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Learning
ohjectives

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

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

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



Understanding the
Executive Orders




Ending lllegal

Discrimination

and Restoring
Merit-Based
Opportunity

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.
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Private Sector

Encourages the Private

Sector to end ‘lllegal’

DEI discrimination and

preferences.
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Employment
Impact

Employment
practices
DEI initiatives
Policies and
procedures
Commitment to
Equal Employment
Opportunity (EEQ)
and non-
discrimination
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Gender
Ideology

The EO states ‘Gender
Ideology’ replaces the
biological category of
sex with an ever-shifting
concept of self-assessed
gender identity.




Immigration

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

an impact employment.
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1. Executive Order Protecting

the Meaning and Value of

American Citizenship
\_ J
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2. America First Policy Directive
to The Secretary of State
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3. Protecting the American
People Against Invasion
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Federal
Funding

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.

Job Financial
Insecurity Strain

Economic Reduction
impact of services

Increase
demand




Action Plan




Proactive
Approach
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Conduct a full review of workplace policies

= Review job descriptions and hiring/employment
practices

=  Assess workplace policies and programs

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 increased compliance audits
= Conduct internal audits in preparation for increased audits/raids

= Provide training for staff on I-9 completion and document
verification

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.



Section 1. Employee Information and Attestation: Employees must complete and sign Section 1 of Form -8 no [ater than the first
day of employment, but not before accepting a job offer.

Last Name |Family Name) Firsl Name (Given Rame) Middlle Initial (i any) | Oiher Last Names Used (il any)
Address [Shrest Number and Name) A, Number {if any) | |Gty or Tawn State TP Code
D of Birth jmm/ddivyyy) L5 Socal Security Mumiber Employes's Email Address Employes's Telephone Number
| |
E M p LOY E E _J | am aware that faderal law Check one of he lallowing bores I attest 1o your cilkzenship of Immigralion stabus (See page 2 and 3 of the instruchons. )

provides for imprisonment andior | ’
fines for false statements, or the 1._Achizen of the Unled States

use of false documents, in A nontilizen national of the Uniled States (See Instruclions.
connection with the complation of 3. Alawlul permanent resident (Enter USCIS or A-Number ) |

glfi:ﬂdm"ll!"- ::;ttat!ﬁ&"iﬁ:mp:g:? _|j 4. Amoncilizen (sther than ltem Numbers 2. and 3. sbove) suthorized 1o werk unil (exp. date, if any)

I-9 including my selection of the box
attesting to my citizenship or

ha

I you check bem Murmber 4. enter one of these:

immigration status, is true and USCIS A-Number Form -84 Admission NMurmiber Foreign Pasaport Number and Country of [ssusance
o correct. bR o
Compliance T o
If a preparer andlor transkator assisted you in completing Section 1, that parson MUST complete the Preparer andior Translator Cartification on Page 3.
Section 2. Empl Review and Verification: Employers or their authorized representative must complete and sign Section 2 within three
business da]ra after am)| 's first day ufmplt#:lnwrt and must physically examine, or examing consistent with an alternative procedure
authorized by th % , documentation List A OR a combination of documentation from List B and List C. Enter any additional
- documentation in the Add | Information box; see Instructions.
List A Lot B AND, Lisi
Document Title 1
|s=ing Autharity
Docurment Nurmber (i any)
Expiration Date (il any)
Dacument Title 2 (if any)
Issuing Autharity
Docusment Nurbes (if any)
Expiralion Diate (i any)
EM pLOYER a Dacumant Title 3 (if any)
laging Autharity
Discument Murnbes (i any)
Expiration Dabe (it any) Check here if you used an allemalive proceduse authesized by DHS to axamine documents.
a
Certification: | attest, under penalty of perjury, that (1) | have examined the documentation presented by the sbove-named | |0 Doy f Employment
employse, (2) the above-listed documentation Appears 1o be genuine and to relate to the amployes named, and (3] in the {meniddfyyyy):
best of my knowledge, the smployes is authorized to work in the United States,
Lasi Mame, Firs! Name and Tille of Employer or Autharized Represenlative Signaiure of Employer or Authorized Representative Today's Date (mmiddiyyyy)
n
Ermgloyes's Business or Organization Name Employer's Business or Organizaion Address, City or Town, Slate, ZIP Code




1-9
Compliance
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LIST A

Documents that Establish Both Identity
and Employment Authorization

OR

LISTB

Documents that Establish ldentity AND

LISTC

Documents that Establish Employment
Authorization

1. U.5. Passport or LS. Passpart Card

2. Permanent Resident Card or Alien
Registration Receipt Card (Form 1-551)

3. Foreign passport that contains a
temporary I-551 stamp or temporary
I-551 printed notation on a machine-
readable immigrant visa

4. Employment Authorization Document
that contains a photograph (Form |-TGE)

5. For an individual temporarily authorized
o work for a specific employer because
of his or her status or parole:

a. Foreign passport; and

b. Form I-84 or Form |-844 that has
the following:

(1) The same name as the
passport; and

(2) Anendorsement of the
individual's status or parole as
lang as that period of
endorsement has not yet
expired and the proposed
employment is not in conflict
with any resfrictions or
limitations identified on the form.

6. Passport from the Federated States of
Micronesia (FSM]) or the Republic of the
Marshall Islands {(RMI) with Form 1-84 or
Form -84 A indicating nonimmigrant
admission under the Compact of Free
Association Between the United States
and the FEM or EMI

. Driver's license or ID card issued by a State or

oullying possession of the United States
provided it conteins 8 photograph or
information such as name, date of birth,
gender, height, eye color, and address

. 1D card issued by federal, state or local

govemment agencies or entities, provided it
contains a photograph or information such as
name, date of birth, gender, height, eye color,

1. A Social Security Account Mumber card,

unless the card includes one of the following
restrictions:

(1) MOT VALID FOR EMPLOYMENT

(2) VALID FOR WORK OMLY WITH
INS AUTHORIZATION

(3) VALID FOR WORK OMLY WITH
DHS AUTHORIZATION

and address

3. School ID card with a photograph

4. Yoter's registration card

2. Certification of report of birth issued by the
Department of State (Forms DS5-1350,
F5-545, F5-240)

5. LS. Military cand or draft record

6. Military dependent's ID card

3. Original or cedified copy of birth certificate
isswed by a Siate, county, municipal
authonty, or temritory of the United States
bearing an official seal

T. W.5. Coast Guard Merchant Mariner Card

4. Native American fribal documeant

B. Mative American tribal document

5. U.5. Citizen I Card (Form |-187)

8. Driver's license isswed by a Canadian
govemment authority

6. Identification Card for Use of Resident
Citizan in the United Stafes (Form |-178)

unable to present a document
listed above:

For persons under age 18 who are

10. School record or report card

11. Clinic, doctor, or hospital record

12. Day-care or nursery school record

T. Employment authorization document
issued by the Department of Homeland
Sacurity
For examples, see Section T and
Section 13 of the M-274 on
uscis.gowi-S-central.

The Form |-T66, Employment
Authorization Document, is a List A, lem
Number 4. document, not a List C
document.

Acceptable Receipts

May be presented in lieu of a document listed above for a temporary period.
For receipt validity dates, see the M-274.

#» Receipt for a replacemeant of a lost,
stolen, or damaged List A document.

« Form |24 isswed to a lawful
permanent resident that contains an
I-551 stamp and a photograph of the
individual.

« Form |-84 with "RE” noftation or
refugee stamp issuwed to a refuges.

OR

Receipt for a replacement of a lost, stolen, or
damaged List B document.

Receipt for a replacement of 8 lost, stolen, or
damaged List C document.




Managing
Employee
Concerns
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Open
communication

Gain employee
feedback

Offer support
systems

Establish clear and open
communication channels

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



Leveraging Compliance Monitoring
Technology | |
Implementing systems to monitor
fOI’ and report compliance activities
Complia nce involves setting up tools that can
track compliance-related data in
real-time.
Reporting

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

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

Tools

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



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 & Proactively review and revise HR budgets and work with leaders to
resource allocation 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
iInsurance and may qualify for unemployment benefits in some states.
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Future State




Navigating what's to come..

DEI: Immigration:
= Employers could = Stricter eligibility
see further rollbacks criteria
on DEI programs. = Impact on visa
= Potential banson holders
DEI metrics or = Empblover-
initiatives (e.g. hiring boY
, sponsored
goals, pay equity, permanent
bias/inclusion residence
training) applications may
= DEIshouldn't become more
disappear; it should difficult

evolve.




Recap
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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.



Thank you for attending this presentation.

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

wipfli.com

© 2025 Wipfli LLP. All Rights reserved. “Wipfli" refers to Wipfli LLP.
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