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How an invisible algorithm

locked out millions of job seekers .

Gatekee p“e i' ........'




The midnight

knockout

® 100 applications
submitted.

® 100 categorical
rejections.

B /ero human
eyes.
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ﬁﬂf;hen a rejection email arrives at

1:58 a.m.—mere minutes after applying-
the message is clear: the system was
never designed to see your value.

Welcome to the rejection loop. q
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The human behind the data

] . 9 e e S o e e
e The Human File (_ The Black Box
* Derek Mobley > PARSING CANDIDATE...
 Highly qualified IT > PROFILES DO
professional ECEDENT.

* Over 40 years of age

e Managing a > |
disclosed disability
(anxiety/depression)




One machine, one billion rejections

11 Billion 25%

Applications rejected by Workday The share of all U.S. job postings
software since September 2020. processed by this single vendor.

This is not an isolated glitch. It is the systemic denial of
the right to compete fairly in the modern economy.




The lifecycle of an automated prejudice

Step 1: The Input (1980s-2020s) Step 2: The Black Box (The Al) Step 3: The Output (Today)
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Historical hiring data loaded with The algorithm treats this flawed Automated mass-rejections
decades of biased human decisions. history as the ideal pattern for of diverse candidates.
future success.

40% of Al productivity gains are lost
to human rework—cleaning up the
machine’s biased mistakes.




Inside the failure of the algorithmic gatekeeper

Assessment Connector

Action: Learns by observing
employer habits.

Automates pre-existing

prejudice by re-ranking candidate
flows to hide demographics the
employer historically ignored.
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Skill Match Al

Action: Scans resumes for
relevant experience.

Penalizes older candidates by
classifying proven experience as
irrelevant simply because it uses
outdated terminology.

HiredScore Spotlight

Action: Grades applicants A
through D based on patterns of
success.

Creates a feedback loop that
permanently disadvantages
anyone who doesn't mirror a
traditional historical hire.




The Coded Gaze: How neutral data becomes proxy bias

Neutral Input

Al Assumption

The Harm

White names selected 85%

G ASsgeiaes of the time. Black men
__ﬁi‘% Race Zip code / Name White-sounding names face 100% réjectianmin
| with competence head-to-head AI audits.
_ . Al assumes women are 1.6
o Age& Graduation year / Associates seniority years younger than men with

Gender Sentence structure

primarily with
masculinity

identical resumes. Older
male applicants rated
highest by ChatGPT.

Personality game
mechanics

%) Disability

Equates slow reaction
times with low capability

Acts as a prohibited medical
exam under the ADA, filtering
out cognitive and neurological
differences.
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Global workers are subjected to localized bias with zero published
research and no legal pathways to challenge their automated rejections



Employers are caught in a liability squeeze
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Legal Pressure

88% of Al vendor contracts
Rmpoto impose strict
liability caps. Only 17%
provide compliance warranties.

Courts hold employers
strictly responsible for
discriminatory outcomes

caused by disparate impact.

You are legally responsible for the

- "6'utputs of a black-box machine you are E
B contractually barred from auditing. ..
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If you build the
gatekeeper,
you are the
gatekeeper

U.S. District Judge Rita Lin's
groundbreaking ruling in Mobley v.
Workday validated the Agent Theory.

Software vendors can no longer offload legal liability.
When an AI is delegated functions traditionally handled
by human recruiters, the vendor acts as an agent |
of the employer. Software scale does not grant e N,
immunity from civil rights laws.




The shift to Accountability by Design

California
ADS Mandate

(Oct 2025)

Explicitly defines vendors
as liable agents for
discrimination. Requires
mandatory 4-year record
retention.

NYC Local
Law 144

Mandates annual
iIndependent bias audits
and the public reporting
of algorithmic impact
ratios.

EU AL Act

Officially classifies
employment Al as High-
Risk, demanding strict
data governance and
mandatory human
oversight.
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The Al Fairness Dashboard: 6 nhon-negotiable steps

L’} Audit Vendors: Demand bias testing and training data documentation.
(18:42:15
(DN .‘: Eetain Humar:s Qversight: Never allow an algorithm to make a final
y nockout decision alone.
{ ON .:. Document Decisions: Maintain clear records of the specific rationale behind hirin-:j choices.
(cm .:I Monitor Impact: Regularly analyze data for race, age, and gender disparities. B :' —
( ON .; Establish Governance: Build an internal Al program to set rigid guardrails.




Al must be a tool
for inclusion, not

a digital wall.

By adopting Accountabillity
by Design, we ensure that
technology strengthens our
civil rights rather than
dismantling them in the dark.




Follow our work on

GlobalSouth.ai
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