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Setting goals allows employers to track their progress and determine if efforts to 
attract more diverse candidate pools are working. Employers should define what 
diversity means in their workplace by noting which racial identities, ethnicities, 
ages, genders, sexual orientations, and other factors are underrepresented. 
Goals and metrics for measuring progress along each step of the candidate 
pipeline should mirror the organization’s vision, values, and DEI commitments. 

Setting Hiring Goals

Unconscious bias isn’t limited to interviews and resume reviews. Define the 
entire process from job definition to hiring to encourage candidates from any 
group to apply and be considered equally based on required skills and 
experience. A deliberate approach followed uniformly will widen the net and 
reduce barriers to hiring for candidates from underrepresented groups.  Consider 
the organizations’ willingness to accommodate special needs.

Analyzing Each Step of the Hiring Process

Many words in the English language are gendered, and subtle word choices can 
have a strong impact on the application pool. MIT created the Gender Decoder, a 
free tool that checks whether a job description contains gender-coded 
language. As you write the job description ask yourself, “What does this person 
need to do over the next 6-12 months to be considered an outstanding 
performer?” Job descriptions should also separate required skills and experience 
from desired skills and experience. 

Approving Job Descriptions

Consider how you are advertising open positions, where you are posting jobs, 
whether current employees are asked to help recruit, and whether the 
application process is accessible to people with disabilities. Also, encourage 
recruiters to proactively look for candidates and reach out to them to see if they 
are interested in your open positions.

Sourcing Candidates

Research shows that bias in the hiring process can shape a company’s culture and norms. 
Left unchecked, the hiring process – from candidate sourcing to final interview – can 
undermine an organization’s goals to improve the diversity of its teams. There are two 
types of hiring bias: structural and cultural. Employers can remedy structural biases with 
a thoughtfully designed and consistently applied process, and cultural biases with 
unconscious bias training. The following best practices can help address bias in hiring.

Unconscious Bias: Best Practices for Hiring
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Reviewing resumes without identifying factors like name, age, or race helps 
recruiters focus on the candidate’s specific skills and talents. Many applicant 
tracking systems (ATS) offer the ability to anonymize resumes and 
applications. ATS software generally costs between $60 and $100 per month 
per user.

Blinding Resumes

Most people are aware of their own overt biases but are not aware of their 
covert biases. The Harvard Implicit Association Test (IAT) is a free tool to 
better understand the biases that can distort objective evaluation and 
treatment of others based on race, gender, religion, culture, and other 
factors. It is a best practice to require recruiters to attend unconscious bias 
training annually as they have a major role in candidate pool composition.

Ensuring Recruiters Understand How Bias Works

Tests that mimic the kinds of tasks a candidate would be expected to perform 
are one of the best indicators of future job performance. A skills test ensure 
employers are judging the quality of a candidate’s work rather than 
unconsciously judging them based on appearance or personality. Many of 
these tests are available free of charge on LinkedIn. 

Requiring Work Skills Tests

Standardizing the screening calls and interview process helps employers 
focus on factors that have a direct impact on performance. Every candidate 
should be given the opportunity to answer the same set of questions and they 
should be scored on their response according to a predetermined scale.

Standardizing Screening Interviews

Once a candidate advances beyond an initial screen, use a team with gender, 
racial, or other elements of diversity to interview candidates. This ensures 
that potential biases are minimized and that the candidates experience some 
level of diverse representation at your company. 

Requiring Diverse Interview Teams

•Recruiting Metrics: What HR Needs to be Tracking
•Six Steps to Debiasing Job Descriptions
•50 Ways to Fight Bias
•Use the 30% Solution to Turn Jobs into Careers 

Additional resources

https://acrobat.adobe.com/link/review?uri=urn:aaid:scds:US:814c39ee-57be-3669-a62d-40f5b39420f0
https://acrobat.adobe.com/link/review?uri=urn:aaid:scds:US:814c39ee-57be-3669-a62d-40f5b39420f0
https://acrobat.adobe.com/link/review?uri=urn:aaid:scds:US:55e928ec-519b-38f6-a70c-032b3d53195a
https://leanin.org/50-ways-to-fight-gender-bias
https://www.louadlergroup.com/use-the-30-solution-to-turn-jobs-into-careers/
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