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ABSTRACT:

Although organizations increasingly emphasize equal treatment in recruitment, differences in
hiring outcomes continue to be reported across many labour markets. Previous studies have
shown that characteristics unrelated to job performance, such as ethnicity, gender, age, or
applicants’ names, may affect how candidates are evaluated during recruitment.

This thesis explores the role of anonymous recruitment as a potential way to reduce such
unequal treatment. The study focuses especially on the early stages of hiring, where employers
review applications and decide which candidates move forward. The thesis also uses signalling
theory to explain how employers interpret different signals in job applications and how
personal information may influence decisions.

Evidence from previous studies indicate that anonymous recruitment can reduce
discrimination during the first screening stage by shifting attention more toward qualifications,
skills, and work experience. In some cases, anonymization has improved equal access to
interview opportunities for minority applicants. However, the findings also show some
limitations. Once candidates move to interviews, identity becomes visible again, and bias may
still influence decisions.

Anonymous recruitment can support fairer hiring practices, but it is not a complete solution to
discrimination. its impact is shaped by organizational practices and the broader recruitment
context. For this reason, anonymization is best understood as one element of a wider effort to
promote fair and objective hiring decisions.

KEYWORDS: Anonymous recruitment, Hiring discrimination, Implicict bias, fairness,
recruitment, signaling theory
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1 Introduction

Hiring decisions play an important role in organizational performance, productivity and
workforce diversity. Because employees are a key resource for organizations,
recruitment has become an important topic in business and management research
(Adamovic, 2022). Recruitment can be understood as the practices and activities
organizations use to identify and attract potential employees for open positions.
Effective recruitment helps organizations find qualified employees and ensures that
they have the skills needed to perform successfully. The recruitment process is
important because it allows organizations to attract individuals who can contribute to

their success. (Barber, 1998).

Organizations aim to select candidates who possess the skills, knowledge and
experience required for the specific position. Recruitment processes are also expected
to ensure that applicants are evaluated fairly and objectively (Wolgast et al., 2017).
Many organizations now rely on digital recruitment platforms, structured hiring
procedures and standardized evaluation methods in order to manage the hiring
process more efficiently and transparently (Whitney, 2014). These developments aim
to support more objective hiring decisions and reduce the role of subjective judgments

when evaluating candidates.

Despite these developments recruitment processes still involve several challenges.
Recruiters often need to review a large number of applications within a limited time.
When decisions have to be made quickly, evaluations may rely on simplified judgments
rather than careful comparison of candidates. Recruitment processes may
unintentionally reproduce inequalities in the labour market if applicants are not
assessed solely based on job-related qualifications (Adamovic, 2022). This thesis
explores whether anonymous recruitment can help reduce such bias in hiring

decisions.



1.1 Background of the study and Research questions

Recruitment processes are not always fully objective and discrimination still affects
certain groups in the labour market, especially applicants with international or
minority backgrounds (Adamovic, 2022). Studies have found that employer decisions
may be influenced not only by applicants’ qualifications but also by signals related to
their personal background and as a result equally qualified candidates may still be
treated differently (Lippens et al., 2023). Recruiters may rely on quick judgments when
reviewing applications, and unconscious stereotypes may influence decisions without

employers realizing it (Greenwald & Krieger, 2006).

One way to reduce this type of bias is anonymous recruitment. In anonymous
recruitment processes identifying information such as names or gender is removed
from job applications before they are evaluated. This allows candidates to be assessed

primarily on the basis of their qualifications and their skills (Krause et al., 2012).

Studies show that applicants with identical qualifications may still receive different
responses from employers depending on their background (Vermeiren, 2021). For
example, Bertrand and Mullainathan (2004) found that applicants with White-
sounding names got more interview invitations than applicants with African American-
sounding names, even when the applications were otherwise identical. Similar
patterns have been observed in several countries. According to Zschirnt & Ruedin
(2016) ethnic minority applicants receive fewer interview invitations than majority
applicants even when qualifications are the same. These differences appear already in
the early stages of recruitment process when employers review applications and
decide which candidates are invited to interviews. Fair recruitment practices are not
only relevant from the perspective of equality but they also help organizations to reach

a wider selection of potential talent (Adamovic, 2022).



1.2 Research questions and objectives

The aim of this thesis is to examine whether anonymous recruitment can reduce hiring
discrimination and improve fairness in recruitment processes that all candidates would
have equal opportunities. The study focuses on how discrimination may occur during
recruitment processes and how making recruitment processes anonymous can
influence employer decision-making and can it make recruitmet more fair and equal

towards candidats.

This thesis aims to examine discrimination in recruitment and explore whether
anonymous recruitment can reduce bias in hiring decisions. It explains different ways
people may experience discrimination during the hiring process and examines factors
that can affect employers’ decisions, such as unconscious bias and personal details in
applications that reveal someone’s identity. The study discusses empirical research and

policy experiments related to anonymous recruitment.

Based on this objective, the thesis addresses the following research questions:

1) What forms of discrimination in recruitment have been identified?

2) What is anonymous recruitment and how can it affect discrimination in hiring
processes?

3) How can anonymous recruitment influence fairness in recruitment processes,

and what limitations may affect its effectiveness?

The goal is to understand both the mechanisms behind discrimination and whether
anonymous recruitment can make hiring more fair. By bringing together findings from
different studies, the thesis aims to build a clearer picture of the effects of anonymous

recruitment.



1.3 Defenition of key terms

Hiring discrimination refers to situations where job applicants are treated differently
because of characteristics that are not related to their ability to perform in the job
(Adamovic, 2022). These characteristics may include ethnicity, gender, age or other
aspects of a person’s identity (Vermeiren, 2021). Due to this applicants with similar

qualifications may still be evaluated differently during the hiring process.

Discrimination appears especially at the earliest stage of recruitment. This stage
includes reviewing job applications and deciding which candidates are invited to
interviews (Vermeiren, 2021). Decisions made at this stage can have a strong impact

on the later stages of recruitment.

Anonymous recruitment has been suggested as one possible way to reduce
discrimination in hiring. In this type of recruitment process identifying information is
removed from job applications before they are evaluated (Rinne, 2018). This often
includes removing details such as names, gender, photographs or nationality from
application documents (Krause et al., 2012). The idea is that recruiters focus mainly on
applicants skills, qualifications and work experience instead of personal identity (Rinne,

2018).

Another concept related to recruitment discrimination is implicit bias. Implicit bias
refers to unconscious attitudes or stereotypes that influence how people interpret
information and make decisions (Greenwald & Krieger, 2006). Because these biases
operate automatically, individuals may not always be aware that they influence their
judgments. In recruitment situations such biases may affect how recruiters interpret

applicants’ qualifications or assess their suitability for a position (Adamovic, 2022).

Name bias is a related phenomenon. It occurs when a person’s name signals aspects of
their social identity such as ethnic or cultural background (Morin, 2024). Certain names

may trigger stereotypes in the minds of employers. As a result applicants with



minority-sounding names may receive fewer interview invitations than candidates with

majority-group names even when their qualifications are identical (Vermeiren, 2021).

1.4 Structure of the thesis

This thesis is divided into five main chapters. The first chapter introduces the topic and
explains why recruitment discrimination and anonymous recruitment are important
issues to study. It also presents the research questions and objectives of the thesis. In
addition, key concepts are defined to make the topic and perspective of the study

clearer.

The second chapter focuses on hiring discrimination in recruitment. It looks at
evidence of discrimination and discusses different forms of unequal treatment, such as
ethnic, gender, and age discrimination. The chapter also explains why discrimination
may happen in recruitment processes, theories and mechanisms such as signalling

theory, implicit bias and statistical discrimination are used to study this.

Chapter 3 explains what anonymous recruitment means in practice and how
organizations have previously used it in different recruitment processes. The chapter
also looks at both the advantages and the limitations of anonymous recruitment and

discusses how it connects to previous research on hiring discrimination.

The 4th chapter examines how effective anonymous recruitment is by studying
whether anonymization can reduce discrimination and improve fairness in
recruitment. The chapter also reviews findings from earlier studies and recruitment
experiments, and aims to identify factors where anonymous recruitment may work

better and situations where its effects may remain limited.

The final chapter brings together the main findings of the thesis. It presents the

conclusions of the study, reflects on the limitations of the research, and discusses
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possible ideas for future research related to fair recruitment and anonymous hiring

practices.
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2 Hiring Discrimination in Recruitment

Hiring discrimination is the practice of treating job candidates differently due to traits
unrelated to their skills or suitability for the position (Adamovic, 2022). These traits
can be things like race, gender, age, religion, or other parts of a person's qualities that
can not be changed. Hiring decisions should be based on objective factors like abilities,
education, and job history. Still sometimes candidate's identity can affect how

employers see and judge them (Whitney, 2014).

Wider reviews show that these trends are not just one-time events. Meta-analyses of
correspondence experiments show that minority applicants often have a lower chance
of receiving interview invitations than majority applicants with similar qualifications
(Zschirnt & Ruedin, 2016). These findings suggest that discrimination can occur even

when employers believe they are evaluating candidates objectively.

Legal frameworks are a key tool for reducing discrimination in recruitment. They
establish rules that promote fairness and protect applicants during the hiring process.
It also highlight the fact why organisations need to act fairly when making hiring
decisions. In the European Union, several directives address equality in employment.
One example is the Racial Equality Directive (2000/43/EC). This directive bans
discrimination based on racial or ethnic origin. Another key regulation is the
Employment Equality Directive (2000/78/EC). It prohibits unequal treatment related to
religion, disability, age, or sexual orientation in the workplace. An important part of
these laws is how they are enforced. When there is reason to suspect discrimination,
employers may be required to show that their decision was fair and based on valid

decision (European Commission, 2026).

Understanding discrimination in recruitment is important not only from a social and
legal perspective, but also for organisations that want to identify and hire the most
qualified candidates. Discrimination in the hiring process can prevent employers from

recognising talent and making the best hiring decisions.
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The next sections examine evidence of discrimination in recruitment and explore the

different forms and mechanisms in how it can occur.

2.1 Evidence of Discrimination in recruitment

Researches shows that discrimination occurs in recruitment processes across many
labour markets. Correspondence experiments are often used to study discrimination in
hiring because researchers can change only things like a person’s name or background
while keeping the applicants’ qualifications the same (Vermeiren, 2021). This helps
show whether employers react differently to applicants when deciding who to invite

for an interview.

A review of correspondence studies conducted across several OECD countries found
that minority applicants often need to send significantly more applications than
majority applicants in order to receive the same number of interview invitations
(Zschirnt & Ruedin, 2016). Studies from different countries show a similar pattern:
applicants from ethnic minority groups are less likely to get a positive response from
employers, even when they have the same qualifications as majority applicants.
Lippens et al. (2023) found that minority applicants received about 15.8% fewer
positive responses during the hiring process. Their research also showed that
discrimination is not limited to ethnicity. Older applicants, applicants with disabilities,
and less physically attractive applicants also received fewer opportunities in

recruitment.

A study by Bertrand and Mullainathan (2004) found that employers reacted differently
to job applications based only on the applicant’s name. Applications with White-
sounding names received about 50% more callbacks than identical applications with

African-American-sounding names.

Discrimination often appears at the very beginning of the recruitment process.

Recruiters may need to go through dozens or even hundreds of applications in a short
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time. Recruiters do not always have time to carefully examine every applicant and may
instead rely on quick impressions or stereotypes (Whitney, 2014). Small details such as
a person’s name, background, or work history can then affect how that person is

judged.

Bias in recruitment is not always intentional. Employers may rely on unconscious
assumptions without even noticing it themselves (Greenwald & Krieger, 2006). Most
correspondence experiments focus only on the first stage of recruitment, when
employers decide which applicants are invited to interviews. So the studies cannot
fully explain what happens later in the hiring process or how discrimination may
continue during interviews and final hiring decisions. Still, the results across many
studies show that discrimination during the recruitment remains a common problem in

labour markets.

2.2 Signalling theory framework

Signalling theory helps explain how employers read job applications. They cannot
directly see how skilled someone will be before hiring them. Recruiters look for signals
in the application that might give some idea about the candidate (Spence, 1973). In
Spence’s theory, education is one of the main signals in the labour market. A degree or
gualification may suggest that a person has certain skills or abilities. Diploma does not
exactly show how someone will perform at work. Still, employers often use it when

comparing applicants (Spence, 1973).

Job applications contain many different signals. Some are clearly related to
qualifications, such as education, work experience, or specific skills. Others are more
indirect. Even something as simple as a name can reveal information about a person’s
background. Several studies point that these kinds of signals can influence employer
reactions. Minority applicants often receive fewer interview invitations even when

their qualifications are the same (Zschirnt & Ruedin, 2016).
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From a signalling perspective, employers are not only evaluating skills. They are also
interpreting the signals they see in the application. Anonymous recruitment tries to
change this situation. When identifying details are removed from applications, signals
like names or age become less visible. In that case, recruiters may pay more attention

to qualifications, skills, and work experience instead (Krause et al., 2012).

2.3 Forms of discrimination in recruitment

Research identifies several forms of discrimination that may influence recruitment
decisions. These forms can overlap, as applicants belong to multiple social groups that

shape how they are perceived by employers (Derous & Pepermans, 2019)

2.3.1 Ethnic discrimination

Ethnic discrimination is one of the most consistently documented forms of hiring
discrimination. Evidence from correcpondence experiments also finds that ethnic
minority applicants consistently receive fewer positive responses from employers
across different labour markets (Lippens et al., 2023). According to Zschirnt & Ruedin
(2016), minority applicants often need to submit significantly more applications in
order to obtain the same number of interview invitations as majority candidates. The
results show that some ethnic minority groups face more difficulties in hiring than

others.

Discrimination does not appear equally in every job or organization. A study show that
discrimination is more likely in jobs involving customer interaction or in occupations

where stereotypes about competence may be influential (Adamovic, 2022).
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2.3.2 Gender discrimination

Gender discrimination has also been widely examined in recruitment research. The
results are not as consistent as those found for ethnic discrimination. Some studies
show that women are disadvantaged in hiring decisions (Derous & Pepermans, 2019).
Other research does not find clear differences between male and female applicants. In
certain occupations, women may even have a slight advantage depending on the

context of the job (Derous & Pepermans, 2019).

More recent studies has started to focus on intersectionality. Discrimination often
occurs through the interaction of several identities rather than through gender alone.
For example, ethnic minority women may face stronger barriers in recruitment than
both minority men and majority women (Derous & Pepermans, 2019). In other words,
belonging to two disadvantaged groups may increase the likelihood of hiring

discrimination.

Researchers have also looked at whether removing identity signals can influence
evaluation outcomes. Evidence from other selection settings gives useful insight. A
study of orchestral auditions found that female musicians were more likely to move
forward in the selection process when the evaluators could not see them (Goldin &
Rouse, 2000). During these auditions, musicians performed behind a screen so the
judges could not identify their gender. The results suggest that when identity cues are

hidden, decisions may become more objective.

2.3.3 Age discrimination

Age discrimination is another form of inequality in recruitment. Stereotypes related to
age can influence hiring decisions for both older and younger applicants. Older
applicants are sometimes perceived as less adaptable, less capable of learning new

technologies or lower productivity (Anand et al., 2024).
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Employers may interpret signals such as graduation dates or length of work experience
as indicators of age (Anad et al.,2024). These cues can trigger assumptions about
applicants’” productivity or flexibility, even when these biases are not supported by

actual evidence.

2.4 Mechanism of discrimination

Discrimination in recruitment can be explained through several different mechanisms.
In some cases, hiring decisions are influenced by unconscious stereotypes and biases,
while in others employers may rely on assumptions or expectations about different
social groups when evaluating applicants. The following sections discuss three
identified mechanisms of discrimination in recruitment: implicit bias, taste-based

discrimination, and statistical discrimination.

2.4.1 Implicit bias

Implicit bias refers to unconscious attitudes or stereotypes that influence judgments
and behaviour without conscious awareness (Greenwald & Krieger, 2006).
Psychological research highlight that people can hold automatic associations about

social groups even when they consciously reject prejudice.

In recruitment settings, implicit bias may affect how employers interpret job
applications and evaluate candidates because employers often review resumes
quickly, they may make decisions based on quick impressions instead of looking
carefully at each application (Whitney, 2014). For this reason, names or backround

details may affect how candidates are judged.
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2.4.2 Taste-based discrimination

According to Becker’s theory reviewed by Collard (1972) employers may sometimes
prefer not to hire certain groups because of personal prejudices rather than
applicants’s qualifications and abilities (Collard, 1972). As a result, applicants may be

treated differently even when they are equally qualified for a position.

Hiring decisions may also be influenced by how employers expect others to react. For
example, employers may consider how coworkers or customers would respond to
working with a particular employee (Van Borm et al., 2020). In cases of taste-based
discrimination, hiring decisions are shaped by anticipated reactions from others rather

than by applicants’ qualifications.

2.4.3 Statistical discrimination

Statistical discriminationis based on assumptions about social groups rather than
individual applicants. Employers may rely on group characteristics when forming
expectations about their abilities when they have limited information (Zschirnt &

Ruedin, 2016).

Instead of evaluating each candidate individually, applicant may be evaluated based on
stereotypes about the average characteristics of social groups. These assumptions can

influence how employers interpret job applications (Adamovic, 2022).
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3 Anonymous Recruitment

This chapter focuses on anonymous recruitment and its role in reducing discrimination
in hiring processes. The chapter explains what anonymous recruitment means, how it

is used in practice, and its possible limitations and advanteages.

3.1 Defenition

Anonymous recruitment refers to recruitment procedures where identifying
information about applicants is removed from job applications (Rinne, 2018). In
practice, this usually means removing information such as names, gender,
photographs, nationality, or addresses from application documents (Krause et al.,
2012). The main purpose is to reduce the influence of identity-related signals during

the early stages of hiring.

This approach is closely linked to research on hiring discrimination. Studies show that
signals such as names or background information may influence how recruiters view
qualifications during resume screening (Vermeiren, 2021). Research on implicit bias
also suggests that people may rely on stereotypes when making quick decisions about
candidates (Greenwald & Krieger, 2006). Because recruiters often review many
applications within limited time, such biases can influence hiring decisions even when

decision-makers believe they are evaluating candidates objectively (Whitney, 2014).

From a signalling theory perspective, anonymized recruitment reduces the visibility of
identity signals in job applications. (Spence, 1973). By removing information such as
names, gender, or age, the recruitment process limits signals that may trigger biased
interpretations by employers. Anonymous recruitment attempts to address this
problem by removing identity-related details that may activate stereotypes. When
personal information is hidden, recruiters are pushed to focus more on skills,

qualifications, and work experience (Rinne, 2018).
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3.2 Implemention

Several countries and organizations have experimented with anonymous recruitment
as a way to reduce discrimination in hiring. Policy experiments in Europe have tested
anonymized job applications in both public and private sector recruitment processes
(Krause et al., 2012). These initiatives aim to examine if removing identity information

can reduce unequal treatment during resume screening.

In many implementations personal information is removed from applications before
recruiters review them. This can be done through standardized application forms or
digital recruitment systems that automatically hide identifying information (Rinne,
2018). Similar approaches have been used in policy experiments across European
countries that tested anonymized job applications in recruitment processes (Krause et

al., 2012).

Experiments conducted in several European countries provide evidence about how
anonymization works in practice. For example, trials in Germany, Sweden, and the
Netherlands have tested anonymous recruitment in public sector hiring (Krause et al.,
2012). Similar pilot projects have also been introduced in Finland in order to examine
whether anonymization can improve equal access to interview opportunities for

applicants from minority backgrounds (Kanninen & Kiviholma, 2024)

Although these experiments differ in their design, they share a common objective that
Removing identity-related information is expected to reduce the influence of

stereotypes and bias during the initial screening stage of recruitment.
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3.3 Potential advantages of anonymous recruitment

Signalling theory explains how recruiters read job applications. They look for signals to
understand who the candidate is (Spence, 1973). Some of these signals are useful, like
education, skills, and work experience because they can tell something about how a
person might perform at work. Things like a person’s name or background can also
send signals. These can easily lead to assumptions that are not related to actual ability
(Bertrand & Mullainathan, 2004). In anonymous recruitment prosess those identity
details are removed, so recruiters have fewer chances to rely on stereotypes.

Anonymization can help make decisions more objective (Krause et al., 2012).

In a Finnish field experiment, anonymizing applications increased the hiring of
applicants with foreign-sounding names and removed the previous hiring gap between
groups (Kanninen & Kiviholma, 2024). In other words removing identity information
may create more equal opportunities during screening. In recruitment research,
anonymized applications have also been associated with better opportunities for
minority candidates in some cases. Removing identity-related information can increase
the likelihood that applicants from minority backgrounds receive interview invitations
(Krause et al., 2012). These findings support the idea that anonymization may reduce

discrimination at the screening stage of recruitment.

Evidence from other selection settings also supports this view. A study on orchestral
auditions showed that blind auditions increased the chances that female musicians
moved forward in the selection process (Goldin & Rouse, 2000). When the identity of
the performers was hidden, evaluators had to focus only on musical performance

instead of gender.
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3.4 Limiatations of anonymous recruitment

First, anonymization only works at the beginning of the process. Once candidates are
invited to interviews, their identity becomes visible. At that point, bias can still
influence decisions (Rinne, 2018). Bias may not disappear but discrimination may
continue once employers meet the candidates face to face, because then the signals

are visible again.

Findings from field experiments demonstrate that discrimination in hiring is influenced
by many contextual factors. Recruitment decisions can be shaped by organizational
practices, job characteristics, and labour market conditions (Adamovic, 2022).

Anonymization alone cannot fully remove discrimination from hiring processes.

Identity also cannot always be fully hidden. Recruiters may still guess information
about a candidate based on things like education, work history, or language skills
(Morin, 2024). In addition recruiters may depend on contextual cues when assessing

candidates under time pressure (Adamovic, 2022).

Some scholars also argue that anonymization may create difficulties for diversity
policies. Organizations that want to improve the representation of minority groups
may find it harder to identify candidates from underrepresented backgrounds when
personal information is removed (Krause et al., 2012). This shows that the relationship

between anonymization and diversity goals is not always simple.

Anonymous recruitment mostly affects the first screening stage. Later in the
recruitment process, personal information becomes visible again, and bias may still

influence hiring decisions (Rinne, 2018).
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4 Evaluation of anonymous recruitment in reducing
discrimination

Anonymous recruitment should be understood as one potential tool for reducing
discrimination rather than a complete solution. Studies on hiring discrimination
consistently show that identity signals can influence recruitment decisions (Bertrand &
Mullainathan, 2004). Because these signals often appear directly in job applications,

anonymization specifically targets the stage where discrimination frequently occurs.

Discrimination is shaped by psychological, organizational, and structural factors
(Adamovic, 2022). For this reason, many scholars argue that anonymous recruitment
should be combined with other measures aimed at promoting fair hiring practices.
These examples include structured interviews and standardized evaluation criteria.
Applicants are more likely to see recruitment processes more fair when procedures are
consistent and transparent (Gilliland, 1993). Structured recruitment practices may also
help reduce bias in decision-making (Adamovic, 2022). For example, using the same
interview questions for all candidates and applying consistent evaluation criteria may
reduce subjective judgments and improve fairness in recruitment (Wolgast et al.,
2017). Combined with anonymization, these practices may support fairer recruitment

processes.

4.1 Anonymous recruitment and different forms of hiring

discrimination

Signalling theory helps explain why anonymous recruitment may reduce
discrimination. Employers often rely on different signals when reviewing applications,
and some of these signals are linked to identity rather than actual ability (Spence,

1973).
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For example, a study by Bertrand and Mullainathan (2004) found that applicants with
White-sounding names received about 50% more callbacks than those with African-
American-sounding names, even when the applications were otherwise identical.
Qualifications alone do not always explain hiring decisions. Removing personal details
may limit biased judgments. In particular, it makes it harder for recruiters to rely on
general assumptions about groups, which is known as statistical discrimination
(Zschirnt & Ruedin, 2016). It may also reduce the effect of unconscious bias, since

there are fewer signals that trigger automatic judgments (Greenwald & Krieger, 2006).

In the case of gender discrimination, removing names can reduce bias. These effects
have been observed in blind orchestra auditions, where hiding the identity of
candidates increased women’s chances of advancing (Goldin & Rouse, 2000). When
gender is not visible, recruiters cannot rely on stereotypes related to gender roles or
competence. Gender can be hard to fully hidden, recruiters may infer gender from
indirect signals such as career breaks or work experience patterns (Foley & Williamson,

2018).

Anonymous recruitment is particularly relevant for ethnic discrimination, as names
often function as strong signals of ethnic background. Correspondence experiments
show that such signals influence employer decisions (Bertrand & Mullainathan, 2004;
Zschirnt & Ruedin, 2016). Removing names, nationality, or photographs can reduce

both statistical discrimination and taste-based discrimination.

In both forms of discrimination anonymization is especially effective in the resume
screening stage, where decisions are made quickly and based on limited information.
Once candidates are invited to interviews, identity becomes visible again, and

discrimination may reappear.

In contrast, anonymization is less effective for age discrimination. Even if age is not
explicitly stated, it can often be inferred from information such as graduation dates or

length of work experience (Berry & Herbert, 2012). From a signalling perspective,
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these indirect signals still allow recruiters to make assumptions about age. So, age-

related bias may still remain even in anonymous recruitment.

Anonymous recruitment dstill has clear limitations. If a recruiter has strong
preferences or expectations, these may still affect decisions later in the process, for
example during interviews. So anonymization mainly helps at the beginning of
recruitment, but not necessarily at every stage. From a signalling theory perspective,
this limitation can be explained by the reintroduction of identity cues in later stages of

recruitment (Spence, 1973)

4.2 Effect of anonymous recruitment on fairness

There is strong evidence that discrimination happens early in the hiring process,
especially when applications are first reviewed. That is exactly the stage anonymization
tries to change. Lippens et al. (2023) found that minority applicants received about
15.8% fewer positive responses and 17.8% fewer interview invitations than majority

applicants with the same qualifications.

There is also some evidence that anonymization works in practice. A study from
Finland found that when identifying information was removed from applications, the
difference between majority and minority applicants disappeared. Meanwhile, the
quality of hires did not decrease (Kanninen & Kiviholma, 2024). The pilot showed that
organizations can improve equal treatment without lowering the quality of
recruitment. Similar results have been found in other contexts for example, in
orchestra auditions, candidates performed behind a screen so that judges could not
see them and the anonymization increased the chances of women moving forward in

the process (Goldin & Rouse, 2000).

Applicants do not only care about the final hiring decision but the process itself also

matters. Recruitment is more likely to feel fair when procedures are consistent and
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understandable (Gilliland, 1993). Anonymous recruitment may strengthen these
perceptions because personal background details are less visible during screening. In
this sense, anonymization may strengthen perceptions of procedural fairness, because

candidates know that background characteristics are less visible during screening.

Anonymous recruitment can improve the first screening stage but challenges related
to fairness can still remain in interviews and final selection decisions When candidates
understand how decisions are made, they are more likely to see the process as fair
(Gilliland, 1993). Truxillo et al. (2002) suggest that candidates react more positively to
recruitment processes when the procedures are explained clearly, the evaluation
criteria are understandable, and applicants feel they are treated consistently
throughout the selection process. For example, using the same interview questions for
all candidates and applying consistent evaluation criteria may reduce subjective

judgments during recruitment (Wolgast et al., 2017).

Structured procedures may help recruiters focus more on job-related qualifications
instead of personal impressions. Clear evaluation criteria and transparent decision-
making matter throughout the whole recruitment process. Anonymous recruitment
can support fairer hiring, but only when it is combined with broader practices that

promote objectivity and consistency.

4.3 What limits the effectiveness of anonymous recruitment

Organizational practices, labour market conditions, and wider social factors can all
influence how well anonymization works in practice (Adamovic, 2022). The structure of
the recruitment process also matters. Anonymous recruitment mostly affects the first
screening stage when identity singnals are hidden (Rinne, 2018). Later, recruiters
usually meet the applicants face to face and tt the interwiev personal impressions can
still influence decisions. From the perspective of signalling theory, identity signals are

not removed completely, they only disappear for a while.
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Organizations also differ in how recruitment is handled. Discrimination is more likely in
less structured recruitment processes and in jobs that involve customer contact
(Adamovic, 2022). In these situations, recruiters may rely more on personal
impressions or assumptions when evaluating applicants. Organizations that use
structured evaluation criteria and standardized hiring procedures may reduce bias

more effectively (Adamovic, 2022).

Anonymous recruitment aims to hide identity-related information, but some
organizations also want to improve diversity within their workforce. Anonymous
recruitment can make this more difficult, because employers cannot see if
underrepresented groups are included in the process (Krause et al., 2012). Behaghel et
al. (2015) found that anonymous CVs did not always improve outcomes for minority
applicants and in some situations even reduced their chances of receiving interview
invitations. Anonymous recruitement may remove information also that employers
would otherwise interpret positively. In practice organizations may need to balance

different goals at the same time.

Wider social and labour market conditions also shape recruitment outcomes.
Adamovic (2022) argues that discrimination in recruitment depends on organizational
and occupational contexts. For example, bias may become more visible in jobs
involving customer contact or in recruitment processes that rely heavily on subjective
impressions (Adamovic, 2022) Wider social inequalities can also affect recruitment
outcomes. People do not all have the same access to education, work experience, or
professional networks, and these differences may already influence applicants’

opportunities before the recruitment process even begins (Zschirnt & Ruedin, 2016).

Creating a fair hiring process requires more than anonymous recruitment. Removing
removing personal information from applications may help reduce bias, recruitment

outcomes are influenced by more than the information visible in an application.
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5 Conclusions

This thesis looks at whether anonymous recruitment can make hiring processes more
equal and reduce discrimination. The study focused mainly on the early stages of
recruitment because that is the point where employers review applications and decide
who moves forwardd. Previous findings highlight that recruitment decisions are not
always based only on qualifications. Signals such as names, ethnicity, gender, or age
may have an influence on how applicants are evaluated (Bertrand & Mullainathan,

2004).

Anonymous recruitment aims to change this by removing personal details from
applications. The goal is to reduce unconscious bias during screening which makes it
more likely that candidates are evaluated based on their skills and experience (Krause
et al., 2012). It can also be explained with signalling theory where employers use
different signals to form an impression of candidates (Spence, 1973). Some signals are
related to skills, but others are about identity. Anonymous recruitment hides some of
these identity signals, which can reduce bias in the beginning but it does not remove
them completely. In cases of ethnic discrimination this seems to be especially useful
where names can strongly affect how candidates are evaluated (Zschirnt & Ruedin,

2016).

While making hiring processes anonymous can reduce hiring discriminations, it has its
limitations because anonymization works only at the begginig of the recruitment
prosess. Hiding identity information may make recruitment more equal, especially at
the initial screening stages of hiring (Kanninen & Kiviholma, 2024). Anonymous
recruitment may help organizations focus more on qualifications and reduce unequal
treatment at the beginning of the process but once candidates move to interviews,
their identity becomes visible again and at that point, bias can still affect decisions
(Rinne, 2018). So discrimination does not necessarily disappear, it can just show up

later in the process.
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Anonymous recruitment may improve the chances of people getting invitations to
interviews but fairness in recruitment involves more than simply determining who gets
selected. Fairness is evaluated often based on consistency, transparency, and how they
are treated during recruitment (Gilliland, 1993). Even if early stages become more

equal, later stages may still feel unfair if decisions are inconsistent or unclear.

The effectiveness of anonymous recruitment depends on the situation and the
organization. In some workplaces, recruitment processes are more structured and
objective, while in others recruiters may rely more on personal impressions or
assumptions (Adamovic, 2022). Anonymization cannot fully remove wider inequalities
in the labour market. Not everyone has the same access to education, work
experience, or professional networks, and these differences may still influence
recruitment outcomes even when applications are anonymized (Zschirnt & Ruedin,

2016).

This study is based on existing literature and previous research but many studies on
anonymous recruitment focus mainly on the first stage of hiring. There is still less
research about what happens in later stages of recruitment and how discrimination

may continue after screening.

Anonymous recruitment can make hiring more fair, but only to a certain extent. It
works best in the early screening stage, but it cannot solve all the problems. To
improve fairness more effectively, it should be combined with other practices, such as
clear evaluation criteria and consistent decision-making (Adamovic, 2022). Anonymous
recruitment is a useful tool, but organizations need to focus on every statges in

recruitment prosess if they want to reduce discrimination and make hiring truly fair.
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Al usage report

Al was used to support different stages of the thesis process. The model used was
ChatGPT 5.2. Al was utilized for generating ideas for the topic, supporting the scope of

the research, and helping to structure the thesis and formulate section headings.

In the final stage, Al was used to improve the clarity of the text, and partly to

summarize text written by the author.

Al was used in a supporting role, while all content-related decisions and conclusions of

the thesis were made by the author.
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