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Artificial Intelligence in
Employment Decisions

Important Questions to Ask About Al-Based Assessment Tools

INTRODUCTION

Al-based assessments and algorithms used to make employment
decisions require the same level of scrutiny and should meet the same
standards that traditional hiring and assessment procedures have been
subjected to historically — even if the way those standards are evaluated
and met varies slightly.

The five criteria below represent the minimal requirements necessary to
justify the use of Al-based assessments for making employment decisions
(Society for Industrial & Organizational Psychology (“SIOP"), 2022).

FIVE KEY CRITERIA FOR EVALUATING Al F
WHEN USED TO MAKE EMPLOYMENT
DECISIONS

1. Al-based assessments should produce scores that are
fair and unbiased.

2. The content and scoring of Al-based assessments
should be clearly related to the job.

3. Al-based assessments should produce scores that
predict future job performance or other relevant
outcomes (e.g., retention) accurately.

4. Al-based assessments should produce consistent
scores that measure job-related characteristics.

5. All steps and decisions related to the scoring of
Al-based assessments should be documented for
verification and auditing.
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CRITICAL QUESTIONS TO ASK WHEN EVALUATING Al USED TO MAKE
EMPLOYMENT DECISIONS

1.

Has the Al-based assessment been shown to
be job-related (“valid”) according to legal and
professional standards?

The following legal and professional standards
provide guidance on establishing the job-
relatedness of Al-based assessments:

B Uniform Guidelines on Employee Selection
Procedures (EEOC, et al., 1978)

B S/OP Principles for the Validation and Use of
Employee Selection Procedures (2018)

B S/OP Considerations & Recommendations
for the Validation and Use of Al-Based
Assessments for Employee Selection (2023)

11 Was a validation study conducted to ensure
the content and scoring of the assessment
is clearly related to job requirements?

1.2 Is there a technical report detailing
development and validation of the
assessment?

. Was the source data used to train the Al

representative?

Technology that leverages historical data
can inadvertently perpetuate systematic
discrimination.

2.1 What was included as source material for
the training set (e.g., social media posts,
publicly available datasets, historical
employee or applicant data)?

2.2 Who was included in the training dataset?

2.3 Were populations likely to be
disadvantaged by Al included in the
training data?

2.4 How large was the sample used to train the
data?
2.5 How was missing data handled?

2.6 Was the system tested on the organization’s
own applicant pool rather than relying on
vendor data prior to implementation?
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3. Did the developer assess whether the use

of Al would disadvantage individuals in
protected categories (age, race/ethnicity,
disability, gender)?

3.1 Did the developer assess whether any of
the characteristics or data the Al relies upon
are highly correlated with membership in a
protected class?

3.2 Are there experiences evaluated by the
Al in a way that unfairly disadvantages
individuals in certain protected classes
(e.g., downgrading resumes containing
keywords such as “Black” or “Women”)?

3.3 Were adverse impact analyses calculated to
determine if the Al disproportionately and
negatively affects individuals in one or more
of the protected categories?

3.4 Were alternative methods of assessment
with the potential for less adverse impact
investigated?

. What criteria or outcomes were used to train

the system (e.g., turnover, job performance)?

4.1 Were the criteria job related?

4.2 How was the job relevance of the criteria or
outcomes determined?

. Are the traits or characteristics that are being

assessed based on a thorough and detailed
understanding of the job?

51 What traits, characteristics, or qualifications
are being assessed by the system?

5.2 Was a job analysis performed to ensure
the job relevancy of the characteristics
measured?

5.3 Is there a theoretical or rational justification
for including the characteristics measured?
If the justification was empirically derived,
from what data and of what quality were
those data?
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6. How does the Al model use inputs to

generate scores?

6.1 Does the Al measure characteristics
directly or use proxies to infer applicants
have a given characteristic (e.g., analyzing
mouse-click speed to infer applicants’
conscientiousness)?

6.2 Does the Al model use job-irrelevant
characteristics or experiences that
are related to age, race/ethnicity,
gender, disability, or other protected
characteristics (e.g., Zip codes, graduation
dates, educational institution, gaps in
employment)?

. Is the Al tool accessible to individuals with
disabilities?

7.1 Were individuals with disabilities
included in the training set or taken into
consideration when designing the Al
model?

7.2 Was user testing completed to ensure
accessibility for individuals with disabilities?

7.3 Are clear instructions provided for
requesting reasonable accommodation?

7.4 |Is there sufficient information (e.g.,
instructions, preparation guides) about
the testing procedures, characteristics
measured, and/or data used to help
applicants decide if they should request
reasonable accommodation?

7.5 Are staff trained in handling requests for
reasonable accommodation quickly and
consistently?

8. Is the Al system dynamic; that is, does it

update in real time? If so, does it comply with
local, state, and federal laws surrounding
validation and job linkage?

8.1 Are scoring methods used to account for
different applicants being evaluated on
different criteria across different iterations
of the system?

If the system was revised following the initial
validation:

8.2 How was it revised?

8.3 Was validity reassessed?

8.4 Was adverse impact reevaluated?

8.5 Was an addendum or new technical report
created documenting the changes to the
system?

. Is the Al routinely audited and the results

published?

Auditing Al used for employment decisions

is critical because these systems can inherit
and amplify systemic biases. Moreover, several
jurisdictions in the US have laws requiring
employers to conduct bias audits of Al
technology.

9.1 Have you conducted the audits required by
law?

9.2 If an error was identified during an audit,
were steps taken to resolve the issue
quickly and effectively?

9.3 Are there mechanisms in place that
allow individuals to raise legitimate
concerns without repercussion from the
organization?

FINAL THOUGHTS

The above list provides a framework for evaluation rather than a rigid set of requirements.

Because Al technology is evolving, even exemplary Al-based assessment tools may
not satisfy every standard perfectly. Rather, the answers to these questions should be
evaluated as a whole to determine if the Al tool is fair, accurate, job-related, and adds
real value to an organization’s decision making.
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