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Enabling ethical choices in Al-infused systems for HR departments project title

Please state the title of your graduation project (above) and the start date and end date (below). Keep the title compact and simple.
Do not use abbreviations. The remainder of this document allows you to define and clarify your graduation project.

start date 22 - 02 - 2021 20 - 07 - 2021 end date

INTRODUCTION **
Please describe, the context of your project, and address the main stakeholders (interests) within this context in a concise yet

complete manner. Who are involved, what do they value and how do they currently operate within the given context? What are the
main opportunities and limitations you are currently aware of (cultural- and social norms, resources (time, money....), technology, ...).

space available for images / figures on next page

In the last few years, many tools have come out that promise to help HR departments to sift through hundreds of job
applicants in very little time with the help of Al systems. These systems work by looking for keywords in CVs or
automate the interpreting of video interviews. However, the makers of these systems generally cannot ensure that the
system treats people with dignity. For example, companies like HireVue and Retorio do automated assessments that
create personality profiles for candidates. These profiles cannot deal well with the vast range of how people show their
emotions and are built on many assumptions on what the perfect employee should be, which by definition do not
work for everyone and are often opaque. Because these systems are not audited by external parties, governments
often cannot intervene or even know when something goes wrong.

But how do we know that these profiles are based on strong evidence? Hirevue has said they extract the speech and
facial movements from applicants' interviews and map them to different emotions to build these profiles. For humans,
understanding someone's body language for their emotions can already be hard, and it is even harder for ML
algorithms. Because hiring is so expensive, employers are willing to spend significant resources to get to a better
recruitment process. Often, they use tools from other companies (hereinafter: HR tool makers) to do so. Some HR tool
makers use methods (such as emotion recognition and personality assessment based on facial analysis) which have
hard-to-remove biases and that cannot account for all the context, leading to assessments that are hard to disprove.

But because their business model is of course tied to selling these systems, tool makers have an incentive to present
their products in a more positive light in their marketing than reality: most tool makers claim their tools have a solid
scientific foundation and, in Al systems particularly, that they are more objective than humans because of Al systems
judge only on the psychometric data gathered. It can be very hard or even impossible for outsiders (or the tool maker
themselves) to properly understand what exactly an algorithm is doing. That in turn makes it a lot harder for
companies to make effective judgements on whether a psychometric tool is ethical to use and how they should use it.

Additionally, the video interviews tool makers like HireVue use as input make it very hard for job applicants to keep
control over how they represent themselves: the way the personality assessment is made is opaque or even invisible
for users and it partially depends on characteristics like how your voice sounds which you cannot change. This creates
hard ethical downsides to using these kinds of tools that aren't immediately apparent to companies using them.

This all begs the question: when are Al techniques being used when they shouldn't, because the underlying
assumptions are wrong or the strengths of artificial intelligence do not lie in certain activities? This is not a
hypothetical: Amazon completely scrapped their Al application system in 2018 because executives had lost hope that
the team behind it could make the system work ethically. Especially for hiring, when a job is so fundamental in
defining your life, having an honest chance at good employment is something worth asking that question for.

An overview of the stakeholders in this project can be found in Figure 1.
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PROBLEM DEFINITION **

Limit and define the scope and solution space of your project to one that is manageable within one Master Graduation Project of 30
EC (= 20 full time weeks or 100 working days) and clearly indicate what issue(s) should be addressed in this project.

ASSIGNMENT **

State in 2 or 3 sentences what you are going to research, design, create and / or generate, that will solve (part of) the issue(s) pointed
out in “problem definition”. Then illustrate this assignment by indicating what kind of solution you expect and / or aim to deliver, for
instance: a product, a product-service combination, a strategy illustrated through product or product-service combination ideas, ... . In
case of a Specialisation and/or Annotation, make sure the assignment reflects this/these.

Currently, because many people have an intuitive idea that machines are objective, they expect machine learning
algorithms to work objectively in any case. This leads to issues when algorithms are applied while their capabilities and
limitations are not well understood or even known.

Because making judgements on people you don't know is hard and therefore expensive and the fact that recruitment
for many companies the moment is that they have to go through many different applicants for one position, it is a
good phase to try to apply automation from the companies' point of view. Because of that, | scope the project to look
only at the recruitment phase: selecting and judging incoming applicants as that is the moment Al systems get used
the most in HR processes right now.

That area has multiple issues, as HR department currently do not have the processes and knowledge to deal with Al
systems properly. With this research project, | want to look at how Al systems are used in the recruitment phase of the
HR cycle currently and understand what tasks artificial intelligence excels at and what is better placed in the hands of
humans, both in terms of human intelligence but also interaction. What kinds of implicit assumptions do stakeholders
hold about interactions because they always used to be human to human, and what assumptions don't work when
we're talking about human-computer interaction? This could result in design work where Al systems can support
instead of supplant humans.

Aizenberg, E., & van den Hoven, J. (2020). Designing for human rights in Al. Big Data & Society, 7(2), 205395172094956.
Bijl-Brouwer, M. van der. (2019). Problem Framing Expertise in Public and Social Innovation. She Ji: The Journal of
Design, Economics, and Innovation, 5(1), 29-43.

Karasti, H. (2014). Infrastructuring in participatory design. Proceedings of the 13th Participatory Design Conference on
Research Papers - PDC '14, 141-150.

in plav.

| will start with a literature study and interviews with different stakeholders to get a systemic overview of the problem
space. Because the needs and wants of the stakeholders are so intertwined, taking a systemic approach is necessary to
find out where to make an adjustment or improvement. | want to use Value Sensitive Design already at this point, as a
guide for deciding. Based on the insights gathered, | want to make digital provotypes to come to a clear
understanding of the ethical (and other) boundaries of the stakeholders. By having sessions where different
stakeholders come together to evaluate these provotypes, | can contribute to a dialogue between stakeholders. (Aided
additionally by an ecosystem map)

lintend to use Value Sensitive Design as the basis for my strategy, as that framework is a good basis for understanding
both design requirements and societal norms for a certain value. From there, | intend to use my insights to create a
strategy to see how different organisational processes are currently (implicitly) done in human-human interaction and
make visible what kind of tasks/processes can be aided by Al systems (explicit focus on infrastructuring). This could be
a ethics toolkit for HR departments to do with different stakeholders to get the exact mix of human-human and
human-computer interaction that their company needs.

Friedman, B, & Hendry, D. G. (2019). Value Sensitive Design: Shaping Technology with Moral Imagination. The MIT
Press.
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PLANNING AND APPROACH **
Include a Gantt Chart (replace the example below - more examples can be found in Manual 2) that shows the different phases of your
project, deliverables you have in mind, meetings, and how you plan to spend your time. Please note that all activities should fit within

the given net time of 30 EC = 20 full time weeks or 100 working days, and your planning should include a kick-off meeting, mid-term
meeting, green light meeting and graduation ceremony. lllustrate your Gantt Chart by, for instance, explaining your approach, and
please indicate periods of part-time activities and/or periods of not spending time on your graduation project, if any, for instance
because of holidays or parallel activities.

startdate 22 -2 - 2021 20 - 7 - 2021 end date

2
Days into project 2 6 10 15 20 2 28 2 Ed a1 46 51 56 61 66 7 7% 86 91 % 100
Project week 1 2 3 4 5 6 7 8 9 10 1 12 13 1 15 16 7 19 20 21 2
Team meetings Kickoff Midterm Green light Graduation

Deliverables Provotypes. map Report 80% visuals Presentation

Activities

Provotyping human-human vs human-
ol computer interactions in HR

l intend to work on this graduation project full time. | start with research, both by studying literature and doing
stakeholder interviews. | also need a deep dive in systemic design literature to become acquainted with the approach.

Next, | do my next engagements with stakeholders in the shape of provotype sessions. Here the project becomes a bit
less linear, as | hope to do two sessions spaced apart so | can do multiple iterations. Together with the ecosystem map
| will make, | will have my midterm presentation at the end of May.

Right after the midterm | have a break of one week. Afterwards, | focus on creating the intervention that will come out
of my analysis that | did before the midterm. | start shaping my strategy and do meetings again with the stakeholders
to see how this could become an actually implementable strategy. Around July | start rounding off the project, to
graduate just before the new academic year starts.
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MOTIVATION AND PERSONAL AMBITIONS
Explain why you set up this project, what competences you want to prove and learn. For example: acquired competences from your
MSc programme, the elective semester, extra-curricular activities (etc.) and point out the competences you have yet developed.

Optionally, describe which personal learning ambitions you explicitly want to address in this project, on top of the learning objectives
of the Graduation Project, such as: in depth knowledge a on specific subject, broadening your competences or experimenting with a
specific tool and/or methodology, ... . Stick to no more than five ambitions.

My fundamental start for this project lies in my belief in democracy. | strongly believe all people should be treated
equally and fairly. However, machine learning technology is so powerful that it can threaten that idea, through making
processes opaque, having unintended consequences or scaling up hard to find biases. Because having a good job is so
important in your life, | think it is extremely important people have equal opportunity, even as Al systems are
becoming common in the recruitment of companies.

| already chose the direction of Al ethics in my first semester at Delft, so | have done work in this area in DSP, C&C and
SVD already. | think I can show already that I'm good in working within the limitations of technical systems and use
them in strategic work. As the 2021 Al Index Report notes, Al Ethics is rapidly becoming a field of its own, as Al systems
get integrated in all walks of life. | believe that there, in the crossing of the technical world and society, lies the greatest
value for me to contribute.

Ambitions

| have had some experience using systemic design, but not a great amount. | am a firm believer that the problems
worth tackling in this world are deeply systemic in nature: there are many interlocking parts that evolved a system to
behave the way it does and that resist change. Knowing how to deal well with that is therefore very important and |
want to use this project to apply systemic design through the entire design process.

I have always been someone for who the ethics of what they are making is very important. However, this was often
quite ad-hoc and not formalised. By using Value Sensitive Design, | have a method to not only make my own design
choices more explicit ethically, but also have a solid basis to make ethics tools for others. With this project | intend to
familiarise myself deeply with VSD and apply it in all parts of the project.

My first internship was at a company called Raft and one of their guiding principles is that they want to 'shepherd work
in an organisation": they want to help drive value for organisations, not just ideas. | would love to see the beginning of
my strategy being implemented in at least 2 companies.

Finally, with the focus on Al in the project, | want to show that | have a very explicit focus on this technology and how
it will change our lives (hopefully for the better). | want my graduation to be a show piece for potential employers
looking for Al ethicists or Al integration experts.

FINAL COMMENTS
ject brief needs final comments, please add any information you think is relevant.

In case your pro

This PDF is a format with no support for formatting, or even hyperlinks. A copy with better formatting and many links
to further research can be found here:
https://www.notion.so/deach/Enabling-ethical-choices-in-Al-infused-systems-for-HR-departments-7019cf7b98b04a3 1

8a%ee1417a833999
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Section one: Current job and how they got it
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Marie Bakker - Dufort

Marie is 41, has 2 kids, met her Dutch husband while studying psychology at
Leuven University. She works in Eindhoven at an international consultancy as
a recruiter in a small team. She specialises in recruiting high tech people,
having done so for 6 years now.
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Mansur Ahmed Mahfoud

Mansur did a coding bootcamp in the evening while working in a warehouse.
He is 26 and very motivated to find a better job than what he has been doing
for the last 5 years. He heard that programmers are always in need so he
used free online courses and personal projects to learn Python.
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