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RETAIL ASSOCIATE FOR A 
TRENDY CLOTHING STORE:

CHANCE OF BEING HIRED 
FOR 7/10 IS 2 X THAN 3/10.
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IO PSYCHOLOGISTS
Global Team, Customer Facing, 
Assessment Design, Validation, Legal 
Defensibility
� 5 Ph.D. IO Psychologists
� 8 Master’s Degrees in IO Psychology

DATA SCIENTISTS
AI Research, AI Development, Analytics
� 4 Ph.D. Data Scientists (Physics, 

Bioengineering, Mathematics)
� 3 Master’s Degrees (Computer 

Science, Image Analysis, 
Economics, etc.)

HIREVUE SCIENCE TEAM

PRODUCT TEAM
Product Strategy, Design, Development
� Ph.D. and Master’s Degree in Software 

Development and Video Analytics

EXPERT ADVISORY BOARD
Leading Experts in IO Psychology, Data 
Security and Privacy, Algorithmic 
Fairness, and Deep Learning applications



Conscientiousness
Adaptability
Willing to Learn
Drive for Results

PERSONALITY 
AND WORK STYLE

General Cognition
Fluid Intelligence
Visual Spatial
Problem Solving

WORK WITH 
INFORMATION

Coding Proficiency
Job Specific Knowledge
Language Proficiency
Excel Skills

TECHNICAL 
SKILLS

Emotional Awareness
Communication Skills
Team Orientation
Negotiation & Persuasion

WORK WITH 
PEOPLE

EMPLOYABILITY

Measure competencies most relevant to job-specific performance 

COMPETENCY-BASED MODEL



STEP 1
IDENTIFY KEY

BUSINESS METRICS

STEP 2
CONDUCT

JOB ANALYSIS

STEP 3
CREATE PERFORMANCE 
RELATED ASSESSMENT 

QUESTIONS

STEP 4
COLLECT 

ASSESSMENT
DATA

STEP 5
COMBINE

ASSESSMENT &
PERFORMANCE DATA

STEP 6
CREATE
MODEL STEP 7

CHECK ADVERSE
IMPACT

STEP 8
IMPLEMENT

Monitor &
Optimize

Performance 
Data Bias Check

“Improve Patient Care”
“Reduce Safety Violations”

“Improve Customer 
Satisfaction”

Interview
Current

Employees

HOW

HIREVUE ASSESSMENTS
BUILD PROCESS AND STRATEGY

HOW

Monitor &
Optimize

Interview
New

Applicants



DIGITAL ASSESSMENTS

RANKING 
BASED ON 
BUSINESS 

METRIC

ASSESSMENT 
ALGORITHM



TOP CANDIDATE DISTRIBUTION WITHOUT ASSESSMENTS TOP CANDIDATE DISTRIBUTION WITH ASSESSMENTS

DIGITAL ASSESSMENTS

Out of the people hired, humans have a 0.55 AUC at predicting top performers, our models have a 0.66 AUC.



WHAT ABOUT BIAS?



FAIRNESS

https://research.google.com/bigpicture/attacking-discrimination-in-ml/
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HIRING



JOB 
ASSESSMENTS

AVOIDING 
ADVERSE IMPACT: 

“THE 4/5THS RULE”

“The passing rate for any group should not be less 
than 80% (or 4/5ths) of the highest scoring group.”

DEMOGRAPHIC PARITY: P(Y=1|C1) = P(Y=1|C2)

P(Y=1|C1) > 0.8 x P(Y=1|C2)
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ALGORITHM

JOB 
ASSESSMENTS

AVOIDING 
ADVERSE IMPACT: 

“THE 4/5THS RULE”
GENDER

ALGORITHM

TOP PREDICTORS:

Feature12

Feature222

Feature978

Feature8931

Feature1244

...

RANKING 
BASED ON 
BUSINESS 

METRIC
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AVOIDING 
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“THE 4/5THS RULE”



AI FOR 
HIRING

BEST PRACTICES:

❖ Understand and control what features go into the 
model.

❖ Strive to use features that are not tightly tied to class.

❖ Strive to make the algorithm blind to age, race, and 
gender.

❖ Validate and test continuously.



AI FOR 
HIRING

CHALLENGES:

❖ Getting enough objective performance data.

❖ The 4/5ths Rule is not ideal for ranking.

❖ We cannot control human behavior.
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BEYOND THE 4/5THS RULE

❖ Equalized Odds: We can satisfy the 4/5ths Rule at the cost/benefit 
of certain groups.

❖ In-class AUC

❖ Group Distribution in the Ranking: 
Proportion of in-group/out-group pairs where the in-group 
example is ranked higher.



ADVERSE IMPACT IN RANKING SCHEMES

Adverse Impact Cutoff 
Passing rates are the same 
above this score cutoff.

PASS

FAIL



Effective Cutoff
In practice, recruiters and 
hiring managers may be 
stopping here.

PASS

FAIL

ADVERSE IMPACT IN RANKING SCHEMES



AI FOR 
HIRING

CHALLENGES:

❖ Getting enough objective performance data.

❖ The 4/5ths Rule is not ideal for ranking.

❖ We cannot control human behavior.

➢ Evaluator Assignment

➢ How do we understand and explain human decisions?



FUTURE DIRECTIONS

❖ Working fainess into model optimization at training time

❖ More powerful algorithms that are explainable

❖ Matching - More candidate-centric view

❖ Diversity of teams

❖ The rest of the hiring funnel - sourcing, recruiting, etc.



AI FOR 
HIRING

https://www.hirevue.com/why-hirevue/ethical-ai



HIREVUE EXPERT ADVISORY BOARD



Thank you


