
While I was aware of the 

biases that exist regarding  

men showing soft emotions 

and women showing anger 

at work, I was not keenly 

aware of the subtleties of 

this to the point of judging 

facial expressions and body 

language. Of course this 

makes sense since about 

75% of communication is 

non-verbal. 

A September 2021 class 

exercise by Harvard Busi-

ness Publishing Education 

based on Michelle King’s 

work and book, The Fix: 

Overcoming the visible barri-

ers that are holding women 

back at work, was intriguing 

to me.* Additionally, sup-

porting this study was a 

2005 American Psychologi-

cal Study that demonstrated 

that men who express the 

same amount of anger  on 

their faces as women will be 

seen as less angry. Surpris-

ingly on the other hand, 

men who express the same 

amount of joy on their faces 

as women are seen as hap-

pier than women. The con-

clusion was that social 

norms have biased us in 

making this assessment and 

that this assessment puts 

women at a disadvantage 

when in leadership roles.** 

Oftentimes, the recommen-

dation for women is to be 

strong and assertive, but do 

it with a smile—which, it 

seems to me, could be in-

terpreted as being hypocriti-

cal or negating one’s self 

Fine-Tuning Your Recruiting Efforts 
A recent panel discussion at 

a SHRM Expo highlighted 

some actions that employ-

ers can take to improve 

their recruitment efforts.^ 

Additional research also 

shows that improvements 

could be made in employer 

responsiveness to appli-

cants and in recruitment 

processes to avoid the phe-

nomenon of  ‘candidate 

resentment.’  

1. The first recommenda-

tion for recruiters is to find 

where candidates are and 

go get them—such sugges-

tions include text-based 

recruiting, AI, and QR codes 

for applications. Use texts 

to schedule interviews 

rather than email. 2. Attract 

Generation Z. While there 

are 5 generations in the 

workforce now, Gen Z will 

likely soon comprise 30% of 

it. Consider conducting 

focus groups with current 

Gen Z employees and find 

out what they thought of 

your company before you 

hired them and what their 

subsequent experience has 

been. Find out what benefits 

they seek—consider tailoring 

your benefits package offer-

ings to serve a range of 

needs for all 5 generations. 

One suggestion is to incorpo-

rate coaching, another (as 

we have seen since COVID) 

includes flexibility. Also, 

consider cell-phone sti-

pends, and well-being pro-

grams. 3. Tell a compelling 

story. It could be as simple 

as shooting a video of em-

ployees speaking about why 

they love their job and why 

it’s a great place to work. 

People are looking for mean-

ing in their work lives. They 

want to feel connected to 

the workplace and to feel 

they can contribute and 

grow. 4. Reconsider compen-

HR Trends: 

• When considering the 

possibility of a 4-day 

workweek, some em-

ployers have chosen 

to give employees 

alternating Fridays off. 

It can be configured 

such that employees 

still work 80 hours in 

two weeks but every 

other week they get a 

3-day weekend. 

• Federal data shows 

that there are nearly 

as many adults in the 

US who deal with 

alcohol use disorder 

(AUD) as there are in 

the state of Texas. It’s 

not always obvious, so 

be sure your employ-

ees know about your 

EAP (if you have one). 

• Some companies are 

thinking more expan-

sively about bereave-

ment leave. This in-

cludes allowing time 

off for loss of close 

friends or other signifi-

cant relatives, loss of a 

beloved pet, miscar-

riage, and more. 

Whatever you choose 

to do, be clear about it 

in your policies. 

• According to SHRM 

about 70% of employ-

ees with autism prefer 

not to disclose to HR 

and with the right job 

match, can be highly 

productive. Sadly, 85% 

are under-employed. 

Be sure that your 

culture is open and 

welcoming of folks 

who could benefit and 

thrive with accommo-

dation. It will enrich 

everyone and could be 

a good source for 

applicants to boot! 
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You cannot reason people 

out of something they were 

not reasoned into. 

— Jonathan Swift 
sation and benefits with a 

focus on authenticity and 

transparency. 5. Support 

your hiring managers. En-

sure that they have the 

resources needed so they 

can be ambassadors for 

you. 6. Re-evaluate educa-

tion and experience crite-

ria. This may help attract 

more diverse applicants 

whose skills and abilities 

may be transferable to 

your job. Deeply consider 

what exactly the person in 

this job needs to be able to 

do. Only ask for what is 

needed for them to do it or 

to learn to do it (be sure 

you have a supervisor, 

buddy, mentor or coach 

available who can help 

them learn it). 7. Find part-

ners such as schools, non-

profits, or associations that 

will help you hire under-

represented populations. 

This takes planning, time, 

and money to effectively 

shift the demographic of 

your work population. 8. 

Tap untapped talent. Con-

sider working with correc-

tions programs to recruit 

incarcerated people who 

are soon to be released. 

Also seek veterans, military 

spouses, and folks with 

disabilities. 9. Maximize 

referrals and consider hire-

on bonuses. These can be 

paid it over time as the 

new hire continues with 

you. You can pair the pay-

out with key training ac-

complishments. 10. Build 

alumni networks and hire 

‘boomerangs.’ Stay con-

nected to the staff that 

leave. They may not only 

be a source of referrals, 

but may also return to you 

(assuming they performed 

well with you). Perhaps the 

job they left for was not 

what they hoped. 

tion. Is this really some-

thing about me that needs 

to change or is this a ver-

sion of inequality that is 

showing up based on gen-

der, race, ethnic culture, 

etc. Ensure that everyone 

has a clear picture of the 

dynamic and its impact. If it 

is indeed a form of bias, 

take the third step—take 

action. This means ongoing 

awareness/examination of 

how this bias shows up in 

your organization. Call it 

out in direct and construc-

tive ways. Let it be known 

that this is a change that 

leadership wants to make 

and that they stand firmly 

behind it. 

when making a powerful 

point. This is also contrary 

to the concepts of diversi-

ty, equity and inclusion—it 

does not embrace the 

differences that we all 

bring to work, but rather, 

asks people to change 

themselves so that they 

conform to the social 

norms.  

While the expectations are 

most often directed at 

women, the 3 steps that 

King recommends could be 

applied to almost any situa-

tion where such a barrier 

or expectation exists. The 

first step is to recognize it. 

The second step is to un-

pack the dynamic. Sit down 

with your boss or your 

team and discuss the situa-

*Harvard Business Publishing, Did My Facial Expression Just Cost 
Me a Promotion?, Beard, McGinn, King, September 29, 2021. 

Cultural Bias of Facial Expressions 

**American Psychological Association, Women’s Facial Expressions Inter-
preted as Angrier, Less Happy Than Men’s. January 2005, Vol 6, No 1 

^ SHRM, 10 Must-Haves for Successful Recruiting in 
2023, Maurer, Roy, April 17, 2023. 


