
Considerations for Fostering an Equitable Hiring
Process
Avoiding bias in hiring involves implementing strategies and practices at every stage of the recruitment process

to ensure fairness and equal opportunities for all candidates. Here are some possible ways to help avoid bias in

hiring.

Job Description

● Clearly define the job requirements, responsibilities, and qualifications needed.

● Use gender-neutral language and avoid terms that may imply a preference for a specific gender, age, or

ethnicity.

● Ensure job descriptions are free from biased language and clearly define the qualifications and

responsibilities necessary for the role.

Training for Hiring Teams

● Provide training to hiring team members on unconscious bias awareness.

● Equip them with strategies to recognize and mitigate bias throughout the hiring process.

● Provide training to resume reviewers on recognizing and mitigating unconscious biases.

● Raise awareness about common biases in resume evaluation, such as affinity bias or stereotyping.

Sourcing and Outreach

● Utilize diverse sourcing channels to attract a broad range of candidates.

● Partner with organizations and platforms that specialize in reaching underrepresented groups in the

workforce.

● Avoid using language that could be interpreted as biased or exclusionary.

Review Panels

● Form review panels comprising individuals from diverse backgrounds and perspectives.

● Encourage collaboration to ensure a comprehensive and fair assessment of each resume.

Resume Reading

● Analyze the position description to create scoring categories for a reading score sheet.

● Consult your division head about priorities for this position and ensure that these priorities are

included in the score sheet.

● Use a reading score sheet to grade candidates equitably and in a standardized way.

● Ensure that at least two readers consider each resume.

● Grade candidates based on a regular scoring system (1 point for the presence of each factor identified).

● Consider implementing blind recruitment techniques such as removing personally identifiable

information (e.g., name, gender, age) from resumes during the initial screening process.



Structured Evaluation Rubric

● Develop a standardized evaluation rubric to objectively assess resumes.

● Break down criteria such as education, work experience, skills, and achievements to provide a

consistent framework for assessment.

● Establish a consistent process for reviewing resumes, including the order of evaluation and the use of

scoring or rating systems.

● Ensure all reviewers follow the same process to maintain fairness and consistency.

Interview Questions

● Decide as a group which interview questions should be asked.

● Develop standardized interview questions based on job-related competencies and skills.

● Create a list of factors that must be included in a candidate’s answer.

Structured Interviews

● Train interviewers to ask questions consistently and objectively, avoiding biases related to gender, race,

or other personal characteristics.

● Consider using panel interviews with diverse interviewers to mitigate individual biases.

Interview Evaluation

● Create an interview evaluation form based on identified factors that must be included in answers to

interview questions.

○ You can use a score sheet.

○ You can also use a written form.

● Each member of the interview team should fill out this form after the interview.

● Take your own notes separately.

Skills and Experience

● Prioritize evaluating candidates throughout the hiring process based on their relevant skills,

experience, and accomplishments.

● Disregard irrelevant personal information or factors that could introduce bias.

Skill-Based Assessments

● Incorporate job-related skills assessments or practical exercises to evaluate candidates' abilities

objectively.

● Ensure assessments are relevant to the role and administered consistently to all candidates.

● Determine skills or factors that you need to see in a demonstration that are aligned with the factors

and priorities identified above.

● Create a demo evaluation form that can be scored after the assessment.

Feedback and Transparency

● Provide constructive feedback to candidates throughout the hiring process.

● Maintain transparency about the selection criteria and decision-making process to ensure candidates

understand the rationale behind hiring decisions.



Reference Checks

● Use structured reference check questions that focus on job performance and qualifications.

● Avoid seeking subjective opinions or engaging in discussions unrelated to the candidate's suitability for

the role.

Continuous Evaluation and Improvement

● Regularly review and update hiring practices to incorporate best practices and new insights into bias

mitigation.

● Foster a culture of diversity and inclusion within the organization, where all employees are valued and

respected.

Auxiliary Program Leadership Search
Build Capacity For Your Investment

SPARC provides comprehensive leadership search services exclusively for auxiliary leadership roles. Whether a
school is creating a new role, redefining an existing position, or replacing an outgoing director, we will enable
you to attract, evaluate, and identify your next auxiliary program leader.

Given the complex combination of skills required to be successful in an auxiliary position, SPARC is an essential
partner in expanding your applicant pool with experienced talent while also assessing the relevant skills and
experience of candidates throughout your hiring process.

https://www.sparcnational.com/leadership-search
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