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About Aspect43

Our team spends every day trying to understand why work isn't working the way it should - This comprehensive landscape guide covers:
speaking with leaders, HR teams, and employees; running focus groups and 1:1 interviews;

surveying thousands of workers each year; and meeting with the technologies shaping the future
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Our Category Guides break down complex topics into clear, straightforward explanations. They

offer an unbiased look at the category, its purpose, the problems it solves, how it fits within the LI o] o 11 3 T [} GO RO 24
modern HR tech stack, and the business impact it can deliver. No hype - just the information you

need to decide what'’s right for your organization.

Beyond our research, we speak at HR and business conferences, collaborate with technology
companies and service providers, and advise investors, helping them understand the voice of the
customer and employee, strengthen product strategy, and educate their internal teams on market
needs.

© 2025 Aspect4d3, a research division of Jumpstart HR. All rights reserved. This report is
intended for informational and educational purposes only and does not constitute legal,
financial, or professional advice. No part of this publication may be reproduced, distributed,
or transmitted in any form or by any means without prior written permission from Aspect43.
The views expressed reflect independent research and analysis and are not endorsements

Aspect43 is the research division of Jumpstart HR. of any specific vendor, product, or service.

Access our research for free or join one of our focus group panels at Aspect43.com/insights.
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Introduction

Compliance isn’t a cost center; it's a strategic lever.
It protects your brand, reduces risk, creates consistency, and gives companies the foundation they need to grow with
confidence.

Compliance is like the foundation of a building. You don’t see it every day, but everything depends on it. When the
foundation is weak, the entire structure wobbles - new hires feel it, managers feel it, and leadership feels it. But when the
foundation is solid, the organization can grow, expand, and adapt without fear of cracks forming under pressure. HR
compliance creates that stability. It's not flashy, but absolutely essential.

For years, compliance was seen as a checkbox. Today, it's proof of how an organization treats its people. When policies are
clear, applied consistently, and backed by systems that actually work, employees experience fairness and predictability, not
confusion or frustration. Compliance becomes a signal that the organization operates with integrity.

In a modern workplace shaped by distributed teams, public accountability, and rapid regulatory change, compliance isn’t
static. It's an active, evolving function that touches every employee experience and needs technology capable of keeping

up.
The Evolution of Compliance

Compliance has shifted from tracking policies to actively protecting organizations and employees. The strongest programs
today are built into daily workflows instead of sitting off to the side. They rely on technology for consistency, real-time

updates, and clear audit trails.

Compliance has become foundational - supporting business readiness, employee trust, and the ability to scale responsibly.

Compliance is like the
foundation of a building.

You don't see it every day,

but everything
depends oniit.
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Introduction, cont.

Why Compliance Matters Now - A few major forces have pushed compliance into the spotlight:

” é
T\
Laws are changing faster Workforces are more distributed, Al is entering HR Investors and boards Employees expect
- from pay transparency creating overlapping and workflows, bringing new expect transparency in fairness, and they’re
to Al regulations. conflicting jurisdictional scrutiny around fairness human capital reporting. willing to leave if they
requirements. and data use. don’t experience it.

Traditional manual compliance processes can't keep up. Organizations now need systems designed for complexity, not just good intentions.

Whether you're building your foundation or strengthening it, this guide helps you understand what matters, what’s shifting, and what it means for your

organization.
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Part 1: HR Compliance Today

Compliance has become a board-level topic. Over the past decade, employers have had to navigate a dramatic rise in
regulatory complexity - local, state, federal, and increasingly global. And 60% of employers say their organizations are
only moderately, somewhat, or not well informed about local regulatory changes.’

Remote and hybrid work made this even harder. Employee location now determines many compliance requirements,
and companies with global workers must align with cross-border laws, data protections, and country-specific
employment rules. Digital tools, remote work, and Al have added new dimensions of risk, too.

The result: compliance is no longer a defensive function. It's a core component of reputation, trust, and scalability. ‘O S p ecC t43[’”5‘”%ﬁ

Major Shifts Behind This Transformation 6 8 O/
0

e Many employers struggle to keep up with changing laws, especially at the local and state level. .
of companies say

compliance is how
one of their top
three priorities -
up from just 41%
two years ago?

e Distributed workforces introduce new tax, payroll, leave, and posting obligations.

e Enforcement is increasing: discrimination claims, wage and hour lawsuits, and ADA-related actions continue to rise.
e Workplace regulations are becoming more polarized across states.

e Data privacy and cybersecurity are now HR responsibilities.

e Compliance costs are rising, driving executive urgency.

Compliance spans labor laws, pay practices, tax requirements, data privacy, benefits, safety, anti-discrimination
obligations, and now Al-driven decision making. Companies must ensure both internal policies and external practices
align, and do so consistently across jurisdictions.
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Modern Compliance
Programs

A strong compliance program is more than policies
and paperwork.

It's the set of practices, habits, and safeguards that
help an organization operate fairly, consistently, and
confidently.

Modern programs typically include the following
components.

Each of these components can be supported by
purpose-built tools or embedded into broader HCM
platforms.

In Part 2, we'll explore how these programs affect
business outcomes, from risk and cost to employee
trust and brand reputation.

Documentation & Policy Management

Every organization needs clear policies and a reliable way to share them. This includes employee handbooks, codes of
conduct, job classifications, employment contracts, and required notices. A modern compliance program ensures that policies
are up to date, distributed consistently, acknowledged by employees, and stored in a way that makes audits or reviews
straightforward rather than stressful.

Eligibility & Verification

This component ensures people are authorized to work and properly classified. It includes tasks such as completing and
verifying 1-9s, confirming tax documents, determining whether someone should be an employee or contractor, and following
jurisdiction-specific onboarding rules. Getting this right protects the organization from penalties, misclassification claims, and
avoidable legal exposure.

Automation & Rule Enforcement

Compliance shouldn’t rely on memory or manual checks. Modern programs build guardrails into everyday processes - ensuring
scheduling limits are observed, wage rules are followed, leave is tracked correctly, and approvals happen when they should.
Automation helps prevent mistakes before they become violations and frees HR to focus on bigger issues rather than policing
procedures.

Training & Certification

Training is often required by law, but it's also a foundation for a safe, respectful workplace. A modern program ensures
employees receive timely training on harassment prevention, safety, ethics, cybersecurity, and other required topics. It also
tracks recertifications and completion records so the organization can demonstrate good-faith compliance if questions arise.

Audit & Risk Monitoring

Knowing where risks exist is essential for staying compliant. Modern programs monitor high-risk activities (such as hiring,
promotion, pay, scheduling, and terminations) and track patterns that could signal a problem. Regular audits, documentation
reviews, and risk assessments help catch issues early and ensure the organization is prepared for regulatory attention.
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Strategic Compliance Maturity Model

Organizations evolve through distinct stages as their compliance needs, workforce, and complexity grow. Each stage has real strengths and real limitations. The goal
isn't perfection at the highest level - it's clarity about where the company is today and what it will take to support the next phase of growth.

I:I\
0o
oo|80|oo
oo gg 00
oo 00
oo 00

Foundational Operational Strategic Integrated &
Compliance Compliance Compliance Predictive
Compliance
Keeps organization Improves accuracy Builds consistency and Creates resilience and
legally operational trust readiness
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Strategic Compliance Maturity Model, cont.

Stage 1: Foundational Compliance

At this stage, companies meet basic legal requirements using a combination of their HRIS or payroll
system and manual processes. Policies exist and are generally followed, but updates may be infrequent
and practices can vary widely across teams or locations. Reporting tends to happen reactively, often
triggered by an audit request, employee issue, or upcoming deadline.

The strength of this stage is its simplicity: processes are familiar, costs are low, and the organization still
meets the essentials. But the limitations are clear. Consistency is hard to maintain, gaps can go
unnoticed, and the approach does not scale well - especially for organizations with multi-state
employees or more complex workforce structures.

Stage 2: Operational Compliance

As the organization grows, compliance begins to integrate into everyday workflows. Teams adopt point
solutions for areas like leave, background checks, scheduling, or pay transparency. This creates stronger
coverage in specific domains, reduces manual errors, and helps HR stay ahead of common risk areas.

However, because each system operates independently, compliance becomes fragmented. One
department may follow rigorous, automated processes while another relies on manual steps. Data is
scattered across platforms, making it difficult to gain a full picture of compliance health or pull a unified
audit trail when needed. The company is improving, but the experience is uneven.

©2025 Aspect43 (Jumpstart HR) | HR Compliance Category Guide
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Strategic Compliance Maturity Model, cont.
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Stage 3: Strategic Compliance

Here, compliance becomes an intentional, coordinated organizational practice rather than a collection
of tasks. Policies are standardized, documentation is consistent, and cross-functional teams - HR,
Legal, IT, Finance, and Operations - begin working from a shared framework. Processes are designed to
be fair, defensible, and repeatable across the entire workforce, regardless of team or location.

This stage brings significant benefits: stronger protection in audits, greater trust from employees and
leaders, and a more scalable foundation as the company expands. But reaching and maintaining this
level requires cross-functional alignment, updated processes, and ongoing ownership. It may also
surface inconsistencies or outdated practices that need correction.

Stage 4: Integrated & Predictive Compliance

In the most advanced stage, compliance is woven into the company’s systems, decisions, and
governance structures. Automation enforces rules in real time across HR, payroll, and operational tools.
Documentation and audit trails are centralized. Leaders can see compliance risks and trends before
they become issues. Al models are governed and monitored. Regulatory changes trigger updates rather
than disruptions.

This stage offers the highest level of consistency, defensibility, and agility. It supports complex
business environments - multi-state operations, global footprints, M&A, IPO readiness, ESG reporting,
and rapid organizational change. But it also requires a strong foundation: integrated systems, reliable
data, shared ownership, and careful oversight to ensure automation doesn’t introduce new risks.

Key Insight

Every stage represents
progress.

Foundational compliance
keeps an organization legally
operational. Operational
compliance improves
accuracy. Strategic
compliance builds
consistency and trust.
Integrated compliance
creates resilience and
readiness.

The goal is not to skip steps
but to evolve intentionally -
aligning people, processes,
and technology to support a
compliant, confident, and
scalable organization.
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Part 2: Business Impact of HR Compliance

Compliance used to be about staying out of trouble. Today, it protects brands, supports employee trust, and
strengthens how companies operate.

Compliance as
Brand
Protection

The Cost of
Non-Compliance

01

03

Business
Impact

O 2 Trust,
Consistency,
and the ROI of
Fairness

04 ‘ Compliance
Maturity and
Market
Readiness

©2025 Aspect43 (Jumpstart HR) | HR Compliance Category Guide 10



*

Business Impact, cont.

Compliance as Brand Protection

A company’s reputation now hinges on how fairly and consistently it treats its workforce and that trust can
erode when compliance breaks down.

Regulatory enforcement is also increasing, with record recoveries from the U.S. Wage and Hour Division in
recent years. Companies with mature, well-documented processes respond faster and more confidently to
complaints, investigations, or public scrutiny.

Compliance is no longer behind the scenes. It's a public indicator of how seriously a company takes
fairness and responsibility.

Trust, Consistency, and the ROI of Fairness

Employees feel compliance every day - through leave decisions, policy application, onboarding
experiences, and reporting processes. When compliance works, it creates stability and psychological
safety.

Research shows high-trust workplaces experience stronger engagement, higher productivity, and better
collaboration.* When trust breaks down, withdrawal behaviors - absenteeism, disengagement, turnover

intention - rise.

Compliance maturity reinforces trust by delivering fairness and predictability.

69%

of job seekers
would reject a job
from a company
with a bad
employer
reputation®
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Business Impact, cont.
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The Cost of Non-Compliance
Non-compliance is expensive.

Recent analysis shows that non-compliant behavior costs organizations an average of $1.6M per year in
lost productivity, regulatory exposure, and time spent correcting issues.® The Department of Labor
continues to recover hundreds of millions annually in back wages, damages, and penalties. These aren’t
abstract risks; they're operational disruptions with real financial impact.

Low-trust environments magnify these risks. Stress and disengagement lead to inconsistent
documentation and decision-making, which increases compliance exposure. Modern systems reduce this
by adding automation, guardrails, and validation to daily workflows.

Compliance Maturity and Market Readiness

Mature compliance organizations adapt faster and scale more effectively. As laws change, reporting
expands, and Al takes hold, compliance maturity signals operational discipline to investors, partners, and
regulators.

Trust and compliance feed each other: fair policies build trust, and trust strengthens an organization’s
ability to apply compliance consistently.” Companies strong in both are better positioned for M&A, IPO
readiness, ESG audits, and global expansion, not just because they avoid risk, but because they’re built
on reliable systems and credible practices.

US Department of Labor
Wage & Hour Division
FY2024°¢

$273M

recovered in back
wages for
152,000 workers

$36M

in civil penalties
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Part 3: HR Compliance Technology
Market & Buying Insights

Compliance has become one of the most fragmented areas of HR technology.

Rather than sitting within a single platform, it is distributed across systems, processes, and teams. This creates confusion when trying to determine where compliance

“lives,” what tools are needed, and which categories are essential for the organization.

This section outlines the primary types of HR compliance technology, how they function, and the role each plays in supporting a modern compliance program.

Types of HR Compliance Technology

Modern solutions fall into four broad categories. While functionality may overlap across systems, each category supports a different level of compliance maturity and

operational need.

Core HR & Payrolli
Platforms with
Embedded
Compliance
Features

Point Solutions
with Compliance
Capabilities

Audit, Disclosure & Purpose-Built
Governance Compliance-First
Technology Solutions
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Core HR & Payroll Platforms with Embedded Compliance Features

Core HR and payroll systems have long been the foundation of compliance for most organizations. For years,
these platforms handled the essentials - tax filings, 1-9s, basic wage-and-hour rules, benefits administration,
and standard reporting. Many included simple rules engines to manage overtime calculations or eligibility

checks, but their compliance functionality was generally limited and often required manual interpretation from ) )
With employment laws changing

HR teams.
rapidly across all 50 US states,
That has changed significantly. relying on these providers helps
organizations stay accurate and
In the past few years, core platforms have invested heavily in modernizing their compliance capabilities. What compliant without constant
used to be a set of static rules has evolved into more dynamic, automated, and jurisdiction-aware engines that manual tracking.

can support complex, multi-state workplaces. Today, many of these systems offer far more robust compliance
features: automated updates for regulatory changes, multi-jurisdiction logic for pay and leave, built-in policy

and documentation workflows, and stronger audit trails across the employee lifecycle. See isolved's 50-state

employment law update here.

A new wave of innovation is also beginning to emerge. Several leading platforms are experimenting with or
already deploying Al-driven compliance assistants that help HR teams interpret requirements, guide managers
through the correct steps, and answer compliance questions in more intuitive ways. These “compliance
agents” aren’t replacing legal expertise, but they make it easier for teams to navigate day-to-day compliance
decisions with clarity and consistency.

Core systems still serve as the backbone of compliance infrastructure, but they are no longer limited to the
administrative basics. As regulations grow more complex and the workforce becomes more distributed, these
platforms are stepping into a more strategic role, providing HR teams with clearer guidance, stronger
automation, and increasingly predictive support.
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Point Solutions with Compliance Capabilities

Point solutions are designed to solve very specific HR or workforce needs - hiring, onboarding, scheduling,
learning, background checks, leave, and more. For years, these tools added basic compliance features where
necessary, such as required notices, timing rules, eligibility checks, or documentation prompts. They helped
organizations stay aligned with regulations at the moment work happened, even if their coverage was limited
to their immediate domain.

What's surprising is how this space has evolved.

Despite rapid innovation across HR technology, most point solutions have not expanded into deeper or more
sophisticated compliance capabilities. Instead of building full legal rules engines or multi-jurisdiction
automation themselves, many are now choosing a different path: partnering with compliance-first
platforms.

This shift reflects a clear trend in the market.

Compliance has become too complex - and too fast-moving - for niche tools to manage on their own. Rather
than trying to interpret regulations or maintain multi-state legal logic in-house, point solutions now integrate
with specialized partners who focus entirely on compliance intelligence. These integrations allow point
solutions to remain great at what they do operationally, while still providing users with more accurate,
consistent, and up-to-date compliance support.

The result is a stronger ecosystem overall. Point solutions maintain their agility and ease of use, while
compliance-first platforms supply the legal depth, rule interpretation, and updated guidance needed to keep
processes compliant. Together, they offer a more reliable and scalable approach than either could provide
alone.

Examples of Point Solution Functionality

Talent Acquisition
e Clear pay and benefits in job postings
e Proper handling of background checks
o Correct steps when dismissing a candidate

Workforce Management
e Accurate time records
o« Automated meal and break rules
» Fair and predictable scheduling

Onboarding
o Easy digital new-hire paperwork
o Verifying work eligibility
e Assigning required training on day one

Learning & Development
o Automatically assigning required courses
e Tracking certifications
e Ensuring harassment-prevention training

Leave & Accommodation
e Correctly calculating who qualifies for leave
e Sending the right notices on time
o Keeping documentation audit-ready
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Audit, Disclosure & Governance Technology

Audit and governance tools are becoming essential as regulations shift from simply requiring policies to
requiring proof those policies are followed. It's no longer enough to say you’re compliant; organizations must
show consistent practices across teams, locations, and time. It's no longer enough to

These tools make that possible. say you’'re compliant;

They centralize documentation, standardize investigations, and maintain clear records so companies aren't
scrambling during an audit. Many now go further, flagging potential gaps, identifying patterns of risk, and
preparing organizations for disclosures tied to EEOC, pay transparency, or SEC workforce reporting.

Audit technology is no longer a back-office function; it's a strategic asset.
It helps operationalize compliance, demonstrate fairness, and build trust with regulators, employees, and

stakeholders. As expectations for transparency grow, these systems have become critical infrastructure for
modern HR and compliance programs.

organizations must show
consistent practices
across teams, locations,
and time.
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Purpose-Built Compliance-First Solutions

These solutions are built specifically to manage the growing complexity of today’s regulations and requirements.

Compliance-first systems and services center their entire design around understanding the law, applying it
consistently, and guiding organizations toward the right decisions. They not only reduce ambiguity and create
defensible documentation, they also help teams stay ahead of regulatory changes, spot risks before they surface, and
increasingly offer predictive insights to prevent issues altogether. These tools make compliance clearer, more
consistent, and more scalable across locations, managers, and teams.

What’s changed in recent years is who can access this level of support.

These kinds of services were once available only through legal counsel - expensive, time-consuming, and out of reach
for many smaller organizations. Today, that’s no longer the case. Even companies with lean teams or less complex
structures face increasingly complicated compliance requirements, and the technology has finally caught up.

Modern compliance-first tools bring structured guidance, automation, and consistency to organizations of all sizes,
making advanced compliance capabilities far more accessible than they’'ve ever been.

With so many of these solutions emerging or rapidly maturing in the past few years, it can be difficult for companies to
understand what'’s available and where each tool fits. The following overview breaks down the major types of
compliance-first solutions and services so organizations can see the range of options and how they support a stronger,
more consistent compliance foundation.

©2025 Aspect43 (Jumpstart HR) | HR Compliance Category Guide 17
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Compliance-First Solutions Defined

Compliance Suites & Services

Compliance suites and employer services bring essential compliance functions like tax,
verification, reporting, unemployment, ACA, -9, and more, into one place. These offerings
combine technology with specialized operational support and integrate easily with existing
HR systems, allowing data to flow directly from HRIS, payroll, or ATS into the services that
monitor and process compliance. The result is fewer manual tasks, fewer errors, and more
consistent outcomes without adding workload to internal teams.

Providers like Experian Employer Services, ADP, and OutSolve show how these integrated
services now cover everything from routine payroll compliance to complex reporting that
once required large teams or costly legal support.

All Eyes on I-9s

Every U.S. employer must manage I-9s, and federal scrutiny is rising.® Audits
are increasing, penalties are higher, and even small mistakes can create
financial and operational risk.

I-9 verification services, included in many compliance suites, help reduce
that risk by automating the process, catching errors early, and keeping
documentation audit-ready. They also streamline remote verification for
distributed teams.

Strong I-9 compliance protects the business, prevents costly disruptions,
and keeps your workforce moving.

Employment Law & Company Policy Guidance

These platforms turn complex employment laws into clear, step-by-step guidance that HR
teams and managers can use in real time. They clarify what actions are legally required
before decisions are made, reducing interpretation errors and inconsistent practices.
Solutions blend legal rules with practical workflows and easy to use chatbots, making
compliance more accessible for organizations without large or specialized legal teams.

These platforms, such as VirgilHR, help organizations identify, track, and develop employee
skills. It involves assessing the current skill sets of employees, mapping them to the needs of
the business, and identifying gaps for workforce planning.

Labor Law Poster & Notice Compliance ) 8 o 0

With every regulation comes posting and

notification requirements, so staying current is a unique posting
challenge for any organization. requirements aCross
Poster compliance solutions help companies meet the United States,

all federal, state, and local notice obligations quhington, DC, &

across both physical locations and digital
workplaces. These tools automatically update
postings when laws change and ensure
employees receive the correct notices based on

where they work. Many are already built-in or ) 20 o

available through current HRIS systems.

U.S. territories

changes in the

past year alone
-PosterElite
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Compliance-First Solutions Defined, cont.

Training & Certification Compliance

These tools deliver and track required compliance training - harassment prevention,
workplace safety, cybersecurity, ethics, and industry-mandated certifications. They
automate recertification schedules, maintain documentation, and provide proof of
completion for audits.

Importantly, modern platforms like focus on effectiveness, not just completion. These
measure understanding, engagement, and behavioral outcomes so organizations can
demonstrate both compliance and impact. This reduces risk, improves learning retention,
and ensures training investments actually change how people work.

Leave & Accommodation Management Tools & Services

These systems help organizations navigate the complex mix of federal, state, and local
leave laws, as well as ADA accommodations. They automate eligibility checks, required
notices, documentation, timelines, and communication workflows so HR teams can manage
leave accurately and consistently. By standardizing these steps, companies reduce errors,
provide better support to employees, and maintain a defensible audit trail in a high-risk
compliance area. Solutions offer clear leave law interpretation and automated workflows
that help organizations follow the correct procedures consistently.

Pay Transparency & Pay Equity Analytics

These tools help organizations meet expanding pay transparency requirements and
understand pay equity across roles, levels, and demographic groups. They guide teams
through salary range disclosures, reporting obligations, and pay gap analysis. Platforms like
Syndio provide both analytics and actionable recommendations, helping companies make
fair, consistent pay decisions while reducing legal and reputational risks.

Screening & Background Check Compliance

Background checks remain one of the most sensitive and high-stakes parts of the hiring
process. They can slow down hiring faster than any other step, and a single compliance
mistake - from an incorrect disclosure to a mishandled adverse action - can put a company
at legal and reputational risk.

Modern screening platforms help organizations navigate complex federal, state, and local
regulations, including strict FCRA requirements, while keeping the process moving smoothly.
They automate required disclosures and consent, manage timing rules, and ensure adverse
action steps are followed consistently and documented thoroughly.

In addition, many organizations now use ongoing or continuous screening for roles involving
safety, security, credentialing, or fiduciary responsibility. Modern tools support this through
proactive alerts, follow-up workflows, and documentation that help organizations address
potential risks early.

Social media screening has also become an important component of this
category.

A recent ruling by the Ninth Circuit Court of Appeals (Okonowsky v. Garland)
reinforced that employee social media activity - even on personal accounts,
outside the workplace - can contribute to a hostile work environment,
exposing employers to liability under Title VII. As a result, organizations must
ensure that any social media screening is both compliant and structured,
avoiding bias and adhering to privacy and employment laws.®

Platforms like Fama help companies navigate this growing area by reviewing
publicly available information in a consistent, legally aligned manner.
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Compliance-First Solutions Defined, cont.

Offboarding, Layoffs & Separation Compliance

Separation-compliance solutions manage the highly regulated processes involved in
offboarding and workforce reductions. They automate severance calculations, required
notices, final pay timelines, eligibility rules, WARN Act evaluations, and federal and state
disclosure requirements to help ensure each step is completed accurately and consistently.

These solutions and services, such as Onwards HR, integrate with existing HR systems to
reduce manual processes, maintain audit-ready documentation, and support both individual
separations and larger reductions in force. Their role is to help employers apply consistent,
defensible practices while delivering a fair and compliant exit experience.

Layoffs can also carry long-term consequences - lower engagement, reduced productivity,
and reputational impact - which can make future hiring and retention more challenging.’®

Al Governance & Automated Decision-Making Compliance

As Al becomes more common in hiring, performance, workforce planning, and scheduling,
governance platforms help organizations manage the risks. These systems document how
automated tools make decisions, test models for fairness and accuracy, and ensure

compliance with emerging regulations around bias audits, transparency, and explainability.

(See more in the Al & HR Compliance section.)

Key Insight

HR compliance technology is not a single
category - it is an ecosystem.

Each component plays a role, and
organizations evolve through these categories
as their workforce, risk exposure, and
regulatory environment grow more complex.

Understanding the differences between these
solution types is essential for building a stack
that protects both the business and the
employee experience.
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Al & HR Compliance

Al is no longer experimental in HR - it's already embedded in the tools we use

every day. It screens candidates, schedules interviews, flags turnover risks,
recommends pay, and shapes performance decisions. In short: Al is now part
of how work gets done. And because it influences people decisions, it's also
a compliance responsibility.

Compliance has always been about clarity, consistency, and fairness. Those
expectations now apply to algorithms, too. If Al influences employment
decisions, it must be governed like any other compliance risk.

The Regulatory Landscape Is Catching Up Fast

Regulators in the U.S. and globally are rapidly defining how Al can be used in
hiring and workforce management. Across the United States, a growing
number of state and local jurisdictions have introduced requirements
governing automated decision-making in areas such as video interviews, pay
tools, workplace monitoring, and transparency. A recent Executive Order
asks federal agencies to assess conflicting state Al laws, signaling potential
federal pre-emption in some areas. For employers, this means the
regulatory environment may shift again, and leaders should be prepared for
changes in how Al-related compliance expectations are defined and
enforced. At the global level, the EU Al Act establishes one of the most
comprehensive frameworks to date, classifying most HR-related Al as “high-
risk” and requiring rigorous documentation and oversight.'?

We've officially shifted from policy exists > practice is consistent > prove it.

The DOL’s Al Workforce Hub'®

To help organizations navigate this transition, the Department of Labor is
preparing to launch the Al Workforce Hub, a cross-agency initiative focused

Better data and research on how Al is affecting HR practices, jobs, and
worker outcomes

Al-specific compliance guidance clarifying how existing labor laws apply
when automated systems are involved

Policy and program insights identifying where Al creates opportunity and
where it introduces new forms of risk

Importantly, the goal is not to slow innovation. Taylor Stockton, Chief
Innovation Officer of the U.S. Department of Labor, emphasized that good
governance enables innovation, noting:

Compliance can help accelerate Al innovation if it's approached in the right
way. The right compliance and governance can be critical in developing
trust, such that all stakeholders see the opportunities that Al brings and can
run even more effectively towards them together.

This reflects a broader reality of today’s workplace: Al is forcing compliance
and innovation to work in tandem. Compliance becomes the infrastructure
that allows organizations to adopt new technologies responsibly, supporting
fairness, transparency, legal alignment, and workforce trust.
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Al & HR Compliance, cont.

The Al Compliance Questions Every Organization Must Answer

As Al becomes embedded in daily workflows, organizations must be
intentional about where these systems add value and where human judgment
remains essential. Taylor Stockton emphasized the importance of examining
current processes first:

Organizations should aim to explore where Al can meaningfully
support a workflow, where human involvement is still necessary,
and how the two can work together. It’s also valuable to test Al-
driven outcomes against prior human-driven decisions to
understand what benefits arise, and where there is still need for
continued improvement.

This practical lens reinforces why governance matters. To meet growing
regulatory and ethical expectations, companies need clear answers to
questions like:

Have your Al models been checked - or independently audited - for bias
and fairness?

Can you explain how a decision was made and what role Al played?

Do applicants and employees know when Al is involved?

Can managers override Al recommendations when needed - and is that
documented?

Are logs kept so you can show what the Al did, when, and why?

These aren’t “nice-to-have” questions anymore - they’re becoming
compliance fundamentals.

What to Look for in Vendors (Today, Not Someday)

HR teams should expect vendors to provide:

Support for bias audits or third-party fairness assessments

A directory of HR tech solutions that are independently monitored

with key measures can be found here, provided by Warden Al

Consent and disclosure workflows that meet legal requirements
Explainability tools so HR can understand how decisions are made
Documentation and logs that support audits and investigations
Clear notation of where Al is used across hiring, pay, scheduling,
feedback, and development tools

HR doesn’t need to be the Al expert, but you do need partners who offer
clarity and transparency.

Key Insight

If your HR technology uses Al, your compliance program must
include Al governance. This is now a shared responsibility across
HR, legal, IT, and compliance.

The future of compliance isn’t just about policy; it's about practice,
proof, and the integrity of the technology shaping your decisions.
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Conclusion

Compliance is not just legal - it's foundational.

Like a building’s foundation, it supports everything above it: trust, culture, safety, fairness, and a company’s ability to grow

without cracks forming along the way. Build compliance well,
Modern HR technology must reflect that reality. Compliance can’t be bolted on at the end of a workflow or left to
interpretation. It must be embedded into the systems and processes employees rely on every day - clear, consistent, and m
dependable. 1 00 ~——
| , B | . | oo|80|oo
The right technology doesn’t replace HR; it empowers HR. It gives teams the structure, insight, and confidence to move from 00 00 00O
reactive work to proactive leadership. It ensures decisions are fair, defensible, and aligned with rapidly changing regulations. 00
And it allows the entire organization to operate with greater predictability and trust. g g m g g

As work becomes more distributed, regulations more complex, and technology more influential, compliance becomes a
strategic advantage. Companies that treat compliance as infrastructure - not an obligation - are the ones that scale faster,

reduce risk, and build workplaces where people want to stay. and the organlzqtlon can

grow with confidence.

A strong foundation makes everything else possible.
Build compliance well, and the organization can grow with confidence.
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Texperian.
° employer services

Experian Employer Services offers a full suite of HR, Payroll and Tax solutions through a client-first approach
with unmatched expertise. Eliminate operational burdens and reduce costs while improving compliance with
local, state and federal employer requirements. Experian has already improved the bottom line for over 3,500
employers and enhanced the experience for their more than 30 million employees. Our team of experts built a
new approach together — with our clients, our alliance partners and each other. Today, we offer the critical
solutions that employers count on to better manage their workforce compliance. And, we make it possible for
consumers to move forward — in their careers and during life’'s big moments. Every day we make moves to better
serve employers, serving employees.

https://www.experian.com/employer-services/

isolved

isolved is the most trusted HCM technology leader, providing the best combination of software and services to
meet the needs of today's People Heroes — HR, payroll, and benefits professionals. From talent acquisition to
workforce management to talent management, our solutions are delivered directly or through our HRO partner
network to more than 7 million employees and 177,000 employers across all 50 states — who use them every day
to increase productivity, accelerate decision-making and ensure performance, while reducing risk. isolved
People Cloud™, our intelligently connected platform, automates the entire employee experience by design, so
that organizations can engage, empower, and energize their talent while freeing their People Heroes to exceed
their goals and grow their careers.

https://www.isolvedhcm.com/

& Onwards HR

Onwards HR is an offboarding platform that automates and streamlines employee exits to ensure
compassion, compliance, and consistency. Designed to enhance collaboration across HR, Legal, and
Finance teams, the software eliminates manual tasks and mitigates compliance risks through
centralized offboarding and data-driven document generation. This specialized technology simplifies
every step of the offboarding process—from legal approvals to employee communication—ensuring
operational efficiency, risk reduction, and a compassionate employee experience.

https://www.onwardshr.com/
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PosterElite simplifies labor law compliance by automating the most essential, time-consuming process of
labor law postings in the workplace. Their physical and digital posting solutions ensure on-site, remote,
and hybrid employees receive the notices they’re legally entitled to. Designed specifically for HR, HCM,
Payroll, and other workplace providers, PosterElite has enabled more than 1,000 partners to strengthen

client relationships, reduce risk, and unlock recurring revenue. Together with their partners, PosterElite
has helped more than 1 million businesses to meet critical labor law posting requirements.

https://posterelite.com/
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