
 
 
 
 

Blind Interview Process Guide 
This quick introductory guide is designed to provide you with some specific steps to implementing a 

blind interview process with an equity lens, ensuring fair and unbiased evaluations while promoting 

diversity, inclusion, and equity. The action steps outlined here should be tailored and aligned with 

your organizational values.  
 

Section 1: Establishing the Process 
Define the Objective: 

 Clearly state the objective of implementing a blind interview process with an equity lens, focusing 

on eliminating systemic biases and promoting equal opportunities for all candidates. 
 

 
Review Job Requirements through an Equity Lens: 

 Assess the essential qualifications, skills, and experience needed for the position with a focus on 

equity and inclusion. 

 Remove any unnecessary criteria that could perpetuate systemic biases or exclusion. Some 

examples of these are: 
 

Specific Educational 

Institutions 

Requiring candidates to have graduated from prestigious or 

well-known educational institutions may favor candidates from 

privileged backgrounds, as access to such institutions can be 

limited by socioeconomic factors. 

Lengthy Work 

Experience 

Requiring candidates to have graduated from prestigious or 

well-known educational institutions may favor candidates from 

privileged backgrounds, as access to such institutions can be 

limited by socioeconomic factors. 

Language 

Requirements 

Demanding fluency in languages not directly related to the 

job's essential functions may unintentionally exclude 

candidates from diverse linguistic backgrounds, leading to a 

homogenous workforce. 

Physical Attributes Specifying physical attributes that are not directly related to 

job performance, such as height or weight, may perpetuate 

biases and create barriers for candidates who don't conform to 

traditional societal beauty standards. 

Unnecessary 

Certifications 

Mandating certifications or licenses that are not directly 

relevant to the role may disadvantage talented individuals who 

have acquired equivalent skills through non-traditional paths 

or experiential learning. 
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Exclusive Industry 

Experience 

Requesting candidates to have experience exclusively from a 

specific industry may overlook transferable skills and diverse 

perspectives that could be valuable assets in the new role. 

Full-Time Availability Insisting on full-time availability may exclude individuals who 

possess the necessary skills but require part-time or flexible 

work arrangements due to personal commitments or 

disabilities. 

Age or Generation 

Bias 

Including language that suggests a preference for candidates 

from a specific age group or generation may perpetuate age-

based biases and limit the diversity of perspectives within the 

organization. 

Gender-Specific 

Language 

Using gendered language in job descriptions may discourage 

candidates who do not identify with the specified gender, 

reinforcing gender stereotypes and biases. 

Cultural Fit Using "cultural fit" as a requirement without clear criteria may 

lead to unconscious bias, as it could prioritize candidates who 

share similar backgrounds or personalities with the existing 

team. 

 

 

 
Develop Inclusive Evaluation Criteria: 

 Create an evaluation rubric that incorporates both technical skills and inclusive competencies 

necessary for the role. 

 Include criteria that foster diversity, such as cultural competence, collaboration, and adaptability. 

 

 

Section 2: Blind (Anonymous) Applications 
 

Modify Application Forms: 
 Eliminate fields that may reveal personal information, such as names, gender, age, race, or 

photographs. 

 Include questions that encourage candidates to showcase their experiences and perspectives 

related to diversity and equity. 
 

Redact Resumes to be shared with interview panelists: 
 Remove personal details (name, address, etc.) and any other information that may lead to bias. 

 Focus on the candidate's qualifications, skills, experiences, and efforts related to diversity, 

equity, and inclusion. 
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Section 3: Structuring the Interview Process 

 
Create Job-related and Equity-Focused Interview Questions: 

 Develop a set of questions that assess both technical skills and the candidate's approach to 

diversity, equity, and inclusion. 

 Ask your hiring managers and other staff to provide questions that they find useful to assess the 

qualifications of the job. 
 

Conduct Skill-Based Assessments: 
 Incorporate practical exercises or simulations that evaluate the candidate's abilities while 

considering diversity, equity, and inclusion. For example, role-playing, case studies. 

 Ensure these assessments align with the job requirements and promote equitable evaluation. 
 

Provide examples of questions that should be avoided: 
 In an interview, questions that are not allowed by law are those that could potentially lead to 

discrimination based on protected characteristics. These questions are prohibited to ensure fair 

and equal opportunities for all candidates. Remember to focus on job-related qualifications, 

skills, and experience during the interview to ensure compliance with anti-discrimination laws 

and promote an equitable hiring process. 
 
 
 
 
 
 

Section 4: Selection and Decision-Making 
 

Establish an Interview and Evaluation Panel: 
 Include diverse members from different levels and departments of your organization, ensuring 

representation of different backgrounds and perspectives. 

 Provide implicit bias training to the panel members to minimize the influence of unconscious 

biases. 
 

Blind Candidate Presentation: 
 Present candidates' qualifications, skills, and assessment results without revealing their 

identities. 

 Highlight candidates' efforts and experiences in advancing diversity, equity, and inclusion. 
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Section 5: Training and Implementation 
 

Provide Training: 
 Train interviewers, evaluators, and decision-makers on the blind interview process. 

 Educate them about implicit biases, systemic inequities, and the importance of promoting 

diversity, equity, and inclusion. 
 

Test, Refine, and Embed Equity: 
 Pilot the blind interview process, gathering feedback from interviewers, candidates, and 

evaluators. 

 Continuously refine and improve the process to ensure an equitable and inclusive experience for 

all applicants. 

 
Monitor and Evaluate Outcomes: 

 Regularly monitor the effectiveness of the blind interview process. 
 
 
 
 

Remember, this guide is a starting point for implementing a blind interview process with an equity 

lens. Tailor it to your organization's specific needs and adapt it as you gain experience and learn 

from the outcomes. 

 

By adopting a blind interview process that focuses solely on qualifications and skills while 

incorporating an equity lens, your organization is taking significant strides toward a fair and inclusive 

hiring process that values diversity and promotes equal opportunities for all candidates. 
 


