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Welcome 

Welcome to Principles of Equitable Recruitment, an online 
resource for our employment partners involved in the hiring 
process. 

 

To start, please view the following video on 

YouTube:  That Little Voice. 

 
To have a strong, sustainable, and successful future, the 

University of Guelph encourages organizations and companies 
to recruit and hire individuals who will help students in our 

https://www.youtube.com/watch?v=Ll56imVATLk


co-op and career partnership reach their full potential. The 
University of Guelph believes that a company’s full potential 
can only be realized when they have a workforce that reflects 
the rich diversity of our communities. 

Building a diverse and equitable workforce is essential to 
an organization’s success. That’s because our constantly 
changing, and increasingly diverse environment puts complex 
demands on employers and companies to be competitive and 
more innovative, while developing and building an engaged 
workforce. 

We know that Equity, Diversity and Inclusion is directly 
connected to an organization’s ability to succeed, to reach 
more innovative endpoints, and cultivate a better working 
environment. Therefore, it is vital that we understand the 
barriers and biases that prevent us from reaching the diversity 
we know we need to build a successful future. Applying an 
equity and inclusion lens to recruitment and selection allows 
us to identify those biases and barriers, address them, and 
ensure that the candidates you recruit and select are 
representative of the world around us. 

Introduction 

In this online resource, we will discuss the context for equity, 
diversity, and inclusion; examine unconscious bias and how 
it manifests; and provide a series of suggested steps and best 
practices that every hiring committee can undertake to bring 
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an equity and inclusion lens to the recruitment and selection 
process. Each route will be examined in detail, along with 
strategies to minimize bias at every step of the process. 

This online resource explores the following steps in 
detail: 

• Plan your Recruitment Process: Create a diverse 
hiring committee and ensure that every member of the 
hiring committee completes (or has completed) this 
training resource. 

• Reflect on Individual and Group Biases: Identify 
and examine, individual unconscious biases within the 
staff hiring process. 

• Assess the Diversity Climate: Assess the diversity 
climate in your department and ensure you have a 
complete picture of your diversity gaps before posting 
your position. 

• Construct the Job Posting: Construct the position 
description and review for biased or coded language. 

• Construct the Hiring Rubric and Embed EDI 
Criteria in your Recruitment Process: Before 
reviewing resumes/CVs, construct a hiring rubric, 
discuss what an “ideal” candidate would look like on 
every hiring metric, and use that hiring rubric to both 
review and evaluate candidates after interviews. Include 
tools that enable you to assess the EDI competencies of 
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your candidates. If there is no hiring team, collect 
feedback from members within the company to ensure 
you are honouring EDI hiring best practices. 

• Post the Job Ad: Post the position on job boards 
targeting candidates from equity-deserving 
(underrepresented) groups and engage in targeted 
networking to ensure a diverse shortlist. 

• Review Applications: Use your hiring rubric to 
evaluate your applications to reach a shortlist. 

• Conduct Interviews: Conduct interviews with an 
equity lens and ask EDI-related questions of your 
candidates. 

• Engage in Final Selection Process 

 

Learning Objectives 

By the end of this online resource, you should be able 

to: 
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1. Contextualize the goals of employment equity 

within your company and the hiring process; 

2. Define unconscious bias, how it manifests in 

individuals, and how it manifests within the 

hiring process; 

3. Identify strategies to minimize unconscious 

bias from impacting decision-making and 

interpersonal interactions within the search 

committee; and 

4. Apply an equity, diversity, and inclusion lens to 

the hiring process, in a methodical, deliberate 

step-by-step fashion. 
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THE CONTEXT FOR EDI 
IN STAFF RECRUITMENT 

Key Concepts and Context 

Overview of Key Concepts 

Before we discuss the steps in the recruitment and selection 
process, let’s discuss the context for equitable hiring. This next 
section will: 

• Provide a picture of the diversity landscape across 
Canada; 

• Emphasize why an equity and inclusion lens is 
important in the recruitment and selection process; and 

• Dispel myths about equity and inclusion in the 



recruitment and selection process. 

The Context for EDI in Recruitment 

What percentage of individuals in Canada do you think 
identify as women? 

• 50.4 percent of the population identifies as female in 
Canada. 

Racialized? 

• More than a quarter (27%) of young Canadians aged 
15–34 self-identified as a member of a diverse racial/
ethnic group in 2016, slightly more than double the 
share (13%) in 1996. The median age of people of colour 
in 2016 was 33.9, compared to the overall population’s 
median age of 40.7. 

Indigenous? 

• More than 1.67 million people in Canada (4.9% of the 
population of Canada) self-identified as an Indigenous 
person on Canada’s 2016 Census of Population. 

As a person with a disability? 
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• According to the 2017 Canadian Survey on Disability, 
more than 6 million Canadians aged 15 and over (22% of 
the population) identify as having a disability, and it is 
expected actual numbers are likely higher. 

As a member of the LGBTQ2IA+ community? 

• According to CCHS data from 2015 to 2018, an 
estimated 900,000 Canadians were lesbian, gay, or 
bisexual, representing 3.3% of the population aged 15 
and older. Within this group, a slightly larger proportion 
identified as bisexual than lesbian or gay (1.8% versus 
1.5%). 

What percentage of senior company leaders in Canada 
do you think identify as members of equity-deserving 
groups? 

New study finds less than 1 per cent of Canadian corporate 
leaders are Black (The Star) 

• 50% of distributing corporations have at least one 
woman on the board of directors. 16% have at least one 
member of a visible minority, 1.7% have at least one 
Indigenous person, and 1.7% have at least one person 
with disabilities. 

• Women hold 17% of board seats, members of visible 
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minorities hold 4%, and persons with disabilities and 
Indigenous persons hold 0.3% each. 

• Women hold 25% of all senior management positions, 
members of visible minorities hold 9%, persons with 
disabilities hold 0.6%, and Indigenous persons hold 
0.2%. 

• 14% of distributing corporations have set targets for the 
representation of women on their boards, and 1% have 
set targets for at least one of the other designated groups 

• 32% of distributing corporations have adopted written 
policies relating to the identification and nomination of 
women on their boards, and 26% of have adopted similar 
policies relating to Indigenous peoples, members of 
visible minorities and persons with disabilities. 

What does the diversity of your own department look 
like? What diversity gaps do you identify? 

 
Source: Canada, C. (2021, May 14). Diversity of boards of 

directors and senior management of Federal Distributing 
Corporations. Corporations Canada. Retrieved March 29, 
2022, from https://www.ic.gc.ca/eic/site/cd-dgc.nsf/eng/

cs08998.html 
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WHY IS EQUITABLE 
HIRING IMPORTANT? 

1) It makes companies and 
organizations more effective and is key 
to success and innovation. 

When we talk about diversity, it’s important to focus on the 
ways in which diversity unlocks our full potential. As we saw 
earlier in the Canadian data, there is a significant lack of 
diversity in many organizations and senior leadership levels. 

That lack of diversity hampers our ability to succeed. 
Research suggests that organizations with gender-diverse 

and racially diverse leaders are 35% more likely to outperform 
their metrics and goals. Furthermore, diverse teams are more 
innovative, more likely to implement breakthrough ideas and 
perform at more efficient and more productive levels. Finally, 



organizations led by diverse leaders have more informed 
decision-making and decrease the likelihood of “groupthink.” 

2) A company and organization’s 
success and future is directly tied to its 
ability to successfully implement 
equitable, inclusive and welcoming 
work environments. 

Increasingly, social movements have drawn attention to 
systems where inequity, oppression, prejudice, and bias have 
long operated to exclude folks from underrepresented 
communities. Companies that embed equity, inclusion, anti-
oppression, and anti-racism throughout their decision-making 
structures are key to recruiting top talent from all groups. An 
Organizations’ reputation within a sector is increasingly tied 
to the implementation of EDI initiatives, and the importance 
of recruiting a diverse workforce will only grow in the years to 
come. 

3) Equitable hiring is our legal 
obligation. 

The Federal Contractors Program began in 1986 and requires 
organizations with 100 or more employees who bid on and 
provide goods or services to the federal government valued at 
$1 million or more to have an employment equity policy. The 
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Federal Contractors Program ensures that contractors who do 
business with the Government of Canada seek to achieve and 
maintain a workforce that is representative of the Canadian 
workforce, including members of the Four Designated 
Groups under the Employment Equity Act. 

Employment equity exists to remove barriers to 
employment and participation in employment for members 
of non-dominant groups, specifically those who have been 
traditionally under-represented. This includes women, 
Indigenous peoples, persons with disabilities and racialized 
persons (referred to as the Four Designated Groups). 
Employment equity acknowledges that these groups have 
faced systemic discrimination in hiring and promotion 
processes and works to eliminate those systemic barriers, 
including sexism, racism, prejudice, and physical barriers. 

Your company should adopt and implement employment 
equity strategies to identify and remove barriers to equity. 

Your Equity Policy is designed to eliminate discriminatory 
barriers that interfere with employment, promotion, transfer, 
and advancement opportunities. 

Furthermore, the Accessibility for Ontarians with 
Disabilities Act, or AODA, requires employers to provide 
reasonable accommodations during the hiring process and 
after the candidate has been hired. 

4) Inclusive environments are essential 
to recruit and retain staff from 
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equity-deserving groups and foster a 
sense of belonging for all staff. 

Cultivating a diverse group of community members is only the 
first step. Without a true commitment to equity and inclusion, 
we risk recruiting a diverse workforce, without the supports in 
place to ensure the full success of every member.  Retention of 
diverse communities is dependent upon each member of the 
community embedding equity, inclusion, and anti-oppressive 
lenses into everything we do, including equitable recruitment 
and selection. 
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SOME MYTHS ABOUT 
EQUITABLE 
RECRUITMENT AND 
SELECTION 

There are a number of myths about equitable recruitment 
and selection. For each of the following myths, review the 
reality section to learn more. 

Myth #1 

Equity compromises the excellence of the hiring process. 

Reality: 

Applying an equity lens during the hiring process does not 



mean choosing an unqualified candidate. Instead, it’s about 
acknowledging that systemic biases and barriers exist and 
reading the candidate’s record through that lens. It means, 
acknowledging that metrics like citation counts and reference 
letters, are inherently biased and disadvantage equity-deserving 
groups. Applying an equity lens to consider these biases and 
barriers allows one to consider a candidate’s record in context; 
it’s not about choosing an unqualified candidate for the 
position. 

Myth #2 

Equity means designating a position for a member of an 
equity-deserving group. 

Reality: 

Not always. In some processes, a position is designated for a 
member of an equity-deserving group but this is not always the 
case. 

More commonly, applying an equity lens means evaluating 
the biases and barriers that exist in the hiring process and 
evaluating candidates with those biases and barriers in mind. 

While there are cluster hires that designate positions for 
a specific equity-deserving groups (e.g., Indigenous peoples), 
these are the exception, not the norm. The vast majority of 
hires are not cluster hires. 
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A cluster hire is specifically designated as such under the 
Special Programs provision of the Ontario Human Rights 
Code and is advertised specifically for a designated group. This 
practice recognizes where there has been significant 
underrepresentation of a certain group. A candidate hired 
through such a process is also no less excellent. They are highly 
qualified, exceptional candidates who have been hired through 
a process that recognizes the biases and barriers that have 
prevented equitable representation 

Equity means applying an equity lens to every hire, 
regardless of whether it’s a cluster hire to ensure fairness. 

Myth #3 

Equitable recruitment means the candidate’s identity is 
the only attribute that’s considered 

Reality 

Equitable recruitment means looking at your recruitment and 
selection process as a whole and evaluating how it might 
disadvantage candidates from equity-deserving groups. A 
hiring process that has evaluated biases and barriers well, levels 
the playing field for all candidates and enables the Committee 
to feel confident that the candidate selected is the best 
candidate for the position. When biases and barriers are 
removed from the hiring process, it is likely that a strong 
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candidate will be selected that might have been overlooked. 
Equity in hiring may also mean that, when faced with two 
relatively equal candidates in qualification and experience, you 
choose the candidate who has identified from a group 
underrepresented in the department 

Myth #4 

A candidate should be excluded when “red flags” arise 
during the hiring process. 

Reality: 

Consider whether your assessment of a “red flag” is informed 
by bias. A candidate with non-traditional experience, or career 
leaves at past employment is not immediately suspect. There 
are many reasons why equity-deserving candidates may have 
career leaves including discriminatory or oppressive treatment 
at past employers or parental/medical leaves that are 
disproportionately experienced by members of equity-
deserving groups. A candidate with a disability who has taken 
medical leaves, for example, is no less excellent because they 
have been required to take leaves, which they are legally 
entitled to under various provincial laws. 
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Myth #5 

“I am not sexist/racist/homophobic/transphobic. I 
cannot be biased.” 

Reality: 

Everyone has biases. An unconscious bias can be as simple as 
seeing an older person with a child and unconsciously thinking 
that’s a grandparent and their grandchild. That mistake 
probably doesn’t have dramatic consequences in that moment, 
but unconscious biases do have significant consequences in the 
hiring process. The best way to mitigate unconscious bias is to 
acknowledge that you have biases and do the work to mitigate 
them. Recognize that unlearning unconscious biases and the 
norms that shape our ways of thinking is a lifelong process; 
we will never be done addressing our unconscious biases. We 
can only do the work to render it conscious in the situations it 
manifests most. 

Be open to others asking you to think of something from 
a different perspective, be open when someone suggests your 
thinking might be susceptible to bias, identify and be aware of 
your biases, actively learn about groups with lived experience 
different from your own, and expand your knowledge about 
the various biases that manifest in the hiring process (especially 
the ones discussed later in this online resource). 
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STEP 1: PLAN YOUR 
RECRUITMENT 
PROCESS 

Step 1: Plan Your Recruitment 
Process and Discuss EDI as a 
Committee 

Before you start the work of recruiting and selecting a qualified 
candidate, it’s important to set the Hiring Committee up for 
success. 

To properly prepare the Hiring Committee for the search, 
the following tasks should be accomplished: 

• Create a Recruitment Strategy, approved by the 
Manager or Head of Human Resources, which includes 
information about general position requirements and a 



budget for ensuring the requirements are met. The 
Manager or Head of Human Resources should 
ensure all hiring members receive training in equity 
and unconscious bias (in other words, all members 
should complete this training and repeat as needed.) 

• The HR Hiring Team should set the proper tone
for the search. They must create a safe environment that 
encourages open and candid dialogue, with an equity 
and inclusion lens. 

• Appoint an Equity Champion to the hiring team. 
One member of the hiring team could be designated as 
an Equity Champion who is responsible for guiding the 
team through EDI considerations, pointing out 
potential biases, and being the central equity and 
inclusion lens for the Committee’s activities. While 
every Committee member should take an equity lens to 
their work, the Equity Champion can be centrally 
focused on such a task and would guide the team or 
committee through discussions of how each candidate’s 
record might be read through an equity and inclusion 
lens. 

• Allow adequate time for deliberations. Set aside 
enough time for the hiring team or committee to do its 
work. This is essential to identify and eliminate biases in 
the processes. The manager should make sure that 
committee members are aware they will engage in 
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deliberate and methodical discussions of each candidate. 

• The HR Hiring Manager must understand that 
unconscious bias is unconscious and people will not 
be aware of it. This means that members should be 
prepared to support each other to ensure a fair and 
equitable process is used. Part of this process must be a 
commitment from each committee member to the 
others to monitor each other for instances of 
unconscious bias. 
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MONITORING EACH 
OTHER FOR 
UNCONSCIOUS BIAS 

Let’s take a look at an example of monitoring each 
other for unconscious bias. 

 

One or more interactive elements has 

been excluded from this version of the 

text. You can view them online here: 



https://books.lib.uoguelph.ca/

principlesofequitablerecruitment/?p=34#oembe

d-1 

Unconscious Bias Video Transcript [docx] 
 
We strongly encourage people to take the following test on 

unconscious bias as it will open your eyes to where your own 
personal bias might lie. Unconscious Bias can hinder our 
decision making and impact our team dynamic, therefore 
knowing where your own personal unconscious bias lies can 
ensure that you can recognize and take measures to prevent it. 

Implicit Association Test 
As these examples show, unconscious biases can hinder 

decision-making, impact team dynamics and leadership styles, 
and limit company diversity. This, in turn, can reduce equal 
opportunities for team members and job applicants. 
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STEP 2: UNDERSTAND 
PERSONAL BIASES 

Step 2: Reflect on Individual and 
Group Biases 

Now that we’ve discussed how hiring teams or committees 
should set themselves up for success, let’s discuss how 
Committees can reflect on individual and group biases. 

At any step in the search and recruitment process, 
unconscious bias may impact decision-making. The next part 
of the online resource includes: 

• A definition of unconscious bias (also known as implicit 
bias). 

• An exploration of various forms of unconscious bias. 



• Examples of how unconscious bias may manifest in the 
recruitment process. 

Definition of Unconscious Bias 

Many human attitudes, beliefs and behaviours are shaped by 
unconscious cognitions (Stanley et al., 2008). Thoughts and 
feelings are ‘implicit’ or ‘unconscious’ if we are unaware of 
them or are mistaken about their nature. Sometimes these 
unconscious cognitions are biased, and they can negatively 
affect judgement. A bias exists when, rather than being neutral, 
we have a preference for (or aversion to) a person or group. 
The term ‘unconscious bias’ is used to describe an attitude 
towards people or associated stereotypes that exists in one’s 
sub-conscious even when these attitudes or stereotypes are 
contrary to one’s values. 

The factors that can contribute to the formation of 
unconscious biases include socialization; culture (social and 
institutional influences); personal experiences; things other 
people tell us; and external influences such as social media. 
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One or more interactive elements has 

been excluded from this version of the 

text. You can view them online here: 

https://books.lib.uoguelph.ca/

principlesofequitablerecruitment/?p=36#oembe

d-1 

 
 
How does implicit or unconscious bias affect perception? 

Unconscious bias affects our perceptions and judgements 
without us realizing this influence (Beugre, 2018; van 
Nunspreet et al., 2015). 

Unconscious bias during committee processes can stem 
from emotionally driven motivations, personal knowledge of 
individual members, or an information-processing style 
(Goldyne, 2007). For example, if a committee member 
perceives an affinity with a candidate, there will automatically 
be an advantage for that candidate and a disadvantage for the 
other candidates. Unconscious bias can also stem from an 
information-processing style; for example, our brains form 
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shortcuts (or heuristics) in order to deal with vast amounts 
of information. Heuristics reflect reduced cognitive effort 
associated with a task (Shah & Oppenheimer, 2008). What 
follows are common types of bias affecting committee 
processes. 

Confirmation Bias 

Confirmation bias is an information-seeking process where 
there is a preference for information that supports one’s 
position compared to information that opposes this position 
(Nickerson, 1998). Schulz-Hardt et al. (2000) found that bias 
can be observed when groups “are rationalizing instead of 
rationally trying to find the best alternative” (p. 666). 
Moreover, group composition, in particular, homogenous 
groups, can amplify bias. These cognitive biases can have 
detrimental effects on decision-making. 

How to Avoid: 

Objective, measurable criteria should be used and applied 
consistently to each candidate to minimize bias. Such a 
standardized process has been shown to be a key strategy to 
minimize the influence of unconscious bias on decisions. 
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Affiliation Bias 

Refers to a lean in favour or against a person based on that 
person’s affiliation. For example, the reviewer and applicant/
candidate might share a common connection. Prestige bias is 
a form of affiliation bias whereby the applicant/candidate’s 
affiliation with an eminent or distinguished institution or 
supervisor etc. has an influence on the decision-making 
process. 

How to Avoid: 

Consider the rule of 3. Do I have 3 pieces of objective evidence 
that confirm an opinion about an applicant? Are my pieces of 
evidence truly objective? Is there potential bias in my evidence, 
and have I accounted for that in my assessment? 

Affinity Bias 

When we gravitate toward people like ourselves in appearance, 
beliefs, lived experience, and background (LeanIn.Org). 
Unconsciously, the person with whom you have a perceived 
affinity will automatically have an edge over the others whether 
they deserve it or not. Affinity bias can continue in the work 
environment in the assignment of tasks or work. 
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How to Avoid: 

Consciously consider when a candidate may be similar to you. 
Note the attributes that are similar and consider whether they 
add to the candidate’s qualifications. A candidate growing up 
in the same area, for example, doesn’t add to their 
qualifications. 

Selective Perception 

A tendency to perceive only what a person feels is right while 
ignoring other views. 

How to Avoid: 

Actively listen to the views expressed by others. Do not 
discount opinions expressed by one or only a few committee 
members. Think about their perspectives and use them to 
check your own thinking for potential biases. 

Halo Effects 

A tendency to think everything about a person is good because 
our first impression of the person is good. 

How to Avoid: 

Evaluate each aspect of a candidate’s application in isolation 

STEP 2: UNDERSTAND PERSONAL BIASES  |  31



before considering it in its totality. Consider the quality of 
their application separate from the CV/Resumé for example. 
Set aside your assessment of the CV during the candidate’s 
interview, etc. Make note of potential negatives or downsides 
to consider later but don’t dwell on them in the moment. 

Contrast Effects 

A positive contrast effect occurs when people are perceived as 
better than they actually are because they were compared to 
someone worse. A negative contrast effect occurs when people 
are perceived as worse than they actually are because they are 
compared to someone better. 

How to Avoid: 

Evaluate each candidate in isolation before comparing them to 
others. Start anew in your evaluation with each new applicant, 
interview, etc. Make note of your assessment of each candidate 
but then consciously set that aside as you move to the next 
candidate. Consider a mental break in between application 
review to provide a break in your thinking. 

Groupthink 

Concurrence-seeking becomes more dominant than realistic 
appraisal, which affects decisions. In other words, the desire 
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for harmony or conformity fosters dysfunctional or irrational 
decision-making. 

How to Avoid: 

Cultivate a diverse hiring team or search committee with a 
variety of lived experiences. Actively provoke perspective 
taking by asking the committee to “try on” a decision or 
alternative perspective. As Chair of the Committee or 
someone in a position of power or authority, reserve your 
opinion until others have contributed theirs. Have each 
member of the committee, or whoever is responsible for 
hiring, reach an evaluation of candidates before any discussion. 

Stereotyping 

An inference that a person has a whole range of characteristics 
and abilities that are assumed by all members of the group to 
which the person belongs (e.g., racial group, social group). 

How to Avoid: 

Operate with the evidence in front of you. Consider the rule 
of 3. Do I have 3 pieces of objective evidence that confirm an 
opinion about an Applicant? Are my pieces of evidence truly 
objective? Is there potential bias in my evidence, and have I 
accounted for that in my assessment? 

Consider exposing yourself to perspectives of folks with 
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different lived experience than yours. Integrate this learning 
into your daily life. 

Conflict of Interest 

Bias can also be introduced into the committee deliberations 
when a conflict of interest is present (Moore, Tanlu & 
Bazerman, 2010). For the hiring team or search committee, the 
bias that can be introduced via a conflict of interest can only be 
avoided if the committee member with the conflict of interest 
resigns from the hiring team. In some contexts, a conflict of 
interest disqualifies a member. Avoiding this bias can foster 
impartiality, fairness, trust, accountability, and transparency, 
and protect the integrity of the decision-making system. 

In the sections that follow, we’ll explore unconscious bias at 
various stages of the recruitment and selection process. 

 

34  |  STEP 2: UNDERSTAND PERSONAL BIASES



STEP 3: ASSESS THE 
DIVERSITY CLIMATE 

Before proceeding with the balance of the recruitment and 
selection activities, the Committee should have an in-depth 
conversation about what EDI means to them, how they want 
to value diversity and difference, what biases they believe might 
arise during the process and how to mitigate them, and what 
EDI values the Committee wishes to articulate to candidates. 
Research tells us that this conversation is important to ensure 
that all committee members recognize and articulate the value 
and benefit that diversity brings to the process (Light, 1994). 

Undertaking a Diversity 
Assessment 

As a committee, undertake an informal assessment of the 



diversity climate in the Department. Consider the following 
questions: 

• Based on quantitative data from organizational metrics 
or informal feedback from staff and senior management, 
do we lack significant representation from one or more 
of the equity-deserving groups? 

• Have we applied an intersectional lens to our diversity 
assessment? For example, have we identified that we have 
strong representation of female-identified employees but 
less strong representation of female-identified employees 
of colour? 

• Have we identified our diversity gaps such that we can 
write our application materials with that in mind? If 
we’re targeting particular equity-deserving group(s), for 
example, what are the specific biases and barriers that 
might affect the process for such candidates? Have we 
had conversations as a hiring team or committee about 
these biases and barriers and how to mitigate them? 

• How can we directly target the communities we need to 
increase representation? What pathways to direct 
recruitment and outreach do we have available to us? 
Are there pathways we need to learn more about? 

• Do we have the supports in place to provide an inclusive 
environment for a candidate from an equity-deserving 
group? Do we have mentors for them that value their 
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diversity and experience? Will the company or 
department be supportive? Is there work we need to do 
proactively to ensure that EDI is embedded within our 
team culture? 

Writing an EDI Commitment 
Statement to Candidates 

As a company, consider writing an EDI Commitment 
Statement to candidates that you can include in your job 
posting. The EDI Commitment Statement should articulate 
what EDI means to the Department, what commitments you 
make in terms of EDI, what the inclusion climate looks like 
in the Department, and what EDI considerations have been 
made during the recruitment and selection process. In short, 
it should be a statement that signals to equity-deserving 
candidates your company takes EDI seriously and wishes to 
demonstrate a welcoming and inclusive space for an equity-
deserving individual. 

Take the time to draft a statement with your hiring team. 
Consider using the checklist below as a guide for your 
statement. 
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Checklist for an EDI Commitment 
Statement 

• Have we articulated what EDI means to us, as an 
employer? 

• Have we articulated why EDI is important to us? 

• Have we painted a picture of what inclusion looks like in 
our organization or company, such that an equity-
deserving candidate feels confident they will be accepted 
and included in all of our activities? 

• Have we outlined the steps we have taken to embed EDI 
in the recruitment and selection process? 

• Have we made clear that we are committed to 
accommodation and have reminded candidates how they 
can identify accommodations needed during the 
application and interview process? 

• Have we provided a process for how candidates can 
identify any inclusion concerns during the recruitment 
and selection process? If, for example, the only available 
interview times overlap with a time the candidate 
doesn’t have childcare, is there an appropriate avenue for 
the candidate to raise this concern without fear of 
reprisal? 
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STEP 4: CONSTRUCT 
THE JOB POSTING 

Now that you have considered your hiring process within 
the context of the company’s diversity climate and written 
your EDI commitment, it’s time to craft your job ad. Some 
companies may have pre-existing ads that need to be re-
evaluated through an EDI lens, while others may be needed 
to craft a new job ad. Regardless, you should keep these EDI 
principles in mind to ensure your ad is reaching the most 
diverse range of applicants possible. 

Evaluating Required 
Qualifications and Skills Through 
an Equity Lens 

The job ad is one of the core areas in which bias could create a 



number of barriers for equity-deserving candidates. The Chair 
of the Committee holds the ultimate responsibility of ensuring 
that the advertisement for the position is free from language 
that would be discriminatory to any designated group, but all 
members of the hiring team or Committee should familiarize 
themselves with the biases that might manifest in the job ad. 

The Job Ad Bias Checklist 

Bias: Does the job posting use binary 
language like “his/her”? 

This may filter out potential applicants who don’t see 
themselves reflected in the advertisement. 

How to Mitigate: 

It is more inclusive to use gender-neutral phrasing or the terms 
“they” and “their” rather than “he / she” and “his / her”. 
Unconscious gender bias is both about gender-neutral 
phrasing but also about searching for the right information 
and understanding it in the review / interview of candidates – 
even reference letters can be written in a biased way. 
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Bias: Have you used inclusive 
language in general? 

Using an outdated term or phrase may signal to an equity-
deserving candidate that the company (or department) isn’t 
going to be an inclusive place for them to work. While 
language is always evolving, keep track of the latest 
developments in EDI language so you can be most up to date 
in your job ad. 

How to Mitigate: 

Consider reading an Inclusive Language toolkit. 

Have you considered which 
qualifications are absolutely essential 
(versus nice to have)? 

How to Mitigate: 

Ensure that every required qualification is essential – i.e., 
essential to the completion of the job. If it’s not, consider 
removing it or providing it as a preferred qualification instead. 

Limiting your number of “required” qualifications may 
improve your number of female and racialized applicants. 
Research suggests that women and racialized people are less 
likely to apply if they do not meet all of the criteria (Mohr, 
2014). 
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Did you write the job ad in plain 
language? 

Language written with colloquialisms, jargon, or specific 
terminology may present a barrier to applicants living outside 
of Canada. 

How to Mitigate: 

Review the Government of Canada’s guide on writing in plain 
language 

Did you screen your job ad for 
potentially coded language? 

There are certain words that are coded as masculine (e.g., 
demanding, rigorous, fast-paced, etc.). An overabundance of 
these words may discourage female or racialized applicants. An 
undue focus on demonstrating rigor and resilience may also 
signal an ableist culture, which discourages applicants with 
disabilities. On the other hand, an overabundance of feminine-
coded terminology (e.g., collaboration, emotional intelligence, 
etc.) without a requisite focus on technical or “hard” skills may 
discourage experienced female applicants who do not see their 
level of skill and experience represented in the ad. Consider a 
balance of masculine and feminine-coded terminology in your 
ad. 
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How to Mitigate: 

Consider running your job ad through an online gender 
decoder to see what range of keywords exist in your job ad. 

Does your job ad focus more on 
abilities over experience? 

According to the CRC Program, “Candidates from 
underrepresented groups may lack the requisite experience not 
because of lack of skills, but because of leaves (e.g., parental or 
sick leaves) and also because of historical and systemic barriers 
and unconscious biases that have prevented them from gaining 
that experience.” (CRC EDI Best Practices, 2021). 

How to Mitigate: 

Find ways to emphasize the skills/transferable skills that would 
enable the candidate to be successful. Avoid emphasizing a 
requisite number of years of experience or other arbitrary 
metrics like # of publications, citations, etc. 
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Have you included an EDI 
Commitment Statement? Do you 
direct candidates to a website to learn 
more? Does that website highlight 
your commitment to EDI? 

How to Mitigate: 

As discussed, a personalized EDI Commitment Statement 
signals to equity-deserving candidates that your company is 
sincerely committed to an inclusive environment. You might 
consider providing a link to your company’s website, where 
you elaborate upon your commitment to EDI by showcasing 
diverse voices within your company or organization, 
highlighting EDI initiatives, and outlining future EDI plans 
or actions that the company or department anticipates 
accomplishing. 
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STEP 5: EMBED EDI 
CRITERIA IN YOUR 
RECRUITMENT 
PROCESS 

Once you have created your job ad and before reviewing 
CVs, you should create a hiring grading system or rubric with 
your hiring team or Committee to evaluate candidates CV/
resumés and interviews. Ideally, you would complete this 
process prior to posting the job ad, in case your rubric creation 
process motivates you to change something in the job ad. 

The creation of the hiring rubric is one of the most 
important steps in debiasing the recruitment and selection 
process. 

This section will: 



• Explain what a hiring rubric is and why it is a helpful 
debiasing technique; 

• Discuss the inherent biases associated with many of the 
traditional metrics of hiring; 

• Suggest EDI criteria and metrics that can be used to 
debias some of the traditional hiring metrics; 

Performance Bias and Hiring 
Rubrics 

Performance Bias occurs when criteria are used that favours 
dominant group members over non-dominant groups. 

What the research says 
Performance and abilities are overestimated for individuals 

from high status groups, e.g. male or white candidates, and 
underestimated for those from low status groups. For example, 
a study found that a white sounding name was equivalent 
to about 8 more years of experience (Bertrand, M. & 
Mullainathan, S. (2004). Another study showed that 
organizations run the risk of not promoting or rewarding the 
right people — employees who deserve greater compensation 
or to hold a higher position, due to performance biases 
(Wysocky, 2022). 

How Performance Bias May Impact the Screening and 
Evaluation Process 

When a particular applicant far exceeds the minimum 
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criteria required for the position, a hiring team or committee 
may inadvertently raise the bar against which all other 
candidates are screened. This ‘moving goal post’ may unfairly 
omit other qualified applicants from being considered during 
the screening process. 

To Minimize Performance Bias 
Prior to reviewing applications, create a rubric to track 

which applicants meet or exceed the criteria as outlined in the 
advertisement and apply the rubric consistently. 

A hiring rubric lists a number of criteria that the 
Committee will use to assess candidates. It also guides 
Committees in assigning scores to each criteria. A well-
constructed hiring rubric makes it easier to differentiate 
between an “average” and “good” candidate or a “good” and 
“excellent” candidate. 

Biases in Traditional Hiring Metrics 

Many traditional metrics in the hiring process are susceptible 
to significant bias. When we evaluate candidates based on 
criteria like awards, quality of work, writing and language 
skills, and reference letters, it’s important to consider the biases 
prevalent within these metrics. 

Biases in Traditional Hiring Metrics may include: 
Discretionary awards 
Men (particularly white men) are more likely to put 

themselves forward for a discretionary award. A track record 
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of such awards should not necessarily elevate such a candidate 
above one who does not have a track record of discretionary 
awards (Raftery, 2003). 

Assessment of Work Quality 
One form of racial bias with respect to work quality is 

Indigenous bias. The historical experiences of Indigenous 
peoples (in Canada and elsewhere) include racism, 
colonization, oppression and marginalization, and systemic 
barriers to self-sufficiency and mainstream opportunities that 
have had significant negative impacts on well-being (Allan & 
Smylie, 2015). Indigenous bias can be explicit or implicit and 
often arises from assumptions regarding “quality, merit, value, 
relevance, importance, success and competence”. Therefore, in 
addition to the potential stereotyping or discrimination based 
on race/ethnicity or culture, the work of applicants who are 
Indigenous may not be fully understood by hiring teams or 
committee members. Thus, it is also critically important for 
committee members to be aware of historical experiences of 
Indigenous peoples, the federal aims of developing respectful 
relationships (the Truth and Reconciliation commission) and 
the openness to fairly assess applicants or candidates who are 
Indigenous. 

Bias in Evaluation of Writing Skills 
Studies show that the work of underrepresented candidates 

is often scrutinized much more than majority candidates. In 
one study, for example, hiring managers were much more likely 
to identify errors in a candidate’s work when the candidate had 
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a name that is associated with a racialized person. Dominant 
group members are much more likely to be presumed 
competent. Again, even when racialized candidates made the 
same number of errors in a project or assignment as a white 
candidate, the white candidate was presumed to be competent, 
while the racialized candidate was not given the same benefit of 
the doubt (Reeves, 2014). 

Letters of Reference 
Studies suggest that women are more likely to receive 

reference letters that use feminine-coded language like 
“compassionate” to describe their work rather than action-
oriented verbiage like “accomplishment,” “achievement,” or 
“successful.” White applicants are also more likely to be 
described using standout or ability keywords like “exceptional” 
or “best,” while racialized applicants are more likely to be 
described as “competent.” Reference letters and reference 
check calls for white candidates are often longer than letters for 
racialized candidates (McSweeney, 2019; Ross, 2017). 

Career Interruptions 
Candidates from equity-deserving groups – especially 

women, racialized folks, and persons with disabilities – are 
more likely to experience career interruptions like parental 
leaves, caregiving leaves, and medical leaves (including leaves 
for mental health). Candidates are legally entitled to these 
leaves, and they cannot detract from the assessment of the 
candidate. It is important to remember that candidates can 
have similar impacts over different periods of time. 
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Discrimination in the Workplace 
It’s important to remember that the inclusion climate of a 

company is directly correlated with professional success (Sliter 
et. al., 2014). If an equity-deserving candidate has a particular 
workplace where their performance suffered, it is worth 
considering the candidate within the totality of their record. It 
is possible that blips in performance are caused by a number of 
equity issues, including the extent to which the workplace was 
inclusive. 

Developing a Hiring Rubric 

As a Committee or hiring team, it’s important to discuss the 
categories you wish to assess candidates on and how you want 
to weigh these categories. You would also want to have a 
conversation with your Committee about what an “excellent” 
versus “good” versus “satisfactory” candidate looks like in 
these categories. 

You can find an example hiring rubric linked here. 

Bringing an EDI Lens to the Hiring 
Rubric: Checklist 

• Have you had a discussion as a team about what criteria 
you want to evaluate and what specific metrics you will 
look for? 
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• Have you had a discussion as a team about the ways 
you’ll evaluate applicant excellence that don’t solely rely 
upon traditionally biased metrics? 

• Do you have a portion of your evaluation score 
dedicated to EDI knowledge? This could come from an 
EDI statement that candidates submit, answers to EDI 
questions in an interview, or other elements of EDI 
service. 

• Do you have a portion of your evaluation score 
dedicated to community involvement? This could come 
in the form of interview questions about candidate’s 
community service or involvement with relevant 
community organizations. 

While these are all suggestions that may embed an EDI lens in 
the hiring rubric, the most important conclusion is that you 
have these discussions with your committee. Every committee 
should have in-depth conversations about how they bring an 
EDI lens to their evaluation of candidates. 
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STEP 6: POST THE JOB 
AD 

Now that you’ve completed your job ad and your hiring 
rubric, it’s time to post your job ad. 

General Principles 

• The Hiring Manager should: 
◦ ensure that the advertisement is widely distributed 

including sites specifically targeting members of 
equity-deserving groups. 

◦ advertise the position on associated websites and 
other publications determined as appropriate. 

• The hiring team or Committee should: 
◦ Discuss ways to engage in direct outreach with 



equity-deserving communities. 

◦ Discuss discipline-specific forums, websites, 
publications, and other communication avenues to 
advertise and engage with equity-deserving 
candidates. 

◦ Commit to identifying promising candidates from 
equity-deserving groups, through informal and 
formal networking activities. 

Potential Places to Advertise 

• Candidates suggest that they are most likely to review 
opportunities in discipline-specific journals and list-
servs, and websites. 

• You may also consider: 
◦ Posting with post-secondary institutions to access 

students, new grads and alumni. 

◦ Posting on LinkedIn, Indeed and other job sites. 

◦ Professional societies and associations of designated 
groups. 

◦ Relevant industry, government, and research 
organizations. 

◦ Mentorship of promising candidates with the 
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intention of recruiting them for future 
opportunities. 

Job Boards Focusing on 
Equity-deserving Groups 

This list is by no means exhaustive but provides you with the 
types of organizations you might consider posting with. 
Consider the ones (and ones you know of yourself) that are 
most relevant to your discipline and the diversity needs of your 
industry. 

• Canadian Coalition of Women in Engineering, Science 
Trades, and Technology 

• Ontario JOIN(leading organization specializing in the 
recruitment of persons with disabilities and disability in 
the workplace) 

• Pride at Work Canada 

• Indigenous Professional Association of Canada 

• Canadian Research Institute for the Advancement of 
Women 

• NationTalk 

• Senior Women Academic Administrators of Canada 
(SWAAC) 
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• Association for Women in Science 

• Association for Women in Mathematics 

• National Organization of Gay and Lesbian Scientists 
and Technical Professionals 

• Mi’kmaq Maliseet Nations News 

Remember that there is no substitute for the relationships you 
cultivate with equity-deserving candidates. Developing these 
relationships with promising individuals will greatly enhance 
the recruitment process and enhance the diversity of your 
applicant pool. 
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STEP 7: REVIEW 
APPLICATIONS 

Now that you’ve developed your hiring rubric, posted your 
job ad, and received your applications, it’s time to review them 
through an equity-informed lens. 

Review Applications Using the 
Hiring Rubric 

Every member of the hiring committee should: 

• Conduct an initial review of the applications and set 
aside those that are clearly unqualified (e.g., completely 
outside the relevant field; mistakenly applied to the 
position; does not have requisite education). Be careful 
not to exclude candidates with transferable skills or weak 



qualifications. This step is not to create your shortlist 
but rather to ensure you have adequate time to dedicate 
to the rest of the applications. 

• Score every remaining application using the hiring rubric 
and the predetermined criteria you’ve arrived at with 
your hiring team or Committee. 

• Set aside an adequate amount of time to complete this 
review and dedicate the same amount of time to every 
application. 

• Undertake this process of scoring candidates 
individually before deliberating collectively. 

• Actively challenge biased thinking by applying the rule 
of 3 – “What are 3 pieces of objective evidence I see to 
support my score in this category?” 

The hiring team or committee as a whole should: 

• Discuss each Committee Member’s evaluation of the 
candidate. 

• Spend an equal time reviewing and deliberating on each 
candidate. 

• Contemplate the reasons to include a candidate on the 
shortlist, rather than the reasons to exclude candidates 
from the shortlist. 
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• If diversity is limited, discuss whether there may have 
been barriers during the application process. You might 
also return to applications from equity-deserving 
candidates and see if there’s anything in their application 
that may have been overlooked. 

Consider these guiding questions 
as another debiasing exercise 

Once you’ve arrived at your shortlist, take a moment with 
your hiring team or Committee to debrief, ask yourselves these 
questions, and ensure you’ve taken bias into account. If 
anyone on the Committee has hesitations about the shortlist, 
revisit the applications until everyone feels comfortable with 
the decision. 

Emotions and Motivations 

• Did I think about one or more candidate excessively or 
less than is typical? 

• Have I been more or less diligent than is typical? 

• Is my opinion narrower or broader than requested? 

• Does my opinion resemble my opinions in other similar 
scenarios? 

• Have I had interpersonal difficulty with other parties 
connected to this candidate or search / review process? 
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• Do others suspect me of bias? 

• Does this candidate resonate with my sociopolitical or 
personal beliefs? 

• Do I have pre-existing emotions or motivations about an 
issue or person related to this search / review process? 

• Have I failed to follow up on discrepancies or details in 
this search / review process? 

Fund of Knowledge 

• Is my personal background appropriate for this review? 

• Do I have a personal relationship with any candidates? 

• Am I more knowledgeable about one or more candidates 
than others? 

Information-Processing Style 

• Do I have an affinity or dislike for any candidates? 

• Do any résumés remind me in any way about myself or 
somebody I know in positive or negative ways? 

• Does my reasoning involve unchecked heuristics and 
biases? 

• Are there things about the résumé that particularly 
influence my impression? Are they relevant to the job? 
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• What assessments have I already made about the person? 
Are these grounded in solid information or are they 
simply my interpretations? 
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STEP 8: CONDUCT 
INTERVIEWS 

Now that you have your shortlist, it’s time to conduct your 
interviews. 

Understand How Bias May Affect 
the Interview Process 

How Accommodation May Impact the Interview Process 
When scheduling interviews, be sure to provide the 

accommodation statement as discussed above. Make every 
effort to provide the complete accommodations requested by 
the candidate. Accommodations can unconsciously taint a 
hiring team’s interpretation of a candidate. Certain disabilities 
may also make the candidate more difficult to interpret, such 
as a speech impediment. Some hiring teams or Committee 



members focus on these difficulties for interviewers rather 
than on the content of the candidate’s interview. 

To Minimize Disability Bias 
Ensure there is a full committee discussion about the 

importance of accommodation. Commit that you will listen 
to the candidate’s content and evaluate the candidate using 
the established criteria. Furthermore, accept that there is no 
standard interview process – there is only the interview process 
that is right for every candidate. If a candidate is legally entitled 
to an accommodation that changes the nature of the interview 
– e.g., established breaks for anxiety or panic disorder – that is 
the standard interview for that candidate. It is not abnormal, 
different, or a benefit to the candidate; it is what is required to 
bring equity to that candidate’s interview. 

How Racial and Ethnicity Bias May Impact the 
Interview Process 

The interview is often the first point of direct contact 
between a candidate and the search committee. A racialized 
candidate with a non-dominant accent may be excluded from 
the hiring process at the interview stage on the basis of being 
difficult to understand by students. Accent discrimination has 
been “used as a cover-up for racism and other kinds of 
discrimination” (Derwing & Munro, 2009) and often 
‘communication skills’ is used as code for ‘only dominant 
accents are accepted’. 

To Minimize Racial and Ethnicity Bias 
Accept that everyone is accented. In interviewing 
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candidates for whom English is not a first language, don’t 
confuse an unfamiliar accent with their comprehensibility. It 
may take some effort to attune the ear to a new or unfamiliar 
accent. Ensure some racial diversity on your search committee. 
Also recognize that there are differences in cross-cultural 
communication, such as different perspectives on authority. 
If evaluating communication as part of your hiring rubric, 
be mindful of applying a Western view of appropriate 
communication style to your evaluation. 

Mechanics for an EDI-Informed 
Interview 

• Introduce all members engaging in the interview and 
have interviewers provide their pronouns if they are 
comfortable. 

◦ Use gender-neutral pronouns (they/them) unless 
the candidate has made their pronouns known to 
you. 

◦ Providing your own pronouns will usually make 
the candidate feel comfortable providing their own. 

• Ensure all interview questions are free from language 
that would be discriminatory or pose a barrier to any 
member of a designated group. 

• Ensure that the interview questions directly relate to the 
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position. 

• Avoid asking any questions about protected grounds 
under the Ontario Human Rights Code. The committee 
should review the Ontario Human Rights 
Commission’s guidelines on ensuring interview 
questions are compliant with the code. For example: 

◦ You should not ask whether the candidate is 
married or has children. You can ask the candidate 
whether they are able to relocate. 

◦ You should not ask whether the candidate has 
disabilities. You should make the candidate aware 
of the accommodation process during the 
interview. If there are particular physical or medical 
requirements of the position (e.g., lifting above a 
specific weight), these must be absolutely essential 
requirements, and they should be made clear to the 
applicant in the job description. You may ask 
whether the candidate can perform these 
requirements, but again these must be bona fide 
requirements of the position. 

◦ You should not ask whether the employee has any 
religious affiliations. The 
employer must accommodate an employee’s 
religious beliefs. 

• Ensure all informal questions are free from potentially 
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discriminatory language. Be careful with informal 
questions, as there is more potential for bias and a lack of 
inclusive language, because they aren’t scripted. 

• Take note of any informal questions you ask that are 
outside of the interview script. You should ask similar 
informal questions of all candidates. 

• Ask the interview questions in the same order, ideally 
with the same interviewer asking the same question of 
each candidate. 

• Consider providing accommodations requested by some 
applicants to all applicants to avoid unconscious bias. If 
a candidate requests a 20-minute break, for example, 
consider providing that break to all applicants. 

• Prepare the candidate in advance with information 
about the interview panel, interview length, and 
interview location. 

• To account for different learning and communication 
styles, consider having the candidate arrive 30-45 
minutes early and provide them with a copy of the 
interview questions ahead of time. 

Ask EDI-Related Interview 
Questions of Every Candidate 

As mentioned above, one of the most effective ways of 
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recruiting equity-deserving candidates and equity-informed 
candidates is to ask EDI questions of them during the 
interview. This is in addition to asking candidates to craft an 
EDI statement during the recruitment process. 

Consider asking some of the following questions during the 
interview process: 

• What does equity, diversity, and inclusion mean to you? 

• The company is committed to equity, diversity, 
inclusion, and human rights. What is your vision of 
what embedding EDI in the workplace can accomplish? 

• What strategies and tools have you used to ensure an 
inclusive environment for any team you have been on? 

• What actions do you take to support EDI within your 
company? How do you support colleagues from equity-
deserving groups? 

• What strategies and techniques do you use to assess your 
knowledge gaps with respect to EDI, decolonization, or 
anti-racism? Do you have identified knowledge gaps at 
present? Do you have a plan to access further education 
and training? 

• Please share an example of a time when you noticed a 
colleague or fellow committee members was engaging in 
biased or oppressive decision-making. What did you do? 
How did you ensure the company was keeping EDI in 
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mind? 
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STEP 9: ENGAGE IN 
FINAL SELECTION 
PROCESS 

Now that you have undertaken all of the previous steps in 
the recruitment and selection process, you’re ready to engage 
in your final selection. 

Every member of the hiring committee or team 
should: 

• Revisit the hiring rubric after the interview and site visit. 
Rescore every candidate again, as you did when you were 
initially reviewing applications. A new evaluation using 
the application and the information learned from the 
interview will provide you with the most accurate score 
possible. There may also be categories (e.g., 
communication) for which you didn’t have adequate 



data to score at the initial scoring stage. 
◦ If you have drastic changes in how you view the 

candidate’s record over the course of the interview 
and visit, document for yourself what led you to 
change your perception. Consider the evidence you 
have for these changes and evaluate whether bias 
may be at play. 

• Set aside an adequate amount of time to complete this 
review and dedicate the same amount of time to every 
rubric 

• Undertake this process of scoring candidates 
individually before deliberating collectively. 

• Actively challenge biased thinking by applying the rule 
of 3 – “What are 3 pieces of objective evidence I see to 
support my score in this category?” 

• Keep notes on your thinking as well as the deliberations 
that happen at Committee. 

The hiring team or committee as a whole should: 

• Discuss each Committee Member’s evaluation of the 
shortlisted candidates. 

• Spend equal time reviewing and deliberating on each 
candidate. 
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• Contemplate the reasons to hire the candidate, rather 
than the reasons not to hire the candidate. 

• Tentatively choose the final candidate. List and evaluate 
the rationale for hiring the candidate. List and evaluate 
the rationale for hiring the unsuccessful candidates. 
Does the Committee agree it has reached an objective 
conclusion? If not, the hiring team or Committee 
should return to the shortlist for more deliberation. 

• Once the Committee is satisfied it has reached a fair and 
equitable decision, the Committee will make a 
recommendation regarding the candidate for selection. 

• Based upon objective selection criteria, where 
knowledge, skills and ability are relatively equal between 
candidates, the designated group candidate shall be 
appointed to address representational imbalances in 
departments. 

Congratulations; you have now completed the hiring process! 
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CONCLUSION 

You’ve now concluded the Principles of Equitable 
Recruitment online resource. Please reach out to Angeli 
Mehrotra at mehrotra@uoguelph.ca if you have any questions 
about the content of this resource. Now that you have 
completed the Principles of Equitable Recruitment online 
resource, you should be able to: 

1. Contextualize the goals of employment equity within 
your company and the hiring process; 

2. Define unconscious bias, how it manifests in individuals, 
and how it manifests within the hiring process; 

3. Identify strategies to minimize unconscious bias from 
impacting decision-making and interpersonal 
interactions within the search committee; and 

4. Apply an equity, diversity, and inclusion lens to the 

mailto:mehrotra@uoguelph.ca


hiring process, in a methodical, deliberate step-by-step 
fashion. 
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ACCESSIBILITY 
STATEMENT 

Accessibility Statement 

The University of Guelph believes that education must be 
available to everyone. We are actively committed to increasing 
the accessibility and usability of the textbooks and resources 
we produce. 

Accessibility features of the web 
version of this resource 

The web version of Principles of Equitable Recruitment has 
been designed with accessibility in mind by incorporating the 
following features: 

• It has been optimized for people who use screen-reader 
technology. 

◦ all content can be navigated using a keyboard. 

◦ links, headings, and lists are formatted to work with 
screen readers. 



• Information is not conveyed by colour alone. 

• This book is available in PDF format for download. 

Accessibility standards 

The web version of this resource has been designed to 
meet Web Content Accessibility Guidelines 2.0, level AA. In 
addition, it follows all guidelines in Appendix A: Checklist for 
Accessibility of the Accessibility Toolkit – 2nd Edition. 

Let us know if you are having problems accessing this 
guide 

We are always looking for ways to make our resources more 
accessible. If you have problems accessing this resource, please 
contact us to let us know, so we can fix the issue. 

Please include the following information: 

• The location of the problem by providing a web address 
or page description 

• A description of the problem 

• The computer, software, browser, and any assistive 
technology you are using that can help us diagnose and 
solve your issue 

◦ e.g., Windows 10, Google Chrome (Version 
65.0.3325.181), NVDA screen reader 
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You can contact us at: 

• Email: mehrotra@uoguelph.ca 

This statement was last updated on March 30, 2022. 
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