
 
 

 
Tips for Reducing Bias in Interviews 

 
 

Which Biases to Watch Out For 
 
The most common biases that show up in the hiring process are: 

 
• Affinity bias is the tendency to prefer individuals who appear similar to ourselves. 

People who make me feel “comfortable.” People who are “like me.” Same college, 
or a part of sorority or fraternity, like you.  

 
• Confirmation bias which is the tendency to seek information that confirms pre-

existing beliefs and ignore information that does not conform to expectations. 
 
• Halo & Horns Effect, “.. is a cognitive bias that causes you to allow one trait, 

either good (halo) or bad (horn), to overshadow other traits, behaviors, actions, or 
beliefs.” (Kennon, 2011) 

 
 
Tools You Can Implement  
 
Implement a collaborative hiring process 
 
Diversity attracts diversity. Don’t have just one person responsible for hiring, make the 
hiring process as unbiased as possible by including as many different people, with 
differing backgrounds and differing worldviews as you can. This way, a broad spectrum 
of people will have an input on each candidate, and everyone will be looking for 
something different, allowing the hiring to be a collaborative process, not based on one 
person’s decision. Have everyone individually note down their thoughts during 
interviews and submit these, or discuss them openly as a group during the selection 
process. 
 
- https://harver.com/blog/reduce-hiring-bias/ 
 
 
Ask: “Where is, or could, bias show up in this decision?” 
 
One team I work with had hiring managers who would often flippantly say phrases like: 
“We should hire this person. I could easily see myself having beers with them after  

https://harver.com/blog/reduce-hiring-bias/


 
 

 
work.” Or “This candidate is qualified, but really isn’t a cultural fit.” These comments, 
laden with unconscious bias, would go unchecked. When the leadership team, which was 
entirely male and white, asked for my help in creating guidelines to reduce bias in the 
hiring processes, I suggested they start candidate debrief meetings by asking, “Where 
could unconscious bias show up in our decisions today?” This intervention, along with 
other process changes, led the team to hire two women leaders. By explicitly 
acknowledging that we all have unconscious biases and creating a space to call them out, 
there’s an opportunity to hold ourselves and each other accountable. 
 
- https://hbr.org/2019/06/how-to-reduce-personal-bias-when-hiring 

 
 
Use a “flip it to test” approach 
 
In 2017, Fortune 500 executive Kristen Pressner gave a brave TEDx talk, where she 
admitted to harboring gender bias against women leaders, despite identifying as a 
woman herself. Pressner developed a technique to disrupt bias — ask yourself, if you 
were to swap out the candidate from an underrepresented background with one of your 
more typical hires, would you have the same reaction? For example, if a woman of color 
candidate speaks passionately, and you’re less inclined to hire her because you think of 
her as “angry,” would you use the same word if a white man spoke the same way? 
“Flip it to test it” is a relatively easy way to call out bias as it happens. In a recent hiring 
decision that I was part of, a highly qualified woman of color was approached to apply 
formally for a role she was already informally performing the duties for. Since the 
organization was already familiar with her work and performance, the hiring manager 
saw no harm in having her skip the early parts of the hiring process. But some colleagues 
expressed concern about “bending the rules” for her. During the discussion, I flipped the 
concern by asking two questions: Would we have the same reservations if we were 
circumventing the traditional hiring process for a white person? In the past, when all the 
candidates we were considering where white men, did we focus extensively on the 
fairness of the hiring process? In both cases, the hiring committee unanimously 
answered: no. We were able to recognize our bias and eventually made an offer to the 
candidate. 
 
- https://hbr.org/2019/06/how-to-reduce-personal-bias-when-hiring 

 
 
Consider likeability (if it matters to you) 
 
It's natural to gravitate toward people with whom you instantly gel. "One study 
found that impressions made in the first 10 seconds of an interview could impact the  
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interview's outcome," Gino notes. "Another suggested that employers hire people that 
they like the most on a personal level." But this bias toward "natural chemistry or 
common interests" is another one to watch out for. Bohnet describes likeability as 
perhaps "the most challenging question of the hiring process." Ask yourself, "Does it 
matter whether you like the person you hire? And how important is it to you?" If you do 
care about it, Bohnet recommends rating candidates as you would on their other skills 
during the interview. "By giving likeability a score, you're making it more controllable." 
 
- https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/7-

practical-ways-to-reduce-bias-in-your-hiring-process.aspx 
 
 
Hold a kickoff meeting with hiring managers 
 
One of the most important steps in a structured hiring process is making sure that 
hiring managers and recruiters are on the same page. You want to understand what 
you’re looking for so you evaluate every candidate on the same criteria. Before you 
open a role, hold a kickoff meeting with hiring managers to help them define exactly 
which skills and characteristics are essential for someone to succeed. This will help you 
design the rest of the interview process accordingly. Keep in mind that great candidates 
may be overlooked if hiring managers arbitrarily choose the most important criteria only 
after meeting candidates. 
 
- https://blog.teamable.com/8-ways-optimize-interview-process-reduce-bias 
 
 
Take Good Notes 
 
Human memory is notoriously unreliable. So, rather than relying on your recall abilities 
and opening yourself up to unintentional biases, try to take brief notes as candidates 
respond to questions. Ideally, write down as much of the interviewee’s exact response 
as possible without your own interpretations. Then immediately post-interview, jot 
down your thoughts on the interviewee before you get too scattered and you’re forced 
to trust your own unpredictable memory. 
 
- https://www.themuse.com/advice/5-keys-to-hiring-the-best-candidatenot-the-one-

your-brain-wants-to-trick-you-into-picking 
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Think about diversity/inclusivity goals. 
 
If you want to reduce hiring bias and increase diversity among your workforce, how will 
you know if you’ve reached your target, if you don’t set goals? 
 
So before you start hiring, define what you want to achieve. For example: 
 

•  more ethnic minorities 
•  more candidates from schools that aren’t in the Ivy League 
•  more women 
•  older candidates 
•  younger candidates 
•  all of the above? 

 
- https://harver.com/blog/reduce-hiring-bias/ 
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