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1. Executive Summary

The European Union's Artificial Intelligence Act (EU AI Act) represents a paradigm shift in
how AI systems are regulated, particularly in high-stakes domains like recruitment. This

guide provides recruitment and staffing companies with a comprehensive understanding of
their obligations under the EU AI Act and GDPR.

⚠ Critical Deadline: Most AI systems used in recruitment are classified as 'high-risk'

and must be fully compliant by August 2, 2026. The ban on 'unacceptable risk' AI
practices, including emotion recognition in the workplace, takes effect February 2,
2025.

Non-compliance can result in fines of up to €35 million or 7% of global annual turnover,
whichever is higher. Beyond financial penalties, non-compliance can lead to reputational

damage, legal challenges, and operational disruptions.

2. EU AI Act Overview

2.1 Risk-Based Approach

The EU AI Act takes a risk-based approach, categorizing AI systems into four levels:

Risk Level Definition
Examples in
Recruitment

Requirements

Unacceptable
Risk

Practices that

threaten

fundamental rights

Emotion recognition,

social scoring
Banned entirely

High Risk
Systems that

significantly impact
rights

CV screening, video

interviews, matching
algorithms

Strict compliance

requirements



Limited Risk
Systems with
transparency

obligations

Basic chatbots
Transparency

requirements

Minimal Risk
Low-risk

applications

Simple automation

tools

No specific

requirements

2.2 Extraterritorial Scope

The EU AI Act applies to:

AI providers placing systems on the EU market

AI deployers (including recruiters) located in the EU

Providers and deployers outside the EU whose AI outputs are used within the EU

This means that any company, regardless of location, that uses AI to recruit candidates in

the EU must comply with the Act.



3. High-Risk AI Systems in Recruitment

3.1 What Qualifies as High-Risk?

According to Annex III of the EU AI Act, AI systems used for recruitment are classified as

high-risk when they are intended to be used for:

Recruitment or selection of natural persons (e.g., sorting, filtering, or ranking job
applications)

Making decisions on promotion and termination of work-related contractual
relationships

Task allocation and monitoring of individuals in work-related contexts

3.2 Common High-Risk AI Tools in Recruitment

1. CV Parsing and Screening Tools: Automated systems that extract information from

resumes and rank candidates

2. Video Interview Analysis: AI that analyzes facial expressions, voice patterns, or word

choices

3. Chatbots and Conversational AI: AI agents that conduct initial screening interviews

4. Matching Algorithms: Systems that match candidates to job openings based on skills

and experience

5. Predictive Analytics: AI that predicts candidate performance or cultural fit

Note: Voice AI systems that perform emotion recognition are classified as
'unacceptable risk' and are banned as of February 2, 2025.



4. Key Requirements and Deadlines

4.1 Timeline

Date Milestone Impact

February 2,

2025
Ban on unacceptable risk AI

Emotion recognition in recruitment

prohibited

August 2,

2026

High-risk AI requirements

effective

Full compliance mandatory for

recruitment AI

August 2,
2027

AI literacy and governance
requirements

Staff training and oversight
procedures required

4.2 Compliance Requirements for High-Risk AI

Deployers of high-risk AI systems must:

Risk Management

Implement a continuous risk management system

Conduct impact assessments before deployment

Document and address identified risks

Data Governance

Ensure training data is relevant, representative, and free from bias

Implement data quality controls

Maintain comprehensive data documentation

Technical Documentation



Maintain detailed technical documentation of AI systems

Document system capabilities and limitations

Keep records of system modifications and updates

Transparency and Disclosure

Inform candidates that AI is being used in the recruitment process

Provide clear explanations of how AI systems work

Disclose the logic behind AI-driven decisions

Human Oversight

Ensure human review of all AI-driven hiring decisions

Train staff to understand and interpret AI outputs

Implement procedures for human intervention

Accuracy and Robustness

Regularly test AI systems for accuracy and bias

Conduct adversarial testing to identify vulnerabilities

Monitor system performance continuously

Registration

Register high-risk AI systems in the EU database

Update registration when systems are modified



5. GDPR Considerations for AI in
Recruitment

The EU AI Act works in tandem with the General Data Protection Regulation (GDPR).
Recruitment companies must ensure compliance with both frameworks.

5.1 Key GDPR Principles

Lawful Basis: Establish a valid legal basis for processing candidate data (typically

consent or legitimate interests)

Data Minimization: Collect only the data necessary for recruitment purposes

Purpose Limitation: Use candidate data only for the stated recruitment purpose

Accuracy: Ensure candidate data is accurate and up-to-date

Storage Limitation: Delete candidate data when no longer needed

Security: Implement appropriate technical and organizational measures to protect
data

5.2 Automated Decision-Making (Article 22)

Article 22 of the GDPR gives candidates the right not to be subject to decisions based

solely on automated processing. This means:

Human review is mandatory for final hiring decisions

Candidates must be informed of their right to human review

Meaningful information about the logic of automated decisions must be provided

5.3 Data Protection Impact Assessment (DPIA)

A DPIA is required when AI processing is likely to result in a high risk to individuals' rights.
This includes most recruitment AI systems. The DPIA should:

Describe the nature, scope, context, and purposes of the processing



Assess the necessity and proportionality of the processing

Identify and assess risks to individuals

Document measures to address risks

5.4 Candidate Rights

Candidates have the right to:

Access their personal data

Rectify inaccurate data

Erase their data (right to be forgotten)

Object to automated decision-making

Receive an explanation of AI-driven decisions



6. Best Practices for AI Safety

6.1 Vendor Due Diligence

Request detailed technical documentation from AI vendors

Verify that vendors conduct regular bias testing

Ensure vendors provide transparency into system logic

Confirm that systems enable human oversight

Review vendor compliance with EU AI Act and GDPR

6.2 Bias Testing and Mitigation

Conduct regular audits to identify bias in AI outputs

Test systems across diverse demographic groups

Analyze hiring data for patterns of discrimination

Implement corrective measures when bias is detected

Document all testing and mitigation efforts

6.3 Human-in-the-Loop Design

Design workflows that require human review at critical decision points

Train recruiters to critically evaluate AI recommendations

Empower recruiters to override AI decisions

Document the rationale for all final hiring decisions

6.4 Transparency with Candidates

Clearly communicate the use of AI in job postings

Provide candidates with information about how AI is used

Offer candidates the opportunity to opt out of AI-driven processes



Respond promptly to candidate inquiries about AI use

6.5 Continuous Monitoring

Implement systems to track AI performance over time

Monitor for model drift and degradation in accuracy

Review AI outputs regularly for quality and fairness

Update and retrain models as needed

6.6 Staff Training

Educate recruiters on AI capabilities and limitations

Provide training on bias recognition and mitigation

Teach staff to interpret AI outputs critically

Ensure staff understand compliance obligations



7. Compliance Checklist

Immediate Actions (Before February 2, 2025)

Short-Term Actions (By August 2026)

Ongoing Actions

Audit all AI tools used in recruitment☐

Identify and discontinue any emotion recognition technology☐

Review vendor contracts for EU AI Act compliance clauses☐

Begin documenting AI systems and their use cases☐

Classify all AI systems by risk level☐

Conduct Data Protection Impact Assessments (DPIAs) for high-risk systems☐

Implement risk management procedures☐

Establish data governance protocols☐

Create technical documentation for all high-risk AI systems☐

Implement human oversight procedures☐

Develop transparency and disclosure mechanisms☐

Conduct bias testing and implement mitigation measures☐

Register high-risk AI systems in the EU database☐

Update privacy notices and candidate communications☐

Train staff on AI systems and compliance requirements☐



Monitor AI system performance continuously☐

Conduct regular bias audits☐

Update technical documentation as systems change☐

Review and update risk assessments annually☐

Maintain records of all AI-driven decisions☐

Respond to candidate requests regarding AI use☐

Stay informed about regulatory developments☐



8. Conclusion and Next Steps

The EU AI Act represents a fundamental shift in how AI is regulated in recruitment. While
compliance may seem daunting, it is an opportunity for recruitment companies to

demonstrate their commitment to fairness, transparency, and ethical AI use.

By taking proactive steps now, companies can:

Avoid significant financial penalties

Build trust with candidates and clients

Improve the quality and fairness of hiring decisions

Gain a competitive advantage in the market

Future-proof their recruitment processes

Recommended Next Steps

1. Conduct an AI Audit: Identify all AI systems currently in use and classify them by risk

level

2. Engage with Vendors: Ensure your AI vendors are on a path to compliance

3. Develop a Compliance Roadmap: Create a detailed plan with timelines and

responsibilities

4. Invest in Training: Educate your team on AI capabilities, limitations, and compliance

requirements

5. Seek Expert Guidance: Consider working with AI safety specialists to ensure

thorough compliance

Need Help? Verinika AI Safety specializes in helping recruitment companies navigate
the EU AI Act. We offer AI risk assessments, bias testing, compliance audits, and

implementation support. Contact us to learn how we can help you achieve compliance
with confidence.
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