
 

 

Inclusive Recruitment Practices 

Addressing Bias and Unconscious Bias in Recruitment 

This document is designed as a reference point for companies wanting to address 
unconscious bias in the recruitment process. Unconscious bias is defined as the 
automatic, implicit attitudes or stereotypes that influence our understanding, 
actions, and decisions in an unconscious manner, often without our awareness. 
These biases can shape perceptions and behaviours towards individuals or groups 
based on characteristics such as race, gender, age, ethnicity, neurodiversity or 
other factors, leading to unintentional discrimination or unfair treatment. 

Why is it important to address unconscious bias? 

There are some key reasons and benefits to addressing bias in the workplace and 
particularly in the recruitment process. These include:  

• Promote Diversity and Inclusion: Unconscious bias can lead to homogeneity 
within the workforce, resulting in a lack of diversity. By addressing 
unconscious bias, companies can create a more inclusive environment 
where individuals from various backgrounds feel welcomed and valued. 

• Enhancing Decision-Making: Unconscious bias can cloud judgement and 
lead to hiring decisions that are based on irrelevant factors such as race, 
gender, or ethnicity rather than qualifications and skills. By mitigating bias, 
companies can make more objective hiring decisions, ultimately leading to 
better-performing teams. 

• Widening the Talent Pool: A reputation for fair and unbiased recruitment 
practices can attract a wider pool of candidates, including those from 
underrepresented groups. This can help companies tap into a broader range 
of talent and ultimately strengthen their workforce. 

• Improving Employee Morale and Engagement: When employees perceive 
that the recruitment process is fair and unbiased, it fosters trust in the 
organisation. This, in turn, leads to higher levels of job satisfaction, 
engagement, and productivity. 



 

 

• Reducing Legal Risks: Unconscious bias in recruitment can lead to 
discriminatory practices, which may result in legal challenges and damage 
to a company's reputation. By addressing bias proactively, companies can 
minimise legal risks and ensure compliance with anti-discrimination laws. 

How can companies address unconscious bias? 

There are a range of ways in which companies can modify recruitment processes 
to mitigate unconscious bias. These include: 

• Providing Unconscious Bias Training: Training programs that raise 
awareness about unconscious bias can help hiring managers and staff 
involved in recruitment recognise and mitigate bias in their decision-making 
processes. These programs might include interactive workshops, online 
courses, or resources provided to educate employees about bias. 

• Diversifying the Recruitment Team: Ensuring that recruitment teams are 
themselves diverse can help mitigate unconscious bias by bringing different 
perspectives to the hiring process. Additionally, diverse recruitment teams 
are more likely to recognise and challenge biased assumptions. 

• Using Blind Recruitment Techniques: Blind recruitment involves removing 
identifying information such as name, gender, and age from resumes and 
applications to minimise the influence of unconscious bias. This can be done 
manually or through technology platforms that anonymise applicant data.  

• Setting Diversity Goals: Companies can set specific goals or targets for 
diversity and inclusion in their recruitment efforts. This can help hold 
recruiters and hiring managers accountable for creating more diverse 
candidate pools and making inclusive hiring decisions. 

• Language and Communication: Communication and language that is bias-
free is a must in job postings, candidate screening, and selection processes. 
External D&I consultants, HR consultants or AI tools can be drawn on to 
analyse language in job descriptions for bias, remove identifying 
information from resumes, and provide data-driven insights to recruiters. 



 

 

 
• Evaluating and Refining Recruitment Processes: Regularly reviewing 

recruitment processes and outcomes to identify patterns of bias and areas 
for improvement is essential. This can involve analysing recruitment data, 
gathering feedback from candidates, and hiring managers, and making 
adjustments to minimise bias. 

 

 

 

 

 


