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Agenda & Goals

• What do we mean by 
“antiracist” and “anti-biased”?

• Racism and bias in recruitment 
practices

• Racism and bias in interviewing 
& hiring practices

• Wrap-Up
• Questions

Define antiracism and 
anti-bias

 Identify potential for 
racism and bias in 
recruitment practices

 Identify potential for 
racism and bias in 
interviewing & hiring 
practices



Being Antiracist is About…
…fighting against racism
• Individual: Personal “beliefs, attitudes, and actions… that support or 

perpetuate racism in conscious and unconscious ways”

• Interpersonal: Racism that “occurs between individuals” and seen as 
“public expressions of racism…”

• Institutional: Organizational racism that includes “discriminatory 
treatments, unfair policies, or biased practices based on race that result in 
inequitable outcomes…and extend considerably beyond prejudice.”

• Structural: “…overarching system of racial bias across institutions and 
society.”

(National Museum of African American History & Culture, n.d.)



Being Anti-Biased is About…

• Making sure everyone is assessed in the same manner and using 
the same criteria.

• Not allowing personal or stereotypical views dictate how we 
view or assess someone.

• Reflecting on the biases we may have and how they can impact 
how we assess and treat others.
– Biases can be both implicit and explicit.

(Turner Consulting Group, n.d.) 



Implicit/Explicit Bias

Implicit Bias
• When our views about people are 

unconsciously impacted by 
attitudes or stereotypes 
(Perception Institute, n.d.) 

• Even if your intentions are to be 
fair, implicit bias means you could 
unintentionally be biased in your 
actions (Handelsman & Sakraney, 
2015).

Explicit Bias
• When we are aware of our 

attitudes or prejudices about 
different types of people. 

– What most people think of 
when they hear the word bias.

– Can be negative or positive

• So can implicit bias! 



Where Racism 
& Bias May 
Appear in the 
Recruitment & 
Hiring Process

Recruitment & 
Hiring 

Processes

Job 
Description

/Job Ad

Job Posting 
Sites

Application 
Review

Job 
Interviews

Candidate 
Selection

Job Offer



The Trouble with Recruitment

“Explicit discrimination” 
(like that seen in the 
LinkedIn ad) is rarely seen 
in US job ads, but has been 
found in China, Mexico, and 
India (Arceo-Gomez & 
Campos-Vazquez, 2019)

Sorto, 2019



Breaking Down the Job Ad

• What are you saying?
Explicit

• What are you not saying? 
Implicit

• What do you not realize you 
might be saying? 
Interpretation
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The Bare Minimum?
We are committed to Equal Employment Opportunities, and will 
not discriminate against any candidate because of race, color, 

religion, national origin, age, genre, disability, veteran status, or 
sexual orientation. (John Keister & Associates, n.d.)

• Only including the “standard” equal opportunity employment may be 
indicative of a lack of effort to acknowledge, understand, or combat racism 
and bias within the organization (Henry, 2015)



A Deeper Look: Liberty University



A Deeper Look: Nebraska, Omaha



A Deeper Look: NC State



Where/How You Recruit
• Where are your job ads 

posted?
– Open Job Lists
– Chronicle of Higher Ed
– Listservs?

• Where you should also post
– Ethnic caucuses of ALA
– State organizations’ special 

interest groups
– Program alumni listservs
– Spectrum

(ACRL Screening and Appointment of Academic Librarians Task 
Force, 2017; Fine & Handelsman, 2012)

(ALA Spectrum Scholarship Program, n.d.)



What Does Your Online Presence Say About You?

• More than Holidays and 
Heroes?

• Mission, Vision, Values, 
Goals, & Strategic 
Directions?

• Official statements in 
light of current events?

This Photo by Unknown Author is licensed under CC BY-NC-ND



WHEN THE APPLICATIONS & CANDIDATES COME IN

Evaluating Your Hiring Practices



Unconscious Bias Manifested
Affinity (“like me”) bias: responding more positively to those similar to us.

Confirmation bias: tendency to notice evidence that supports our beliefs and 
ignore evidence that is contradictory.

“The problem is that if we only hire, promote, train, mentor, or 
value those who are “like us,” we become organizations made up of 

clones rather than organizations made up of employees with 
innovative ideas, a cutting-edge approach to problem solving, and 

with the gift of resourcefulness.” (Perez, 2019, p. 47)



Racism and Bias in Application Review
• Applicants’ names
• Professional affiliations
• Presentation/publication 

topics
• Language skills
• Degree-granting institutions
• Preferred pronouns
• Graduation dates

(Derous & Ryan, 2019; Maurer, 2018)

(Schwantes, 2019)



Antiracist/Anti-Biased Candidate Evaluation
• What do you mean by “fit”? (Elrick, 

2016)
– All decisions need concrete support
– No “just because”; Ask for details on 

decisions.

• Evaluate what they say, not how they 
say it (Cocchiara et al., 2016).

• Be aware of committee make-up
– Who is making the decisions? 

• Consider using rubrics (Flaherty, 2020)



Potential Solutions?
• Reduce number of “required” qualifications (Maurer, 2018)

• Designate one committee member to serve as an antiracist 
and/or antibias reviewer (ACRL Screening and Appointment of 
Academic Librarians Task Force, 2017)

• Use anonymized screening (Maurer, 2018)

• Appoint an external reviewer of final candidates and overall pool



Anti-Biased Interviews
• Ask all candidates the same set of questions in the same order.

– “Score” responses right away (Bohnet, 2016)

• Avoid asking “biased” interview questions
– Some biased questions are also illegal to ask.

• Provide all candidates the opportunity to meet with diverse 
employees if available (Fine & Handelsman, 2012).

• Beware of dining faux pas (Fine & Handelsman, 2012).



Wrap-Up
• Review job postings and your online presence

– Hidden messages?
– More than the bare minimum?

• Expand where you post your jobs and how you recruit

• Review selection and interview practices
– Implicit bias awareness

• Project Implicit (https://implicit.harvard.edu/implicit/takeatest.html) 
– Internal checks and balances



QUESTIONS?
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