
In the ever-evolving landscape of HR compliance, staying informed and adaptable is crucial, 
especially during periods of significant political and regulatory changes. This session will 
dive into the complexities and challenges HR professionals face focusing on the impact of 
executive orders and other regulatory shifts.

Navigating HR 
Compliance Amid 
Regulatory Shifts
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Learning 
objectives

Identify the executive orders issued by the 
current administration and their impact on 
HR policies and practices.

Discuss potential future regulatory changes 
and their implications for HR compliance.

Review proactive compliance strategies to 
navigate the uncertainties and ensure 
adherence to new regulations.
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Understanding the 
Executive Orders



55

Federal 
Contractors

Requires federal 
agencies to include 
specific terms in their 
contracts or grant 
awards that require 
contracting parties or 
grant recipients to 
comply with all 
applicable federal anti-
discrimination laws 
and certify that they 
do not operate any 
illegal DEI programs. 

Private Sector

Encourages the Private 
Sector to end ‘Illegal’ 
DEI discrimination and 
preferences.

Employment 
Impact

 Employment 
practices

 DEI initiatives
 Policies and 

procedures
 Commitment to 

Equal Employment 
Opportunity (EEO)  
and non-
discrimination

Ending Illegal 
Discrimination 
and Restoring 
Merit-Based 
Opportunity

1
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Gender 
Ideology

2

The EO states ‘Gender 
Ideology’ replaces the 
biological category of 
sex with an ever-shifting 
concept of self-assessed 
gender identity.
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1. Executive Order Protecting 
the Meaning and Value of 
American Citizenship

2. America First Policy Directive 
to The Secretary of State

3. Protecting the American 
People Against Invasion 

Immigration

3

President Trump issued 
a series of EOs that 
imposed significant 
reforms to the 
immigration system, 
many of which will have 
an impact employment.



8

Federal 
Funding

4

Some EOs have led to a 
pause or re-evaluation of 
federal funding for 
programs and activities, 
potentially impacting 
nonprofits that rely on 
government grants and 
contracts.

Financial 
Strain

Reduction 
of services

Increase 
demand

Economic 
impact

Job 
Insecurity
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Action Plan



10

Proactive 
Approach

Conduct a full review of workplace policies
 Review job descriptions and hiring/employment 

practices
 Assess workplace policies and programs

Prepare for increased compliance audits
 Conduct internal audits in preparation for increased audits/raids
 Provide training for staff on I-9 completion and document 

verification

Reevaluate DEI programs
 Monitor new legal developments and conduct regular 

assessments of DEI programs
 Employers may need to consider reframing DEI programs or 

Employee Resource Groups (ERGs should be open to all 
employees)

Prepare for potential federal investigations
 Ensure all employment decisions are based on objective, job-

related criteria to avoid potential legal challenges.
 Keep detailed records of hiring, promotions, and DEI program 

participation to demonstrate compliance with existing labor 
laws.
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I-9 
Compliance

EMPLOYEE

EMPLOYER
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I-9 
Compliance
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01

02

03

Establish clear and open 
communication channels

Open 
communication

Actively seeking and addressing 
employee feedback can help 
identify and resolve issues before 
they escalate. 

Providing support systems such as 
employee assistance programs 
(EAPs) and mental health resources 
can help employees cope with 
stress and maintain their well-
being

Managing 
Employee 
Concerns

Gain employee 
feedback

Offer support 
systems
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Leveraging 
Technology 
for 
Compliance

Compliance Monitoring

Reporting

Use of AI and Automation

Tools

Implementing systems to monitor 
and report compliance activities 
involves setting up tools that can 
track compliance-related data in 
real-time.

Using machine learning 
algorithms to analyze historical 
data, identify trends, and predict 
potential compliance issues.

Reporting tools can automatically 
generate reports, flag potential 
issues, and provide insights into 
compliance status.

Various tools such as HRIS 
systems, compliance risk 
assessments, HR compliance 
centers, or smart I-9 verification 
can make compliance easier.
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Funding Uncertainty

HR Responsibility

Transparency Communicate changes to employees in a timely manner, providing 
transparency and addressing concerns. 

Long-term planning Assist in positioning the organization to achieve strategic alignment, 
workforce planning, employee development, and performance 
management as there are shifts in regulations.

Budget optimization & 
resource allocation

Proactively review and revise HR budgets and work with leaders to 
identify cost-saving measures and areas for reallocation of resources.

Warn Act If layoffs or closures are anticipated, HR needs to be aware of and comply 
with the Worker Adjustment and Retraining Notification (WARN) Act, 
which requires employers to provide 60 days' notice to employees and 
relevant government agencies. 

Layoffs vs. Furlough Layoffs are a permanent or indefinite termination of employment. 

Furloughs are temporary unpaid leaves where employees remain on the 
company’s roster. Furloughed employees may retain benefits like health 
insurance and may qualify for unemployment benefits in some states. 
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Future State
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Navigating what's to come..

DEI:

 Employers could 
see further rollbacks 
on DEI programs.

 Potential bans on 
DEI metrics or 
initiatives (e.g. hiring 
goals, pay equity, 
bias/inclusion 
training)

 DEI shouldn’t 
disappear; it should 
evolve.

Immigration:

 Stricter eligibility 
criteria

 Impact on visa 
holders 

 Employer-
sponsored 
permanent 
residence 
applications may 
become more 
difficult
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Recap
Proactive preparation
HR must try to anticipate regulatory changes to remain compliant and 
effective. 

Stay informed - remain adaptable
Continuous education and updates on regulations help HR adapt strategies 
promptly. Develop flexible HR policies allows for quick adjustments to 
changes in regulations.

Engage with legal counsel
Consulting with legal experts can clarity on compliance concerns and 
minimize risk.
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Thank you for attending this presentation.

Amanda Erickson
Manager, Talent Management
amanda.erickson@wipfli.com


	Slide Number 1
	Slide Number 2
	Slide Number 3
	Slide Number 4
	Slide Number 5
	Slide Number 6
	Slide Number 7
	Slide Number 8
	Slide Number 9
	Slide Number 10
	Slide Number 11
	Slide Number 12
	Slide Number 13
	Slide Number 14
	Slide Number 15
	Slide Number 16
	Slide Number 17
	Slide Number 18
	Slide Number 19

