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Abstract: The report talks about the achievement of Blind recruitment in Sri Lankan context. Blind recruitment is the way toward expelling 

any recognizable proof subtleties from the hopefuls' resumes and applications. It causes organizations and the recruitment group assess 

individuals on their abilities and experience rather than elements that can prompt one-sided choices. A basic method to make a blind 

recruitment practice is to dole out a colleague who isn't associated with recruitment to each competitor's data. Make a format that enables 

them to connect every individual's work understanding, aptitudes, degree and other appropriate data organizations characterized in the 

competitor profile. Organizations can assess the contender for those when it comes time to talk with them. It includes expelling the hopeful's 

name and other distinguishing factors –, for example, age, address or area, long stretches of involvement, and school or college names – 

from their application. The thought is that evacuating such data makes it simpler for recruitment directors, recruiters and HR experts to 

settle on target choices about a hopeful's abilities, experience and appropriateness for a job, and to decrease the danger of predisposition 

(regardless of whether cognizant or oblivious) influencing the basic leadership process. 

 

Keywords: Recruitment, Blind Recruitment, Resumes, Job, Profile  

 

1.0 Introduction 

The objective of blind recruitment is to pass judgment on 

potential contracts only dependent on their capacities. 

Which means, all close to home data about the hopeful 

isn't considered? In this sense, resumes are a relic of past 

times. Names, past organizations worked for, alma maters, 

etc are not weighted at all before settling on a choice 

about a competitor. Assessments about employment 

applicants are exclusively founded on their shown work 

and aptitudes. Some little organizations in the U.S. also, 

U.K. have consolidated this sort of recruitment into their 

procedure (Dhaak, 2014). Rather than gathering resumes, 

they are having applicants finish work tests or take a 

battery of evaluations. Greater organizations, for example, 

IBM and Deloitte, are likewise considering expelling 

every single individual identifier from their procedure and 

concentrating just on data gathered about the activity 

hopeful's abilities. Episodically, recruitment 

administrators who have received this procedure are 

stating that blind recruitment uncovers genuine ability and 

results in increasingly assorted recruitment. They propose 

that since there is less clamour (data that can lead us off 

track), they can settle on better choices (Zlood, 2011).  

This may be all the more a pattern/craze for a few 

organizations to receive. Be that as it may, there is great 

deal of positives from using blind recruitment. 

Specifically, blind recruitment perceives and goes up 

against obviousness inclinations that unavoidably happen 

amid the choice procedure. For example, if a hopeful from 

our place of graduation applies for a position, we might be 

increasingly disposed to hold her in high respect. On the 

other hand, on the off chance that we read through an 

applicant's resume and see that his past boss was one that 

we appreciate, we may accept he has incredible abilities. 

These predispositions can lead us to settle on out of line 

and wrong choices. Then again, blind recruitment centres 

around what's basic to decide fruitful execution aptitudes 

and capacities through work tests or evaluations (Codlas, 

2012). A strong recruitment process ought to gather this 

kind of data in various advances and different ways. 

Practically, staying away from the accumulation of by and 

by recognizable data is strategically troublesome. Truth be 

told, a portion of the organizations that have received this 

training perceive the difficulties related with this. 

Furthermore, utilizing blind recruitment may limit the act 

of referrals, which stays to be an amazing power in 

recruitment. Referrals alone aren't the most ideal approach 

to settle on a choice, yet can give accommodating data 

when choosing competitors. Furthermore, by just 

concentrating on aptitudes and capacities by method for 

work tests or evaluations, there is less of a chance to 

decide "fit" inside the activity and the organization. 

Inspirational fit, which is a decent indicator of 

employment fulfilment and turnover, is another snippet of 

data that causes organizations to settle on qualified 

hopefuls (Dodgers, 2012). 

 

1.1. Research Question 

The research question would be 

What is the achievement of Blind recruitment in Sri 

Lankan context? 

 

1.1 Significance of the research 

There are numerous favourable circumstances to having 

an increasingly assorted workforce, including picking up a 

superior comprehension of the clients, better group 

execution, and an enhanced capacity to hold top ability. 

Peruse more in our article, a few reasons why decent 

variety and consideration at work matters. Being openly 

dedicated to decent variety –, for example, through 

utilizing blind recruitment rehearses – can likewise help 

the boss image. As per an examination by PwC, 86% of 

female twenty to thirty year olds and 74% of male recent 

college grads consider businesses' decent variety 

approaches when choosing which organization to work 

for. 



 
 

 
 

                    International Journal of Advanced Research and Publications 
                                                      ISSN: 2456-9992  

      

                                             Volume 3 Issue 3, March 2019 
                                                      www.ijarp.org 

76 

2.0 Literature Review 

 

2.1 Introduction 

Blind recruitment is the act of eradicating certain 

characteristics from a resume which may cause 

predisposition from managers. Individual data, for 

example, name, age, sex, instruction and even long 

periods of experience, are stricken from applicant 

resumes, with the accentuation put on employment 

related, transferable and versatile aptitudes. Blind 

recruitment intends to expel oblivious inclination from 

chiefs, and enables staff to be contracted dependent on 

legitimacy (Artingstall, 2012). Through its training, each 

activity candidate will be genuinely considered on a 

dimension playing field, driving – from a certain point of 

view – to associations making a progressively different 

workforce (Ferraro, 2010).  

 

2.2 The Issue of Diversity  

In the US, The National Bureau of Economic Research 

found that, regardless of laws against segregation, "work 

candidates with white names expected to send around 10 

resumes to get one get back to; those with African-

American names expected to send around 15 resumes to 

get one get back to." Researchers likewise found that 

"African-Americans are twice as likely as whites to be 

jobless and they procure about 25 percentage less when 

they are utilized (NBER). Such insights feature the 

pressing requirement for blind recruitment or other vital 

strides to address the issue of oblivious predisposition 

inside the recruitment part in the US. Be that as it may, it 

is additionally an issue on the opposite side of the Atlantic 

(Zlood, 2011). Its need in the UK is featured in the 

underneath info graphic by Market Inspector, which 

subtleties ethnic decent variety in Britain. BME (dark and 

minority ethnic) natives just make up 10% of the 

workforce, with even less holding best administration 

positions. Lamentably, these kinds of insights are normal 

for some associations, everywhere throughout the globe. 

Started by Google's straightforwardness, the business 

orientated long range informal communication benefit, 

LinkedIn, distributed its assorted variety details in 2014. 

The chart, while possibly superior to anything Google, 

still features the issue of decent variety in the work 

environment. The greater part of its workers 

internationally were male, and over half of US 

representatives were white (Drown, 2011). Dig more 

profound, and it was clear assorted variety figures were 

considerably progressively sketchy when sifted by 

occupation or dimension of position; while isolating out 

STEM-related jobs, simply 17% were possessed by ladies. 

A comparable picture was featured at the executives level, 

with only 25% of jobs involved by ladies, and a proceeded 

with predominance of 65% of the board jobs going to 

white workers. Undoubtedly, Pat Wadors, Vice President 

Global Talent Organization of LinkedIn at the time, 

conceded that the organization "had some work to do". In 

the post publicizing the measurements, Wadors proceeds 

with that LinkedIn has started programs and created 

associations in an offer to close the holes. In any, endless 

supply of the organization's 2016 measurements, it creates 

the impression that despite everything it has its work 

removed (Erbing, 2013).  

 

2.3 Advantages  

There are absolutely various points of interest with regards 

to the new recruitment practice.  

 

2.2.1 More Choices for both Employer and 

Employee  

Some applicants might be put off from applying to certain 

openings for work because of preferences by managers. 

Regardless of whether it's their name, age, sex, ethnicity 

or foundation, by killing these components, managers 

could locate a higher number of candidates meaning 

increasingly possibility of finding the perfect worker 

(Fernandez, 2011).  

 

2.2.2 Helps To Diversify Workforces  

Along with alternate advantages and assorted workforce 

brings, for example, expanded dialect aptitude, it has 

additionally been accounted for that "expanding sexual 

orientation decent variety by only one percentage will 

support the main concern by three." What's more, if there 

is only a one percentage ascend in race correspondence, it 

can build income by nine percentage (Artingstall, 2012).  

 

2.2.3 Emphasis on Skill  

By putting the accentuation on ability, it guarantees the 

best hopefuls are chosen to meeting, and at last to land the 

position. Every hopeful is on a dimension playing field, 

there are no segregations, and every individual has an 

equivalent chance to awe the business with their range of 

abilities (Codlas, 2012).  

 

2.2.4 Potential to Increase Competency in The 

Workplace  

Focusing on ability in the underlying meeting stages has a 

domino impact on the last workforce. Representatives 

have been decided for their range of abilities, thusly blind 

recruitment can expand competency in the working 

environment. This technique could diminish different 

measurements in an association, for example, efficiency 

rates and staff turnover (Ferraro, 2010).  

 

2.4 Disadvantages  

Of course, nothing is immaculate and blind recruitment is 

no exemption. The training unquestionably has its 

impediments which may diminish its incentive in the 

working environment (Charlesworth, 2008).  

 

2.4.1 Delay in Discrimination  

It is far-fetched that a hopeful won't be talked with eye to 

eye eventually all through the recruitment procedure. 

While blind recruitment is a great strategy to decrease 

introductory segregation, it could quite defer it, lessening 

its viability (Codlas, 2012).  

 

2.4.2 Lower Morale with Recruiting Staff  

There is the contention that blind recruitment may bring 

down resolve among recruitment staff. They may feel like 

administrators don't confide in them to settle on the right 

and just choice. There is potential that recruitment experts 

feel that administrators are blaming them for holding a 

predisposition (Dhaak, 2014).  
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2.5 Blind Recruitment and Answer to Diversity 

Challenges 

All on the whole, blind recruitment is certainly a positive 

development towards an increasingly various working 

environment. While despite everything it has its 

constraints, it's imperative to take note of that the training 

is in the getting teeth period. The more associations send 

such training, the more open doors there are for minority 

staff, bringing about an equivalent and different pack of 

individuals. The appropriate response may lie in 

implanting the act of blind recruitment close by different 

activities intended to distinguish – and dispense with – 

predisposition happening amid the recruitment procedure 

and inside the working environment by and large. Interest 

in preparing and mindfulness for recruitment chiefs, 

straightforwardness and covering inner workforce 

socioeconomics and inserting inclusivity into business 

culture are largely basic components that could bolster a 

progressively assorted workforce (Charlesworth, 2008). 

 

3.0 Conceptual Framework 
 
Independent Variables Dependant Variable 

Negative Factors 
Blind Recruitment 

Positive Factors 

 

4.0 Research problem 

Another issue neutralizing blind recruitment is the regular 

propensity of managers' longing to contract for culture fit 

as opposed to culture advertisements. Regardless of 

whether hopefuls' close to home data is at first covered up 

or not, recruitment chiefs try to contract representatives 

who share the organization's logic and who will function 

admirably with their kindred collaborators. In their 

journey to discover hopefuls who share comparable 

frames of mind, convictions and encounters, this 

frequently prompts recruitment the individuals who appear 

to be identical, act the equivalent, think the equivalent and 

originate from comparable foundations. The outcome is a 

homogeneous culture that subliminally disheartens 

assorted variety. So as to change this, businesses should 

settle on a cognizant choice to look for the individuals 

who convey something else and one of a kind to the 

organization culture. Regardless of whether it be 

distinctive foundations, one of a kind thoughts or differing 

encounters, just those businesses who will extend the 

limits of their way of life by recruitment the individuals 

who include something it doesn't as of now have will 

encounter genuine assorted variety. 

 

5.0 Objectives 

The objective of the research would be 

To identify the achievement of Blind recruitment in Sri 

Lankan context 

 

6.0 Analyses 

As a method for lessening recruitment expenses and 

achieving a more extensive assortment of qualified 

applicants, numerous organizations have swung to online 

recruitment as an asset for filling open positions. Web 

based recruiting enables a business to publicize an empty 

position rapidly, and regularly reasonably. Be that as it 

may, a few weaknesses may likewise be related with this 

recruiting technique. Since anyone on the planet with 

Internet access could possibly observe the activity posting, 

organizations might be immersed with reactions, a 

considerable lot of them from inadequate competitors. 

Organizations need to require some investment that 

organizations may not by any stretch of the imagination 

need to swim through every application. To maintain a 

strategic distance from undesirable applications, 

organizations should be watchful with respect to how 

organizations word the activity posting and be as explicit 

as conceivable about the activity obligations and the 

capabilities organizations chasing. Imagine a scenario in 

which the best-qualified contender for the opening live 

most of the way around the globe. On the off chance that 

that is the situation, organizations need to think about 

leading screening interviews by phone or email, which 

constrains the cost of an in-person meeting. In the event 

that the procedure pushes ahead, it represents the 

quandary of whether it is extremely worth acquiring the 

individual for a meeting. In the event that it turns out the 

competitor wasn't not kidding about migrating, 

organizations squandered important time and perhaps 

cash. On the off chance that the recruitment procedure 

includes rounding out an application, organizations may 

pass up qualified applicants who might rather send a 

resume. A few competitors might not have any desire to 

take the time or may not be sufficiently certain with the 

security of an online application. There's dependably the 

likelihood that the application framework may work 

gradually or lose data amid the accommodation procedure. 

Much of the time, competitors who see the activity posting 

will depend on organizations site to increase extra data 

about the organization, its main goal and strategy for task. 

In the event that the site is ineffectively planned or 

obsolete, the hopeful may not in any case try to react. 

There's likewise the likelihood that the site won't have 

pertinent data in regards to the hopeful's zone of intrigue. 

Since a significant part of the web based recruiting 

procedure may include messages and perhaps phone 

interviews, it very well may be seen as to some degree 

indifferent. Without the open door for the business to hold 

various in-person talks with, it very well may be hard to 

decide whether the competitor will be a solid match for 

the organization and its way of life.  

 

7.0 Recommendation 

Organizations, HR administrators and other staffing 

experts utilize numerous recruitment techniques and 

strategies. A portion of the more broadly utilized 

recruitment strategies incorporate putting ads in 

neighbourhood papers and web based, distributing inward 

declarations for advancements and individual referrals, 

enrolling business and official recruitment organizations 

and utilizing government work focuses. Dynamic 

organizations likewise utilize social and new media 

procedures to focus on the best applicants. A standout 

amongst the most widely recognized recruitment strategies 

for organizations is work commercials put in nearby and 

national print and online productions. The key is to 

publicize in spots that are bound to draw in the sorts of 

competitors looked for by the organization. For instance, 

specialized organizations will in general promote in 

explicit exchange productions and sites with high traffic 

rates. Commercials and advancements ordinarily 

incorporate critical data, for example, the area, work title, 
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portrayal, pay bundle and directions on the most proficient 

method to apply for employments. Organizations once in a 

while utilize interior notices to caution staff to positions 

accessible. The reasons are normally twofold: to represent 

a motivating force for those looking for headway to apply, 

and to look for referrals from representatives. This can be 

an exceptionally viable approach to segregate probably the 

best occupation hopefuls. Both existing staff and those 

alluded as of now have an association with somebody 

associated with the organization. This can undoubtedly 

spare organizations time and cash on recruitment 

endeavours. Perceiving this, a few firms even offer 

rewards for referrals who move toward becoming 

representatives. Organizations here and there use business 

and recruitment offices as a component of a staffing 

technique. A work office can spare organizations the issue 

required with the underlying screening of outside resumes, 

surveying capabilities and testing, and checking 

references. Recruiters give administrations to a charge, 

regularly represent considerable authority in certain 

business zones, for example, monetary administrations 

experts, instructors, office specialists and officials. 

 

8.0 Findings 

It is not necessarily the case that blind recruitment as a 

focused on recruitment system couldn't work. Whenever 

executed well and by capable staff with enough 

involvement and aims, it may very well work. Individuals, 

who couldn't make a difference before because of dread of 

dismissal dependent on their age, race, or sex, presently 

get the opportunity to show what they can do. This 

likewise opens the ways to new alumni and vocation 

shifters, who don't have much understanding however 

have aptitudes and information reasonable for the position. 

Organizations would then get a more extensive pool of 

choices to browse. Blind applications can decrease 

predisposition for businesses or territories with high rates 

of workforce separation. By concentrating exclusively on 

abilities, recruiters and administrators can feel sure that 

their picked hopefuls can get straight down to business 

once contracted. It would likewise enable the organization 

to reveal fundamental abilities that could profit the 

organization later on. By recruitment individuals 

dependent on expertise and additionally encounter rather 

than affability, odds are high that the people can perform 

better at work. Candidates who have the correct gifts and 

the individuals who sought after extra instruction can look 

for some kind of employment that best accommodates 

their capabilities. One well known technique for 

separating resumes is through an Applicant Tracking 

Systems (ATS). While this may guarantee that activity 

searchers with the correct capabilities and know-by what 

means can be pre-chosen (in light of catchphrases and 

configuration), it's as yet not 100 percentage viable. 

 

9.0 Conclusion 

Blind recruitment is the route toward removing any 

conspicuous verification nuances from the hopefuls' 

resumes and applications. It causes organizations and the 

recruitment aggregate evaluate people on their capacities 

and experience as opposed to components that can incite 

uneven decisions. An essential strategy to make a blind 

recruitment practice is to dole out a partner who isn't 

related with recruitment to every contender's information. 

Make a configuration that empowers them to interface 

each individual's work understanding, aptitudes, degree 

and other fitting information organizations described in 

the contender profile. Organizations can survey the 

contender for those when it comes time to converse with 

them. It incorporates ousting the cheerful name and other 

distinctive variables, for instance, age, address or region, 

extended lengths of association, and school or school 

names from their application. The musing is that clearing 

such information makes it more straightforward for 

recruitment chiefs, recruiters and HR specialists to settle 

on target decisions about a confidents’ capacities, 

experience and propriety for work, and to diminish the 

threat of inclination (paying little respect to whether 

conscious or careless) affecting the essential initiative 

process. 
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