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Public Policy AI and EEOC: Navigating the
Intersection

This presentation explores the intersection of artificial intelligence (AI) and the Equal
Employment Opportunity Commission (EEOC), providing insights into the potential impact of
Al on workplace fairness and compliance. The EEOC enforces federal laws prohibiting job
discrimination based on race, color, religion, sex (including gender identity, sexual orientation,
and pregnancy), national origin, age (40 and over), disability, and genetic information.

Al-powered tools are increasingly used for screening resumes, scheduling interviews, and
evaluating candidates. Al systems are employed to analyze employee performance data and
identify potential issues or areas for improvement. Al is used to analyze compensation data and
suggest adjustments based on performance, market trends, and other factors.

Al models can perpetuate existing societal biases based on data they are trained on, leading to
unfair outcomes for certain groups. The decision-making processes of Al systems can be
opaque, making it difficult to identify and address potential biases. Over-reliance on Al can lead
to reduced human interaction and a lack of opportunity for individuals to explain their
qualifications or challenges.

The EEOC has issued guidance emphasizing the importance of fair and equitable use of Al in
employment decisions. Employers should ensure transparency in the design, use, and results of
Al systems. Regular auditing of Al systems is essential to identify and mitigate potential bias.

Al systems should be designed to treat all individuals fairly, without discrimination based on
protected characteristics. The decision-making processes of Al systems should be transparent
and understandable to both employers and employees. Employers should be accountable for the
design, implementation, and outcomes of Al systems used in employment decisions.

Examine the data used to train Al models to identify potential biases and ensure it represents a
diverse range of individuals. Assess the accuracy and fairness of Al models to determine if they
are producing unbiased and consistent outcomes. Maintain thorough documentation of the Al
system's design, training data, and evaluation results to demonstrate compliance.

Train HR and hiring managers on the risks and responsibilities associated with Al. Carefully
assess the potential for bias in Al systems before implementing them. Regularly monitor Al
systems for compliance and address any identified biases. Partner with legal and technical
experts to ensure responsible Al implementation.

Several cases have involved allegations of Al-powered hiring systems discriminating against
women or minorities. Al-based performance evaluation systems have been challenged for
perpetuating bias in promotion and compensation decisions. The EEOC is actively investigating
complaints related to Al bias in employment decisions, leading to potential legal actions.
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Embrace transparency in Al systems to ensure accountability and fairness. Regularly audit Al
systems to identify and mitigate potential biases. Maintain human oversight in employment
decisions to ensure fairness and accountability.



