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This brochure invites you to reflect on the potential
impact of Al on gender equality in the labour market.
Al makes processes more efficient and can support
a variety of tasks, including recruitment. It can stan-
dardise hiring processes, suggest gender-neutral lan-
guage in job postings, quickly compare information, or
detect potential bias. However, Al can also adopt and
reinforce (gender) bias. You can reduce bias and its
impact by being aware of this, implementing an inter-
nal policy for the responsible use of Al and always pro-
viding human oversight. This not only ensures a fairer
and more inclusive selection process from which the
best candidates emerge, but it also reinforces the con-
fidence of both candidates and employees in the qual-

ity of hiring decisions.



Introduction

Artificial intelligence (Al) technology is devel-
oping extremely rapidly and is being used
more and more in the labour market. Thanks to
its wide range of applications, Al systems are
being used in a variety of ways and in diverse
industries to make processes more efficient
and faster. But there is also a downside: this
technology can, mostly unintentionally, mag-
nify and reinforce existing inequalities, includ-
ing gender inequalities?.

Al is assuming an increasingly bigger role in
recruitment and selection, in which the tech-
nology supports and simplifies various steps
in the recruitment process — from drafting job
postings and reaching potential candidates,
to scanning and matching CVs, carrying out
assessments and personality tests, and even
conducting automated video job interviews.
Al is also being used for workplace manage-
ment processes, such as assigning tasks, cre-
ating work rotas or supporting evaluation and
assessment processes. All of these applica-

tions can affect the opportunities for women
and men in the labour market.

Research? from the Institute for the equality of
women and men (‘the Institute’) shows that Al
is well established in recruitment and selection
in Belgium: 74% of recruiters surveyed use
Al in at least one of the stages in the process
(preparation, finding candidates, and final
selection). More than two thirds are mostly
in favour of this evolution, mainly because Al
saves time, is easy to use and is presumed to
make selection processes more objective.

Objectivity, however, is not a given. Al's use in
recruitment processes means that the human
subjectivity of the recruiter plays less of a role,
but that does not mean technology is a neutral
option. Gender bias can also occur in a recruit-
ment process through the Al system.

Given the mandate of the Institute for the equality of women and men, this brochure covers bias and discrimination

by Al with respect to gender. However, gender bias is not the only type of bias generated by Al; and the intersectional
dimension also occurs in discrimination on the part of Al. The tips provided in this brochure are also useful in reducing

other forms of bias.

2 Wuidar, S., Engels, L., Lisein, O., Zanoni, P, Rondeaux, G. & Pirsoul, T. (2026). Aanwerving en selectie in het tijdperk van
Al: Al-gebruik, bewustzijn van biasrisico’s en aanbevelingen rond de risico’s op genderdiscriminatie [Recruitment and
selection in the age of Al: Al use, awareness of bias risks and recommendations regarding the risks of gender discrimi-
nation], https://igvm-iefh.belgium.be/nl/documentatie/aanwerving-en-selectie-het-tijdperk-van-ai. Policy brief availa-

ble in English.


https://igvm-iefh.belgium.be/nl/documentatie/aanwerving-en-selectie-het-tijdperk-van-ai
https://igvm-iefh.belgium.be/sites/default/files/media/documents/AI%20%26%20recruitment%20policy%20brief_EN.pdf

Many examples of gender bias by Al systems
have come to light in recent years: these
include Amazon’s CV evaluation tool that sys-
tematically gave women lower scores, facial
recognition systems that recognise Black
women much less often than white men,
advertisements where secretarial job postings
were more likely to be shown to women while
men were more likely to see vacancies for jobs
as pilots, and so on. It is also quite likely that
we are (still) unaware of many cases, given the
lack of transparency inherent in decision-mak-
ing by an Al system.

So, as an employer, you may be using an Al
system without realising that there is a gen-
der bias or that the system discriminates. The
Institute’s research shows that few recruit-
ers are aware of potential gender bias risks.
Although between 12% and 17% (depending
on the stage in the recruitment process) of
them had encountered distorted results from
Al, gender bias was rarely spontaneously men-
tioned as a risk.

At the same time, only one fifth of the recruiters
surveyed indicated that their organisation had
already taken measures to prepare for regula-
tions regarding Al, the European Al Act®. A sig-
nificant portion, 41%, do not know the exact
status of this within their organisation. This
is notable because Al systems intended to be

used for recruitment and selection are consid-
ered ‘high risk’ by the Al Act. This means that
employers who deploy such systems will have
to meet certain obligations to actively mitigate
risks of, for example, violations of fundamental
rights such as gender discrimination.

The Institute has produced this brochure to
support organisations in the responsible use
of Al and to reduce the risk of gender bias and
discrimination in recruitment processes and in
the workplace. It offers:

practical tips for the responsible,
transparent and inclusive applica-
tion of Al;

a brief explanation of gender-
related bias and potential discrimi-
nation by Al;

and an overview of the most rel-
evant provisions of the Al Act for
employers.

S Regulation (EU) 2024/1689 of the European Parliament and of the Council of 13 June 2024 laying
down harmonised rules on artificial intelligence and amending Regulations (EC) No 300/2008,
(EU) No 167/2013, (EU) No 168/2013, (EU) 2018/858, (EU) 2018/1139 and (EU) 2019/2144, and
Directives 2014/90/EU, (EU) 2016/797 and (EU) 2020/1828 (Artificial Intelligence Regulation),
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=0J:L_202401689


https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=OJ:L_202401689

Tips for

an Al policy

An internal Al policy clearly communicated to
all employees helps to provide a framework for
Al use within your organisation and mitigate
the risk of discrimination.

Before proceeding with the purchase of an Al
system, it is advised to think about one key
question: what exactly do we as an organisa-
tion want to achieve with this system, and how
might it improve existing processes? Include
the question in strategic considerations. Al
does not provide a solution to every issue and
there is no obligation to use it for everything.

If you choose to purchase an Al system, try to
provide a budget from the beginning of the
implementation for training on how to use the
system responsibly, as well as any bias correc-
tions and audits. Also designate an Al officer
to help monitor the proper implementation of
Al, assess what training is needed and help
keep track of legal requirements.

Legal obligations

An Al policy should first of all incorporate
the legal obligations arising from the Al Act
(see section ‘The Al Act — what do employers
need to know?’). However, it is recommended
to go further than just taking the mandatory
measures.

Ethics committee

Consider creating an ethics committee for Al
within your organisation. This could include
employees from various departments, includ-
ing the DPO and HR, and the Al officer men-
tioned above. This committee can help develop
and monitor internal policies for responsible Al
use, as well as keep track of technological and
legal developments, monitor informal use of Al,
and make internal recommendations.



Information and consultation

Involve relevant stakeholders within your
organisation when implementing an Al sys-
tem (e.g. the DPO), and also inform and con-
sult your employees and their representatives
in a timely manner. The reason for using an
Al system, how the system will be monitored
and what happens with the results must all be
clear from the outset.

The final decision should always rest with a
person and not Al — so encourage a corporate
culture in which critically evaluating algorith-
mic decisions is a natural reflex and employ-
ees retain responsibility over a final decision.

Training

To obtain a critical perspective, employees
must be well-informed, or, as stated in Article
4 of the Al Act, have a sufficient level of Al lit-
eracy. Awareness about (gender) bias and
discrimination is part of this. Include the topics
of bias and diversity in the internal Al training
offered to all employees, for example through
the following modules:

inclusive recruitment and cognitive bias,
applied to the use of Al (e.g. online tests such
as the Harvard Implicit Bias Test);

a management framework for recruiters’ Al
practices;

proper prompting and awareness of risks;
use of approved debiasing systems;
attention to algorithms on social media (e.g.
LinkedIn) and their potential exclusionary
effects.

As regards recruitment processes, every per-
son involved in the organisation should be able
to explain to candidates how the selection pro-
cess was conducted:

that Al was used;

in which steps of the process it was used
and for what purpose;

what assignment the Al system has been
given;

how personal data was handled;

and how the outcomes of the Al system were
dealt with.

Inventory

To get an overview of the Al tools used by
employees and what they are used for, it is
best to create an inventory, with an assess-
ment of the potential risks per Al tool (in
terms of bias but also, for example, cyberse-
curity and data breaches). This also provides
insight into so-called shadow Al: Al tools that
are not purchased by the organisation but
are used by employees on their own initiative
(such as ChatGPT) and may also pose risks, in
terms of bias in results or sharing confidential
information.

Bias audits

Regular independent audits are recommended
to detect and correct bias. Al will never be
completely bias-free, but auditing will keep it
in check and reduce the risk of discrimination.
You can also explore the feasibility of conduct-
ing a fundamental rights impact assessment



before deploying an Al system. To do this, you
can use the questionnaire template being
developed by the Al Office of the European
Commission under the Al Act (this assess-
ment will be mandatory for public bodies or
private entities providing public services if the
Al-system is considered a high-risk system®).

See Article 27 of the Al Act.


https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=OJ:L_202401689#art_27

How can Al cduse
gender bias?

Generally, (gender) bias and discrimination
can enter an Al system in two ways: through
the data used to feed and train the Al system,
and through the way the Al system is designed
and developed.

Who and what is represented
in datasets?

If the dataset used to feed and train an Al sys-
tem contains data that reflect inequalities,
the Al system will reinforce and magnify
these inequalities. This can happen, for exam-
ple, with historical data: data from the past
used by the Al system to make predictions for
the future, but which reflect an unequal situa-
tion. Thisis also what happened in the Amazon
CV tool example: because few women worked
at Amazon and the Al system relied on data
from past candidates, it concluded that

women were not good candidates. A dataset
represents the situation as it is or was, but also
adopts existing inequalities.

Moreover, even a dataset that does not contain
information about protected characteristics
such as sex can give rise to gender discrimina-
tion on the part of the Al system, via data that
can be indirectly linked to a woman - such as,
for example, membership of certain (women’s)
clubs or hobbies. Bias can also develop over
time.

Who is creating the Al system?

In the design and training of an Al system,
the opinions and worldview of the devel-
oper inevitably and unconsciously play a
role. Women are under-represented in the
technology and ICT sector: less than one in
five ICT specialists in Belgium and the EU is a
woman. At the major international technology
companies (GAFAM), between one-fifth and a
quarter of technical roles are filled by women.
When decisions about a technology are made
primarily by individuals who represent only
half the population, we miss the insights and
solutions of the other half. Input from more per-



spectives and diversity in a broad sense lead and jobsin the ICT sector therefore remains an
to better results, including in Al development. important challenge.
Attracting more women to STEM education

Anti-discrimination in the work context: legal framework

We speak of discrimination when a person or a group with a certain characteristic is
treated less favourably because of this characteristic. This concerns an equivalent
situation in which the only difference between the groups or individuals is whether or
not they possess this characteristic.

Anti-discrimination laws protect various personal characteristics of people, also
called ‘protected characteristics’. The Institute is tasked with monitoring compliance
with 11 different characteristics included in the Gender Act®: sex, pregnancy, med-
ically assisted reproduction, childbirth, breastfeeding, motherhood, family responsi-
bilities, gender identity, gender expression, sex characteristics, and medical or social
transition.

Discrimination in the workplace is prohibited, the so-called ‘labour relations’. This
includes the entire employment process, from the job posting to the end of employ-
ment and all the stages in between (job application, promotion, remuneration, eval-
uation, etc.).

Direct discrimination: when, in a comparable situation, a direct distinction is made
between persons because of one or more of the protected characteristics. This is the
case with Al when, for example, a system is instructed to assign a lower score to appli-
cants with children.

Indirect discrimination: when an apparently neutral provision, standard or practice
puts persons with one or more protected characteristics at a particular disadvantage
compared to others who do not possess said characteristics and there is no legal
justification for such. For example, this could involve an Al system that selects based
on the number of consecutive years of work experience a person has on their CV.

Law of 10 May 2007 on Combating Discrimination between Women and Men (Gender Act),
https://www.ejustice.just.fgov.be/cgi_loi/change_lg_2.pl?language=nl&nm=2007002098&la=N


https://www.ejustice.just.fgov.be/cgi_loi/change_lg_2.pl?language=nl&nm=2007002098&la=N

This puts women at a disadvantage because they are more likely to have gaps in their
CV due to pregnancy or care responsibilities.

Indirect differential treatment is prohibited unless there is a legitimate objective.
This must be sufficiently relevant, subjective considerations may not play a role,
and the means to achieve this objective must be appropriate and necessary. The
fact that many Al systems function as a black box whereby it is difficult to ascertain
how it arrived at a decision, makes it difficult for the employer to be able to give a
legitimate objective.

Cumulative discrimination: a situation that occurs when a person is discriminated
against as a result of a distinction based on multiple protected characteristics that
are added together but remain separable. This can happen, for example, when an Al
system assigns a lower score to the CV of a woman with a disability because she is
a member of a women’s chess club; because she gets one of the lowest scores, she
must do an online assessment. However, she has difficulty to complete the assess-
ment because she has a disability.

Intersectional discrimination: a situation that occurs when a person is discrimi-
nated against as a result of a distinction based on multiple protected characteristics
that interact with each other and become inseparable. For example, research has
shown that Al facial recognition systems are much less likely to correctly recognise
Black women than white men and white women. This can cause problems and even
exclusion when verifying someone’s identity in a video interview.

All of these forms of discrimination are prohibited and entitle victims to compen-
sation. Whether or not the discrimination against a person was intentional is irrel-
evant. This means that even if you, as an employer, did not know that your action
violated the prohibition of discrimination, you violated this prohibition and the victim
can claim compensation.



The Al Act — what
do employers
need to know?

The European Artificial Intelligence Act, or Al
Act, is the world’s first comprehensive legal
framework for Al.

This act aims to improve the functioning of the
internal market and promote the application
of human-centred and trustworthy Al, while
simultaneously ensuring a high level of protec-
tion of health, safety and fundamental rights,
and supporting innovation.

The Al Act takes a risk-based approach: the
higher the assessed risk of an Al system, the
more stringent the requirements it must meet.

The European legislator considers the deploy-
ment of Al in HR contexts to be sensitive
because employment-related decisions have
a major impact on people’s lives: job opportu-
nities, promotion, working conditions, evalua-
tions, dismissal, etc. Therefore, Al systems that
are:

¢ See Annex lIl of the Al Act.

1. “intended to be used for the recruitment
or selection of natural persons, in particu-
lar to place targeted job advertisements, to
analyse and filter job applications, and to
evaluate candidates”;

2. “intended to be used to make decisions
affecting terms of work-related relation-
ships, the promotion or termination of
work-related contractual relationships, to
allocate tasks based on individual behav-
iour or personal traits or characteristics
or to monitor and evaluate the perfor-
mance and behaviour of persons in such
relationships”®

are designated as ‘high-risk’.


https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=OJ:L_202401689#anx_III

In other words: Al systems designed to decide
or support a decision on recruitment and selec-
tion, conditions of employment, employment
contracts, task assignment and evaluation fall
under a more regulated framework.

It is the providers (the person or organisation
that develops or commissions the develop-
ment of an Al system) who must ensure that
their high-risk system meets a set of require-
ments, but there are also obligations for
deployers (the person or organisation using an
Al system under their authority, e.g. employers,
HR departments and government agencies).

As an employer who uses Al systems intended
for recruitment processes or HR management,
you are considered a ‘deployer’ and must com-
ply with certain obligations regarding proper
use, human oversight, data quality, monitoring,
logging and transparency.

7 See Article 26 of the Al Act.

Specifically, you must’:

take measures to ensure that Al systems are
used in accordance with the user instruc-
tions accompanying the systems;

provide human oversight by persons with
the necessary competence, training, author-
ity and support;

ensure that, if you have control over the
input data, it is relevant and sufficiently
representative of the Al system’s intended
purpose;

set up monitoring that allows the tracking
of an Al system’s operation and for the pro-
vider or distributor of an Al system and the
relevant market surveillance authority to be
informed quickly in the event of discrimina-
tion or other incidents;

maintain a register to preserve automati-
cally generated logs for at least six months;
and inform employee representatives and
affected employees prior to the commission-
ing of an Al system in the workplace.

In addition, the Al Act states that when a high-
risk Al system makes or assists in making deci-
sions involving natural persons, those persons
must be informed of that fact. This means that
both employees and applicants must be
clearly informed in advance if Al is used in an
HR or recruitment process.

The requirements that high-risk systems must
meet under the Al Act help reduce potential
(gender) bias and discrimination, but they
do not guarantee discrimination-free Al
Vigilance is always required.


https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=OJ:L_202401689#art_26

Using ChatGPT or other generative
Al systems to help you write a job
posting does not involve a high-
risk system. In that case, you do
not have to meet the correspond-
ing obligations. Nevertheless, the
use of these tools may also involve
gender bias and discrimination;
therefore, it is strongly recom-
mended that generative Al also be
included in an internal Al policy.



Problem or
question?

Are you working with an Al system and do
you have the impression that the results are
skewed or has some other incident such as a
data leak or cybersecurity problem occurred?
If so, immediately report this to the system
provider so they can take action. If problems
persist, you can contact the Belgian market
surveillance authorities, the Institute for the
equality of women and men if it involves gen-
der discrimination, and Unia for other forms of
discrimination.



Useful
documentation

European Commission — Al Act Single Information Platform
European Commission — Repository of Al Literacy Practices
Council of Europe — HUDERIA - risk and impact assessment of Al systems
European Social Partners — Framework Agreement on Digitalisation
FPS Economy — The Al Act, does it also apply to me? Guide for entrepreneurs (NL)
LAl Act, aussi pour moi ? Guide pour les entrepreneurs (FR)
Knowledge Centre Data & Society — Ethics in practice
High Council for Employment — Artificial intelligence in the Belgian labour market (NL)
Lintelligence artificielle et le marché du travail en Belgique (FR)
> VBO/FEB - Artificial intelligence and labour market: summary and takeaways (NL)
Intelligence artificielle et marché du travail : synthése et enseignements (FR)
> VBO/FEB — Al in the business world: towards a well-thought-out evolution (NL)
LIA dans le monde des entreprises : vers une évolution maitrisée (FR)
> UK Government Department for Science, Innovation and Technology — Guidance for
procuring and deploying Al responsibly in the HR and recruitment sector

vV V VvV VvV

Vv Vv

Disclaimer: the suggested measures in this brochure are not exhaustive. Applying the tips does not
imply automatic compliance with the Al Act or anti-discrimination laws.
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https://ai-act-service-desk.ec.europa.eu/en
https://digital-strategy.ec.europa.eu/en/library/living-repository-foster-learning-and-exchange-ai-literacy
https://www.coe.int/en/web/artificial-intelligence/huderia-risk-and-impact-assessment-of-ai-systems
https://www.businesseurope.eu/wp-content/uploads/2025/02/2020-06-22_agreement_on_digitalisation_-_with_signatures-de0-1.pdf
https://economie.fgov.be/sites/default/files/Files/Publications/files/De-AI-act-Ook-voor-mij-Gids-voor-ondernemers.pdf
https://economie.fgov.be/sites/default/files/Files/Publications/files/L-AI-ACT-Aussi-pour-moi-Guide-pour-les-entrepreneurs.pdf
https://data-en-maatschappij.ai/en/theme/ethics-in-practice
https://hrw.belgie.be/sites/default/files/content/download/files/2026_hrw_ai_verslag.pdf
https://cse.belgique.be/sites/default/files/content/download/files/2026_cse_ia_rapport.pdf
https://www.vbo-feb.be/nl/nieuws/artificiele-intelligentie-en-arbeidsmarkt-samenvatting-en-conclusies/
https://www.vbo-feb.be/fr/nouvelles/intelligence-artificielle-et-marche-du-travail-synthese-et-enseignements/
https://www.vbo-feb.be/nl/nieuws/ai-in-de-bedrijfswereld-naar-een-doordachte-evolutie/
https://www.vbo-feb.be/fr/nouvelles/lia-dans-le-monde-des-entreprises-vers-une-evolution-maitrisee/
https://www.gov.uk/government/publications/responsible-ai-in-recruitment-guide
https://www.gov.uk/government/publications/responsible-ai-in-recruitment-guide
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