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Skillcoin: How Blockchain-Based
Credentialing Will Help Curb
Discriminatory Hiring Practices

By ALEXANDER J. JOHNSON*

IN EARLY APRIL 2018, venture capital blogger Harry Alford pre-
dicted that the nascent blockchain industry (the technology that un-
derpins cryptocurrencies such as bitcoin) will help provide banking
and financial services to the developing world.1 Since then, this devel-
oping technology has begun to provide an entry point for minorities
and the historically disenfranchised to have a greater voice in global
finance.2 His assessment is well-supported by hiring statistics at the
San Francisco-based cryptocurrency giant Coinbase, which reported
over forty-six percent of its new hires in 2017 were either women or
ethnically diverse.3 What’s more, in September 2018 Silicon Valley
venture capital giant Andreesen Horowitz (early investor in Facebook,
Airbnb, Lyft, Twitter, Instagram, etc.4) named its first-ever female gen-
eral partner—hiring her for her expertise in cryptocurrency.5 These
statistics are compelling. However, while these new technology offices
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may be increasingly diverse, most industries still struggle to achieve
diversity among their employees and corporate leadership.6
Blockchain may—in addition to being an inclusive industry—also be a
powerful technological tool that helps curb employment discrimina-
tion by providing a way to evaluate candidates’ skills objectively.

Employment practices are riddled with bias, which is seemingly
inescapable. While expressly discriminatory practices are easy to rem-
edy when direct evidence is available, implicit discrimination is impre-
cise—relying on judicially created element tests that contemplate
employee skills, statistics, legitimate business purposes, and conditions
unique to specific industries. Though these standards consider
whether an employer’s discrimination was purposeful, they do not
thwart a prima facie case of discrimination, resulting in sunken legal
costs for all parties. Employers and employees stand to be harmed in
this dubious environment. Employers often unknowingly conform
with sex and gender stereotypes—and societal gender norms cause
employees to undersell (or oversell) their experience. As a result, un-
derqualified employees cause employers to endure the financial and
legal consequences associated with mismanagement, while the more
qualified applicant’s untapped potential stagnates in an unchalleng-
ing work environment.

To combat bias, some organizations have experienced measura-
ble success in implementing hiring practices that incorporate a de-
gree of anonymity. Nonetheless, much ink continues to be spilled
about how discriminatory hiring practices pervade private and public
sectors. Truly objective and anonymous methods to evaluate prospec-
tive employees’ skills are needed to optimize employment practices
and combat discrimination. Blockchain-based credentialing will pro-
vide a method for employers to ensure anonymity without sacrificing
trust—and if credentials are “tokenized” then employers will have a
truly objective measure of a candidate’s qualifications prior to making
preliminary and final hiring decisions. Part I of this comment provides
an overview of the legal standard for determining workplace discrimi-
nation, highlighting how successful claims rely heavily on an em-
ployee’s and employer’s method of evaluating qualification; this part
will also highlight how discrimination claims may turn on circumstan-
tial evidence resulting from (sometimes unwitting) implicit bias. Part

6. See Ellen McGirt, Diversity in the Fortune 500, FORTUNE (June 7, 2017), http://for
tune.com/2017/06/07/diversity-in-the-fortune-500/ [https://perma.cc/XZ4S-7M5F]; see
also Research from the Boardlist, THEBOARDLIST, https://theboardlist.com/research [https://
perma.cc/TZY7-NSAS].
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II surveys the heavy economic costs associated with discrimination.
Part III first examines implicit and explicit bias and how discrimina-
tion may manifest consciously and unconsciously in the hiring pro-
cess, and second how companies have attempted to combat these
mindsets. Finally, part IV explains blockchain technology and how it
can be used as a tool for equality and objectivity in the hiring process.

I. Overview: Legal Standard for Discrimination

Prior to examining how blockchain will aid nondiscriminatory
hiring, it is important to examine current law to identify how it is criti-
cal for employers to have highly objective procedures to evaluate a
jobseeker’s skills.

Generally, Title VII of the Civil Rights Act of 1964 makes it unlaw-
ful for employers, employment agencies, and labor organizations to
discriminate on the basis of race, color, religion, sex, or national ori-
gin.7 In relevant part, the law expressly prohibits discrimination in (1)
failure or refusal to hire, (2) discharge of employment, (3) employ-
ment classification, and (4) referrals.8 Though these guidelines are
clear on their face, a successful Title VII discrimination claim depends
on a patchwork of common law doctrines and tests that introduce in-
terpretative uncertainty around key terms (e.g. discrimination based
on “sex” has been subject to lively debate9). Decades-worth of judicial
opinions have produced two core claims to prove unlawful employ-
ment discrimination: (1) disparate treatment, and (2) disparate im-
pact. These are defined in detail below.

A. Disparate Treatment Claim

One of the first stiches in the judicial antidiscrimination tapestry
is the 1977 Supreme Court case International Bhd. Of Teamsters v. United
States. In that case, the Court considered a common carrier’s discrimi-
natory hiring and promotion practices that gave Black and “Spanish-
surnamed” employees “lower paying [and] less desirable jobs,” and
routinely denied them promotion and transfers.10 Justice Stevens rea-
soned an employer is liable for discrimination on the basis of “dispa-
rate treatment” when a member of a “protected class” is subjected to
less favorable treatment due to an unlawful consideration of race,

7. 42 U.S.C. § 2000e-2(a) (2012).
8. 42 U.S.C. §§ 2000e-2(a)–(c).
9. See, e.g., infra note 29.

10. Int’l Bhd. of Teamsters v. United States, 431 U.S. 324, 329 (1977).
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color, religion, sex, age, or national origin.11 Because these facts
showed a flavor of disparate treatment that was “the most obvious evil
Congress had in mind when it enacted Title VII” (namely blatant ra-
cial discrimination), it was a slam-dunk, and provided controlling
precedent.12

As time marched on, however, different facts led courts to de-
velop different standards to evaluate disparate treatment claims. Jus-
tice O’Connor twice affirmed a “causation” element in Hazen Paper Co.
v. Biggins and Reeves v. Sanderson Plumbing Prods., Inc. (these cases wres-
tled with disparate treatment based on age).13 In those cases, the
Court reasoned that a protected characteristic must have “actually mo-
tivated the employer’s decision . . . and had a determinative influence
on the outcome.”14 Years later, the Court clarified in 2013 that—even
if the employer had other lawful motives—it is sufficient “to show that
the motive to discriminate was one of the employer’s motives.”15

To prove disparate treatment, an employee may rely on either (1)
direct or (2) circumstantial evidence. The Ninth Circuit clarified in
Godwin v. Hunt Wesson, Inc. (a sex discrimination case) that direct evi-
dence is “evidence which, if believed, proves the fact [of discrimina-
tory animus] without inference or presumption.”16 Direct evidence is
present when a person (or persons) in the decision-making process
made statements that directly reflected a discriminatory attitude.17

When the plaintiff relies only on circumstantial evidence, how-
ever, the plaintiff bears the burden of establishing a prima facie case,
which is satisfied if the evidence demonstrates that the employee or
applicant: (1) was a member of a protected group; (2) applied and
was qualified for a job for which the employer was seeking applicants;
(3) despite being qualified, he or she was rejected; and (4) after the
rejection, the position remained open and the employer continued to
seek applications from persons of complainant’s qualifications.18

Once a prima facie case is established, the burden shifts to the em-

11. Id. at 335.
12. Id.
13. Hazen Paper Co. v. Biggins, 507 U.S. 604 (1993); Reeves v. Sanderson Plumbing

Prod., Inc., 530 U.S. 133 (2000).
14. Reeves, 530 U.S. 133 at 141 (reaffirming the causation standard in Hazen Paper, 507

U.S. 604).
15. Univ. of Tex. Sw. Med. Ctr. v. Nassar, 570 U.S. 338, 339 (2013).
16. Godwin v. Hunt Wesson, Inc. 150 F.3d 1217, 1221 (9th Cir. 1998) (internal quota-

tions omitted).
17. Enlow v. Salem-Keizer Yellow Cab Co., 389 F.3d 802, 803 (9th Cir. 2004).
18. McDonnell Douglas Corp. v. Green, 411 U.S. 792, 792–93 (1973).



Issue 3] SKILLCOIN AND CURBING DISCRIMINATORY HIRING PRACTICES 443

ployer to give a legitimate nondiscriminatory reason for its actions.19

If that is satisfied, the burden then shifts back to the plaintiff to pro-
duce specific evidence that the reason for the alleged discriminatory
actions were pretextual.20 Note that three of these four elements call
for the complaining party to point directly to their qualifications and
whether the individual was fairly evaluated. Here, an employee would
most likely rely on the employer’s hiring process to make their case.

B. Disparate Impact Claim

Sharing some similarities with disparate treatment, a disparate im-
pact claim was first established by the Supreme Court in Griggs v. Duke
Power. In that case, a group of Black employees alleged Duke Power’s
policy requiring a high school education and an aptitude test for as-
signment or promotion discriminated on the basis of race, because it
disproportionately kept Black employees in the lowest paying “labor”
department.21 White employees, however—hired prior to these re-
quirements—were found to have performed satisfactorily and had re-
ceived promotions in other departments.22 The Court reasoned that,
though this policy appeared neutral on its face, it nonetheless violated
Title VII’s protections because it adversely and disproportionately im-
pacted employment opportunities for members of a protected class.23

To establish a prima facie case, the plaintiff must show that “the
facially neutral standards in question select applicants for hire in a
significantly discriminatory pattern.”24 This allegation must be spe-
cific, “isolating and identifying the . . . employment practices that are
allegedly responsible for any observed statistical disparities.”25 Gener-
ally, courts strive to find a pool of applicants or potential applicants
that allows them to assess whether disparate impact occurred.26 In
some cases, it may be appropriate to use an internal pool of applicants
as a comparison group to determine whether there was disparate
impact.27

Like disparate treatment, if a prima facie case is established, then
the employer must show that the employment requirement is “job re-

19. Reeves, 530 U.S. at 142.
20. McDonnell Douglas Corp., 411 U.S. at 806.
21. Griggs v. Duke Power Co., 401 U.S. 424, 427 (1971).
22. Id.
23. See id.
24. Dothard v. Rawlinson, 433 U.S. 321, 329 (1977).
25. Smith v. City of Jackson, 544 U.S. 228, 241 (2005).
26. Williams v. Owens-Illinois, Inc., 665 F.2d 918, 926 (9th Cir. 1982).
27. Paige v. California, 291 F.3d 1141, 1147 (9th Cir. 2002).
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lated for the position in question and consistent with business neces-
sity.”28 If the employer fails to establish job-relatedness and business
necessity, the plaintiff will prevail.

Here, this claim also focuses on an employee’s credentials and
the employer’s hiring practices and procedures that evaluate those
credentials—which a plaintiff would rely on to show whether discrimi-
nation occurred.

C. Expanding Coverage of Title VII and Interpretation of
Discrimination Based on Sex

Title VII’s coverage has expanded, giving employees more legal
recourse against employers. In 2018, the Second Circuit interpreted
sexual orientation discrimination to be a subset of sex discrimination
in Zarda v. Altitude Express.29 In that case, a skydiving instructor alleged
he was fired from his job because he failed to conform to male sex
stereotypes when he mentioned his sexual orientation. The court rea-
soned that “Title VII’s prohibition on sex discrimination applies to
any practice in which sex is a motivating factor” because “it [is] impos-
sible for an employer to discriminate on the basis of sexual orienta-
tion without taking sex into account.”30 One month later, the Sixth
Circuit similarly held that “[d]iscrimination against employees, either
because of their failure to conform to sex stereotypes or their trans-
gender and transitioning status” is sex discrimination under Title
VII.31 Both cases alleged discrimination based on disparate treatment.

One on hand, this expansive definition of sex discrimination
grants protected employee’s much needed protection from mistreat-
ment in the workplace. On the other, it opens employers to additional
liability due to the misconduct of their management. These circum-
stances underscore the necessity for employers to develop systems that
help curb workplace discrimination.

D. Bottom Line: Employers Qualification Thread and
Circumstantial Evidence

As noted above, the consistent thread in disparate impact or dis-
parate treatment claims is the employee’s qualifications; the latter re-
quires an employee show that they were qualified but rejected despite

28. 42 U.S.C. § 2000e-2(k)(1)(A)(i) (2012).
29. Zarda v. Altitude Express, Inc., 883 F.3d 100, 108 (2d Cir. 2018).
30. Id. at 131.
31. EEOC v. R.G. & G.R Harris Funeral Homes, Inc., 884 F.3d 560, 600 (6th Cir.

2018).
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their qualifications.32 The former requires a plaintiff to show they be-
longed to a group that was qualified for a job, and was subjected to
disproportionately discriminatory hiring policies.33 It follows that an
employee’s ability to prove they are qualified for a job—and an em-
ployer’s system for assessing those qualifications in a nondiscrimina-
tory way—is instrumental to a successful Title VII claim.

An employer may violate Title VII based on explicit bias, but it
need not necessarily shout bias from its rooftop (or tweet it).34 Cir-
cumstantial evidence alone may be used to prove discrimination in
violation of Title VII. At its essence, disparate impact seeks to accom-
plish just that: identify discriminatory “facially neutral” standards with-
out requiring direct statements of intent.35 Similarly, disparate
treatment may be established based on actions that do not appear dis-
criminatory at first blush. For example, in Davis v. Team Elec. Co. the
Ninth Circuit reasoned that a female electrician’s allegations that she
was assigned a disproportionate amount of hazardous work compared
to her male co-workers established a prima facie case of disparate
treatment.36

So why should employers care? These claims rely on squishy stan-
dards that a talented in-house legal department could likely handle,
and wronged employees may move on, wishing to forego the financial
and mental costs associated with suing an old boss. Without consider-
ing the less-identifiable costs in sunk legal fees, loss of talent (and the
resulting lost economic opportunity), Title VII discrimination claims
cost employers $398 million in 2017 in settlement and litigation
costs.37 It follows that low-cost internal control mechanisms that give
all candidates a fair shot and combat discrimination serve an em-
ployer’s financial interest—that is unless an employer prefers to
forego improving bottom-line performance.

32. McDonnell Douglas Corp. v. Green, 411 U.S. 792 (1973).
33. See Smith v. City of Jackson, 544 U.S. 228, 234–35 (2005); see also Williams v.

Owens-Illinois, Inc., 665 F.2d 918, 925–26 (9th Cir. 1982).
34. See U.S. EQUAL EMP. OPPORTUNITY COMM’N, Section 15. Race & Color Discrimination,

in EEOC COMPL. MAN. (Apr. 19, 2006), https://www.eeoc.gov/policy/docs/race-color
.html#VIIA3super [https://perma.cc/B6X7-PZE9].

35. Dothard v. Rawlinson, 433 U.S. 321, 321–22; see Int’l Bhd. of Teamsters v. United
States, 431 U.S. 324, 335–36 (1977).

36. Davis v. Team Elec. Co., 520 F.3d 1080, 1090 (9th Cir. 2008).
37. Press Release, U.S. Equal Emp., EEOC Releases Fiscal Year 2017 Enforcement and

Litigation Data (Jan. 25, 2018), https://www.eeoc.gov/eeoc/newsroom/release/1-25-
18.cfm [https://perma.cc/CQT5-XDWD].
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II. The Economic Cost of Discrimination

A. Direct Monetary Impact

Legal costs aside, workplace discrimination and discriminatory
hiring practices have an economic price tag that would make a
Lamborghini blush. A precise number is debatable; however, several
studies made an effort to monetize the economic impact of discrimi-
nation. These studies are surveyed below.

Cost of Racial and Ethnic Discrimination. Racial and ethnic discrimi-
nation is particularly costly. An American Economic Journal study sug-
gests people will choose to work with a less productive co-worker on
the basis of their ethnicity alone.38 In this study a pool of workers with
Danish and Muslim-sounding names worked individually over a two-
week period.39 During that time, researchers assessed their individual
output and productivity levels.40 Workers were called back and asked
to select a partner for a collaborative assignment—they were provided
data on each individual’s productivity.41 Interestingly, workers over-
whelmingly chose a less productive collaborative partner of their same
ethnicity (after being provided data on their co-workers’ perform-
ance).42 The research concluded that “discrimination is common
even at a substantial cost and that the tendency to discriminate is not
different across ethnic types,” and on average discriminators “are will-
ing to forego 8 percent of their earnings . . . to avoid a coworker of the
other ethic type.”43

This study suggests organizations prone to discrimination are less
productive in their day-to-day operations, and those organizations that
take proactive steps to overcome biases are at a quantitative economic
advantage. Logically, the impact of this phenomenon may vary across
different organizations. The nexus between workplace discrimination
and productivity (which inevitably relates to profitability) intuitively
becomes more or less severe depending on corporate culture—a
higher density of instances with a Dave and a Brian who prefer to
work with a slacker Brian or Dave, and not an achiever named Abdul.
Given the exponential impacts of increased productivity, the financial

38. Morten Størling Hedegaard & Jean-Robert Tyran, The Price of Prejudice, 10 AM.
ECON. J.: APPLIED ECON. 40, 41 (2018).

39. Id.
40. Id.
41. Id.
42. Id. at 42.
43. Id.
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impact could range from thousands to billions across different
organizations.

Cost of Gender Based Discrimination. In 2016, the Organisation for
Economic Co-Operation and Development (“OECD”) estimated that
the current level of global discrimination in social institutions will in-
duce a loss of up to twelve trillion US Dollars (or sixteen percent of
global income).44 The report specifically underscores the detrimental
impact of gender-based discrimination, asserting that “[t]he economy
cannot operate at its full potential with hurdles for half of the world’s
population . . . [g]ender parity is not only a fundamental human right
but also a critical economic opportunity.”45 Removing these hurdles
could produce “substantial macroeconomic gains” as well as increase
living standards, leading to an overall gross domestic product (“GDP”)
growth rate of 0.6 percentage points by 2030—increasing estimated
global GDP per capita 764 billion USD.46 At the OECD’s own admis-
sion, however, these estimate economic costs alone underestimate the
potential income loss associated with gender-based discrimination.47

In another more specific survey, research revealed a measurable
negative impact on firm value when female board members depart,
concluding that women on corporate boards increase value.48 In test-
ing possible explanations, the study attributed “high entry barriers
and a more rigorous selection process for female board members,”
resulting in “women who . . . likely have superior skills.”49 This re-
search suggests women with skills commensurate to their male coun-
terparts are not realizing their full economic potential. In the
concluding remarks, the study concedes that given current conditions
(that is, women with superior credentials), “reducing barriers for wo-
men to enter boardrooms would be in the best interest of firms,” how-
ever “if board member selection processes become more gender-equal
. . . the positive valuation effect . . . is likely to decrease to the point
where there is no difference between women and men.”50 Essentially,

44. Gaëlle Ferrant & Alexandre Kolev, The economic cost of gender-based discrimination in
social institutions, OECD DEVELOPMENT CENTRE (June 2016), http://www.oecd.org/dev/de
velopment-gender/SIGI_cost_final.pdf [https://perma.cc/42PG-W7LR].

45. Id.
46. Id.
47. Id.
48. Thomas Schmid & Daniel Urban, Women on Corporate Boards: Good or Bad? 1 (Nov.

16, 2015) (working paper), https://editorialexpress.com/cgi-bin/conference/download
.cgi?db_name=AFA2016&paper_id=570 [https://perma.cc/82TQ-U3GE].

49. Id.
50. Id. at 23.
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highly qualified women are being under-leveraged and are prevented
from contributing to their full capacity.

B. Indirect Monetary Impact: Overselling

Resume embellishment, which often involves men “overselling”
their experience and women underselling their accomplishments re-
sults in lost economic opportunity. An investigative piece in The At-
lantic revealed that “[c]ompared with men, women don’t consider
themselves as ready for promotions, they predict they’ll do worse on
tests, and they generally underestimate their abilities.”51 This “confi-
dence gap” can be attributed to everything from social norms, up-
bringing, and biology.52 Research prepared by psychiatrist David
Dunning (Cornell) and Joyce Ehrlinger (Washington State), found
women rate themselves lower on competency self-assessments of their
scientific knowledge compared to their male counterparts; similarly,
the same women were less likely to participate in a competition that
would showcase their skills—even though they were equally (if not
more) qualified than the men.53 Women were also found to apply for
promotions only when they met one hundred percent of the requisite
qualifications, whereas men applied with fifty percent.54

Women are known to struggle with self-promotion. Men are
known to cite themselves more than women by a staggering degree,
touting the superiority of their own research. The scientific journal
Nature claims that “[m]en cite their own papers 56% more than wo-
men on average, according to an analysis of 1.5 million studies pub-
lished between 1779 and 2011.”55 This trend seems to be on the rise,
with men’s self-citation rate rising to seventy percent more than wo-
men’s over the past twenty year period.56 Other studies suggest wo-
men are reluctant to talk about their accomplishments and future
potential.57 Men, on the other hand, tend to take credit for successes

51. Katty Kay & Claire Shipman, The Confidence Gap, THE ATLANTIC (May 2014),
https://www.theatlantic.com/magazine/archive/2014/05/the-confidence-gap/359815/
[https://perma.cc/87YC-MZAA].

52. Id.
53. Id.
54. Id.
55. Dalmeet Singh Chawla, Men cite themselves more than women do, NATURE: NEWS (July

5, 2016), https://www.nature.com/news/men-cite-themselves-more-than-women-do-1.201
76 [https://perma.cc/JXS7-FL5K].

56. Id.
57. Bonnie Marcus, New Study Reveals Senior Executive Women Still Struggle With Self Pro-

motion, FORBES (May 6, 2014, 8:56 AM), https://www.forbes.com/sites/bonniemarcus/
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and let others know their capacity for future success.58 Women’s un-
willingness to self-promote creates an apparent lack of self-confidence
that hinders the ability to move up the corporate ladder.59 Also, ad-
ding insult to injury, men are much more likely to embellish their
resume and take credit for the accomplishments of others.60

Though no number can truly be assigned to the lost potential in
forgoing qualified applicants for those who are less qualified, it un-
doubtedly has an economic impact that resonates into overall per-
formance. When a more qualified woman is overlooked for
employment due to her modesty and reliance on objectivity, the lost
potential is palpable. These issues underscore the need to implement
more objective methods to evaluate a candidate’s actual skillset that
ensures a reduced risk of embellishment and gender bias.

III. Survey of Bias in Hiring and Ameliorative Practices

To understand how employers may alleviate potential liability for
workplace discrimination, it is necessary to survey when bias occurs
and what methods have been used to combat it.

A. The North Star: “Orchestrating Impartiality”

In 1997, Claudia Goldin and Cecilia Rouse published “Orches-
trating Impartiality: The Impact of ‘Blind’ Auditions on Female Musi-
cians.” Their study found blind auditions for symphonies increased a
woman’s probability to be advanced out of “certain preliminary
rounds,” and also enhanced “by several fold[ ] the likelihood a female
contestant will be the winner in the final round.”61 Goldin and Rouse
rely on data gathered after major metropolitan symphony orchestras
liberalized their hiring policies in the 1970’s and 80’s—opening audi-
tions to an expanded pool of applicants and democratizing their se-
lection process to include a panel of current musicians (previously
conductor and “section principal” were the sole decision makers).62

2014/05/06/new-study-reveals-senior-executive-women-still-struggle-with-self-promotion/
#334ab81749b6 [https://perma.cc/N8LY-Q9EM].

58. Id.
59. Id.
60. Lydia Dishman, The Most Common Resume Lies (And Who Is Most Likely To Tell Them),

FAST COMPANY (Apr. 15, 2016), https://www.fastcompany.com/3058918/the-most-com
mon-resume-lies-and-who-is-most-likely-to-tell-them [https://perma.cc/EY3D-NUD6].

61. Claudia Goldin & Cecilia Rouse, Orchestrating Impartiality: The Impact of “Blind” Au-
ditions on Female Musicians abstract (Nat’l Bureau of Econ. Res., Working Paper No. 5903,
1997), https://www.nber.org/papers/w5903.pdf [https://perma.cc/B5JM-E8KT].

62. Id. at 1.
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To limit bias in hiring, some symphonies began to use physical screens
to conceal the identity of applicants during audition. The intention
was to prevent the decision-making panel from making a decision
based on gender, appearance, or some other act from favoritism—
effectively making an objective decision based on overall musical
prowess alone.63 Their analysis concluded that the use of screens “can
explain between 30% and 55% of the increase in the proportion fe-
male among new hires and between 25% and 46% of the increase in
percentage female in orchestras from 1970 to 1996.”64

Since initial publication, this study has been cited numerous
times as a prime example of unconscious bias in hiring.65 Goldin and
Rouse have even received favorable mention by the Supreme Court,
where Justice Ginsberg cites to Goldin’s and Rouse’s study during her
dissenting opinion in Wal-Mart Stores, Inc. v. Dukes (a disparate impact
case alleging Wal-Mart’s pay and promotion policies disproportion-
ately favor men).66 Justice Ginsberg asserts “personnel decisions un-
controlled by formal standards. . . have the potential to produce
disparate effects,” because “[m]anagers, like all humankind, may be
prey to biases of which they are unaware.”67 She goes on to state
“[t]he risk of discrimination is heightened when those managers are
predominantly of one sex, and are steeped in a corporate culture that
perpetuates gender stereotypes.”68

Though their work is compelling, their example simply offers
clear proof that bias (both explicit and implicit) may impact hiring
decisions, and proactive steps to eliminate bias may be successful. Gol-
din and Rouse fail to offer any truly viable solution in combating bias
in hiring practices outside the concert hall.

B. From Implicit to Explicit Bias

The symphony example is simplistic. Unlike applying for a corpo-
rate job, auditioning for a symphony seat requires skills that are easily
showcased without considering personal history and background.

63. Id. at 22.
64. Id. at 23.
65. Times Cited on Google Scholar, GOOGLE SCHOLAR, https://scholar.google.com

[https://perma.cc/48FQ-E5SD] (search “Orchestrating Impartiality: The Impact of ‘Blind’
Auditions on Female Musicians” and click “Cited by 1400” hyperlink from lead article from
“American economic review,” March 16, 2019).

66. Wal-Mart Stores, Inc. v. Dukes, 564 U.S. 338, 373 n.6 (2011) (Ginsburg, J.,
dissenting).

67. Id. at 372–73.
68. Id. at 373.
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Many more nuanced bias-inducing steps are present in corporate em-
ployment applications due to the myriad gender, racial, and class in-
dicators that exist on a traditional resume. Despite some employers’
proactive steps to build diversity and encourage diverse applicants, im-
plicit biases thwart their objectivity. Though the purpose of this paper
is not to provide an exhaustive list of all types of workplace discrimina-
tion, it is essential to understand how biases in hiring can manifest
because they relate directly back to a Title VII discrimination claim.

Class Discrimination. Depending on gender, an applicant’s hob-
bies alone can determine whether there will be an invitation to inter-
view. A study prepared by Lauren Rivera at Northwestern’s Kellogg
School of Management analyzed the impact high-class hobbies had on
applications to elite law firms.69 In identical resumes, men with high-
class hobbies (such as sailing, polo, and classical music) received more
callbacks than men with low-class hobbies (track and field, pickup soc-
cer, and country music).70 When questioned on their reasoning, inter-
viewers cited “cultural fit” as the differentiating factor between the two
applicants.71 High-class hobbies were found to be less impactful on
female applicants, however, with negative gender stereotypes being as-
sociated with each.72 High-class women were questioned on the au-
thenticity of their interest (assuming they would leave to be stay-at-
home moms), and interviewers were concerned low-class women
would have poor phone etiquette.73 Truly no good argument can be
made that the blue-bloodedness of one’s hobbies is indicative of supe-
rior skill and ability to perform at the workplace—that is, unless the
job entails performing those hobbies.

Racial Discrimination and Resume Whitening. Racial discrimination
runs rampant in hiring. Even in cases where employers advertise pro-
diversity hiring policies, applicants with racial indicators on their re-
sumes were discriminated against just as much as employers who did
not advertise their commitment to diversity.74 This issue is so ubiqui-
tous that Black and Asian job applicants have “whitened” their re-

69. Lauren A. Rivera & András Tilcsik, Class Advantage, Commitment Penalty: The
Gendered Effect of Social Class Signals in an Elite Labor Market, 81 AM. SOC. REV 1097, 1109
(2016); Drake Baer, High-Class Hobbies Will Help You Land a Top Job, Unless You’re a Woman,
THE CUT (Dec. 7, 2016), https://www.thecut.com/2016/12/the-best-activities-to-list-on-a-
resume-are-classist.html [[https://perma.cc/6QK6-GJDN].

70. Rivera & Tilcsik, supra note 69, at 1120; Baer, supra note 69.
71. Rivera & Tilcsik, supra note 69, at 1120; Baer, supra note 69.
72. Rivera & Tilcsik, supra note 69, at 1116–20; Baer, supra note 69.
73. Rivera & Tilcsik, supra note 69, at 1117; Baer, supra note 69.
74. Sonia K. Kang et. al., Whitened Résumés: Race and Self-Presentation in the Labor Market,

61 ADMIN. SCI. Q. 469, 494 (2016).
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sumes, deliberately excluding their participation in student groups
that may indicate their race to a potential employer.75 So-called re-
sume “whitening techniques” include “(1) omitting experiences that
might signal minority status . . . (2) altering the description of such
activities to make them seem more race-neutral; and (3) emphasizing
experiences that signaled whiteness.”76 Undoubtedly these practices
dilute the experiences and create a skewed picture of an otherwise
well-qualified applicant, but are a necessity to help jobseekers avoid
discrimination in the current employment landscape.

Name-based Racial and Gender Discrimination. In some cases, appli-
cants have gone so far as to change their given names to appear more
appealing to employers.77 In a Canadian study researchers found Chi-
nese, Indian, or Pakistani-sounding names were twenty-eight percent
less likely to get invited to an interview than the fictitious candidates
with English-sounding names, even when their qualifications were the
same; and when a resume had an Asian-sounding name along with
some foreign qualifications employers were anywhere between thirty-
five percent and sixty percent less likely to offer an interview.78

Employers also have the propensity to discriminate against appli-
cants with female gendered names. A 2009 study completed in the
American Law Economics Review found that women with masculine-
sounding names were more likely to have successful legal careers in
South Carolina.79 In one notable case, the now-successful technology
CEO Erin McKelvey attributes a portion of her success to changing
her name from “Erin” to “Mack” on her resume—which increased her
zero percent response rate to seventy percent during her initial career
search in the mid 90’s.80 It should go without saying that a person’s
name has no bearing on their ability to perform, however a feminine
name may foreclose an interview opportunity with a highly qualified
applicant.

Discrimination Against LGBT Applicants. Similar to the bias that
drives resume “whitening,” resumes that have LGBT indicators may

75. Id. at 476–77.
76. Id. at 476.
77. Id. at 474.
78. RUPA BANERJEE, ET. AL., DO LARGE EMPLOYERS TREAT RACIAL MINORITIES MORE

FAIRLY? A NEW ANALYSIS OF CANADIAN FIELD EXPERIMENT DATA 2, 4–5 (2017).
79. Bentley Coffey & Patrick A. McLaughlin, Do Masculine Names Help Female Lawyers

Become Judges? Evidence from South Carolina, 11 AM. L. & ECON. REV. 112, 132 (2009).
80. Laura Cohn, This Female Exec Changed Her Name to a Man’s to Get a Job. Should You?,

FORTUNE (June 8, 2016), http://fortune.com/2016/06/08/name-bias-in-hiring/ [https://
perma.cc/6A99-V3LA].
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receive fewer callbacks.81 In her research, Emma Mishel found that
when a woman’s resume contained leadership experience at an LGBT
student organization it received thirty percent fewer callbacks than a
similar resume with heterosexual indicators.82 Naturally, sexual orien-
tation is not an accurate indicator of workplace performance.

C. Methods Employed to Combat Discrimination in Hiring

With legal and economic costs in mind, some employers have in-
troduced some anonymity into their hiring processes to reduce the
likelihood of discrimination, hopefully resulting in improved work-
place diversity. In a notable example, the database management com-
pany Compose has adopted a comprehensive “blind-hiring”
procedure, relying on anonymized work samples and a lock-step pro-
cess intended to evaluate a candidate based on skill and culture fit
without revealing their identity.83 First, a candidate completes a gen-
eral application along with a story about why they are enthusiastic
about database management.84 The internal recruiting team then de-
cides whether to move that candidate to the second “work sample”
stage, where the candidate submits a work sample.85 The work sample
is then anonymously reviewed by graders at Compose.86 If the sample
receives a satisfactory score, then the candidate proceeds to the third
“work day” stage, which is tailored to the specific department and
role. At this point, subjectivity may enter the process, but the idea of
the first two stages is to weed out the majority of candidates for the
final stage, where an offer is more than likely given a limited number
of predetermined criteria.87

This type of blind-hiring is not without flaw. In some instances,
blind-hiring has only increased the likelihood women would be hired,
and not increased ethnic minority candidates.88 In fact, a French
study found foreign-born candidates and those from poor districts

81. Emma Mishel, Discrimination against Queer Women in the U.S. Workforce: A Résumé
Audit Study, 2 SOCIUS: SOCIOLOGICAL RESEARCH FOR A DYNAMIC WORLD 1 (2016), https://
journals.sagepub.com/doi/10.1177/2378023115621316 [https://perma.cc/U7XV-JXWZ].

82. Id.
83. Evan Kelverson, How Compose uses Interviewed and Slack to automate blind-hiring, COM-

POSE (Mar. 30, 2016), https://www.compose.com/articles/how-compose-uses-interviewed-
com-and-slack-to-automate-blind-hiring/ [https://perma.cc/9BQT-PYL4].

84. Id.
85. Id.
86. Id.
87. Id.
88. No names, no bias?, THE ECONOMIST (Oct. 29, 2015), https://www.economist.com/

business/2015/10/29/no-names-no-bias [https://perma.cc/P2LC-HSYC].
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had a reduced likelihood of receiving an interview when resumes were
anonymized.89 Also, in some cases the name of a school may reveal a
religious preference, and a few years (or months in the case of the
USA) missing may suggest maternity leave was taken, indicating
gender.90

Bottom line, there is no silver bullet for combating bias in the
hiring process. However, traditional resumes are flawed and have in-
formation that may prompt discriminatory bias in hiring. A method to
evaluate a candidate’s credentials while reducing the amount of bias-
inducing stimulants is needed. Ideally, this anonymous form of
credentialing would need to have both elements of trust and anonym-
ity to be successful. This end-result may be achieved through
blockchain credentialing.

IV. Blockchain Credentialing in Hiring

Before delving into the details of how a blockchain-based hiring
system could combat bias, it is necessary to review how blockchain
technology functions. This is explained in detail below, followed by
potential use-cases for hiring.

A “blockchain” is an encrypted distributed ledger that may be used
to secure the record of a transaction,91 and may be designed with spe-
cific accounting methods and features that create a specific utility (i.e.
anything subject to record-keeping).92 Blockchain is the technology
that famously underpins the cryptocurrency “bitcoin,” which was the
first instance of a true peer-to-peer system for electronic cash that
eliminated the need for a central authority.93

The best way to understand blockchain is to illustrate how it may
be used in transactional cash setting. Consider the following hypothet-
ical: the capricious investor Davey Murtons purchased a private island

89. Id.
90. Id.
91. See JOSEPH J. BAMBARA & PAUL R. ALLEN, BLOCKCHAIN: A PRACTICAL GUIDE TO DE-

VELOPING BUSINESS, LAW, AND TECHNOLOGY SOLUTIONS, (Lisa McClain et al. eds., 2018). See
also ALAN T. NORMAN, BLOCKCHAIN TECHNOLOGY EXPLAINED: THE ULTIMATE BEGINNER’S
GUIDE ABOUT BLOCKCHAIN WALLET, MINING, BITCOIN, ETHEREUM, LITECOIN, ZCASH,
MONERO, RIPPLE, DASH, IOTA, AND SMART CONTRACTS, (2017). See generally 3Blue1Brown,
Ever wonder how Bitcoin (and other cryptocurrencies) actually work? YOUTUBE (July 7, 2017),
https://www.youtube.com/watch?v=bBC-nXj3Ng4 [https://perma.cc/4NX2-NXVV].

92. See BAMBARA & ALLEN, supra note 91, at 2; see generally 3Blue1Brown, supra, note 91
(explaining how transactions are made on an electronic distributed ledger).

93. What is Cryptocurrency: Everything You Must Need To Know!, BLOCKGEEKS (Updated
Sept. 13, 2018), https://blockgeeks.com/guides/what-is-cryptocurrency/ [https://perma
.cc/SHW8-LXUJ].
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near Fiji and built a luxury resort villa catering to exceedingly wealthy
international travelers. His guests and vendors come from all over the
world. There is no local currency and Davey wants to avoid having
guests pay in many different global currencies. Davey does not want to
build a central bank, so he decides to create a single functional cur-
rency called “Murtons” (abbreviated as “MTNs”) that guests buy into
when they arrive (like Disney Dollars). Ever eco-conscious, MTNs are
digital and guest’s balance is maintained on a virtual wallet on a
smartphone or laptop. To keep track of all the electronic transactions,
Davey needs a ledger, and since he is opting to not implement some
central authority, he needs that ledger to be maintained by everyone
participating in his electronic cash system in a reliable and decentral-
ized manner. To achieve this, Davey will need a secure method to
maintain a distributed ledger.

A. Distributed Ledger

A blockchain is a secure environment that encrypts transactions
made on a “distributed ledger.”94 The United Kingdom’s Government
Office for Science defines a distributed ledger as “an asset database
that can be shared across a network of multiple sites, geographies or
institutions” where “[a]ny changes to the ledger are reflected in all
copies” of the ledger.95 Anyone who participates in the network can
have a copy of the ledger, and a network of computer servers called
“nodes” collectively maintain a copy of all records.96 A distributed
ledger is capable of recording any transactions—digital and physical
alike—including transactions in real property, and transfers of ware-
house inventory and raw materials.97 Recently, blockchain-secured dis-
tributed ledgers have been employed to source the origin of precious
metals, and confirm whether the ingredients in a craft brew are actu-

94. U.K. GOV’T OFFICE FOR SCI., DISTRIBUTED LEDGER TECHNOLOGY: BEYOND BLOCK

CHAIN 5 (Mark Peplow eds., 2016), https://assets.publishing.service.gov.uk/government/
uploads/system/uploads/attachment_data/file/492972/gs-16-1-distributed-ledger-techno
logy.pdf [https://perma.cc/2TQ7-ML9X]. See also HARISH NATARAJAN ET AL., DISTRIBUTED

LEDGER TECHNOLOGY (DLT) AND BLOCKCHAIN: FINTECH NOTE NO. 1 (2017) http://docu
ments.worldbank.org/curated/en/177911513714062215/pdf/122140-WP-PUBLIC-Distrib
uted-Ledger-Technology-and-Blockchain-Fintech-Notes.pdf [https://perma.cc/34NP-
4YM2]. See generally 3Blue1Brown, supra note 91.

95. U.K. GOV’T OFFICE FOR SCI., supra note 94 at 5.
96. Id.; NATARAJAN, supra note 94 at 1.
97. U.K. GOV’T OFFICE FOR SCI., supra note 94 at 5.
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ally organic.98 Simply put, anything that is subject to record-keeping is
compatible with a distributed ledger.

To illustrate how a distributed ledger operates, we will charter a
flight to Davey’s island paradise on a blockchain-optimized airline.99 It
is crucial to Davey’s business to know how many MTNs have ex-
changed hands in a given day and how many MTNs each guest and
vendor has remaining. So, as a condition of holding the MTNs, he
makes it mandatory for every guest and vendor to document each
transaction on a shared accounting ledger. The ledger is available to
every guest via a web portal and is edited each time a transaction oc-
curs and logged in a simple payor-payee format (e.g. Bunny Lebowski
paid Island Spa 100 MTNs, Douglas Quaid paid Island Grill 500
MTNs, etc.). Finding security in redundancy, Davey requires all his
vendors, management team, and a few long-term guests to maintain a
complete copy of the ledger on their own personal computers that all
operate on a local network. Therefore, the most up-to-date ledger is
distributed on the island’s network and if one ledger is deleted, the
network always has a backup. Here, the vendors and the guests who
maintain a complete copy of the ledger act as the “nodes.” But Davey
does not trust all his vendors and guests to keep accurate records, and
one vendor or guest could arbitrarily make a fraudulent transfer. He
needs a method to encrypt these transactions to ensure security and
prevent a rogue agent from double-spending or creating new MTNs.

B. Enter Block & Chain

The issue of establishing trust among various nodes in a distrib-
uted ledger is exactly what a blockchain infrastructure seeks to rem-
edy.100 The now-infamous Bitcoin whitepaper written under the
pseudonym “Satoshi Nakamoto,” established the framework for a
blockchain-based solution to eliminate the need for a central author-
ity in a distributed ledger.101 This solution consists of two elements: a

98. John Wasik, How Distributed Ledgers Can Illuminate the Metals Supply Chain, NASDAQ
(July 18, 2018, 12:06 PM), https://www.nasdaq.com/article/how-distributed-ledgers-can-il
luminate-the-metals-supply-chain-cm992958 [https://perma.cc/4MYF-GCBA]; Born Curi-
ous?, DOWNSTREAM, http://www.down-stream.io/ [https://perma.cc/M8F9-8SB7].

99. See generally Born Curious?, supra note 98; Christopher Tozzi, How Blockchain Tech-
nology Is Changing Air Travel, NASDAQ (June 12, 2018, 11:07 AM), https://www.nasdaq.com/
article/how-blockchain-technology-is-changing-air-travel-cm976776 [https://perma.cc/
RW7M-V5RU].

100. See Satoshi Nakamoto, Bitcoin: A Peer-to-Peer Electronic Cash System (unpublished pa-
per), BITCOIN (Nov. 2008), https://bitcoin.org/bitcoin.pdf [https://perma.cc/6XQ2-
E9AZ].

101. See id. See also BAMBARA & ALLEN, supra note 91, at 13.
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block that contains a set of data, and a chain, which uniquely links
each block together.102

The Block. A block is programmed to contain a fixed set of
data.103 In the case of a digital currency, this data is limited to a fixed
number of transactions.104 Each transaction on the distributed ledger
is broadcast to the network and verified that it is legitimate by the
nodes that maintain a complete copy of the ledger.105 These nodes
verify transactions by looking back to the transactions that supplied
each payor with their funds.106 Once verified, the transaction is added
to the block.107 When the block is completed, it receives a timestamp,
an identification number, and is then added to the end of an existing
chain of blocks.108 For example, if a block is limited to twenty transac-
tions, then the block will not be finalized and added to the chain until
it records and validates twenty transactions. The block is then assigned
an identification number and a timestamp.

To illustrate, suppose Doug Quaid wants to pay Island Grille 300
MTNs for a Kobe steak. Once the transfer is initiated, all the verifiers
in the network confirm on their ledger that Doug received 300 MTNs
from a transfer Davey made to Doug last week. Doug has the 300
MTNs to spend and will soon enjoy a medium-rare ribeye. This trans-
action is added to the current block, and, because Doug’s purchase
was the final transaction for that block, the block is timestamped, as-
signed an identification number (making it easy for future transac-
tions to reference that block for verification) and added to the chain.
Here, the nodes verify where the money came from and timestamp
the block. At this point, Doug’s identity and trustworthiness is of little
concern. So long as his digital cash can be verified as belonging to his
unique digital wallet the network is satisfied. But how does this pro-
cess ensure Doug’s funds did not come from an arbitrary ledger com-
piled by an attacker? The chain hashes that out.

Hashing Out a Chain. Here comes the tricky part: a block is not
truly complete until it is linked to the previous block.109 This link is
established by assigning each block a header that contains the “hash”

102. BAMBARA & ALLEN, supra note 91, at 1; Nakamoto, supra note 100, at 2.
103. BAMBARA & ALLEN, supra note 91, at 1.
104. Id.
105. NORMAN, supra note 91, at 37–38.
106. Id. at 38.
107. Id.
108. Id.
109. NORMAN, supra note 91, at 42.
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of a previous block.110 These are devised through a cryptographic
hashing function (stay with me reader—this concept is less compli-
cated than it sounds).111

When each block contains all the required transactions, a times-
tamp and an identification number, it receives a standard-length
string of seemingly random numbers and letters that are unique to its
contents called a “hash.”112 This “hash” is cryptographic because each
output is completely changed if the input is changed even slightly.113

For example, imagine a highly exacting cake recipe, where any modi-
fication in the ingredients (say one less granule of sugar) will produce
a fruit tart—and the baker has no idea what change could produce
that result. Alternatively, for the less culinary type, consider a lockbox
that determines its key based on its contents: if anything changes in-
side the lockbox, no matter how minute (e.g. your gold bullion moves
one centimeter closer to your silver bullion, or you deposit your
grandfather’s old watch) the lockbox key changes entirely.114 The
idea of this cryptographic hash function is to make the input infeasi-
ble to predict based off the output.115

Here, instead of pastries and safe keys, the output is a string of
numbers. The unique “hash” given to block A is then assigned to the
header of the block B, which is consequently integrated into the hash
of that block B, that is then integrated into the hash of the block C.116

Because all these blocks are chained together by their unique hash,
any changes to the contents of one block completely changes the hash
of the following block, which would in turn create a whole new chain.
But how do we know whether transactions are occurring on the right
chain? In this case the network will default to the longest chain, this is
often the chain that is being verified by fifty-one percent or more of
the overall computing power.117 It follows that a blockchain becomes
stronger and more trustworthy as the number of nodes and partici-
pants increase.

110. Id.; see also Nakamoto, supra note 100, at 2.
111. NORMAN, supra note 91, at 39.
112. NORMAN, supra note 91, at 39–42; see also 3Blue1Brown, supra note 91.
113. NORMAN, supra note 91, at 91.
114. The concept here is that the key becomes something unique and unpredictable,

this example is not intended to make the reader draw any correlation between the ade-
quacy of these two methods of securing a vessel.

115. See 3Blue1Brown, supra note 91.
116. Id.
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Block Meets Chain. Consider Davey’s distributed ledger drawback:
he has numerous daily transactions, does not want to implement a
central bank for his currency, and wants to ensure no one fakes trans-
actions. He decides to implement a blockchain to account for his
MTNs. He requires all of his vendors, his island management team,
and a few guests to maintain nodes that have a complete copy of the
ledger to verify transactions. Each node will verify the transactions and
when the required number of transactions in a block is met it receives
a unique code that is then assigned to the following block, which will
receive a unique code (including the code from the previous block)
and continue.

If Davey was able to conscript others to establish nodes elsewhere
and begin exchanging MTNs for goods outside his island, then its
value may increase and become a whole other phenomenon (imagine
if a car dealership started accepting Disney Dollars outside of
Disneyland).

C. Blockchain as a System for Credentialing

Now suppose a network of nodes maintaining a blockchain as ap-
plied to a credential-issuing authority. For example, consider the Uni-
versity of California system issuing degrees from its various campuses
across the state. Each campus serves as a node: maintaining a com-
plete record of each degree issued to an individual, including data
regarding major, honors, and distinctions. When a degree is issued to
a student, that student receives one or more digital tokens that are
deposited to their unique digital wallet, serving as proof that they
completed the curriculum to receive that degree.118 These tokens can
be assigned unique public codes that will allow them to be anony-
mously viewed by anyone on a public portal to verify their
authenticity.

For example, Davey’s brother Finn graduates from UC Berkeley
in 2020 (after the UC implements its blockchain credentialing system
of course). He receives his degree in computer science with a focus in
blockchain magna cum laude. Upon graduation, the UC blockchain
records that Finn received that degree with a digital token along with
his sheepskin diploma. That token receives a special code that allows

118. By way of comparison, a guest on Davey’s island would be given a token when they
purchase his fictional currency. That digital “MTN” token is only issued when the network
agrees the guest paid into the system. Similarly, if a network agrees a student completed
their college curriculum the network would issue a token to prove that, which is stored in
the distributed ledger the network maintains.
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anyone to view the UC’s public ledger that records degrees so that it
can be verified without revealing the identity of the recipient—rather,
the public ledger will only display that the degree was issued to a
unique individual and that the distinctions on the degree are
legitimate.

On a smaller scale, this type of virtual credentialing is already be-
ing offered by the Massachusetts Institute of Technology (“MIT”).119

Also, a similar credentialing method has been developed for health-
care professionals to verify whether a nurse has the requisite skills to
transfer to another hospital.120 The advantages of this system are
clear: it offers an efficient and (in some cases) anonymous way of
proving ones credentials to an independent authority. Since the issu-
ing authority is backed by a trusted network, whoever is viewing the
credentials can rest assured they are authentic.

D. The Future Blockchain Resume

As discussed at length above, the problems plaguing traditional
hiring is the ability to objectively assess candidates free from the risk
of discrimination. This effect is easy to achieve in the context of a
symphony audition because the identity of the applicant and the skill
are easily screened. A traditional resume contains multiple class, gen-
der, and racial indicators that may prompt discrimination. Attempts to
remove names from resumes have achieved mixed results, and other
hiring practices that have a degree of anonymity are cumbersome and
easier to accomplish given the type of industry (in the case of Com-
pose, Inc. being primarily for remote computer programmers).

A blockchain credentialing system would allow a candidate to
provide proof they have the requisite skills for a job without revealing
their identity. The employer can assess these credentials with minimal
bias, quickly authenticating the credentials on a public portal. These
credentials can be used to make an initial decision to interview an
applicant and make a final decision on whether an applicant will re-
ceive an offer using the most objective possible measure of their expe-
rience. Granted, this concept has a long way to go. Credential issuing
authorities (university, licensing authorities, etc.) and human re-

119. Elizabeth Durant & Allison Trachy, Digital Diploma debuts at MIT, MIT NEWS (Oct.
17, 2017), https://news.mit.edu/2017/mit-debuts-secure-digital-diploma-using-bitcoin-
blockchain-technology-1017 [https://perma.cc/7EH9-P3DG].

120. Amy Baxter, Healthcare organizations join blockchain effort to resolve credentialing ineffi-
ciencies, HEALTHEXEC (Nov. 12, 2018), https://www.healthexec.com/topics/health-it/hc-
orgs-join-blockchain-credentialing-effort [https://perma.cc/TC66-6UHK].
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sources departments on a large scale will have to participate in this
unique method of credentialing in order to make a truly anonymous
resume. Ideally, at some point, an individual may be able to maintain
one digital wallet that contains a “token” representing every credential
and prior work experience (call it a “skillcoin”).

Rapid technological growth and adoption may occur sooner than
we all expect. Envision a future hiring pipeline that is structured as
follows: a candidate sees a job that requires a certain set of skills. That
candidate has digital tokens that demonstrate he or she has those
skills and submits them via an anonymous application. Once a
callback is received, an interview is scheduled, and the employer de-
cides on a final pool of applicants for the job. Lastly, all those finalists
are presented to a panel based on their credentials alone, and a final
decision is made based on who is the most qualified. This process will
help reduce resume embellishment, implicit and explicit bias, and
create a “screen” similar to the musicians applying for a seat on the
symphony, where evaluators will only be able to perceive the true tal-
ent that lies beyond that veil.


