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Today’s Agenda

• I n t r o to Lab Par t i c ipan ts

• Purpose and Objec t i ves

• Our  Approach

• I n  Scope vs .  Ou t  of  Scope

• Del iverables

• Lessons  Learned

• Next  Steps
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Lab Participants

Meagan M. Tener (she/her)
Director, Team Member Resources

Corna Kokosing Construction

Britt Schmidt (she/her)
Chief Legal Talent & Inclusion Officer

Vorys, Sater, Seymour and Pease LLP

Tara Plazarin (she/her)
VP, Global Talent

Greif

Jordan Keiser (she/her)
Diversity, Equity & Inclusion Programs 

Manager

Quantum Health

Sathu Alagappan (she/her)
Director DEI & Engagement

Safelite Group

Billy Cardamon (he/him)
Executive Director, Sr. HR Business 

Advisor & Co-Chair of Columbus 

Market DEI Council

JPMorgan Chase

Marques Highland (he/him)
Director – Strategic Institutional 

Relationships

Diamond Hill
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DEI Lab Purpose and Objectives

• Operat ional i zin g inequal i t y in Car eer  

Mobi l i t y t h rough  the Recru i tmen t  of  B lack  and 

minor i t y talen t

o Gap: Black residents with a four-year degree are nearly 

40% less likely than white residents with a four-year 

degree to have a job that pays $30 per hour or more.

• To help DEI  and talen t  acqu is i t ion  leaders  

work  together  to (1 )  iden t i f y over looked and 

un tapped sou rces  of  B lack  and m inor i t y ta len t  

and (2 )  bu i ld par tnersh ips  w i th  those en t i t ies  

as  a group.
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Process Map
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White Board Work
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White Board Work
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In Scope vs. Out of Scope

• I N  S C O P E :  Na r r o we d  fo c u s  

t o  f i r s t  f o u r  s t e p s  i n  F u l l  

C y c l e  R e c r u i t i n g  Pr o c e s s  

( c o mb i n i n g  s t e p s  3  &  4 )

• O U T  O F  S C O P E :  

F o u n d a t i o n a l  e l e me n t s  

( e . g . ,  Tr a i n i n g ,  C u l t u r e  

d e f i n i t i o n ,  e t c . ) In-Scope
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Deliverables
Goal

• Deliver a toolkit that integrates DEI 

best practices into the full cycle 

recruiting process

• Provide guidance for all levels of

DEI maturity

• Includes guidance and tools to 

advance DEI agenda
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DEI Recruiting Toolkit

Areas  of  f ocus :  PREPARING

1. Align to DEI Goals

2. Skills Based Hiring

3. Growth Opportunities

4. Rethink Traditional Role 

Expectations

5. Inclusive Hiring Practices
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DEI Recruiting Toolkit

Page 14
Page 21
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Sourcing Survey
1 . I d e n t i f y  C u r r e n t  I n t e r n a l  &  E xt e r n a l S o u r c e s  fo r  

B l a c k a n d  M i n o r i t y  Ta l e n t

2 . G e n e r a t e  I d e a s  a n d  S h a r e  R e s o u r c e s  A mo n g  

M e mb e r s

3 . I d e n t i f y  G a p s  i n  C u r r e n t  S o u r c i n g  Pr a c t i c e s  a n d  

E va l u a t e  E f fe c t i ve n e s s  o f  C u r r e n t  S o u r c i n g  

Pr a c t i c e s

4 . E n h a n c e  E xi s t i n g  S o u r c i n g  Pr a c t i c e s  fo r  B l a c k  

a n d  M i n o r i t y  Ta l e n t

5 . B u i l d  Ne w Pa r t n e r s h i p s  t o  E xp a n d  S o u r c i n g  fo r  
B l a c k a n d  M i n o r i t y  Ta l e n t

DEI Recruitment
Sourcing Survey:
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Internal Diverse Talent Sourcing Efforts
• Internships*

• ERGs*

• Employee Referral Programs

• Leadership Development Programs

External Diverse Talent Sourcing Efforts
• Job Boards & Career Fairs*

• HBCUs*

• Sponsorships

• Association Memberships

Summary of Survey Responses
Most common diverse talent sourcing strategies 
(80% or more of the respondents)

*90%+ response rate
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Internal Diverse Talent Sourcing Efforts
• Fellowships*

• Networking with Prior Applicants*

• Scholarships

• Alumni Network

External Diverse Talent Sourcing Efforts
• Vocational & Technical Schools*

• Support of Civic/Charitable Efforts

• Technology Platforms

• Community Development Programs

Summary of Survey Responses
Least common diverse talent sourcing strategies 
(50% or fewer of the respondents)

*20% or fewer response rate
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DEI Recruiting Toolkit

Area of  f ocus :  Inc l us i ve  

Inte r vi ewi ng

1 . Overview

2 . Train ing

3 . Sample Ques t ions

4 . Dos /Don ' t

5 . Addi t ional  Resources
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Inclusive Interviewing 

Page 8 Page 26
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Inclusive Interviewing 

Page 28
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Lessons Learned

• How deep the work  real l y goes…

• Di f f erences  in  matu r i t y levels  adds  complexi t y

• The rec ru i tmen t  process  involves  many s takeholders ;  

each  has  a DEI  respons ibi l i t y w i th in  each  s tep of the 

process

• Cont inued t rain ing,  r ef resh ing and updat ing 

one's knowledge is  c r i t i cal  – i t ' s  the f oundat ion

• Teamwork  makes  the dream work !
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Pause & Refresh
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Next Steps

• Cons ider  ou t  of  scope i tems – f u tu re labs?

• Complete Sourc ing Survey i f  you  have not  

done so!

• W hat ’s  the one th ing you ’ l l  t ake away f rom 

t h is?

• Implemen t  one ac t ion  – and share i t  w i th  us !

Complete the 

DEI Recruitment
Sourcing Survey:
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Contact

Robbie Banks, CTA (she/her)

Program Director, Diversity, Equity and Inclusion

Columbus Partnership
rb@columbuspartnership.com

columbuspartnership.com 21


