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Our mission is to build an 
employer movement to close the 
Opportunity Divide



Our PSA campaign shifted employer perceptions

A multi-year, multimedia campaign with the AdCouncil to shift perceptions of Opportunity Youth from liabilities 
to economic assets.
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$100 million+

Inquiries from 

employers on 

GOL.org

In donated media

1000+

2016 PRINT AND MEDIA 2019 PRINT AND MEDIA

Grads of Life Voice 

thought leadership 

platform on Forbes.com

25 million+ 

visits and more 

than 200 

different guest 

contributors

https://www.youtube.com/watch?v=9WDE_PmbQbI&ab_channel=MultiVu
https://www.youtube.com/watch?v=VlLmeULVkno&ab_channel=GradsofLife


The inclusive employment movement is growing
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August 18, 2021



GOL codified an evidence-based framework with Bain & Company that 
guides employer action
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Grads of Life partnered with Bain & Co. to evaluated more than 300 talent and DEI practices against the 

evidence base to identify those that drive outcomes.

Strategy, 

Governance & 

Accountability

Equitable Talent 

Journey

Family-sustaining 

Wages & Benefits
Inclusive Culture

External 

Engagement

Inside the ‘four walls’
Outside

the ‘four walls’

Setting goals, allocating 

resources, and installing 

accountability 

mechanism to support 

DEI strategy

Installing systems and 

processes to ensure a 

company’s direct and 

indirect impact on 

external stakeholders is 

aligned with the 

company’s DEI strategy

Ensuring all employees 

have access to a living 

wage and the 

supplemental benefits 

that enable diverse 

talent in particular to 

thrive in their careers

Building systems that 

reduce barriers and bias 

in the hiring and 

advancement of diverse 

talent so that all 

employees can reach 

their full potential

Fostering a culture of 

belonging, support and 

trust ensuring that all 

employees, especially 

diverse talent, feels a 

strong sense of 

inclusion and 

connection to the 

company



Example Practices: 
Equitable Talent Journey: Taking a skills-first approach to sourcing 
and hiring
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 Eliminate degree requirements and other credentials that are not necessary for 

the job 

 Revise job descriptions to focus on competencies and skills required for the 

position

 Remove candidate names and other identifiers from application materials before 

review to minimize bias

 Conduct standard, skills-based interviews with consistent rubrics and questions 

for every candidate



Dismissed by Degrees, published in partnership with Harvard Business School and Accenture, demonstrated the 

negative business and social impact of requiring a 4-year college degree.

The social impact and business benefits of recredentialling
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Requiring a 4-year degree 

automatically excludes 75% of 

Black/African American adults and 

more than 80% of Hispanic/Latinex

adults. 

For many companies, reexamining 

degree requirements is an important 

step in achieving diversity goals. 



Example Practices: 
Inclusive Culture: Enabling all employees to take ownership of DE&I
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 Provide regular training for new and existing managers on effective people 

management that focuses on equity, inclusion and anti-racism

 Ensure there are processes to consistently listen and learn from 

diverse/underrepresented employee groups

 Ensure executive leaders consistently solicit feedback on personal DE&I 

behaviors

 Establish and actively support Employee Resource Groups

 Create space for employees to express their authentic selves and allow for 

learning/celebration of unique employee cultures



The frontline manager is a career gatekeeper

Supporting diverse talent requires alignment across the organization—and, as the people most directly involved in a 

young person’s experience on the job, frontline managers have a particularly significant role to play in 

ensuring their success.

Cultural 

competency

Leadership 

Communication

The habits of highly effective managers

Training for frontline managers on key topics 

enable them to successfully manage and support 

diverse talent.

Topics include:

• Giving effective feedback

• Managing “difficult” conversations

• Checking unconscious biases



Grads of Life works with companies in multiple ways 

ADVISORY & 

DESIGN

Co-create inclusive, 

business-driven 

hiring, retention, 

and advancement 

strategies.

• Design and build inclusive 

pipelines and programs based 

on business and market needs

• Identify opportunities to reduce 

degree inflation and hire and 

promote middle skill talent

TRAINING & 

WORKSHOPS

Provide company-

specific workshops 

and training for 

frontline managers 

through C-Suite.

• Tailored webinars and training 

offerings on each of the 

principles and inclusive practices

• Off-the-shelf offerings for front-

line managers

DATA & 

INSIGHTS

Support companies to 

evaluate inclusive 

practices and equity 

employment 

opportunities.

• Proprietary analysis on human 

capital practices compared to 

Opportunity Employment 

Principles and Practices

• Analysis of middle skill workforce 

opportunities and degree inflation 

• Independent research and 

insights on inclusive practices

• Custom thought leadership based 

on company findings, learnings, 

and successes

THOUGHT 

LEADERSHIP

Amplify company 

successes through 

broad-reach 

research and 

content platforms.



Take Action: Our 2-Part Diagnostic Process

1

Research-based diagnostic to 

evaluate areas of strength and 

opportunity for supporting 

Opportunity Talent. 

1. Opportunity Identifier
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Focus on high-need and/or high-

volume roles to identify where to 

start taking action on select 

practices. 

2. Occupation Review

Understand strengths and growth areas 

across inclusive practices 

Compare employee perceptions of 

inclusive practices

Prioritize efforts against impact and 

evidence base

Prioritize roles and markets to test new 

inclusive hiring practices

Jumpstart re-credentialing and skills-first 

hiring

Understand internal connections across 

roles to create pathways 


