FROM
AWARENESS TO
ACTION

Tackling 2025 HR Trends in Talent,
Technology and Compliance
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Introduction

In many ways, work is more complex than ever. Leaders today
must navigate evolving expectations in people strategy,
technology, and compliance - all while ensuring their
organizations remain competitive.

Staying ahead requires more than just understanding
emerging trends; it demands the ability to turn insights
into actionable strategies. So, how can organizations
confidently embrace the future while navigating constant
change?

Keep reading to discover practical
recommendations from ADP experts
in people strategy, technology and
compliance to be ready for the next
anything in 2025.



n TALENT: People Operations Strategies in an Interconnected World

Work is more human than ever. As aresult, HR leaders
are required to own and drive a holistic approach at work
that balances technological innovation with human-
centered leadership.

By focusing on these priorities and action items,
organizations will not only achieve operational
excellence but also create a sustainable competitive
advantage in a rapidly changing world.

Ensure Al enhances - not
disrupts - your workforce.

Enterprises must focus on leveraging intuitive systems
that align with employee needs, fostering seamless
integration into daily workflows while empowering
individuals to maximize Al potential. Here's how:

e Develop User-Centric Pilots: Design and deploy
small-scale pilots that prioritize employee
experience and collect feedback to refine Al
integrations.

e Al Enablement Labs: Consider establishing cross-
functional “Al Enablement Labs" to educate
employees and co-create Al solutions tailored to
real workflow challenges.

¢ Adoption Metrics: Track Al adoption through KPIs
such as task efficiency, employee sentiment, and
reduction in support requests to ensure human-Al
collaboration drives productivity.

o of workers believe Al will
impact their job in the next
o two to three years.

This underscores the necessity for user-centric Al
implementations and address employee concerns
and enhance collaboration.



https://www.adpresearch.com/worker-sentiment-ai-impact/

Foster trust and innovation in an
increasingly digital workplace

As technology reshapes work, strong leadership and change
management is critical. Leaders must build bridges between
humans and technology by cultivating environments of
psychological safety and ensure a balanced approach to
transformation. Here's how:

e Psychological Safety Training: Embed workshops on
fostering psychological safety and experimentation in
leadership development programs.

¢ Digital Change Champions: Identify and train “Change
Champions" across departments who model curiosity
and encourage peer experimentation with new
technologies.

¢ Recognition for Risk-Taking: Implement recognition
programs that reward teams for innovative thinking and
lessons learned from experimentation, not just success.

ADP Research's Workplace Resilience

Study emphasizes that psychological
safety is crucial for building resilience.
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Build a workforce that stays resilient
and engaged amid constant change

To stay competitive in a rapidly evolving environment,
organizations must focus on building workforce agility. Agile
organizations can enable employees to adapt to constant
change, which directly enhances engagement and productivity.
Here's what to keep in mind:

¢ Agile Talent Development Programs: Create micro-
learning paths focused on autonomy, creative problem-
solving, and cross-functional collaboration.

¢ Job Crafting Initiatives: Allow employees to redefine
aspects of their roles to align with evolving
organizational needs and personal strengths.

¢ Pulse Surveys and Feedback Loops: Implement
continuous listening mechanisms to capture employee
sentiment and adjust strategies in real-time to reinforce
engagement.

ADP Research's Global Workplace
Study shows that highly resilient
employees demonstrate greater
engagement and dedication
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Ensure HR has the capabilities to lead transformation
and elevate HR's strategic value to drive ROI

HR must shift from transactional functions to delivering measurable business outcomes. Strategic Workforce
Planning (SWP) is key to aligning workforce initiatives. By focusing on these priorities, organizations will not
only achieve operational excellence but also create a sustainable competitive advantage in a rapidly changing
world. Key areas of growth involve data literacy, process optimization and cross-organization collaboration.

* HR-Business Alignment e Data Literacy Upskilling: Launch
Scorecards: Implement shared targeted training for HR teams on
performance scorecards between data visualization, analytics, and
HR and business units to tie talent storytelling to make workforce
initiatives directly to revenue, insights more actionable for business
growth, and productivity metrics. stakeholders.

e SWP Technology Investments: * Process Reengineering Workshops:
Invest in workforce planning Train HR professionals in Agile and
platforms that provide predictive Lean methods to optimize key
analytics to inform headcount processes such as performance
decisions, scenario planning, and management, talent acquisition, and
reskilling strategies. onboarding.

e Cross-Functional Rotations: Create
rotational programs that embed HR
professionals into other functions
(e.g., finance, operations) to
strengthen collaboration and

enterprise-wide perspective. The HR XPerience Score (HRXPS)
[,9 developed by ADPRI measures HR
service quality and its impact on a
company's talent brand, underscoring the
need for HR professionals to enhance
skills in data analytics and process
optimization to deliver superior service.



https://www.adpresearch.com/research/hrxps-study/
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As generative Al becomes increasingly
prevalent in our personal lives, the challenge
for business leaders is to ensure that its
implementation at work is purposeful,
intentional, and aligned with organizational
goals. The key to success lies in prioritizing
value at every stage of adoption, focusing on
both the technology itself and its integration
within the company's existing processes. It's
easy to fall into the trap of applying new
technology just for the sake of keeping up
with trends, rather than understanding
how it fits into your people, processes, and
the work that gets done in your
organization.

One of the biggest opportunities for Al in
HR is removing the repetitive, manual work
that has traditionally bogged down roles
like payroll, benefits administration, and HR
business partners.




For years, HR leaders have discussed the need for HR to have a "seat at the table" and become more strategic, but many HR functions are still
dominated by time-consuming, manual tasks. The goal over the next few years is to move away from a focus on data entry and instead empower HR
professionals with insights, analytics, and the ability to make data-driven decisions. By doing so, Al and technology can enable HR professionals to
focus on strategy and employee experience, rather than getting caught in the weeds of administrative work.

But how can you really start implementing this technology thoughtfully?

Understand how work gets done
today and create a culture of Al
literacy

Before investing in any new technology or Al solution, ask
yourself: How will this technology truly add value to our
business functions? To determine where Al will be most
effective, engage with leaders across departments to understand
their needs and explore how Al can address specific challenges
within their teams.

The most innovative ideas for using Al will often come from the
employees who are closest to the work. People with domain
expertise, whether in finance, marketing, HR, or operations,
understand the intricacies of their roles and the potential for
technology to streamline processes or improve outcomes.
Encourage a culture where employees are empowered to learn ideas for Al usage will
about Al and experiment with how it can enhance their day-to-day come from those with
tasks. By fostering Al literacy, you'll unlock valuable insights and
ideas for integrating Al into workflows.

The most innovative

domain expertise - the
ones who are doing the
work day to day.




Start with data

For Al to truly add value, organizations must prioritize data
management. One of the most common challenges is
fragmented data spread across various systems, which can
hinder effective and meaningful tech deployment. To harness
Al's full potential, start by focusing on three key questions:

Where is our data currently stored?
How clean and structured is our data?
How can we really leverage the insights?

The process of gathering and organizing data into a single, unified
system is crucial to ensuring Al can deliver meaningful insights
and improvements. Without quality, accessible data, Al tools
won't be able to perform at their best.
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1l COMPLIANCE: Proactive, Multi-jurisdictional strategies

Compliance for multinational organizations is increasingly complex as countries continue to evolve their legal frameworks and
regulatory environments, especially in new areas such as artificial intelligence. Each jurisdiction has its own set of laws,
regulations, and standards, making it challenging to establish a uniform compliance strategy - and change is a constant. This
complexity is further intensified by the absence of comprehensive national or federal laws regarding the use of artificial
intelligence (Al). As a result, organizations must navigate a patchwork of guidelines that may differ vastly across regions. Here's
what to consider:

High Risk
Conduct a Tiered Risk Assessment - Involved in high-
. . Moderate Risk stakes HR
for Strategic Al Integration e
¢ Engagement only for evaluating
Incorporating Al into Human Capital non-critical, routine resumes,
Management (HCM) requires . tasks like answering determining
understanding the potential risks based Low Risk common queries or promotions, pay
on its impact on HR outcomes. A tiered , providing basic raises, or
risk assessment model helps * Operates behind the information. While it assessing
categorize Al tools from low to high scenes, supports may support employee
. gorlze. ools from low To hig routine/administrative decisions. it d ¢ proy
risk, ensuring proper safeguards and tasks without directly eCk‘S‘O_”S'.‘F dene pérformah§e.
oversight. engaging with mace signtficant or Wlth Sl tez
employees, candidates, irreversible deFlSlons impact on
or clients. Data and rlnay'occasmnally Ieluteluel
validation, task tracking, Prowde lr]COI'I’(.ECt Careers.
or calculations, with no lnff)rmatlon without e e
decision-making majo'r consequences. decision-making
fluence of ¢ Caninfluence day- that should
recommendations. to-day pr.ocesses LTI
¢ Does not affect HR but not t:ltrectly DU
affect high-stakes embedded in the

decisions or personal

HR outcomes. process.
outcomes.




Define the boundaries

It's crucial for enterprises not only define how Al will be used
within their organization, but also to establish clear boundaries
for where it should not be applied. Defining these limits helps
ensure ethical decision-making, protects employee and
customer interests, and prevents unintended consequences,
while maintaining human judgment in areas where it's most
needed.

Setting these boundaries is just as essential to responsible
Al implementation as understanding its potential
benefits.

« ldentify areas where human judgment is essential, such
as employee well-being, mental health evaluations, or
complex leadership decisions that require empathy and
nuance.

« Establish clear lines around sensitive decisions with
significant personal, cultural, or social impact, ensuring
they are not delegated to Al.

o Communicate these boundaries to employees and
stakeholders, reinforcing the importance of human
oversight in key decision making processes.




Determine your guiding principles

Establish a set of ethical principles to guide the development, implementation, and
monitoring of Al technologies. These principles should support compliance, protect
employees' rights and data, and ensure alignment with both legal standards and company
values, providing a framework for future decisions.

o Transparency and Notice

o Determine how you will notify applicants and employees about the use of Al in
decision-making and establish an alternative selection process that doesn't rely
on Al for those who choose to opt out.

o Plan how to communicate the role of Al in employee and client interactions to
ensure transparency, building trust and clarity in its use within your
organization.

o Human Oversight & Governance

o Define clear roles and responsibilities for Al governance, ensuring that human
oversight is embedded and prioritized in all Al-driven decision-making processes,
especially those that are high risk.

o Establish guidelines for accountability, risk management and decision making
and create areview process to evaluate Al systems against the set of principles.
Regularly assess tools and ensure they uphold company values and protect
employee rights.

o Discrimination and Bias

o Develop a system to continuously assess and monitor Al outcomes for potential
biases, particularly in high-stakes HR decisions like hiring, promotions, and
performance evaluations.

o Establish corrective action plans to address any discriminatory patterns,
ensuring that Al-driven processes remain fair, equitable, and aligned with anti-
discrimination laws.



How to proactively prepare for pay transparency

With measures like the EU Pay Transparency Directive and new laws in states such as
New Jersey, Minnesota, and Hawaii (and more to come), it's clear that proactive
planning when it comes to pay transparency is no longer optional.

Instead of waiting for changes to take effect, organizations should develop a
comprehensive pay strategy that allows them to adapt seamlessly to new requirements.
This forward-thinking approach not only mitigates risk but also promotes a fair and
competitive compensation framework, positioning businesses for long-term success.

Update your pay policy Conduct internal equity audits Benchmark against market
and industry standards
e Develop a standardized pay policy e When posting job openings, include a
that outlines how compensation salary range, but ensure the range is e Compare your salary ranges to
decisions are made, ensuring based on a well-structured approach. industry standards, competitor
uniformity and fairness across the Review internal compensation data to s erelreslanel berd e i
organization. understand what existing employees in ensure your compensation is
* This policy should define the criteria similar roles are earning. o
for determining pay, including e Conduct an internal equity analysis to « Regularly update your
experience, qualifications, job ensure fairness and consistency across benchmarks to account for
responsibilities, and performance, your organization, taking into account market shifts and regional pay
and should be applied consistently experience, tenure, and job e, QTR e e A e
across roles and departments. responsibilities. e e el



Conclusion

e«'j(ﬁ“’

N\ a

_—

% -
8.1 LIy

i -

b
..,

ADP, Inc. All other marks are the property of their respective owners.
Copyright © 2025 ADP, Inc. All rights reserved.

Understanding emerging HR trends in talent,
compliance, and technology is just the first step
—true impact comes from turning that
knowledge into action. As the workplace evolves,
leaders must proactively adapt their strategies
to stay competitive, compliant, and aligned with
workforce expectations.

Having the right HR partner can make all the difference.
A trusted partner who understands the complexities of
the modern workplace can help navigate regulatory
changes, implement effective talent strategies, and
leverage technology for efficiency and growth. By
combining awareness with strategic action,
organizations can build a future-ready workforce and
create a thriving, adaptable workplace.

Learn how ADP can help your organization be ready for
the next anything here.

ADP, the ADP logo, and Always Designing for People are trademarks of @

Always Designing
for People”
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