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1- Introduction

Whether at the first stage or at later stages, discrimination in hiring is a reality and it has a greater impact on those who are part of the most vulnerable social groups and who simultaneously combine several discriminating factors, further minimizing their chances of being recruited. Vulnerable groups looking for a job will often become “vulnerable workers who are often characterized by their age, ethnic status, gender and skill profiles. The consequences lead to poor job quality, low and irregular incomes and personal/family hardship” (Burgess and Conwell, 2015). 

The anonymous CV is a recent social inclusion initiative. Far from being popular on a global scale, in Europe, pilot projects implemented in recent years have convinced many countries such as France, Germany, the United-Kingdom or the Netherlands to review or implement their labor law in order to stand against discrimination (Krause et al. 2012). According to a study conducted by the United Nations in 2020, across 75 countries, more than half of men and women think that men are better political leaders. And more than 40% of them think that men perform better in positions of responsibility (United Nation, 2020).
These strong stereotypes shared by more than half of the world population are obstacles to the hiring of certain social categories who, when they are victims of discrimination in hiring, generally do not argue. 

The literature teaches us that depending on its form, the blind CV hiring method is not always effective. Despite of the advantages put forward by this technique, it also constitutes an obstacle to implementing strategies promoting diversity within the company. Human resources departments - especially recruiters – are often the sole decision makers when it comes to recruitment and selection. It remains crucial to have them being aware of their unconscious biases. A contribution and a participatory commitment from the government in this process would greatly contribute to transforming the existing laws on labor discrimination in hiring by shifting the problem from an active and a proactive dimension (Kennedy, 2014).

2- Social exclusion vs Social inclusion

The idea of Social exclusion arose in France in the 90’s and rapidly spread within the European Union where it was rapidly decided to use a more positive set of words “Social inclusion” without altering the profound meaning of its concept. In his study made for the Australian government, Pr. Vince (2009) resumes that Social inclusion does not only aimed to reducing poverty but also fosters the integration of certain groups of people into the mainstream society (Vinson, 2009).     
It is unthinkable to talk about social inclusion without first understanding what social exclusion means. Social inclusion steams from social exclusion. In a journal article, Øyen (1997) explains how the political concepts of social exclusion and social inclusion are not contradictory as they are presented to us but are actually similar. Social exclusion is a set of systemic processes that lead to different kinds of poverty. It gradually develops into something invisible as it is hidden behind, the term social exclusion which englobes several other facts (Øyen, 1997). According to the author, the term social inclusion applies only for those who are considered as being excluded (one is actually talking about the same groups and not about two different groups of people): “So first the excluded have to be identified. Then follows the question as to how much inclusion for the excluded is needed (before a certain result/state/desired place is obtained), and where the actual tolerance limits for inclusion go” (Øyen, 1997).
Silver H. (2015) asserts that “social exclusion and inclusion are context-dependent concepts and phenomena”. Her research addresses the various context of Social inclusion by explaining that the concept is globally dissimilar. In other words, it is not a universal concept. Indeed, the interpretation of Social inclusion varies in the different regions of the world, influenced by histories, cultures, social structures but also by access to resources and opportunities (Silver, 2015).
3- What does the literature tell us about anonymous CV?
A statistically robust experimental study conducted in 2009 by the Irish Equality Authority and the Economic and Social Research Institute of Dublin finds that “job applicants with Irish names are over twice as likely to be invited to an interview as candidates with identifiably non-Irish names, even though both submit equivalent CVs” (McGinnity et al., 2009). Anonymous application job procedures - also known as “blind” recruitment methods - are more and more promoted as a way to action employment discrimination. The plan gets support from theory and experimental evidences however nothing is known about its real-life effects (Åslund et al., 2012). Åslund and Nordström Skans (2012) analyze a Swedish experiment conducted between 2004 and 2006, based on a difference-in-differences approach and found that anonymous job applications increase the chances of an interview call for both women and applicants of non-Western origins when compared to ordinary applications. 
In France, the risks of discrimination during the hiring process are particularly high: the French CVs received by recruiters contain a lot of information concerning personal characteristics of candidates (Amadieu et al., 2019). French recruiters make little use, during their selection process, of impersonal and objective skills measurement techniques (intelligence, personality, integrity or professional tests). After sorting CVs, they mainly use interviews as a selection technique and it is nearly impossible to prevent multiple biases during these interviews, from harming the assessment of skills logically leading to discrimination (Amadieu et al., 2019). France is unique in the world in terms of the number of grounds and criteria for discrimination listed by the legislator. We count at minimum 25 criteria and the fact of having introduced physical appearance in this list in 2001 can only expose French employers to frequent discrimination on this criterion since the photos are present on CVs (for managers in particular) and that face-to-face interviews are the norm (Amadieu et al., 2019). It is difficult to measure the exact influence of the evaluation in the decision of the government not to generalize the anonymous CV, insofar as many influential actors were hostile to at the first place, but it can be proven that anonymization attenuates gender discrimination (Behaghel, 2012). 
In his study led in Germany, Rinne (2018) concludes that anonymous job applications have their limits. They are not a universal remedy to stand against any form of discrimination as they tend to target one stage in the recruitment process and may have the potential to eliminate discrimination at that stage (Rinne, 2018). However, there are many other situations where prejudice towards minority job seekers is present that are not affected by blind job applications (Rinne, 2018). The literature concludes that positive discrimination reinforces stereotypes and that the training and awareness of recruiters to stereotypes are also of disputed effectiveness in combating these phenomena (Amadieu et al., 2019). On the other hand, the anonymous CV, which removes access to personal information, appears to be an effective solution. The automatic processing of applications and the use of algorithms also improve the objective assessment of aptitudes and skills, but these different tools are still very little used by companies (Amadieu et al., 2019).
In the results of their findings, Krause et al. (2012) show that “standardized application forms which are completed by the applicants appear as the most effective and efficient way to make applications anonymous”. Results also show that “with anonymous job applications, all applicant groups have the expected equal chances to receive an interview invitation in nearly all recruitment processes” (Krause et al., 2012). 
Finally, in his survey Kennedy (2014) has shown that when implicit bias is incorporated in the decision-making there is the disposition for hiring teams to make the wrong decision. Legislation in this field is not having as much of a preventative force as foreseen and therefore the onus lies on companies themselves, government agencies and demeaned candidates to raise awareness about discrimination arising on a day to day basis (Kennedy, 2014). 
4- The inclusion of the excluded

4.1. The most exposed to CV-based discrimination

Employment seem to remain an important passage to social inclusion. On a global scale, - without focusing on one country in particular- we observe that victims of discrimination based on their CV are not the same in every corner of the world. But overall, the same groups tend to be subject to the same stigma. When reading a CV, a lot of information unrelated to the skills of the candidate will play on the unconscious bias of the recruiter. Instead of focusing on skills and competences only, subjective details take over and influence the decision of the recruiter while going through a curriculum. Candidates therefore find themselves automatically excluded on the basis of non-objective criteria. Here are the categories of people considered to be the most affected by a form of discrimination solely based on CV applications (this list is presented in no particular order):

Gender (women) 
Despite the social, financial and professional independence that they gradually acquired from the 1970s, women continue to be discriminated against in hiring simply because of their gender: "women continue to have relatively lower earnings and are significantly less likely to hold executive positions in firms" (Samek, 2015). Conversely, men can be discriminated against when they work in a largely female professional field (nursing for instance).

Older people
A person's age can be a discriminatory factor. Senior and elderly people are more exposed to long-term unemployment, especially from the age of 55. An American research tells us that “employment transition rates are relatively low for older job searchers: only half of older searchers successfully attain jobs” (Maestas et al., 2006).

Immigrants
Whether they are economic immigrants or refugees, finding a job in their new host country is a real challenge for the vast majority of them. When they do eventually find a job, they experience underemployment and often in a niche that only employs immigrants, which affects their mobility and social inclusion (Tilbury et al., 2007).

Single parents
A study made in 2017 over twenty-four countries, finds that single-parents employment rate is pretty high, 80% in total (either full-time or part-time jobs). However, they represent the households the most at risk to face poverty and one of the reasons for that is due to gendered inequality and precarious employment conditions faced by them (Nieuwenhuis et al., 2018).

People with a non-national name/surname
An experimental study conducted in Switzerland and focused only on male applicants found that people from non-EU countries face extreme discrimination which handicaps their access to employment even when they have the same linguistic, education, and vocational qualifications as their Swiss peers (Fibbi et al., 2006). The same study tells us that Swiss employers have the tendency to consider applicants of foreign origins only when national candidates are not available (Fibbi et al., 2006).

Young people 
A survey carried out by Sargeant (2013) shows that employers generally think that youth lack of leadership qualities, work ethic or loyalty to their employer. According to them, you people also have less motivation, creativity, innovation and soft skills (Sargeant, 2013).

People with a visible handicap 
Persons with a disability tend to mention it on their CV. An experiment conducted in Norway in 2021 documents negative effects of disability (people in a wheelchair) on callbacks from employers across various occupations (Bjørnshagen et al., 2021).

People with a lower education vs the grade inflation
In sectors such as law or higher education, the higher the degree is, the more are the chances to catch recruiters’ interest. On the other end, empirical findings based on Western Germany’s data, result in an exclusion of the job market of the less well educated and the ‘stigma by selection’ (Solga, 2002).

People living in certain areas
Indicating on a CV where one lives or where one did study can be a strong factor of discrimination. According to a study conducted by the French Government in 2016, 13% of women and 17% of men are discriminated against at the first stage of the hiring process based solely on their place of residence (Le Défenseur des Droits, 2016).

People who have had a life changing experience
Once released from prison, reintegrating into society, especially into the workforce is a challenge for many ex-prisoners. A 2003 American study shows that not only their employment rate is very low but so are their earnings (Holzer et al., 2003).

People who look different (non-white people, people with tattoos, visible piercings, colored-hair, overweight, wearing sign of religious belongings…) 
Studies reveal that “good-looking people” are more likely to find the job they want and are generally well-paid (Deng et al., 2020). However, when a photo appears on a CV, it increases the recruiter's implicit biases and puts many applicants at a disadvantage.

4.2. Intersectionality 

It is important to note the intersectional aspects raised by discriminations based on the non-anonymous CV which are rarely isolated facts but rather combined with other criteria making the job search for many, even more unfair. Thus, a female candidate will be discriminated against because she is a woman, a single mother and has black skin. A male candidate will be discriminated against because he lives in an unsafe neighborhood, has a low level of education and has a non-national surname.

4.3. Government’s policies: one step forward, one step back

Choosing to give the « blind CV” a try is showing a genuine willingness from governments to understand and recognize implicit bias in the hiring process. Globally, countries (especially those geared towards immigration) feel concerned, but nothing is concretely being done to solve the problem. 

In Canada, a pilot project carried out in 2018 by the Government within a department of public service revealed that the use of the blind CV technique did not discriminate much more against visible minorities but paradoxically, did discriminate against people who do not belong to minorities (Government of Canada, 2018). The country has therefore opted for raising awareness of the anonymous curriculum, without imposing it.

In 2019, the Korean National Assembly implemented regulations to forbid certain hiring practices including the prohibition of employers from requesting personal information from candidates (ex: applicant’s physical appearance, home address…)  that is unrelated to the well-fond requirements of the job or the applicant’s level. Ironically, employers are still allowed to continue asking for a photograph to be attached to the job application, which deeply interrogates the legitimacy of this law (Yulchon LLC, 2019).

In France, any employee, any candidate for a job, for an internship or for a period of training in a company is protected by law against discrimination in hiring and at work (art. L.1132-1). Seemingly, according to a study by Ifop in 2015, 85% of job seekers believed that discrimination in hiring is frequent and among them, 43% had subsequently abandoned their job search (Ifop, 2015).

Despite the good intentions, many governments seem to hover the law framing the fight against discrimination in hiring resulting in them not being very effective. Moreover, it is often difficult for candidates to prove the true nature of the discrimination. Recruiters generally do not reveal the real reason for their refusal, the victims of this social exclusion do not necessarily have the means to ask for help (some do not even know the possibility of making a claim).

4.4 The pros and cons of the “blind” CV
Several researches throughout Europe have come to the conclusion that the non-anonymous CV increase the potential of bias from employers, especially at the very first stage of the job application process: “Results show that with anonymous job applications, all applicant groups have the expected equal chances to receive an interview invitation in nearly all recruitment processes, as long as standardized application forms are completed by the candidates” (Krause et al., 2012). 
Conversely, the adoption of the anonymous CV could be a counter-productive measure for candidates as well as for companies. Here are the three main reasons supporting this reasoning: it does not eliminate possible discrimination at later stages of recruitment, it does not allow context-specific information (below-average labor market experience, disadvantaged neighborhood, migration background, family situation…) which may be interpreted differently if information about the identity of the candidate is not available. Finally, it prevents creative individuals from exposing their productive credentials due to standardized application forms being imposed at the first stage of the recruitment (Krause et al., 2012).
The other question that we should ask ourselves and which plays against the anonymous CV, is how to assess the dynamic of diversity within an organization at that initial phase if access to the necessary data is made impossible (because deleted / not communicated at the time of the initial selection process CV)?
5- Feeling of rejection reduces social inclusion

Remaining unemployed for too long, seeing your CV systematically rejected and not being able to find a job that matches your skills or aspirations can lead to depression, loss of motivation, health problems or desire to commit suicide. Feeling of rejection can also develop unusual behaviors such as aggressiveness or idleness. This progressive marginalization goes hand in hand with financial precariousness, a characteristic that we find in many of these people who are unable to find a job despite their diplomas, their experience and their desire to work. Many unemployed people should benefit from cognitive restructuring of their negative thoughts and get assistance to help increasing their resilience (Leahy, 2009).

In the findings of their research carried out in Spain in 2019 a group of researchers (Gómez-Torres et al., 2019) conclude that minority groups who are marginalized and disadvantaged have a tendency of using informal job-search schemes and have restricted access to quality jobs, which place them at a higher risk of poverty and social exclusion. They also discussed the fact that employers are not necessarily willing to invest time and money to commit to diversity for jobs requiring basic skills or little experience (Gómez-Torres et al., 2019). This vicious spiral further these groups from social inclusion.

Devastating effects on the professional and personal lives of people discriminated against in their attempts to access employment indicates a loss of confidence in the government and in the ability of public policies to tackle this situation.

6- Policies being implemented

In order to address issues related to Diversity, Equity and Inclusion, organizations are slowly moving into matching the diversity constraints by using quotas or a positive discrimination approach. This is a first step to take forward discrimination issues but when it comes to the blind CV, it is definitely not enough. 

As mentioned earlier in this paper, without investment by companies in a complete digitalization of their recruitment system at the stage of submitting candidates' application (Krause et al., 2012), it is arduous to dissociate a sensible hiring decision from a bias one. In the UK, the Civil Service department is an example to be followed. Indeed, when applying for Civil service jobs, people are asked to enter information from their CV onto the online system simply by copying and pasting the relevant parts of their CV into their application.

Finally, unconscious bias training is effective when designed intentionally to achieve long-term and narrow outcomes while “motivating employees to engage in new behaviors that complement and accelerate more structural efforts” (Emerson, 2017). By changing people’s behavior and tracking their progress, individuals gradually increase their awareness while being taught how to manage their bias. 
7- Conclusion

The anonymous CV initiative is part of the Diversity, Equity and Inclusion (DEI) global Agenda. It is led by many countries around the world which are in favor of an anti-discriminatory hiring law, thus avoiding any questioning of their real engagement. The effectiveness of the anonymous CV is mainly based on a fully digitalized recruitment process for the information subject to discrimination not simply being "hidden" but correctly filtered so that decision-making can escape unconscious bias as much as possible.

Despite strict laws, many people still feel discriminated against at the first stage of the hiring: after having sent their curriculum. There are indeed few means in place to verify that DEI is at the heart of the recruitment process for companies, especially for small businesses. In multinationals and in state organizations, quotas imposed on hiring are factors contributing to the social inclusion of certain groups. Studies have also shown that the anonymous CV can be prejudicial because it tends to penalize candidates who no longer have the tools to promote themselves (in any other ways) and to put themselves forward. The neutrality of the blind CV in this sense turns out to be in turn, discriminatory. 

[bookmark: _GoBack]Many governments have shown their concerns by passing laws in favor of social inclusion in the labor market, but more should be done to tackle social exclusion. The debate is still timid and superficial, without real commitment.

Talent acquisition specialists are the key people in charge of the recruitment process who should primarily benefit from unconscious bias training. However, these trainings face reluctance. First of all, most people do not necessarily know what it is about. Secondly, these trainings are not yet widely spread (although in the USA way more than in Europe). Thirdly, they are known for being costly. In order to encourage compliance with these laws so that they play their role in strengthening social inclusion, more communication around unconscious biases must be made targeting organizations. For instance, making it compulsory to all companies of at least 10 employees to undertake a training of this type once a year while allowing them to obtain a financial contribution from the State (for example: reimbursement of one third of the total training cost) would be a significant first step in the right direction. Governments would thus move from a passive attitude to an active position on the matter. This outstretched hand would greatly help businesses to become quickly aware of the importance of standing together against employment discrimination.
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