
Blind Recruitment: A Practical Guide for 
Manufacturing Businesses in Australia 

Introduction 
Blind recruitment is a hiring practice designed to reduce bias by removing identifying 
information from candidates' applications during the early stages of the hiring process. 
This guide will help manufacturing businesses in Southern Melbourne understand and 
potentially implement blind recruitment strategies, taking into account the Australian 
context and recent findings. 

What is Blind Recruitment? 
Blind recruitment involves removing identifying information such as names, gender, age, 
and educational background from job applications during initial screening. The goal is 
to focus solely on a candidate's skills and qualifications, rather than personal 
characteristics that could lead to unconscious bias. 

The Australian Experience 

Several Australian organisations have used with blind recruitment: 

• The Australian Bureau of Statistics (ABS) implemented blind recruitment for 
senior roles, resulting in 15 out of 19 senior positions going to women.  

• However, an Australian Public Service (APS) study across 15 government 
agencies found that de-identifying applications actually reduced the likelihood 
of women being shortlisted for senior roles. 

These contrasting outcomes highlight the complexity of implementing blind recruitment 
and the need for careful consideration of its effects in different contexts.  

Ongoing Challenges in Australian Hiring 

Despite efforts to implement blind recruitment, discrimination in hiring remains an 
issue in Australia: 

• Studies have found persistent bias against job seekers with non-English names 
when applying for leadership roles. 

• Research shows applicants with names associated with certain ethnicities need 
to submit significantly more applications before getting an interview compared 
to Anglo-Celtic names. 



Implementing Blind Recruitment: A Step-by-Step Approach 

Given the mixed results in Australia, manufacturing businesses should approach blind 
recruitment cautiously and as part of a broader diversity strategy:  

1. Decide What Information to Omit  

• Name 
• Age 
• Gender 
• Address 
• Educational institutions 
• Photos 

For manufacturing roles, consider keeping:  

• Years of experience (if directly relevant to the role) 
• Specific technical skills and certifications 

2. Adapt Your Application Process  

• Use online application forms that automatically anonymize responses 
• If using traditional resumes, assign a team member to redact 

identifying information 
• Consider using skills-based assessments early in the process 

3. Train Your Hiring Team  

• Educate managers on unconscious bias and its impact on hiring  
• Provide training on evaluating candidates based on skills and 

qualifications 
• Emphasize the importance of standardized interview questions 

4. Implement Gradually  

• Start with a pilot program in one department or for specific roles  
• Regularly assess the impact and make adjustments as needed 

5. Combine with Other Inclusive Practices  

• Use diverse interview panels 
• Standardize interview questions 
• Implement skills-based assessments relevant to manufacturing roles 

Practical Tips for Australian Manufacturing Businesses 

1. Focus on Relevant Skills: Emphasize technical abilities, safety knowledge, and 
industry-specific certifications in your evaluation criteria. 



2. Use Job-Specific Tests: Implement practical tests that assess candidates' 
abilities to perform manufacturing tasks without revealing personal information.  

3. Review Job Descriptions: Ensure your job postings focus on essential skills and 
qualifications without unnecessary requirements that might discourage diverse 
applicants. 

4. Consider the Entire Recruitment Process: Look beyond just resume screening 
to how jobs are advertised and interviews are conducted.  

5. Monitor and Adjust: Continuously evaluate the effectiveness of blind 
recruitment in your specific context and be prepared to make changes.  

Measuring Success 

Track metrics such as: 

• Diversity of candidate pool 

• Diversity of hires 

• Employee retention rates 

• Team performance and innovation 

Compare these metrics before and after implementing blind recruitment to assess its 
impact. 

In Summary 
While blind recruitment shows promise, it's not a one-size-fits-all solution. Australian 
manufacturing businesses should consider implementing blind recruitment as part of a 
multi-faceted approach to diversity and inclusion. This may include:  

• Combining blind recruitment with other diversity initiatives  

• Providing comprehensive training on unconscious bias 

• Continuously researching and refining recruitment practices 

By carefully implementing and monitoring blind recruitment practices, manufacturing 
businesses in Southern Melbourne can work towards reducing hiring bias and 
increasing workplace diversity, while being mindful of the challenges and mixed results 
observed in the Australian context. 

For more information or support, contact the SEMMA. 
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