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20. Glossary of Terms

Introduction

This guide provides a structured approach to evaluating Al recruitment vendors, with over 100 carefully
crafted questions designed to uncover the technical capabilities, limitations, and commercial viability
of potential solutions. Each question includes guidance on what to look for, red flags to avoid, and

suggested follow-ups.

The questions progress from technical foundations through to commercial considerations and
implementation planning. Use this as a framework rather than a rigid checklist, adapt the questions to

your specific needs and context.



Key Success Factors:

e Human-Centric Design: The best Al solutions enhance rather than replace human judgment

e Gradual Adoption: Phased implementation allows for learning and adjustment

e Continuous Monitoring: Ongoing bias and performance monitoring is essential

e Stakeholder Buy-In: Success requires support from recruiters, hiring managers, and
leadership

e Ethical Foundation: Strong ethical frameworks build trust and ensure sustainable adoption

How to Use This Guide

Preparation Strategy

Before the vendor meeting:

e Prioritise questions based on your organisation's specific needs and concerns
e Assign question ownership to different team members based on expertise
e Prepare follow-up scenarios for answers that seem incomplete or concerning

e Set clear evaluation criteria for what constitutes acceptable responses
During the vendor presentation:

e Take detailed notes on responses, especially noting vague or evasive answers
e Askfor specific examples and case studies to validate claims

e Request demonstrations of key capabilities rather than just presentations

e Note what questions vendors struggle with as these often reveal limitations

After the meeting:

e Score responses against your predetermined criteria

e |dentify gaps that require follow-up or clarification

e Compare vendors using consistent evaluation frameworks
e Plan deeper technical evaluations for promising candidates



Adapting for Different Organisation Sizes

Enterprise Organisations (1000+ employees):

e Focus on scalability, governance, and integration complexity

e Emphasise advanced features, customisation, and enterprise support

e Prioritise questions about global deployment and regulatory compliance
e Require comprehensive vendor stability and partnership capabilities

Mid-Market Organisations (100-1000 employees):

e Balance functionality with implementation complexity

e Focus on quick wins and clear ROl demonstration

e Emphasise ease of use and change management support
e Prioritise cost-effectiveness and vendor support quality

Small Businesses (<100 employees):

e Focus on SMB suitability questions

e Emphasise simplicity, quick implementation, and minimal IT requirements
e Prioritise cost-effectiveness and ease of use

e Consider SaaS solutions with minimal customisation needs



Quick Reference: Top 20 Essential Questions

These questions address the most critical vendor evaluation areas and should be prioritised for initial
vendor discussions:

Technical Foundations (4 questions)

e Q1:Training methodology and dataset composition

e Q7:Bias mitigation approach and testing methodology
e Q12: Performance metrics and validation

e Q18: Explainability and decision transparency

Business Impact (4 questions)

e Q39: Cost of doing nothing and opportunity cost analysis
e Q40: Technology stack simplification opportunities

e Q28: Role evolution and skills development support

e Q75: Human experience and empowerment focus

Implementation & Risk (4 questions)

e Q23: Integration capabilities and timeline
e Q68: Sandbox testing environment availability
e Q33: Data privacy and GDPR compliance
e Q71: Riskidentification and mitigation support

Vendor Relationship (4 questions)

e QA41: References and proven results

e Q44: Product roadmap and client input

e Q38: Total cost of ownership transparency
e Q46: Vendor financial stability

Governance & Future-Proofing (4 questions)

e Q65: Human oversight and accountability

e Q81: Future regulation readiness (UK/EU Al Act)
e Q74: Candidate experience measurement

e Q82: Candidate challenge and appeal processes



Technical Foundations

Core Training Methodology

Q1: "Can you walk me through your model training methodology, including the specific machine
learning architectures you employ and the size and composition of your training datasets?"

What you're looking for:

e Specific technical details (e.g., "We use transformer-based models with 340M parameters")
e Clear dataset specifications (minimum 1M+ candidate profiles, 100K+ job descriptions)

e Evidence of recruitment-specific training data, not just general web scraping

e Understanding of supervised vs unsupervised learning applications

Red flags:

e Vague responses about "proprietary algorithms" without specifics
e Claims of 95%+ accuracy without validation methodology
e No bias testing or mitigation strategies

e Generic datasets not tailored to recruitment context
Follow-up questions:

e "How much of your training data comes from actual hiring outcomes versus external sources?"
e "What's your approach to handling industry-specific terminology and jargon?"

Q2: "What data quality requirements do you have for our historical hiring data, and how do you
handle situations where we don't meet those thresholds?"

What you're looking for:

e Specific data volume requirements (typically 50K+ candidate records minimum)
e Data completeness thresholds (usually 70-80% complete profiles)

e Clear processes for data enrichment and augmentation

e Realistic timelines for achieving effective performance

Red flags:

e Claimsthey can work with "any amount" of data

e No mention of data quality standards

e Unrealistic promises about immediate effectiveness with poor data
e Lack of data preparation support



Follow-up questions:

e "How long does it typically take to achieve optimal performance with our data volume?"
e "What external data sources do you use to enrich our dataset?"

Q3: "How do you handle the cold start problem for organisations like ours that may have limited
historical hiring data?"

What you're looking for:

e Pre-trained models that can transfer knowledge from other domains

e External data enrichment strategies (market data, skills databases)

e Cleartimeline expectations (3-6 months to full effectiveness is realistic)
e Evidence from similar client implementations

Red flags:

e Claims of immediate effectiveness without historical data
e No mention of transfer learning or pre-trained models

e Vague references to "industry data" without specifics

e Unrealistic performance promises for new clients

Follow-up questions:

e "Canyou share case studies from clients with similar data constraints?"
e "What's the minimum viable dataset for basic functionality?"

Q4: "What external data sources do you use to enrich candidate profiles, and how do you ensure
data accuracy and currency?"

What you're looking for:

e Named data providers (LinkedIn, GitHub, professional associations)
e Real-time data synchronisation capabilities
e Data verification and validation processes

e (Clear datafreshness metrics and update frequencies
Red flags:

e Reliance on outdated or static data sources

e No data verification processes

e Vague references to "multiple sources" without specifics
e Poordata currency tracking

Follow-up questions:

e "How often do you refresh external data sources?"
e "What's your process for handling conflicting information across sources?"






Q5: "How do you handle skills taxonomy and ensure it remains current with evolving job
markets?"

What you're looking for:

e Dynamic skills taxonomies that update regularly
e Integration with market intelligence providers

e Machine learning-based skill evolution detection
e Manual curation and expert validation processes

Red flags:

e Static skills databases with infrequent updates
e No process foridentifying emerging skills

e Lack of industry-specific skill understanding

e Poorhandling of skill synonyms and variations

Follow-up questions:

e "How doyouidentify and incorporate emerging skills?"
e "What's your approach to handling regional variations in skill terminology?"

Q6: "What's your approach to handling multilingual candidates and international
qualifications?"

What you're looking for:

e Native language processing capabilities

e International qualification recognition systems
e Cultural context understanding

e Regional market knowledge

Red flags:

e English-only processing capabilities

e Poor handling of international experience
e No cultural context consideration

e Limited regional market understanding

Follow-up questions:

e "How do you handle qualification equivalencies across different countries?"
e "What languages does your system natively support?"



Bias Mitigation and Fairness

Q7: "What's your technical approach to bias mitigation, and can you walk me through your
testing methodology across protected characteristics?"

What you're looking for:

e Specific fairness metrics (demographic parity, equalised odds, calibration)
e Regular bias testing protocols with statistical significance

e Technical debiasing methods (not just data anonymisation)

e Understanding of intersectionality and multiple protected groups

Red flags:

e (Claims of "bias-free" systems (impossible)
e Only mentioning anonymisation as bias mitigation
¢ No specific fairness metrics or testing protocols

e Defensive responses about bias concerns
Follow-up questions:

e "How do you handle trade-offs when different fairness metrics conflict?"
e "What's your approach to intersectionality where candidates belong to multiple protected
groups?"

Q8: "Do you conduct third-party audits of your bias mitigation, and if so, who performs these
audits and can we review the findings?"

What you're looking for:

e Named third-party auditors (Deloitte, PwC, academic institutions)
e Recent audit reports (within 12 months)

e Transparency about findings and remediation efforts

e Regular audit schedule, not just one-off assessments

Red flags:

e Vague references to "independent testing" without specifics
e Refusalto share audit methodologies or findings

e Claims of perfect fairness without evidence

e Onlyinternal testing without external validation

Follow-up questions:

e "How often do you conduct these audits?"
e "Have any bias issues been identified, and how were they addressed?"



Q9: "How do you ensure your Al doesn't perpetuate historical biases presentin our existing
hiring data?"

What you're looking for:

e Active bias detection in training data

e Techniques like adversarial debiasing or fairness constraints
e Historical bias analysis and correction methods

e Ongoing monitoring for bias drift over time

Red flags:

e Assumption that historical data is unbiased

e No mention of historical bias analysis

e Simplistic approaches like "balancing" datasets
e Lack of ongoing bias monitoring

Follow-up questions:

e "How do you identify which historical patterns represent bias versus legitimate preferences?"
e "What happens if you detect bias in our historical hiring decisions?"

Q10: "What ongoing bias monitoring do you provide, and how do you alert us to potential
fairness issues?"

What you're looking for:

e Real-time bias monitoring dashboards

e Automated alerting for fairness threshold breaches
e Regular bias reporting and analytics

e (lear escalation procedures for bias issues

Red flags:

e No ongoing monitoring capabilities

e Manual-only bias checking processes
e Lack of alerting mechanisms

e Poor bias reporting tools

Follow-up questions:

e "What fairness metrics do you track in real-time?"
e "How quickly can you detect and alert us to bias issues?"



Q11: "How do you handle situations where bias mitigation measures conflict with business
objectives or hiring efficiency?"

What you're looking for:

e Clear frameworks for balancing fairness and efficiency
e Transparent trade-off discussions

e Configurable fairness constraints

e Business impact analysis of bias mitigation

Red flags:

e Dismissal of potential trade-offs

e No framework for balancing competing objectives
e Inflexible bias mitigation approaches

e Poorunderstanding of business implications

Follow-up questions:

e "Canyou provide examples of how you've handled these trade-offs with other clients?"
e "What flexibility do we have in configuring fairness constraints?"



Performance and Reliability

Q12: "What are your precision and recall rates across different role types, and how do you
validate these performance claims?"

What you're looking for:

e Specific metrics (minimum 80% precision, 75% recall for matching)
e Performance breakdown by role complexity and seniority

e Validation methodology using hold-out testing

e Honest discussion of limitations and edge cases

Red flags:

e Claims of 95%+ accuracy without context
e Single overall accuracy metric without breakdowns
e No validation methodology explained

e Unrealistic performance claims
Follow-up questions:

e "How does performance vary between technical and non-technical roles?"
e "What's your approach to handling edge cases and unusual candidates?"

Q13: "How do you handle concept drift and ensure your models remain accurate as job markets
and skill requirements evolve?"

What you're looking for:

e Automated drift detection mechanisms

e Regular model retraining schedules (monthly/quarterly)
e Performance monitoring and alerting systems

e Adaptive learning capabilities

Red flags:

e No mention of model updates or retraining
e Claimsthat models don't need updating

e Manual-only update processes

o No drift detection capabilities

Follow-up questions:

e "What triggers a model retrain, and how often does this typically happen?"
e "How do you validate that updates improve rather than degrade performance?"



Q14: "What's your approach to handling seasonal variations in hiring patterns and market
conditions?"

What you're looking for:

e Seasonal pattern recognition and adaptation

e Market condition monitoring and adjustment

e Historical seasonality analysis

e Flexible model parameters for seasonal changes

Red flags:

e No consideration of seasonal variations

e Static models that don't adapt to market changes
e Poorhandling of cyclical hiring patterns

e Limited market condition awareness

Follow-up questions:

e "How doyou adjust for seasonal hiring patterns in our industry?"
e "What market indicators do you monitor to adjust model behaviour?"

Q15: "What's your system's uptime SLA, and what happens during outages or performance
degradation?"

What you're looking for:

e Minimum 99.9% uptime commitment

e C(leardisasterrecovery procedures (RTO <4 hours)
e Fallback mechanisms during Al system failures

e Transparentincident communication

Red flags:

e No formal SLA or uptime guarantees

e Lackof disaster recovery planning

e No fallback procedures for system failures
e Poorincident communication processes

Follow-up questions:

e "What's your average response time for critical incidents?"
e "How do you ensure business continuity during system maintenance?"



Q16: "How does your system scale with our hiring volume, and what are the performance
implications of increased usage?"

What you're looking for:

e Horizontal scaling capabilities

e Performance metrics under load
e Clear capacity planning guidance
e Costimplications of scaling

Red flags:

e Poor scalability architecture

e Performance degradation under load
¢ No capacity planning support

e Unclearscaling costs

Follow-up questions:

e "What's the maximum hiring volume your system can handle?"
e "How doyou ensure consistent performance during peak hiring periods?"

Q17: "What's your approach to model versioning and rollback capabilities?"
What you're looking for:

e Comprehensive modelversioning system

e Quickrollback capabilities for failed deployments
e A/Btesting framework for model updates

e Change management procedures

Red flags:

e No model versioning system

e I|nability to rollback problematic updates
e No testing framework for model changes
e Poorchange management processes

Follow-up questions:

e "How do you test new model versions before deployment?"

e "What's your process for handling model performance regressions?"



Explainability and Transparency

Q18: "How do you provide explanations for Al recommendations, and how do you ensure these
explanations accurately represent what the model is actually doing?"

What you're looking for:

e Specific explainability techniques (SHAP, LIME, attention mechanisms)
e Plain-language explanations for non-technical users

e Validation that explanations match actual model behaviour

e Different explanation depths for different user types

Red flags:

e Generic ortemplate-based explanations

e Post-hoc justifications unrelated to model decisions
e No technical validation of explanation accuracy

e One-size-fits-all explanation approach

Follow-up questions:

e "Canyou show us examples of explanations for complex matching decisions?"
e "How doyou handle situations where the model's reasoning is difficult to explain?"

Q19: "How do we explain Al-led decisions to legal teams, candidates, and the board, and what
support do you provide for this communication?"

What you're looking for:

e Communication frameworks for different stakeholder groups
e Documentation and evidence packages for legal defence

e Board-level reporting and explanation capabilities

e Candidate-facing transparency tools

Red flags:

e No stakeholder-specific communication support
e Poorlegal documentation capabilities

e Limited board-level reporting

e Weak candidate transparency

Follow-up questions:

e "What materials do you provide for explaining Al decisions in legal contexts?"
e "How doyou help us communicate Al involvement to board members and senior leadership?"



Q20: "What level of audit trail do you provide for Al-assisted hiring decisions, and how does this
support legal defensibility?"

What you're looking for:

e Complete decision history and reasoning logs

e Version control for model changes

e Compliance with employment law requirements
e Cleardocumentation for tribunal defence

Red flags:

e Limited or no audit trail capabilities

e [nability to recreate historical decisions
¢ No legal compliance considerations

e Weak documentation practices

Follow-up questions:

e "How long do you retain decision audit trails?"
e "Have your audit trails been tested in employment disputes?"

Q21: "How do you handle situations where the Al's reasoning contradicts human intuition or
expertise?"

What you're looking for:

e Clear escalation procedures for conflicting recommendations
e Human-in-the-loop decision frameworks

e Confidence scoring for Al recommendations

e Feedback mechanisms for improving Al-human alignment

Red flags:

e No process for handling Al-human conflicts
e Overconfidence in Al recommendations
e Poorconfidence calibration

e Lackof human expertise integration
Follow-up questions:

e "How do you calibrate confidence scores for Al recommendations?”
e "What's your process for incorporating human feedback to improve Al alignment?"



Q22: "What transparency do you provide about your algorithm's decision-making process to
candidates?"

What you're looking for:

e Candidate-facing explanations of Al involvement

e Clear communication about automated decision-making
e Opt-out mechanisms where appropriate

e Transparency about data usage

Red flags:

e No candidate transparency

e Hidden use of Al in decision-making

e Poorcommunication about automated processes
e Lack of candidate control options

Follow-up questions:

e "Howdoyou help us communicate Al involvement to candidates?"
e "What rights do candidates have regarding automated decision-making?"



Integration and Implementation

Q23: "How does your system integrate with our existing HR technology stack, and what's
involved in the technical implementation?"

What you're looking for:

e Pre-built connectors for major ATS platforms

e RESTful APIs with comprehensive documentation

e Clearimplementation timeline (typically 3-6 months)
e Technical support during integration

Red flags:

e Limited integration capabilities
e Custom development required for standard integrations
e Unrealistic implementation timelines

e Poor APl documentation or support
Follow-up questions:

e "What's the typical implementation timeline for organisations similar to ours?"
e "What level of technical expertise do we need in-house for the integration?"

Q24: "What data migration and cleansing support do you provide during implementation?"
What you're looking for:

e Comprehensive data migration tools
e Data cleansing and standardisation services
e Data quality assessment and improvement

e Historical data preservation
Red flags:

e Limited data migration support

e No data cleansing services

e Poordata quality assessment

e Risk of data loss during migration

Follow-up questions:

e "What's your approach to handling data quality issues during migration?"
e "How do you ensure data integrity throughout the migration process?"



Q25: "How do you handle integration with our existing security and compliance frameworks?"
What you're looking for:

e Compatibility with existing security tools

e Support for enterprise authentication systems

e Compliance with internal security policies

e Integration with monitoring and logging systems

Red flags:

e Poor security integration capabilities

e Incompatibility with existing systems

e No support for enterprise security requirements
e Limited monitoring integration

Follow-up questions:

e "How do you integrate with our existing identity and access management systems?"
e "What security monitoring and logging capabilities do you provide?"

Q26: "What training and change management support do you provide to ensure successful
adoption by our recruitment team?"

What you're looking for:

e Comprehensive training programmes for different user types
e Change management methodology and support
e Ongoing education and best practice sharing

e User adoption measurement and improvement
Red flags:

e Limited or generic training offerings
e No change management support

e Self-service only approach to training
e No user adoption tracking

Follow-up questions:

e "How doyou measure and improve user adoption rates?"

e "What ongoing support is available after initial training?"



Q27: "How do you handle resistance to Al adoption among our recruitment team?"
What you're looking for:

e Understanding of common resistance patterns
e Proven strategies for addressing concerns

e Gradualimplementation approaches

e Success stories from similar situations

Red flags:

e No experience with adoption resistance

e Poorunderstanding of human factors

e All-or-nothing implementation approaches
e Lackof change management expertise

Follow-up questions:

e "What are the most common concerns you hear from recruitment teams?"
e "How do you demonstrate Al value to sceptical users?"

Q28: "How do people's roles change when Al becomes their teammate, and what support do you
provide for this transition?"

What you're looking for:

e Clear articulation of role evolution for recruiters, hiring managers, and HR
e |dentification of new skills required for Al collaboration
e Training programmes for evolving skill requirements

e Supportfor career development in Al-augmented roles
Red flags:

e No consideration of role evolution
e Assumption that roles remain unchanged
e Limited training for new skill requirements
e Poor support for career transition

Follow-up questions:

e "What new skills do recruiters need to develop to work effectively with Al?"

e "How do you help hiring managers adapt to Al-assisted decision-making?"



Q29: "How does your system reduce recruiter cognitive overload rather than increase task
complexity?"

What you're looking for:

e Thoughtful interface design that simplifies rather than complicates
e Cognitive load assessment and optimisation

e Userexperience research focused on mental wellbeing

e Clearinformation hierarchy and workflow design

Red flags:

e Complexinterfaces thatincrease cognitive burden
e No consideration of cognitive load

e Poor user experience research

e Information overload in system design

Follow-up questions:

e "How doyou measure and optimise cognitive load for users?"
e "What research have you done on recruiter wellbeing and mental health impact?"

Q30: "How suitable is your solution for small and medium-sized businesses without enterprise-
level hiring volumes or data infrastructure?"

What you're looking for:

e Scalable solutions that work for smaller organisations
e Flexible datarequirements and infrastructure needs
e (Cost-effective options for lower hiring volumes

e Simplified implementation for resource-constrained organisations
Red flags:

e Enterprise-only focus with no SMB consideration

e High data volume requirements unsuitable for SMBs

e Complexinfrastructure needs beyond SMB capabilities
e Pricing models that don't work for smaller organisations

Follow-up questions:

e "What's the minimum viable organisation size and hiring volume for your solution?"
e "How do you adapt your offering for organisations with limited IT resources?"



Q31: "What ongoing support and maintenance do you provide post-implementation?"

What you're looking for:

e Dedicated customer success management

e Regular health checks and performance reviews
e Proactive issue identification and resolution

e Clear escalation procedures for problems

Red flags:

e Limited post-implementation support

e No proactive monitoring or maintenance
e Poorcustomer success management

e Unclear support escalation procedures

Follow-up questions:

e "What's included in your standard support, and what costs extra?"
e "How do you proactively identify and address potential issues?"

Q32: "How does your system learn and improve over time, and what feedback mechanisms do
you have in place?"

What you're looking for:

e Active learning systems that incorporate user feedback
e Regular model updates based on hiring outcomes

e Feedback loops from recruiters and hiring managers

e Performance improvement tracking over time

Red flags:

e Static models that don't learn from usage
e No feedback collection mechanisms

e Manual-only improvement processes

e No performance tracking over time

Follow-up questions:

e "How do you balance learning from feedback with maintaining consistency?"

e "What evidence can you show of performance improvements over time for existing clients?"



Privacy and Compliance

Q33: "How do you handle candidate data privacy and consent, particularly regarding GDPR
compliance and cross-border data transfers?"

What you're looking for:

e Clear GDPR compliance framework

e Candidate consent management systems
e Data localisation options for sensitive data
e Privacy by design implementation

Red flags:

e Weak privacy controls or understanding
e No GDPR compliance framework

e Unclear data processing locations

e Limited candidate control over their data

Follow-up questions:

e "How do candidates request access to or deletion of their data?"
e "What's your approach to processing sensitive personal data?"

Q34: "What security measures do you have in place to protect our recruitment data, and what
certifications do you maintain?"

What you're looking for:

e [SO 27001, SOC 2 Type Il certifications

e Encryptionintransitand at rest

e Regular security audits and penetration testing
e Clearincident response procedures

Red flags:

e Lack of security certifications

e Weak encryption or security practices
e No regular security testing

e Poorincident response capabilities

Follow-up questions:

e "When was your last security audit, and can we review the findings?"
e "How do you handle security incidents and customer notification?"



Q35: "How do you handle data retention and deletion requirements, particularly for
unsuccessful candidates?"

What you're looking for:

e Clear dataretention policies

e Automated deletion procedures

e Compliance with employment law requirements
e Candidate rights management

Red flags:

e Unclear data retention policies

e No automated deletion capabilities

e Poorcompliance with retention requirements
e Limited candidate rights support

Follow-up questions:

e "What's your default data retention period for candidate data?"
e "How do you handle data deletion requests from candidates?"

Q36: "How do you ensure compliance with employment law requirements, particularly regarding
automated decision-making?"

What you're looking for:

e Understanding of employment law obligations

e Compliance with automated decision-making regulations
e |Legalrisk assessment and mitigation

e Regular legal compliance reviews

Red flags:

e Poorunderstanding of employment law

e No compliance with automated decision-making rules
e Limited legal risk assessment

e No legal compliance framework

Follow-up questions:

e "How do you handle the right to human review of automated decisions?"
e "What legal risks do you identify with Al-assisted hiring?"



Q37: "What support do you provide for our internal compliance and audit requirements?"
What you're looking for:

e Compliance reporting tools
e Audit trail capabilities

e Risk assessment support

e Regular compliance updates

Red flags:

e Limited compliance reporting

e Pooraudit trail capabilities

e No risk assessment tools

e [nfrequent compliance updates

Follow-up questions:

e "What compliance reports can you generate for our internal audits?"
e "How doyou keep us updated on regulatory changes affecting Al hiring?"



Commercial and Strategic Considerations

Q38: "What's your total cost of ownership model, including any hidden costs for
implementation, training, or ongoing support?"

What you're looking for:

e Transparent pricing with all costs included

e Clear understanding of scaling costs

e Implementation and training cost breakdowns
e Ongoing support and maintenance fees

Red flags:

e Hidden costs orunclear pricing

e Significant additional fees for basic functionality
e Pricing that scales poorly with usage

e Limited transparency about total costs

Follow-up questions:

e "How does pricing change as our hiring volume grows?"
e "What's included in your standard support, and what costs extra?"

Q39: "What's the cost of doing nothing and continuing with our current recruitment approach
versus implementing your Al solution?"

What you're looking for:

e Clear ROl analysis and business case
¢ Quantified benefits and cost savings
e Time-to-value expectations

e Competitive advantage analysis

Red flags:

e Vague or unrealistic ROl claims
e No clearbusiness case

e Overinflated benefit projections
e Poorcompetitive analysis

Follow-up questions:

e "What's the typical payback period for your solution?"
e "How doyou measure and track ROl for existing clients?"



Q40: "What systems or third-party processes become redundant when your Al works well, and
how does this simplify our technology stack?"

What you're looking for:

e Clearidentification of redundant systems and processes

e Technology stack simplification opportunities

e Costreduction through system consolidation

e Evidence that Al adoption reduces rather than adds complexity

Red flags:

e Al solution that adds layers rather than simplifying
e No analysis of redundant systems

e Poorintegration leading to maintained complexity
e Unclearimpact on existing technology investments

Follow-up questions:

e "Which of our current tools and processes can we retire once your Al is fully adopted?"
e "How doyou help organisations rationalise their recruitment technology stack?"

Q41: "Can you provide references from similar organisations who have implemented your
solution, and what results have they achieved?"

What you're looking for:

e Named client references in similar industries

e Specific, measurable results and improvements

e (Case studies with detailed implementation stories
e Honest discussion of challenges and limitations

Red flags:

e Inability to provide relevant references

e Vague or unmeasurable claims about results

e No case studies orimplementation examples

e Overly positive claims without supporting evidence

Follow-up questions:

e "Canwe speak directly with some of your existing clients?"
e "What were the main challenges during implementation, and how were they resolved?"



Q42: "What's your customer success and account management approach?"
What you're looking for:

e Dedicated customer success management
e Regular business reviews and optimisation
e Proactive issue identification and resolution

e Clear communication and escalation procedures

Red flags:

e No dedicated customer success support
e Reactive-only support approach

e Poorcommunication procedures

e Limited optimisation support

Follow-up questions:

e "How often do you conduct business reviews with clients?"
e "What's your process for identifying and addressing performance issues?"

Q43: "How do you handle customer feedback and feature requests?"
What you're looking for:

e Structured feedback collection processes

e C(lear feature request evaluation criteria

e Regular product updates based on feedback

e Transparent communication about roadmap priorities

Red flags:

e No structured feedback processes

e Limited response to customer requests

e Infrequent product updates

e Poorcommunication about development priorities

Follow-up questions:

e "How do you prioritise feature requests from different clients?"

e "Whatinfluence do customers have on your product roadmap?"



Q44: "What's your product roadmap, and how do you incorporate client feedback into future
development?”

What you're looking for:

e Clear product development strategy

e Client advisory boards or feedback mechanisms
e Investmentin R&D and innovation

e Alignment with industry trends and needs

Red flags:

e No clear product roadmap

e Limited clientinputinto development
e Lackofinnovation orimprovement

e Pooralignment with market needs

Follow-up questions:

e "How do you prioritise feature requests from clients?"
e "What majorimprovements are planned for the next 12 months?"

Q45: "How do you ensure your solution remains competitive as the Al recruitment market
evolves?"

What you're looking for:

e Continuousinnovation and improvement

e Market intelligence and competitive analysis
e Investmentin emerging technologies

e Strategic partnerships and collaborations

Red flags:

e Limited innovation capabilities

e Poormarket awareness

e Noinvestmentin emerging technologies
e Lack of strategic partnerships

Follow-up questions:

e "What emerging technologies are you investigating for future products?"
e "How do you stay ahead of competitive threats?"



Q46: "What's your company's financial stability and growth trajectory?"
What you're looking for:

e Strongfinancial position and funding
e Sustainable business model

e Growth trajectory and market position
e Long-term viability and commitment

Red flags:

e Financial instability or uncertainty
e Unsustainable business model

e Declining market position

e Lackof long-term commitment

Follow-up questions:

e "What's your funding situation and investor support?"
e "How doyou ensure long-term product sustainability?"



Functional Capabilities

Q47: "What specific recruitment functions does your Al support, and how do they integrate with
our existing processes?"

What you're looking for:

e Comprehensive coverage of recruitment workflows
e Integration with existing processes

e Customisation options for different roles

e Clearvalue proposition for each function

Red flags:

e Limited functional coverage

e Poorintegration with existing processes
e One-size-fits-all approach

e Unclearvalue proposition

Follow-up questions:

e "Which recruitment functions deliver the highest ROI?"
e "How do you customise functionality for different types of roles?"

Q48: "How does your system handle different types of roles (technical, executive, graduate,
etc.) and what's the performance variation?"

What you're looking for:

e Role-specific optimisation and performance

e Understanding of different hiring requirements
e Flexible configuration for role types

e Clear performance metrics by role category

Red flags:

e Generic approach to allroles

e Poor performance for specific role types
e Limited configurability

e No performance breakdown by role

Follow-up questions:

e "What's your approach to handling executive search versus volume recruitment?"
e "How do you optimise for technical roles with rapidly evolving skill requirements?"



Q49: "What candidate sourcing capabilities do you provide, and how do you ensure candidate
quality?"

What you're looking for:

e Multi-channel sourcing capabilities

e Quality scoring and filtering mechanisms
e Passive candidate identification

e Sourcing analytics and optimisation

Red flags:

e Limited sourcing channels

e No quality filtering capabilities

e Poor passive candidate identification
e Lackof sourcing analytics

Follow-up questions:

e "How doyouidentify and engage passive candidates?"
e "What quality metrics do you use to evaluate sourced candidates?"

Q50: "What predictive analytics do you provide for hiring outcomes and candidate success?"
What you're looking for:

e Predictive models for hiring success

e Performance prediction capabilities

e Retention forecasting

e (Clearvalidation of predictive accuracy

Red flags:

e No predictive capabilities
e Unvalidated predictive claims
e Poor predictive accuracy
e Limited outcome tracking

Follow-up questions:

e "How do you validate the accuracy of your predictive models?"

e "What factors do you consider when predicting candidate success?"



Q51: "How do you handle candidate matching and ranking, and what factors influence these
decisions?"

What you're looking for:

e Sophisticated matching algorithms

e Transparentranking criteria

e Configurable matching parameters

e Clear explanation of matching decisions

Red flags:

e Simple keyword matching

e Opaque ranking criteria

e Limited configurability

e Poor matching explanations

Follow-up questions:

e "How do you balance different matching criteria (skills, experience, cultural fit)?"
e "What configurability do we have in matching parameters?"

Q52: "What automation capabilities do you provide for routine recruitment tasks?"
What you're looking for:

e Comprehensive task automation

e Intelligent automation that adapts to context
e Integration with existing tools

e Clear ROl from automation

Red flags:

e Limited automation capabilities

¢ Rigid automation that doesn't adapt
e Poorintegration with existing tools
e Unclear automation benefits

Follow-up questions:

e "Which routine tasks deliver the highest ROl from automation?"

e "How do you ensure automation doesn't compromise candidate experience?"



User Experience and Analytics

Q53: "How intuitive is your user interface for recruiters with varying technical skills?"
What you're looking for:

e User-friendly design with minimal learning curve
e Role-based interfaces for different user types

e Comprehensive user testing and feedback

e Clear navigation and workflow design

Red flags:

e Complexinterfaces requiring extensive training
e One-size-fits-all interface design

e Limited user testing or feedback

e Poor navigation and workflow design

Follow-up questions:

e "What's the typical learning curve for new users?"
e "How doyouaccommodate users with different technical skill levels?"

Q54: "What mobile and remote access capabilities do you provide?"
What you're looking for:

e Full mobile functionality and responsive design
e Offline capabilities for remote work
e Cross-platform compatibility

e Consistent user experience across devices
Red flags:

e Limited mobile functionality

e No offline capabilities

e Poor cross-platform compatibility
e Inconsistent user experience

Follow-up questions:

e "What recruitment functions are available on mobile devices?"

e "How do you handle offline work and data synchronisation?"



Q55: "How do you personalise the user experience for individual recruiters and teams?"
What you're looking for:

e Customisable dashboards and workflows
e Personal preference settings

e Team-specific configurations

e Adaptive user interfaces

Red flags:

e No personalisation capabilities

e Rigid interface design

e Limited customisation options

e Pooruser preference management

Follow-up questions:

e "What aspects of the interface can users customise?"
e "How do you handle team-specific workflow requirements?"

Q56: "How does your system integrate with our existing recruitment workflows?"
What you're looking for:

e Flexible workflow integration

e Minimal disruption to existing processes
e Configurable workflow automation

e Clear workflow optimisation benefits

Red flags:

e Rigid workflow requirements

e Major disruption to existing processes
e Limited workflow flexibility

e Unclear workflow benefits

Follow-up questions:

e "What changes to our existing workflows would be required?"

e "How do you optimise workflows based on our specific requirements?"



Q57: "What collaboration features do you provide for recruitment teams?"
What you're looking for:

e Team collaboration tools and features

e Communication and feedback mechanisms
e Shared candidate pools and notes

e Collaborative decision-making support

Red flags:

e Limited collaboration features
e Poorcommunication tools

e No shared resources

e Weak decision-making support

Follow-up questions:

e "How do you support collaborative hiring decisions?"
e "What communication tools are integrated into the platform?"

Q58: "What recruitment analytics and reporting capabilities do you provide?"
What you're looking for:

e Comprehensive recruitment metrics and KPls
e Real-time reporting and dashboards

e Customisable report generation

e Actionable insights and recommendations

Red flags:

e Limited reporting capabilities

e Static reports with no customisation
e Poordashboard design

e Lack of actionable insights

Follow-up questions:

e "What recruitment KPIs can you track and reporton?"

e "How do you provide actionable insights from recruitment data?"



Q59: "How do you measure and report on the effectiveness of Al recommendations?"
What you're looking for:

e Clear Al performance metrics

e Regular effectiveness reporting

e Comparison with non-Al outcomes
e Continuous improvement tracking

Red flags:

e No Al effectiveness measurement
e Limited performance reporting

e No comparison metrics

e Poorimprovement tracking

Follow-up questions:

e "How doyou demonstrate the ROI of Al-assisted hiring?"
e "What metrics do you use to track Al recommendation accuracy?"

Q60: "What benchmarking capabilities do you provide against industry standards?"
What you're looking for:

e Industry benchmark data and comparisons
e Market intelligence integration

e Competitive analysis capabilities

e Performance positioning insights

Red flags:

e No benchmarking capabilities
e Limited industry data

e Poor competitive analysis

e Lackof marketinsights

Follow-up questions:

e "How do you source and validate industry benchmark data?"

e "What market intelligence do you provide about recruitment trends?"



Q61: "How do you support strategic workforce planning and talent pipeline analysis?"
What you're looking for:

e Workforce planning analytics
e Talent pipeline visibility

e Skills gap analysis

e Strategic recruitment insights

Red flags:

e No strategic planning support
e Limited pipeline visibility

e Poor skills analysis

e Lackof strategic insights

Follow-up questions:

e "What workforce planning scenarios can you model?"
e "How doyouidentify and predict skills gaps?"



Scalability and Growth

Q62: "How does your solution scale as our organisation grows?"
What you're looking for:

e Scalable architecture and infrastructure
e Flexible licensing models

e Multi-location and multi-brand support
e Growth-friendly pricing

Red flags:

e Poor scalability architecture

e Inflexible licensing

e Limited multi-location support
e Punitive scaling costs

Follow-up questions:

e "What'sinvolved in scaling to additional locations or brands?"
e "How do you handle different recruitment processes across business units?"

Q63: "What support do you provide for international expansion and localisation?"
What you're looking for:

e Multi-country and multi-language support

e Localcompliance and regulation awareness
e Cultural adaptation capabilities

e Regional market intelligence

Red flags:

e Limited international support
e No localisation capabilities

e Poorcompliance awareness
e Lackofregional expertise

Follow-up questions:

e "What countries and languages do you currently support?"

e "How do you handle local employment laws and cultural differences?"



Q64: "How do you handle acquisitions and mergers from a data and system perspective?"
What you're looking for:

e Data migration and integration capabilities
e System consolidation support
e Multi-tenant architecture

e Change management for M&A scenarios
Red flags:

e Poor data migration capabilities

e No MR&A experience

e Limited system integration

e Weak change management support

Follow-up questions:

e "What's your experience with large-scale data migrations?"
e "How doyou handle system consolidation during mergers?"



Human Oversight and Governance

Q65: "How is human oversight embedded in the decision-making process?"
What you're looking for:

e Clear human-in-the-loop checkpoints

e Configurable automation levels for different decisions
e Human override capabilities at key stages

e Balance between efficiency and human judgment

Red flags:

e Fully automated decisions without human oversight
e No human override capabilities

e Poorintegration of human judgment

e Unclear decision authority boundaries

Follow-up questions:

e "Atwhat pointsin the recruitment process is human oversight mandatory?"
e "How doyou ensure human judgment remains central to final hiring decisions?"

Q66: "Who owns and is accountable for Al decision-making within your company and ours?"
What you're looking for:

e Clear governance structures and accountability
e Defined roles and responsibilities
e Joint governance frameworks

e Regular governance reviews and updates
Red flags:

e Unclear accountability structures

e No defined governance framework

e Poorcommunication about responsibility
e Lackofregular governance oversight

Follow-up questions:

e "What governance structure do you recommend we establish?"

e "How do you handle accountability when Al decisions lead to poor outcomes?"



Q67: "What ethical framework guides your product design and feature decisions?"
What you're looking for:

e Clearly articulated ethical principles

e Ethical review processes for product development

e Stakeholderinvolvementin ethical decision-making
e Regular ethical audits and assessments

Red flags:

e No formal ethical framework

e Limited ethical consideration in design
e Poor stakeholder engagement

e Lackof ethical oversight

Follow-up questions:

e "How do you handle ethical dilemmas in Al development?"
e "What role do external stakeholders play in your ethical framework?"



Testing and Pre-Implementation

Q68: "Do you offer a sandbox or simulation environment to test your system with our real data?"
What you're looking for:

e Comprehensive sandbox environments
e Ability to use real organisational data
e Safe testing without production impact
e Realistic simulation of live conditions

Red flags:

e No sandbox or testing environment

e Limited ability to use real data

e Poor simulation of production conditions
e Risk of testing impacting live systems

Follow-up questions:

e "What's the scope of functionality available in the sandbox?"
e "How closely does the sandbox mirror the production environment?"

Q69: "Can we run a shadow trial alongside our existing recruitment process?"
What you're looking for:

e Parallel processing capabilities
e Performance comparison frameworks
e Risk-free evaluation periods

e Clear success criteria and metrics
Red flags:

e No shadow trial capabilities
e Poorcomparison frameworks
e Riskto existing processes

e Unclear evaluation criteria

Follow-up questions:

e "How long would you recommend for a shadow trial?"

e "What metrics will we use to compare Al vs. traditional recruitment outcomes?"



Q70: "What pilot programme options do you offer, and how do you measure success?"
What you're looking for:

e Structured pilot programme approaches
e Clear success metrics and KPlIs

e Gradual rollout options

e Risk mitigation during pilots

Red flags:

e No pilot programme options

e Unclearsuccess metrics

e All-or-nothing implementation

e Poorrisk management during pilots

Follow-up questions:

e "What's the typical scope and duration of pilot programmes?"
e "How doyou handle issues discovered during pilot phases?"



Risk Management and Contingency

Q71: "What risks do you identify with Al-assisted hiring, and how do you help us mitigate them?"
What you're looking for:

e Comprehensive risk assessment
e Clear mitigation strategies

e Risk monitoring and alerting

e Contingency planning support

Red flags:

e Limited risk awareness

e No mitigation strategies

e Poorrisk monitoring

e Lack of contingency planning

Follow-up questions:

e "What are the highest priority risks we should monitor?"
e "Howdoyou help us develop risk mitigation strategies?"

Q72: "What contingency plans do you have for system failures or performance issues?"
What you're looking for:

e Comprehensive disaster recovery plans
e Business continuity procedures
e Clear communication protocols

e Alternative workflow options
Red flags:

e No disasterrecovery planning

e Poor business continuity

e Weak communication protocols
e No alternative workflows

Follow-up questions:

e "What's your typical recovery time for different types of failures?"

e "How do you ensure recruitment can continue during system outages?"



Q73: "How do you handle regulatory changes that might affect Al hiring practices?"
What you're looking for:

e Regulatory monitoring and alerting
e Rapid compliance adaptation

e Legal expertise and support

e Client notification procedures

Red flags:

e No regulatory monitoring

e Slow compliance adaptation
e Limited legal expertise

e Poorclient communication

Follow-up questions:

e "How quickly can you adapt to new regulatory requirements?"
e "What legal support do you provide for compliance changes?"



Candidate Experience and Ethics

Q74: "How do you measure and optimise candidate experience within your system?"
What you're looking for:

e Candidates experience metrics and tracking
e Feedback collection mechanisms

e User experience optimisation

e Candidate journey mapping

Red flags:

e No candidate experience measurement
e Limited feedback collection

e Pooruser experience design

e Lack of candidate journey understanding

Follow-up questions:

e "What candidate experience metrics do you track?"
e "Howdoyouincorporate candidate feedback into system improvements?"

Q75: "What's the human experience of using your Al system — does it give people greater
agency, clarity, and fairness, or just faster outcomes?"

What you're looking for:

e Focus on human empowerment rather than just efficiency
e Evidence of improved sense of agency for users

e Greater clarity in decision-making processes

e Enhanced fairness and transparency

e (Qualitative improvements beyond speed

Red flags:

e Focus solely on speed and efficiency metrics
e No consideration of human empowerment

e Poor attention to user agency and control

e Limited clarity improvements

Follow-up questions:

e "How do you measure whether users feel more empowered when using your Al?"
e "What evidence do you have that your Al improves the sense of fairness in recruitment?"



Q76: "How do you ensure candidates understand when and how Al is being used in their
evaluation?"

What you're looking for:

e Clear communication about Al involvement
e Transparent disclosure practices

e Candidate consent mechanisms

e Plain-language explanations

Red flags:

e Hidden Al usage

e Poordisclosure practices

e No candidate consent processes
e Complex orunclear explanations

Follow-up questions:

e "Whatinformation do you recommend we provide to candidates about Al usage?"
e "How do you handle candidates who prefer human-only evaluation?"

Q77: "What support do you provide for candidates with disabilities or accessibility needs?"
What you're looking for:

e Comprehensive accessibility features
e Compliance with accessibility standards
e Alternative assessment options

e Inclusive design principles
Red flags:

e Limited accessibility features

e No compliance with accessibility standards
e Poor alternative options

e Lackofinclusive design

Follow-up questions:

e "What accessibility standards do you comply with?"

e "How do you ensure fair evaluation for candidates with different abilities?"



Q78: "What level of customisation do we have over Al decision rules and scoring logic?"
What you're looking for:

e Extensive customisation capabilities
e User-friendly configuration tools

e Flexible rule-setting options

e Clear customisation boundaries

Red flags:

e Limited customisation options

e Complex configuration requirements
e |[nflexible rule systems

e Unclear customisation boundaries

Follow-up questions:

e "What aspects of the Al logic can we customise?"
e "How easy isitto modify decision rules as our needs change?"

Q79: "Can we choose which stages of recruitment the Al assists with vs. leaves to humans?"
What you're looking for:

e Selective automation options

e Stage-by-stage control

e Flexible deployment models

e Phased implementation capabilities

Red flags:

e All-or-nothing automation

e No stage-specific control

e Inflexible deployment options

e Poorphased implementation support

Follow-up questions:

e "What's the most granular level of control we have over Al involvement?"

e "Canwe easily adjust automation levels based on role type or seniority?"



Q80: "How do you handle client-specific requirements and unique business needs?"
What you're looking for:

e Flexible platform architecture

e Custom development capabilities

e Client-specific configuration options
e Unique requirement accommodation

Red flags:

e Rigid platform architecture

e No custom development options
e Limited configuration flexibility

e Poorunique requirement handling

Follow-up questions:

e "What types of client-specific requirements can you accommodate?"
e "How do you balance customisation with platform stability and updates?"



Sustainability and Ecosystem Fit

Q81: "How is your product prepared for emerging Al regulation in the UK and EU, including
anticipated Al Act requirements for high-risk Al systems?"

What you're looking for:

e Proactive preparation for upcoming regulations

e Understanding of Al Act classification requirements
e Compliance roadmap for high-risk Al systems

e Regular regulatory monitoring and adaptation

Red flags:

e No awareness of upcoming regulations
e Poor preparation for regulatory changes
e Lackof compliance roadmap
e Limited regulatory monitoring

Follow-up questions:

e "What specific preparations have you made for the EU Al Act requirements?"
e "How do you stay updated on evolving Al regulations in the UK?"

Q82: "Do you allow candidates to challenge or appeal Al-driven decisions, and what processes
support this?"

What you're looking for:

e Clear candidate appeal processes

e Human review mechanisms for challenged decisions
e Transparent appeal criteria and timelines

e Fairresolution procedures

Red flags:

e No candidate appeal processes
e Limited human review options
e Unclear appeal criteria

e Poorresolution procedures

Follow-up questions:

e "What's the typical timeline for resolving candidate appeals?"
e "Howdoyou ensure fair and unbiased review of challenged decisions?"



Q83: "What is your approach to reducing the environmental impact of model training and data
storage?"

What you're looking for:

e Environmental impact awareness and measurement
e Green computing practices

e Carbon footprint reduction strategies

e Sustainable infrastructure choices

Red flags:

e No environmental impact consideration
e Poor sustainability practices

e High carbon footprint

e Lackof green computing initiatives

Follow-up questions:

e "What's your carbon footprint per recruitment process?"
e "How do you balance Al performance with environmental impact?"

Q84: "Do you have any sustainability certifications or commitments, and how do you avoid
greenwashing when reporting sustainability metrics?"

What you're looking for:

e Formal sustainability certifications with third-party verification

e Carbon neutrality commitments with clear timelines

e Transparent environmental reporting with verifiable data

e Evidence-based sustainability claims rather than marketing statements

Red flags:

e No sustainability certifications or weak credentials

e Vague environmental commitments without timelines

e Poorenvironmental reporting or unverifiable claims

e Marketing-driven sustainability statements without substance

Follow-up questions:

e "What third-party verification do you have for your sustainability claims?"
e "How do you measure and report your actual environmental impact versus aspirational
goals?"



Q85: "Are you a certified minority-, woman-, or disability-owned business, or do you support
supplier diversity?"

What you're looking for:

e Diversity certifications and credentials

e Supplier diversity programme participation

e Diverse ownership and leadership

e Commitment to inclusive business practices

Red flags:

e No diversity certifications

e Limited supplier diversity participation
e Lackof diverse ownership or leadership
e Poorcommitment to inclusive practices

Follow-up questions:

e "What diversity certifications do you hold?"
e "How do you support our supplier diversity objectives?"

Q86: "Do you integrate or partner with other HR tech vendors we currently use?"
What you're looking for:

e Extensive integration partnerships
e Ecosystem compatibility
e (Collaborative vendor relationships
e Platform interoperability

Red flags:

e Limited integration partnerships

e Poor ecosystem compatibility

e Competitive rather than collaborative approach
e Limited platform interoperability

Follow-up questions:

e "Which of our current HR tech vendors do you integrate with?"

e "How do you handle data sharing and workflow coordination with partner vendors?"



Q87: "What's your approach to working within our existing vendor ecosystem?"
What you're looking for:

e Collaborative ecosystem approach
e Vendor relationship management
e Integrated solution design

e Minimal vendor conflict

Red flags:

e Competitive ecosystem approach

e Poorvendor relationship management
e Siloed solution design

e High vendor conflict potential

Follow-up questions:

e "How do you coordinate with our other strategic vendors?"
e "What happens if conflicts arise with our existing vendor relationships?"

Q88: "How do you incorporate advances in Al research into your product development?"
What you're looking for:

e Active research and development programme
e Partnerships with academic institutions
e Regulartechnology updates and improvements

e |Innovation roadmap aligned with Al advances
Red flags:

e No R&D investment

e Outdated technology stack

e No academic partnerships

e Limited innovation capabilities

Follow-up questions:

e "What recent Al advances have you incorporated into your system?"

e "How do you evaluate and adopt new Al technologies?"



Q89: "How do you stay current with evolving job markets, emerging skills, and changing role
requirements?"

What you're looking for:

e Real-time market data integration

e Skills taxonomy updates and maintenance

e [ndustry trend analysis and incorporation

e Partnership with labour market intelligence providers

Red flags:

e Static skills databases or taxonomies

e No marketintelligence integration

e Infrequent updates to job requirements

e Limited understanding of market evolution

Follow-up questions:

e "How often do you update your skills taxonomies?"
e "What sources do you use for emerging skills and role evolution?"

Q90: "What's your approach to incorporating industry-specific changes and regulations?"
What you're looking for:

e Industry expertise and specialisation
e Regulatory change monitoring

e Compliance update procedures

e Industry-specific model adaptations

Red flags:

e Generic, one-size-fits-all approach

e No industry specialisation

e Poorregulatory compliance tracking
e Limited industry-specific capabilities

Follow-up questions:

e "How do you handle industry-specific compliance requirements?"

e "Whatindustry expertise do you have in our sector?"



Q91: "What's your approach to handling feedback loops and ensuring system improvements
don'tintroduce new biases?"

What you're looking for:

e Careful feedback loop design

e Bias monitoring during system updates
e A/Btesting for system improvements

e Robust validation procedures

Red flags:

e Poorly designed feedback loops

e No bias monitoring during updates

e No testing framework for improvements
e Weakvalidation procedures

Follow-up questions:

e "How doyou prevent feedback loops from amplifying existing biases?"
e "What's your process for validating system improvements?"



Evaluation Framework and Next Steps

Key Vendor-Killer Red Flags by Section

Technical Foundations:

e Vague responses about "proprietary algorithms" without specifics
e Claims of 95%+ accuracy without validation methodology

e No bias testing or mitigation strategies

e Poorunderstanding of data quality requirements

Implementation & Adoption:

e No sandbox or pilot programme options
e All-or-nothing implementation approach
e Limited change management and training support
e Poorintegration capabilities with existing systems

Governance & Compliance:

e No third-party bias audits or transparency

e Weakregulatory compliance awareness

e Limited candidate rights and appeal processes
e Pooraudittrail and legal defensibility

Commercial Viability:

e Hidden costs or unclear pricing structures
e I|nability to provide relevant client references
e Weak financial position or uncertain business model

e No clear product roadmap or innovation strategy
Human Impact:

e Focus solely on speed rather than empowerment
e No consideration of cognitive load or wellbeing

e Poorcandidate experience and transparency

e Lackof human oversight and control mechanisms



Red Flag Patterns to Watch For

Technical red flags:

e Consistent vagueness about technical architecture or capabilities
e Unrealistic performance claims without supporting evidence

e Limited understanding of Al bias and fairness challenges

e Poor grasp of data quality requirements and implications

Commercial red flags:

e Hidden costs or unclear pricing structures

e Defensive responses about client references or case studies

e Limited post-implementation support or customer success focus
e Weak financial position or uncertain business viability

Operational red flags:

e Poorunderstanding of recruitment workflows and processes
e Limited integration capabilities with existing systems

e Weak change management and adoption support

e [Inadequate compliance and risk management frameworks

Next Steps Framework

For promising vendors:

e Request detailed technical documentation and architecture diagrams
e Arrange reference calls with similar organisations

e Plan proof-of-concept projects to validate key capabilities

e Conduct due diligence on vendor financial stability and market position

For concerning vendors:

e Document specific concerns and provide opportunity for clarification

e Request additional evidence for questionable claims

e Consider shortened evaluation if fundamental issues cannot be resolved
e Use learnings to refine questions for remaining vendor evaluations



Final Evaluation Criteria

When making your final decision, consider these weighted factors:
Technical capability (30%):

e Al performance and accuracy

e Integration and scalability

e Bias mitigation and fairness

e Explainability and transparency

Business alignment (25%):

e Functionalfit with requirements
e User experience and adoption
e ROl and cost-effectiveness

e Strategic roadmap alignment

Risk and compliance (25%):

e Data security and privacy

e Regulatory compliance

e Vendor stability and support
e Risk mitigation capabilities

Implementation success (20%):

e Change management support
e Training and adoption programmes
e Technicalintegration capabilities

e Ongoing customer success



Final Recommendations

e Don'trush the decision: Take time for thorough evaluation and pilot testing

¢ Involve end users: Include recruiters and hiring managers in the evaluation process

e Plan for change: Invest in change management and training from the outset

e Start small: Begin with pilot programmes before full-scale deployment

e Monitor continuously: Establish ongoing monitoring for performance, bias, and user
satisfaction

The "best" vendor isn't necessarily the one with the most advanced technology, but rather the one
that best fits your organisation's specific needs, culture, and strategic objectives. Use this question
framework as a guide, but adapt it to your unique circumstances and priorities.

Remember: Al should make recruitment more human, not less. The right vendor will help you achieve
greater fairness, efficiency, and candidate experience while supporting your team's professional
growth and job satisfaction.



Glossary of Terms

Algorithmic Bias: Systematic and unfair discrimination in Al system outputs, often reflecting biases
present in training data or model design.

API (Application Programming Interface): A set of protocols and tools that allows different software
applications to communicate with each other.

Calibration: The degree to which predicted probabilities match actual outcomes (e.g., if a model
predicts 80% probability of success, 80% of those predictions should be correct).

Cold Start Problem: The challenge of making accurate predictions when little or no historical data is
available.

Concept Drift: The phenomenon where the statistical properties of target variables change over time,
requiring model updates.

Demographic Parity: A fairness metric requiring that Al decisions are independent of protected
characteristics.

Equalised Odds: A fairness metric requiring that true positive and false positive rates are equal
across different groups.

Explainability: The ability to understand and interpret how an Al system makes decisions.

GDPR (General Data Protection Regulation): European Union regulation governing data protection
and privacy.

Human-in-the-Loop: Al systems that incorporate human judgment and oversight in the decision-
making process.

Intersectionality: The consideration of overlapping protected characteristics (e.g., gender and
ethnicity) in bias analysis.

LIME (Local Interpretable Model-agnostic Explanations): A technique for explaining individual Al
predictions.

Precision: The proportion of positive predictions that are actually correct.
Recall: The proportion of actual positive cases that are correctly identified.

SHAP (SHapley Additive exPlanations): A method for explaining Al model outputs by quantifying
feature contributions.

Transfer Learning: Using knowledge gained from one task to improve performance on a related task.

Transformer: A neural network architecture particularly effective for processing sequential data like
text.
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