
REDUCE RACIAL BIAS ON INTERVIEW 

 

 

Reducing racial bias: An additional benefit of asynchronous video interviews   

 

by  

Jingdi Wu 

 

A Thesis Submitted to  

Saint Mary's University, Halifax, Nova Scotia 

In Partial Fulfillment of the Requirements for  

The Degree of MSc in Applied Psychology 

 

October, 2021, Halifax Nova Scotia 

 

Copyright Jingdi Wu, 2021 

 

 

 

 

 

Date: October, 18th, 2021 

 

Approved: Dr. Nicolas Roulin 

Supervisor 

Approved: Dr. Debra Gilin 

Examiner 

Approved: Dr. Jim Cameron 

Examiner 

Approved: Dr. Joshua Bourdage 

External  Examiner 



REDUCE RACIAL BIAS ON INTERVIEWS 

 
 

2 

ABSTRACT 

 

REDUCING RACIAL BIAS: AN ADDITIONAL BENEFIT OF ASYNCHRONOUS VIDEO 

INTERVIEWS 

 

 

by Jingdi Wu 

 

Abstract: This research examines the effect of applicant races and interview modality on 

interviewers' evaluations in asynchronous video interviews (AVIs). The outcome of interview 

evaluations, individual-level racial attitudes are examined using a 3 (applicant races: White, 

Black, Asian) x 3 (interview modality: video, audio-only, partially blind modes) design. Prolific 

users from the United States (N = 319) participated in one of nine AVI conditions and rated the 

applicant's interview performance based on the materials they received. Analyses of variance 

revealed that in AVIs, the interview modality did not affect interviewers' evaluation. The effect 

of applicant races showed that two minority applicants received equal or higher scores than the 

White applicant. However, there was no effect of applicant races in the audio-only and partially 

blind modes as the visual cues are mainly resources that cause interviewers' racial bias. The 

interviewers' racial bias moderates interview evaluations of the Black applicant in the partially 

blind mode as interviewers who hold a higher level of racial bias rate the Black applicant lower. 

Several limitations of this study and practical implications for both interviewees of AVIs and 

employers using AVIs are discussed.  
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Introduction 

Racial bias is a lasting issue, impacting many aspects of life for minority groups as well 

as hiring practices. In order to reduce the negative effect of racial bias, TITLE VII of the Civil 

Rights Act, enacted in the U.S. in 1964, requires employers to ensure equal employment 

opportunities for individuals from all races. In fact, until 2019, research showed that racial 

discrimination against non-White natives was still a severe issue for employment in nine 

countries in Europe and North America (Quillian et al., 2019). Especially during the COVID-19 

pandemic, in the U.S., the difference of employment ratios between majority and majority 

groups is increasing (Kochhar, 2020). However, the most widespread selection devices (e.g., 

resume screening and the job interview) have insufficient safeguards against unfair 

discrimination against minority applicants, especially visible minority applicants. Currently, 

because of pandemic period, in order to adapt to remote work, JOBVITE (2020) indicated that 

61% of the recruiters in their survey are using video in the screening process, and 80% are using 

it in the interview process. Compared with other technologies (e.g., Skype and Zoom meeting), 

asynchronous video interviews (AVIs) have the potential benefits to create a fairer interview 

process. Its nature overlaps with the structured interview that is a highly valid and reliable 

interview approach, by controlling various biases and establishing an interview standard. Thus, I 

propose that using AVIs is a feasible solution to make relatively fair hiring decisions for 

applicants from various races. 

AVIs, a new type of technology-mediated interview, have become increasingly popular 

in the past several years as a screening and selecting method in the hiring process. In general, all 

applicants who apply for the same position are asked to log into a web platform, and to 

independently video-record their responses to a standard list of questions via their webcam 
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(Brenner, 2016). Interviewers later review and evaluate the applicant's video responses. 

Compared to other interview modes, AVIs could help reduce or eliminate the effects of 

interviewers' racial bias on applicants' performance during the interview by default. Firstly, all 

applicants can complete an AVI in a standardized way, using a structured interview approach, 

which is highly predictive of future job performance and less prone to biases (Moscoso, 2000; 

Pulakos & Schmitt, 1995). Secondly, AVIs involve one-way communication as interviewers and 

applicants complete their parts independently without any interaction. Then, minority applicants 

have no way to know interviewers' non-verbal behaviors (e.g., less eye contact) during the 

interview. Thus, this can eliminate the negative effects of interviewers' non-verbal behaviors, 

which are caused by their racial bias, can impact applicants' actual performance (e.g., less 

willingness to communicate with interviewers) in the interview (Hebl et al., 2002).  

Although AVIs can integrate many elements of structure to help control racial bias in 

evaluations, not all structured interview components are included in all AVIs by default. Further, 

interviewers can easily distinguish applicants' races in AVIs, even after watching the first several 

seconds of the recorded videos. Moreover, compared with traditional face-to face interviews, 

interviewers in AVIs have access to more information (e.g., video background content and 

decorated style) that could leak out applicants' racial information (Lukacik et al., 2020).  Lastly, 

in AVIs, interviewers can score recorded responses by just watching a few minutes and skipping 

the rest of the videos (Torres & Mejia, 2017).  As a result, when interviewers hold racial bias, 

they might evaluate minority applicants more negatively than majority applicants. This could 

offset the benefits of AVIs in controlling the negative effect racial biases on applicants' actual 

performance in the interview described above. However, previous studies (Cotter et al., 1982; 

Silvester et al., 2000) found that audio-only interview model (e.g., phone interview) can reduce 
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racial biases. Further, biased interviewers usually form negative impressions of minority 

applicants in the first few seconds of the interview mainly based on demographic characteristics 

and visual cues (e.g., hair, skin, and eye color) (Derous et al., 2016; Huffcutt & Roth, 1998; 

Levashina et al., 2014; McDaniel et al., 1994). When interviewers are only provided with audio-

recordings of applicants’ responses which include fewer visual racial cues, they are more likely 

to evaluate applicants based on their interview performance and job-related abilities, leading to a 

relatively fairer decision. Given that, I propose that a possible way to control interviewer's racial 

bias in AVIs is to eliminate visual cues by merely providing audio answers without images.  

However, this approach still has drawbacks. Many studies have suggested that removing 

the video (i.e., visual elements) completely in the audio-only interview (i.e. telephone interview) 

would reduce the information interviewers can collect from applicants, including non-verbal 

behaviors, and might results in misunderstandings in communication, leading to lower evaluation 

scores (Silvester et al., 2000; Silvester & Anderson, 2003).However, studies conducted by 

Buijsrogge et al., (2020) showed that a partially blind interview (using a curtain to separate 

interviewers and applicants in the initial rapport-building stage) is an effective way to reduce 

interviewers' biases and protect applicants with a facial stigma . Thus, I further propose that a 

potential solution to balance reducing biases while still gathering more information in AVIs is to 

use audio-only mode (without image) for the first several questions, followed by the video mode 

for the remainder of the interview. Using an audio-only mode in the first several questions limit 

the racial cues available to interviewers, whose evaluations should mainly be based on 

applicants' performance and job-related abilities, leading to relatively fair initial impressions. 

Those relatively fair initial impressions should serve as anchors (Derous et al., 2016) in the 
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remainder of the AVI, when video responses are used demographic characteristics are visible, 

leading to less biased final evaluations.  

In this study, I plan to achieve three theoretical and practical goals. First, I will examine 

whether interviewers show racial bias in AVIs. Second, I will determine whether eliminating 

visual cues (i.e., using audio responses only) is a feasible solution to reduce racial biases in 

AVIs. Then, I will examine whether this result holds after exposure to visual cues again to avoid 

completely losing applicants’ non-verbal information. Overall, this research will help highlight 

the ways AVIs could be used to reduce racial biases. 

Racial Bias 

Racial bias in hiring process 

 The fact that different races experience different performance scores in selection has 

proven to be an extremely controversial issue. However, before the U.S. Civil Rights Act of 

1964, none of the published studies reported racial differences in the interview, and the issue of 

racial differences in the interview was not mentioned in any of the narrative reviews that 

emerged before or around this time (Mayfield, 1964; Ulrich & Trumbo, 1965; Wagner, 1948). In 

the past decades, research focused on the lower employment rate of minority groups has 

increased gradually. Unfortunately, the lower employment rate of minority groups remains a 

pervasive issue globally. In Australia, Asian and Middle Eastern applicants had to submit at least 

50% more applications in order to receive the same number of callbacks as majority applicants 

(Booth et al., 2012). Similarly, in Europe and North America, White applicants generally 

received 25%-200% more callbacks from employers than non-White applicants (Quillian et al., 

2019). Further, during the pandemic period, the difference of unemployment rate between White 

and non-White applicants has increased. According to Kochhar (2020), in the U.S., before the 
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pandemic period (February 2020), the difference of the unemployment rate between White and 

other races (Black, Asian, and Hispanic) ranged from 0.3% to 3% for women and from 0.8% to 

3.8% for men. In May 2020, the differences rose to 4.8% to 7.6% for women and 3.6% to 6.1% 

for men. This indicates the severity of race differences in employment.  

 Most research examining the lower employment of minority groups concentrated on the 

incompetence of minority groups (e.g., skill deficiencies, poor work ethic and attitude 

stereotypes) while payed less attention to external obstacles (e.g., the existence of artificial 

barriers and unfair treatment) faced by minority applicants in the hiring process (Moss & Chris, 

2003; Neckerman & Kirschenman, 1991; Devah Pager et al., 2009). This thesis focuses on 

external obstacles because a fair hiring process is the precondition to compare the competences 

of majority and minority groups applicants. For instance, Asian-Americans are seen as a model 

minority group (Gottman et al., 1998) in the U.S. based on high educational attainments (U.S. 

Bureau of Labor Statistics, 2014; Hirshman & Wong, 2017; Nord et al., 2011; Roth et al., 2017; 

Sakamoto et al., 2009), but also experience higher unemployment than White Americans. 

Sakamoto et al., (2009) found that 49% of Asians completed college versus 30% of Whites. 

More recently, 59% of Asian workers had a college or higher degree compared to 37% of Whites 

( U.S. Bureau of Labor Statistics, 2014, 2014). Further, national surveys also showed that Asian-

Americans have higher SAT scores than Whites (Nord et al., 2011; Roth et al., 2017). Thus, 

other external factors beyond competence need to be considered as well. Moreover, even though 

White people generally achieve higher scores than most minority groups in many selection tests 

(e.g., SAT, cognitive ability tests, and interviews), it does not mean that White applicants are 

better than all minority applicants in every interview. In fact, in an interview or resume 

screening, White applicants are generally evaluated more positively than minority applicants 
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who are identical in their abilities. Gaddis (2015) and Oreopoulos (2011) illustrated that in the 

first step of hiring practices, resume screening: resumes containing obvious racial cues (e.g., an 

African-American or Asian name) led to 30-50 percent fewer callbacks from employers 

compared to equivalent resumes without such cues. This indicates that with equivalent abilities 

described in the resume, minority groups still receive fewer callbacks. Therefore, we need to pay 

more attention on the existence of artificial barriers and unfair treatment towards minority 

applicants.  

Compared with majority applicants, Braddock and McPartland (1987) and Wilson (1987) 

found that minority groups face more barriers, for instance, they have less access to job networks 

and, when seeking lower-skilled jobs, underutilize their networks. As such, minority groups 

inevitably have fewer opportunities to get an interview than majority applicants, ultimately 

leading to lower employment. And, even when minority applicants are invited for interviews, 

they are more likely to experience unfair treatments because of racial bias. Given that the 

interview is a part of the selection process of nearly every organization (Brenner, 2016; Cascio, 

1991; Huffcutt et al., 2001; Ployhart et al., 2017), if racial bias exists during the process, 

minority applicants will be directly blocked or screened out from their “dream jobs”.  

With the growing popularity of the concept of diversity, many people believe that 

diversity could be a solution to reduce racial bias in the interview. Unfortunately, research results 

showed the opposite. Evidence suggests that the efficacy of diversity in most organizational 

practices was limited (Kalev et al., 2006). In fact, some of the most popular organizational 

initiatives activated the racial bias instead of reaching its aims to reduce the discrimination 

(Dobbin et al., 2015). For example, Pager and  Quillian (2005) showed that the hiring policies 

described by employers could radically diverge from actual practices. Kang et al. (2016) also 
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found that companies with diversity statements were not discriminating Black and Asian 

applicants less than those without such statements. Castilla and Benard (2010) highlighted that 

when a company's core values emphasized the importance of fairness and meritocracy, the hiring 

managers may, in contrast, show more bias in evaluation decisions. These results indicate that 

the diversity practices in organizations have achieved limited success in reducing racial bias in 

the interview; instead, these results point out a key but overlooked element—how to effectively 

control interviewers' racial bias in hiring practices. 

Impact of interviewers' racial bias on interviews 

Discrimination could influence applicants' performance and the interview evaluation by 

interpersonal discrimination and formal discrimination, respectively (Agerström & Rooth, 2011; 

Dipboye & Colella, 2013; Dovidio et al., 1998; Kaiser & Pratt-Hyatt, 2009; Rakić et al., 2011). 

As a specific type of discrimination, racial bias can directly or indirectly impact both applicants' 

actual performances as well as their interview evaluations. In terms of interpersonal 

discrimination, interviewers assess applicants based on their performances in the interview, but 

interviewers could change design elements of the interview between applicants, which might 

lead to actual poorer performances of minority applicants. In terms of formal discrimination, 

interviewers may pay less attention to applicants' actual performance in the interviews, and their 

evaluations could mainly rely on applicants' race. More information about interpersonal 

discrimination and formal discrimination will be provided in the following paragraphs. 

Interpersonal discrimination. Racial bias could impact minority applicants' 

performance directly via interpersonal discrimination during the interview process. Dunnette and 

Bass (1963) 's statement that the personnel interview is the most widely used method to select 

and evaluate employees holds true today. Thus, in order to gain an job offer, applicants need to 
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show their best performance in the interview, achieving higher evaluation scores. However, the 

interview is a dual interaction between interviewers and applicants. Thus, applicants' 

performance is not only determined by them but also influenced by interviewers. Specifically, 

interviewers could actively or passively impact the interview performance of minority applicants 

via unstructured interviews that comprise conversation-like interview questions and follow-up 

questions that both vary from applicant to applicant (Blackman, 2002). The unstructured 

interview has remained the most common and popular interview form globally for over a century 

and is perceived by human resources (HR) executives as a more effective selection method than 

others (Dipboye, 1997; Highhouse, 2008; Roulin & Bangerter, 2012; Terpstra et al., 1996; Van 

der Zee et al., 2002). Specifically, Van der Zee et al. (2002) found that, in the Netherlands, only 

about half of the managers developed their interview questions based on a strict job analysis 

procedure; most of them used unstandardized questions and follow-up questions that both varied 

from applicant to applicant. In Switzerland, Fernandez and Pougnet (2018) found that the 

unstructured interview was the most dominant interview form in the hotel industry, regardless of 

hotel star rating. In the United States, as well, the unstructured interview remains the most 

common interview form (Dipboye, 1997; Wiersma, 2016).  

However, the popularity of the unstructured interview is inconsistent with its actual 

effectiveness because unstructured interviews have been criticized for their low reliability, low 

validity, and susceptibility to different biases (e.g., race, gender, and disability) (Arvey, 1979; 

Campion et al., 1988, 1994; Kausel et al., 2016; McDaniel et al., 1994; Schmidt & Hunter, 1998; 

Schmidt & Zimmerman, 2004; Wiesner & Cronshaw, 1988). Huffcutt and Arthur (1994) found 

that structured interviews, consisting of standardized interview questions and response scoring, 

increase predictive validity to .57. The most common format of an unstructured interview is 
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unplanned (Campion et al., 1988), inconsistent (Blackman, 2002; Schmidt & Zimmerman, 

2004), and consists of informal, conversational questions (Chauhan, 2019; Van der Zee et al., 

2002; Way & Thacker, 1999). Thus, each applicant might face different interview procedures 

and questions (Pursell et al., 1980), increasing the possibility of interviewers' racial bias having a 

negative effect on applicants' performance (Madera & Hebl, 2013; Wegner, 1994). For instance, 

during unstructured interviews, interviewers could discriminate minority applicants by asking 

them job-unrelated questions (Azarpazhooh et al., 2008) and spending less time on the interview 

(Hebl et al., 2002; Kleck et al., 1966).Less interview time and fewer job-related questions 

decrease minority applicants’ opportunities to show their job-related capabilities and experience 

in the interview. Thus, minority applicants' abilities are inevitably underestimated.  

Besides active approaches, interviewers' racial bias could impact minority applicants' 

interview performance in the interview process passively. Even if interviewers do not express 

their racial bias directly, it might (unconsciously) impact their non-verbal behaviors. Previous 

research has demonstrated that, despite a disavowal of prejudice, individuals' underlying 

interracial negativity often caused behavioral expression, particularly with nonverbal behaviors 

that are hard to control (Dovidio & Gaertner, 2004). For instance, studies have shown that White 

people who harbor automatic negative reactions towards minority groups tend to show fewer 

approach-oriented nonverbal behaviors (e.g., eye contact, smiling, forward body leaning) and 

more avoidance-oriented behaviors (e.g., gaze aversion, increased interpersonal distance) during 

interracial interactions (Dovidio et al., 2002; Fazio et al., 1995; Greenwald et al., 2009; 

McConnell & Leibold, 2001). In the interview, interviewers’ underlying negativity may also 

“leak out” behaviorally when interacting with minority applicants. Minority applicants may be 

able to detect and interpret such underlying negative signals and have negative reactions (Krysan 
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& Couper, 2017; Shelton et al., 2009; Tropp, 2007). Specifically, they might put less effort and 

provide shorter answers in the interview. In extreme cases, applicants might choose to refuse 

communication with a sense of reticence. Therefore, minority applicants might provide less 

information about their abilities and experience than majority applicants, leading to poorer 

interview performance and lower evaluation scores. 

Formal discrimination. Interviewers' biases can directly impact their evaluation of 

applicants in the interview via racial stereotypes or similarity effects. For racial stereotypes, 

although some races benefit from some stereotypes (e.g., Asian people are good at mathematics), 

the main body of research showed that minority applicants are evaluated less favorably than 

majority applicants (Arvey, 1979; Colella et al., 2017; Parsons & Liden, 1984; Sackett & 

DuBois, 1991), which is consistent with studies in social cognition (Fiske & Taylor, 1991) and 

tribal stigma (Goffman, 1963). Similarly, interviewers can form a negative initial impression of 

an applicant from a specific minority group based on real or imagined attributes associated with 

that racial group. As a result, when interviewers distinguish applicants' races in the interview 

(e.g., based on visual or accent cues), minority applicants are rated lower in the interview 

performance than the majority applicants, even though they are equally qualified for the job.  

Similarity effects play a significant role in interview evaluation as well. The similarity 

effect indicates that individuals prefer others they believe are similar to them (Byrne, 1997; 

Clark & Fiske, 1892; Montoya & Horton, 2013). A meta-analysis of over 300 similarity studies 

observed that similarity produces a positive, moderate size, effect on attraction (Montoya et al., 

2008). Those attractions produce benefits for certain groups. For example, studies have found 

that minorities have a higher likelihood of being hired, promoted, or evaluated favorably when 

there are more minorities in positions of power in an organization or industry (Cardy & Dobbins, 
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1986; Cohen et al., 1998; DiTomaso et al., 2007; McGinn & Milkman, 2013; Roth, 2004). 

Further, in a meta-analysis of ratee race effects on performance ratings, Kraiger and Ford (1985) 

found that both majority and minority raters gave significantly higher job performance ratings to 

members of their own race. Pulakos et al. (1989) also found significant interactions between rater 

race and ratee race on evaluations of job performance, indicating that the ratee received higher 

scores when they shared the race of the rater. According to the similarity effect, in the interview, 

if interviewers are White, White applicants are more likely to be rated higher. Further, White 

people (Non-Hispanic) are the majority of the population, occupying 60.1% of the whole U.S. 

population, while Black and Asian are 12.2% and 5.6%, respectively (Ghosh, 2020). Thus, it is 

much more likely for majority than minority applicants to share the same race as interviewers 

and thus to benefit from the similarity effect in the interview. 

According to the research mentioned above, three primary issues should be addressed 

when dealing with the effects of interviewers’ racial bias: specifically, unstructured interviews, 

dual interactions, and exposure of racial cues. Many interview methods are insufficient in 

controlling these issues. Thus, the racial bias remains a severe issue in the interview. However, 

the emergence of asynchronous video interviews (AVIs) is a potential solution to control the 

negative effect of interviewers’ racial bias, although this is not the initial intention behind AVIs.   

Asynchronous video interviews (AVIs) 

What are AVIs? 

 Prior to illustrating how AVIs can reduce racial bias in the interview process, it is 

important to clarify how AVIs work. AVIs, a new type of technology-mediated interview, have 

become increasingly popular in the past several years as a screening method and as an alternative 

to standard in-person interviews (Langer et al., 2016). Generally, in AVIs, all applicants who 
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apply for the same position are asked to log into a web platform, and to independently video-

record their responses via their webcam to a standard list of questions, which can appear as either 

on-screen text or as pre-recorded videos of an individual asking the question (Brenner et al., 

2016). Hiring managers later review and evaluate all applicants' video responses based on the 

same performance criteria. AVIs can thus be used very similarly to in-person, structured 

interviews but without interactions between applicants and interviews as applicants and 

interviewers both complete their responsibilities independently (Brenner et al., 2016; Chamorro-

Premuzic et al., 2016).  

In order to satisfy the growing demand to efficiently recruit and hire from an increasingly 

global workforce, organizations have turned to digital interview technology to assist with many 

recruitment and selection activities (Reynolds & Weiner, 2009; Ryan & Ployhart, 2014; Tippins, 

2015), especially during the pandemic period. Although all digital interview technologies—

phone interviews, video conference interviews, and AVIs—reduce the potential costs (e.g., time, 

finance, resources, and labor) compared to in-person interviews, AVIs provide extra benefits: 

more flexibility (no need for scheduling interview time), consistency (no differences in the 

interview procedure between different applicants), standardization (no impact of interviewer 

behavior on applicant performance), and analytical possibilities (possible automatic evaluation of 

the interviews) (Langer et al., 2017). In fact, ConveyIQ (2019) reports that AVIs improved 64% 

time-to-hire rates and reduced travel costs by up to 50%. Thus, AVIs are a more cost-effective 

option for organizations that are willing to broaden the scope of their applicant pool, both in 

terms of applicants' location and the number of potential applicants. For these reasons, many 

providers (e.g., HireVue, Vidrecruiter, Sparkhire) are offering AVI platforms and services for 
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organizations and many large employers (e.g., Dell, Hershey, Oracle, Wal-Mart, and Geico) 

using AVIs in their hiring process (Torres & Gregory, 2018). 

AVIs to reduce racial bias in interviews 

 AVIs have several inherent advantages for reducing racial bias against minority 

applicants, both in terms of their actual interview performance and interviewers’ evaluations. For 

interview performance, AVIs eliminate interpersonal discrimination in both active and passive 

ways because all applicants are required to independently complete a AVI in a standardized way, 

using a structured interview approach, which is a one-way communication without any influence 

from the interviewer.  

The structured interview is an effective approach to reduce racial bias by preventing 

interviewers from changing interview design elements. Further, the structured interview that 

consists of formal, job-related questions is higher in validity and reliability than the unstructured 

interview (Campion et al., 1994; Conway & Peneno, 1999; Kausel et al., 2016; McDaniel et al., 

1994; Pursell et al., 1980; Schmidt & Hunter, 1998; Schmidt & Zimmerman, 2004; Wiesner & 

Cronshaw, 1988). Campion et al. (1988) stated that the structured interview includes six steps: 

(1) develop interview questions based on a job analysis, (2) anchor the rating scales for interview 

questions with examples and descriptions, (3) ask the same interview questions to all applicants, 

(4) follow a consistent process for all applicants, (5) set up an interview committee to rate 

answers according to the same standard, (6) give extra attention to job-relatedness, and 

documentation in accordance with testing guidelines. A meta-analysis that included 31 studies 

reported that the differences of rating scores between Black and White applicants are smaller (d 

=.23) in structured interviews, compared to in unstructured interviews (Huffcutt & Roth, 1998). 
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 Two of those elements are present in all AVIs. More precisely, the third element (i.e., 

asking the same interview questions to all applicants) and the fourth element (i.e., following a 

consistent process for all applicants) are by default included in all AVIs. The other elements can 

be integrated in AVIs but are not automatically applied. For instance, not all companies or 

organizations use multiple raters. Further, organizations can develop AVIs without doing a 

proper job analysis or might use unstructured evaluation/rating. Interviewers could choose to 

make an evaluation directly by skipping or stopping watching recorded interview videos of 

applicants. Yet, since interviewers have no opportunity to actively change key interview 

elements (e.g., asking fewer questions or shortening interview time) in AVIs, their racial biases 

cannot actively impact minority applicants' chances to perform.  

 Moreover, because AVIs involve one-way communication, they are also an effective way 

to control the effect of interviewers' non-verbal behaviours which can passively impact minority 

applicants' performance. Although the structured interview is insufficient to control interviewers' 

unconscious non-verbal behaviours, AVIs solve this issue by default because applicants and 

interviewers complete their part independently. Without interactions, interviewers' non-verbal 

behaviors cannot impact minority applicants' interview performances. Thus, interviewers' 

automatic nonverbal reactions, regardless of whether they are approach-oriented or avoidance-

oriented, will not influence applicants' emotions or performance in AVIs. 

In sum, AVIs’ highly structured nature can help control or eliminate the negative effect 

of interviewers' racial bias on minority applicants' actual performance and on their evaluation. 

However, it is essential to note that structured interview design elements are not the default 

nature of AVIs. When an AVI doesn't satisfy all six elements of structured interviews, biased 
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interviewers can still directly rate minority applicants lower, even if their actual performance was 

not impacted by interviewers’ racial bias.  

Limitations of AVIs to reduce racial bias 

 There are several reasons for why AVIs will not completely eliminate racial biases. 

Firstly, in the traditional interviews, applicants' demographic characteristics play a significant 

role in interviewers' final evaluation (Barrick et al., 2009). Barrick et al. (2012) found that 

interviewers’ initial impressions of applicants formed in the rapport-building stage are highly 

predictive of interview outcomes. A meta-analysis conducted by Thorsteinson (2018) also found 

evidence that final hiring decisions might be determined early in the interview process instead of 

based on actual interview performance. Likewise, in AVIs, Torres and Gregory (2018) found that 

hiring managers' combined ratings of physical attractiveness and style were strongly correlated (r 

= .71) with interview evaluations. Although AVIs can eliminate some of the effects of 

interviewers' racial bias on minority applicants' interview performance, physical attractiveness 

and styles are obvious demographic characteristics interviewers easily observe in the first several 

seconds when they watch record videos in AVIs. Given that, when watching and rating the first 

recorded answer, biased interviewers might form inaccurate and negative impressions of 

minority applicants based on those characteristics. The final evaluations of minority applicants 

would be dominated by those inaccurate and negative impressions.  

 Moreover, in AVIs, interviewers have a unique opportunity to evaluate applicants based 

mainly on demographic characteristics: they could choose to skip submissions that are 

inconsistent with their initial impressions formed based on demographic characteristics (Torres 

& Mejia, 2017), directly leading to unfair evaluations. In traditional interviews, especially in 

structured interviews, interviewers are forced to collect information about applicants’ job-related 
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abilities by various interview design elements (e.g., job-related questions and a standard 

procedure). They thus form more accurate impressions and make relatively fairer evaluations, 

which limits the influence of demographic characteristics. In contrast, skipping or stopping 

watching recorded interview videos of applicants is a unique component of AVIs (Lukacik et al., 

2020). While there are no empirical studies examining whether (or to what extent) raters do skip 

video-responses from applicants they formed negative first impressions about in AVIs, it can be 

reasonably assumed that some interviewers (e.g., those biased against minorities) may be more 

likely to do it. As mentioned above, interviewers might form initial impressions of an applicant 

at the beginning of both traditional in-person interviews and AVIs. Yet, AVIs allow interviewers 

to rate applicants without completely reviewing all recorded interview videos, while it is more 

difficult to stop or cut-short an in-person interview. If interviewers choose to do that, the 

potential benefits of the structured elements in AVIs for controlling racial bias when evaluating 

minority applicants' performance disappear. Final evaluations become merely based on 

demographic characteristics without information that shows applicants' interview performances 

or job-related abilities. Further, if AVIs do not involve a panel of interviewers, no one could 

prevent or monitor interviewers' review process. 

 Lastly, AVIs include more demographic characteristic information than traditional 

interviews. In traditional interviews, interviews are conducted in the same location, an office in 

the hiring companies, for all applicants. Thus, the primary source of demographic characteristics 

is applicants' physical and professional appearance. In AVIs, interviewers have more access to 

demographic characteristics from applicants' interview location and background content 

(Lukacik et al., 2020). For instance, when applicants record their interviews in their room, the 

decorated style might indicate their race and even religious affiliation. Many studies have 
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indicated that evaluators rely more on demographic characteristics in evaluations of current and 

future performance when more relevant demographic information is available (Fiske, 2014; 

Kunda & Thagard, 1996; Macrae et al., 1999).  Likewise, in AVIs, with more information about 

applicants’ demographic characteristics, interviewers might rely more on this information than 

interview performance and job-related abilities when making final evaluations, leading to racial 

bias. Given above limitations with AVIs, I propose the following hypothesis: 

H1a: In the AVIs with video mode, majority applicants will get higher interview 

performance scores than minority applicants. 

The main body of literature on the effect of interviewers' racial bias on minority 

applicants focuses on Black applicants. In the U.S., since the Civil Rights Movement of 1960 

(Donohue & Heckman, 1991; Wilson, 1987), the barriers faced by African Americans are 

decreasing, regardless of legal and social reforms. However, hate crimes against Black 

Americans have been rising since the 2016 presidential election (Federal Bureau of 

Investigation, 2018), indicating that anti-Blackness continues to be profoundly woven into U.S. 

society (English et al., 2020). The literature on Black applicants is consistent with the trend of 

racial discrimination against African Americans in society. Quillian et al., (2017) conducted a 

meta-analysis from 1989 to 2015 and found that, compared to African Americans, White 

applicants receive 36% more callbacks on average; this shows there has been no change in the 

level of hiring discrimination against African Americans over the past 25 years.  

Besides African Americans, other minority groups are also victim of racial discrimination 

in the workplace, including in the interviews. In recent decades, the examination of racial bias 

against other minority groups has always been limited by the polarization of racial discourse as a 

Black and White issue (Juhn & Kim, 1999; Reskin et al., 1999). As a result, there is a shortage of 
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studies on other minority groups, especially Asian American (Roth et al., 2017), reflecting a 

severe gap in the literature (Cheng & Thatchenkery, 1997; Lai & Babcock, 2013; Thatchenkery 

& Cheng, 1997). The population of Asian Americans is growing faster than all other racial and 

ethnic groups, so these 20 million individuals' racialized experiences must be included in our 

conversations on race (Atkin et al., 2018; Lopez et al., 2017). Compared to other minority 

groups, Asian Americans are always considered as a "model minority'' because of their higher 

level of education and  occupational achievement  than other groups (Kolbrin et al., 2008; 

Mattern et al., 2008; Roth et al., 2017). However, Asian Americans are still facing racial 

discrimination in the workplace. In 2000, a national survey that included 1218 adult Asian 

Americans found that 40 percent of those experienced unfair treatment in the workplace (e.g., 

getting jobs or promotions) because of others' racial bias (Lien, 2004). Further, a 2007 Equal 

Employment Opportunity Commission report also illustrated that Asians represented 10.15 

percent of professional employment, but only 3.70 percent of executive/senior-level officials and 

managers. In contrast, non-Hispanic Whites showed a reverse pattern constituting 76.24 percent 

of the professional workforce but 87.42 percent of executive/senior-level positions (U.S. Equal 

Employment Opportunity Commission, 2007).        

Although there are many differences between African and Asian Americans, in the 

resume selection, the effect of racial bias on African and Asian Americans are similar. Past 

research demonstrates that resumes containing distinctively African American or Asian names 

on average lead to 30-50 percent less callback from employers than do otherwise equivalent 

resumes without those minority names (Bertrand & Mullainathan, 2004; Gaddis, 2015; 

Oreopoulos, 2011). Kang et al. (2016) also indicated that with African or Asian names and 

experience in resumes, callback rates are around 10%. After “whitening” names and experience 
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(e.g., changing first or last names and removing related ethical experience), the callback rates for 

African and Asian applicants grow to a similar level—25.5% and 21%, respectively. According 

to the above results, I assume that Asian Americans, as a visible minority like African 

Americans, might be subject to racial discrimination in the interview at a similar level. As 

demonstrated by Behrend et al. (2012), discrimination based on visual cues could extend into the 

digital world. I propose the following hypothesis: 

H1b: In the AVIs with video mode, there is no difference between the interview 

performance scores of Black and Asian applicants. 

Overcoming the limitations of AVIs 

To reduce the racial bias, AVIs, besides using structured elements, have to limit 

demographic information available to interviewers and prevent interviewers from skipping 

submissions inconsistent with their initial impressions formed based on demographic 

characteristics. Reducing sources that contain information about applicants’ demographic 

characteristics would help interviewers develop accurate impressions of applicants. When 

forming impressions of others, individuals integrate the full range of information and 

characteristics collected, including demographic characteristics and individuating information 

(Fiske & Neuberg, 1990). In the workplace, individuating information refers to job-related 

knowledge, skills, abilities, personality traits, behaviors, and attributes of a specific individual 

(Copus, 2005). As the more individuating information becomes available, the less influence 

demographic characteristics tend to have (Kunda & Thagard, 1996). Then, relying more on 

individuating information, interviewers are more likely to form accurate impression of applicants 

and make fair evaluations. Cotter et al. (1982) demonstrated that, in telephone interviews, 

interviewers' race had little or no effect on applicants' performance on questions that are 
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unrelated to the race as telephone interviewers show less interviewers' demographic 

characteristics than face-to-face interviews. Likewise, compared with video, audio-only 

responses provide fewer demographic characteristics, particular racial cues, about applicants to 

interviewers (Silvester et al., 2000).  

Similarly, in AVIs, one potential solution is to require interviewers to assess applicants 

based on audio-recorded answers, as demographic characteristics mainly are presented by visual 

cues (e.g., appearance, skin color, hair color, and room decorated styles). Like telephone 

interviews, in AVIs interviewers could be only provided access to the audio of applicants' 

responses without the image and any visual elements of race. As forming initial impressions 

about others is inherent to human nature, it is impossible to eliminate interviewers' initial 

impressions of applicants. Further, people tend to form the initial impression too soon and then 

stop making any adjustment. Empirical findings also support that individuals are less willing to 

seek out individuating information on their own (Cameron & Trope, 2004) but rather try to form 

an impression of a target as soon as they feel they collect enough information to form a plausible 

evaluation (Epley & Gilovich, 2004). In the audio-only AVI version, the lack of obvious visual 

cues makes it more difficult for interviewers to form applicants' impressions merely based on 

demographic characteristics, although some cues (e.g., accent) remain. Therefore, interviewers 

are more likely to form more accurate impressions of minority applicants by forcing them to pay 

more attention to individuating information (e.g., answers to job-related questions). This 

potentially reduces the effects of racial bias on interview evaluation and leads to a fairer 

assessment between majority and minority applicants based on their interview performance.      

H2a: In the audio-only AVIs, there is no difference between the interview performance 

scores of Black and Asian applicants as compared to White applicants. 
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Although using audio-only to replace the video as interview material helps controlling 

job-unrelated demographic characteristics, it also limits the individuating information, mainly 

visual cues, interviewers collect from applicants, thus harming the quality of interviews to some 

extent. Silvester et al. (2000) and Silvester and Anderson (2003) also demonstrated that, 

compared with in-person interviews, applicants received lower evaluations in telephone 

interviews. According to previous literature, the absence of visual cues might cause three 

primary types of information loss: (a) loss of nonverbal information (e.g., eye contact, facial 

expression and body language), (b) loss of contextual information (e.g., environment and 

physical features of applicants), and (c) misunderstanding of responses (Barrick et al., 2009; 

Blacksmith et al., 2016; Chapple, 2013; Creswell et al., 1998; Sturges & Hanrahan, 2004; Sweet, 

2002; Walter, 1979). The absence of contextual information encourages interviewers to form 

more accurate impressions by helping them focus on individuating information (e.g., response 

content) and ignore job-unrelated demographic characteristics. However, the other two types of 

information—nonverbal information and the misunderstanding of responses—can impair 

interviewers’ ability to collect individuating relevant information about applicants, leading to 

lower evaluation scores because of incompetence. Particularly, the loss of nonverbal information 

is linked to negative perceptions of intelligence (Borkenau & Bielefeld, 1995; Larsen & 

Shackelford, 1996); and the misunderstanding of responses could lead to poor perceptions of 

interpersonal skills (Walter, 1979). Thus, in the AVIs, rating applicants merely based on audio-

only answers might cause similar results as telephone interviews, leading to lower evaluations of 

all applications. 

H2b: In the audio-only AVIs, applicants (from all races) will get lower interview 

performance scores than in the video AVIs. 
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To reduce the influence of demographic characteristics while still gathering sufficient 

information from applicants, I propose one possible approach is to use a partially blind mode: 

present audio-only mode for the first several questions, followed by video mode for the 

remainder of the interview. The model is supposed to decrease the negative impacts of the 

anchoring effect caused by various demographic characteristics, encouraging interviewers to 

make fair evaluations based on applicants' individuating information. The whole interview 

process, according Chapman and Johnson (2002), is an anchoring procedure where many cues 

(e.g., applicant's stigma and skin color) impact interviewers' initial impressions of a applicant 

prior to final evaluation. Further, in the interview, the anchoring effect refers to an interviewer's 

final evaluations dominated by a given 'anchor value' (e.g., initial impression) formed at the 

beginning of the interview (Derous et al., 2016; Eroglu & Croxton, 2010), and largely based on 

demographic characteristics. This aligns with confirmatory hypothesis testing—one of the 

currently dominant views of the anchoring paradigm (Chapman & Johnson, 2002; Mussweiler & 

Strack, 1999): interviewers might focus on evidence that is similar to the anchor value, activating 

aspects of applicants' interview performances that are consistent with their first impressions. The 

findings of Mathis et al. (2014) also supported this, finding that some interviewers had decided 

whether an applicant was suitable or not in the first two to four minutes of the interview. In the 

rest of the interview, interviewers only focused on evidence that supported their decisions.  

However, the experimental studies conducted by Buijsrogge et al. (2020) proposed a 

solution to effectively control the anchoring effect. In their studies, if the interview is a partially 

blind interview (using a curtain to separate interviewers and applicants in the initial rapport-

building stage), there was no difference in interviewers' initial impression of applicants with a 

facial stigma and non-stigmatized applicants in the rapport stage. And, the anchoring effect was 



REDUCE RACIAL BIAS ON INTERVIEWS 

 
 

29 

decreased for applicants with uncontrolled, visual stigma (i.e., skin disorders like psoriasis, 

severe acne or abnormal pigmentation; vascular anomalies like extreme facial blushing; burn 

scars; congenital facial deformations, etc.), leading to a fairer final evaluation than normal face-

to-face interviews. Specifically, in the rapport-building stage, using the curtain to separate 

interviewers and applicants eliminated visual cues, thus preventing interviewers from forming a 

negative impression of applicants with a facial stigma. Then, in the questioning phase of the 

interview, even after removing the curtain and presenting facial stigma cues, interviewers still 

paid more attention to applicants' job-related information, reducing the negative effects of the 

stigma on the final evaluation. Facial stigma and racial cues both are heavily based on visual 

information, thus, I assume that the partially blind model in the AVI could work as the curtain in 

controlling interviewers' bias.  

The main goal of this partially blind model in AVIs is to help interviewers form accurate 

initial impressions based on individuating information. Then, using those accurate impressions to 

control racial bias that are mainly triggered by demographic characteristics presented via visual 

cues, leading to more accurate evaluations in the end. For instance, if an AVI contains six 

questions, interviewers assess an applicant by reviewing the first three questions in audio-only 

mode and the last three questions in video mode. In the first three questions, interviewers have to 

evaluate applicants by listening to their responses. Without images and other demographic 

characteristics, interviewers are forced to collect individuating information from response 

content, leading to less racial bias in initial impressions of minority applicants. After forming 

relatively fair impressions of applicants, in the last three questions, interviewers are required to 

assess applicants in video mode answers as normal AVIs. In the video mode, interviewers have 

more sources to gain sufficient information about applicants, including demographic 
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characteristics and individuating information. However, as explained earlier, the impact of 

demographic characteristics on evaluations would decrease when more individuating information 

becomes available (Kunda & Thagard, 1996). Further, the anchoring effect would be more 

limited if interviewers form a relatively fair initial impression at the beginning of an interview 

(Buijsrogge et al., 2020), leading to a fair final evaluation based on applicant's actual 

performance. 

H3a: In the partially blind mode, there is no significant difference between the interview 

performance scores of Black and Asian applicants as compared to the White applicants.  

Demographic characteristics can potentially impact interviewers' judgment at any 

interview stage, regardless of how much individuating information has been obtained (Kunda & 

Spencer, 2003; Kunda & Thagard, 1996; Wessel & Ryan, 2008). Thus, in the last three 

questions, with demographic characteristics visible, White applicants might still receive higher 

evaluation scores than minority applicants. Yet, the partially blind AVI mode ensures relatively 

fair initial impressions of applicants and evaluations of the first three interview responses. Thus, 

the potential effect of interviewers' racial bias will be limited to the last three questions. 

Moreover, the relatively fair impressions formed in the first three audio-only questions are 

supposed to have a lasting impact on controlling the influence of demographic characteristics in 

the last three questions too. Given that, we should only observe a small increase in the scores for 

majority applicants and a small decrease in the score of minority applicants in the last three 

questions. 

H3b: In the partially blind mode, there is no difference between the performance scores 

the first three questions and the last three questions for applicants from all three races. 
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Besides the three modes discussed above, interviewers' individual racism level could also 

impact the relationship between applicants' race and evaluations of their interview performance 

(i.e., act as a potential moderator). Psychological research finds that some people are more biased 

than others, including when it comes to racial bias. Nosek et al., (2002) found that over 80% of 

White people showed significant evidence of anti-Black bias at different levels, while the rest 

were nonbiased individuals. Further, Purkiss et al., (2006) demonstrated that individuals' racism 

levels are negatively associated with the favourable judgments of the applicants, affecting final 

hiring decisions. Specifically, White people with racist tendencies will be especially likely to rate 

minority applicants' performance lower. In accordance with the previous discussion of racial 

bias, it would be expected that minority applicants would be evaluated lower by White 

interviewers who hold higher racism views across three AVI modes. 

H4: In the three modes of AVIs (i.e., the video, audio-only, and partially blind modes), 

the relationship between applicant's race and evaluations of their interview performance will be 

moderated by interviewers' racism level, such that minority applicants will receive especially 

lower evaluations when interviewers have higher racism scores. 

Method 

Design 

The design of the study is a 3 (applicants' race: White, Black, Asian) × 3 (interview 

mode: video, audio-only, first audio then video) factorial between-subject design, with 

participants’ level of racism as individual-level moderator. Participants acted as interviewers and 

were randomly assigned into one of nine conditions to watch the recorded responses from one 

applicant (from three actors of different races who complete a six-question interview based on 

the same script), and to rate the applicant's performance. 
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In summary, H1ab, H2ab, and H3ab examine how the interaction between applicants' 

race and the interview mode impact evaluation. H4 looks at the moderating role of interviewers' 

racism on the relationship between applicants' race and evaluations of their interview 

performance in the three modes.  

Specifically, H1 tests, in the video mode, (a) whether minority applicants are evaluated 

more negatively than White applicants and (b) whether there are any difference between Black 

and Asian applicants. 

H2 tests (a) whether the audio mode could eliminate race-based differences in evaluations 

and (b) whether applicants receive lower scores in the audio mode than in the video mode. 

H3 tests (a) whether the partially-blind mode could also effectively eliminate race-based 

differences in evaluations and (b) whether the introduction of visual cues later in the interview 

does impact evaluations. 

H4 tests whether interviewers' racism level is a significant moderator of the relationship 

between applicant's race and evaluations of their interview performance across the three modes. 

Power Analysis 

An a priori power analysis was conducted using G*Power to determine the necessary sample 

size to achieve a power of .80. A small-effect size of .10 was used as this was the most 

conservative effect size found in Mccarthy et al., (2010), which examined the degree to which 

highly structured job interviews are resistant to demographic similarity effects. An effect size of 

.10 should be sufficient as the interviewer's radical bias is the main part of our research. The 

analysis revealed that a final sample of 327 participants is necessary. Assuming that ~10 percent 

of participants will not complete the study or pass the attention check; the plan was to recruit 360 

participants. 
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Participants 

Recruitment. Participants were recruited via Prolific (www.Prolific.co), an online 

platform that provides access to participants willing to complete research studies in exchange for 

financial compensation (Palan & Schitter, 2018). Every Prolific participant who completed the 

survey was paid £3.50. Recruiting from Prolific provides a more reliable sample of specific and 

experienced participants than recruiting directly from organizations or student pools. Thus, this 

platform allows the acquisition of high-quality data in terms of response rate, internal reliability 

and naivety for analysis (www.mturk.com; Peer et al., 2017).  

Selection and screening. In order to control the impact of other factors (e.g., the 

interaction between gender and race), all participants were required to be male, White, at least 

18-year-old, and from the U.S. with hiring experience. Participants' data was excluded if they 

didn't complete the survey or failed two or more attention check questions. Among the 354 

participants who contributed data to this study, 35 individuals were excluded. Specifically, 27 

participants had no or little data, and eight individuals just passed one attention check question. 

Demographics. On average, participants were 39.99 years old (SD=12.20). Of the 319 

participants who were included in the analyses, 76.8% (n = 245) were employed full-time, 10.0% 

(n = 32) employed part-time, and 3.4% (n = 11) unemployed and actively seeking work, and 

9.4% (n = 30) unemployed and not actively seeking work. The sample was well-educated as 

9.7% (n = 31) held a doctoral degree, 34.2% (n =109) held a master's degree, 34.8% (n =111) 

held a bachelor's degree, 7.8% (n = 25) held an associate and professional degree, 13.2% (n = 42) 

completed high school, and 0.3% (n = 1) chose other. Participants had a mean of 6.53 years of 

experience (SD=7.79) as an interviewer. The mean number of traditional interviews that 
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participants had conducted in prior to the study was 51.98 (SD=266.73), and the mean number of 

AVIs they had completed in prior to the study was 4.25 (SD=8.78).  

Stimulus  

Job description. A job description for the role of Project Manager Job was created (see 

Appendix C) based on the online job analysis resources of similar and related roles (e.g., Project 

coordinator) from O*NET and NOC. The job description was created in majority by the thesis 

author, with reviews and edits offered by the thesis advisor.  

Interview questions and answers. According to critical competencies required for the 

Project Manager role, six structured interview questions and corresponding answers (see 

Appendix D) were created in majority by the thesis author, with changes made based on reviews 

and edits offered by the thesis advisor and by a group of Subject Matter Experts (SMEs) that 

consisted of I/O graduate students at Saint Mary’s University. Four past-behavioral interview 

questions and two situational interview questions were finally used in the study. Answer 

transcript were assessed on a 5-point scale using BARS anchored at 1-, 3-, and 5- point ratings; 

all six answers were around 3 point at an average level. 

Job applicants. In order to guarantee identical content in the interview, a three-step process 

was used to determine the actor used as the job applicant from each race (White, Black, and 

Asian). In the first step, I recruited two men for each race, then pilot tested short video 

recordings for each of them on various aspects (e.g., accent, pace, and perceived age) with a 

group of Subject Matter Experts (SMEs) that consisted of I/O graduate students at Saint Mary’s 

University. Results indicated that one of Asian job applicants acted a little bit differently from 

the others (i.e., perceived as having a thicker accent). Then, recruiting another Asian job 

applicant, the second pilot survey was conducted via Mechanical Turk with 50 participants to 
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test the perceptions of each actor about critical aspects of appearance (e.g., perceived 

attractiveness, likeability and health) based on the headshots of seven actors (i.e., three Asian, 

two Black and two White actors). Results showed that Asian 1 actor received significantly lower 

scores than the other six actors, leading to excluding him from the following steps. (see 

Appendix J). Meanwhile, the White 2 actor got generally higher scores than others, which is 

partly why I finally chose the White 1 actor for the thesis. Lastly, six applicants recorded their 

responses to a six-question AVI for the job based on the same answers with the thesis author via 

Zoom meetings. All recorded AVIs were rated by the thesis author and the thesis advisor. 

According to the results of the above three steps, one job applicant for each of the three races 

(i.e., the Asian 2, the White 1, and the Black 1 actors) was selected as they got the closest score 

in the pilot study and evaluations of the final recordings (see Appendix J). Finally, each 

applicant's interview in three different modes were prepared: video mode (all six questions), 

audio-only mode (all six questions), and partially blind mode (first three questions in audio-only 

mode, and the remaining three in video mode). 

Procedure 

Data for the study were collected through Qualtrics data collection software, linking to a 

Prolific account. The mean completion time of this survey was 28.78 minutes (SD = 12.35 

minutes; range: 5.95 to 115.20 minutes). Participants who were over the age of 18, White, male 

and from the U.S. had access to the survey via Qualtrics. Before starting the survey, participants 

reviewed an online consent form (See Appendix A) that highlighted the necessary information 

about our study (e.g., purpose, risks, benefits, and compensation). Those who agreed to the terms 

were randomly assigned to one of nine conditions in the 3 (applicants' race: White, Black, Asian) 

× 3 (interview mode: video, audio-only, partially blind) factorial between-subject design. They 
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were presented with a job description (see Appendix C) that outlined the responsibilities and 

desired skills and characteristics for the position they would later evaluate. Then, each 

participant viewed an AVI recording that included six questions. After reviewing each question, 

participants were required to rate the applicant's performance on that question. After reviewing 

all six questions (see Appendix D), participants were also required to rate the applicant's entire 

performance and how much they possessed the abilities/KSAOs described in the job description 

(see Appendix E). After completing the interview evaluation, participants indicated their degree 

of racial bias using a 20-item self-report Color-Blind Racial Attitude Scale (CoBRAS) (Neville 

et al., 2000) (see Appendix F).  

Finally, after two manipulation questions, participants were required to complete a 

demographics questionnaire that included questions about their highest level of education, 

employment status, interviewer experience, conventional interview experience, AVI experience. 

After the demographic questionnaire (See Appendix G), participants presented with the 

debriefing letter (See Appendix H) and thanked for their participation in the study. Participants 

were paid via Prolific. 

Measures 

Interview Rating Scales (Gorman et al., 2018). A revised version of the “Rating Scales 

Used to Code AWBVIs” was used by participants to rate applicants' performance in the 

interview (see Appendix E). The revised scale included three parts: the first part required 

participants to assess an applicant's performance based on six interview questions, and the 

second part required participants to assess an applicant's specific KSAOs as mentioned in the job 

description, the final part required participants to assess the overall impression of an applicant. 

The first part contained one item: "Please give your evaluation of the quality of the applicant's 
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performance on this question using the following rating scale" (asked after each question). The 

second part includes all related KSAOs with a brief explanation. A sample item is "Based on the 

applicant's performance in the interview, please use the following rating scale to make an 

inference regarding the applicant’s true level in each of the following work-related attributes" for 

"Teamwork / Collaboration". In both parts, responses were provided on a 5-point Likert scale (1 

= poor to 5 = excellent). The third part included two items: "According to your overall 

impression of the applicant, please answer the following questions, the applicant possesses the 

necessary knowledge, skills, and abilities to perform the duties of the position they interviewed 

for, and the applicant is a good match or fit with the organization". Responses were given on a 5-

point Likert scale (1 = strongly disagree to 5 = strongly agree).  

Color-Blind Racial Attitude Scale (CoBRAS) (Neville et al., 2000). The 20-item 

CoBRAS measure based on the work of Neville et al. (2000) was used to assess individual-level 

racial attitudes (see Appendix F). The CoBRAS consists of three sub-scales, specifically, racial 

privilege, institutional discrimination, and blatant racial issues. Racial privilege is referred to the 

blindness of the existence of White people' privilege. Institutional discrimination concerns a 

limited awareness of the implications of institutional forms of racial discrimination and 

exclusion. Blatant racial issues indicate unawareness to general, pervasive racial discrimination. 

Sample CoBRAS items include "White people in the U.S. have certain advantages because of the 

color of their skin" (White privilege), "Social policies, such as affirmative action, discriminate 

unfairly? against White people" (institutional discrimination), and "Racial problems in the U.S. 

are rare, isolated situations" (blatant racial issues). Responses were given on a 5-point Likert 

scale (1 = strongly agree to 5 = strongly disagree). The alpha coefficients for each of the three 
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sub-scales (i.e., racial privilege, institutional discrimination, and blatant racial issues) and the 

total score were .83, .88, .85, and .93, respectively. 

Attention Check. In order to filter out participants who were not fully attentive, three 

attention check items were dispersed throughout the post- interview portion of the study. These 

items were “Select “strongly agree” for this item.”, “I have never used a computer.”, and “I have 

been to Mars.”  

Manipulation Check. Two manipulation check items were also included in the survey to 

determine whether participants were attentive to the manipulation. At the end of the survey, 

participants were asked about the interview mode they were presented and the race of the job 

applicants they reviewed to check their level of awareness when they answered the survey 

questionnaire. 

Results 

Data-cleaning and preparation 

Descriptive statistics and inter-correlations of key study variables are presented in Table 1. 

There were less than 1% missing data for all variables, therefore missing data were not removed. 

The values of asymmetry (skewness) and kurtosis for all variables were between ±2, which is 

acceptable to prove normal univariate distribution. Correlations among the main variables were 

then assessed (Table 1). The statistically significant correlations indicate linear associations in 

the data; however, the correlations between variables are not above .90, which suggests no 

multicollinearity in the data.  

In preparation for analysis, a "race" variable was created such that 1 = the Asian job 

applicant, 2 = the Black job applicant, and 3 = the White job applicant. Similarly, a "Mode" 
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variable was created such that 1 = the video mode, 2 = the audio mode, and 3 = the partial blind 

mode. 

There were no univariate or multivariate outliers. For univariate outliers, upon looking at 

the frequency of z-scores, only a couple of data points were above +/- 3SDs. Since these could 

be realistic data points, I did not filter them out. Cook’s distance (a measure of leverage) was 

lower than 1 which implies that the distance is small, indicating lower chances of being a 

multivariate outlier. The P-P Plot histogram did not show a gross departure from normality, it 

was “normal-like” suggesting normality in the data. Further, no obvious pattern was found in the 

scatterplot histogram, indicating homoscedasticity and linearity in the data. Equality of cell sizes 

was approximately achieved (range: 33 to 39 participants per cell). Lastly, the linearity of 

regression assumption for dependent variables was met based on scatterplots of covariates and 

dependent variables. Thus, I proceeded to covariance analysis.  

Manipulation Check 

After removing participants who didn't complete most questions and failed more than two 

attention check questions, 319 participants remained. Manipulation check analysis was conducted 

for these 319 participants, with five participants failing manipulation question 1 (e.g., participant 

who was assign into the audio condition, but they chose the partially blind condition) and 27 failing 

manipulation question 2 (i.e., 6 participants in Video-Asian, 7 Partially blind -Asian, and 1 

Partially blind -Black) (See Table 2). However, in the audio condition, participants had no obvious 

racial cue. It is reasonable for them to fail this question. Meanwhile, the option "I didn't know/ I am 

not sure" is also acceptable in the video and audio modes as some participants might be cautious of 

ethnicity-related questions. Finally, 0 participants were excluded as there was no difference of 

results after removing them, 319 participants remained.  
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Table 1. 

Descriptive Statistics, Correlations, and Scale Reliabilities of Main Study Variables (N = 319) 

 Variables N M SD 1 2 3 4 5 6 7 8 9 10 11 12 

1 Interview Questions 319 3.73 .69 -            

2 Interview KSAOs 319 3.84 .70 .87** -           

3 Interview Final Score 319 4.09 .90 .77** .82** -          

4 CoBRAS (Overall) 319 3.32 .83 .03 -.04 .07 (.93)         

5 CoBRAS (RP) 319 3.09 1.01 .03 .03 .02 .88** (.88)        

6 CoBRAS (ID) 319 3.12 .90 -.01 .01 .08 .87** .60** (.83)       

7 CoBRAS (BRI) 319 3.82 .90 .06 .09 .09 .89** .68** .72** (.85)      

8 Age 319 39.99 12.20 .09 .11 .05 .08 .08 .04 .10 -     

9 Education 319 2.23 .78 .09 .05 .05 -.11 -.08 -.03 .20** -

.29** 

-    

1

0 

Employment Status 318 .87 .34 -.10 -

.17** 

-

.16** 

-.07 -.07 -.02 -.11* -.04 .22** -   

1

1 

Interview Experience (Year) 309 6.53 7.79 -.07 -.05 -.11 -.03 -.04 -.03 .00 -.04 .05 -

.26** 

-  

1

2 

Traditional Interview 

Experience 

314 51.98 266.7

3 

-.01 .05 .01 -.06 -.03 -.05 -.09 -.01 -.11* -

.16** 

.38** - 

1

3 

AVIs Interview Experience 318 4.25 8.78 .13* .13* .11 .12* -.12* -.08 .13* -.07 .23** .13* .00 -.01 

Note. Scale   are presented in parentheses along the diagonal. Interview questions is the mean number of six evaluations after each interview 

question. Interview KSAOs is the mean of six code abilities and KSAOs which are corresponding to six interview questions. Interview final rate 

is the overall impression of the job applicant. CoBARS = Color-Blind Racial Attitude Scale. RP = Racial privilege. ID = Institutional 

discrimination. BRI = Blatant racial issues. For Education: 1 = Associate degree or less, 2= bachelor's degree, 3= Master or Doctoral degree. 

For Employment Status: 0 = Unemployed, 1 = Employed. AVI = asynchronous video interview. * p < .05, ** p < .01.
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Table 2. 

Manipulation check analysis (N= 319) 

 

Note. Video-Asian = Six video interview questions of an Asian job applicant. Video-

Black = Six video interview questions of a Black job applicant. Video-White = Six 

video interview questions of a White job applicant. Audio-Asian = Six audio interview 

questions of an Asian job applicant. Audio-Black = Six audio interview questions of a 

Black job applicant. Audio -White = Six audio interview questions of a White job 

applicant. Partially blind -Asian = Three audio and three video interview questions of an 

Asian job applicant. Partially blind -Black = Three audio and three video interview 

questions of a Black job applicant. Partially blind -White = Three audio and three video 

interview questions of a White job applicant. 

CoBARS Check 

Before further analyses, I conducted one-way ANOVAs to measure whether 

there are differences of CoBARS among nine conditions. The results revealed that 

there was no difference of CoBARS, F (8,318) = .339, p = .950, and its three 

factors—Racial privilege, F (8,318) = .595, p = .782, Institutional discrimination, F 

(8,318) = .391, p = .925, and Blatant racial issues, F (8,318) = .650, p = .736, —

Mode-Race Passed Manipulation Check n (%) Failed Manipulation Check n (%) 

Video-Asian 33 (31 opted Asian, 2 opted 

unknow) (84.6%) 

6 (6 opted White) (15.4%) 

Video-Black 34 (34 opted Black) (100%) 0 

Video-White 37 (37 opted White) (100%) 0 

Audio-Asian 23 (8 opted Asian,15 opted unknow) 

(69.7%) 

10 (7 opted White, 3 opted 

Latino) (30.3%) 

Audio-Black 25 (3 opted Black, 22 opted 

unknow) (71.5%) 

10 (4 opted Asian, 6 opted 

White) (28.5%) 

Audio-White 32 (11 opted White, 21 opted 

unknow) (97%) 

1 (1 opted Asian) (3%) 

Partially blind -Asian 30 (27 opted Asian, 3 opted 

unknow) (81.1%) 

7 (6 opted White, 1 opted Latino) 

(18.9%) 

Partially blind -Black 35 (35 opted Black) (97.2%) 1 (1 opted Asian) (2.8%) 

Partially blind -White 35 (35 opted White) (100%) 0 



REDUCE RACIAL BIAS ON INTERVIEWS 

 
 

42 

across nine conditions. Those findings suggest interviewers in nine conditions hold a 

similar level of racial bias. 

Hypotheses Testing 

This study had two IVs: Applicants' race (Asian, Black, or White), and 

interview mode (video, audio-only, partially blind); it had three DVs: interview 

questions, interview KSAOs, and interview final score. Color-Blind Racial Attitude 

were included as a covariate. Thus, a 3 x 3 factorial analysis of covariance (two-way 

ANCOVA) was conducted. Table 3 shows all results. 

Table 3. 

Univariate Results (N=319) 

Independent Variable Dependent Variable df F Sig. Partial Eta 

Squared 

Applicants' Race Interview Questions 2 5.510 .004** .034 

 Interview KSAOs 2 4.213 .016* .027 

 Interview Final Rate 2 4.735 .009** .030 

Interview Mode Interview Questions 2 .298 .742 .002 

 Interview KSAOs 2 .168 .845 .001 

 Interview Final Rate 2 .003 .997 .000 

Applicants' Race* Interview Mode Interview Questions 4 .582 .676 .007 

Interview KSAOs 4 .809 .520 .010 

Interview Final Rate 4 .989 .414 .013 

Note. For interview mode: 1 = video mode, 2 = audio mode, 3 = partially blind mode. For Job applicants' 

Race: 1 = Asian job applicant, 2 = Black job applicant, 3 =White job applicant. Interview questions is the 

mean number of six evaluations after each interview question. Interview KSAOs is the mean of six code 

abilities and KSAOs which are corresponding to six interview questions. Interview final rate is the overall 

impression of the job applicant. * p < .05, ** p < .01. 

 

There were significant main effects of applicants' race on interview questions, F 

(2,309) = 5.510, p = .004, ηp
2 = .034, interview KSAOs, F (2,309) = 4.21, p = .016, 

ηp
2 = .027, and interview final score F (2,309) = 4.735, p = .009, ηp

2 = .030, while 

controlling for color-blind racial attitude. All pairwise comparisons were run, with 

95% confidence intervals reported and p-values being Bonferroni-adjusted. For the 
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marginal means of interview questions, the White applicant (M = 3.56, SD = .07) was 

rated significantly lower than the Black (M = 3.79, SD = .07) and Asian (M=3.85, SD 

= .07) applicants. For the marginal means of interview KSAOs, the Asian (M = 3.93, 

SD = .07) applicant was rated significantly higher than the White applicant (M = 3.68, 

SD = 0.07), but had no difference with Black (M = 3.90, SD = .07). Further, there was 

no difference between the White and Black appplicants. For the marginal means of 

interview final score, the Asian (M = 4.22, SD = .09) and Black (M = 4.18, SD = .09) 

applicants were rated significantly higher than the White applicant (M = 3.88, SD = 

0.09). There was, however, no significant main effect for interview modality on 

interview questions, F (2,309) = .298, p = .742, ηp
2 = .002, interview KSAOs, F 

(2,309) = .168, p = .845, ηp
2 = .001, and interview final score, F (2,309) = .003, p = 

.997, ηp
2 = .000, while controlling for color-blind racial attitude.  

There was no significant two-way interaction between applicants' race and 

interview mode on interview questions (see Figure 1), F (4,309) = .582, p = .676, ηp
2 

= .007, interview KSAOs (see Figure 2), F (4,309) = .809, p = .520, ηp
2 = .010, and 

interview final score (see Figure 3), F (4,309) = .989, p = .414, ηp
2 = .013, after 

controlling for color-blind racial attitude. 

 

Figure 1. Interaction between interview mode and applicants' race on interview 

questions.  
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Figure 2. Interaction between interview mode and applicants' race on interview 

KSAOs.  

 

 

Figure 3. Interaction between interview mode and applicants' race on interview 

final rate.  
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score differed from White applicant (M = 3.44, SD = .12), to Black applicant (M = 

3.80, SD =.12), to Asian (M = 3.91, SD =.11) applicant. However, only the mean 

difference between White and Asian applicants was significant (-.470, 95%CI[-.866,-

.074], p =.014), but no other group differences were statistically significant. Similarly, 

for interview KSAOs, the score differed from White applicant (M = 3.57, SD = .13), 

to Black applicant (M = 3.99, SD =.12), and to Asian applicant (M = 4.04, SD =.12). 

The mean difference from the White to Asian applicants was significant (.462, 

95%CI[-.870,-.054], p = .021) with no other significant group differences. Lastly, for 

the interview final score, the score differed from White applicant (M = 3.74, SD = 

.16) to Black (M = 4.27, SD = .16) and to Asian (M = 4.27, SD = .15) applicant. The 

mean difference from White to Asian applicants (-.535, 95%CI[.001,1.069], p = .049) 

were significant, but no other group differences were statistically significant. 

Hypothesis 1a is rejected, while Hypothesis 1b is supported. This suggests that, in the 

video mode, the White applicant received lower evaluations than minority applicants, 

and the Asian applicant receives equal or higher scores than the Black applicant. 

To analyze Hypothesis 2a (whether there is no significant difference between the 

majority and minority applicants in audio-only mode), one-way ANCOVAs was 

conducted to test if there are significant differences in interview performances scores 

across applicants from the three races in the audio-only mode by controlling the color-

blind racial attitude. After controlling for color-blind racial attitude, the ANCOVAs 

results showed no significant effect of applicants' race on interview questions ratings, 

F (2,97) = 1.052, p = .353, ηp
2 = .021, interview KSAOs, F (2,106) = .613, p = .544, 

ηp
2 = .012, and interview final score F (2,97) = 1.373, p = .258, ηp

2 = .028. Hypothesis 

2a is supported and suggest that there is no racial bias when examining applicants' 

performance in the audio interview mode only.  
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To analyze Hypothesis 2b (whether all applicants will get lower interview 

performance scores in the audio-only interview than in the video interview), 

independent t-tests was run to determine if there were differences of evaluations on 

interview questions, interview KSAOs, and interview final scores between video and 

audio interview modes. Results indicated there was no difference between video and 

audio modes on interview questions, t (209) = .068, p = .946, d = .009, interview 

KSAOs, t (209) =.579, p = .563, d = .080, and interview final scores, t (209) = -.025, 

p = .980, d = .003, rejecting Hypothesis 2b.

To analyze Hypothesis 3a (whether there is no significant difference between the 

general interview performance scores of Black and Asian applicants as compared to 

the White applicants in the partially blind mode), I conducted one-way ANCOVAs 

using three applicants' performance scores rated by participants in the partially blind 

interview mode, and by controlling the color-blind racial attitude. ANCOVAs results 

show no significant effect of applicants' race on interview questions, F (2,104) = .946, 

p = .392, ηp
2 = .018, interview KSAOs, F (2,104) = .345, p = .709, ηp

2 = .007, and 

interview final score F (2,104) = 1.240, p = .294, ηp
2 = .023, after controlling for 

color-blind racial attitude. The results support Hypothesis 3a and suggest there is no 

evidence of racial bias in the partially-blind mode. 

To analyze Hypothesis 3b (whether the differences in performance scores 

between the first three questions and the last three questions were not statistically 

significant among all three races applicants in partially blind mode), I conducted three 

paired t-tests to test the difference of the means between first three audio and last 

three video questions in three races. Results showed that there was only a significant 

difference for the Black applicant t (35) =-2.764, p = .009, d = .461, but not for the 

Asian, t (36) =-1.722, p = .094, d = .283, and White applicants t (34) =-0.626, p = 
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.536, d = .106. Specifically, the Black applicants got significant higher evaluations in 

the last three video (M = 3.97, SD = .77) than the first three audio questions (M = 

3.72, SD = .72), partially supporting the Hypothesis 3b. 

I conducted three moderator regression analyses using the PROCESS macro to 

test Hypothesis 4 (In the three modes of AVIs (i.e., video, audio-only, the partially 

blind modes), the relationship between applicant's race and evaluations of their 

interview performance will be moderated by interviewers' color-blind racial attitude, 

such that minority applicants will receive especially lower evaluations when 

interviewers hold higher scores of racism level) with three dependent variables (i.e., 

interview questions, interview KSAOs, and interview final score). The audio-only and 

partially blind modes were compared to the video modes, and the White applicant was 

compared to the Black and Asian applicants. Table 4 shows all the results. 

Table 4 presents that only the Partially blind mode by Black by COBRA 

interactions were significant for all three dependent variables: interview questions (b 

= -.589, t = -2.198, p = .028), interview KSAOs (b = -.763, t = -2.785, p = .006), and 

interview final score (b = -.934, t = -2.650, p = .009). Specifically, the Black applicant 

received lower evaluations in the partially blind mode, as compared to the video 

mode, when interviewers hold higher scores of racism level for all three dependent 

variables (see Figure 4-6), thus only partially supporting the Hypothesis 4. 

Further, in the partially blind mode, the six interview questions consist of the first 

three audio questions and the last three video questions. Two moderator regression 

analyses using the PROCESS macro were used to test whether the moderating effect of 

COBRA for the Black applicants in the partially blind mode was significant for both 

types of questions.  
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Results show that Partially blind mode by Black by COBRA interactions were only 

significant in the last three video interview questions (b = -.742, t = -2.478, p = .014), but 

not in the first three audio interview questions (b = -.436, t = -1.525, p = .128). 

In general, there were no main effect of interview modality and significant main 

effect of applicants’ race. Regarding seven hypotheses (see Table 5), in the video mode, 

results rejected H1a (in the AVIs, whether majority applicants get higher interview 

performance scores than minority applicants) while supported H1b (whether there is no 

difference between the interview performance scores of Black and Asian applicants). In 

the audio mode, results supported H2a (whether there is no significant difference between 

the majority and minority applicants in audio-only mode) while rejected H2b (whether all 

applicants will get lower interview performance scores in the audio-only interview than 

in the video interview). In the partially blind mode, results supported H3a (whether there 

is no significant difference between the general interview performance scores of Black 

and Asian applicants as compared to the White applicants in the partially blind mode) and 

partially supported H3b (whether the differences in performance scores between the first 

three questions and the last three questions were not statistically significant among all 

three races applicants in partially blind mode). Lastly, the results partially supported H4 

(In the three modes of AVIs (i.e., video, audio-only, the partially blind modes), the 

relationship between applicant's race and evaluations of their interview performance will 

be moderated by interviewers' color-blind racial attitude, such that minority applicants 

will receive especially lower evaluations when interviewers hold higher scores of racism 

level). 
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Table 4. 

Regressions of tests of moderation for extent of color-blind racial attitude hypotheses (N=319) 

 Interview 

Questions 

Interview 

KSAOs 

Interview Final 

Score 

Constant 3.621** (.487) 4.057** (.498)  4.264 (.641) 

Audio-only mode .610 (.665) .177 (.680) .210 (.875) 

Partially blind mode -.084 (.632) -.446 (.646) -1.003 (.832) 

Black -.803 (.668) -1.054 (.683) -1.105 (.879) 

Asian -.097 (.655) -.858 (.670) -.821 (.862) 

Audio-only mode* Black .104 (.935) .383 (.956) .531 (1.230) 

Audio-only mode* Asian .141 (.989) .767 (1.011) .458 (1.301) 

Partially blind mode * Black -1.813 (.924) 2.227** (.944) 2.908* (1.215) 

Partially blind mode * Asian -.458 (.933) .555 (.954) 1.135 (1.227) 

COBRA -.057 (.142) -.146 (.145) -.160 (.187) 

Audio-only mode* COBRA -.134 (.193) -.011 (.198) .013 (.254) 

Partially blind mode * COBRA .089 (.184) .188 (.189) .357 (.242) 

Black * COBRA .343 (.191) .435* (.195) .484 (.252) 

Asian * COBRA .170 (.190) .394* (.194) .405 (.250) 

Audio-only mode* Black * COBRA -.094 (.272) -.190 (.278) -.302 (.358) 

Audio-only mode* Asian* COBRA -.116 (.287) -.316 (.293) -.206 (.377) 

Partially blind mode * Black* COBRA -.589* (.268) -.763** (.274) -.934** (.353) 

Partially blind mode * Asian* COBRA .063 (.275) -.255 (.281) -.435 (.362) 

R2 .090* .089* .078 

Note. Values are unstandardized b-values with standard errors in parentheses. Interview questions is the mean number of six evaluations 

after each interview question. Interview KSAOs is the mean of six code abilities and KSAOs which are corresponding to six interview questions. 

Interview final rate is the overall impression of the job applicant. * p < .05, ** p < .01. 
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Figure 4. The moderated effect of CoBRAS on the relationship between interview mode 

and applicants' race on interview questions. 
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Figure 5. The moderated effect of CoBRAS on the relastionship between interview mode 

and applicants' race on interview KSAOs. 

 

 

3.595
3.736 3.744

3.915 3.841 3.882
3.981 3.891 3.881

1

1.5

2

2.5

3

3.5

4

4.5

Video Mode Audio Mode Partial ly Blind Mode

the White applicant the Black applicant the Asian applicant

3.675
3.822

3.7213.757 3.793

4.038
3.845 3.935

3.781

1

1.5

2

2.5

3

3.5

4

4.5

Video Mode Audio Mode Partial ly Blind Mode

the White applicant the Black applicant the Asian applicant

In
terv

iew
K

S
A

O
s

C
o
B

R
A

S

L
o
w

L
ev

el
-2

.6
1

M
id

d
le

L
ev

el
-3

.1
6

H
ig

h
L

ev
el

-4
.2

5

3.435
3.564

3.790

4.231

3.937

3.569

4.252

3.804

4.079

1

1.5

2

2.5

3

3.5

4

4.5

Video Mode Audio Mode Partial ly Blind Mode

the White applicant the Black applicant the Asian applicant

1

1.5

2

2.5

3

3.5

4

4.5

Video Mode Audio Mode Partial ly Blind Mode

the White applicant

the Black applicant

the Asian applicant

1

1.5

2

2.5

3

3.5

4

4.5

Video Mode Audio Mode Partial ly Blind Mode

the White applicant

the Black applicant

the Asian applicant



REDUCE RACIAL BIAS ON INTERVIEWS 

 
 

52 

 

Figure 6. The moderated effect of CoBRAS on the relastionship between interview mode 

and applicants' race on interview final score. 
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Table 5. 

The summary of seven hypotheses  

Hypotheses  Statements  Results  Details 

H1a: In the AVIs with video mode, majority applicants will get 

higher interview performance scores than minority applicants. 

 Reject The Asian applicant received higher scores than 

the White applicant in all three evaluations. 

H1b: In the AVIs with video mode, there is no difference between 

the interview performance scores of Black and Asian 

applicants. 

Support The Asian and the Black applicants received 

similar scores of all three evalutions. 

H2a: In the audio-only AVIs, there is no difference between the 

interview performance scores of Black and Asian applicants as 

compared to White applicants. 

Support Three applicants received similar evaluations of 

all three evaluations. 

H2b: In the audio-only AVIs, applicants (from all races) will get 

lower interview performance scores than in the video AVIs. 

Reject Three applicants received similar evaluations 

between audio and video modes. 

H3a: In the partially blind mode, there is no significant difference 

between the interview performance scores of Black and Asian 

applicants as compared to the White applicants. 

Support Three applicants received similar evaluations of 

all three evaluations. 

H3b: In the partially blind mode, there is no difference between the 

performance scores the first three questions and the last three 

questions for applicants from all three races. 

Partially 

support 

Only the Black applicant received lower 

evaluation scores in first three audio questions 

than in last three video questions. 

H4: In the three modes of AVIs (i.e., the video, audio-only, and 

partially blind modes), the relationship between applicant's 

race and evaluations of their interview performance will be 

moderated by interviewers' racism level, such that minority 

applicants will receive especially lower evaluations when 

interviewers have higher racism scores. 

Partially 

support 

The Black applicant received lower evaluations 

in the partially blind mode, as compared to the 

video mode, when interviewers hold higher 

scores of racism level for all three dependent 

variables. 
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Additional Analyses 

As mentioned above, six interview questions were created based on six critical KSAOs, 

relying on the initial job analysis and job descriptions. Further, in the survey, both interview 

questions and interview KSAOs were included, and the six interview questions matched the six 

interview KSAOs respectively. Consequently, those two series of questions assessed the same 

six skills or abilities, which were supposed to be at a similar level with no difference (since they 

should be based on the same interview performance). If there were differences between the 

interview questions and the interview KSAO ratings, it would indicate that the timing (i.e., after 

each question vs. in the end of the interview) impacts final evaluations, possibly leading to unfair 

results.  

I examined whether there was difference between interview questions and interview KSAOs 

by conducting paired t-tests. In general, job applicants received significantly lower scores in 

interview questions (M = 3.73, SD = .69) than interview KSAOs (M = 3.836, SD = .702), t (318) 

= -5.099, p < .001, d = .285. Table 5 presents all specific results. Only in video mode, Asian (t 

(38) = -2.214, p < .05, d = .355) and Black (t (33) = -3.837, p < .001, d = .658) job applicants 

received significant lower scores for the interview questions than for the post-interview KSAOs. 

The White applicant received significant higher scores of interview KSAOs than interview 

questions in the audio (t (33) =-2.138, p < .05, d = .372) and partially blind (t (35) =-2.138, p < 

.05, d = .403) modes. The above results suggest that in general, interviewers provided higher 

scores for the interview KSAOs than the interview questions. However, minority applicants 

received higher evaluation at the end-of-interview only in the video mode, while the White 

applicant did in the audio and partially modes.  
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Table 6. 

Paired t- tests of interview questions and interview KSAOs 

Interview Mode Applicants' 

Race 

Interview Question Interview KSAOs t p Cohen's 

d 

M SD M SD    

Video Mode Asian  3.906 .692 4.034 .707 -2.214 .033 .355 

Black  3.809 .718 4.000 .721  -3.837 .001 .658 

White 3.432 .734 3.568 .784 -1.739 .091 .286 

Audio Mode Asian 3.813 .637 3.873 .647 -.966 .341 .168 

Black 3.721 .494 3.846 .555 -1.616 .115 .273 

White 3.596 .721 3.709 .725 -2.138 .040 .372 

Partially Blind 

Mode 

Asian  3.829 .689 3.887 .736 -1.045 .303 .172 

Black 3.847 .694 3.847 .721 .000 1.000  

White 3.643 .694 3.751 .649 -2.383 .023 .403 

Note. The range of the sample size is from 33 to 38. 

 

Due to the correlations between education and discrimination levels, one-way ANOVAs 

were conducted to test if there are significant differences of racial discrimination levels across 

different education level. As the Color-Blind Racial Attitude Scale had three factors with 

different definitions, I tested all three factors respectively. The ANOVAs revealed that there was 

a significant effect of education on CoBRAS, Welch's F (2,154.969) = 3.607, p = .029. For three 

factors, education had a significant effect on Racial privilege, Welch's F (2,162.041) = 3.090, p = 

.048, and Blatant racial issues Welch's F (2,164.036) = 7.599, p = .001, while there was no effect 

of education for Institutional discrimination Welch's F (2,154.638) =.705, p = .496.  

Games-Howell post hoc analysis revealed that, in general, the CoBRAS score was lower for 

those wih the Master or Doctoral degree (M = 3.19, SD = .66) compared to the Associate degree 

or less (M=3.37, SD = .96), and Bachelor's degree (M = 3.45, SD = .89). However, only the mean 

difference from Master or Doctoral degree to the bachelor's degree was significant (.261, 

95%CI[-.502,-.020], p = .030), but no other group differences were statistically significant. For 

racial privilege factor, score was lower for those wih the Master or Doctoral degree (M = 2.95, 
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SD = .91), compared to the Associate degree or less (M = 3.08, SD = .16), and bachelor's degree 

(M = 3.26, SD = 1.03). Only the mean difference from Master or Doctoral degree to the 

bachelor's degree was significant (.31, 95%CI[-.602,-.016], p = .036), but no other group 

differences were statistically significant. For the Blatant racial issues factor, the score was lower 

for those wih the Master's or Doctoral degree (M = 3.61, SD = .79), compared to the bachelor's 

degree ( M = 3.96, SD = .94) and to the Associate degree or less (M = 4.02, SD = .95). Further, 

the mean difference from Master or Doctoral degree to the bachelor's degree (.358, 95%CI[-

.620,-.095], p = .004) and from Master or Doctoral degree to Associate degree or less were 

significant (.410, 95%CI[-.726,-.094], p = .007), but no other group differences were statistically 

significant. All results indicate interviewers who hold the Master's or Doctoral degree show less 

racial discrimination, while interviewers who gain the bachelor's degree present the highest racial 

bias with no difference with interviewers who have the Associate degree or less. 

Interview experience might be a factor that impact interviewers' evalution. Thus, a 3 x 3 

factorial analyses of covariance (two-way ANCOVA) was conducted. Interview Experience (in 

years), Traditional Interview Experience, and AVIs Interview Experience were included as a 

covariate, respectively. The two-way ANCOVAs revealed that all results were consistent with 

initial two-way ANCOVAs (no effect of interview modality and a main effect of applicant 

races), except that the effect of applicant race on interview KSAOs disappeared when controlling 

for AVIs Interview Experience F (2,309) = 2.564, p = .079, ηp
2 = .017. These results indicate that 

only AVIs interview experience impacts interviewers' evaluations, and just for interview KSAOs 

that are assessed after completing the whole interview. 
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Discussion 

The purpose of this thesis was to examine the effect of applicant race and interview modality 

on interviewers' evaluations in AVIs. In detail, it examined the differences of interviewers' 

evaluations for three different races of job applicants (i.e., White, Black, Asian) across three 

interview modes (i.e., video, audio-only, partially blind modes). Overall, results suggested no 

effect of interview modality, and no differences between the three job applicants for all 

evaluations in the audio-only and partially blind modes. Moreover, the interviewers' racial bias 

moderated interview evaluations of the Black applicant: interviewers who hold a higher level of 

racial bias rated the Black applicant lower in the partially blind mode than in the video mode. 

Firstly, there were no differences in the three evaluation scores between the three job 

applicants when comparing three interview modes, suggesting no effect of interview modality. 

However, in general the two minority applicants received equal or higher evaluations than the 

White applicant, suggesting a effect of applicant race. Those findings indicate that there is no 

evidence of racial bias in AVIs across the board. Two design elements (i.e., the high-structured 

interview and the high-complexity job) of AVIs in this thesis might contribute to the similar 

scores of three applicants across three modes. The structured interview is a more valid and 

reliable approach compared with the unstructured interview. Indeed, the validity and reliability 

increase by increasing the level of interview structure (Campion et al., 1994; Conway & Peneno, 

1999; Kausel et al., 2016; McDaniel et al., 1994; Pursell et al., 1980; Schmidt & Hunter, 1998; 

Schmidt & Zimmerman, 2004; Wiesner & Cronshaw, 1988). As I discussed above, the interview 

procedure of AVIs strictly followed the key design elements of structured interviews, except for 

using the interview committee and providing anchored rating scales for interviewers, minimizing 

the differences of interviewer evaluations to some extent. These findings align with the findings 
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of Huffcutt and Roth (1998), which found the difference in interview evaluations between White 

and Black applicants decreased by the increasing the level of interview structure.  

Further, the level of job complexity has an impact on interviewers’ evaluations as well. With 

the increase of job complexity, interviewers need to collect more job-related information to 

assess applicants' quality. With more job-related information, the effect of demographic 

information that is the main source of interviewers' racial bias is more limited, leading to 

relatively fair decisions. The position—Project Manager—that applicants applied for in this 

thesis is not a low-complexity job. In detail, its core requirements are to analyze and coordinate 

the schedule, timeline, procurement, staffing, and budget of a product or service on a per-project 

basis. Moreover, six interview questions and KSOAs were used to examine applicants’ higher-

level abilities and skills (i.e., teamwork, minimizing risks, conflict management, persuasion, 

planning and organization, and problem-solving). Thus, in this thesis, participants as 

interviewers had to focus more on job-related information and may have paid less attention to 

demographic information (e.g., the applicant races) due to the high complexity of the position, 

effectively limiting the effect of applicant races. As a result, it is reasonable to find that the 

White applicants received equal or lower evaluations than two minorities in this thesis. These 

findings support existing research. Huffcutt and Roth (1998) highlighted that White applicants 

received slightly lower evaluations than the minority applicants in high-complexity jobs (e.g., 

manager), while White applicants got higher evaluations both in low- (e.g., truck driver) and 

medium- (e.g., skilled crafts) complexity jobs. 

Secondly, although I found a main effect of applicant race, it differed in the three modes. In 

the audio-only mode, there was no differences in the three evaluation scores among the three job 

applicants, which is consistent with the initial expectation as the three applicants followed the 
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same transcript in their interviews, suggesting no effect of applicant race. In detail, based on 

audio answers, interviewers assessed the three applicants at a similar level, which accurately 

reflects their interview performances because they provided the same answers. Those results 

match those empirical findings in earlier studies. Specifically, the lack of obvious visual cues 

leads to relatively fair evaluations by forcing interviewers to pay more attention to the content 

instead of assessing applicants based on impressions that consist of demographic characteristics 

(Cameron & Trope, 2004; Epley & Gilovich, 2004). The findings are valuable because they 

demonstrate that the effect of the lack of obvious visual cues is not limited to traditional audio-

only interviews (e.g., telephone interviews) but also in asynchronous audio-only interviews. 

Moreover, it was found that applicants got similar evaluations in the video and audio-only 

modes. It indicates that in the audio mode of AVIs, interviewers do not underestimate applicants' 

interview performance. Those findings are encouraging as they are inconsistent with previous 

studies conducted by Silvester et al. (2000) and Silvester and Anderson (2003) which found that 

applicants received lower evaluations in telephone interviews than in-person interviews. This 

improvement could be attributed to the difference in the nature between telephone interviews and 

AVIs. As mentioned above, the two main reasons for the lower evaluations in telephone 

interviews are the loss of nonverbal information (Borkenau & Bielefeld, 1995; Larsen & 

Shackelford, 1996) and (Walter, 1979). Similarly, the audio-only mode in this thesis didn't 

provide nonverbal information. However, it provided the question in the text version for both 

applicants and interviewers. Both applicants and interviewers have more time to read and 

understand the content of questions, reducing misunderstanding. Moreover, AVIs provide the 

function for the interviewers to review the audio recordings repeatedly when they miss or 

confuse any parts of the answers. Additionally, interviewers and applicants have no direct 
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communication with each other as AVIs is a one-direction interview. With fewer communication 

opportunities, the possibility of misunderstanding decreases as well. Consequently, applicants' 

evaluations in the audio-only mode were similar to those in the video mode. 

Thirdly, although I found an effect of applicant race in the video mode, the differences 

between the three races were opposite to my hypothesis. Specifically, the White job applicant 

didn't receive higher evaluations than minority applicants. Indeed, the White applicants received 

significantly lower scores than the Asian applicant in all three evaluations. Meanwhile, there was 

no difference between the White and the Black applicants on all three evaluations. Additionally, 

when comparing the two minorities groups, the Asian applicant received equal or (slightly) 

higher scores than the Black applicant. Those findings are inconsistent with past studies: White 

interviewers tend to evaluate White applicants higher than minorities (Agerström & Rooth, 2011; 

Dipboye & Colella, 2013; Dovidio et al., 1998; Kaiser & Pratt-Hyatt, 2009; Rakić et al., 2011), 

which must be interpreted cautiously due to other results in this thesis. There are several 

potentional reasons. First of all, the inconsistent results in this thesis might be caused by the three  

individual characteristics of the applicants. It was found that the evaluations of the two minority 

applicants were slightly higher in the video mode than in the audio mode (ranging from .087 to 

.265). In comparison, the evaluations of the White applicant were slightly lower in the video 

mode than in the audio mode (ranging from .142 to .255), although the three applicants' 

evaluations were not different in the audio-only mode. It suggests that despite the quality and 

content of the three applicants' interview responses being the same, visual cues present in the 

video mode positively impacted the two minority applicants but negatively impacted the White 

applicant. The three job applicants' individual factors (e.g., appearance, acting skills, non-verbal 

behaviours, pitch, and speaking style) might have impacted interviewers' evaluations. In this 
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thesis, in general, the two minorities applicants might have been seen as more attractive for our 

participants than the White applicant. To control the differences between three actors from three 

races, a three-step process was used in this thesis. In the first step, two men for each race were 

recruited, then pilot tested short video recordings for each of them on various aspects (e.g., 

accent, pace, and perceived age) with a group of Subject Matter Experts (SMEs) that consisted of 

I/O graduate students at Saint Mary’s University. Then, the second pilot survey was conducted 

via Mechanical Turk with 50 participants to test the perceptions of each actor about critical 

aspects of appearance (e.g., perceived attractiveness, likeability and health) based on their 

headshots. Lastly, applicants recorded their responses to a six-questions AVI for the job based on 

the same answers with the thesis author via Zoom meetings. All recorded AVIs were rated by the 

thesis author and the thesis advisor. Although those steps in this thesis were used to control 

differences between three applicants, it is impossible to eliminate all differences. Meanwhile, the 

perceptions of those differences might differ across various samples. Thus, the results of this 

thesis might be caused by individual characteristics of the three applicants instead of race. 

Another potential reason is that the higher evaluations of two minorities applicants in the 

video mode might be caused by social desirability. There are various definitions of social 

desirability (An, 2015). For racial bias in interviews, social desirability refers to interviewers 

trying to prove that they have no racial bias by rating minorities applicants higher and White 

applicants lower. In this thesis, each participant only rated one job applicant in one mode; 

however, they still had opportunities to detect the applicant's race, leading to social desirability. 

Especially in the video mode, if interviewers were assigned the minority applicants, they might 

have rated minorities higher to prove that they were not racists. In the partially blind mode, it 

was found that all three applicants got higher scores in the last three video questions than in the 
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first three audio questions, however, only the Black applicant had significantly higher 

evaluations in the video questions.  It suggests that, with visual cues, interviewers increased their 

evaluations only when realizing that the applicant they rated in the audio questions was the 

Black. It indicates those higher evaluations of the Black applicant might have been caused by 

participants detecting the racial issues being examined in this study (instead of the quality of 

responses in the video questions). Since racial issues are a sensitive topic, they might have 

chosen to provide higher scores to the Black applicant due to social desirability. Compared to 

other minorities, people in the US are more sensitive to racial bias against African Americans. 

Indeed, the main body of past studies about racial bias in the interview focuses on African 

Americans vs White. Given that, in the video mode, it could be that interviewers realized the 

racial issues through visual cues when reviewing the videos, and they might have tried to prove 

that they had no racial bias by rating minority applicants higher. 

Finally, there was no difference in the evaluations of all three applicants in the partially 

blind mode consisting of the first three audio-only and the last three video questions. Those 

results indicate that the partially blind mode effectively controls the effect of applicant race. 

However, in the partially blind mode, it was found that the interviewers' racial bias moderated 

the effect of race on all three interview evaluations, for the Black applicant only. Specifically, 

interviewers with a higher level of racial bias/prejudice rated the Black applicant lower (than in 

the video mode) for all three interview evaluations (i.e., interview questions, interview KSAOs, 

and interview final scores). This findings support the negative associations between individuals' 

racism levels and the favourable judgments of the applicants (Purkiss et al., 2006). Thus, the 

above findings demonstrate that interviewers' racial bias impacts their evaluations for the Black 

applicant in the partially blind (vs. video) mode. Moreover, it is interesting to note that, in the 
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partially blind mode, for evaluations of interview questions that were assessed after each 

question, I only found the moderation effects in the last three video responses but not in the first 

three audio responses for the Black applicant, supporting that the visual cues are the main 

sources of interviewers' racial bias (Derous et al., 2016; Huffcutt & Roth, 1998; Levashina et al., 

2014; McDaniel et al., 1994) – at least againt Black applicants. In contrast, I found no 

moderation effect of interviewers' racial bias for the Asian applicant across the three modes. 

Those different results between the Black and Asian applicants suggest that the majority raters 

might treat them differently. One potential reason is the general image of Asian Americans as a 

"model minority'' compared with other minorities (Kolbrin et al., 2008; Mattern et al., 2008; 

Roth et al., 2017). Meanwhile, looking at the manipulation checks, several participants who  

reviewed the Asian applicant reported him as White in the video and partially blind mode, which 

means the appearance of the Asian applicant might have been perceived as similar to the White 

(or perhaps not very stereotypically Asian). Therefore, the model minority concept and the 

appearance of the Asian applicant in this thesis might protect this Asian applicant from more 

racist interviewers, but there is no similar protection for the Black applicant. 

The additional analysis comparing ratings of interview questions after each interview 

question and ratings of KSAOs at the end of the interview revealed that applicants got higher 

evaluations for interview KSAOs, indicating that the timing of making evaluations might impact 

the final results. In detail, assessing the same abilities and skills, interviewers rate applicants 

(slightly) higher after reviewing all questions than immediately after reviewing each question. 

Moreover, minority and majority applicants seem to get these benefits in different modes. 

Specifically, minority applicants only got significant higher post-interview interview KSAO 

ratings (vs. question ratings) in the video mode, while the White applicant did in the audio as 
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well as partially blind modes. It seemingly points out a critical but ignored issue that it is 

unreasonable to compare different interviewers' evaluations that assess different applicants at 

different times during the interview, no matter in which mode. For example, two interviewers 

separately assess two applicants—A and B—who apply for the same position. One interviewer 

rates applicant A after each question, while the other assesses applicant B after completing all 

questions. Based on what I found in this thesis, if two applicants have similar interview 

performance, applicant B might get a higher score than applicant A. As a result, the difference 

between A and B is not caused by their interview performance but by the evaluation time, which 

is an unfair result. Since this study is the first one to compare interviewers' evaluations that 

assess at the different time periods during the interview, more research is needed to figure out 

why those two evaluations are different, how to limit the difference between two evaluations, 

and even which one is more accurate.  

The additional analysis of the association between the educational level and individual racial 

bias revealed that interviewers show different levels of individual racial bias in the CoBRAS and 

its two factors—racial privilege (the blindness of the existence of White people' privilege) and 

blatant racial issues (unawareness to general, pervasive racial discrimination). Specifically, the 

interviewers who hold a bachelor's degree showed the highest racial bias in all three elements 

mentioned above, which was higher than interviewers who gained a master's or doctoral degree. 

In addition, interviewers who hold an associate degree or less showed higher scores than 

interviewers who gained a master's or doctoral degree only in blatant racial issues. Meanwhile, 

there was no difference between interviewers who gain a bachelor's degree and interviewers who 

hold an associate degree or less in all three factors. Those findings indicate that the associations 

between education and racial bias might not be linear. However, past research found that less-
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educated individuals are more likely to present negative attitudes or bias toward minorities 

(Hello, Scheepers, & Sleegers, 2006; Scheepers et al., 2002; Scheve & Slaughter, 2001, Tolsma, 

Lubbers, and Coenders, 2008). Hello et al. (2006) demonstrated the main reason is that less-

educated individuals perceive more threats from direct competition with minorities. However, in 

this thesis, it seems that undergraduate-educated individuals present the highest racial bias. This 

might signal that the most direct competition between the majority and minorities might shift to 

undergraduate-educated individuals. This aligns with the increasing number of minorities who 

receive undergraduate education, especially Asian Americans. Moreover, another potential 

reason for this finding is fewer real less-educated participants in the sample of this thesis. Since 

this thesis combined participants who hold an Associate degree or less as group 1, the lower 

individuals' racial bias might cause by fewer participants with an Associate degree or less. If 

including more participants who just completed high school or less, the individuals' racial bias 

level of group 1 might be the highest. The above findings suggest that the relationship between 

education and individuals' racial bias level is more complicated, which is needed to discern 

deeper which factors influence those differences in the future. 

Practical Implications 

This study may yield several practical implications. Firstly, the finding that both audio-only 

and partially blind modes effectively controlled the effect of applicant race suggests that raters 

could more accurately assess the contents of interviewees’ responses with these formats. 

Moreover, the audio-only mode AVIs could overperform traditional audio interviews (e.g., 

telephone interviews) as they don't underestimate applicants' interview performance. The results 

of this study also revealed that visual cues are the main source of interviewers' racial bias. Thus, 

in AVIs, interviewers in the audio-only or partially blind modes are more likely to assess 
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applicants' interview content accurately because there are more factors that might impact 

evaluations in the video mode than in the audio-only or partially blind modes. Further, even 

when applicants complete their AVIs in the video mode, companies or organizations could still 

can get more accurate evaluations of job applicants by requiring interviewers to assess answers 

in audio-only or partially blind modes (e.g., by transforing video files into audio files before 

review). 

A second practical implication of this study arises from its finding that the general level of 

White male interviewers' racial discrimination is moderate (as the average of CoBARS was 3.32, 

and the average of its three factors were 3.09, 3.12, and 3.82 for the racial privilege, institutional 

discrimination, and blatant racial issues, respectively). It suggests that individual' racial 

discriminations levels of the White male interviewers in this thesis are around middle and high 

levels. Thus, organizations and companies might pay more attention to White male interviewers' 

racial discrimination and try to control their negative effects. Moreover, besides applicants' 

individual characteristics, according to social desirability, interviewers who want to prove they 

have no bias might rate minorities higher when realizing the racial issues during the interview. 

Such reactions of interviewers might lead to another direction: ratings of minority applicants are 

overestimated. These findings are critical for future studies because emphasizing racial fairness 

or racial issues may benefit minorities, creating a new type of discrimination in the interviews. 

Thus, when creating fair interviews, future studies need to consider how to control racial bias as 

well as social desirability simultaneously.  

A third practical implication of this study is that the evaluation time may affect the 

interviewers' evaluations. The study results revealed that interviewers rate applicants higher after 

reviewing all questions than after reviewing each question. In the workplace, because of realistic 
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factors (e.g., time conflicts), in companies or organizations, the final decision might be 

determined by comparing different applicants evaluated by different interviewers separately, 

especially about in-person interviews. If the interviews are structured, there is no effect of 

evaluation times as all interviewers follow the same procedure. However, in the United States, 

the most common interview form is the unstructured interview (Dipboye, 1997; Wiersma, 2016). 

For unstructured interviews, based on the results of this thesis, it is seemingly unreasonable to 

compare interviewers' evaluations directly. Since the interviewer panel will choose the applicant 

who receives the highest scores, even if applicants are of similar quality, if interviewers in the 

panel evaluate applicants at different times, evaluation time impacts the evaluation scores. 

Further, the applicant who has been chosen in the end might benefit from the time period of 

evaluation instead of the real interview performance, leading to unfair results. Given that, 

companies and organizations must take into consideration the evaluation time when comparing 

different interviewers' evolutions for different applicants who apply for the same position in the 

unstructured interviews. 

Finally, this study has practical value because it has demonstrated that interviewers with a 

master's or doctoral degree show less racial bias, which is significantly lower than interviewers 

with a bachelor's degree present. However, it is vital to note that this finding is slightly different 

from past work which has found that less-educated individuals who finish high school and less 

are more likely to present negative attitudes or bias toward minorities as they perceive more 

threats from direct competition with minorities (Hello, Scheepers, & Sleegers, 2006; Scheepers 

et al., 2002; Scheve & Slaughter, 2001, Tolsma, Lubbers, and Coenders, 2008). Given that, it is 

reasonable to assume that more direct competition transfers from the less-educated individuals to 

undergraduate-educated individuals as more and more minorities have received undergraduate 
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educations in the past decades. Therefore, for companies and organizations, interviewers with a 

master's or doctoral degree are more likely to make a fair evaluation. Meanwhile, for 

interviewers who have a bachelor's degree, to achieve relatively fair final evaluations, companies 

and organizations might pay more attention to their final evaluation or set some approaches (e.g., 

audio-only or partially blind modes) to control the effect of their racial bias.  

Limitations and Future Research Directions 

This thesis had several limitations. Firstly, a limitation of this thesis was that our participants 

rated a mock interview rather than a real one, limiting the external validity. Although the 

majority of participants in three modes passing manipulated and attention checks indicated that 

they took those interview evaluations seriously enough, it still differed from the real interview 

that can decided the real offer. Moreover, all the information of the job and company was 

provided to participants in a written description of a hypothetical company and position, and not 

an actual job opportunity. Given that, participants might react differently in real interviews. 

Moreover, it could have been unethical and unfair to cooperate with a real organization to 

examine hiring employees using the three AVIs modalities. Thus, the reliance on mock 

interviews may be a limitation inherent to this study. 

Another limitation related to the mock interview was that it used one actor to represent one 

race. This thesis followed several steps to ensure those three actors were similar across different 

indicators (e.g., attractiveness, accent, and interview performance) to control potential individual 

differences. However, the three actors might be perceived at different levels within their own 

race. For example, even if the three actors received similar scores, the two minorities actors 

might have been assessed as particularly attractive within their races (i.e., vs. other Asian or 

Black men) than the White applicant in his race (vs. other White men). Additionally, in this 
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thesis, the appearance of the Asian applicant might have been similar to a White individual. 

Indeed, in the manipulation check questions, several participants who were assigned the Asian 

applicants thought they assessed a White applicant. Thus, those participants might have treated 

the Asian applicant as a White applicant, rating him with higher evaluation scores. General, 

those differences in attractiveness might have impacted participants' final evaluations, leading to 

higher evaluations of minorities and lower scores of the White applicant. Future studies should 

consider more factors (e.g., acting skills, non-verbal behaviors, pitch, and speaking style) when 

selecting actors as job applicants, controlling the differences between actors maximumly. 

Another limitation of this thesis was that having three actors who followed the same 

average-quality answers for six questions might have had limited external validity. To create 

more room for participants to give higher or lower evaluations, all answers were rated as average 

quality by Subject Matter Experts (SMEs). For participants, the average of six interview 

questions was 3.73 (out of 5). Those indicated that three actors' interview performances in this 

thesis were middle or high levels. In fact, in the workplace, different applicants might perform 

differently. Their various performance might interact with their races, impacting final 

evaluations. Future studies are encouraged to explore how applicant response quality interacts 

with race and/or AVI modality. 

Another limitation of this thesis was that each participant only rated one job applicant for 

one job position, which may limit the external validity. In fact, as an interviewer, they might 

interview several applicants from different races for different positions with an interview panel. 

The job complexity, interview order, number of job applicants, other applicants' performance, 

and the structure of the interview panel might cause different final evaluations for a certain 

applicant. For example, past research showed that an interview panel that consisted of two Black 
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and one White interviewers  rated White and Black applicants differently from an interview 

panel that consisted of one Black and two White interviewers (McFarland et al., 2004). Further, 

as compared to minorities, White applicants received higher evaluations in low- (e.g., truck 

driver) and medium- (e.g., skilled crafts) complexity jobs but slightly lower evaluations in high-

complexity jobs (e.g., manager) (Huffcutt & Roth, 1998). Future research should examine 

whether the above factors have effects on interviewers' evaluations in AVIs and whether the 

findings of this thesis could be replicated in different situations. 

Another limitation was that although the selected participants had experience hiring 

employees, this study had no specific working years and AVI experience requirements. As a 

result, some participants might only have a few years of experience, while others may have rich 

experience. It might lead to different reactions towards the same job applicants in AVIs. Indeed, 

I found that the effect of applicant race on interview ratings of KSAOs disappeared when 

controlling for AVIs interview experience, although the effect of applicant race on the ratings for 

each interview questions and final scores remained. Moreover, there were no differences in all 

results after controlling for interview experience (in years) and traditional interview experience. 

Meanwhile, the correlations between the AVIs interview experience and ratings interview 

questions/KSAOs, but not interview final scores, were significantly positive but small, which 

means that interviewers with more AVIs interview experience rated applicants higher in 

interview questions and KSAOs. The above findings suggest that AVIs interview experience 

only affected evaluations of KSAOs in AVIs that are assessed after completing the whole 

interview. Thus, future research needs to pay more attention to the effect of AVIs experience on 

a final evaluation in AVIs. Moreover, the AVIs experience might differently impact the different 
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types of evaluations. Future studies need to consider the effect of AVIs experience based on the 

types of the interviewers' evaluations in AVIs. 

Another limitation of this thesis was that it relied on self-report racial bias. The Color-Blind 

Racial Attitude Scale worked well in this study to measure participants' racial bias based on three 

factors with high reliabilities. However, racists might still hide their real level of racial bias to 

some extent when they realize others want to measure their racial bias levels due to the 

sensitivity of racial bias. Further, those inaccurate levels of racial bias might impact other 

relationships in this study. Future research should be encouraged to use or create other or 

multiple approaches to assess participants' racial bias (e.g., implicit association tests), possibly 

leading to more accurate results. 

Another limitation of this thesis was the well-educated sample. In this thesis, 43.9% of 

participants hold master's or doctoral degrees and 34.8% of participants have bachelor's degrees, 

while the remaining gained associate degrees or less. Participants who hold master's or doctoral 

degrees were the biggest part of this study, which is inconsistent with the distribution in the real 

workplace. Thus, it limits generalizability to some extent. Future research should explore the 

external validity of the findings in this thesis and if the results are replicable in the general 

population. 

A final limitation of this study was that it only assessed the effect of interviewers' racial bias 

on evaluation with male interviewers and males job applicants to exclude other potential 

explanations or confounds. In fact, it is estimated that 76.8% of human resource managers in the 

USA are female (U.S. Bureau of Labor Statistics, 2020). Thus, there are many potential 

interactions between applicant and interviewer factors that could be explored. For example, there 

might be interactions between applicant gender and interviewer gender. Specifically, female 
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interviewers rating male applicants might differ from male interviewers assessing female 

applicants. Even interviewers and applicants are in the same gender, interactions between female 

interviewers and female applicants might be inconsistent with between male interviewers and 

male applicants. Moreover, different races of interviewers and applicants might impact or 

moderate these interactions as well. Future studies are needed to invest in those relationships 

deeply in AVIs, which might provide a more comprehensive understanding of whether AVIs are 

an effective way to control interviewers' racial bias in different situations. 

Conclusion 

Although the popularity of AVIs has been steadily increasing over time, especially after the 

pandemic, the research has been lagging behind a lot. This thesis took a first step to examine the 

effect of applicant race and interview modality on interviewers' evaluations in AVIs. In detail, it 

examined the differences of interviewers' evaluations for three different races of job applicants 

(i.e., White, Black, Asian) across three interview modes (i.e., video, audio-only, partially blind 

modes). I found no effect of interview modality in AVIs. When the minorities and majority 

applicants performed at a similar level, there was no effect of applicant race in the audio-only and 

partially blind modes as the visual cues are the main sources that cause racial bias. The 

interviewers' racial bias moderates interview evaluations of the Black applicant in the partially 

blind mode: interviewers who hold a higher level of racial bias rate the Black applicant lower. 

Additionally, although the Black and the Asian are minorities, they might be treated differently in 

the AVIs, which will require further investigation and clarification. Overall, this thesis adds a piece 

to the AVIs literature by creating fair interview evaluations and provides important implications 

for organizations and employers. 
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Appendices 

Appendix A 

 

Consent Form 

 

Informed Consent Form 

 

An additional benefit of asynchronous video interviews 

SMU REB 21-071  

 

Principal Investigator: Jingdi Wu 

Email: Jingdi.Wu@smu.ca 

 

Faculty Supervisor: Dr. Nicolas Roulin 

Email: Nicolas.Roulin@smu.ca 

Psychology Department, Saint Mary’s University 

923 Robie Street, Halifax, NS B3H 3C3, Canada 

 

INTRODUCTION AND PURPOSE OF RESEARCH 

You are being invited to participate in a study that is being conducted in the 

Psychology Department at Saint Mary’s University. The goal of our study is to 

examine how the effectiveness of the interview evaluations in asynchronous video 

interviews (AVIs) may be impacted by different modes (video, audio-only, first audio 

then video). 

 

You will be asked to assess a job applicant's responses in an AVI via one of three 

modes (video, audio-only, first audio, then video) and complete a series of questions 

following the interview. Your participation is entirely voluntary: you can leave the 

study at any time and you have the right to refuse to answer any question without 

penalty or loss of compensation. The investigators have no financial interest in 

conducting this study. 

 

WHO IS ELIGIBLE TO PARTICIPATE? 

Participants must be white male at least 18 years old, have prior work/hiring 

experience, and currently reside in the United States.  

 

WHAT WILL PARTICIPATION INVOLVE?  

After reading information about the company and the job description for a project 

manager, you will be asked to watch and assess the video-responses of an applicant 

who completed a 6-question AVI. You will be asked to rate the applicant's 
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performance on each question, their entire interview performance, and how much they 

possess the skills or abilities described in the job description. Finally, you will be 

asked to answer a few questions about yourself. Altogether, you will be asked to 

answer about 20 questions, and the study should take about 25 minutes to complete. 

 

WHAT ARE THE POTENTIAL BENEFITS OF THE RESEARCH?  

The benefits you may receive from participating in this study include: (a) a greater 

understanding of psychology research, (b) an opportunity to practice interview 

evaluation, and (c) an opportunity to contribute to scientific research. 

 

WHAT ARE THE POTENTIAL RISKS FOR PARTICIPANTS? 

We do not foresee that you will incur any risk, harm, or inconvenience by 

participating in the study. Although unlikely, it is possible that some you may 

experience some psychological or emotional discomfort when answering some of the 

survey items. In the event that this happens, you are allowed to skip over any such 

items. You can also contact the researchers using the contact information provide 

above if you have any questions or concerns about the survey. 

 

WHAT WILL BE DONE WITH MY INFORMATION? (OR WHO WILL 

HAVE ACCESS TO IT?) 

Your participation in this study is strictly confidential and anonymous. No personal 

information will be collected. The survey will be hosted on Qualtrics (for more 

information, see Qualtrics.com) and the recruitment is done via Prolific. Data 

collected via Qualtrics are encrypted and surveys are password protected. Data will be 

stored on the researchers’ password-protected computers. Only we (the researchers 

listed above) will have access to the information collected. The anonymous data will 

be retained indefinitely, which is a regulation imposed by the scientific field. Data 

will be used in academic publications or presentations. With your consent to 

participate in this study you acknowledge this. 

WHAT COMPENSATION IS AVAILABLE FOR PARTICIPATION?  

You will receive a compensation of £3.50 directly through Prolific provided that you 

(a) reached the end of the study and (b) took the study seriously (e.g., responded to 

most questions, passed attention checks, did not speed through the study). Partial 

compensation would be offered otherwise.  

HOW CAN I WITHDRAW FROM THE STUDY?  

Your participation is voluntary, and you have the right to withdraw from the study at 

any time. If you choose to withdraw, you can do so by simply closing your browser. 

However, by doing so you will no longer be eligible for full compensation. If you 

would like to withdraw your data after completing the interview, you can do so within 

one month upon completing the study by emailing the principal investigator (Jingdi 

Wu) at jingdi.wu@smu.ca and providing your Prolific ID or by contacting us via the 

Prolific messaging services directly before May 31, 2021. Please note that that your 

data will be used unless a data withdrawal request is made 

HOW CAN I FIND OUT MORE ABOUT THE STUDY? 

mailto:jingdi.wu@smu.ca


REDUCE RACIAL BIAS ON INTERVIEWS 

84 
 

84 

If you have any questions about the study, or experience any adverse effects from 

taking part, please contact the principal investigator (Jingdi Wu) at 

jingdi.wu@smu.ca. If you are interested in the study’s results, a summary of the 

findings will be available after May 31st at 

https://atlanticpersonnelselection.com/feedback-reports.  

CERTIFICATION 

The Saint Mary’s University Research Ethics Board has reviewed this research. If you 

have any questions or concerns about ethical matters or would like to discuss your 

rights as a research participant, you may contact the Chair of the Research Ethics 

Board at ethics@smu.ca or 902-420-5728. 

 

SIGNATURE OF AGREEMENT:  

I understand what this study is about, its potential risks and benefits, and by 

consenting, agree to take part in it. This in no way constitutes a waiver of my rights to 

legal recourse in the event of research-related harm. I understand that my participation 

is voluntary and that I can end my participation at any time without penalty. I have 

had adequate time to think about the research study and have had the opportunity to 

ask questions.  

Please keep an e-copy of this form for your records.  

 

  

mailto:jingdi.wu@smu.ca
https://atlanticpersonnelselection.com/feedback-reports
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Appendix B 

Screening Elements  

 

Note: Those. Only participants who are male, White, over 18-years-old will be 

eligible screening elements. This will be done based on the screening criteria that are 

already incorporated in Prolific. 
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Appendix C  

Project Manager Job Description  

 

Garners & Company is a customer-focused personal and small business banking 

business. We provide tailored solutions that our customers will have the utmost 

confidence in. By embracing change and forward-thinking values, we ensure that our 

customers are always at the center of everything we do. For these reasons, Garners & 

Company has remained a trusted, household name in North America.  

The main requirements of the project manager role are to analyze and coordinate the 

schedule, timeline, procurement, staffing, and budget of a product or service on a per 

project basis. Specifically, the project manager is supposed to communicate with key 

stakeholders to determine project requirements and objectives, assign duties to project 

personnel, develop or update project plans, confer with project personnel to identify 

and resolve problems, and monitor all aspects of the project. 

 

Core Responsibilities: 

- Assign duties or responsibilities to project personnel  

- Communicate with key stakeholders to determine project requirements and 

objectives 

- Analyze marketing strategies, financial and customer information, and costs to 

inform decision-making and strategy development  

- Create project status presentations for delivery to customers or project 

personnel 

- Develop or update project plans including information such as objectives, 

technologies, schedules, funding, and staffing 

- Identify project needs such as resources, staff, or finances by reviewing 

project objectives and schedules 

- Monitor costs incurred by project staff to identify budget issue 

- Monitor the performance of project team members to provide performance 

feedback. 
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- Establish internal and external key performance indicators for the business, 

and monitor and track the progress of established goals  

 

Required Knowledge, Skills, and Abilities: 

- Bachelor of Business Administration, Management, or Finance, or equivalent 

degree required  

- Excellent problem-solving skills  

- Ability to develop partnerships, collaborate, and communicate with all levels 

of the organization (senior management, clients, other stakeholders, and your 

team) 

- Ability to manage budgets, finances, and operations of the company  

- Project-management and organization; ability to coordinate multiple projects 

with different deadlines, deliverables, and key stakeholders to report to 

- Excellent verbal and written communication skills  

- Leadership, coaching, and mentoring; ability to support staff and foster 

employee development  

- Proficiency in Microsoft Office and the ability to pick up new technology and 

software easily
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Appendix D 

Interview Scripts (to use with our actors)  

 

Below are 6 structured interview questions (5 are past-behavioural questions, 1 are 

situational questions). Each interview question and script will appear in a table like 

this:  

 

Definition of the competency being assessed by the 

question.  

Indicates whether the 

question is situational or 

past-behavioural. 

The interview question (how the question will appear to interviewees).  

The answer script (how actor-applicants answer the interview question) 
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Teamwork / Collaboration: Working with others to 

achieve a common objective or complete a shared task. 

Past-Behaviour 

Describe a time when you were in charge of a group/team and had led them to 

succeed at a task. What was the task you had to accomplish? What made the team 

successful? What was your contribution?   

Answer: In one of my previous jobs, one of the employees in the team I directly 

supervised was never very friendly with others and had terrible communication 

skills. He was a great worker, but when he had to speak with clients, particularly 

one with a complaint, he always had a poor attitude. He also didn’t have a very 

good rapport with his fellow employees; therefore, I took it upon myself to try and 

help him with his customer service. After a particular encounter with a disgruntled 

customer, where I had to step in, I took him aside. I tried to be pleasant and very 

straightforward with him. I didn’t criticize what he was already doing I simply told 

him an easier and more efficient way to deal with customers. It was known around 

the store that he also wasn’t the most receptive to criticism, so I worded it in a way 

that it appeared to benefit him and could shorten his interaction with customers. I 

simply told him that instead of asking customers “what’s the problem” (which 

instantly insinuates that there is a problem, and essentially creates one) I told him 

he should try saying “how can I help you today?” and he might find he has a much 

easier time with the customers. This way, by addressing the customer in a friendly 

and helpful manner, they usually reciprocate that attitude. Although the employee 

was quite hesitant at first, I could see that he started to use my suggestion when 

interacting with customers. I believe he became more effective when try to help 

others. 

Minimizing Errors/Risks: The considerations that 

one makes in advance of making a decision or 

engaging in an action to ensure that the potential for 

risks, errors, or unfavourable outcomes are 

minimized.  

Past-Behaviour 

Describe a situation where you had to evaluate the risks and benefits associated 

with a decision, for instance buying something important, investing in something, 

starting a new project, etc. How did you handle it? And what was the outcome? 

Answer: During my last job, I was involved in managing risks related to a software 

development project. At about half-way point, the project encountered some issues 

that hadn't been detected in the beginning. More precisely, the development team 

lacked programmers who were skilled in Java and had collected incomplete 

systems requirements. Firstly, I managed to identify these issues and contacted 

concerned stakeholders and was able to get all the requirements we needed for the 

project. At that point, I started the recruitment of a Java expert. However, after one 

month, there were still no suitable applicants. Considering the timelines of the 

project, it is impossible for us to recruit a Java expert just for this project as this 

project is the only project in our company needed a Java expert. In order to solve 

this problem, I prepared a proposal to outsource a Java expert, which was accepted. 

Eventually, the expert was involved during the development phase only. This move 
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saved the company the costs of employing a Java expert on a full-time basis. In a 

way, I got rid of the risks that could have occurred due to the incomplete 

requirements and missing skills, but it took two extra months to complete the 

project than initially planned. 

Conflict management: Coordinating and managing 

interpersonal or objective- and tasks-based conflicts 

among a group of people.  

Past-Behaviour 

Describe a situation where you had to settle a conflict between two individuals or 

groups. How did you handle it? And what was the outcome?  

Answer: At a previous job, I was in charge of a team. Resolving a conflict between 

two team members is a part of my job. Once two team members could no longer 

work effectively together because of their different preferences in one project. 

Their relationship began affecting the productivity of other employees, as well as 

their team. The first thing I did was separate them to calm the situation. Then, I met 

together with both parties to discuss the problem in a calm and controlled setting. 

Although I don’t really like to deal with such issues, it is part of my role. So, I 

assumed control of the discussion and made it clear that a compromise must be 

reached. One of my main objectives during the meeting was to understand the 

perspectives of both parties without siding with either one. At first, this was 

difficult since each party presented their arguments without considering the other’s 

perspective. To counter this, I made it clear to each party that changes must be 

made since the status quo was unworkable. I also explained that if they were unable 

to find some common ground, I would I have to impose something myself. Shortly 

thereafter, we agreed on a workable solution. Before concluding the meeting, I 

emphasized that in future disagreements each party must act considerately and 

professionally and avoid getting emotional. After our meeting, work resumed as 

normal. 

Persuasion, Motivation: Convincing others to 

support an opinion that they previously did not hold or 

behave in ways that they previously did not want to 

behave.  

Past-Behaviour 

Describe a time when you successfully persuaded someone to see or do things your 

way. What was the situation and how did you achieve this? 
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Answer: At my last job, once, my team was in charge of building a new production 

line for at a manufacturing site. There was a big debate about which provider we 

should use for supplying a central machine for our new production line. The two 

providers we considered seemed to have similar products for comparable prices, so 

the majority of my colleagues were interested in working with the more well-

known of the providers. I wasn’t really convinced they were right, so before casting 

my vote, I decided to do some research on the two companies and the products and 

services they offered. I took a closer look at the support services or warranty plans 

the two providers offered and found out the lesser-known company was actually 

going to provide us with more useful features and better support. The next day, in 

our discussion meeting, I proposed that the lesser-known company was a better 

option. My colleagues initially disagreed with my perspective, and it sparked a 

vigorous debate. I knew they were wrong, so in order to justify that the lesser-

known company was a better option, I had to argue and persuade my colleagues 

one by one based on the evidence I found. The discussion took almost a day, but in 

the end, my colleagues realized the lesser-known company was a better option for 

our budget and needs.  

Problem-Solving: Recognizing when a problem has 

occurred, identifying the problem, and 

proposing/implementing an appropriate solution. 

Situational 

It’s been a few months since you implemented a new company-wide initiative to 

report the progress made in long-terms projects. You are realizing that it is not 

working the way you had anticipated. A lot of money was spent training employees 

to use the reporting system, but the compliance rate to your new procedures has 

been very low. Overall, you have seen no gains in project efficiency, and the top 

management team is becoming increasingly concerned. Additionally, you and the 

management team have heard a few direct complaints from employees on parts of 

the new system. What would you do? What would you tell the management team? 

Answer: If I were the leader of this project, first of all, I would apologize to the top 

managers because of the disappointing initial results. Then, I will try my best to 

figure out why this project failed and deal with the new system's negative 

complaints. If possible, I will run a company-wide survey, figuring out if there is 

one core issue or factor that might have negatively impacted the process. For 

instance, there might be a way to directly gather complaints about the initiative 

across the company. Maybe we could provide a channel for collecting employees' 

opinions and encourage them to point out the new systems' problems. I know 

people don’t like surveys, but if we can get enough people to participate, it will 

give us enough information about the problem. The survey will also show that our 

team, and the company in general, values employees’ opinions, potentially reducing 

employees' negative reactions to the new systems. After collecting this information, 

I would focus on analyzing the main reasons for these disappointing results. For 

instance, people can be slow to adopt new initiatives and it can take several months 

to see the true results of new company initiatives. To speed things up, I might hold 
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various activities or training to facilitate the transition to the new system or help 

employees overcome difficulties. Or, if the main issue seems to be the new system, 

I will just fix and update it with my team.  

Planning and Organization: How tasks, resources, 

and constraints are managed towards fulfilment of a 

specific objective.   

Past-Behaviour 

Tell me about a time you needed to adjust your project plans because the client had 

new requirements, or your team faced unexpected challenges. How did the changes 

in the situation affect your plan? What approach did you take to complete the 

project? What was the outcome? 

Answer: In my last job, as a team leader, I often encountered unexcepted issues 

when implementing various projects. If I have the resources, knowledge and time to 

solve a problem within my immediate team, then my first course of action is to rely 

on the team. However, when I feel the issue involves a sensitive matter, requires 

high-level approval or needs additional input on the decided course of action, I 

need to work with my direct supervisors on solving the issue. No matter the 

problem, I feel it is always best for the team and my own professional development 

to use every resource available to get as far as I can in solving the issue before 

bringing others in. 

For example, once, I was working on a project where the sales team promised the 

client that we could integrate an additional feature in the middle of the project. But 

I knew our current program could not support it. I tried my best to communicate 

with the sales team, but they were so focused on securing the contract that they did 

not want to revise their offer to the client. Ultimately, I had to involve my direct 

supervisor. She agreed that it was impossible to deliver the feature at this stage. 

Together, we had a difficult conversation with the client, but we managed to reach 

a compromise. In this project, we would not provide this feature. But we started a 

new project to develop a way to support the feature soon after and decided that 

would offer it to the client free of charge once it is ready. 
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Appendix E  

Interview Rating Scales 

Q1: Please give your evaluation of the quality of the applicant's performance on 

this question using the following rating scale 

1 2 3 4 5 

Poor  Average  Excellent 

 

Q2: Please give your evaluation of the quality of the applicant's performance on 

this question using the following rating scale 

1 2 3 4 5 

Poor  Average  Excellent 

 

Q3: Please give your evaluation of the quality of the applicant's performance on 

this question using the following rating scale 

1 2 3 4 5 

Poor  Average  Excellent 

 

Q4: Please give your evaluation of the quality of the applicant's performance on 

this question using the following rating scale 

1 2 3 4 5 

Poor  Average  Excellent 

 

Q5: Please give your evaluation of the quality of the applicant's performance on 

this question using the following rating scale 

1 2 3 4 5 

Poor  Average  Excellent 

 

Q6: Please give your evaluation of the quality of the applicant's performance on 

this question using the following rating scale 

1 2 3 4 5 

Poor  Average  Excellent 

 

Note. Each scale will present after each interview question. 
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Please give your evaluation of the quality of the applicant's performance based on 

all six questions using the following rating scale. 

1 2 3 4 5 

Poor  Average  Excellent 

 

Based on the applicant's performance in the interview, please use the following 

rating scale to make an inference regarding the applicant’s true level in each of the 

following work-related attributes 

1 2 3 4 5 

Poor  Average  Excellent 

Attribute Rating 

Teamwork / Collaboration:  

Working with others to achieve a common objective or complete a 

shared task. 

 

Minimizing Errors/Risks:  

The considerations that one makes in advance of making a 

decision or engaging in an action to ensure that the potential for 

risks, errors, or unfavourable outcomes are minimized. 

 

Conflicts management:  

Coordinating and managing the conflicts of tasks or objectives 

among a group of people. 

 

Persuasion, Motivation:  

Convincing others to support an opinion that they previously did 

not hold or behave in ways that they previously did not want to 

behave. 

 

Project Planning:  

How tasks and resources are managed towards fulfilment of a 

specific objective.   

 

Problem-Solving:  

Recognizing when a problem has occurred, identifying the 

problem, and proposing/implementing an appropriate solution. 

 

 

Please answer the following questions on the scale provided based on your overall 

impression of the applicant. 

1 2 3 4 5 

Strongly 

Disagree 

Somewhat 

Disagree 

Neutral Somewhat 

Agree 

Strongly 

Agree 

The applicant possesses the necessary knowledge, skills, and 

abilities to perform the duties of the position they interviewed for 

 

The applicant is a good match or fit with the organization   
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Appendix F 

Color-Blind Racial Attitudes Scale 

 
In the next pages, we will ask you to answer a few questions about yourself and your views, preferences, 
and values.  

Please indicate the extent to which you agree or disagree with each statement. Respond to each item using 
the following scale. 
1 2 3 4 5 

Strongly 
Disagree 

Somewhat Disagree Neither Disagree Nor 
Agree 

Somewhat Agree Strongly 
Agree 

Items Ratings 

White people in the U.S. have certain advantages because of the color of their skin.  

Race is very important in determining who is successful and who is not.  

Race plays an important role in who gets sent to prison.  

Race plays a major role in the type of social services (such as type of health care or day) that 

people receive in the U.S. 

 

Racial and ethnic minorities do not have the same opportunities as White people in the U.S.  

Everyone who works hard, no matter what race they are, has an equal chance to become rich.  

White people are more to blame for racial discrimination than racial and ethnic minorities.  

Social policies, such as affirmative action, discriminate unfair against White people.  

White people in the U.S. are discriminated against because of the color of their skin.  

English should be the only official language in the U.S.  

Due to racial discrimination, programs such as affirmative action are necessary to help create 

equality. 

 

Racial and ethnic minorities in the U.S. have certain advantages because of the color of their 

skin. 

 

It is important that people begin to think of themselves as American and not African 

American, Mexican American or Italian American. 

 

Immigrants should try to fit into the culture and values of the U.S.  

Racial problems in the U.S. are rare, isolated situations.  

Talking about racial issues cause unnecessary tension.  

Racism is a major problem in the U.S.  
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It is important for public schools to teach about the history and contributions of racial and 

ethnic minorities. 

 

It is important for political leaders to talk about racism to help work through or solve 

society's problems. 

 

Racism may have been a problem in the past, it is not an important problem today  



REDUCE RACIAL BIAS ON INTERVIEW 

 

Appendix G 

Demographics Questionnaire 

 

1.What is the highest level of education you have completed? 

- Less than High School 

- High School 

- Associate Degree or Professional Degree  

- Bachelor’s Degree  

- Master’s Degree 

- Doctoral Degree 

- Other  

 

2. Please select “agree.” 

- Strongly disagree 

- Disagree 

- Neutral 

- Agree 

- Strongly agree 

 

3.What is your employment status? 

- Employed full-time  

- Employed part-time 

- Unemployed and actively seeking work          

- Unemployed and not actively seeking work    

 

4.How much experience have you had as an interviewer (in years)? 

  

5.Approximately, how many traditional interviews have you completed in your life? 

 

6.Approximately, how many asynchronous video interviews (AVIs) have you completed in your 

life both as an interviewer and job applicant?  
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Appendix H  

Feedback Letter 

An additional benefit of asynchronous video interviews  

SMU REB 21-071 

 

Principal Investigator: Jingdi Wu 

Email: Jingdi.Wu@smu.ca 

 

Faculty Supervisor: Dr. Nicolas Roulin 

Email: Nicolas.Roulin@smu.ca 

 

Psychology Department, Saint Mary’s University, 

923 Robie Street, Halifax, NS B3H 3C3, Canada 

Dear valued participant: 

I would like to thank you for your participation in this study. 

The purpose of the study was to examine whether asynchronous video interviews (AVIs) are a 

feasible solution to reduce the effects of the interviewer's racial bias on interview evaluation by 

separating video and audio. More specifically, we wanted to examine whether the partially blind 

mode (present audio-only mode for the first several questions, followed by video mode for the 

remainder of the interview) is an effective way to control and reduce racial bias.  

The nature of the phenomenon we are investigating required minor deception on our part. For 

instance, we relied on a mock company and job description. You were randomly assigned to 

watch the video-recorded responses of one “applicant” who was either White, Black, or Asian. 

Moreover, all candidates in the study were actors who read the same script and followed the 

same procedure; we did this to ensure all candidates were identical in all aspects beside their 

race. All this information was not disclosed up front because they could have affected your 

responses in the study. This was done to explore the question of whether the partially blind mode 

in AVIs could help reduce racial bias. 

Any data pertaining to you as an individual participant will be kept anonymous and confidential. 

Once all the data are collected and analyzed, we plan on sharing this information with the 

research community through publications, conferences, and presentations. The data will be 

aggregated, and no individual participants will be identified. 

If you are interested in receiving more information about this study, would like to withdraw your 

data, or if you have any questions or concerns, you may contact the principal investigator (Jingdi 

Wu) at Jingdi.Wu@smu.ca. before May 31st. If you are interested in the study’s results, a 

summary of the findings will be available after June 31st at 

https://atlanticpersonnelselection.com/feedback-reports. 

 

mailto:Nicolas.Roulin@smu.ca
https://atlanticpersonnelselection.com/feedback-reports
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This project was reviewed by the Saint Mary's University Research Ethics Board. Should you 

have any comments or concerns about ethical matters or would like to discuss your rights as a 

research participant, please contact the Chair of the Research Ethics Board at +1 902-420-5728 

or ethics@smu.ca.  

 

Thank you, 

The Research Team 
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Appendix I 

Recruitment Message 

All participants will be recruited via Prolific. After reading the following brief 

description of the study, participants will be able to choose this research study (among 

many studies available) within the Prolific environment. 

 

Title: An additional benefit of asynchronous video interviews 

 

Description: Complete a about 20-minute online study examining the benefits of 

asynchronous video interviews (AVIs) in exchange for £3.50. AVIs require job 

applicants to record their responses to interview questions on a web platform, and 

their video-recorded responses are later reviewed/rated by hiring managers. In this 

study, you will be asked to watch the video-recorded responses of applicants for a 

position, and evaluate them. Then you will be asked to answer a few questions about 

yourself. 
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Appendix J 

Picture Pilot Test N = 50 

Note. 95% Confidence Intervals. Attractiveness/ Likability/ Health were rated on a 7-point scale with lower 

score indicating higher levels of attractiveness. For each measure, Post-hoc testing revealed that profiles 

with a,c,e,g,i,k,m were rated significantly higher than those with b,d,f,h,j,l,n. Bloded actors were finally selected in 

this thesis. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Profile Mean SD Lowe

r  

CI 

Uppe

r  

CI 

Mean SD Lowe

r  

CI 

Uppe

r  

CI 

Mean SD Lowe

r  

CI 

Uppe

r  

CI 

 Attractiveness Likability Health 

Asian 1 2.84b,d,f,h,j,

l 

1.43 2.45 3.22 4.12b,d,f,

h 

1.44 3.73 4.51 3.55b,d.f 1.46 3.16 4.00 

Asian 2 4.47b,c 1.26 4.12 4.80 5.31c 1.21 4.94 5.61 5.61c 1.34 5.24 5.96 

Asian 3 4.51b,e 1.08 4.20 4.80 5.12b,e 1.11 4.82 5.41 5.51e .89 5.27 5.78 

White 1 4.69g,m .96 4.43 4.96 5.20j 1.26 4.86 5.57 5.49 1.12 5.18 5.78 

White 2 5.20a 1.06 4.88 5.51 5.49a 1.28 5.12 5.84 5.57a 1.12 5.22 5.88 

Black 1 4.49b,i 1.40 4.10 4.86 4.78b,d 1.62 4.31 5.20 5.37 1.17 5.06 5.67 

Black 2 4.18b,k,n 1.44 4.76 4.55 4.41b,d,f 1.54 3.98 4.82 5.14b,d,f 1.23 4.82 5.47 
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