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Report reveals human flaws in recruitment practices persist despite awareness 
Although managers are more aware than ever of the potential for biases to creep into recruitment practices, a new CIPD study has revealed that processes are not being improved to eliminate these pitfalls.
The report, A Head for Hiring: the Behavioural Science of Recruitment, found that hiring managers often employ people who have similar hobbies, mannerisms and dress sense as themselves – despite these characteristics having little impact on performance.
“There’s a real temptation to see yourself as this slightly maverick talent spotter – like one of The X Factor judges,” says Jonny Gifford, research advisor at the CIPD. “It’s so easy in an interview – where there is a clear power differential between you and the candidate – to pontificate, and think ‘yes, I know how to bring future talent into my team’.”
In reality, it’s almost impossible for an interviewer to make a clear, unbiased judgement on a candidate’s suitability for a job during the interview itself. “Very often, when you meet someone for a short amount of time, you can get the judgement completely wrong,” says Gifford.
Interviews should be regarded as data-gathering exercises rather than decision points, says the report. Using a set list of questions that are pertinent to the job enables the same traits to be assessed in all candidates, and then reviewed objectively afterwards – ideally with the help of a senior manager who was not present at the interview itself.
“The more data-driven we can be, the better,” says Gifford. “And you need to know exactly what you need from the candidate. For example, if professional looks and behaviour are important for the role, assess them: don’t let them unconsciously affect your decision.”
Managers also need to be careful that hiring for ‘fit’ doesn’t result in employing people who are too similar to each other, and themselves. “The idea of team fit is valid, but often it’s used as a get-out clause for hiring another ‘mini-me’,” says Gifford.
“You want an organisation that has diversity of thinking and attitude. And there may be some aspects of the way your team currently works that you’re not happy with. If you recruit the same type of person time and time again, that situation will never improve.”
Earlier this year, the Social Mobility and Child Poverty Commission criticised recruiters after its research revealed that 70 per cent of jobs for elite law, accountancy and financial services firms went to former students of selective state or fee-paying schools in 2014.
And a recent report by Business in the Community (BITC) found unconscious bias from recruiters was hampering the job prospects of men from black, Asian and minority ethnic backgrounds.
The solution, says Gifford, is the application of rigorous practices that aren’t trumped further down the line by a single person’s impression of a candidate. “Many line managers are muddling their way through, using approaches based on what seems sensible rather than sophisticated tools,” he says. “We have to be more systematic.”
 Read the A Head for Hiring report at bit.ly/CIPDhire
[bookmark: _GoBack]
