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Welcome to our 2025 Diversity, Equity, and Inclusion (DEI)
Report, our second annual report in this journey. This is more
than a report, it is a snapshot of our journey toward building a
workplace where everyone can bring their full selves, feel seen
and make an impact.

Our traineeships last around two years, welcoming new
employees as others complete their program and move on. This
keeps our workplace dynamic but also means our DEI data
changes rapidly. An annual report is therefore essential: it
captures our progress, shows what we are proud of and
guides the next steps toward a better workplace.

We measured our progress using both data and experiences.
Workforce and candidate data gave us some insights on the
state of our diversity. Our equity and inclusion are reflected in
the Great Place to Work results, where we were awarded first
place among small enterprises. This demonstrates our
commitment to a culture where everyone feels valued and
supported.

Inside, you will further explore our 2025 initiatives and discover
the next steps we are taking in 2026 to grow even further. This is
more than our story, it is an invitation to join us, reflect and take
action. Together, we can create a workplace that is inclusive,
equitable and vibrant, shaping a better future for everyone.

Introduction
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What is DEI?  
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Word of the CEO
At Ormit Talent, we believe better leadership starts with better perspective. And better

perspective comes from bringing different people, experiences and voices into the

room.

For me, DEI is not about ticking boxes or using the right vocabulary. It is about building

a culture where people feel respected, included and able to contribute at their best.

That is not only the right thing to do, it is also what makes teams stronger, decisions

better, and organisations more future-proof.

As a company that develops NextGen Talent, we have a clear responsibility. We want

tomorrow’s leaders to be ambitious and high-performing, yes, but also open-minded,

fair and aware of the world around them. Leadership without empathy is incomplete.

In that sense, empathy may well be one of the most underrated superpowers of this

decade.

Our ambition is simple. We want Ormit Talent to be a place where people can grow,

belong, and make an impact — without having to leave part of themselves at the

door. If we can keep doing that, we will not only build better careers, but better leaders

too.

And that seems like a pretty good return on effort. 

DIVERSITY

Representation of
various identities in

the workplace 

EQUITY INCLUSION

Fair treatment and
equal access for all

employees

Individuals are
actively engaged so

they feel valued,
welcomed,

supported and can
fully participate in

the workplace 

Thomas De Wulf
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Diversity

Workforce diversity 

We are convinced that diverse backgrounds enrich our thinking and enhance our
ability to achieve results together. 

Based on data from 129 people who worked at Ormit Talent in 2025, including
internal staff and trainees, we measured five dimensions of diversity. These
dimensions were selected based on the data currently available. The results helps
us identify opportunities for improvement. 



Education diversity
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2 Only internal staff (22 people) are included for age diversity. Including trainees would distort the representation, as our 2025 traineeships
require a maximum of three years of work experience and would therefore skew the workforce toward the 20–29 age group

Gender diversity Mother tongue diversity

Country-of-birth diversity

Nationality diversity Age diversity2

Male 
44%

Female
 56%

Male 
45%

Female
 55%

2024

Dutch
 65%French

 27%

Other
 8%

Dutch
 55%

French
 30%

Other
 15%

Other 
15%

Social
Sciences

31%

Business
54%

Business
51%Social

Sciences
32%

Other
17% Belgium 

94%

Other 
6%

Belgian
90%

Other
10%

30-39
45%

20-29
18%

40-49
23%

50-59
9%

Our workforce 2025

2024

2024

60-69
5%

Other
36%

Belgian
64%

BP1

Male 
48%

Female
 52%

BP1

1 BP = Belgian population



To assess the inclusiveness of our recruitment process, we analysed gender and
mother-tongue diversity throughout the entire hiring pipeline. For gender, our
results can be compared with the Belgian population. This serves as the benchmark
we aim to reflect. For mother tongue, no national data exists. However, the leads
(potential candidates who have shown interest) provide a useful reference point, as
their distribution closely aligns with estimates for the Belgian population.

Female Male

0% 20% 40% 60% 80% 100%

Hired
Offer

Assessment
Preselection

CV Screening
Belgian population

Dutch French Other

0% 20% 40% 60% 80% 100%

Hired
Offer

Assessment
Preselection

CV Screening
Leads
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Hiring diversity

Let’s discuss
Gender diversity remains relatively stable throughout the hiring process and
aligns with the Belgian population. However, in the early stages, there is a higher
proportion of male and French-speaking candidates which shifts in the opposite
direction towards the end of the process. This is an area we plan to examine more
closely in 2026. Additionally, candidates with other mother tongues than French or
Dutch almost disappear by the final stages, likely because most traineeships have
strict language requirements driven by market needs.

Hiring diversity 20253

Mother-tongue 

3 We limit our analysis to gender and mother tongue because requesting additional data from candidates is neither desirable nor always
legally permitted. Collecting information unrelated to the job could conflict with non-discrimination regulations

Gender



Justice measures the extent to which employees perceive that management
promotes inclusive behavior, avoids discrimination and is committed to
ensuring fair appeals

Impartiality measures employee perceptions of the degree to which management
avoids favoritism and actively promotes the fair assessment of people
for positions and work assignments
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Equity and Inclusion
We value equity and inclusion as key drivers of a positive workplace.
We measure Equity and Inclusion using results from Great Place to
Work (GPTW, response rate of 83%). GPTW ranked us number one
among small enterprises. This result confirms that we provide a
welcoming workplace. This drives us to raise the bar and continue
fostering a culture where all team members can flourish.  

The overview below presents selected Equity & Inclusion indicators and
statements, showing our results (Actual) alongside the average results
of all small enterprises participating in GPTW (Average). Participating
enterprises typically already perform strongly in these areas, meaning
the average is relatively high. 

EQUITY Indicators 

97% 96%

ACTUAL AVERAGE

87% 84%

Equity measures the degree to which there is balanced treatments for all
people in the distribution of intangible and tangible rewards

77% 87%



“I feel I receive a fair share of the profits made by this organization”
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Fairness
measures the extent to which employees feel that management
practices are fair by assessing the equity, impartiality and justice
employees perceive in the workplace

88% 90%

EQUITY Statements

57% 76%

“People here are paid fairly for the work they do”

68% 82%

ACTUAL AVERAGE

“Promotions go to those who best deserve them”

81% 82%

INCLUSION Indicators
Community reflects the deepest level of camaraderie that is developed within a

group and measures the extent to which employees consider that
there is a sense of “family” or “team”

97% 96%

ACTUAL AVERAGE
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Camaraderie  measures employees sense of enjoyment in the workplace by

assessing the level of intimacy they experience, the freedom they feel
to express themselves, the sense of hospitality in the workplace
environment and the extent to which people feel they are members of
a community

97% 96%

97%

Hospitality measures the extent to which employees feel the work environment is
friendly and welcoming and they can have fun and enjoy each other’s
company

96%

Intimacy measures people’s enjoyment of their colleagues, their sense that they
can be themselves, and that they can count on and support each other

97% 95%

INCLUSION Statements
“This is a physically safe place to work”

ACTUAL

99%

AVERAGE

98%



“The culture here is something unmatched. When I compare
myself to peers at other companies, I know no one that has a

culture that comes remotely close. The friendliness,
understanding and respect for each other is something I truly
value. I don't know if I would be able to be myself as much as I

am here at any other company.”

11“When you join the company, you are made to feel welcome”

99% 99%

“People celebrate special events around here”

99% 95%

Let’s discuss
Our results are generally in line with the average. The lowest values and the largest
discrepancy is observed in the equity scores. This may be because over 80% of our
GPTW respondents are trainees, whose development programme is part of their
compensation, resulting in a gross salary close to the market average. While our
inclusion scores are generally higher than those for equity, they also exceed the
average for small enterprises.

Ecovadis
EcoVadis, an independent external organization that evaluates and scores companies
on sustainability performance, has identified several strengths of Ormit Talent in both
equity and inclusion. These include, for example, our actions to promote equal
opportunities for all in the workplace and our actions to prevent discrimination during
recruitment phase. 

-Ormit Talent Employee

 “I am proud that inclusion is increasingly visible in the
choices we make, but we still have more work ahead to

strengthen equity.”
-Thomas De Wulf
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Client diversification
At Ormit Talent, our commitment to DEI goes beyond our organization, extending
to the clients and partners we work with. By collaborating with a diverse client base
across industries, regions and organizational sizes, trainees gain access to a wide
range of professional environments and opportunities. This prevents concentration
in a limited number of companies or locations, supports fair access to career
development, and helps promote inclusive practices across industries and regions.

Our client landscape in 2025

43%

Industries
represented

Unique
clients

30
10% Small

companies4

10% Medium
companies4

80% Large 
companies4

A clear DEI strategy with metrics and initiatives

Some DEI initiatives, but not very concrete
or measurable

No visible DEI efforts36%

21%

14

4 Small: 0-49 employees; Medium: 50-249 employees; Large: more than 250 employees

5 This classification is based solely on information publicly available on the organizations’ websites; some may have additional internal
initiatives or diversity practices that are not explicitly communicated online

Overview of Clients DEI efforts5



 

Assignments in 2025

57% in Brussels

1% in Wallonia6

 

42% in Flanders

122

13

6 Project opportunities tend to be more concentrated in Flanders and Brussels due to their stronger economic performance and higher
concentration of companies compared to Wallonia (Belga News Agency, 2025;  Vlaanderen.be,2024)



Our DEI journey so far
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Although Ormit Talent has only recently formalized its DEI reflections, this does not
mean that no initiatives existed before. On the contrary, inclusivity has always been
part of who we are, with ongoing efforts contributing to a more conscious
organization. The timeline below provides an overview of our DEI initiatives to date.

...

2021

2022

2023 2025

Internal DEI report
outlining key metrics
and initiatives7

Workshop: Become an
inclusive leader7

Hudson Equal Pay
Audit7

ESG Survey7

Transparent trainee
placement7

Exploratory
conversation and
reflections of DEI

First published DEI
annual report7

Vacancies on “Hijabis at
Work7

Employee reflection
exercice

DEI questions added to
applicant satisfaction
survey7

AssessFirst 

Inclusive office7

Flexible work
arrangements7

Inclusive recruitment
process7

Community service
and volunteering7

Unconsciousbias-
training added to
training portfolio7

Implemented a yearly
EcoVadis assessment

Work permit issued
to first non-EU
employee8

7 more information in the 2024 DEI report

2024

8 In discussion with our clients, we made the language requirements for certain traineeships more flexible. This allowed us to more easily
consider strong candidates who require a work permit and create more opportunities for qualified international talent. 

https://ormittalent.be/en/blog/our-2024-dei-report-is-out-heres-what-you-should-know/
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DEI questions in the applicant satisfaction survey
All candidates who participated in our selection process are invited to complete a
satisfaction survey that includes several DEI-related questions. Since the survey is
anonymous and conducted at the end of the application process, candidates can
provide honest feedback without feeling pressured to give overly positive scores.
The average DEI rating is 4.09 out of 5, with the most frequently mentioned reason
being a fair and inclusive environment. Additionally, 33.33% of respondents
identified as a minority. We also observe that the average DEI rating increases with
each stage of the hiring process.

As participation in this survey is new and voluntary, the response rate was relatively
low. Therefore the results are not representative. We plan to continue this survey in
2026, which should provide us with more results.

AssessFirst

In 2025, we decided to collaborate with a new selection test provider, called
AssessFirst.  This online tool measures personality, motivations and reasoning to
predict role fit. It is fully accessible to all candidates and scientifically validated to be
free from bias across gender, age, ethnicity and disability. This ensures every
applicant receives an equal, fair chance and that results remain consistent,
objective and supportive of our DEI goals.



Mindful moving In 2025  
We moved to a new office and wanted to make our new location an accessible
and inclusive environment with for example gender neutral toilets and a quiet
room for prayer or breastfeeding. Further we did not want to leave the good
things behind and wanted to make sure that, for example, our office Ramadan
calendar would find a home at the new location.

               This goal has been successfully achieved
However, we aim to further improve the level of privacy of the quiet room.
Additionally, we will provide sanitary pads to better support the needs of
our female employees.

             This goal has been successfully achieved
Despite achieving this objective, the 2024 DEI report unfortunately
received limited external views, likely due to its low visibility on our
website. Therefore, a new goal for 2026 is to ensure that the 2025 DEI
report is significantly more visible.
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Our DEI goals for 2026
We aim to keep learning, growing and strengthening our DEI efforts. For 2026 we
have set new goals but we will first evaluate how well we achieved our 2025
objectives, as these will form the foundation for our next steps. 

Goals 2025

Awareness and accountability 
In 2025, we aimed to promote the 2024 DEI report both internally to our
employees and externally to our applicants and clients to express our
dedication to DEI. This way we sought to raise awareness and keep ourselves
accountable to the goals we set for the future.



              This goal has been successfully achieved for the newly added
questions. The results are presented in the section ‘What we already do’.
Additionally, AssessFirst was implemented in 2025, contributing to a more
equitable recruitment process.

           The market analysis on our attractiveness as an employer to a
diverse public has not been implemented but has been postponed to
2026.

 

Diversity in our recruitment process 
New questions were planned to be added to the applicant satisfaction survey
to assess the diversity in our recruitment pool and how they perceive our DEI
efforts. This was also intended to be potentially accompanied by a market
analysis on our attractiveness as an employer to a diverse public.

17

Raise DEI-awareness 
We hoped to boost DEI awareness in an exciting way in 2025 possibly
through a workshop, activities, or an Inclusive Culture Scan. Our marketing
team has also planned to integrate a DEI theme into their social media
content schedule. Allocating dedicated time and space for DEI discussions
was intended to highlight our commitment to actively engage with this
important topic.

        This goal has been successfully achieved. The marketing team has
introduced several initiatives, for example  a video in which employees
share their views on diversity and inclusion at Ormit Talent and a
DEI‑focused newsletter. 

        The workshop and the Inclusive Culture Scan has not been
implemented but has been replaced by a reflection exercise for the
employees.



 - R. Roosevelt Thomas, Jr.
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 - R. Roosevelt Thomas, Jr.

         This goal has been successfully achieved for the inclusive
communication. English has become the main language at Ormit Talent.
Whereas meetings and presentations were previously mainly in Dutch or
French, they are now in English.

                  While the marketing team has not been able to focus on inclusive
communication, they are supported by a Grammarly extension that flags
non‑inclusive language.
.

Persuing inclusive communication   
Our marketing team appreciates diverse representation and balances
celebrating diversity while avoiding tokenism. In 2025, they wanted to focus
on learning more about inclusive communication to further improve their
approach. 

The rest of the staff also hoped to remain dedicated to improving inclusive
communication at Ormit Talent by choosing to communicate in English. This
way everyone can engage in every conversation regardless of their mother
tongue.



Ensuring unbiased hiring

Our long-term goal is to build a fully inclusive, non-discriminatory, and
unbiased hiring process. In 2025, we implemented AssessFirst. In 2026,
we will further explore the possibilities of our recruitment tools to
support this objective. For example, features such as blind CV’s and AI-
assisted screening are currently in the research phase and do not yet
have a confirmed release date. 

Although our hiring process is designed to reduce bias by involving
different assessors at each stage, we also aim to strengthen awareness
among all assessors involved in the process. Through reflection on
potential biases in the selection procedure and  with resources such as
podcasts, books, or workshops, they will further develop their
understanding of bias and inclusive hiring practices, supporting more
informed and equitable decision-making.
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Goals 2026

 
- R. Roosevelt Thomas, Jr.
 

- R. Roosevelt Thomas, Jr.

Detailed analysis

We will conduct a more in-depth analysis of our hiring
process to better understand why some candidates do not
complete the full journey, for example, why we hire more
Dutch-speaking candidates than French-speaking
candidates. In addition, we aim to explore our attractiveness
as an employer to a diverse audience through a market
analysis, identifying potential barriers to attracting a broader
and more diverse talent pool.



20

Increase visibility

We aim to enhance the external visibility of this report by, for
example,  making it more accessible on our website or sharing
it via email. This will help ensure it reaches a broader audience
and is viewed more frequently, reflecting the importance we
place on sharing our DEI progress transparently and helping us
attract more diverse talent.

DEI Survey 

To enable more measurable insights and a
deeper analysis in this report, we need additional
data. Therefore, we aim to develop a DEI survey
for our workforce that is anonymous, voluntary,
and fully compliant with GDPR regulations. 



This report reflects our ongoing commitment to building a more
diverse, equitable, and inclusive workplace. 

What we are proud of:

1. Gender distribution across our workforce is well-balanced
and remains largely stable at each stage of the hiring

process. 
2. First place in the Great Place to Work rankings, highlights

that inclusion is deeply embedded in our culture.
3. We achieved most of our 2025 DEI goals, demonstrating

steady progress in our DEI efforts.

This is our second DEI report, and while we are proud of our
progress, there is always room to improve, particularly in
strengthening our diversity data and advancing our equity
outcomes. We will continue learning, building on these
achievements, and working to maintain this positive trend in the
year ahead.

Now, let’s dive into our goals for 2026! 

All questions and comments are welcome at:
annick.lecoyer@ormittalent.be

It’s a wrap!

PS: If you read to this point, we appreciate you <3

Conclusion
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We’d love to hear your thoughts!

A big thank you to: 
Audrey Haenecour
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