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Legal Caveat

EAB Global, Inc. (“"EAB”) has made efforts to
verify the accuracy of the information it provides
to partners. This report relies on data obtained
from many sources, however, and EAB cannot
guarantee the accuracy of the information
provided or any analysis based thereon. In
addition, neither EAB nor any of its affiliates
(each, an“EAB Organization”) is in the business
of giving legal, accounting, or other professional
advice, and its reports should not be construed as
professional advice. In particular, partners should
not rely on any legal commentary in this report as
a basis for action, or assume that any tactics
described herein would be pemmitted by applicable
law or appropriate for a given partner’s situation.
Partners are advised to consult with appropriate
professionals concerning legal, tax, or accounting
issues, before implementing any of these tactics.
No EAB Organization or any of its respective
officers, directors, employees, or agents shall be
liable for any claims, liabilities, or expenses
relating to (a) any errors or omissionsin this
report, whether caused by any EAB Organization,
or any of their respective employees or agents, or
sources or other third parties, (b) any
recommendation by any EAB Organization, or (c)
failure of partner and its employees and agents to
abide by the terms set forth herein.

EAB is a registered trademark of EAB Global, Inc.
inthe United States and other countries. Partners
are not pemitted to use these trademarks, or
any other trademark, product name, service
name, trade name, and logo of any EAB
Organization without prior written consent of EAB.
Other trademarks, product names, service
names, trade names, and logos used within these
pages are the property of their respective
holders. Use of other company trademarks,
product names, service names, trade names, and
logos or images of the same does not necessarily
constitute (a) an endorsement by such company
of an EAB Organization and its prod ucts and
services, or (b) an endorsement of the company
or its products or services by an EAB
Organization. No EAB Organization is affiliated
with any such company.

IMPORTANT: Please read the following.

EAB has prepared this report for the exclusive use
of its partners. Each partner acknowledges and
agrees that this report and the information
contained herein (collectively, the “Report”) are
confidential and proprietary to EAB. By accepting
delivery of this Report, each partner agrees to
abide by the terms as stated herein, including the
following:

1. Al right, title, and interest in and to this
Report is owned by an EAB Organization.
Except as stated herein, no right, license,
permission, or interest of any kind in this
Report isintended to be given, transferred to,
or acquired by a partner. Each partner is
authorized to use this Report only to the
extent expressly authorized herein.

2. Each partner shall not sell, license, republish,
distribute, or post online or otherwise this
Report, in part or in whole. Each partner shall
not disseminate or permit the use of, and shall
take reasonable precautions to prevent such
dissemination or use of, this Report by (a) any
of its employees and agents (except as stated
below), or (b) any third party.

3. Each partner may make this Report available
solely to those of its employees and agents
who (a) are registered for the workshop or
program of which this Report is a part, (b)
require access to this Report in order to learn
from the information described herein, and (c)
agree not to disclose this Report to other
employees or agents or any third party. Each
partner shall use, and shall ensure that its
employees and agents use, this Report for its
internal use only. Each partner may make a
limited number of copies, solely as adequate
for use by its employees and agents in
accordance with the terms herein.

4. Each partner shall not remove from this
Report any confidential markings, copyright
notices, and/or other similar indicia herein.

5. Each partner is responsible for any breach of
its obligations as stated herein by any of its
employees or agents.

6. If a partner is unwilling to abide by any of the
foregoing obligations, then such partner shall
promptly return this Report and all copies
thereof to EAB.
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Introduction

Talent development has always been central to engagement,
retention, and advancement. It's how organizations grow future
leaders, signal investment in their people, and build the kind of
culture that retains top performers. But in today’s environment,
the path forward looks different.

Over the past year, a wave of legal and political scrutiny has reshaped what
organizations can and can’t do in the name of inclusion. Within the United States,
many executive orders and state-level policies have focused directly on talent-
related programs, such as mentorships, sponsorships, and leadership accelerators,
prompting some organizations to pause, rebrand, or completely redesign their
initiatives. In fact, Seramount research shows that two-thirds of inclusion leaders
have already adjusted their programs in response to these policy changes.

At the same time, employee expectations haven’t decreased; if anything, they've
increased. Workers still expect fairness, opportunity, and meaningful development.
According to Aerotek, 73 percent of job seekers expect employers to provide
opportunities to learn new skills, and more than one in four has left a job due to a
lack of skill development. Similarly, a recent Workday report found that top
performers are leaving companies due to stalled career growth, and internal
promotions have declined in many corporate settings.

These trends underscore a central challenge for organizations today: how to
sustain inclusive talent development in a climate of heightened legal risk and
organizational caution. Despite external pressures, employees notice when
programs disappear, and many interpret it as a sign of weakened commitment to
inclusion or opportunity.

This guide offers practical suggestions for adapting existing programs and
launching new ones so you can enhance employee experience while minimizing
legal and reputational risk.

By the Numbers: The State of Talent Development in 2025

2/3 13% l1in4

of companies have made of job seekers expect have left a job due to lack of
changes to their talent employers to provide new skill development
development programs skills
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How to Adapt Existing Programs

So, what’s changed?

Some organizations looked to bridge the gap by having programs that target women and
people of color for emerging talent and high-performing professionals at the mid-level. While
their goal was to focus on the inclusion of underrepresented talent within their organization,
these programs now carry a legal risk of discriminating against those outside of those
targeted groups.

Companies are now analyzing their programs and employee groups to ensure that
participation is open to all—not based on identities.

Consider these 7 things below while rebranding such programs:

1. Review your current programs to ensure that they are open to all. Redesign program
eligibility to be based on performance, experience, skills, and/or emerging potential.

2. Define the purpose of the program and how it aims to address opportunities, fairness,
development, and advancement efforts. Be sure to reframe the message shared, highlight
program goals, and adjust the language where needed.

3. Remove any representational goals but continue to track metrics around demographics,
employee level, and tenure.

4. Reevaluate the application process so that employees feel empowered to apply; e.g.,
can employees self-nominate or be nominated by their peers? Be sure to be transparent in
the application and selection process, document the selection criteria, and state the
maximum number of participants.

5. Communicate program efforts so the organization is aware of these opportunities. This
helps to maximize impact and build trust with employees across levels.

6. Highlight success stories from program alumni around career progression or mobility,
retention stats, skills growth, or program experience.

7. To highlight recommended employees, partner with leaders across the organization,
such as HR Business Partners, senior leaders, skip-level managers, Inclusion team, etc.,
and express why they are being nominated (perhaps tied to performance, succession
planning, leadership capabilities, etc.). Consider ERG/BRG and Council leaders as well.

©2026 by EAB. All Rights Reserved. 5 seramount.com
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How to Implement a New Program

While many organizations had to shift their current programs, moments like this become an
opportunity to launch new programs that meet the needs of talent at all levels.

To determine if a new program should be implemented, consider these 10 things:

New Talent Development Program Checklist

Assess Organizational Readiness

Shift from policy compliant to focused on talent experiences for
organizational culture that improve business performance.

Understand the Business Current State and Goals

What is top of mind for the organization? Typically, during town halls
and QA calls, leaders will share what’s top of mind for them and how
the collective work aligns to the broader organizational goals. How do
these new programs support the organization to stay on track to
achieve those goals while reducing costs? The more you align these
talent development initiatives with the business goals, the more buy-
in you will have to launch successful and sustainable programs.

Conduct a Talent Audit Leveraging HRIS and Other
Internal Data

Identify the current gaps and opportunity areas internally. Are there
groups, levels, or locations that stand out? Are there high-
performing, high-potential employees that may be at risk for leaving?
See what the data is telling you to determine your next step.

Identify Key Stakeholders

As leaders plan for next steps, which individuals who have insight to
talent across the organization should be in the room? Consider HR
Business Partners, business leaders, and Inclusion leaders who can
recommend employees and group leaders from ERGs, Councils, etc.

Determine Program Design and Support Levels

Designing a program depends on the appetite of the organization, the
identification of total participants, and potential budget for the
program. It is also great to be clear on which level of employees the
program will focus on as that will help to determine partners, topics,
and upskilling opportunities.

©2026 by EAB. All Rights Reserved. 7 seramount.com
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How to Implement a New Program (cont.)

New Talent Development Program Checklist

©2026 by EAB. All Rights Reserved.

Define Criteria, Eligibility, and Goals of Program

What does eligibility look like for this level and program? This will
help to determine who can participate. Consider tenure, performance,
potential, succession plans, and stay interviews. When exploring
ways to increase engagement, retain talent, and enhance the overall
experience, development is a great way to support this effort. Based
on what you decide, outlining goals of the program can guide what
outcomes you are anticipating for each participant.

Examine Processes and Identify Gaps

Like every other initiative, it is important to examine what else is
needed to make this happen. Should we train the leaders who are
recommending participants? Do we provide guidance to people
managers? What does overall support look like? What will the
training, supporting resources, and bandwidth of internal staff to
manage such program entail? These responses will help with your
overall business case and operation model.

Launch a Pilot with a Timeline and Outcomes

If this is a first-time program, start small, perhaps with one business
unit or a select group of leaders. Piloting helps to identify what
works, to gauge time commitments, and to gather feedback to refine
the approach. It also builds credibility ahead of an enterprise-wide
rollout. Include a timeline and expected outcomes for participants.

Highlight Metrics to Monitor Progress

With every goal, identify key metrics to track progress, impact, and
long-term outcomes. This will help when reporting to the executive
team, talent initiatives, and potential succession planning efforts.

Build Your Communications Plan

Plan how you’ll communicate the program, from how it’s introduced
to what’s shared with participants, managers, and the broader
organization. Use communications to highlight progress and cultural
impact, build awareness, and spark interest in future opportunities.
Partner with key stakeholders and align on a timeline that keeps
everyone informed and engaged.
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Programs to Consider

This section outlines several programs organizations can use to support inclusive
talent development across the early-career journey. Each option can be adapted based
on your business needs, structure, and goals.

Early Career

Internship Programs

The goal is to give exposure to your business to recent grads (or talent
reentering the workforce). This program is typically at the early-career stage
and provides a robust program to support the business while also having a
collective professional development experience.

P Structure/Duration

« Internships can be offered during the summer for 10 weeks or for a
year or more

» Professional Development Topics May Include

» Learning the business (organization-specific etiquette)
» Personal branding

+ Executive presence

« Standing out in your role

Rotational Programs

This program introduces talent to the workplace through cross-functional
rotations across one line of business. The goal is to place participants in an early-
career full-time position somewhere in the business after the program ends.

P Structure/Duration

+ Typically 1-3 years, with 2-year programs most common
» Each rotation can last 4-12 months with a different team

» Design Considerations

«  What works best for your organization and industry
« Clear scope of work (with future transitions in mind)
«  Program learning objectives

+ Assignments that align to learning and skill-building

- Identification of teams needing the most support or experiencing high
turnover

©2026 by EAB. All Rights Reserved. 10 seramount.com
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Early-Career Programs (cont.)

Early-Career Accelerators

This program provides current talent with opportunities to experience different
parts of the business, preparing them for current or future internal roles. It

becomes a fast-track catalyst, offering a bridge to help employees move into
their next role, whether a lateral move or the next level.

» Structure/Duration
* Usually a 1- or 2-year program

» Program Focus Areas

* Business acumen
« Professional skill development
« Tools and opportunities to present, communicate, and foster collaboration

Job Shadowing Programs

Job shadowing provides exposure to business units to help talent understand
what is done, how it's done, and the resources available. This supports

employees who may not be clear on what they want to do next or what type of
growth opportunities they should pursue.

P Structure/Duration

« Typically structured as a short-term or limited series of shadows conducted
over several weeks

» Shadowing can also be offered as a longer-term developmental partnership
with periodic check-ins, depending on the business need

p» Example Activities

“Day in the life” scheduling

Joining meetings and taking notes

Recap and Q&A time with leaders

Sharing learnings, recommendations, or innovative ideas

» Possible Program Outcomes
« Participants develop innovative solutions based on one or two shadow
experiences

Final presentation delivered to senior leaders, councils, or business units

©2026 by EAB. All Rights Reserved. 11
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Early-Career Programs (cont.)

Buddy or Mentor Programs

These programs match employees with a buddy or mentor who can provide
guidance, answer questions, and support onboarding or transitions to new
departments. The mentors or lead buddy role can also be considered a stretch
opportunity for employees aspiring to leadership or people management roles.

P Structure/Duration
+ Buddy: A peer (not a manager) who provides guidance for a limited time
frame

* Mentor: A more senior employee—not necessarily an executive—who has
business knowledge, expertise, and a supportive network

» What These Programs May Require

» Guidance or recommended meeting cadence
+ Feedback loops
« Clear expectations for the time-bound experience

Core Practices to Strengthen Early-Career Development

O Inclusive Onboarding

How talent is onboarded establishes their view of the company and insight into what their
career trajectory can be at that organization. It’s important to highlight company benefits,
inclusive opportunities, and communication channels or recommended opt-ins to support
their experience. It could also help to have a guided approach so that everyone has a similar
onboarding experience, regardless of their role or line of business.

Ilﬁl New Hire Learning Pathways

Do you have recommended learning journeys to support learning the business, growing in
their career, or establishing their personal brand? How about trainings available tailored to
their role? Having established pathways that automatically get pushed to support the
employee experience can help give guidance while upskilling in their role and ensuring
success.

©2026 by EAB. All Rights Reserved. 12 seramount.com
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Early-Career Programs (cont.)

Core Practices to Strengthen Early-Career Development (cont.)

I 30-60-90-Day Development Plans

Offering plans that provide guidance during onboarding can truly make a difference. These
development plans serve as a roadmap that outlines goals and key priorities in a phased
approach. This type of support can help a new employee get integrated into their role and
learn about the company much faster with applicable support.

Be sure to include learning opportunities, how they can contribute, taking initiative/being
proactive, networking or getting to know key team members or organization leaders, and
available resources.

Having regularly scheduled check-in meeting can also support successful onboarding.

Last, be sure to highlight other opportunities for engagement and benefits available
company-wide beyond the team they joined.

S&% ERGs or Employee Groups

Connecting new hires to all employee groups available and encouraging them to opt in to
membership based on preferences can enhance their experience. This helps employees who
are still learning the organization to find communities, stay engaged, and meet people in a
safe environment.

’%\\ Networking Series

Offer programming that connects people across the business, highlights “what’s happening
now,” and covers overall upcoming events at the organization. For those early in their
careers, we also see companies encompassing development components, where leaders
present their career journey, give high-level career advice, and end with a brief Q&A before
breaking out into the networking session.

I!_!I Continuous Learning

It's always great when employers can point to other avenues talent can explore for
continuous learning. Whether it’s job-related, such as learning a relevant skill, or just a
general focus on professional development, providing options tells employees that their
organization cares and is invested in their growth. Consider what can be offered a la carte
and on their own time, in addition to what’s mandatory. The common programs we see are
internal learning and development and external courses, such as LinkedIn Learning,
Coursera, Skillsoft, etc.

©2026 by EAB. All Rights Reserved. 13 seramount.com
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Programs to Consider

Mid-Senior Level Individual Contributors, Managers, Directors

Talent Stretch Assignments (Gig) Programs

As employees grow in their career, research reveals that they feel they've
reached a ceiling and are stuck. Often, they believe they need to leave the
organization to grow, get promoted, or expand their role. It's important for
organizations to proactively engage talent to prevent turnover of top
performers while nurturing all employees.

3 Structure/Duration

+ Assignments vary in length based on project needs
« Can be used to provide coverage when employees take a leave of absence

p Key Components

« Opportunities that support career path growth and internal mobility

« Available for self-nomination, peer, or manager nomination

« Centralized gig platform offering fair access, visibility, and performance
tracking

» Intended Outcomes

« Transparent access to development opportunities
« Increased engagement and retention

« Performance insights that support talent reviews and promotions

Leadership Development Programs

These programs are designed for emerging and senior leaders to provide

blended learning with tactical, formal, and practical experience built into the
curriculum.

» Structure/Duration

» Programs should have a defined timeline that includes feedback loops and
performance tracking

> Key Components

- Emerging Leaders: Offer coaching and skill-based learning, preparation for
people leadership and cross-collaboration, problem-solving, emotional
intelligence, personal growth and mentorship opportunities.

+ Senior Leaders: Offer strategic organizational vision sessions with change
management and planning topics included. Focus on decision-making, action-
based learning, and industry influence, and offer 1:1 executive coaching.

©2026 by EAB. All Rights Reserved. 14 seramount.com
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Mid-Senior Career Programs (cont.)

Mentorship or Sponsorship Programs

Mentorship focuses on career advice where senior leaders serve as business
advisors and offer coaching to mid-level mentees. Sponsorship focuses on
advocacy—senior leaders recommend high-visibility projects and secure
opportunities that support advancement.

p Structure/Duration

« Time-bound programs with a clear, specific timeline
» Required outcomes such as meeting minimums and feedback loops

p Key Components

» Coaching and development (mentorship)
« Advocacy, visibility, and opportunity brokering (sponsorship)

« Alignment with organizational milestones such as succession planning,
performance reviews, promotions, and stretch projects

Hackathons or Innovation Labs

These programs help organizations grow the business, expand market reach,
and encourage intentional strategies that help talent excel.

« Hackathon Structure/Duration

« Short-term events (1-3 business days)
« Cross-functional team collaboration in a gamified format
* Rules, team formation, judges, and final presentations included

« Winners may receive resources, funding, or be included in setting company-
wide goals

» Innovation Lab Structure/Duration

« Ongoing initiative managed by leaders across business units
» Projects evolve and participants rotate based on bandwidth or project phases

» Key Components
» Clear problem statements and senior leadership guidance on what
“success” looks like

« Defined participant eligibility (e.g., cross-functional employees, nominated
talent, volunteers)

« Access to necessary resources, partnerships, and funding

e Structured opportunities for teams to present solutions to senior
stakeholders

©2026 by EAB. All Rights Reserved. 15 seramount.com
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Mid-Senior Career Programs (cont.)

Career Rotation Program

Rotational programs for mid- to senior-level talent support retention,
productivity, and engagement by offering exposure to different areas of the
business and opportunities to expand skills.

p Structure/Duration

» Defined rotation across multiple roles or departments
« Time frame varies based on organizational needs

p Key Components

+ A defined set of rotation opportunities promoted or shared internally

« Variety in assignments (e.g., different functions, teams, geographies, or
business units) to support skill growth

» Leader sponsorship and guidance throughout each rotation

p Intended Outcomes

* Preparation for future roles
« Stronger internal pipeline
« Increased engagement and retention

Core Practices to Strengthen Mid-Senior Development

Ak @ H
en Stay Interviews

This is a great opportunity to gauge talent’s current state, align on their next step in career
planning, and connect back to current/future talent opportunities and/or succession plan.

0__,.'
_:h Internal Mobility Marketplace

Offer a one-stop shop for what projects, programs, and positions are available to expand
awareness, support development, and increase engagement.

llﬁl Career Path Frameworks

When you have a clear model on how employees can advance internally, it helps talent to
identify where they are and what is needed to get to the next level. This also helps
managers point to fairness in opportunity during performance reviews and promotions.

©2026 by EAB. All Rights Reserved. 16 seramount.com
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Mid-Senior Career Programs (cont.)

Core Practices to Strengthen Mid-Senior Development (cont.)

O Reboarding Programs

This is great for talent who had to go out on medical, FMLA, parental leave, or sabbatical.
This type of program provides insights into what they have missed while they were out,
what has shifted, and clarity on their role in determining what to continue and the necessary
timelines attached. Reboarding programs help employees feel seen and valued and builds
their sense of belonging at the organization.

Sabbatical Opportunities

Some organizations find value in providing a sabbatical opportunity after a specific tenure
(3-5 years) and/or level (mid-senior level talent). During this program, selected and
approved employees can take this time to decide how they will use it, whether it’s to write a
book, travel, or even learn a new skill. While there is no recommended time frame,
organizations can determine if it will be a few weeks or up to a year and identify how
participants will be selected.

-..° Peer Roundtable Discussions

This provides an opportunity for leaders across the business to come together as a
community to discuss real challenges, share solutions, and identify resources available or
needed for the growth of the business. This cadence can be bimonthly, quarterly, or decided
among the group.

'%f’\‘ Executive Influence and Networking Opportunities

These opportunities are scheduled for leaders to pitch ideas to improve the business, expand
the market related to their line of business, or advance cultural initiatives. This provides an
experience for leaders to highlight their skills and forward-thinking influence while gaining
exposure to executives and fostering relationships through networking during these
gatherings. This can also expand considerations for new roles or be added to succession
planning lists (considering talent who may not have been mentioned previously).

©2026 by EAB. All Rights Reserved. 17 seramount.com
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Integrating Al in the Talent Lifecycle

Al can be used to support every stage of the talent lifecycle. The goal is to
partner with Al tools to enhance the employee experience while streamlining
processes.

As talent leaders think through how to attract candidates and develop and retain
current employees, Al can support those outcomes. The key is to understand
that, like people, AI can be biased, and the best results happen when it's used
responsibly. While Al can provide guidance, it should not be the final decision-
maker.

Below are ways organizations are leveraging Al to support development and
advancement in the workplace.

Talent Development and AI

"

—

Enterprise-Wide Chatbots

Al-powered chatbots can create an interactive experience to support employees in finding
resources, answering career or HR-related questions, recommending benefits, and sharing
policy reminders. These tools can become personalized to the employee’s role, identify skills,
and recommend learning and development tracks tailored to their line of business. Ensure
these tools emphasize company values, inclusive language, and accessibility features.

-3

®
Q7 supporting Managers

AI chatbots can support managers in providing behavior- and skills-based feedback—helping
them rethink how to phrase feedback, remove bias, and use fair, transferable language.
These tools can serve as ongoing coaching support while offering actionable next steps.
Insights can be tracked in the performance management system and help mitigate the same
people being repeatedly selected for projects and promotions. Themes from high-performing
and high-potential talent can also be used to identify training opportunities to upskill others.

a Supporting Employees

Al chatbots can help employees be proactive in their career journey while aligning with
business needs. These tools can support talent in building development plans, assessing
areas for improvement, identifying skills to build, and managing timelines. Al can
recommend available trainings, follow up on deadlines, and share organization-approved
tips.

©2026 by EAB. All Rights Reserved. 19 seramount.com
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Integrating Al in the Talent Lifecycle

Talent Development and AI (cont.)

®
ﬁi Mentorship Programs

Launching and sustaining mentorship or sponsorship programs can be tedious—matching
people, tracking outcomes, and supporting training needs. Al can assist by collecting

insights, sending reminders, recommending training, and matching talent based on
availability, skill needs, and learning preferences.

Talent Advancements and Al

Internal Mobility and HRIS

mesEy

As employees keep their career profiles up to date (education, certifications, skills, and
interests), Al can match them to internal opportunities they may be a good fit for. This
promotes retention and advancement. This can also connect directly to the talent
marketplace described earlier.

Ilﬁl Succession-Planning AI Assistants

Succession-planning Al can identify potential successors for key roles by analyzing readiness
indicators such as skills, experience, performance, potential, or interest. Leaders can prompt
tools to explore “what-if scenarios,” such as who is 50 percent, 75 percent, or 90 percent
ready to fill a role if it becomes vacant.

Data is key. Al learns from historical organizational insights. It's important to train Al
beyond past patterns, apply guardrails to ensure fairness, and broaden the scope of who is
considered ready or near-ready.

Remember, Al can make recommendations, but leaders make the decisions.

@ AI Support Analytics

As companies aggregate data across the talent lifecycle—hiring, promotions, learning
enrollment, retention, etc.—AI can highlight who benefits most and least. Insights may
include advancement potential, promotion readiness, engagement data, and regrettable
turnover. By reviewing the data, organizations can make non-identity-based decisions to
identify where opportunity gaps exist and determine what support talent may need.
Consider factors such as location, business unit, tenure, and generation.

©2026 by EAB. All Rights Reserved. 20 seramount.com
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Guiding Principles for Responsible Al Use

As more and more organizations are integrating Al, leaders are starting to ask how
should they best utilize these tools and how to educate teams on best practices for
the best outcomes. Below are some guiding principles to consider when integrating
Al in talent solutions and enterprise-wide.

S @O DY =

Monitor the Evolving Legal Landscape

The legal landscape surrounding Al is evolving and varies by location.
Partner with legal and compliance teams to ensure the organization remains
compliant, regularly audits tools, and is attentive to current impact. This
may include transparency about when Al is being used and offering
disclosure or opt-out options.

Actively Mitigate Bias in the Systems You Choose to Use

Al systems reflect existing data and can reinforce inequities. This requires
intentional guardrails, continuous monitoring, training, and collaboration
with human reviewers. Bias mitigation techniques may include
counterfactual testing, fairness metrics, and collecting user feedback.

Keep People as the Final Decision-makers

Al can recommend, but people must make the final decisions. Documenting
who signs off on Al-supported decisions helps with auditing, accountability,
and improving processes over time.

Evaluate AI Vendors with Care and Rigor

Be cautious of vendors who promise ready-made, bias-free Al. Every
system requires human oversight and bias mitigation. Even Al trained on
your organization’s data demands significant resources. Have detailed
conversations about system capabilities, evaluation criteria, data sources,
privacy, and security. Review demos and pilot options before adopting a
tool.
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How to Maintain Inclusion but Stay Compliant

The biggest question on top of everyone’s mind: How do we ensure our
programs still address underrepresented talent?

We understand the legal climate caused removal of representational goals within
the United States, but it's important to still monitor for inclusion despite those

targets.

Consider these four strategies:

© ©

Be Intentional

Remember, you can still nominate individuals across identities. Selections
should be based on the behaviors, skills, and performance that stood
out—not on protected characteristics—and reflect your organization’s
interest in further investing in their development.

Review Data of Participants

Would it be fair for everyone who participates in a program to be
from the same race, gender, location, and business unit? During the
selection process, be sure to have representation across the board,
and track all data—not just the data of underrepresented talent.

Create Clear Criteria

Select candidates based on skill sets, behaviors, performance,
and potential. Everyone has a fair opportunity and can be
selected based on the defined criteria.

Redesign Inclusion

With changes to DEI and closer alignment to the business, this
is an opportunity to influence leaders to think beyond the way
things used to be and focus on developing a culture that values
inclusion, belonging, and engagement.
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Next Steps

Talent development remains a critical aspect of any organization, and inclusion leaders
continue to play an important role in shaping these programs. Even as structures or
criteria evolve, the goal remains the same: to expand access to opportunity and ensure
every employee has what they need to grow.

Organizations that take a proactive, data-informed approach to talent development will
be better positioned to navigate legal complexity, technological disruption, and shifting
workforce expectations. The work is ongoing, but the pathway becomes clearer with
the right tools, insights, and partners.

Seramount’s researchers are actively identifying new strategies to support this work in
the current legal landscape. Stay engaged as new insights are released in the coming
months.

How Seramount Can Help

Seramount works with organizations every day to evaluate, strengthen, and
> modernize their talent development strategies. Contact us to learn how our
expert advisors can help you design solutions that are inclusive and

compliant.

More Resources

+ Talent Development Other Talent Stages

» Inclusive Talent Lifecycle: Talent » Increasing Representation & Retention of
Development nderrepresen Talen
« Linking ERG Roles to the Talent » Best Practices for Inclusive Recruiting
' » Creating Inclusiv Description
.Avn Diverse Talen * Inclusive On rdin |

. Eff f Poli o 2 i . Inclusive Tal Lif le: Perf
Impact for Talent Development Man men

. io Plannina: Talent M . ion Planning Guid

©2026 by EAB. All Rights Reserved. 25 seramount.com


https://www.seramount.com/
https://seramount.com/contact-us/
https://seramount.com/resources/inclusive-talent-lifecycle-talent-development/
https://seramount.com/resources/inclusive-talent-lifecycle-talent-development/
https://seramount.com/resources/inclusive-talent-lifecycle-talent-development/
https://seramount.com/resources/research-report-linking-erg-roles-to-talent-development-process/
https://seramount.com/resources/research-report-linking-erg-roles-to-talent-development-process/
https://seramount.com/resources/research-report-linking-erg-roles-to-talent-development-process/
https://seramount.com/resources/research-report-leadership-development-programs-to-advance-diverse-talent/
https://seramount.com/resources/research-report-leadership-development-programs-to-advance-diverse-talent/
https://seramount.com/resources/research-report-leadership-development-programs-to-advance-diverse-talent/
https://seramount.com/resources/effects-of-policy-changes-immediate-impact-for-talent-development/
https://seramount.com/resources/effects-of-policy-changes-immediate-impact-for-talent-development/
https://seramount.com/resources/effects-of-policy-changes-immediate-impact-for-talent-development/
https://seramount.com/resources/scenario-planning-talent-management/
https://seramount.com/resources/scenario-planning-talent-management/
https://seramount.com/resources/increasing-representation-retention-of-underrepresented-talent/
https://seramount.com/resources/increasing-representation-retention-of-underrepresented-talent/
https://seramount.com/resources/increasing-representation-retention-of-underrepresented-talent/
https://seramount.com/resources/best-practices-for-inclusive-recruiting/
https://seramount.com/resources/best-practices-for-inclusive-recruiting/
https://seramount.com/resources/creating-inclusive-job-descriptions/
https://seramount.com/resources/creating-inclusive-job-descriptions/
https://seramount.com/resources/inclusive-onboarding-guide/
https://seramount.com/resources/inclusive-onboarding-guide/
https://seramount.com/resources/inclusive-talent-lifecycle-performance-management/
https://seramount.com/resources/inclusive-talent-lifecycle-performance-management/
https://seramount.com/resources/inclusive-talent-lifecycle-performance-management/
https://seramount.com/resources/succession-planning-guide/
https://seramount.com/resources/succession-planning-guide/
https://seramount.com/articles/how-do-you-make-culture-a-talent-differentiator/
https://seramount.com/articles/how-do-you-make-culture-a-talent-differentiator/
https://seramount.com/articles/how-do-you-make-culture-a-talent-differentiator/

§§§ seramount

Talent Solutions for Better Workplaces

Insight-Powered Solutions Trusted by Talent and HR Leaders

TALENT
SOURCING

Identify,
Engage, and
Hire High-
Potential Talent

Branding and
recruiting platform
that surfaces
engaged, prepared
candidates internally,
externally and at scale

We partner with 600+ corporations,

ASSESSMENT
AND STRATEGY

Uncover the Real
Levers to Unlock

Enduring Employee

Engagement

Actionable
intelligence into the
employee experience
powered by innovative
technology and over
40 years of workforce
data and insights

government entities,
and nonprofits globally.

RESEARCH AND
ADVISORY SERVICES

Set Strong Best
Practices and
Build Adaptable
Roadmaps

Expert guidance
rooted in research and
experience to support

and advance your
strategic talent and
culture priorities in
every environment

LEARNING
AND DEVELOPMENT

Create a
More Resilient,
Connected
Workforce

Impactful content
designed and
delivered to inflect
productivity and
positive behavior
change at every level

Including ~50% of the
Fortune 100 and
~25% of the Fortune 500.
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