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Hiring decisions are some of the most important decisions an organization makes. Think about the average
tenure at your organization. Is it 5 years? This could be a 5-, 6- or 7-year decision you’re making! You want to
make the best decision possible, and one that is free from biases that are unrelated to the work.

Unintended biases run rampant during a recruitment unless they are identified ahead of time and defeated
when they arise.

COMMON BIASES IN HIRING

Confirmation Bias  Hiring decisions are often made during the first two minutes of an interview, and they
are based not on the candidate’s responses to your questions, but on your first impressions, i.e. your biases.
After collecting first impressions, most interviewers spend the rest of the interview collecting data that
confirm them, rather than refute them.

Like Me Bias This bias occurs when the candidate has characteristics that are the same as those of the
interviewer and cause the interviewer to rate them higher and overlook negative data. Common Like Me
biases are based on matches in demographics, education history, work history, demeanor, style of dress, and
manner of speaking.

“I totally vibed with her.” Or “I’m not sure he is a fit here.”
Prestige Organization Bias  Falling in love with a candidate who have already done the same job at another
organization, especially one we admire. We often overlook candidates for whom our open role would be a
step up in their career. Often these are exceptional candidates who would not consider a lateral transfer—
they are talented and looking for an increase in responsibility.

“Well, they are coming from [organization we admire], they must be good.”

Stereotyping Forming an opinion about how a person of a given gender, race, age or other characteristic
would think or act on the job.

“I’m not sure that she is going to have the stamina for this role [referring to a candidate who is older].”

First Impression Bias Making snap judgement about someone in the first few seconds of an interview --
positive and negative -- which then clouds the entire interview.

“My heart just sank when | saw that they were overdressed for the interview. I’'m not sure they would
be a fit here.”

Negative Emphasis This bias involves rejection of a candidate based on a small amount of negative
information. Interviewers give unfavorable information roughly twice the weight of favorable information.

“Her answers on the phone screen question were good, but | can’t get over that there were two typos
on her resume.”



Halo Effect  This occurs when an interviewer allows one strong point about the candidate to overshadow
other evidence. When the halo effect is present, everything the applicant says during the interview is seenin a
favorable light.

“This person is an excellent writer. | very much enjoyed his cover letter. We should interview him for
sure.”

Contrast Effect Stronger candidates who interview after weaker ones may appear more qualified than
they are because of the contrast between the two.

Education Bias Often, hiring teams have a bias for those with more education, even when a degree is not
required to be successful in the role. Before you require (or even preference) a certain amount of education,
ask yourself if you are using education as a proxy for capability. Education is a poor proxy for capability.

Making Inferences from Little Data An interviewer can fabricate a full story about a person—before
meeting them—from their resume and cover letter. This storytelling says more about the teller than it does
about the candidate. We suggest that those who are reviewing resumes spend only two minutes on each
resume. Two minutes is long enough to ascertain if the candidate has the experience and attributes listed in
the job posting, but not long enough to make up stories.

Overqualified Bias  While reviewing resumes, it is common for readers to assume that a person is
overqualified. This often happens when applicants do not directly address why they want the job in their cover
letters. There can be many reasons why someone who seems overqualified could be well suited for a role. The
candidate’s motivation for the role should be explored in the phone screen. We would do well not to label any
candidate as overqualified.

“I'have no idea why this person would want this job. They are overqualified and would not stay more
than a year or two.” Or “They are overqualified. We could never afford them.”

Exclusion Tendency Because of the perceived pressure of having too many applicants to review, hiring
teams have the tendency to look for bits of data by which to exclude candidates from consideration, thus
narrowing the pool and making their work easier. Quite the opposite is required of hiring teams. Hiring teams
should find reasons to include, not exclude, candidates. When in doubt about marking a candidate Maybe or
Yes, tend towards Yes.

Want more on bias? Let us lead a workshop for you and your crew.
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