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Semiannual HR Trends

As we enter 2026, the workplace is experiencing a transformation that reflects a
fundamental shift in how organizations approach their most valuable asset: their
people.

For the first time, regulators are explicitly governing how Al influences
employment decisions. From the EU Al Act to recent U.S. state laws, these
frameworks set clear expectations around fairness and transparency, marking
a watershed moment for trust in Al-driven hiring.

Simultaneously, employee expectations have evolved. While 83% describe their
feelings toward their organization positively, their commitment depends on
genuine reciprocity. Employees want caring work atmospheres, meaningful
recognition, and support acknowledging their responsibilities as parents,
caregivers, and community members.

These expectations aren’t uniform across your workforce. A recent graduate
managing student debt experiences work differently than a mid-career employee
caring for aging parents while supporting teenagers. The era of one-size-fits-all
wellness programs has ended, replaced by the urgent need for life-stage-aligned
strategies that meet people where they actually are.

This transformation is particularly visible in how early-career talent enters the
workforce. Traditional entry-level positions are disappearing as automation and
Al reshape routine tasks, yet organizations still need robust talent pipelines. The
challenge is providing meaningful work, clear growth paths, regular recognition,
and experiences that build confidence rather than frustration.

These trends interconnect powerfully. Al governance regulations arrive when
organizations need employee trust most. Holistic employee experience emerges
as talent competition intensifies. Life-stage support responds to irreversible
demographic shifts. Early-career reimagining reflects both technological
disruption and rising generational expectations.

For HR leaders, this convergence creates both complexity and opportunity.
Organizations that recognize the strategic connections between compliance,
experience, personalization, and development will discover powerful competitive
advantages in talent attraction, retention, and organizational performance.

The path forward requires urgency and intentionality: conducting Al tool
inventories and bias audits, investing in recognition systems and well-being
programs, understanding pressures facing employees at different career stages,
and creating structured early-career development with visible growth pathways.

The trends in this report reflect the evolving relationship between organizations
and the people who drive their success. Employees expect reciprocity—
organizations that deploy technology responsibly, recognize their full humanity,
support them through different life stages, and help them build meaningful
careers. Organizations embracing this evolution will attract exceptional talent,
retain experienced employees, and develop future leaders. I'm confident the
insights in this report will help you navigate this landscape effectively and
position your organization for sustained success.

Henry Benamram

Country Managing Director
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The New Guardrails
for Responsible Al In
Employment

The Landscape Shift

For the first time, HR leaders face explicit legal requirements around how Al is used in employment
decisions. This represents a pivotal moment in the evolution of Al governance. As of January 1, 2026, two
landmark regulations took effect. House Bill 773 amends the lllinois Human Rights Act to explicitly apply
anti-discrimination standards to Al used in employment decisions, requiring employers to ensure Al systems
do not discriminate based on protected characteristics. Similarly, Texas's Responsible Artificial Intelligence
Governance Act establishes new expectations around transparency, risk evaluation, and governance for Al
systems deployed in high impact settings, including employment.

These regulations signal a broader global movement rather than isolated state-level actions. The EU Al

Act, Colorado’s Al law, and a growing patchwork of state and municipal regulations indicate a clear trend:
governments worldwide are moving to ensure that Al deployment in hiring, performance management, and
other employment decisions meets human rights standards. For organizations operating across multiple
jurisdictions, this creates both urgency and complexity.

What This Means for HR Teams in 2026:
Requirements and Action Steps

The compliance requirements that flow from these new regulations are concrete and non-negotiable,
and they demand immediate action from HR leadership. According to guidance from ADP and the
Society for Human Resource Management (SHRM), organizations must address several critical areas with
specific, measurable approaches. The path forward requires concrete steps taken in sequence, beginning
immediately.
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First, a comprehensive Al inventory is essential to document every Al tool used in hiring, performance
management, and any other employment decision. Employers must know where, how, and why Al is used
in recruitment and selection. This requires a systematic approach: mapping every Al tool from resume
screening to candidate assessment and documenting its purpose, function, and impact on hiring decisions.
This foundation is essential before any other steps can be taken meaningfully. Without this foundational
knowledge, organizations cannot assess compliance or identify potential biases.

Building on this inventory, external bias audits can be commissioned to evaluate whether Al systems
produce disparate impacts across protected groups. These audits should go beyond legal compliance to
examine real world impact on candidates from different backgrounds. Many jurisdictions now mandate
formal bias audits and risk assessments before deploying Al in employment contexts. Importantly, these are
not one time exercises completed during implementation. Instead, they represent ongoing requirements to
ensure systems remain fair as they evolve, as data changes, and as algorithms are updated. Organizations
that view audits as continuous rather than episodic will better protect themselves and their employees.

Simultaneously, job postings and candidate disclosures must be updated to clearly communicate when Al
is used in selection or evaluation processes and how candidates can request human review. Regulations
increasingly require this notice, and for good reason: people deserve to know how decisions affecting

them are being made. This transparency establishes expectations upfront and demonstrates respect for
candidates.

Institutionalizing these practices requires a formal Al governance committee charged with Al strategy, bias
audits, vendor reviews, and continuous improvement. This committee should have clear authority and
regular reporting mechanisms. Organizations need formal governance structures that own Al strategy,
assess risks, and ensure accountability through internal policies, vendor oversight, and regular risk
committees. This governance layer ensures that Al deployment decisions are not made in isolation by
individual teams but are vetted through an organization wide lens.

As governance structures form, organizations must also designate specific personnel to track regulatory
changes across all jurisdictions where they operate. The legal landscape is fragmented. What is compliant in
lllinois may not be in California or Texas, and regulations continue to evolve. Compliance requirements are
evolving rapidly, and staying informed requires dedicated attention. HR teams must track obligations across
multiple jurisdictions where they operate and hire, creating a more sophisticated compliance infrastructure
than many organizations currently maintain.

Finally, organizations will need to implement training strategies for hiring managers to understand how Al
tools work, their limitations, and how to interpret results responsibly. Even well designed Al systems require
human judgment and discretion in application.
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Why This Matters:
The Connection Between Compliance and Engagement

The emergence of Al governance regulations arrives at a critical moment for employee engagement.
According to Pluxee’s 2025 research, employees are willing to invest their energy and commitment, but they
expect reciprocity from their employers. This emotional contract depends heavily on how organizations
treat employees throughout their employment lifecycle, beginning with how they are hired and evaluated.

The connection between fair Al practices and employee engagement operates on multiple levels. First,
transparent and equitable Al deployment demonstrates organizational respect for employees as people,
not mere data points. When organizations communicate openly about how Al is used in hiring and
performance management, they signal that employee well being and fairness matter. This transparency
builds trust, which is essential for engagement.

Second, Al governance addresses a real concern that affects both candidate experience and current
employee morale. According to the Pluxee White Paper, when companies implement Al systems without
clear safeguards or communication, it raises questions about fairness and treatment, concerns that
resonate throughout the workforce. Conversely, organizations that proactively manage Al risks and
communicate their commitment to equitable practices signal that they value their people beyond their
immediate productivity.

Third, the focus on responsible Al aligns with broader workforce expectations around how companies
should operate. As Al becomes increasingly embedded in hiring and performance management decisions,
employees are paying closer attention to whether the systems evaluating them are fair, transparent, and
respectful of their humanity. Organizations that implement Al governance proactively demonstrate ethical
leadership and build the trust that employees are increasingly demanding from their employers.
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Employee Experience and
Well-Being as Strategic
Imperatives in 2026

The Experience Revolution in the Workplace

As 2026 unfolds, the conversation around employee engagement has fundamentally shifted. Organizations
are no longer content with satisfaction survey scores or surface level perks. Instead, forward thinking
companies are reimagining employee experience as a holistic, strategic differentiator that directly influences
retention, productivity, and organizational performance.

Today’s employees don't simply want a job; they want to feel seen as whole people, with lives that extend
beyond the office. According to Pluxee’s 2025 research, this expectation is reflected in their strong emotional
connection to their workplaces: employees rate their work well being at 7.8 out of 10, and a remarkable 83%
describe their feelings toward their organization using positive words like “love” or “like.” When organizations
recognize and support the full humanity of their employees, employees reciprocate with genuine
commitment and engagement.

What This Means for HR Leaders in 2026:
Strategic Imperatives and Action Steps

The shift toward employee experience and well being as strategic imperatives demands concrete action from
HR leaders. Organizations that move deliberately on these fronts will find themselves better positioned to
attract talent, reduce turnover, and drive business outcomes.
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Here's what HR leaders need to prioritize:

Experience is the New Competitive Differentiator

Eletive research shows that employers are redefining employee experience from basic perks to
holistic experiences that integrate recognition, belonging, flexible work design, and meaningful work
all aligned with business goals. Employee experience has moved beyond measuring satisfaction to
shaping the ongoing narrative of how work feels.

Pluxee’s research reinforces this shift, showing that 43% of employees cite a caring work atmosphere
as the leading source of fulfillment at work, while 38% want recognition for their commitment.

These fundamental expectations shape where employees choose to work and how long they stay.
Employees increasingly expect their employers to recognize them as multifaceted individuals with
personal, professional, and community dimensions.

HR leaders should:

+ Audit current employee experience offerings to assess whether they address the full spectrum of
employee needs: caring culture, recognition systems, growth opportunities, and autonomy.

« Design recognition programs that are transparent, accessible, and aligned with employees’ real
contributions rather than arbitrary metrics.

+ Create pathways for employees to experience belonging through team building, mentorship, and
cross functional collaboration initiatives.

+ Evaluate whether work design allows for flexibility and autonomy, enabling employees to
integrate their various life commitments.

Well Being Drives Engagement
and Performance

According to Eletive, well-being is increasingly being
treated as a strategic business lever rather than an
ancillary initiative. More companies are tying mental
health support, psychological safety, and work life
balance deeply into HR strategy to improve retention
and reduce burnout, especially as hybrid and digital
work models reshape workplace norms.

Insights from Pluxee highlight that employees
simultaneously juggle work, family, personal health,
and community commitments. When organizations
support this integration, employees experience
greater fulfillment and engagement. The research
reveals that 37% of employees, if given four
additional hours per week, would spend it with
family and loved ones, underscoring the importance
of supporting work life integration.

For HR leaders, this means:

+ Invest in comprehensive mental health and wellness programs that address both work related
and personal stress factors.

+ Assess whether current workload expectations are sustainable and aligned with employee
capacity to maintain well being alongside other life commitments.

+ Communicate clearly about available resources including employee assistance programs,
counseling services, and wellness platforms, and actively encourage their use.

+ Foster psychological safety by normalizing conversations about mental health and creating space
for employees to discuss struggles without fear of career repercussions.

+ Build cultures where boundaries are respected and overwork is not valorized, signaling that
employee well being matters.
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e Hybrid Work and Meaningful Connection

Eletive points to a broader shift in which hybrid and flexible work are no longer separate policies, but
core components of the employee experience and overall well-being. By designing work to reduce
friction in collaboration and communication, HR teams can support both efficiency and personal
fulfillment.

According to Pluxee, workplace flexibility goes beyond decisions about remote work alone. It involves
the ability to manage your work effectively and make informed decisions about how, when, and
where you work best. Employees navigating hybrid models need clear communication, trust from
leadership, and tools that enable seamless collaboration across distributed teams.

Yet there's a paradox: while flexibility is essential, employees also crave authentic human connection.
Overcoming difficult situations together, meeting deadlines, and collaborating on complex projects
rank among employees’ favorite work moments. Building community in a hybrid world requires
intentional design.

In response, HR leaders are expected to:

+ Review policies and practices to ensure flexibility is genuinely available and not just officially
sanctioned while culturally discouraged.

+ Design hybrid work schedules that balance collaboration time with focused work time, and ensure
decisions are made transparently with employee input.

+ Invest in communication tools and processes that keep remote and in office employees equally
informed and connected.

+ Create regular touchpoints both virtual and in person that foster genuine connection and allow
employees to feel part of a team.

+ Address the specific challenges of hybrid work, such as collaboration across time zones and
ensuring remote employees have equal visibility and opportunity.

° Employee Experience Intersects with Compliance and Culture

UC Today research shows that emerging regulations like pay transparency laws are influencing
how EX programs are designed and measured. Employee experience strategies can no longer
remain siloed in HR; they must integrate legal and cultural components as part of a comprehensive
organizational approach.

Recent regulations governing Al use in employment decisions and pay transparency are reshaping
how organizations communicate about and implement HR practices. When organizations
communicate proactively about regulatory changes and how decisions affecting employees are made,
it signals respect and builds trust. This transparency is foundational to employee experience.

Key actions for HR leaders include:

+ Establish cross functional teams that align compliance, legal, and HR strategy on employee facing
policies and communications.

+ Communicate proactively about regulatory changes and how the organization is responding to
ensure fairness and transparency.

« Use compliance initiatives as opportunities to strengthen employee trust by demonstrating
commitment to equitable, transparent practices.

« Ensure that technology and Al implementations in HR processes are accompanied by clear
communication about how they’re used and how employees can request human review.

+ Integrate regulatory compliance into employee experience design rather than treating it as a
separate function
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Why This Matters:
The Strategic Imperative and Business Case

The emergence of employee experience as a strategic priority arrives at a critical moment.
Organizations face intense competition for talent, rising employee expectations, and a workforce
navigating unprecedented uncertainty. At the same time, the connection between thoughtful EX
practices and business outcomes has never been clearer.

When employees experience a caring work atmosphere, feel recognized for their commitment, and
have autonomy and growth opportunities, they bring their best selves to work regardless of their
position or life stage. Employees who feel cared for, recognized, and empowered are more likely to stay,
perform at higher levels, and recommend their company to others. They're also more resilient during
organizational change and uncertainty. In a world where talent competition is fierce and organizational
agility is essential, building genuine employee experience isn't a nice to have; it's a strategic necessity.

The strategic focus on employee experience and well-being in 2026
represents both an organizational imperative and a significant
opportunity. As HR leaders contend with evolving regulations, rising
employee expectations, and intensified competition for talent, they are
uniquely positioned to elevate employee experience from an HR initiative
to a core business strategy.

Organizations that succeed will recognize a fundamental truth: when
employees feel genuinely valued, when work is designed around real
human needs, and when well-being is met with reciprocal organizational
investment, performance and loyalty follow. This alignment between
experience and outcomes defines the next frontier of competitive
advantage in the modern workplace.
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Desighing Well-Being
Support Around
Employees’ Life Stages

The Landscape Shift

The era of universal wellness programs has ended. As workforces become increasingly diverse in age,
background, and life responsibilities, HR leaders are facing a hard truth: employee well-being cannot be
addressed through standardized one-size-fits-all solutions. A twenty-four-year-old that is managing student
debt will experience stress differently than a forty-five-year-old caring for aging parents and supporting
teenagers. Yet many organizations continue deploying the same initiatives and recognition approaches
across teams, wondering why their engagement remains low and turnover continues to be a problem. This
shift needs more than a small upgrade to existing programs. Organizations are seeing that they need to
fundamentally rethink how they design support systems, moving from job-title-based benefits to more life-
stage-aligned strategies.

The workforce dynamics driving this transformation are impossible to ignore. Labor force participation
among employees aged 55 and older continues to increase, extending careers and creating new expectations
around flexibility, support, and fulfilling work design. Older workers are remaining in the workforce longer,
altering the generational balance inside many organizations. At the same time, many mid-career employees
find themselves in the “sandwich generation,” balancing peak job demands with caregiving responsibilities
for both children and aging parents. Research from AARP documents this growing reality, showing that
millions of workers are navigating dual caregiving roles while maintaining full-time careers. For employers,
this is a strategic shift. Well-being and flexibility have moved from optional benefits to core retention levers,
especially for experienced employees managing complex work and life responsibilities.

Early-career employees face their own distinct pressures. The Federal Reserve Board reports higher levels of
financial stress and economic uncertainty among younger workers, factors that directly impact engagement,
increase burnout risk, and contribute to early turnover. The 2025 Pluxee Workforce White Paper confirms
what many HR teams are already seeing: employee expectations vary widely by generation and career stage,
and support strategies need to reflect that reality.
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These realities create both urgency and opportunity for HR leaders. Organizations that continue treating
well-being as a universal offering will find themselves increasingly unable to retain talent across different
life stages. Those that adapt will discover that personalized, life-stage-aligned support becomes a powerful
differentiator in talent attraction and retention.

What This Means for HR Teams in 2026:
Requirements and Action Steps

Shifting to life-stage-based well-being support takes more than good intentions. HR leaders need to turn
awareness into action by building programs that reflect what employees actually need at different points in
their lives. This shift starts with focusing on a few practical areas that deserve attention right away:

* Conduct a life-stage analysis of your workforce. Go beyond basic demographics to understand early,
mid and late-career segments, caregiving responsibilities, financial pressures, and work-life integration
needs

* Audit current well-being programs for life-stage relevance. Identify gaps by evaluating who uses
existing offerings, which employee groups are underserved, and whether utilization patterns reveal
unmet needs

* Redesign recognition systems to reflect life-stage values. Build recognition pathways that support
early-career confidence and development while also honoring mid- and late-career expertise, impact, and
long-term contribution.

* Expand flexibility and job design options by career phase. Create clear frameworks for the types of
flexibility different employees need, from education-related flexibility to caregiving support to phased
retirement options.

* Develop career-stage-specific well-being and engagement resources. Offer distinct tracks for early-
career, mid-career, and near-retirement employees, and communicate clearly so employees know what
support applies to them and when.

* Train managers to respond to life-stage differences. Equip managers to have productive
conversations, tailor recognition and development, and advocate for employees with different life
responsibilities.

Shifting to life-stage-based well-being support is really about meeting people where they are. When HR
teams take the time to understand what employees are juggling at different points in life, support stops
feeling generic and starts feeling genuinely useful. The organizations that do this well will be the ones that
keep people engaged longer, reduce burnout, and build a culture where employees feel seen and supported
through every stage of their career.
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Why This Matters: The Connection Between Life-Stage
Support and Organizational Performance

The development of life stage-related well-being strategies comes at a critical time in talent
management. Companies struggle with talent retention on multiple fronts: younger workers leaving
due to lack of development opportunities, mid-level workers burning out from competing demands,
and older workers retiring early due to work not aligning with their needs.

The link between life-stage support and organizational performance is complex. On one level, life-
stage support indicates that the organization recognizes the diverse needs of its workers, ranging
from new graduates to working parents. When organizations recognize that the needs of a working
parent differ from those of a new graduate, it indicates that the organization has respect for its
employees’ lives, and this helps create trust, which is essential when it comes to worker engagement.

Second, life-stage alignment targets actual retention challenges that are completely overlooked

by more generic solutions. Different interventions are needed to address early-career employees
struggling financially versus mid-career employees dealing with caregiving responsibilities.
Companies that offer relevant support to employees at the right stage of their life can retain valuable
talent that could otherwise leave because their company didn’t appreciate their perspective.

Third, the promotion of longer, healthier working careers will be essential to the retention of
institutional knowledge and talent pipelines. As the average age of the labor force increases and
more people remain in their chosen occupations for longer, organizations that create sustainable
work for mid-career and late-career workers will retain the knowledge of those workers, who may
otherwise retire or leave the company due to burnout. This is an important consideration, as the
demographics indicate that there will be fewer younger people to replace them.

Lastly, life-stage support makes well-being efforts more efficient. Rather than offering the same
programs to everyone, organizations can focus resources on the employees who need them most.
Financial wellness support works best when it reaches those facing real financial pressure, and
caregiving tools matter most for employees currently juggling care responsibilities. This kind of
targeted approach strengthens employee experience and delivers better ROI.
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Redefining How
Early-Career Talent
Enters the Workforce

The Landscape Shift

The pathway into professional work is changing at a fundamental level. For decades, organizations relied
on a predictable entry-level hiring model: bring in recent graduates or early-career workers, place them
in clearly defined junior roles, and allow them to progress gradually as they gained experience. However,
now we can see that this model is collapsing. Automation, artificial intelligence, and leaner organizational
structures are eliminating many traditional “entry-level” jobs even though organizations still need to build
future talent pipelines and develop the next generation of leaders.

This shift creates a profound challenge for HR teams: How do early-career employees get in the door

and start building momentum when traditional entry-level roles are shrinking? The answer is forcing
organizations to rethink not only how they recruit early-career talent but also how quickly they help new
employees develop career skills, how intentional they are about outlining growth paths, and how regularly
they provide recognition and feedback that helps employees gain confidence and stay engaged.

The workforce dynamics driving this transformation are well documented and accelerating. The Federal
Reserve Bank of New York reports that recent graduates are facing a more competitive entry-level labor
market, with higher rates of underemployment and fewer traditional entry-level opportunities than
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previous generations experienced. Research from the OECD demonstrates that automation and Al are
reshaping the types of tasks typically assigned to junior roles, shrinking routine entry-level responsibilities
and pushing new hires to be more job-ready from day one. The National Association of Colleges and
Employers (NACE) finds that employers are increasingly using skills-based hiring for entry-level roles, raising
the bar for job readiness earlier in employees' careers than ever before.

These changes arrive alongside a critical retention challenge. The U.S. Bureau of Labor Statistics JOLTS data
reports that younger workers are more likely to leave early if they do not see clear development, growth,

or future opportunity. This creates a real problem: organizations have fewer entry-level positions available,
higher expectations for early-career hires, and increased pressure to retain those employees once hired.
The traditional approach of passive early-career development, where new hires were expected to gradually
absorb organizational norms and slowly take on responsibility, no longer works in this environment.

For HR leaders, this represents both a crisis and an opportunity. Organizations that fail to adapt their early-
career strategies will struggle to build talent pipelines and will lose promising employees to competitors who
provide better early experiences. Those that redesign early-career entry, development, and recognition will
differentiate themselves in competitive talent markets and build stronger foundations for future leadership.

What This Means for HR Teams in 2026:
Requirements and Action Steps

The transformation of early-career talent entry requires swift and firm action from HR leadership.
Organizations must move from passive hiring and development approaches to intentional, structured
strategies that accelerate learning, define growth paths, and encourage early engagement. This shift
demands both strategic planning and tactical implementation across several critical areas including:

* Redesign onboarding to clearly set expectations and include early recognition moments that
reinforce what success looks like. Traditional onboarding often focuses on paperwork, systems training,
and broad company orientation while leaving early-career employees uncertain about what excellent
performance actually means in their role. When entry-level employees understand expectations clearly
and receive acknowledgment for meeting them, they build confidence and momentum much faster than
when left to figure things out independently.

* Provide early access to meaningful work paired with visible acknowledgment of progress and
contribution.The elimination of many routine entry-level tasks means that early-career employees must
often take on more substantive responsibilities earlier than previous generations did. This presents both
challenges and opportunities. When early-career employees receive meaningful work with sufficient
support and recognition, they learn quickly and develop commitment to the organization. When they
receive meaningful work with insufficient support and recognition, they become overwhelmed and
disconnected from the organization. Organizations have the task of providing sufficient support and
recognition when giving early-career employees meaningful work.

* Establish clear communication about skill development, growth paths, and pay progression,
reinforced through ongoing feedback and recognition. One of the primary reasons early-career
employees leave is lack of visibility into their future with the organization. They need to understand not
only what their current role entails but also what comes next, what skills they need to develop to progress,
and what timeline for advancement is realistic. This communication must be ongoing and reinforced
through regular feedback that ties current work to future opportunities. Recognition plays a crucial role
here: when managers acknowledge skill development and explicitly connect current contributions to future
growth, they help early-career employees see their trajectory clearly.

* Implement regular, manager-led feedback and recognition to build confidence and momentum in
the first year. New employees need frequent feedback because they are still learning what excellence
looks like, not because they require constant correcting. Manager feedback and recognition affirms that
the employee is headed in the right direction, helps course-correct early before small issues grow into
larger ones, and strengthens the employee-manager relationship that drives long-term retention.

* Develop structured early-career development programs that integrate learning, coaching, and
recognition tied to real work impact. Rather than treating early-career development as something
that happens separately from regular work, effective programs integrate development into daily
responsibilities. This would include the development of comprehensive learning initiatives that develop
skills from simple to complex, coaching sessions that help employees reflect on their experiences and draw
lessons from them, development initiatives that leverage a cohort model to develop a community, and
recognition initiatives that recognize individuals and development achievements.
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For early-career employees, the first year sets the tone for everything that follows. When HR teams build
structure around onboarding, development, and recognition, employees feel more confident, connected,
and motivated to grow. That kind of foundation makes it far more likely they will stay and build their career
inside the organization, not somewhere else.

Why This Matters: The Connection Between Early-Career
Experience and Organizational Success

The change in early-career entry comes at a critical time for talent management. There is a shrinking talent
pipeline, increased competition for talented early-career individuals, and mounting pressure from employees
who possess more knowledge about the things that good employers provide. However, the link between
early-career experience and ultimate business success has never been more evident. To further understand
why this matters, it helps to look at four specific ways early-career experience is now shaping retention,
reputation, and long-term talent strength.

First, what new hires experience in their first year is starting to matter more for the employer brand than
what companies promise during recruiting. Early career employees share their experiences through social
media, business networking sites, and employer review sites. Depending on the experience they have, they
can strengthen the organization'’s reputation through positive word of mouth or create damage through
negative feedback.

Second, the process of hiring and developing new talent in the early career phase cannot be passive or

taken for granted. With fewer entry-level openings, companies cannot afford to squander this talent by
bringing it on board and then not developing it properly. Each entry-level hire is a major investment from

the standpoint of recruitment resources and lost opportunities. Companies that suffer attrition from their
new hires within the first or second year due to improper onboarding, recognition, or development initiatives
squander this investment and have to begin the process all over again with new talent.

Third, the quality of the experience of early-career employees has a direct effect on the rate at which
organizations can develop their leadership bench. Organizations that provide early-career employees with
the ability to develop skills quickly, raise their confidence with recognition and feedback, and view the
future with optimism provide the conditions for rapid leadership development. Such employees develop
quickly, with increased responsibility and the ability to fill a leadership role much earlier in their careers.
Organizations that do not provide such an experience find themselves with a shortage of mid-level talent, as
employees leave or develop at a rate that is too slow for the organization’s requirements.
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Lastly, managers play an absolutely critical
role in early-career employee success,

yet many managers receive little-to-no
preparation for this responsibility. First-
time managers are often only a few years
beyond their own entry-level experience
and may not have developed strong
coaching and feedback skills yet. Senior
managers may have entered the workforce
in a very different era and struggle to
understand what early-career employees
need today. Organizations must invest in
manager development specifically focused
on supporting early-career talent, including
how to set clear expectations, provide
frequent and specific feedback, recognize
contributions meaningfully, and have career
development conversations that help
employees see their future.
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About Inspirus

Employees play a large part in defining a company's culture: their everyday
experiences create the foundational structure that drives an organization to be
strong, high-performing, and ultimately successful. Inspirus helps organizations
harness the power of their greatest resource — their people — ensuring they feel
valued and connected, fostering greater loyalty, performance, productivity and
success. Through a SaaS-based technology platform and the support of tenured
customer success experts, Inspirus’ recognition, communication, and community
building solutions foster engagement to help workplace culture evolve and thrive.

Visit Inspirus.com for more information.

Inspirus is Pluxee company, a leading global employee benefits and engagement
partner owned by the multinational Sodexo Group.

About Pluxee

PLUXEE is the global leading employee benefits and engagement partner that
opens up a world of opportunities to help everyone enjoy more of what really
matters for them. Through a full range of innovative and digital solutions
deployed in 31 countries, PLUXEE creates meaningful, engaging and personalized
experiences to contribute to the well-being of individuals at work and beyond.
From meal and food, culture, gifts to wellness and mobility, PLUXEE's products
and services are designed to bring more value to people. PLUXEE supports

the purchasing power and promotes the well-being of more than 36 million
consumers. PLUXEE accompanies 500,000 clients to develop more meaningful
relationships with their employees and improve their engagement. PLUXEE
simplifies the life of 1.7 million merchants every day. Strengthened by its
historical ties with Sodexo, PLUXEE with its 5,000 employees is committed to
increase its influence as a CSR leader by giving its clients, partners and consumers
the means to make more sustainable choices every day.

Visit PluxeeGroup.com to learn more.
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