
DID YOU KNOW?

INTERVIEWING, 

SELECTION AND HIRING

•	 The testing method (submitting pairs of 
identical fictitious resumes with different 
names) shows that a foreign-sounding name 
can limit the chances of being called for an 
interview;4,5

•	  Women have been observed to be 
interrupted more often than men during 
interviews;6

•	 Women have been found to convey less 
authority in interviews, in particular through 
their body language. This difference is likely 
not to their advantage, especially if they are 
seeking an executive or senior management 
position;7,8

•	 Members of minority groups applying to the 
public service reportedly face various barriers 
in the recruitment process (e.g., conscious 
or unconscious bias on the part of hiring 
managers);1

•	 Unconscious biases have been found to affect 
the judgment of individuals responsible 
for recruitment, evaluation and selection 
proceses2 (see the Unconscious Bias White 
Paper for more information);

•	 Intersectionality, which refers to the 
intersection of designated groups, has 
been generally observed to lead to more 
discrimination. For example, when someone 
with a disability is from an Indigenous, ethnic 
or visible minority community, they may 
be more likely to be doubly discriminated 
against3 (see the Understanding 
Intersectionality White Paper for more 
information);
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•	 A person’s tone of voice has been found to influence how others perceive their leadership. People 
with deep voices may be viewed as more capable of taking on leadership roles, which may put 
women at a disadvantage;9

•	 Women have been found to be more humble when it comes to taking credit for a task.1,5 This may 
also be the case of members of Eastern cultures in which individuals may tend not to take credit 
for success, compared to Western cultures;10

•	 Persons with disabilities may be disadvantaged by a selection process that is not adapted to their 
particular condition (e.g., reduced mobility);3

•	 Cultural differences between the candidate and the interviewer can influence the latter’s 
judgment when evaluating the application;11

•	 The sum of individual intelligences has been found not to predict the intelligence of a group. 
Collective intelligence is understood to have a relational and interactive component, so that it 
cannot be boiled down to the sum of its parts.12



Preparing the committee and developing
 the hiring process

•	 Broaden the pool of potential candidates and 
seek out diverse candidates from designated 
and marginalized groups2,13,14 (see the posting 
design and advertisement pamphlet for more 
information);

•	 Make sure that each part of the process 
is accessible15 (e.g., for candidates with 
disabilities);

•	 Learn about the advantages and potential 
challenges of diversity in higher education 
and research (see the documentation 
available online for more information);CWSE

•	 Make sure that the hiring committee is 
diverse and aware of EDI;15

•	 Increase accountability and transparency for 
each step in the hiring process1 (e.g., make 
the hiring committee accountable by asking 
them to justify why a person belonging to 
a minority group was not selected for the 
position);15

•	 Standardize the evaluation process in an 
equitable way.15

RECOMMENDATIONS 

Preparing and conducting an inclusive 

and equitable interview

•	 Identify and rank the evaluation criteria 
before reviewing applications;12

•	 Use a structured interview;3

•	 Avoid criteria or questions that could be 
discriminatory regarding subjects protected 
by the Charter of Human Rights and Freedoms 
(e.g., about age or disability);2

•	 Include interview questions related to 
inclusion (e.g., ask the candidate to describe 
a situation in which they defended respect, 
equity, diversity and inclusion in their job);16

•	 Inform the interviewee that their evaluation 
will not be negatively affected by a past 
interruption of employment for medical, 
family or community-related reasons.15

The following examples of interviewing, selection or hiring processes are provided for inspiration.
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RESOURCES

Intersectionality White Paper.  
http://cfsg.espaceweb.usherbrooke.ca/download/4696/

Documentation on the potential benefits and challenges of diversity in  
higher education and research.  
http://cfsg.espaceweb.usherbrooke.ca/edi-in-higher-education-and-research/

Pamphlets on EDI in research: Job posting design and advertising; Unconscious bias.  
http://cfsg.espaceweb.usherbrooke.ca/resources-for-implementing-edi-in-research/

Guide for university hiring committees: Searching for excellence and diversity.   
https://wiseli.wisc.edu/wp-content/uploads/sites/662/2018/11/SearchBook_Wisc.pdf

Application review and final selection

•	 Identify prejudices, stereotypes and 
microaggressions in hiring committee 
deliberations and discuss with each member 
to help them break free of these elements;15

•	 Look beyond the traditional excellence and 
merit criteria (e.g., number of publications, 
amounts of grants obtainedCWSE) to consider 
non-linear pathways17 and First Nations 
knowledge systems;18

•	 Take into account the particular 
circumstances of each individual to ensure 
that the evaluation is equitable (e.g., 
regarding the applicant’s vision of their 
integration into the department and the 
faculty, an external candidate must be 
evaluated equitably with respect to an 
internal candidate, as they have a different 
knowledge of this environment);CWSE

•	 Take into account cultural and individual 
differences (e.g., gender differences in self-
presentation and communication style)7,15 
in order to promote “fair and equitable 
treatment” of all candidates;15

•	 Take into account that the best-qualified 
candidates are not automatically those  
with the most years of experience15  
(e.g., regarding their vision of integration into 
the department and the faculty, an external 
candidate must be evaluated equitably with 
respect to an internal one, as they have a 
different knowledge of this environment);CWSE

•	 Base the evaluation on the application 
package of the candidate and not just on 
their performance in the interview (e.g., men 
often distinguish themselves more than 
women in interviews, but are not necessarily 
always the best qualified for the position);7

•	 Avoid stereotypes and giving greater 
importance to traditionally male personal 
characteristics such as “enterprising,” 
“competitive” or “ambitious”;15

•	 Write a report to be reviewed by an EDI 
specialist justifying why a person from a 
designated group was not selected.15

3

http://cfsg.espaceweb.usherbrooke.ca/download/4696/
http://cfsg.espaceweb.usherbrooke.ca/edi-in-higher-education-and-research/
http://cfsg.espaceweb.usherbrooke.ca/resources-for-implementing-edi-in-research/
https://wiseli.wisc.edu/wp-content/uploads/sites/662/2018/11/SearchBook_Wisc.pdf


REFERENCES
1	 Government of Canada (2017). Progress update: Joint union/management task force on diversity and inclusion in the public 

Service. https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-
inclusion-public-service/task-force-diversity-inclusion/progress-update-task-force-diversity-inclusion.html

2	 Girier, D., Lamouri, J., & Pulido, B. (2020). Biais inconscients et recrutement.  
https://rqedi.com/wp-content/uploads/2020/03/Feuillet-BiaisInconscientsetRecrut_FinaleWEB.pdf

3	 Charbonneau, M. & Ouellette, D. (2008). Guide pour l’intégration des personnes handicapées : programme d’accès à l’égalité en 
emploi des organismes publics. Commission des droits de la personne et des droits de la jeunesse.  
https://fdocuments.fr/document/guide-pour-l-cdpdjqcca-en-emploi-des-organismes-publics-guide-pour-l-.html

4	 Beauregard, J. P., Arteau, G., & Drolet-Brassard, R. (2019). Testing à l’embauche des Québécoises et Québécois d’origine 
maghrébine à Québec. Recherches sociographiques, 60(1), 35-61. https://doi.org/10.7202/1066153ar

5	 Eid, P. (2012). Les inégalités « ethnoraciales » dans l’accès à l’emploi à Montréal : le poids de la discrimination. Recherches 
sociographiques, 53(2), 415-450. https://doi.org/10.7202/1012407ar

6	 Yorke, H. (2017, July 3). Women are given a tougher time in interviews than men, scientists find. The Telegraph.  
https://www.telegraph.co.uk/news/2017/07/03/women-given-tougher-time-interviews-men-scientists-find/  

7	 Mamlet, R. (2017, February 21). Gender in the job interview. The Chronicle of Higher Education.  
https://www.chronicle.com/article/Gender-in-the-Job-Interview/239258

8	 Cuddy, A. (2012, June). Amy Cuddy: Your body language may shape who you are [video]. YouTube. 

9	 Klofstad, C., Anderson, R.C. & Peters, S. (2012). Sounds like a winner: Voice pitch influences perception of leadership 
capacity in both men and women. Proceedings of the Royal Society B: Biological Sciences, 279(1738), 2698-2704.  
https://www.researchgate.net/publication/221895929_Sounds_like_a_winner_Voice_pitch_influences_perception_of_
leadership_capacity_in_both_men_and_women 

10	 Markus, H. R. & Kitayama, S. (1991). Culture and the self: Implications for cognition, emotion, and motivation. Psychological 
Review, 98(2), 224-253.  
https://web.stanford.edu/~hazelm/publications/1991%20Markus%20Kitayama%20Culture%20and%20the%20self.pdf

11	 Boekhorst, J. A. & Harrison, J. A. (2013). The influence of cross-cultural differences on job interview selection decisions. The 
International Journal of Human Resource Management, 24(18), 3512-3533.  
https://www.tandfonline.com/doi/pdf/10.1080/09585192.2013.777675?needAccess=true

12	 Ruelle, C. (2016). L’intelligence collective : réunir les forces en entreprise pour plus de bien-être et de performance. Éditions 
Tissot. https://www.editions-tissot.fr/actualite/sante-securite/l-intelligence-collective-reunir-les-forces-en-entreprise-
pour-plus-de-bien-etre-et-de-performance 

13	 Public Service Alliance of Canada (2018). Employment equity: A tool kit for PSAC members.  
http://psacunion.ca/employment-equity-tool-kit-psac-members

14	 Fine, E. & Handelsman, J. (2012). Searching for excellence and diversity. WISELI.  
https://wiseli.wisc.edu/wp-content/uploads/sites/662/2018/11/SearchBook_Wisc.pdf 

15	 Canada Research Chairs (2018). Equity, diversity and inclusion: A best practices guide for recruitment, hiring and retention. 
Government of Canada.  
https://www.chairs-chaires.gc.ca/program-programme/equity-equite/best_practices-pratiques_examplaires-eng.aspx

16	 The Conference Board of Canada (2020, June 23). Institutional LGBTQ inclusion [video].

17	 Natural Sciences and Engineering Council of Canada (2019). Framework on equity, diversity and inclusion.  Government of 
Canada. https://www.nserc-crsng.gc.ca/NSERC-CRSNG/EDI-EDI/framework_cadre-de-reference_eng.asp

18	 Government of Canada (2020). Setting new directions to support Indigenous research and research training in Canada 
2019-2022. https://www.canada.ca/en/research-coordinating-committee/priorities/indigenous-research/strategic-
plan-2019-2022.html

CWSE Chair for Women in Science and Engineering in Quebec

https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/task-force-diversity-inclusion/progress-update-task-force-diversity-inclusion.html
https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/task-force-diversity-inclusion/progress-update-task-force-diversity-inclusion.html
https://rqedi.com/wp-content/uploads/2020/03/Feuillet-BiaisInconscientsetRecrut_FinaleWEB.pdf
https://fdocuments.fr/document/guide-pour-l-cdpdjqcca-en-emploi-des-organismes-publics-guide-pour-l-.html
https://doi.org/10.7202/1066153ar
https://doi.org/10.7202/1012407ar
https://www.telegraph.co.uk/news/2017/07/03/women-given-tougher-time-interviews-men-scientists-find/
https://www.chronicle.com/article/Gender-in-the-Job-Interview/239258
https://www.youtube.com/watch?v=Ks-_Mh1QhMc&t=368s
https://www.researchgate.net/publication/221895929_Sounds_like_a_winner_Voice_pitch_influences_perception_of_leadership_capacity_in_both_men_and_women
https://www.researchgate.net/publication/221895929_Sounds_like_a_winner_Voice_pitch_influences_perception_of_leadership_capacity_in_both_men_and_women
https://web.stanford.edu/~hazelm/publications/1991%20Markus%20Kitayama%20Culture%20and%20the%20self.pdf
https://www.tandfonline.com/doi/pdf/10.1080/09585192.2013.777675?needAccess=true
https://www.editions-tissot.fr/actualite/sante-securite/l-intelligence-collective-reunir-les-forces-en-entreprise-pour-plus-de-bien-etre-et-de-performance
https://www.editions-tissot.fr/actualite/sante-securite/l-intelligence-collective-reunir-les-forces-en-entreprise-pour-plus-de-bien-etre-et-de-performance
http://psacunion.ca/employment-equity-tool-kit-psac-members
https://wiseli.wisc.edu/wp-content/uploads/sites/662/2018/11/SearchBook_Wisc.pdf
https://www.chairs-chaires.gc.ca/program-programme/equity-equite/best_practices-pratiques_examplaires-eng.aspx
https://www.youtube.com/watch?v=izKEIzyYGw0
https://www.nserc-crsng.gc.ca/NSERC-CRSNG/EDI-EDI/framework_cadre-de-reference_eng.asp
https://www.canada.ca/en/research-coordinating-committee/priorities/indigenous-research/strategic-plan-2019-2022.html
https://www.canada.ca/en/research-coordinating-committee/priorities/indigenous-research/strategic-plan-2019-2022.html


Chaire pour les femmes 
en sciences et en génie

With the financial participation of

ABOUT THE NSERC CHAIR FOR WOMEN IN SCIENCE AND ENGINEERING IN QUEBEC   

The mission of the Chair for Women in Science and Engineering (CWSE) in Quebec is to increase the 
representation of women and maintain their participation in the field of science and engineering (SE). 
The Chair’s first action area is to work with girls and the people close to them to present and demystify 
the opportunities that SE has to offer. The Chair also works with students and professionals to better 
equip them to overcome the obstacles that continue to affect their careers. Moreover, the Chair works 
with several communities to rally efforts around the equity, diversity and inclusion in higher education 
and research. The Chair’s second action area is to conduct research to understand and raise awareness 
of this issue. In this way, it helps propose potential solutions to the various authorities involved, with 
a view to driving change.

ABOUT UNIVERSITÉ DE SHERBROOKE

In its 2018–2022 strategic plan, Université de Sherbrooke committed to becoming an exemplary 
environment with respect to equity, diversity and inclusion (EDI). This commitment has resulted in the 
adoption of a related action plan, which is under the direct responsibility of the rector. Implementation 
of this plan is supported by the Executive Committee, the EDI Strategic Committee and all its working 
committees, and by several influential members of our community. The university is proud to be able 
to count on the leadership of the Chair for Women in Science and Engineering, which is contributing 
to this objective by developing a series of EDI-related training and tools, thereby strengthening our 
academic community.
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