two-time executive director, she has lobbied the White House, raised millions of dollars, and



effectively mobilized for major policy and culture change.</p><p>Trina has authored and
coauthored numerous pieces on race and gender issues, including "Seeking Safe Haven:
LGBTQ People and the American Immigration Experience." She's a cohost on the BEHAVE
podcast and a highly sought-after workplace equity advisor.</p> <p>Alfonso Wenker is a lauded
movement and thought leader driven to convene, connect, and coach top executives to better
align values with practice. President and cofounder of Team Dynamics, Alfonso is focused on
organizing mixed teams to cocreate new paradigms for how people can work and lead. During
the historic campaign for the freedom to marry, Alfonso was recruited and served as the deputy
finance director for Minnesotans United for All Families. As a third-generation Mexican
American, queer, Catholic man living in Minneapolis, Alfonso consistently gathers and responds
to communities calling for racial justice and gender liberation. Before Team Dynamics, Alfonso's
career centered in philanthropy, where for over a decade he worked tirelessly to equitably
steward billions in resources, while creating new opportunities for People of Color to break into
and lead in the field.</p><p>Alfonso's considerable body of work has been recognized through
being awarded Minneapolis/St. Paul Business Journal's 40 Under 40, MCN's Catalytic Leader,
and St. Paul Foundation's Facing Race Anti-Racism Award.</p> --This text refers to the
hardcover edition.
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Hiring RevolutionA Guide to Disrupt Racism and Sexism in HiringTrina C. OlsonAlfonso T.
WenkerContentsPrefaceIntroductionKey TermsPart I1. An Ugly Picture of Outcomes2. How
Existing Practices Produce Bad Results3. Choreographing the Dance Between Our
IdentitiesPart II4. Putting the Equity Work in Early5. Throwing out the old and Bringing in the
New6. The Difference Between Magic and Work7. Why Racism + Sexism Will Keep Popping
Up8. How to not F@*# up The Interviews9. Comparing and Contrasting Rather Than Rank
OrderingPart III10. Sealing the Damn Deal11. Why you need to Ask Rather than Assume what
new hires needConclusionAuthor’s NoteAbout the AuthorsGratitudeTools + ResourcesHIRING
REVOLUTION © copyright 2021 by Trina C. Olson & Alfonso T. Wenker.All rights reserved. No
part of this book may be reproduced in any form whatsoever, by photography or xerography or
by any other means, by broadcast or transmission, by translation into any kind of language, nor
by recording electronically or otherwise, without permission in writing from the author, except by
a reviewer, who may quote brief passages in critical articles or reviews.Library of Congress
Catalog Number has been applied for.Printed in the United States of AmericaFirst Printing:
2021Cover design by Zoe NorvellInterior design by Cindy Samargia LaunCitation formatting by
Maria Isabel GonzalezWise Ink Creative Publishing807 Broadway St. NE, Suite 46Minneapolis,
MN 55413Hiring Revolution is dedicated to all of the people who did and didn’t hire us
throughout the past twenty-five years of our working lives.Those lived experiences—both good
and bad—shaped how we approach building big, brave, mixed, impactful dream teams!
PrefaceWell, here we are. Or, there we were. The first draft of the manuscript for Hiring
Revolution was due one week after our home state of Minnesota issued its stay-home order in
response to the pandemic. We first put proverbial pen to paper about nine months before public
businesses and schools across the land now called the United States started to close down to
slow the spread of COVID-19. This gave us pause. Would this particular Hiring Revolution be
needed in the same way? We reflected on it, grappled with it, and received incredible counsel
from our publishing partner Dara at Wise Ink. Yes, we concluded, and if nothing else, the
revolution would be more possible and likely more welcome when organizations that hire
workers returned to “normal” function and needed to hire in new and different ways.In the midst
of our first round of edits, on May 25, 2020, George Floyd, a Black man, was publicly murdered
by Minneapolis police officers. Our city became the epicenter of an uprising against state-
sanctioned violence against Black bodies. The uprising wasn’t a new or even renewed response;
it was another natural overflow of generations of pain, rising to meet the gravity of the violent
white supremacist reality we live in. Young Black leaders, queer and trans Black leaders, and
working poor Black leaders, whose outrage and calls for dignity have gone unheard since the
earliest notions of this “country,” led the public outcry. Activists, organizers, and those new to
movements for progress took to the streets, donated money and supplies, set up organic
structures, and doubled down on Black-led organizing. Thanks to long-term work led by Black
organizers and accelerated by the murder of Mr. Floyd, a supermajority of our city council stood
in a park on a Sunday afternoon and promised to defund and deconstruct the police and



reimagine with the community what public safety could be like. That struggle continues.While we
write this very preface, the West Coast lands now called California, Oregon, and Washington are
recovering from record-breaking wildfires caused by human irresponsibility, in both the initial
sparks of individual fires and the climate change–driven drought that encouraged their spread.
The skies were orange, residents could not breathe, and thousands were displaced and lost the
homes and communities where they make family.The week before this writing, Supreme Court
Associate Justice Ruth Bader Ginsburg passed away less than fifty days before Election Day,
leaving us wondering about the future of reproductive, civil, and human rights protections.We
offer Hiring Revolution in the midst of concurrent crises—not surprises, but rather predictable
outcomes of generations of neglect: a federal administration’s bombastic, willful disregard for
foresight and management of a pandemic; the legacy of slavery and the racist history of policing;
the fossil fuel industry’s dominance of our economy. A pandemic, a racialized uprising, and
climate change are predictable results of structures designed to extract labor and resources for
the benefit of a small handful of wealth hoarders.We offer Hiring Revolution in pursuit of a
shift:Away from economies of extraction and toward a new way of hiring and valuing workers
across multiple races and genders.Away from racist and sexist hiring practices that prefer the
white masculine and toward a collective experience of being hired to contribute creatively from a
place of race and gender as assets.Away from the control and subjugation of Black, brown,
feminine, and nonconforming worker bodies and toward a celebration and valuing of the
contribution of all bodies.We offer Hiring Revolution because we know this revolution is possible.
Because it’s time to stop asking, “How can I diversify my candidate pool?” and stop saying,
“There aren’t any qualified People of Color, women, or trans folks for this role,” and acknowledge
that racism and sexism were set up on purpose for us to believe those lies.In a June 2020 memo
and a September 2020 Zoom call, the CEO of Wells Fargo stated that he believed the reason
their company, and the financial sector as a whole, was not racially diverse was that there is
limited Black talent to fill those rolls. When his writing and statement became public, a
conversation was reignited about hiring pipelines, personal capacity, and the ways that
unconscious biases drive thought patterns, strategies, and decisions. “Perhaps it is the CEO of
Wells Fargo who lacks the talent to recruit Black workers,” said Rep. Alexandria Ocasio-Cortez
on Twitter.1 Well said, Congresswoman!Hiring Revolution wasn’t the book we thought we would
write first, but those questions and statements kept coming. So now we’re ready to share the
revolution with you. This book is an offer to be used in its wholeness. The revolution is not a
buffet, nor can you get it à la carte. To truly and completely upend racist and sexist hiring
practices, you’ll need to read the whole thing, answer all the reflection questions, use all the
tools, and practice what you have learned after you close the book.Read this if you believe you
can change. Don’t read this if you want to stew in admiration of your problems.Read this if you
believe your colleagues and your company can change. Don’t read this if you’d prefer to point
fingers at your workplace and think that only others have to change.Read this if you believe in
possibility. Don’t read this if you’re not ready to try things out.Read this if you want to be part of



the shifts away from racism and sexism. Don’t read this if you don’t believe structural racism and
sexism exist.Welcome to the Hiring Revolution.1 Ken Sweet, “Wells Fargo CEO Apologizes for
Comments about Diversity,” AP News, September 23, 2020, .IntroductionA Moral Imperative +
Good Business SenseThis is not the book we thought we’d write first. But you kept asking, How
do we diversify our candidate pool for hiring? We know how to help.In recent years, people
inside the American workforce seem to have woken up, looked around, and realized that most of
the faces looking back at them were similar to their own. We’re glad folks have finally noticed this
very unstrategic “norm.”Homogeneity is NOT the birth of innovation.Whole companies,
regardless of their espoused racial and gender diversity goals, are genuinely struggling with how
to consistently and effectively recruit, hire, and retain top talent that includes Black, Indigenous,
People of Color, women, and gender nonbinary/gender-nonconforming leaders. Especially
when it comes to hiring into positions of authority (think vice presidents, directors, managers,
and those in the C-suite), members of these groups get passed over—their talents,
perspectives, and experiences dismissed—in favor of hiring and promoting white men into these
pivotal positions. White men are not magically the only humans capable of running teams,
projects, and whole companies. It’s preposterous.Are current hiring practices ethical or
desirable? NO!You’ve chosen to pick up this book, so we know that you are troubled by the
staggering race and gender disparities in hiring. Before we lay out our approach to the Hiring
Revolution, it’s important to situate ourselves inside the truth. Context is important, and if we’re
going to fix something we must be precise about the problem. Two facts make up the foundation
of the revolution:Bias—the preference for whiteness and masculinity—is a serious problem
currently baked into traditional hiring processes.Current hiring norms limit and harm both
individuals and businesses.In order to produce different workforce outcomes, we must carefully
consider the preferences for whiteness and masculinity and the barriers facing certain kinds of
workers (namely People of Color, women, and trans people) in old-school hiring processes.
Then we must reimagine and cocreate new hiring processes that align with our vision, values,
mission, and goals. It is natural, normal, and necessary that we evolve!“Do the best you can until
you know better.Then, when you know better, do better.” —  Dr. Maya Angelou, poet, dancer,
producer, playwright, director, authorStop, Start, Do More, Do Less, Do DifferentlyThis sounds
imposing, but the good news is that you—yes, you!—have the power to make an enormous
difference!In this book, we break down what we, Alfonso and Trina, have done to find and hire
teams of people that are incredibly diverse—across race, gender identity, sexual orientation,
religious tradition, age, ability, ethnicity, immigration experience, and more. Hiring Revolution is
an invitation to stop, start, do more of, do less of, and do differently. It is a purposefully tactical
approach to hiring the team you claim you want.Through a thoughtful reimagining of team
building, you will begin the process of reckoning with all the times and places where your hiring
intent (finding “the best,” “most qualified” workers) did not ultimately match your impact
(inadvertently convincing yourself that white male workers were the best choice). We will explore
small, medium, and large shifts that can transform your hiring practices toward a more equitable



way of doing business. We are not going to spend these pages pointing out everything we’ve all
done wrong in hiring days past. We will, instead, identify specific problems and pair each with a
viable solution you could start implementing today.Our lens of inquiry is, what could you stop,
start, do more, do less, do differently?Welcome to Our Embodied Identity HouseYou’re Invited
over Any Time—We’re Glad to Have You Drop By!Before we get started, you’ll need a tour of our
house. The Embodied Identity House is a model we developed and use throughout our practice.
It helps us build a shared understanding of how core parts of our identity shape how we
experience our lives.Our company, Team Dynamics, commissioned this graphic from illustrator
Cori Nakamura Lin after we got inspired at a 2016 conference in Atlanta. Building upon the
decades-long conversation about intersectionality, a term coined in 1989 by professor Kimberlé
Crenshaw, we wanted to paint a clear picture of the myriad ways in which our human differences
make a difference in our lived experiences.Each of us lives in a “house” such as the one shown
here. However each of us envisions this identity house—apartment, house, dorm, temporary
shelter of all sorts, and so on—all of these rooms are always present. Loosely, the nine rooms in
our graphic represent core protected classes in the US. What does that mean? It means that
bias, discrimination, prejudice, harassment, and even violence have been perpetrated against
people simply because of these facets of their identity. The order in which the rooms appear is
not important and might change in your own vision of the house; the attic is not more or less
important than the basement.All of these rooms are always present in our house, even when we
might feel that we’re occupying only one. You can close a door and pull the blinds, but the room
is still there, still affecting the overall comfort and function of the whole house. For
example:Alfonso: I am not “just” a millennial. I am a third-generation Mexican American, gay,
millennial man.Trina: I am not “just” a woman. I am a white, queer woman who has changed
economic class in my lifetime and has a hidden disability.We are not “just” business partners and
friends. We are in a meaningful and important financial and vocational relationship across race,
gender, ethnicity, and more.You get our points?Each of us is always our whole house.In different
settings, we feel more or less aware of certain parts of our identity.Facets of our identity
experience praise, pride, and pain.Which parts of our identity are feeling activated or dormant at
any one moment depends entirely on our context: who we are around and the ways we are
feeling safe and unsafe, valued and ignored.You will undoubtedly notice that the race door is
shaded in the graphic. In the United States, race is currently the factor making the most
significant difference in how people are talked about and treated; and race, in combination with
any of the other rooms in the house, leads to even worse outcomes for those who are Black,
Indigenous, or People of Color compared to white people who share those identities. For
example:A white, light-skinned, and/or white-passing immigrant to the United States has a better
experience than an immigrant of color.A Black transgender woman is at a higher risk of violence
than a white transgender woman.A white person with a physical disability gets better care than a
disabled Person of Color.We invite you into the Embodied Identity House to give you a
grounding in why the Hiring Revolution must be centered in race. Not because race is politically



“hot” right now or because it’s “politically correct” to be supportive of diversity, equity, and
inclusion efforts, but instead because it is both logical and imperative to begin where the most
egregious wrongs are being perpetrated. Right now, that’s race.Activity—Draw your “House”This
will take less than five minutes and inform the rest of your reading of Hiring Revolution. Please
take the time!1) Grab a pen or pencil. If you are cool with writing in this book (we’re cool with it,
by the way), answer here; if you’d prefer a blank page, find one. Now draw a dwelling that
reminds you of home. It can be an apartment building, a trailer, your grandma’s house—
whatever works for you.Draw nine rooms and one door. This doesn’t have to be an architectural
masterpiece, but if a ruler makes you feel better, go for it. Label the door “Race” and label the
nine rooms, in whatever order you like, with the following: immigration, language, class, religion/
faith, age, ability, gender, sexuality, ethnicity.2) In each room and the door, write down the words
you currently use to describe your own sense of each of these identities. Don’t fixate on the
words you’ve seen on forms, including the Census. Day to day, how do you actually describe
yourself? You can use more than one word, and you are welcome to write in whatever
language(s) flows best for you.Alfonso: I would currently write, from the top to the bottom of the
house: I am a US-born US citizen; I can only speak English fluently; my current household
income is over $100K; I have an anxiety disorder and am currently able-bodied; I was born in
1986; I was raised Catholic and still consider myself Christian; I use the words gay and queer to
describe my sexuality; I am a cisgender man—assigned male at birth, growing up as a boy, and
now identifying as a man; my mom is Mexican, my dad is German; depending on who I’m talking
to, I use the words Latino, Latinx, and third-generation Mexican American to describe my racial
identity.3) As you review the words you just wrote down, reflect on how you currently feel about
those words. Do you feel close to them? Far away? Proud? Embarrassed? Unsure? Are some of
your identity words currently in flux, and are you trying out new ones? Practice noticing your own
feelings about your relationship to the various facets of your lived identities.4) Think about how
you’ve felt at work when participating in hiring efforts in the past (either trying to get hired or
doing the hiring). Now circle the three parts of your Embodied Identity House that were most in
your awareness during that process. Why do you think that was? Which three were you least
cognizant of?5) Lastly, what impacts and unintended consequences might you experience when
the three identities most present to you are the ones others in your work example thought least
about, and vice versa?For more detail and activities related to the Embodied Identity House, go
toIn 2016, we attended a meeting of philanthropicleaders in Atlanta to discuss increasing
funding toLGBTQ+ (Lesbian, Gay, Bisexual, Transgender, Queer) leaders and organizations.
Given our southern context, we explored the intersection of racial justice and LGBTQ+
justice.Our colleague Marcus Walton (now CEO of Grantmakers for Effective Organizations)
provided a helpful mental image that spurred the creation of our Embodied Identity House when
he said:“When having conversations about equity, I don’t need us to live only in a race house,
but I do need us to come through a race door.” —  Marcus Walton, CEO of Grantmakers for
Effective OrganizationsKey TermsA Brief Discussion of Terminology and VocabularyIn this book,



we’re focused on the hiring experience of People of Color, women, and trans people. That’s the
phrase we’re going to use frequently. People are pretty freaked out about using the “right” words
when it comes to talking about racism and sexism. No one wants to “get it wrong.” But it also
feels like words and phrases are changing so rapidly! How is a person supposed to keep up?
Here’s the truth: words are important; words are meaningful; and words and phrases related to
culture and identity are in constant flux. Their meanings live in impermanence. Our approach
here is not to define words in the English language once and for all. Rather, we want to create
shared meaning between you and us. How we use language changes often, even from day to
day, and members of different groups, or even members of the same group, may not agree on
word choice. These are the words we use; if members of your team or potential hires express a
preference for other terms, listen to and respect their preferences.As you read, keep in mind two
key concepts of language use:While we use terms to discuss groups of people, we know that
these are not monolithic groups with identical experiences.Discrimination at the intersection of
race and gender (such as for trans Women of Color) compounds the devastating effects of
underhiring, resulting in current and historical poverty.Words + Phrases We Use in This
BookHiring Revolution uses a set of words and phrases to describe groups of people, conditions
those groups experience, and the nature in which cultural behavior influences hiring practices
and outcomes. What follows is the linguistic sandbox we developed for this distinct project. This
list is not in alphabetical order. Instead, it is grouped by related concepts. The language and
definitions we share here are both imperfect and specific: these are the words and phrases we
need access to in order to spark the Hiring Revolution.We compiled this list with gratitude to
activists, scholars, thought leaders, and revolutionaries who, throughout time, have sought to put
language to the lived experience of socially constructed realities such as race, class, and
gender. So, with enthusiasm and humility, we offer this English-language container to guide our
work together toward our individual and collective revolution!Race and gender are made up
AND real in their consequences. Sit with that a minute. It’s wild. Say it out loud if it helps you slow
down and allow this strange duality to sink in.Social identity markers such as race and gender
have been used by societies in recent centuries to define belonging to a group that shares a
sense of connectivity. Historically, it was most common to identify first with one’s own geography
(for example, Rome) or religious practices (such as Islam) as a way of making sense of who
someone was and to whom they were connected. The rise of European imperialism brought with
it a need to create social stratification defined by lightness and darkness of skin, as well as the
societal expectations of a binary differentiation between men/boys and women/girls.1When we
talk about race in the twenty-first century, we’re typically referring to a whole host of
characteristics (skin color, hair texture, facial features, and more). In a historic and modern
American context, race refers to the intentional construction of social hierarchy based on the
darkness of one’s skin. The lighter, the better. The preference for lightness over darkness is
colorism. (If you need to, set this book down for thirty seconds and shake this grossness out of
your body. You’re also welcome to give your disgust and disappointment sound. Make some



noise—it won’t hurt anybody to say a bunch of swear words in a row to get it out. Try “Damnit,
damnit, damnit, damnit, damnit!” This is part of our practice when we’ve had to listen to lies that
have taken hold and hurt ourselves and our friends. Try it!)When discussing race in the United
States, we often think about racialized categories with names including (but not limited to) Black,
Indigenous, Latinx, Asian Pacific Islander, North African/Arab/Middle Eastern, and white. A mix
of characteristics, including skin pigment, hair color, hair texture, eye shape, and shape of nose
and lips, have been used to try to jam individuals with whole histories and complex family
lineages into tidy racialized categories, thus inferring a ton about the conflation of race with a
person’s inherent value and right to dignity.This construction of race and its rank ordering of
associated characteristics rely on racism to enforce a hierarchy of human value wherein
whiteness is preferred over all other races. Racism, as defined by leaders and scholars Gita
Gulati-Partee and Maggie Potapchuk, refers to history, policy, culture, practice, and belief to
maintain a racial hierarchy. In the US context, this racial hierarchy is organized with white people
at the top. Hiring practices prefer white people and the associated behaviors of whiteness that
often get coded as “professional,” “appropriate,” and “ideal.” The Hiring Revolution requires that
we upend our workplace preferences for white people and behaviors associated with whiteness
as universally supreme.Today, it is crystal clear that zero reputable science supports the claim
that any one race is genetically (physically, intellectually, emotionally) superior to any other.2 It’s
important to recognize, as we rumble with race and racism in today’s workplaces, that centuries
of junk science have been used to “prove” the inferiority of People of Color and the superiority of
white people. From Nazis preaching dehumanizing propaganda about the superiority of a light-
skinned, light-eyed, light-haired, Christian “Master Race” to early pseudo-anthropologists
fabricating a hierarchy of three racial categories based on human skull measurements, white
supremacists have consistently and effectively peddled racist propaganda.Although the science
on race is clear, giving up a racialized hierarchy remains hard for some people because we have
been personally, institutionally, and structurally programmed to believe otherwise. We have all
ingested millions of pieces of data defining whose bodies are dangerous, whose customs are
“backward,” and who is more and less intellectually capable. We have a lot of unlearning to do, at
the deepest psychological levels, in order to reroute our neurological pathways, catch our
preferences for whiteness in action, and behave more in accordance with our values and what
we know to be true.Gender refers to the three-part combination of our sense of self (identity), the
way we outwardly express that sense of self (expression), and how we choose to or are
expected to participate in a group or community (role), all in the context of how masculinity and
femininity are defined, valued, and enforced.Gender Identity can be explained as our knowledge
of who we are in terms of gender and the words we choose to describe our own gender. Most
often we think of only two genders: woman and man. However, there is a vast multitude of ways
to refer to one’s own gender. People whose gender identity does not fit neatly inside US society’s
two gender boxes use many different terms, but collectively they are often referred to as
nonbinary people. For example, Jonathan Van Ness, from the hit TV show Queer Eye, is



nonbinary.Our insistence on only two gender identities at best limits creative personal
expression and at worst creates the conditions in which gender violence and discrimination limit
the health and success of women and nonbinary people. Additionally, the limited view of only
two genders is a particularly white framework. For millennia, different cultures recognized, and
even celebrated, a gender spectrum and variance in gender identities, including recognition of
various Indigenous communities of two-spirit people and recognition in India of a third gender
known as hijra.In the United States today, words and phrases for identity broadly fall into two
umbrella categories: transgender and cisgender.Transgender folks are people whose gender
identity does not match the biological sex (female/male) they were assigned at birth. Cisgender
refers to folks whose gender identity matches the biological sex they were assigned at
birth.Alfonso: For example, when I was born, it was proclaimed, “It’s a boy!” I was raised as a boy
and conditioned as a man, and I call myself and live as a man.The insistence that there are only
two genders limits our hiring opportunities because it demands we categorize people into two
limiting boxes with the assumption that everyone in each box is having the same lived
experience. Additionally, the US workplace has developed a set of leadership qualities and
images that presume men to be more capable, professional, and likely to possess leadership
qualities, thus resulting in increased hiring, paying, and promoting of men in the workplace.
Further, the preference is for masculine-presenting men above all other qualities and
behaviors.The revolution requires the destruction of the binary and an expansive reimagining of
the various and varied capable bodies leadership comes in. Throughout the book we’ll talk about
the disparate impact of existing hiring practices on women and nonbinary people. When we talk
about women we mean both transgender and cisgender women. We are also aware that
nonbinary people consistently experience lower rates of hiring because of their nonbinary
identity and expression.Gender Expression is primarily about our outward expressions of
femininity and masculinity. Dominant assumptions about gender expression assume each one of
us is singularly “more feminine” or “more masculine” all the time and that, given our gender
identity, we use a narrow set of ways to express ourselves. For example, at work, women and
nonbinary folks “can wear skirts, dresses, or pants,” and men “should wear pants.” Why? What
does the fabric covering our lower bodies matter? How does it limit or make it more or less
possible for a worker to do their job? In the workplace, traits we tend to describe as “ideal
leadership qualities” and “professionalism” are associated with masculine-categorized
behaviors, while we diminish leadership behaviors currently associated with the idea of
femininity.The American workplace prefers masculinity so strongly that masculine-presenting
people and men get hired, paid, and promoted more,3 and those who prefer a more feminine
expression are expected to perform masculinity to get ahead in the workplace; which sucks.The
Hiring Revolution demands we end this preference for masculinity, develop a broad set of
desired leadership qualities, and authentically value them across a spectrum of femininity and
masculinity.Gender Roles are about a group’s or society’s expectations of what is okay and not
okay for people of a certain gender to do or perform. For example, we expect men to be good at



“money stuff” in the workplace and women and nonbinary folks to be good at “managing
interpersonal disputes” (eyeroll!).Gender roles in the workplace are limiting to our workers,
teams, and businesses because they 1) are based in a false binary that there are only men and
women and those identities are supposed to be good and bad at only certain work tasks, and 2)
limit the menu of options for skills we might expect workers of various genders to build. The
Hiring Revolution expects that assumptions about gender roles will be replaced by a shared set
of expectations about what we need our next hires to be able to do, create, and learn.Preference
for Whiteness and Masculinity: Patterns of choice and decision-making assign higher value to
white people and white-coded behaviors and to men and masculine-coded behaviors, even
though work can be performed by people of any and every race and gender. As a result,
masculinity is preferred over feminine-coded behaviors, and white people and white-coded
behaviors are preferred over Black and brown bodies and behaviors.Racist and Sexist Hiring
Practices: Patterns of hiring reinforce a hierarchy of human value sustaining the false idea that
white people and men are better, more equipped, more capable, and more professional. This
results in predictable wealth disparities, both now and in the past, between People of Color and
white people and between men and women/nonbinary/trans people.We consciously and on
purpose use the word “sexist” in this book because our assessment of the US workplace
indicates that the current practices are situated inside an assumed biological binary without
great awareness of or appreciation for the expansive possibilities of gender. We also understand
sexism as a root of homophobia and transphobia (with gratitude to the generation-defining work
of Suzanne Pharr), among other problems.These racist and sexist norms create societies, and
thus workplaces, where the white and masculine is supreme, whether we personally believe it is
or not. Dominance continues to dominate (infuriating!).Gender Discrimination and Violence:
Women and trans people are targeted by people and structures in predictable ways for the
infliction of physical, mental, or emotional pain because of their gender identity and expression.
They are also underhired, underpaid, and underpromoted system wide; this is
discrimination.Race in Print: We capitalize the terms Black, Indigenous, and People of Color,
and other terms for ethnic identity, to acknowledge that active power dynamic in printed English,
while keeping white lowercase as a way to help other white allies and accomplices in divesting
themselves of the weight of an uppercase W. Too often in the United States and its colonies has
white been followed by the words power, culture, heritage, and ultimately supremacy as a means
to establish power.People of Color: When we say People of Color, we refer to our current
understanding of who is and isn’t considered and treated as white in the United States. We
capitalize the P and the C. Right now, in our awareness, People of Color as an umbrella term
includes people with Black and brown bodies who might also identify as Black, African
American, African, North African/Arab/Middle Eastern, Indigenous/Native American, Alaskan,
Hawaiian, Latino/a or Latinx, or Asian Pacific Islander.White People: When we refer to white
people, we mean folks in the US who have the experience of being perceived as, live as, and
benefit from being considered white. We lowercase white when referring to it as a race. When



referring to White Nationalists we will capitalize white. Otherwise, white is lowercase in this text
as white has not been claimed as a culture, racial identity, or experience in the same way that
being Black has. This is separate anddistinct from the complexity and richness of ethnicity and
familial and/or religious tradition.Trina: For example, I am a white person. I am ethnically
Scandinavian. I was raised Lutheran. When I need something from a hospital, bank, school, or
member of law enforcement, I receive all the rights, privileges, and assumptions of me being a
white person. In those moments it does not make a difference whether folks think I am German,
English, Australian, or Norwegian: I’m treated as a white person. Nothing about acknowledging
my white identity, and my associated white privilege, takes away from my being Norwegian,
Swedish, and Christian as well as white. The truth is, I am treated as my race far more than I am
my ethnicity.It’s a both/and.We know that who has and has not been able to claim whiteness or
white identity in the United States has been and continues to be in flux. We recognize that many
people’s families and ancestors have been considered white, and then not, off and on
throughout history. That can feel incredibly confusing, frustrating, and unsettling. Who gets
invited onto and kicked off the “white people team” is ever changing! Different geographic
origins, ethnicities, and traditions have been targets for discrimination and violence throughout
US colonial history. We recognize that many white people fled their nations of origin, or were
forced to leave, because they were being harassed, starved, or even murdered. While painful,
these horrors are distinct from the devastating projects of US race and racism. For example, we
know that Jewish, Irish, Armenian, and Italian people, among many others, have been
intermittently considered both white and not white in the US. At present, many who fall into those
categories, though not all, currently receive the benefits of whiteness the vast majority of the
time.Remember that categories may be helpful tools, but they do not fully represent the
complexity of real human lives. Individual people often fall into more than one category: Jewish
people may also be Black, white, Indigenous, or People of Color. Armenian people may have
lighter or darker skin that changes their relationship to categories involving whiteness.
Categories are not monolithic: people who fall into them are not an undifferentiated mass that
can be only one way. We must acknowledge the beautiful diversity of human experience even as
we deploy categories to understand our relationships with each other.Who is perceived or
assumed to be white or a Person of Color shifts within geographic context and in relationship to
the lightness or darkness of one’s own skin. We’re holding that complexity with you and inviting
you into the understanding that preferences for white people and whiteness are at play in every
United States workplace.Alfonso: I am a light-skinned Mexican American with a brown,
ethnically Mexican mom and a white, ethnically German dad. Depending on time of year and
how much time I’ve spent in the sun, my skin color ranges from beige to olive to a toasty brown
color. Depending on where I am in the United States and who I am with, folks make different
assumptions about if I am white or not. However, I identify as a third-generation Mexican
American, Latinx Person of Color.White Supremacy: This long-term project aims to establish
and keep white people (and white behaviors) at the top of a made-up human hierarchy for the



explicit and intentional purpose of controlling land, labor, and the economy. White supremacy is
a framework designed and executed to benefit white people over all others through the murder,
dislocation, subjugation, and exploitation of People of Color. In the Americas, it began with the
forced migration and attempted genocide of the Indigenous people who had inhabited these
lands for millennia. It continued with the stealing of African and Caribbean people for the
dehumanizing purposes of serving as chattel slaves. Throughout US history, it continued in
extracting labor, at the lowest possible wages and in terrible conditions, from immigrants, asylum
seekers, and refugees, especially those from what is now considered Mexico, Central America,
South America, Africa, Asia, and the Pacific Islands.To this day, being white confers the identity
status through which one is afforded the largest and most consistent financial and health
benefits (both personally and in the form of wealth and opportunity accumulation from one
generation to the next).The Southern Poverty Law Center, known by many as an expert source
tracking US hate groups and domestic terrorists, defines White Nationalism as a movement
based in white supremacy and white separatism. The White Nationalism movement is about
establishing a “pure and powerful white ruling race” (yuck!). White Nationalism relies on its close
cousin white supremacy for a unique distinction wherein Jewish people (many of whom
experience being perceived as white and benefiting from white skin in the US) are used as
scapegoats in an openly anti-Semitic way for what White Nationalists consider major societal ills
—in particular, the ebb and flow of the economy.Throughout Hiring Revolution we will talk about
your candidate pool “mix.” In HR this is often referred to as “diversity,” but when we talk about mix
we mean the fact of human difference. Whenever two people are together, a “diversity” of
identities is present. But not every aspect of our mix of identities has the same impact. For
example, our difference in race has a greater effect on our experience of job seeking, job having,
and equitable pay than our difference in height or hair color. We acknowledge, neutrally and
regardless of how we wish the world were, that certain differences make a difference.Key
TakeawaysLanguage is always on the move. If you feel a bit lost in a maze of new terminology,
take a moment to breathe. We hope you will refer back to this list as needed as you read, and
with practice the terms will help you communicate clearly and with precision. You don’t have to
memorize the list! Our goal is for everyone reading this book to stop dancing around identity and
injustice—and instead, speak plainly so we all know exactly what we’re talking about and
working to address.We strongly encourage rereading the key terms pages out loud, if that’s
possible for you. The act of wrapping your mouth around these words will help shift these
phrases from interesting intellectual concepts on a page to precise language that you can
regularly use in order to help you in your quest to better tell the truth about the realities of
inequity and hiring, plus what you plan to do about it.Preferences for whiteness and masculinity;
racism, sexism, and gender violence; white supremacy; and White Nationalism are embedded in
every level of every structure, system, and relationship in the United States. This is hurtful,
insidious, and at this point predictable. That’s the world we live in. It’s depressing, it’s distressing
—and it’s fixable. How do we know? Because these structures were designed. We can design a



new way. It will not be easy. But we refuse to give up by succumbing to overwhelm.
Revolutionizing the way we treat whole people and whole peoples is possible.This was not a fun
list to write. We bet it was not a picnic for you to read. Thank you for reading it anyway. These
terms and phrases are an important foundation for our deepened and growing understanding of
what we can do and how we’ll need to do it in order to transform.When we face hard truths,
when we acknowledge these painful realities together, then we can make progress toward
charting a new and better course!The Hiring Revolution alone does not upend these realities in
all aspects of life. We know that. It can, however, dismantle one stronghold of these insidious
forces: namely, who gets which jobs. The Hiring Revolution is an opportunity to level the playing
field in a historically racist, sexist, out-of-balance economy.If you’re new to some or all of these
concepts, or to saying or using these words or phrases at work, in this way, and with this level of
specificity, welcome! We’re very glad you’re here! We can choose to practice consistent truth-
telling together.1 For more background on this shift, see Nell Irvin Painter, The History of White
People (New York: W. W. Norton & Company, 2011).
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