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The Trouble with Bright Shiny Things









Explosive growth in AI









Today there is an overabundance of choice





We are often concerned with what AI can and cannot do, 
instead of being concerned about what AI 

should and should not do.



HR Use Cases for AI

Selection process
the best person for the 
company, team, job

HR Admin
removing repetitive admin 
tasks from HR through 
chatbots

Personalise HR service by 
showing employee’s what’s 
relevant to them 

Analytics
uncover hidden patterns in 
data enabling new insights

Learning & Development
design and update
personalised plans

Engagement
capturing & analysing 
sentiment in real-time



Prediction

What’s an AI model

Machine learning algorithm

Labelled training data

Labelled test data Learning model Make decision/prediction

Training



How AI is created

1

Start with a problem, 
the purpose of the tool 

and it’s output is 
defined

2

Design a model made up 
of algorithms (a recipe)

3

Train and test the 
model on a large set of 
data  (the ingredients)

4

Deploy the tool to 
solve the live problem, 
feeding the model live 

data and making 
adjustments



How AI is created (an example)

1

How to create a faster 
and more accurate 
short list for a job

2

Algorithms designed to 
search for key words & 
find patterns of school, 

experience and skill 
combinations

3

Training data sourced 
publicly, built in-house 
or using a pre-built and 

trained model

4

Before deploying, the 
vendor may ask you for 

profiles of successful 
hires. Results are then 
reviewed and (ideally) 

model adjusted.



Where does Bias in AI come from?

1. Training Dataset - The dataset the AI model is trained on is biased. If the model has 

been trained on a biased dataset, vendors should be able to tell you what they did to 

adjust and correct the model to mitigate that bias.

2. Algorithm – When algorithms are written they capture the biases of the person or 

people creating them. Algorithmic bias is often attributed to the dominance of white 

males in the field, hence the drive to increase the diversity of people in this job. 

3. Our data – AI learns from its own output, so even a small bias in our data is magnified 

over time. To avoid the AI learning and amplifying the bias, we need to ensure there are 

humans-in-loop to monitor output and make appropriate adjustments.



Minimise the likelihood of bias in AI

Vendors should be able to provide satisfactory 
responses to:

1. How are they screening for bias in their 
training data?

2. Are their algorithms audited by an 
independent body or Subject Matter Expert?

3. Do they test for bias before client deployment 
and post-deployment?

4. What is their approach regarding consent from 
users and data governance?



Will AI make less biased decision than humans?

Lesser of two evils?



Principles of Responsible AI

Responsible 
AI

Ethical AI
Sociological fairness 
in ML predictions 

Explainable 
AI

Able to explain a 
model after it has 
been developed

Human-
centered 
machine 
learning

Meaningful user 
interactions

Interpretable 
machine 
learning

Transparent 
model 
architectures 

Secure AI

Managing 
cybersecurity threats

Compliance
Aligned to GDPR and other equal 
opportunity/discrimination 
legislation



Ensure all AI we use has…

Utility

Useful as 
expected

Validity

Soundness; it 
does what 
claims to

Known Risk

Mitigated 
likelihood and 

severity



Re-establishing Employee Trust

How we use employees’ digital exhaust, 
and how we use AI outcomes to make decisions 

influences employees’ trust in HR and their company. 



Humans want Humans

“Employees prefer more interactive, 
interpersonal, information-rich

approaches to all of the areas of HR 
management.  Although eHR does not 
preclude that, the emphasis to date 

has been on using technology to 
expedite HR "transactions.””

Source: “The influence of technology on the future of Human Resource Management”, Human Resource Management Review, June 2015



AI is never
“Plug and play and walk away”. 

All AI needs human supervision!





HR must decide when a process should be 
automated, after knowing when it could be. 

When are you leaving the human in the process?
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