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Employers that are conducting video interviews should not be lulled into a false sense of informality that might lead to inappropriate questions, according to Neil McKittrick, an attorney with Ogletree Deakins in Boston. 

The conditions of video interviews are less in employers’ control than with in-person interviews, Jennifer Youpa, an attorney with Littler Mendelson in Dallas, told SHRM Online. She noted that interviewers might be tempted to ask inappropriate questions if the video interview is being conducted via computer at the applicant’s home and there is a crying baby in the background or a Bible in the picture. Uncontrolled factors like these can put employers in a difficult position, she said. 

Even if a baby is crying in the background, an interviewer should not ask questions about how many children the applicant has, but Youpa noted that the interviewer will want to be sensitive to the applicant’s needs. One option in this situation would be to ask the applicant if he or she wants to take a break from or reschedule the interview.

There can be the tendency with video interviews for the interviewer and applicant “to be more informal and relaxed and not completely on their game,” said Mark Spognardi, an attorney with Arnstein & Lehr in Chicago. The biggest risk he sees with video interviews is employers not taking the interviews seriously enough and letting their guard down. 

Recorded Interviews
Another wild card with video interviews is the fact that applicants or employers might record them. Whether permission is needed from the other party before recording the interviews will depend on state law.

If an interviewer asks an inappropriate question during the interview, such as an inquiry about the applicant’s religion or the number of children the applicant has, and the interview is recorded, there then will be direct evidence of discrimination, Spognardi noted.

Recorded interviews can cut both ways, McKittrick said. A recorded interview might be direct evidence that the employer did nothing wrong. Or a recorded interview could show what an employer liked about someone who was offered the job, he added.

Video interviews can even out the process if all applicants are asked the same questions, he noted. If recorded by the employer, hiring committees can view the video interviews together and compare applicants’ answers to questions to see which they like better.

But when colleagues view taped interviews they sometimes critique interviewers about why they asked certain questions or did not drill down further, Spognardi noted, so there might be some reluctance among interviewers for the interviews to be recorded.

Advantages of Video and In-Person Interviews
With recorded video interviews, recruiters and hiring managers can access and assess candidates at times and places convenient to them and evaluate much higher volumes of candidates than with phone or in-person interviews, according to Van Latham, Ph.D., practice leader with PathPoint Consulting in Franklin, Mass., and Chip Luman, chief operating officer with PathPoint. 

Video interviews can save the costs of travel and hotels for in-person interviews and have replaced telephone screening at some companies, McKittrick noted. 

Video interviews are a good tool for winnowing down the applicant pool, Spognardi said, but he still recommends closing the deal with an in-person interview, if possible.

Youpa agreed that there can be advantages to meeting in person, saying that someone who is uncomfortable with technology might perform much better in person. If an employer relies just on the video interview, it might make a decision on criteria such as technological savvy that are not required for the job, she cautioned.

In spite of the differences between video and in-person interviews, interviewers should be instructed to treat video interviews just like in-person interviews and reminded to not ask prohibited questions, McKittrick concluded. 


