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Best Practices for Search Committee Members for Inclusive Hiring 

Thank you for your willingness to serve on this search committee. Your efforts will positively contribute to 

our continued work to attract, hire, and retain a diverse workforce. Thank you again.  

Reflecting on personal biases 

Each one of us has a lifetime of experience and personal history that shapes the way we see the world 

and make decisions. These experiences have an impact on the way we evaluate candidates for positions. 

Furthermore, our history and experiences also contribute to unconscious (implicit) bias. Unconscious 

biases are social stereotypes about certain groups of people that individuals form outside their own 

conscious awareness. Everyone holds unconscious beliefs about various social and identity groups, and 

these biases stem from one’s tendency to organize social worlds by categorizing. One way to mitigate the 

impact of unconscious bias is to reflect on personal biases shortly before making decisions, such as 

evaluating candidates to decide who to interview, or selecting an interviewed candidate for hire. 

Committee members are asked to personally reflect on the following questions throughout the 

hiring process.  

1. What kind of bias have I experienced myself? How has that affected me? 

2. What part of my own agenda is being served by this hiring decision? 

3. Does this candidate or their situation remind me of someone else? Is that association applicable 

to this situation? Is that association affecting my decision-making? 

4. What strategies and tactics can I put in place to engage fully and consciously, putting my biases 

and filters aside?  

5. Review additional resources (below) 

Search Committee Best Practices 

• Strive to increase the representation of women and people of color in the applicant pool to 

promote equitable and inclusive hiring.  

• Use the same set of questions for every candidate (it’s okay to ask clarifying questions) to ensure 

consistency and equity.  

• Learn about and discuss research on biases, including best practices on how to recognize and 

minimize bias.  

• Develop and prioritize evaluation criteria prior to assessing candidates, their skills, and their 

background; apply evaluation criteria consistently.  

• Spend enough time evaluating and discussing each candidate.  

• Evaluate each candidate’s entire application and strive to assess their collective experiences and 

skills.  

• Be able to defend every decision for eliminating or advancing a candidate.  

• Periodically evaluate your judgements, determine whether qualified women and people of color 

are included in your pool.  
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Additional Resources: 

• Rising above cognitive errors: 

http://www.ccas.net/files/ADVANCE/Moody%20Rising%20above%20Cognitive%20Errors%20List

.pdf 

• UW-Madison: Reviewing Applicants Pamphlet: https://wiseli.wisc.edu/wp-

content/uploads/sites/662/2018/10/BiasBrochure_3rdEd.pdf 

• UCSF Med School: Unconscious Bias https://diversity.ucsf.edu/resources/unconscious-bias  

• Harvard Project Implicit (bias assessment tool): https://implicit.harvard.edu/implicit/takeatest.html  

• Whistling Vivaldi: How Stereotypes Affect Us and What We Can Do by Claude M. Steele 

http://www.ccas.net/files/ADVANCE/Moody%20Rising%20above%20Cognitive%20Errors%20List.pdf
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https://wiseli.wisc.edu/wp-content/uploads/sites/662/2018/10/BiasBrochure_3rdEd.pdf
https://wiseli.wisc.edu/wp-content/uploads/sites/662/2018/10/BiasBrochure_3rdEd.pdf
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https://bookshop.org/books/whistling-vivaldi-how-stereotypes-affect-us-and-what-we-can-do/9780393339727

