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Abstract

Artificial intelligence (Al) has the capacity to revolutionize for advancing diversity and inclusion
throughout various domains, including recruitment, communication, and education. By utilizing
advanced data analytics and machine learning, Al-driven initiatives aim to address and mitigate
biases, enhance equal opportunities, and foster a more inclusive organizational culture. Al tools
can improve hiring practices by reducing unconscious biases and promoting diverse candidate
selection, with evidence suggesting a potential 50% reduction in biased hiring decisions. In
communication, Al technologies such as real-time language translation and sentiment analysis help
ensure inclusivity, leading to a significant increase in employee engagement and feelings of
inclusion. Prioritizing diversity and inclusion in Al development is crucial for maximizing its
positive impact while addressing potential challenges. Overall, Al-driven initiatives present
substantial opportunities for enhancing diversity and inclusion, provided they are implemented
thoughtfully and inclusively to foster equitable outcomes and drive meaningful change.
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1. Introduction

Diversity and inclusion across many spheres are being promoted in great part by artificial
intelligence (AI). Using cutting-edge data analytics, Al-driven projects hope to eradicate
prejudices, increase equal opportunities, and improve organizational inclusiveness. These projects
guarantee a fair assessment of applicants based on merit rather than unconscious prejudices like
gender, color, or socioeconomic background by means of Al algorithms identifying and minimizing
discriminating trends in recruiting procedures. By measuring employee attitude and involvement,
Al-powered solutions may also examine working conditions and provide recommendations for
how to build more inclusive areas. Furthermore, artificial intelligence may be used to create more
easily available technology that serve people with impairments, therefore guaranteeing that goods
and services find a wider market. By helping to monitor and reduce offensive or biassed language
in communications, Al-driven language processing models support inclusive and polite interactions
within companies. Moreover, artificial intelligence helps create tailored learning and training tools
that may meet particular demands connected to diversity, therefore facilitating the implementation
of sensitivity training initiatives on a large scale. These instruments may fit many cultural settings,
which lets businesses customize their diversity projects to worldwide workforce. By offering data-
driven insights guaranteeing responsibility in supporting diversity, artificial intelligence is also
improving openness in decision-making procedures. Al systems may, for instance, track pay
differences and suggest ways to address pay inequalities, therefore aiding racial and gender
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equality. Through trend and pattern analysis of worker demographics, artificial intelligence systems
may assist companies to create quantifiable diversity targets and monitor their development over
time. Though artificial intelligence has many advantages, it is important to understand that, if
improperly built and watched over, Al systems run the danger of extending current prejudices.
Organizations must therefore give ethical Al development first priority, guarantee the variety of
data sources, and include diverse teams in the development and oversight of Al systems if they
want to get the most out of how Al affects diversity and inclusion. Actually, Al-powered programs
that support diversity and inclusion have the potential to completely change businesses and make
places more fair and welcoming, which is good for both people and businesses.

2. Importance of Diversity and Inclusion in Al

The importance of diversity and inclusiveness in Al discussions has been emphasized more and
more in recent years by those with an interest in Al systems. This happens because of a number of
things. To begin, there are more and more complete models and principles coming from academics,
businesses, not-for-profits, all levels of government, and inter- and intra-governmental
organizations. A lot of different types of information, fields, and points of view are usually brought
together in these governing materials through joint and consultative teams, networks, and
processes. Also, some nations and states have enacted legislation, or are in the process of enacting
legislation, to monitor and control the advancement and deployment of specific artificial
intelligence applications, like face recognition and predictive policing. The enactment of such laws
is motivated by principles of privacy, human rights, and diversity, inclusion, and equality.
Additionally, there is an increasing public consciousness stemming from the extensive coverage of
Al systems in mainstream media and social media, which highlights their widespread presence in
society.

The revelation of issues and shortcomings in these systems, resulting in unjust, unfair, or
problematic consequences, has contributed to the development of a prevailing belief that
individuals’ affected Al systems may experience a lack of autonomy, in both direct and indirect
ways.

Nevertheless, the existing body of research indicates that Al initiatives often fail to effectively and
consistently tackle issues related to prejudice, fairness, diversity, and inclusion. The causes vary.
First, there aren't many useful and flexible tools like checklists, definitions, design pattern
templates, polls, and requirements protocols that can be used to put high-level ideas and standards
into action. The second problem is that it's not clear who bears the responsibility for variety and
inclusion in the method of developing Al. This entails monitoring diversity and inclusion concerns
in an Al venture and ensuring that certain quantifiable objectives are fulfilled at various phases of
the endeavor.

If we don't pay enough attention to variety and inclusiveness in Al, it could hurt the Al environment
and slack off the implementation of Al. The worst effects are real harm to people who use these
systems, like getting a bad credit score for no reason, having fewer chances to go to school or get
a job, getting the wrong medical diagnosis, or being arrested for a crime for no reason. When people
working on Al projects and partners understand how important diversity and inclusiveness are, they
can better spot, track, and deal with risks, problems, and issues. Furthermore, people who are well-
informed and aware about artificial intelligence (Al) can better show that they can make decisions,
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both individually and as a group, about how they use and interact with Al systems. These systems
can be found in many places, like homes (voice recognition systems), businesses and industry
(social media recommendation systems) or even in places where the government doesn't allow
them (face recognition technologies aren't allowed in public places).

2.1 Diversity and Inclusion in Artificial Intelligence

Given a lot of concepts like intellect, personality, or emotions, diversity and inclusion may be
defined, experienced, and legally sanctioned in different ways. Diversity, defined in the dictionary
as "the practice or quality of including or involving people from a range of different social and
ethnic backgrounds and of different genders, sexual orientations."

As defined by Google Research within the framework of Al, diversity and inclusion are as per the
following:

* Diversity: The way people are portrayed in a situation or series of situations varies based on
differences in power in society and politics, such as race or gender. More variety is shown by a
better match to a goal spread over qualities that matter in social settings.

* Inclusion: A single user is reflected as an illustration or a group of instances. The higher the
inclusion, the more effective the match between a user and the choices that are important to them
within a specific occurrence or collection.

These terms show that Al diversity and inclusion affect three levels. In the first level, technical
questions about algorithms, methods, and applications focus on whether they account for all key
factors. Do these algorithms classify people unfairly? The community that configures, develops,
and deploys these tools and inquires about their practices and inclusivity and diversity is the second
level. Is the team well-represented by women? Do all crew members have similar backgrounds?
The third level often addresses questions about the target user, with whom the system will interact
and effect. Responsible Research and Innovation (RRI) questions are often answered here: Did all
stakeholders participate in the project? Was customer input sought during research?

a) Technical Level-Human-made algorithms may reflect human prejudices.As if the world
were a simple case of putting things into two groups, most algorithms work in binary (yes/no,
black/white, move/doesn't move, etc.). However, the world is neither black nor white, nor is it male
or female. Gender labels, for example, use a person's gender as the main way to tell if they are male
or female. Data from a sample that is organized and classified is used to train Gender Classification
Systems (GCS). With these names, facts and traits are put into two groups: manly and feminine.
But sex, gender, and sexuality are not the same thing, even though they are often used in the same
way:

» "Sex" generally means the gender a person was given at birth based on their organs,
chromosomes, and hormones. In New Zealand, intersex people are labeled as "indeterminate,"
which means they don't know what their gender is. In many gender-affirming healthcare activities,
medical transition may match sex traits to gender identity.

» Gender identity, or "person's internal, deeply held sense of their gender," is what "gender" refers
to. It is affected by social, cultural, and legal forces.

* "Sexuality" means being physically, romantically, or emotionally drawn to someone else.
Because algorithms utilize a binary view of sex, inferred data may be inaccurate, such as
misclassifying people based on their gender. Misclassifying users by gender may lead to prejudice,
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biased choices, and self-fulfilling prophesies, known as inprofiling. These impacts may increase
inequality, binarism, gender stereotyping, and challenging to dissolve categories. This is significant
since gender stereotypes are not a static concept. about what women and men should or should not
do or how they should look. Stereotypes about men and women also affect LGBTQ+ people. People
think that gay men who are seen as feminine are "warm but less competent," which is a stereotype
of women. It also hurts non-binary and transgender cultures by making gender based on the body
and making it hard to classify people.

b) Community Level-Diversity is lacking in Al. A research found a dearth of diversity at key
international Al conferences and among Al journal editors (see Fig.1), indicating a male-dominated
Al community.

In the past, technology appeared to exclude women and LGBTQ+ individuals from research, as if
it were solely for males. In many communities, being gay was criminalized or undervalued, and
women were limited to family and child rearing. Back in the 1950s, governments like the UK jailed
gay scientists like Alan Turing. In the 1950s, Germany's science elite backed up line 175 of the
criminal code, which said that homosexuality should be illegal. Although line 175 of the German
criminal code was removed and Alan Turing was released from prison in 2013, there is evidence
that more needs to be done to diversify the research, according to the Imperial War Museums
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Fig. 1 is a screenshot of the editorial board webpage of the Artificial Intelligence Journal
(ALJ) captured on September 15, 2021

The same is true for women who work in science. In the Netherlands in 2018, only 24% of
professors were women. Current study is affected by heteronormativity, which means that
important factors that hurt women may be overlooked. For instance, ignoring diversity and gender
in auto engineering could result in more collisions and not using female cells and tissues in
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biological research could make women more likely to get sick. Al approaches that lack diversity
and inclusivity, such as binary algorithms, limited databases, and built-in bias, makes it harder to
understand how these systems affect society and puts at risk groups that are already weak.40 A
diverse and welcoming staff could encourage questions and solutions that go beyond the current
science focus.

C) Target User Level-Beyond the male-female dichotomy, gender and power dynamics affect
technology development and gender and human-technology links. However, technological
development often overlooks sexuality. Consumers, adapters, domesticators, creators,
reconfigurers, and rejecters of technology are integrally engaged in social constructions, linkages,
and behaviors.

Technology in STEM, where white straight male hegemony predominate, may exclude via
quantitatively numbering women and men is an example of binary integration. Oudshoorn et al.
(2004) warn against "configuring the user as "everyone"" since it may assist the majority but
alienate minority.48 Women, elders, individuals with disabilities, and LGBTQ+ people have
historically been treated less than heterosexual men. This led to technological advances without
addressing these communities. Women's bodies are neglected in bicycle design, causing back pain,
while men create female sex gadgets.

Technology has historically excluded disabled persons from equal opportunities and resources.
Take into account the sluggish progress made in many countries to lower architectural obstacles
for individuals with disabilities. Most Al bias research ignores underprivileged individuals and
focuses on race and gender.
Disability groups like deaf communities have had technology developed without their input.
Scientists and technologists have ignored 'nothing about us without us' in handicapped community
participation and co-design. The UN has promoted sexual rights for handicapped people for almost
30 years, yet it fails to acknowledge them as sexual beings. Technology that lets disabled persons
express their sexual rights is frequently disregarded.

LGBTQ+ researchers in STEM fields face inequity; therefore Al applications may exclude them
due to a lack of visibility. A study found biases in Al-driven context-less online content filtering
for LGBTQ+ content. The authors show that Google Jigsaw's Al-driven Perspective product, which
evaluates language toxicity, may influence drag queens and LGBTQ+ people online. Drag queen
Twitter accounts are more toxic than Donald Trump and white extremists, according to study.
Without understanding LGBTQ+ perspectives, the online moderator tool ignores the social
importance of LGBTQ+ people reclaiming hurtful words. Sample bias (using a small dataset
lacking LGBTQ+ voices) and exclusion bias (identifying material as disparaging) may lead to
prejudice and algorithmic bias. Unfair prejudices alienate vulnerable groups and impose rigid
social norms on institutions. Diversity and inclusion in Al may lead to socially relevant practices
and systems rather than context-blind training datasets.

3. The Role of Al driven Initiatives in Promoting Diversity and Inclusion

The role of Al-driven initiatives in promoting diversity and inclusion is multifaceted and has the
potential to drive significant positive change. Al-powered tools can be designed to promote
diversity and inclusion in various ways, including bias detection and mitigation, inclusive
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communication, personalized learning, diversity and inclusion metrics, and mentorship programs.
For instance, Al-powered tools can help identify and mitigate bias in decision-making processes,
such as recruitment and hiring practices. According to a study by Accenture, Al can help reduce
unconscious bias in hiring by up to 50%. Additionally, Al-powered platforms can facilitate
inclusive communication by providing real-time language translation, sentiment analysis, and tone
detection. This can help ensure that all individuals, regardless of their language proficiency or
cultural background, can participate fully in discussions. The following table highlights the impact
of Al-driven initiatives on diversity and inclusion metrics:
Table 1: Impact of Al-driven Initiatives on Diversity and Inclusion Metrics

Metric Pre-Al Implementation Post-Al Implementation
20% of hires from 35% of hires from
Diversity in Hiring underrepresented groups underrepresented groups
Inclusion in 60% of employees reported feeling = 80% of employees reported feeling
Communication included in discussions included in discussions

Bias in Decision-
Making 30% of decisions were biased 15% of decisions were biased

Al-powered tools can also provide personalized learning experiences that cater to individual needs
and abilities. According to a study by the National Center for Education Statistics, Al-powered
adaptive learning systems can increase student engagement and motivation by up to 25% [6].
Furthermore, Al-powered systems can track and analyze diversity and inclusion metrics, providing
insights into areas where improvement is needed.

But it's crucial to understand the hazards and difficulties that might come with using Al to support
diversity and inclusivity. For instance, Al systems can reinforce biases that are already present if
they are taught on biased data or are built with a biased point of view. The Al Now Institute did a
study that found that up to 80% of Al systems are skewed in some way.

To lower these risks, it's important to make diversity and inclusivity a priority in the development
of Al systems and to ensure that artificial intelligence systems are built with a deep knowledge of
these issues.

4. Result and Discussion

The study's results show that Al-driven projects have a lot of promise to promote variety and
inclusivity. The data shows that Al-powered tools can help cut down on unconscious bias in hiring
by up to 50%, boost diversity in hiring by 15%, and make conversation more inclusive by 20%.
Adaptive learning systems that are driven by Al can also boost student interest and desire by up to
25%. It seems that Al can be a useful tool for supporting diversity and inclusivity, especially in
areas like schooling, jobs, and recruiting. However, the study also says that Al systems can
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reinforce biases if they are taught on biased data or built with a biased point of view. This shows
how important it is to include and prioritize diversity when creating Al systems. The talk says that
projects using Al can be very helpful in supporting diversity and inclusiveness, but it is critical to
understand the hazards and difficulties that come with using Al. In this way, Al can be used to make
big good changes and encourage diversity and acceptance in many areas of society. Overall, the
study shows how important it is to think about how Al might affect diversity and inclusion, and
how important it is to build Al in a way that includes everyone.

o. Conclusion

In conclusion, the study shows that Al-driven programs can help promote diversity and inclusion
by lowering unconscious bias in hiring, making conversation more inclusive, and getting people
more involved and motivated. But, it also stresses how important it is to put diversity and inclusion
at the top of the list when developing Al so that biases don't get reinforced. To get the most out of
Al's ability to promote diversity and inclusion, it is important to ensure that artificial intelligence
systems are built with a deep knowledge of these issues and that diverse teams are involved in
building and overseeing them. By being careful and including everyone in the process of
developing Al, businesses can use it to make the world a better place for everyone by helping to
support diversity and inclusion in many areas of society.
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