
Screening/Interviewing Bias 

 
It can be human nature to have biases. Unfortunately, keeping biases in check during the application screening and 

interviewing stage of the selection process is of utmost importance. Hiring managers and interview panel members need 

to take precautions to ensure such biases don’t color their judgement.  

Screening/interviewing as a panel can help to alleviate bias. It is important for panel members to address potential bias 

they see/hear with other panel members. Stating facts about what the candidate did or did not share or do can often 

help a panel member with a bias overcome it.  

The following are common biases found in screening and interviewing: 

Stereotyping: Interviewers/Managers form opinions about how people of a specific gender, religion, race, 

appearance, neighborhood, etc. think, act, feel or would perform the job without evidence of 

this. Example: Assuming that a woman will want to work at a desk, rather than outside or 

assuming candidates who live more than 50 miles from the workplace will have attendance 

issues. 

First Impression Error:  Making a snap judgement and allowing first impression-whether it is positive or negative, to 

cloud the entire interview or screening process. Example: A candidate is wearing an out of the 

ordinary outfit, has tattoos, drives a very nice car, was the Valedictorian of their school, etc. 

Halo/Horn Effect: Halo effect occurs when an interviewer allows a strong point about the candidate to effect the 

entire process. Candidate may have started the interview off very well or submitted a perfect 

resume and now they can do no wrong. Errors or missing information during the interview may 

not be noticed or not as important. Horn effect occurs when one weak point is allowed to 

influence the entire process. 

Nonverbal Bias: Undue emphasis is placed on nonverbal cues, unrelated to the position. Example: style of dress, 

handshake or manner of speech. 

Contrast Effect: Strong candidates who interview after weak ones may appear more qualified than they actually 

are because of the contrast effect. 

Negative Emphasis: Rejection of a candidate based on a small amount of negative information. Research indicates 

interviewers given unfavorable information about two times the weight of favorable 

information. 

Cultural Noise: Candidates answer questions with “politically correct” answers or provides information they 

assume the interviewer wants to hear, rather than the truth. Example: candidate saying they 

have no issue reporting to a younger manager, when in fact this is not the case. It is best to use 

probing questions to get examples rather than asking closed questions. 

Similar to Me Error: Candidates are selected based on characteristics they share with the interviewer. 

 

 

 


