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 Case Study IBM: Diversity Recruitment 
Strategy- Interrupting Bias in Talent Attraction 
 
Mitchell Services applies global diversity & inclusion strategy experience to intentionally disrupt 
the subtle and not so subtle business processes that perpetuate gender inequity- targeting 
structural, cultural, interpersonal and personal barriers in the workplace. 
Australian male-dominated industries face a skills shortage (1).  Organisations have long 
struggled to attract women to consider and apply for jobs in male-dominated industries.  
Australian industries can ill-afford to sideline a large percentage of qualified candidates.  Social 
dominance theory suggests that structural barriers reinforce and perpetuate gender inequality 
in the workplace (2). Organisations are gendered; reflecting our gendered societies (3).  
Recruitment practices are inherently bias (3) unless intentionally interrupted.   
 
At IBM, Mitchell Services developed the Growth Markets & Global Diversity Recruitment 
strategy with a focus on bias interrupters. The strategy was launched at IBM’s Global Diversity 
Summit in NY. Bias interrupters were created by setting measurable targets for hiring females 
with a ‘50/50 if not why not’ mindset for hiring graduates.  All stakeholders in the business were 
accountable to achieving the targets. Focus groups and interviews were held to develop 
targeted advertisement campaigns using diverse images; ensuring the employee value 
proposition centres on inclusive values; liaising with schools and university career fairs; 
participating in key industry events, diversity fairs; targeted referral campaigns; and targeted 
highly visible sponsorship of diversity awards.  Research shows that when there is minimal 
representation of women in applicant pools, specifically less than 25%, there is a strong 
tendency to unfavourably evaluate them (4).  Recruiters and agencies were accountable for 
providing qualified female candidates for roles through agreed measures.  Data analysis 
enabled IBM to develop ROI measures at each stage of the hiring process.   

 Client Testimonial  
“Leith’s passion was always clear but her ability to influence, analyse and problem solve were 
the skills that made her successful in not only raising awareness but creating programs with real 
impact”. 
IBM Australia & New Zealand Recruitment Leader 
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Mitchell Services offers: 
• Organisational review to define bias in recruitment practices 
• Agree on bias interrupters strategy 
• Execute & measure ROI 
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