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The Prevalence of Implicit and Explicit Bias in Financial Companies in
India
Abstract

The nature of implicit bias is such that it is more difficult to eradicate. Therefore, it is also difficult to test for
implicit bias as it is not something that can be found through direct surveys. This study determines whether
companies in India display implicit biases in their hiring practices through indirect methods of soliciting data.
By submitting resumes with names that correlate with certain genders of religions, the normal hiring process
was observed. Due to the smaller sample size, significant results were not found to corroborate implicit bias.
The paper also addresses current legislation in India regarding discrimination and promotion of minority
groups. However explicit bias was found due to Indian laws that fail to prohibit private companies from
discriminating based on gender. Through analysis of the causes of implicit bias, this paper also offers solutions
for companies to minimize the effects of implicit bias on the individual and institution level.
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Introduction
According to the World Bank, 48.18% of India’s 1.339 billion people are female. And
despite an increasing number of women attending school and entering the labor force, the labor
force participation rate for women in 2017 was 28.5%, 53.5% less that the male participation
rate. The wage gap is still 62% for women who perform the exact same work as men.
Furthermore, only 30% of Muslims are in India’s labor force and only 15.58% of Muslim
women work as compared to 25% of Muslim Men. These statistics stem from the lack of women
that climb up the career ladder as compared to their male counterparts as well as the fewer
number of women who are able to enter the workforce due to a biased interview process.
Companies as well as their employees harbor by both explicit and implicit biases.
Explicit biases are a result of conscious judgements. They are the product of deliberate
thought and can be controlled through awareness of their existence. On the other hand, implicit
bias, also known as, implicit social cognition bias, “refers to the attitudes or stereotypes that
affect our understanding, actions, and decisions in an unconscious manner.1” These biases affect
decision makers unconsciously and are activated involuntarily. Implicit biases are different from
biases that someone chooses to repress, these biases cannot be discovered even upon internal
retrospection. Based on economic, social and political surroundings implicit biases are
internalized within and influence our decisions without making their presence aware.
The recent push towards women empowerment in India has led to legislation promoting
women in the workplace and encouraging companies to have more women in board positions. As
of now only 12.4% board seats are held by women and only 3.2% are bored chairs as of 2017.
This study attempts to determine whether implicit and explicit biases hinder women and
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Muslims from entering the work force. Recording all legislation that has been issued to help
minorities enter the work force, this study also attempts to understand barriers to entry for
minorities. For the purposes of this study, when referencing minorities, the study is referring to
women and Muslims.
Legislation Regarding Minorities in the Workforce
•

In 2010 India launched the National Mission for Empowerment of Women. This led to
the creation of National Resource Center for Women which functions as a national
convergence center for all government programs related to the development of women.

•

The Maternity Benefit Act was passed in 1961 but was recently amended to include
additional provisions giving mothers more time off, the option to work from home, takes
into account adopted children and most importantly requires businesses to make their
employees aware of this law.

•

1948 Factories Act requires women to be informed 24 hours in advance before a schedule
change. This Act also however places restrictions on when women can work in a factory
and how hazardous of an environment they are allowed to work in.

•

1976 Equal Remuneration Act- Employers cannot discriminate between men and women
while recruiting and they also must pay men and women the same amount if they are
carrying out the same duties.

•

Convention on the Elimination of All Forms of Discrimination against Women is an
international treaty adopted by the UN and ratified by India. This was a treaty with the
goal of understanding what qualifies as discrimination against women and laying out
goals to prohibit that discrimination.

•

The Indian constitution prohibits discrimination due to religion and sex among a host of
other traits in Article 15.

•

A study done by Fayaz Bhat and P.K. Mathur argues that, “substantive freedom in
education is related to corresponding freedom in employment. Such a kind of casual
linkage in substantive freedoms versus limitations in the sphere of education and
employment is very clearly confirmed in case of Muslims of India who are educationally
backward and economically a marginalized community. 2”

•

Muslims along with four other religions are classified as minorities in India under the
National Commission for Minorities Act. There are also articles in the constitution that
give the state the power to create reservations for minorities in the workplace but the state
has to have demonstrated discrimination in order for those reservations to be allowed.
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Research Experiment
To test for implicit bias in Indian companies, companies were sent for virtually identical
resumes with 4 different names, representing 4 different groups in India. Each resume had the
name of a female Hindu, female Muslim, male Hindu, or male Muslim. Each resume was
meticulously created to maintain controls and consistency among the four resumes. Names were
also rotated across the four resumes as to ensure the influence of resume characteristics on the
decisions of the recruiters. Each resume consisted of an undergrad education at one of India’s top
10 schools with Business programs, and went on to include a graduate business degree from the
Indian Institute of Management. The resumes were fitted with two work experiences, University
leadership, community leadership, honors and/or additional skills.
The names were selected from lists of top ten names of Hindu males and females as well
as Muslim males and females. Each name was structured to be as easily aligned with each gender
and religion as possible.
These resumes were placed on four different job sites, MosterIndia, Indeed, Naukri, and
LinkedIn, and over 100 jobs were applied to on each of the job searching websites. Only
companies in India with a financial focus were applied to but there was no other restriction as to
the kind of company that was applied to.
Data was collected on how many responses each candidate received for applied jobs. The
resumes were also placed on public view for all Indian companies to view therefore data was
also collected on how many unsolicited responses were received from companies that had not
been applied to but had actively sought out the candidates resume.

Figure 1: Resume 1(Name is rotated on each resume)

Figure 2:: Resume 2(Name is rotated on each resume)

Figure 3:: Resume 3(Name is rotated on each resume)

Figure 4:: Resume 4(Name is rotated on each resume)

Analysis
The null hypothesis for the research was: Religion and gender have no effect on the
probability of being hired at an Indian company. The hypothesis was: Gender and religion elicit
implicit bias and effect the decision-making process for hiring purposes in Indian companies.
To determine the significance of the results a chi-squared test of independence was
performed on the amount of responses received depending on ethnicity and gender. A p-value of
0.05 was determined to be the alpha under which chance would be omitted and the results would
be considered significant. Tests were done for both the solicited and unsolicited responses.
Results can be seen in Figures 5 and 6. While there was difference in the number of
women and men that received responses according to the chi-squared test for independence this
was not significant to conclude that these results were not based on chance. While this does not
conclude that implicit bias does not exist in Indian companies, for the purpose of this research it
concludes that there was not a significant amount of bias displayed by employers.
It is also important to note that the amount of unsolicited responses for Hindu men and
Muslim men is exactly the same resulting in a p-value of 1 and thus proving no bias between
men of the religions. The p-value of the solicited responses for Muslim men and Hindu men was
also high signifying a lack of significant discrimination.
It is extremely important to note that laws in India regarding discrimination apply to
public companies and government agencies but have very little influence over the hiring
practices of private companies. Therefore, explicit bias was also observed throughout this
research that affected the companies that were applied to. Companies such as Irasol India and
Python management, among many others, had positions listed for specific genders. Job positions
at the respective companies were specifically stated to be open for only male/female applicants.

While certain companies stated that a specific gender was preferred, the companies explicitly
discriminated during the hiring process limiting people for applying to certain jobs.
The research itself was fulfilled with the intent to determine whether implicit bias existed
within Indian companies so this research must be critically viewed. A shortcoming of the
research was the smaller sample size of responses. While over 100 companies were contacted for
job positions, less than 15% responded for each of the 4 applicants. A smaller sample size and
lower response rate preclude the study from confidently being applied to a larger population.

Figure 5: Chi-Squared Test of Independence for Solicited Responses

Figure 6: Chi-Squared Test of Independence for Unsolicited Responses

How Implicit Bias Can be Eradicated
Fortunately, social scientists are researching methods to combat implicit bias on the
individual and institutional levels with the goal of reducing implicit bias and debasing it as a
whole. Implicit bias is a function of System 1 thinking, which is one of two cognitive processes
humans use to make decisions. System 1 is intuitive, instantaneous and often based on feelings.
System 2, on the other hand, is deliberative, controlled by reasoning and analysis. As is common
with decision fatigue System 2 thinking cannot be performed well consistently; if one decision is
made with System 2 thinking such as hiring an employee after a deliberate process that involves
judging them by the quality of the work, it will be more difficult to fairly make another decision
on another applicant immediately after. Subsequently, System 1 thinking will take over and the
next applicant will get a less fair treatment as implicit biases have a greater effect.
To avoid decision fatigue, interviewers and current employees determining the
worthiness of applicants should pace the number of applicants they evaluate in a day as well as
how many they evaluate in a row. Employers should take a couple minutes between each
decision disengaging the System 2 thinking therefore removing the need for System 1 thinking to
become involved.
Another important strategy is to implement anonymity within the primary stages of the
application process. “Orchestrating Impartiality: The Impact of “Blind” Auditions on Female Musicians” is
a study done that concluded that implementing blind auditions for people auditioning for the orchestra
increased female musicians in the top five orchestras in the country from 6% to 21%. Blind auditions, in this
situation, means that the musician auditioned from a behind a curtain. As this cannot directly apply to
corporate job interviews, removing gender indications from applications as well as any indications of religion

and ethnicity serve to suppress implicit biases. Companies like GapJumpers have successfully transformed the
hiring process for client companies by initiating blind hiring and more inclusive Job ads as to avoid both
implicit and explicit companies.
Structured Free Recall is another method that had been proven in countless studies to reduce the
impact of bias on decision making by evaluators. Free Recall Intervention is a method in which interviewers
are required, immediately after or during their interaction with the applicant, to write down positive and
negative attributes that are applicable to the job. The values and skills that each position requires should be
written down prior to the interview and then the applicant should be evaluated on the demonstrated ability to
match those criteria.
This also reduces the impact of confabulation; this is another cognitive failure that allows people to
justify decisions incorrectly based on fabricated or misinterpreted recollections. Confabulation causes
employees to justify arbitrary decisions about applicants based on criteria that were never truly used as
judgement. Requiring employees and interviewers to record their thoughts during interactions with potential
candidates holds them accountable to make decisions solely based on the criteria stated and not their gut
feelings.
Implicit bias is further heightened by ambiguity; when employees are unclear of the position and the
skills required they rely on gut feeling and judgement instead of deliberate processes. Therefore, it is vital that
employees undergo training on how to interview, the requirements for each role and all other information
necessary prior to entering the interaction with the applicant.
When organizations fail to provide feedback that holds decision makers accountable for
their judgments and actions, individuals are less likely to remain vigilant for possible bias in their
own decision-making processes (Neuberg & Fiske, 1987; Tetlock, 1983) Requiring employees to
record and justify their decision process makes them more willing to choose worthy applicants.

Companies should also establish a peer review process in which employees are able to deliver
constructive criticism to each other to further the goal of improving hiring methods through their
individual interactions with applicants.
Conclusion
Laws in India prohibit gender and religion based discrimination in public companies and
government entities but do not strictly restrict private companies. Due to these laws, explicit bias
still openly exists in Indian job hiring practices. The research that was conducted did not find
evidence of implicit bias in hiring methods of companies based on gender or religion, however
this should not preclude the advancement of laws promoting the increase of diversity in the
workplace. To attempt to eliminate implicit bias in companies, outside sources can be hired and
internal structural improvements can also be made. Overall, explicit bias is prohibiting women
from reaching the same heights as men and fulfilling their potential making it of vital importance
that changes are made for the betterment of the Indian economy as well as individual hardworking females.
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