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LETTER FROM THE NAPEO CHAIR

icture this. You started a 
business in 2020, you have 
7 employees, solid sales, 
and you’re ready to scale. 

You want smart, talented, capable people 
on your team to help grow this business, 
and in order to get them, you need to 
offer candidates an attractive and 
sustainable comp and benefits package. 
But, your company is still young, and 
you might not be able to exceed market 
salary benchmarks. You’re a small 
business and the health insurance 
premiums you can offer on your own are 
high. Yet, you need to compete with the 
companies offering a full benefits suite 
in order to bring the best people onto 
your team, and your company into its 
next phase. 

Sound familiar? This is the SMB 
experience without a PEO. 

It’s no secret that the power of a PEO 
is in its DNA—the co-employment 
model. SMBs banding together to act as 
one entity to secure more attractive and 
affordable coverage is one of the primary 
values our industry offers. But, the real 
edge in benefits is in how PEOs tailor 
what they offer SMBs beyond typical 

health insurance. Here are some consid-
erations PEO leaders can keep in mind:
1.Know your audience—What types of 

SMBs do you serve? What’s import-
ant to them, and what’s non-nego-
tiable to the talent they’re hoping to 
attract? Where are they based, and 
what are the state regulations 
around ancillary benefits in the 
regions you’re predominantly 
serving? These are just a few of the 
questions PEO leaders should 
always be asking. 

2.Prioritize—Once you have an idea 
of what the “table stakes” benefits are 
for the industry(ies) you serve, which 
are the most important ones? 
Financial wellness (like 401k), 
industry-leading safety programs, 
access to fitness benefits? The goal  
is to nail the “table stakes” ones, and 
to offer a curated benefits package, 
ideally with some flexibility to your 
SMB customers. Offering thoughtful 
optionality is much more valuable 
(and less overwhelming) than 
offering everything. And, continuously 
evolve, build upon, and refresh these 
options so the SMBs on your 

PEO—stay up with and ahead of 
market and cultural trends.

3.Look ahead—SMBs are always 
thinking about how they can 
compete, and ultimately win, against 
large companies when vying for 
talent. As their HR partner, PEOs can 
think ahead to build modern, even 
trend-setting, benefits packages to 
help them do that. Given the fact that 
we serve smaller companies, we can 
iterate quickly. But, the foundation of 
our role as a true partner to SMBs is 
trust—it’s important to balance 
experimentation with reliability.

The value of a PEO may start at its 
co-employment core, but the potential 
for specialization is limitless and up to 
you. By leveling the playing field with 
economies of scale and impactful benefit 
packages, PEOs can help SMBs become 
true employers of choice for top talent. 

P

BY DAVID FEINBERG 

ADDING VALUE: 
HOW PEOs ENABLE SMBS TO 
BE EMPLOYERS OF CHOICE

DAVID FEINBERG

2024—2025 NAPEO Chair 
SVP of Risk & Insurance 
Justworks 
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QUICK HITS

CONGRATULATIONS  

EIGHT NAPEO 
MEMBERS LAND ON 
INC. MAGAZINE’S 
LIST OF 5,000 
FASTEST GROWING 
BUSINESSES  
We’re proud to share that eight of our members have been named to Inc. magazine’s list 
of the 5000 fastest-growing companies in the United States. Compiled annually, the 
2024 Inc. 5000 recognizes the significant and continued revenue growth of AspenHR, 
Engage PEO, G&A Partners, Lever1, Optimum Employer Solutions, Prestige PEO, Regis 
HR Group, and Samuel Hale. In addition to announcing this year’s list, the September 
issue of Inc. magazine also features a special section on PEOs. Congratulations to our 
members on this achievement!

KUDOS 

DAVE LAWRENCE NAMED 
TO NATIONAL SMALL 
BUSINESS ASSOCIATION 
LEADERSHIP COUNCIL
Dave Lawrence, president of NAPEO member Delta 
Administrative Services, was recently named to the 
National Small Business Association (NSBA) 
Leadership Council. NSBA is the nation’s oldest 
small-business advocacy organization and operates 
on a staunchly nonpartisan basis.  “As a small-business 
owner, I see daily the importance of being involved 
and active when it comes to laws and regulation. 
Joining NSBA’s Leadership Council will enable me to 
take our collective small-business message to the 
people that need to hear it most: Congress,” Lawrence 
said in a news release. Congratulations!

WORKFORCE 

SURVEY SHOWS WORKERS 
PLAN TO CHANGE JOBS SOON
According to a new FlexJobs survey, 67% of people 
indicated they intend to change jobs in the next six 
months. Respondents listed a pay raise (38%), 
allowing for remote work (34%), and improved 
workplace culture (33%) as the leading factors that 
would lead them to remain with their current employ-
ers. The report polled over 3,000 U.S. professionals 
about their perspectives on the job market and career 
decisions in today’s changing world of work. Here 
are some survey highlights.

• 46% of people believe the job market is 
worse today than it was this time last year

• 25% have been a victim of a job scam
• 35% know someone who has quit or is 

planning to quit because their employer is 
requiring them to return to the office

• 57% would “absolutely” look for a new job 
if they were not allowed to continue 
working remote.
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NICE WORK 

EXTENSISHR WINS TWO 
STEVIE® AWARDS 

NAPEO member ExtensisHR announced recently that it has received two bronze Stevie® 
Awards for “Employer of the Year” and “Achievement in Organizational Culture.” The 
Stevie® Awards celebrate excellence in the workplace and honor the human resources 
professionals, teams, accomplishments, and HR-related products and suppliers who help 
create and drive great places to work. “These awards underscore the strength of our 
company and the incredible efforts of our entire team,” said David Pearson, ExtensisHR’s 
senior vice president of people and culture. “We strive to foster a strong, inclusive 
environment that champions collaboration, transparency, and continuous improvement, 
and it’s truly gratifying to see the Stevie® Awards recognize and validate our approach.” 

CONTRIBUTE 

WRITE FOR PEO INSIDER®
As the only publication focused exclusively 
on the PEO industry, there’s no better place to 
share your knowledge, skills and expertise with 
industry peers. PEO Insider ® is dependent on 
volunteer authors willing to take time from 
their busy schedules to contribute meaningful 
content. You should consider writing for the 
publication if you have an idea, thought or 
unique perspective to share. We feature stories 
on a wide range of topics from a diverse set 
of viewpoints. You can reach out to Chris 
Chaney, the editor, at cchaney@napeo.org 
or visit www.peoinsider.org/write-for-us/ 
to learn more.

Why Partner with isolved?
Gain access to a secure, scalable platform that protects your 
business, automates tasks and improves employee 
experiences—all supported by a best-in-class partner experience.
 
You and your clients will benefit from:
• An intelligently connected HCM platform

• Robust encryption and regular security checks

• Expert support to boost sales and marketing

• Access to the People Heroes Community

• Comprehensive training through People Heroes University

Download the eBook
isolvedhcm.com
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QUICK HITS
LEADERSHIP

PAYROLL FUNDING 
COMPANY EXPANDS 
PARTNERSHIP 
DEVELOPMENT TEAM WITH 
NEW VP APPOINTMENTS
NAPEO associate member Payroll Funding Company 
(PFC) recently announced that Leah Cowperthwaite 
and Lana Antillon-Sciolla have joined the company, 
expanding PFC’s partnership development team. 
Cowperthwaite was brought on board in March as 
vice president of partners and alliances, and 
Antillon-Sciolla became part of the team earlier this 
month as vice president of business development. 
“We are thrilled to welcome Leah and Lana to our 
team,” said Susannah Albright, CEO of Payroll 
Funding Company. “Their combined experience and 
strategic insights will be invaluable as we spread 
our mission of helping small businesses grow with 
both existing and new financial solutions. The 
appointment of Leah and Lana underscores PFC’s 
commitment to fostering collaborative relationships 
and delivering exceptional service to its partners 
and clients alike.” 

C-SUITE 

TRINET ANNOUNCES 
EXECUTIVE CHANGES
NAPEO member TriNet announced recently that 
Sidney Majalya will serve as the company’s new senior 
vice president, chief legal officer, and secretary as of 
September 16. Majalya succeeds 2021-2024 NAPEO 
board member Samantha Wellington, who is depart-
ing TriNet after eight years with the company to 
pursue another opportunity. “I am pleased to announce 
the appointment of Sidney as our new chief legal 
officer,” said TriNet President and CEO Mike Simonds. 
“With his knowledge of TriNet and strong track record 
in legal, risk, and regulatory compliance, Sidney is 
uniquely qualified to step into this role. Beyond his 
technical expertise, Sidney is a strong, collaborative 
and inclusive leader who will be a terrific addition to 
our executive team. I look forward to partnering with 
him as we continue to grow our business in a high-qual-
ity and compliant way.”

As the election draws nearer, NAPEO PAC continues to advocate for PEOs by building 
relationships with policymakers. We’re busy attending events and meetings with industry 
allies to explain how PEOs help small businesses thrive. Through the relationships we 
build now, we can ensure the industry has a strong footing when Congress moves the 
largest tax legislation package since 2017 next year. The PAC is a key tool in our compre-
hensive government affairs strategy to advance the industry’s interests. You can learn 
more about NAPEO PAC and get involved at www.napeo.org/pac.

NAPEOPAC

NAPEO PAC CONTINTUES TO

ADVOCATE FOR PEOs

Alex with Rep. Lloyd Smucker (R-PA), a member of 
the Ways and Means Committee.

Thom Stohler attended an event for Rep. Randy Feenstra (R-IA).

Alex with Rep. Suzan DelBene (D-WA), the chair of the 
Democratic Congressional Campaign Committee.

Alex Milliken attended an event for Repub-
lican nominee Brandon Gill (R-Texas) with a 
special guest, Speaker Mike Johnson (R-LA), 
pictured above.

Thom with Rep. Greg Steube (R-FL).
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Now it’s easy to hire, onboard, and manage 
the very best talent, anywhere in the world, 
so you can build the most highly-skilled 
teams ever – starting in just minutes. 

M&A 

ENGAGE PEO ACQUIRES 
SYNCHRONYHR
NAPEO member Engage PEO recently announced 
that it has merged with MO-based SynchronyHR, 
also a NAPEO member. This marks the seventh 
acquisition for Engage PEO in two years. “We could 
not be more excited about this transaction,” said 
Jay Starkman, CEO of Engage PEO. “Engage and 
SynchronyHR share the same customer-focused 
service philosophy and go-to-market strategy 
centered on partnering with insurance brokers. This 
acquisition is an exceptional opportunity for Engage 
to expand into new markets and add a hub in the 
heart of the Midwest. I am particularly excited to 
work again with Kyle Kelly, SynchronyHR’s CEO. 
Kyle is a long-time colleague, friend and a success-
ful PEO and insurance industry executive. His 
leadership expertise, PEO savvy and knowledge of 
the region will be invaluable to Engage as we 
continue to grow together.” 

C-SUITE 

INSPERITY ANNOUNCES EXECUTIVE CHANGES 
NAPEO member Insperity recently announced that its executive vice president of 
finance, chief financial officer and treasurer, Douglas S. Sharp, has elected to retire in 
November after having served as Insperity’s chief financial officer for 21 years. 
Insperity also announced the appointment of James D. Allison as Sharp’s successor, 
effective November 15. “It has been a great honor to have served as Insperity’s CFO for 
these years and I am proud of the difference that Insperity has made for thousands of 
small and medium-sized businesses and the communities in which they operate.” said 
Sharp. “Having had the privilege of working directly with Jim for my entire 25 years at 
Insperity, I believe that his deep understanding of the company’s business and our 
industry, along with his strong financial and senior leadership experience, will enable 
him to help the company to capitalize on the opportunities that lie ahead.” 
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BEYOND A PAYCHECK:  
UNDERSTANDING MODERN  
WORKFORCE DEMANDS
BY SHAWN WEINBERGER

In recent years, the landscape of employee 
expectations has undergone significant 
transformation. The modern workforce is 

no longer satisfied with traditional employ-
ment models that prioritize profit over 
people. Instead, employees are seeking more 
holistic and fulfilling work experiences. This 
shift is driven by several key factors, 
including technological advancements, 
generational changes, and the impact of 
global events such as the COVID-19 
pandemic. Understanding these evolving 
expectations is crucial for employers who 
wish to attract and retain top talent. As 
PEO leaders, we can embrace these changes, 
implement them internally and focus on 
sharing what works with our clients. Their 
growth is just as important as our own.

FLEXIBILITY AND WORK-LIFE BALANCE
One of the most significant changes in 
employee expectations is the demand for 
flexibility. The pandemic demonstrated 
that remote work is not only possible but 
can also be highly productive. Employees 
now expect options for remote work, 
flexible hours, and the ability to balance 
their professional and personal lives more 
effectively. Companies that offer flexible 
working arrangements are more likely to 
attract and retain employees who value 
work-life balance. 

CAREER DEVELOPMENT AND  
GROWTH OPPORTUNITIES
Employees today are keen on continuous 
learning and career advancement. They 

expect their employers to provide 
opportunities for professional develop-
ment, such as training programs, 
mentorship, and clear career progression 
paths. Organizations that invest in their 
employees’ growth are seen as more 
attractive and are better positioned to 
retain their top employees.

POSITIVE COMPANY CULTURE
A thriving company culture isn’t just a 
nice-to-have—it’s your competitive 
edge. It boosts employee engagement, 
sparks innovation, and drives business 
growth. Employees want to work in 
environments where they feel valued, 
respected, and part of a community. 
Diversity, equity, and inclusion (DEI) 
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initiatives are crucial in creating such a 
culture. Employees are also looking for 
workplaces that prioritize mental 
health and well-being, offering support 
and resources to help them thrive. 
Invest in your culture, and watch your 
team and company soar to new heights.

COMPREHENSIVE BENEFITS
Modern employees expect benefits 
packages that go beyond basic health 
insurance. They value comprehensive 
benefits that support their overall 
well-being, including mental health 
resources, wellness programs, and 
financial planning services. Benefits such 
as paid parental leave, childcare support, 
and flexible spending accounts for 
healthcare can make a significant 
difference in an employee’s decision to 
join or stay with a company. Employers 
who offer robust benefits packages 
demonstrate that they care about their 
employees’ health and well-being, which 
can lead to higher job satisfaction 
and loyalty. 

PURPOSE AND MEANINGFUL WORK
Many employees, particularly of the 
younger generations, are driven by a 
sense of purpose. They want to work for 
companies that align with their values 
and contribute positively to society. 
This means that employers need to 
clearly articulate their mission and 
demonstrate their commitment to 
social responsibility. Employees want to 
see how their work makes a difference 
and contributes to a greater good. 
Companies that can provide meaningful 

work and show their impact on the 
community and environment are more 
likely to attract and retain passionate 
and dedicated employees. 

ADAPTING TO EVOLVING EXPECTATIONS
To meet these evolving expectations, 
employers must be proactive and adapt-
able. Here are some strategies to consider. 

Embrace Flexibility: Develop clear 
guidelines for remote work, including 
expectations for communication, 
productivity, and availability. Allow 
employees to choose their start and end 
times within a set range, accommodating 
personal commitments. Combine in-office 
and remote work to provide a balance that 
suits different roles and preferences.

Invest in Development: Offer 
regular workshops, courses, and seminars 
to help employees develop new skills. Pair 
employees with mentors who can provide 
guidance, support, and career advice. 
Create and communicate clear career 
progression paths, outlining the steps 
and skills needed for advancement.

Foster a Positive Culture: 
Implement diversity, equity, and 
inclusion programs to ensure a welcom-
ing environment for all employees. 
Provide access to mental health 
resources, such as counseling services 
and wellness programs. Conduct regular 
surveys to gather feedback and identify 
areas for improvement in the workplace 
culture. Encourage open communication 
and feedback to continuously improve 
the workplace environment.

Enhance Benefits: Offer programs 
that promote physical and mental health, 

such as gym memberships, wellness 
challenges, and mental health days. 
Provide resources to help employees 
manage their finances, such as retirement 
planning and financial counseling. Allow 
employees to customize their benefits 
packages to better meet their indi-
vidual needs.

Communicate Purpose: Clearly 
articulate the company’s mission and 
values, and ensure they are reflected in 
everyday operations. Implement corpo-
rate social responsibility programs that 
allow employees to participate in 
community service and environmental 
sustainability efforts. Regularly share 
stories and updates about the company’s 
impact on society and the environment, 
highlighting how employees’ work 
contributes to these efforts.

Adapting to evolving employee 
expectations requires a proactive and 
flexible approach. Something we can 
lean on in the PEO industry. 
Understanding that these expectations 
have changed is crucial to understand 
and embrace, not only as a PEO owner 
or leader, but as a manager of people. 
Being someone who genuinely cares 
about others’ well-being and eager to 
try new ideas that help enhance the 
lives of team members or people in the 
community, I’m not sure there’s a 
greater feeling. 

SHAWN WEINBERGER

Operations Manager
KEENA
Queensbury, NY
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LEAD BY EXAMPLE: 
STRATEGIES TO NAVIGATE 
CHANGING EXPECTATIONS 
BY CONNOR CROSS

Today’s workplace, like most things in 
our world, is changing and evolving 
at a faster pace than ever before. One 

specific area of today’s modern workplace 
that has significantly shifted is employee 
expectations. As the leader of the people 
function at a PEO that is also a small-to-
midsize employers itself, I find myself in a 
unique position to not just observe the 
shift in employee expectations but to 
actively participate and respond to these 
shifts internally. The dual role many PEOs 
play as both a service provider and an 
employer gives us a unique perspective to 
address these changes in the workplace 
and to lead by example with our clients. 

THE CHANGING LANDSCAPE OF  
EMPLOYEE EXPECTATIONS
Over the past few years, there has been a 
significant change in how employees view 
their relationship with their work, their 
employer and their direct manager. 
Several trends have emerged, and 
employers need to be prepared to meet 
the needs of the modern workforce. 

Flexibility is Non-Negotiable. 
Flexibility has moved from being a perk 
to a standard expectation for many 
workers. The biggest push from workers is 
flexibility related to where the work can 
be performed, like remote and hybrid 
work arrangements. While remote and 

hybrid work arrangements may not be 
possible in some workplaces, there are 
other ways for employers to meet the 
expectations of their employees when it 
comes to flexibility. Things like flexible 
scheduling, condensed workweeks, 
parental time off, paid leave and PTO, and 
positive work cultures are all ways to be 
flexible outside of remote/hybrid work. 

Focus on Well-being. With a global 
focus on mental health, it is no surprise 
that employers are having to look for 
ways to fill the gaps when it comes to the 
overall wellbeing of their employees, both 
at work and in their lives outside of the 
workplace. While employees are 
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expecting employers to provide health and 
wellness related benefits outside of 
standard medical plans (i.e., gym member-
ships, Employee Assistance Programs, 
mental health resources, financial wellness 
tools, etc.), they are also expecting their 
leadership to provide them support, 
psychological safety and a positive work-
place culture. 

Career Development and Growth. 
Not only are employees prioritizing career 
development and professional growth, but 
they also expect to have a voice and to be 
allowed an active part in shaping their 
career path. It’s important to note that not 
everyone wants to be a people-leader or 
take on a supervisory role as part of their 
career pathing. Employers must think of 
career development beyond “climbing the 
ladder” and provide equal development and 
growth opportunities for those not 
interested in taking on leadership roles. 
Ultimately employees are looking for 
employers who invest in their profes-
sional growth. 

Mission-Driven Work. More than ever 
before, employees are looking for ways to 
feel connected to their organization’s 
mission and values. They want their work 
to have meaning, and they want to feel like 
they are contributing to something bigger 
than themselves. Understanding an 
organization’s mission and learning how 

employers give back to their community 
have become an increasingly important 
consideration for job seekers before 
applying for a position. 

Transparent & Authentic 
Leadership. There is a growing expecta-
tion for open, honest communication from 
leadership, especially during times of 
change. Employees want to be a part of 
decision-making processes when possible. 
They want to feel like they have an active 
role in shaping the company’s future and 
prefer to be in the know when it comes to 
internal and external factors impacting 
their jobs and their employer. They want to 
listen, but they also want to be heard, 
making official feedback channels 
extremely important. 

THE UNIQUE POSITION OF PEOS:  
LEADING BY EXAMPLE
As a PEO, we find ourselves in a unique 
position. We’re not just advising our clients 
on how to navigate these changes. We are 
living them ourselves. In my role as the HR 
Director for our PEO, I often find we need to 
“go first” in implementing new policies or 
programs. This means we’re not just speculat-
ing about best practices. We are actively 
trying them within our own organization. 
This approach allows us to gain first-hand 
experience of what works and what doesn’t, 
which ultimately builds credibility as we 
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develop solutions and recommendations for 
our clients. Being able to empathize with 
our clients and speak from experience has 
been instrumental in maintaining our role 
as our client’s trusted partners. 

There are several key strategies that 
PEOs can employ to help their clients 
navigate the changing landscape of 
employee expectations.

Develop Flexible Service Models. 
PEOs must create scalable service solutions 
that can be customized to meet the diverse 
needs of their clients. Just as a one-size-fits 
all approach does not work with employees, 
it is not effective as a PEO service model. 

Promote Strategic Partnership. 
PEOs must promote their partnerships with 
technology platforms, vendor partners and 
community resources. Beyond promoting 
existing partners, PEOs should encourage 
clients to invest in partnerships that 
enhance the employee experience. 

Embrace Continuous 
Improvement. PEOs must embrace a 
culture of continuous improvement not 
just with internal operations but with 
how they partner with their clients. They 
must be proactive and stay ahead of 
trends. This knowledge and experience 
can then be shared with clients, position-
ing PEOs as valued partners. 

Integrate Mission and Values. 
PEOs must integrate their mission, vision 

and core values into every aspect of their 
business from how they lead their 
employees to how they service their 
clients. Talk about it frequently, create 
marketing campaigns around it and 
ensure all partners are aligned.  

Prioritize Communication. PEOs 
must develop strong communication 
channels both internally and with clients. 
Regular check-ins, surveys, and client 
care meetings can help identify emerging 
needs and concerns, while also modeling 
how to effectively build and maintain 
feedback channels. 

EMBRACING THE OPPORTUNITY 
FOR GROWTH
The changing landscape of employee 
expectations presents both challenges 
and opportunities for PEOs and their 

clients.  The future of work is being 
shaped by these changing expectations, 
and PEOs have the opportunity to be at 
the forefront of this transformation. 

By remaining flexible and leveraging our 
dual perspective, we can help our clients 
not just adapt to these changes but thrive 
in a constantly evolving environment. In 
doing so, we not only secure our position 
as valued partners to our clients but also 
contribute to creating more fulfilling and 
engaging work environments for employ-
ees in the communities we serve. 

CONNOR CROSS

Director of Human Resources 
and Payroll
Syndeo Outsourcing
Wichita, KS

Employers must think of career 
development beyond “climbing the 
ladder” and provide equal development 
and growth opportunities for those not 
interested in taking on leadership roles.
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REDEFINE, TRANSFORM, REIMAGINE: 
MEETING EVOLVING EMPLOYEE DEMANDS 
BY DEANNA M. MARTIN

Redefine. Transform. Reimagine. 
Many companies use these words to 
define the changing workplace 

landscape, such as how the pandemic 
accelerated the adoption of remote work 
and flexibility in scheduling. What was 
once considered a competitive advantage, 
has now become a standard expectation 
that is driven by changing attitudes, 
technological advancements, and shifting 
societal values. 

For businesses to remain attractive 
employers and retain top talent, under-
standing and adapting to evolving 
employee demands is crucial. At G&A 
Partners, we understand what employees 
value in a work relationship. Therefore, we 
strive to create an engaging and enjoyable 
work environment by establishing a 
culture that responds to these evolving 
employee demands in key areas.

DESIRE FOR FLEXIBILITY AND  
REMOTE WORK
The traditional approach to finding a job 
used to mean centering your life around 
the parameters of the job’s hours and 
location. Today’s employees now desire a 
career that supports their lifestyle, 

centering more around flexibility in work 
schedules and, if they work on location, 
how far they have to commute. For 
employees, this flexibility allows the 
necessary balance between their work 
and personal life.  

At G&A, we have not only answered the 
question, “To commute or not to 
commute?” by allowing employees to be a 
part of the discussion, but we have also 
adopted flexible work policies allowing for 
both remote and hybrid approaches. 
Clearly defining expectations for remote 
work (and providing the necessary 
resources to do so effectively) ensures that 
remote and hybrid workers have access to 
communication and collaboration tools to 
maintain productivity and engagement. 
And being keenly aware that everyone’s life 
and needs are different ensures that the 
human in human resources is realized.

DEMAND FOR TRANSPARENT AND 
ETHICAL LEADERSHIP
Trust in leadership is closely tied to 
transparency and ethical behavior. 
Employees expect leaders to act with 
integrity, which includes being open 
about company practices and decisions. 

Transparency is demonstrated through a 
company culture that encourages sharing 
information and accountability at all 
levels of leadership. 

At G&A, we foster a culture of honesty 
and accountability by communicating 
openly about company performance, 
decisions, and changes. We also lead by 
example, demonstrating ethical behavior 
and sound decision-making to set a positive 
standard for the entire organization. 

INVEST IN PROFESSIONAL DEVELOPMENT
I once had a friend who quit her job every 
2.5 years in an effort to move up. (She is 
now an executive at the company she works 
for.) While she has been successful in her 
endeavors, it made me wonder, “Why did 
she feel the need to do that? Are companies 
properly investing in the professional 
development of their employees?” 

According to studies, the average cost 
to hire a non-management employee is 
between $4,000 to $7,000, whereas the 
average cost to develop an existing 
employee is between $1,000 to $4,000.

At G&A, we recognize that employees 
want to grow within their roles and 
careers. We foster this growth by 
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providing access to workshops, courses, 
and seminars that align with both 
individual career goals and organizational 
needs. Developing clear paths for advance-
ment within the company has improved 
engagement and retention because our 
employees see a future for themselves in 
the organization.

DESIRE FOR INCLUSION AND DIVERSITY
A diverse and inclusive workplace is no 
longer a trend, it’s a critical expectation. 
Creating a culturally competent 
environment helps all employees feel 
respected, valued, and included regard-
less of their background. 

At G&A we offer training opportuni-
ties that not only promote initiatives 
that foster diversity and inclusion -- they 
also ensure representation across all 
levels of the organization.  

SOLICIT AND ACT ON 
EMPLOYEE FEEDBACK
At the end of a customer service call, 
you’re often asked to take a short survey 

about your interaction with the repre-
sentative. Normally you are presented 
with a range of ratings to express your 
satisfaction level. But how often are 
these survey results utilized? In my 
experience, I rarely see a change in my 
future experiences and interactions with 
that company.  

At G&A we recognize the unique 
opportunity presented when an employee 
is engaged enough to respond to a survey 
about their work experiences. Surveys 
allow us to gauge employee satisfaction, 
identify areas for improvement, under-
stand employee needs and preferences, 

and respond accordingly. Gathering this 
information results in improvements 
such as better employee benefits plans, 
but it also ensures that our organizational 
goals are aligned with the 
employee experience.

Improving the employee experience is not 
a one-time effort, but an ongoing commit-
ment. Retaining and attracting talent 
involves envisioning and implementing new 

ways to enhance and transform how work is 
done, where it is done, and how people 
interact within the work environment. It 
means adapting to the evolving needs and 
expectations of employees while leveraging 
technology, work-life balance, and inclusiv-
ity. And it means that we must continuously 
evaluate the workplace landscape. Then 
redefine, transform, and reimagine. 

DEANNA M. MARTIN

HR Advisor, MBA
G&A Partners
Houston, TX 

A diverse and inclusive workplace is no 
longer a trend, it’s a critical expectation. 
Creating a culturally competent 
environment helps all employees 
feel respected, valued, and included 
regardless of their background.  
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GALACTIC 
GUIDANCE

BY DAVID PEARSON

KEY AREAS IMPACTING 
TODAY’S WORKFORCE 
AND THE IMPORTANT 
PART PEOs PLAY

For Stellar Employee Engagement

All eyes are on employees as workplace engagement is part of what can 
make or break a company’s longevity. Consequently, business leaders 
have amped up their strategies to ensure job and benefit satisfaction in 
an effort to maintain growth. With these specific areas continuing to 
impact the job market, many companies have turned to the expertise 

of their PEOs to stay aligned with industry trends and employee expectations. As 
PEOs, we can guide employers on where to focus their efforts and identify key areas in 
which we can help them succeed.
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PRIORITIZING EMPLOYEE SATISFACTION 
FOR RETENTION PURPOSES
Although the workforce has evolved past the 
Great Resignation (for now), attention to 
employee retention shouldn’t be left on the back 
burner. The current job market is making it 
harder to find talent, meaning keeping employ-
ees happy all the more important.

Investing in employees by providing a 
positive company culture and a clear path 
to professional growth can keep businesses 
competitive when the tide shifts yet again. 
Though employee negotiations still weigh 
heavily on recruiting and retention, leaders 
need to consider other ways to hang on to 
their most valuable employees.

Two main measures of employee satisfaction 
are leadership development and salary expecta-
tions. When deciding where to focus efforts 
first, these areas are a good place to start.

LEADERSHIP SKILL DEVELOPMENT
When employees feel they’re facing a dead-end 
at their job, they’ll start looking elsewhere to 
continue their career path. Businesses need to 
provide leadership training and development 
to align with employee goals.

To help address this need, a PEO partner can 
help clients create programs for: career develop-
ment opportunities, employee recognition 
programs, work-life balance and boundaries 
initiatives, competitive compensation and 
benefits, and mentorship and coaching. 

Additionally, clients are also turning to their 
PEOs for resources to help them gauge 
employee sentiments through job satisfaction 
surveys and regular check-ins. ExtensisHR, for 
example, leverages a partnership with 15Five to 
boost employee engagement within our own 
workforce and for our customers. Rather than 

guess what employees value most, companies 
can get answers straight from the source.

SALARY TRANSPARENCY 
Meeting employee expectations is key to 
maintaining retention. This starts with salary 
transparency. It sets a tone for job candidates 
(and active employees looking to advance in 
their roles) to feel accurately informed when 
applying for a new position or being recruited.

Salary transparency provides a built-in sense 
of trust and aligned understanding which is 
carried throughout the entire hiring process. 
Furthermore, salary transparency is required 
by law in certain states to promote pay equity. 
Whether it’s market rate reviews, pay equity 
assessments, or other related factors, there are 
many aspects of pay transparency that can 
be embraced.

Clients depend on us to provide resources 
like compliant job description and offer letter 
templates, as well as assistance in effectively 
telling their unique story. So, while compensa-
tion will always be a priority for job candi-
dates, finding the right cultural fit has become 
a deciding factor as well.

Though this is valuable in the recruiting 
phase, it should extend through onboarding and 
an employee’s integration into the company if 
businesses expect to retain employees long-term. 

MANAGING EMPLOYEES’ MENTAL 
AND FINANCIAL HEALTH
The demand for mental health and financial 
wellness benefits has become the standard in 
today’s job market. In the past, these have 
barely skimmed the surface of what employees 
wanted or expected from their benefits 
package. Now, for many modern employees, 
these types of benefits are non-negotiable.

Mental Healthcare
The state of employees’ mental health 

cannot be overlooked as it greatly 
affects their job satisfaction, not to 

mention their work productivity 
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and personal relationships. A report by 
the American Institute of Stress reveals 
that 83% of U.S. workers say they suffer 
from daily work-related stress, with 50% 
admitting to not being engaged at work, 
leading to a loss of productivity.

Therefore, businesses need to incorpo-
rate benefits allowing for better work-life 
balance. This may include flexible work 
schedules, remote work opportunities, 
and more accessible and affordable care 
like counseling and other behavioral 
health services.

Financial Wellness Benefits
Retirement plans remain high on the list 
of sought-out benefits for employees. 
Knowing how best to safeguard earnings 
for the future can feel overwhelming and 
complex. Businesses offering financial 
wellness benefits can ease these con-
cerns and serve as an advantage for 
recruitment and retention. These may 
include: Retirement/401(k) plans, 
financial education and counseling, 
savings programs (HSAs, FSAs), 
employee discount programs, student 
loan repayment assistance or long-term 
care and/or life insurance. 

We’ve seen an uptick in clients 
requesting and leveraging these 
resources, particularly employee assis-
tance programs (EAPs), which provide 
mental health and financial wellness 
services including free, confidential 
assessments and short-term counseling.

Furthermore, PEO partners can help 
businesses develop benefit education 
and policies that align with industry 
trends and allow for flexibility as 

employee demands change.

CATERING TO FIVE 
DIFFERENT GENERATIONS
Employers also face the challenge of 
having five generations in the workforce. 
Many workers can’t afford to retire to the 
standards they had anticipated, and older 
employees are returning to work, albeit in 
different capacities. Additionally, data 
from the Employee Benefits Research 
Institute (EBRI) shows when the job 
market is at its strongest, an employee’s 
tenure tends to be the shortest as they 
seek other opportunities.

As a result, employers must be cognizant 
of how this spectrum affects recruiting, 
retention, and retirement best practices. 
Working with a PEO partner focusing on 
customization can better encompass the 
needs of all workers as they enter different 
phases of their careers through:

Tailored Benefit Plans
A younger employee may be more inter-
ested in student loan assistance, whereas 
an older employee may be focused on a 
401(k) retirement plan or saving for a 
child’s college tuition. Following benefit 
trends matters but understanding the 
unique needs of each specific work 
population is what makes a difference.

It’s our responsibility to evaluate and 
update benefit offerings as workplace 
demands shift. This ensures business 
leaders have peace of mind knowing their 
plans remain aligned with employees’ 
evolving work and life needs.

Professional Development Programs
Implementing training and leadership 
development opportunities gives employ-
ees a chance to grow within their 

company. It also provides a pathway 
for mentorship and knowledge transfer 
programs. This helps to keep employees 
engaged and encourages cross-channel 
and cross-generational experiences and 
shared expertise. 

Clear Communication Strategies
Diverse and consistent communication 
systems are necessary to appeal to various 
generational preferences, such as a mix of 
digital platforms and in-person meetings. 
Meanwhile, handbook compliance is 
essential to maintain a written and docu-
mented understanding for all employees.

A PEO can help companies establish 
which types of benefits and programs 
would be the most well-received by their 
employees. Plus, they can work with 
executive leaders to update company 
handbooks, which outline organizational 
policies, procedures, and core values to 
protect the business and ensure employees 
are clear about work rules and expectations.

Understanding the current workforce 
landscape is essential, but the market 
can shift at any moment. As PEOs, 
helping our clients constantly refine best 
practices to maximize employee satisfac-
tion will always be on trend. By staying 
proactive and adaptable, we can ensure 
these businesses are equipped to meet 
changing demands and maintain a 
satisfied, engaged workforce.  

DAVID PEARSON

SVP, People and Culture 
ExtensisHR 
Woodbridge, NJ 
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I n an era marked by a global crisis, 
business model shift, and a new 
generation entering the workforce, 

it’s no surprise that employees’ needs have 
evolved. Today, employees are prioritizing their 
well-being like never before. They want clearer 
boundaries between work and personal life. 
They want a sense of purpose. And they want 
to be part of an organization that shares its 
values and, by extension, provides a shared 
connection and sense of community.  

In short, work is now viewed as a subset of 
employees’ lives versus separate from it. As a 
result, workers are looking for greater fulfill-
ment – and for their employer to help 
them find it. 

Here are seven strategies to assist your 
clients in creating a workplace culture that 
caters to the evolving needs of their employees.

1: OFFER RELEVANT BENEFITS
Rather than automatically renewing the same 
offerings each year, organizations should strive 
to understand what employees really want 
from their benefits. With inflation driving 

employees’ concerns about the cost of 
living, they may also be concerned 

about their financial well-being or 
having extra protection in the 

event of illness or injury. For 
enhanced well-being, 

which employees now view as an expectation 
and not a luxury, it could be flexible workweeks 
or better mental health support. Ask employees 
what they want and use the data to tailor and 
deliver relevant benefits.

2: ELEVATE THE EMPLOYEE EXPERIENCE
When isolved surveyed HR leaders, they found 
that the top area of opportunity for HR is 
improving employee engagement and experi-
ence. Instead of employee satisfaction being an 
afterthought, employers today should make it a 
priority. To do that, focus on every aspect of 
the employee journey, both tangible and 
intangible, to ensure the work environment 
meets their needs and enriches their experi-
ence. Start by seeking feedback, then proac-
tively implement changes that will improve 
their work life today and promote their future 
happiness with the company.  

3: FOSTER RELATIONSHIPS
Employees want deeper connections at work 
and want to feel valued as people, not just 
workers. Since understanding your talent is 
more important than ever, be accessible and 
make a point of spending time with employees 
and getting to know them on a personal level. 
Ask them about their motivations and goals, 
and what may be standing in the way of them. 
Actively listen and follow through with 

7 WAYS TO BUILD 
A WORKPLACE TO 
MEET EMPLOYEES’ 
CHANGING NEEDS
BY KARYN RHODES, SPHR, SHRM-SCP
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actions on the issues to show that your 
organization is people centric. It’s also 
important to foster work relationships 
by offering opportunities like peer 
coaching, greater collaboration across 
teams, or virtual social platforms. 

4: UPDATE YOUR VALUE PROPOSITION
As employees – especially Gen Z – 
increasingly reflect on what makes them 
happy and satisfies them, a sense of 
meaning and purpose at work can be 
critical. In fact, according to isolved’s 
2024 HR Trends Report, 88% of employ-
ees say it has become more important to 
have a job they find personally fulfilling. 
To give employees an answer to the 
question, ‘why do I do what I do,’ recon-
sider your value proposition. Beyond pay 
and perks, align your goals and values 
with what current and prospective 
workers are looking for today to feel 
invested. Then clearly define and promote 
it to help create a sense of belonging and 
satisfy employees’ quest for something 
greater than themselves.  

5: IMPROVE INTERNAL COMMUNICATION
isolved’s Third-Annual Voice of the 
Workforce research cites improving 
internal communication as the number 

one way to improve culture. Make sure 
your communication is clear, honest, 
and timely, especially when what you’re 
sharing can impact their jobs. When 
possible, provide the rationale behind 
any changes and ask for their feedback. 
Show you value their input by acting on 
it. This will also help further a culture of 
respect, which can enhance employees’ 
job satisfaction. So can responding to 
requests in a timely manner. 

6: TRUST YOUR EMPLOYEES
Employees today want to feel respected 
and empowered. They want more control 
over their work – not just over when and 
where it gets done but also to have the 
freedom to manage projects the way 
they want. Rather than controlling and 
micromanaging employees, trusting 
them increases workplace happiness and 
can also promote motivation, innova-
tion, and leadership. Just be sure to 
outline expectations at the outset and 
maintain a framework or structure for 
communication so employees continue 
to feel engaged.

7: FOCUS ON LEARNING AND GROWTH
While record job movement is due to 
many factors, a key driver is employees’ 

search for career 
growth. To satisfy this 
need, offer increased learning and 
development opportunities that will 
help employees reach their full potential 
in the workplace and achieve their goals. 
Start by creating a career development 
plan for each worker that identifies the 
skills and competencies they want and 
that can help them move to the next 
level. Then provide a mix of offerings, 
from online modules to programs that 
offer the chance to engage and develop 
connections such as mentorships, 
stretch assignments with other depart-
ments, and in-person conferences.

As employees continue to rethink 
their organization’s role in their 
well-being, employers should realign 
their priorities to reflect workers’ 
evolving expectations. These seven 
steps will help you support your clients’ 
employees in today’s world and, in turn, 
lead to organizational success. 

KARYN RHODES, 
SPHR, SHRM-SCP

Senior Director, HR Services
isolved
Charlotte, NC

In short, work is now viewed as a 
subset of employees’ lives versus 
separate from it. As a result, workers 
are looking for greater fulfillment – and 
for their employer to help them find it.
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re Taylor Swift and Beyoncé 
true country music artists?  
What they both present to 
the genre has been historic 

and perhaps even necessary. Social 
media might agree, and Reba McEntire 
might disagree, but there is an essence to 
this question that companies should 
consider: do current talent meet the 
needs of what the business aspires to 
accomplish to remain competitive in the 
near future? Adversely, do companies 
understand workforce expectations well 
enough to mitigate the risks associated 
with evolving perceptions? 

The US Bureau of Labor Statistics is 
optimistic about employment trends 
through 2032. It anticipates over the 
next eight years an increase in wage and 
salary employment of 3.0% and an 
increase in self-employment of 0.6%. The 
US healthcare sector will benefit the 

most from this trend as it sees an aging 
population expand and chronic condi-
tions becoming more pronounced, 
propelling the need for more practi-
tioners and technical experts.  Declines, 
however, are forecasted for the manufac-
turing and utilities sectors, with produc-
tion and sales roles also declining. But 
there’s yet more questions that should be 
asked: how agile will the PEO industry 
be to these expected trends in terms of 
its internal workforce strategy and client 
management strategy? There are a few 
risks you should consider when respond-
ing to these questions. 

TOP RISKS TO KNOW 
Enterprise Risk Management (ERM) 
professionals are working to connect the 
dots on the broader drivers of these 
trends and the potential consequences to 
businesses. According to research, here 

EMERGING RISK OUTLOOK:  
TALENT MANAGEMENT RISK
BY DAFNI LEFLORE



27O C TO B E R  2024

are the top talent management risks to 
consider over the next 1 to 2 years.  

Fast Tech Means Agility Risk… 
The faster technological advancements 
accelerate, the more agile organizations 
must be in reprioritizing the business 
needs required to stay on pace. This 
includes rethinking how we manage the 
output of AI in areas such as software 
development, knowledge management, 
quality control, legal and marketing. 
Thus, while advancements may play on 
the psychological safety of employees as a 
significant job-taker, tools such as AI 
could become a key job-developer.  

…So Now, Single Jobs Mean More 
Diverse Skills… 
Just as many new skills are needed to 
perform a single job now as there are 
skills that are no longer needed to 

perform that same job. According to 
Gartner, 58% of the workforce needs new 
skills for their roles, with total skills 
needed increasing by 10%. Contrarily, 
33% of skills included in a typical job 
posting 7 years ago are now obsolete.  In 
TriNet’s 2024 State of the Workplace 
report, SMBs and their employees agree 
that upskilling to adapt to market 
changes for current roles is a top focus 
area of development over the next 3 
years.  The report also doubles down on 
this point for SMBs: “26% of employees 
consider their skill level to be ‘somewhat’ 
adequate, compared to 37% of employers 
who describe it this way.”  

…But It Also Means a Change in 
Employee Expectations 
With large companies leading the way in 
calling for a return to office, 90% of 
companies are now expected to apply a 

return to office policy by the end of 
2025, which may signal a tug-of-war 
between employers and employees. In 
2024, approximately 1 in 5 employees 
are remote, while 98% of workers prefer 
some form of remote work. However, 
only 16% of employers offer fully remote 
work. The demographic leading the way 
with remote work: ages 24 – 35. While 
there is a clear appetite for more flexibil-
ity, companies understand the need for 
delicate messaging. The tech industry is 
one such area where a battle is brewing 
as Google’s CEO recanted his statement 
on working-from-home and its implica-
tions on the company’s competitiveness 
in AI. “Google decided that work life 
balance and going home early and 
working from home was more important 
than winning,”. Such becomes very 
controversial messaging, considering the 
tech industry is one of the top industries 

There is an emerging expectation of a new generation 
of talent cohorts who will only stay at an organization 
for a short period of time, rather than making a career 
within it. Such a risk will shake up an organization’s 
talent and knowledge retention strategies over time.
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for remote work in 2024 accord-
ing to Forbes. 

Ok, So Who Spends and Who Saves on 
These Expectations? 
The COVID-19 pandemic allowed 
employees to understand the cost of 
work associated with being in-office 
daily, including time, fuel and energy, as 
in-office work costs twice as much as 
remote work for employees. Work-from-
home (WFH) options offer employees 
the opportunity to save between $6,000 
and $12,000 annually depending on 
fully remote or hybrid schedules. This 
cost savings can be attributed to a 
reduction in gas consumption, car 
maintenance, car insurance, public 
transportation, clothing, and dining. 
Inflationary pressures only heighten the 
angst felt by employees.  

Adversely, employees are leveraging 
social issues to further balance the cost of 
work. Climate change, for instance, 
creates location-based risks that employ-
ees want more protection around. 
Without the option to avoid areas with 
significant climate events as an in-office 
or hybrid worker, employers may see 
much more of a cost deficit associated 
with required localization.  “As climate 
change weighs more heavily on workers’ 

financial situations, it’s a smart HR 
strategy for employers to invest in the 
resilience and productivity of their 
workforce by alleviating the financial 
impact of extreme weather”, says Timothy 
Flacke, Co-Founder and Executive 
Director of Commonwealth.  

Answer: It Depends on the Risk of Faster 
Career Shift   
There is an emerging expectation of a 
new generation of talent cohorts who 
will only stay at an organization for a 
short period of time, rather than making 
a career within it.  Such a risk will shake 
up an organization’s talent and knowl-
edge retention strategies over time.  
According to Bankrate, 48% of US 
employees will look for new roles in 
2025.  This group is representative of 
64% of GenZers and 25% of Baby 
Boomers, or a company’s likely entry 
level staff and upper managers.   

…But Wait, Where Are All the Babies? 
Economists are grappling with the idea 
that declining fertility rates paired with 
inevitable aging could transform the labor 
workforce in a way we may not be 
prepared for. This means that newer 
generations have less talent availability. 
Mortality and fertility forecasting models 

predict by 2064, death rates will surpass 
birth rates for the first time in history, 
crippling some of the world’s largest 
economies.  However, productive rights 
activism and outcomes of political 
decisions could impact this forecast in 
areas of the world like the US. 

While human capital management is  
a complex area with far more interdepen-
dencies than what’s mentioned here, pace is 
the name of the game. Companies must be 
able to move quickly not just with technol-
ogy, but also with the change of preference. 
As employers expect more, employees will 
expect more. With expecting more, research 
should be done to determine if ‘more’ is 
available in the forecast.  Any one move 
could shake up employee activism if 
workforce strategies aren’t done right 
because, after all, both sides have a vested 
need. Consider having talks with your 
teams about which of these risks, and 
others, will present the biggest threat and 
opportunity to your operations and your 
customers, and take proactive steps ahead 
of the next big wave of workforce risks. 

DAFNI LEFLORE

Director, Enterprise Risk 
Management 
TriNet, Inc.
Alpharetta, GA 
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WORKFORCE HIRING TRENDS  
IN AN EVOLVING WORKPLACE
BY JOHN MASON-SMITH

our years after the COVID-19 
pandemic, remote and hybrid 
work environments continue 
to evolve. As businesses 

navigate this shifting landscape, under-
standing the latest workforce hiring 
trends is essential for companies aiming 
to attract and retain top talent. At 
HireWith, we have observed significant 
shifts in hiring trends in the payroll and 
PEO sectors, where remote and hybrid 
work remain significant discussion topics. 

WORKFORCE HIRING TRENDS 
In 2020, the widespread adoption of remote 
and hybrid work arrangements marked a 
significant shift. Many employers embraced 
these models to enhance employee 
satisfaction and tap into a broader talent 
pool. However, a study by Resume Builder1 
shows that out of companies with office 
space, 9 out of 10 will have returned to the 
office in some capacity by 2025. 

While these trends reflect the nation-
wide average, HireWith has observed 

different dynamics in the specialized 
payroll and PEO worlds. Remote work has 
remained highly popular among employ-
ers who need specialized knowledge (such 
as expertise in specific software packages 
or industries like payroll), as the number 
of local opportunities to match employees 
with this specific skill set and employers 
remains limited in some areas. 

Remote work has also led to interesting 
trends in compensation. Many employees 
indeed say they are willing to take a pay cut 
for remote work, but what about employers? 
As the national average slowly climbs due to 
inflation, rural employers may find remote 
employees asking for higher compensation 
than those in their local area. Conversely, 
employers in urban areas may find they can 
attract lower-cost talent through remote 
work from lower-cost-of-living regions. The 
competition for the same employees is 
causing regional compensation trends to 
converge toward national averages. For 
example, a remote worker in a rural 
community can now compete for jobs with 



WORKFORCE

O C TO B E R  202430

workers in metropolitan areas, driving 
compensation toward a midpoint between 
these high- and low-cost areas. This implies 
employers in high-cost-of-living areas could 
benefit from hiring remote workers in rural 
regions. In contrast, rural employers could 
achieve more competitive margins by hiring 
locally and encouraging on-site work. 

While a return-to-office movement is 
gaining traction among employers, data 
suggests that remote and hybrid work will 
remain prevalent in the job market due to 
its popularity with employees. According 
to a recent survey by the Pew Research 
Center2, most professionals prefer remote 
or hybrid work arrangements—a prefer-
ence driven by improved work-life 
balance, increased productivity, and the 
ability to escape office distractions. 

IMPACT OF RETURN-TO-OFFICE MANDATES 
ON EMPLOYEE RETENTION 
Return-to-office mandates are also 
affecting employee retention. Remote and 

hybrid work have become so popular that a 
FlexJobs survey3 of 8,400 individuals 
revealed that over half of these profession-
als know someone who either has quit or 
plans to quit in response to return-to-
office plans. This underscores the impor-
tance of flexibility and employee well-be-
ing in today’s job market. 

BENEFITS OF REMOTE WORK FOR 
EMPLOYERS AND EMPLOYEES 
The advantages of remote work extend to 
both employers and employees. Studies 
have shown remote workers often report 
better work-life balance and increased 
job satisfaction. Additionally, remote 
work can enhance productivity and 
reduce absenteeism. For employers, 
remote work can lead to cost savings on 
office space and operational expenses. 
Moreover, it allows companies to access 
a wider talent pool without geographical 
constraints. This is particularly benefi-
cial for small companies, as it enables 

Experts emphasize remote employers should 
prioritize outcomes over input and shift their 
focus from visible activity to tangible outcomes.
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them to tap into a talent pool they might 
not otherwise be able to access. 

CHALLENGES IN HIRING 
REMOTE WORKERS 
While remote work offers numerous 
benefits, it also presents unique 
challenges for employers. Managing 
equipment distribution, ensuring 
robust IT support, and providing 
comprehensive employee benefits 
packages across different locations can 
be complex. Additionally, building and 
maintaining a strong company culture 
in a remote environment requires 
intentional effort. 

Another significant challenge is the 
potential for decreased employee connec-
tions. Research indicates remote workers 
often feel less connected to their col-
leagues than in-office employees. 
Addressing this issue is crucial for 
fostering a positive work environment 
and preventing feelings of isolation. 

INNOVATIVE SOLUTIONS 
Organizations are implementing innova-
tive strategies to overcome the challenges 
associated with remote hiring. 
Streamlining the onboarding 

process—including thorough background 
checks and clear work-from-home 
agreements—is essential. Regular virtual 
team meetings and the use of collabora-
tion tools can help build a sense of 
community among remote employees. 

Companies are using various tools to 
foster collaboration and stay on track. 
These may include programs like Slack, 
Google Drive, and Monday.com. A newer 
technology player called Kumospace is 
even attempting to simulate the “in-office 
experience” for remote workers through a 
video game-type experience.  

While these tools may help keep a 
better eye on employees, it’s essential to 
avoid delving into micromanagement. 
When physical proximity is absent, it can 
be tempting to overestimate the need for 
oversight. Experts emphasize remote 
employers should prioritize outcomes 
over input and shift their focus from 
visible activity to tangible outcomes. As 
long as employees consistently deliver 
quality work on time, their specific work 
style may be secondary. 

FUTURE TRENDS IN WORKFORCE HIRING 
The future of work will likely involve a 
hybrid model, combining the best 

aspects of remote and in-office work. As 
technology advances, we expect to see 
more innovative tools and platforms 
emerge to support remote collaboration 
and productivity. Additionally, there will 
be a growing emphasis on employee 
well-being, flexibility, and work-
life balance.  

The workforce landscape is undergoing a 
profound transformation. Remote and 
hybrid work arrangements are here to 
stay, and employers who embrace these 
trends will be better positioned to attract 
and retain top talent. As these trends 
evolve, partnering with a specialized 
provider like HireWith can help ensure 
your company stays competitive in finding 
and attracting top talent. 

1  https://www.resumebuilder.com/90-of-companies-will-
return-to-office-by-the-end-of-2024  

2  https://www.pewresearch.org/short-reads/2023/03/30/
about-a-third-of-us-workers-who-can-work-from-home-do-
so-all-the-time/  

3  https://www.flexjobs.com/blog/post/losing-talent-to-return-
to-office-mandates-insights-from-the-flexjobs-survey/ 

JOHN MASON-SMITH

CEO & Co-Founder
HireWith
Glen Allen, VA
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few weeks ago, nearly 
1,000 industry members 
gathered in Orlando for 
our 2024 Annual 

Conference and Marketplace. We 
celebrated NAPEO’s 40th anniversary 
and welcomed new association leader-
ship. David Feinberg, Justworks’ senior 
vice president of risk and insurance 
programs, officially took the reins as 
NAPEO’s new Board of Directors Chair. 
He’s been active within NAPEO for 
several years, participating on numerous 
committees. He most recently served as 
vice chair. Feinberg joined the PEO 
industry after a career on Wall Street as 
an equity research analyst. He also 
worked to build national, small group 
health plans as the Executive Vice 
President of Health Plan at WellNet 
before joining Justworks in 2015.

A

MEET DAVID 
FEINBERG:
NAPEO’S 2024—2025 BOARD  
OF DIRECTORS CHAIR 

He spoke with PEO Insider® about his 
background, plans for the year and why his 
first impression of PEOs turned out 
to be wrong. 

PEO INSIDER®: HOW DID YOU FIRST LEARN 
ABOUT PEOs?
David Feinberg: In 2005 I worked as an 
equity research analyst for Goldman Sachs, 
and I was assigned to cover HR stocks. I 
keyed in on temporary staffing companies, 
and when I prepared to put out a report, my 
supervisor thought we needed more 
companies in the analysis. I mentioned that 
I had found two other companies that were 
sort of like staffing companies but called 
PEOs. He told me throw them in, so we 
added them to the report. I thought they 
were confusing and bad businesses, 
basically insurance arbitrage businesses. 
That was my first exposure to PEOs. 

PI: HOW DID YOU END UP WORKING FOR 
A PEO? 
DF: After 10 years behind an Excel 
spreadsheet telling people how to run a 
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business, I realized I wanted to be a part 
of the operational side of a business. I got 
my MBA and then had an opportunity to 
build a small group self-funded health 
plan which I did for a few years. 

While looking for my next opportunity, 
I met a network connection who set up a 
meeting with a venture capital firm. The 
person I met with told me the firm had 
invested in PEOs. My reaction was to say, 
“it’s just an arbitrage play.” He told me 
that I had to meet Isaac [Isaac Oates, 
Justworks’ founder]. By June of 2015 I 
had a job offer to join Justworks. 

PI: WHAT HAD CHANGED? WHY WERE YOU 
INTERESTED IN WORKING FOR JUSTWORKS? 
DF: I found Isaac to be an incredibly 
thoughtful person. Three things about 
Justworks stood out to me that made the 
company unique compared to other PEOs. 
First, I thought the company had a modern 
go-to-market strategy. Second, Justworks 
owned its own technology. Third, it was a 
mission and values-driven company. 

PI: WHAT ARE JUSTWORKS’  
CORE PRINCIPLES? 
DF: Justworks’ mission is to help 
entrepreneurs and businesses grow with 
confidence. If you talked with 100 of 
my teammates, you would sense an 
incredible alignment to this mission. 
Many people at Justworks have had a 
small business owner in their family or 
previously had their own small busi-
ness, and they see how challenging and 
honorable small business ownership is. 
It gives us a visceral drive to help our 
customers, and we aspire to be the 
partner that they have always needed 
and deserved but never before had 
access to. Justworks is committed to 
being this true partner where we 
believe the market needs are greatest, 
which is among companies with under 
100 employees.

participation throughout all levels of our 
members. Third, I’d like to see more 
participation with programs like Next 
Gen and WIN (Women in NAPEO). We 
need a more diverse talent pool to lead 
the industry going forward. 

PI: DO YOU HAVE IDEAS FOR ANY NEW 
INITIATIVES OR PROGRAMS?
DF: No new initiatives. We have a lot of 
good things in flight with different levels 
of maturity. We don’t need more, we need 
to continue investing in what’s already 
there. I want to focus on improving  
our existing resources to make them 
even better. 

PI: HOW DO YOU THINK THE INDUSTRY 
WILL EVOLVE? 
DF: The only constant is increased 
regulation and complexity. Even though 
there are more tools and resources 
available, it’s becoming harder to start a 
PEO. Many of the new entrants now are 
well-funded players leveraging the 
model as opposed to traditional 
start-ups. Consolidation will also 
continue playing a role, but I’m not 
concerned about PEOs going away. The 
industry has seen different eras from 
its infancy to the workers’ comp. focus 
of the 1990s to the health insurance 
focus of the 2010s. I think we’re 
entering a new era now that’s focused 
more on HR and remote work. The 
business of how and where people work 
is where a lot of PEOs are focused, and 
we provide incredible value to our 
customers in this area. 

PI: WHAT’S LIFE LIKE OUTSIDE OF WORK 
AND PEO? 
DF: There’s a lot of demands at the office, 
so my main focus outside of work is the 
Feinberg family. I’m also a diehard Duke 
and New York sports fan (Yankees, Giants 
and Rangers). 

PI: HOW DID YOU GET INVOLVED  
WITH NAPEO?
DF: In September of 2015, I attended my 
first NAPEO conference, and it changed 
my point of view on the entire industry. I 
learned we paid a large sum in member 
dues, but we were not engaged with 
NAPEO. That seemed silly to me, and I 
thought someone should go to evaluate 
the ROI. I realized we were not taking 
advantage of our membership and 
underutilizing the education resources.  
I met people like Dale Hageman, Bob 
Cerone, Barron Guss and Andy Lubash. 
They were all incredibly generous in 
helping me learn about the industry and 
sharing their knowledge. I realized that 
the PEO industry is unique in that, yes  
we are competitors, but we also rely on  
each other to do the right thing in terms  
of compliance for ourselves and 
our customers.

In a startup there’s your job description 
and then there’s your job. I saw white 
space where we had an opportunity to 
have someone engage at the leadership 
level with NAPEO. I took on that role and 
eventually joined the board and execu-
tive committee. 

PI: HOW DO YOU SEE YOUR ROLE AS 
CHAIR OF THE BOARD? 
DF: My role is role to support the NAPEO 
staff. Our biggest deliverable next year is 
our new strategic plan, but I’m focused  
on supporting the staff to make your 
jobs easier. 

PI: WHAT ARE YOUR GOALS FOR THE YEAR? 
DF: There are three things I’d like to 
achieve this year. First, let’s end the ERTC 
saga and get money in the hands of our 
customers. Second, I want to see 
increased participation with NAPEO’s 
PAC. The PAC is one of our top tools to 
engage with policymakers and achieve 
our advocacy goals. We need to increase 
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Save the dates for #NAPEO25 in Austin, Texas. Join us October 6—8, 2025, for the PEO industry’s flagship event.

nother NAPEO Annual 
Conference & Marketplace  
is in the books. A few weeks 
ago, nearly 1,000 PEO 

industry members descended upon Orlando, 
Florida to learn, connect and collaborate. 

If you attended then you felt the 
energy in the conference resort as 
attendees caught up with old friends, 
made new connections and learned the 
latest information on all things PEO. 
Our panel leaders brilliantly shared 
insights, tips and knowledge on myriad 
topics from sales and marketing to wage 
and hour issues. There was something 
for everyone. 

Daymond John, founder of apparel 
brand FUBU and star of ABC’s Shark 
Tank, kicked off the conference with an 
engaging presentation. He shared his 
five shark points for success which 
resonated with all the business owners 
and leaders in the packed room. His 
story of humble beginnings in Queens, 
NY captivated the audience as he 
recounted his journey of success. As he 
took the stage he said a few words, “I 
didn’t know I needed you.” He meant as 
a young entrepreneur, he didn’t appreci-
ate or understand the value of HR 
professionals. It’s a common sentiment 
among business owners and a reminder 

of the power and value that PEOs bring 
to an organization. 

We also celebrated 40 years of 
NAPEO. In 1984 a group of 14 compa-
nies (then known as staff leasing 
companies) formed the National Staff 
Leasing Association (later to become 
NAPEO in 1994). This year’s vibrant, 
energetic conference is a testament to 
the vision these leaders had. They bet 
on a small industry, and it has paid off. 

An annual highlight of the conference 
is the presentation of the Michaeline A. 
Doyle Award. The award recognizes an 
individual who has selflessly dedicated 
themselves to growing the industry. It’s 
the industry’s highest honor and 
considered a lifetime achievement 
award. This year’s recipient is Andy 
Lubash of PrestigePEO. Congratulations, 
Andy. Well deserved. 

As everyone is aware by now, 2024 is 
an election year which means NAPEO 
PAC is in full swing. Our political action 
committee is a powerful tool in our 
government affairs program. Through 
the PAC, we build relationships with 
policymakers on key legislative commit-
tees like the House Ways & Means 
Committee and the Senate Finance 
Committee. Our members have stepped 
up and supported NAPEO PAC in near 

A

#NAPEO24
record numbers so far this election 
cycle. You can get involved and learn 
more at napeo.org/pac. We were also 
fortunate to have Rep. Aaron Bean 
(R-FL) attend our PAC Donor 
Appreciation event. 

We also came together once again  
to support NAPEO Gives Back. 
Collectively, we raised more than 
$250,000 for Give Kids the World 
Village. This staggering sum will allow 
the organization to renovate the 
Gingerbread House at the village. Give 
Kids the World provides a place for 
families with children suffering from 
severe illnesses to experience a moment 
of peace and comfort. Families are able 
to relax and have a rare moment of fun, 
escaping the reality of doctor’s appoint-
ments and medical procedures. Give 
Kids the World provides a sense of hope 
and optimism to those suffering, and 
our donation will help make the village 
even more special. 

Giving back and coming together is 
what our conference is all about. It’s a 
forum for PEOs to learn from each 
other, and for service partners to 
demonstrate the latest products and 
solutions to power PEOs and to help 
them better serve clients. We’ll see you 
next year in Austin! 
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hile the Supreme Court’s 
2024 term produced many 
decisions of immense 
import, Loper Bright 

Enterprises v. Raimondo may be the one 
that changed the law the most by 
overruling the landmark 1984 Chevron 
decision. Loper Bright will impact 
virtually every area of law including  
how PEOs are regulated.

In Chevron the Court said that if a 
federal statute is ambiguous and the 
agency administering it has rulemaking 
authority, courts generally must defer to 
the agency’s interpretation as long as it is 

a permissible one. This gave administrative 
agencies a powerful tool; in theory (not 
always in practice) all they had to show to 
survive legal challenges was that their 
reading of an ambiguous statute was 
plausible. In Loper Bright the Court flipped 
the Chevron script holding that if a federal 
statute is ambiguous, absent statutory 
delegation of interpretation to an agency 
it is the job of the courts to say what the 
best interpretation is even if the agency’s 
interpretation could also fit with the 
statutory language. Under Loper Bright, 
while a court might (or might not) accord 
respect to an agency’s interpretation 

under the circumstances of a particular 
case, it is not entitled to deference.

Loper Bright’s impact is already being 
felt. Agencies are backing away from some 
controversial rules and both new and 
pending challenges to agency positions 
have been bolstered as courts begin to 
apply the new framework. While to be sure 
Loper Bright is coming up in high profile 
cases, it has also already become a factor in 
innumerable workaday disputes involving 
federal administrative agencies, whether 
being explicitly cited in briefs or consid-
ered in litigants’ tactical decisions. Given 
its broad scope Loper Bright will inform 

W

LOPER BRIGHT’S  
DOUBLE-EDGED SWORD: 
PEO REGULATION  
IN A POST-
CHEVRON WORLD 
BY KERIM FIDEL, ESQ.
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PEOs’ regulatory landscape, including 
issues at the heart of the co-employment 
relationship. Some examples in the areas 
of liability, tax, and benefits follow.

Though the NLRB did not explicitly say 
so, the withdrawal of its appeal of a decision 
striking its 2023 joint employer rule soon 
after the release of Loper Bright does not 
seem coincidental. This rule, which had 
been high on the NLRB’s policy agenda 
throughout the Biden presidency but that 
very much relied on its interpretive 
discretion, would have greatly increased the 
probability that PEOs could be deemed joint 
employers under the National Labor 
Relations Act. Other agencies such as the 
DOL and EEOC were poised to follow the 
NLRB’s lead (after all their respective 
statutes in theory refer to the same 
common law definition of employer) and 
now may back off similar rulemaking,  
a welcome development for PEOs.

The status of PEOs for federal employ-
ment tax purposes used to be hotly 
debated. The CPEO program gave some 
PEOs comfort by establishing a voluntary 
statutory employer status. Outside of the 
CPEO context the IRS has long deemed 
PEOs “third party payors” and promul-
gates regulations and other guidance 
around that concept relating to subjects 
like the ability of PEOs to report under 
their own FEINs, allocation of liability 
between PEOs and their clients (recently 
the industry keenly felt the IRS’s asser-
tion that PEOs are co-liable for clients’ 
ERTC issues which partially relied on an 
interpretation of a statute that PEOs 
believe required the opposite result), and 
PEOs’ ability to succeed to clients’ wage 
bases for purposes of FICA and FUTA 
cutoffs. Whereas the IRS’s third party 
payor concept represents a balancing of 
interests (leaving aside whether one 

agrees with where the balance was struck) 
and provides some measure of predict-
ability, it could become a zero-sum game 
under Loper Bright; a court could simply 
decide whether PEOs are employers for 
federal employment tax purposes and 
rule that the notion of a third party payor 
is a suboptimal reading of applicable 
statutes. Interestingly, in two federal 
cases from a few years ago courts found 
the PEOs involved to be statutory 
employers for employment tax purposes 
under IRC 3401(d). The IRS announced 
that it did not “acquiesce,” in other words 
it thought the courts got it wrong and did 
not intend to follow those decisions more 
than it was strictly required to. Its ability 
to take such positions appears much 
reduced following Loper Bright.

A 2019 DOL final rule said that what it 
described as “bona fide PEOs” could be 
ERISA employers (under a definition of 
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“employer” that includes someone acting 
in the interest of another employer) with 
respect to defined contribution plans 
such as 401(k) plans but refused to 
extend the same reasoning to welfare 
plans citing what are essentially policy 
considerations rather than clear statutory 
mandates. This was always questionable; 
ERISA’s definition of “employer” does not 
distinguish between 401(k) and welfare 
plans. Under Loper Bright the distinction 
might be indefensible. PEOs generally 
view the 2019 guidance favorably since it 
supports employer status at least to some 
degree and suggests a strong argument 
that if the DOL recognizes PEOs can be 
ERISA employers in one context it should 
do so in others. But Loper Bright could 
make it easier for a court to find that the 
DOL was wrong to say PEOs could ever be 
employers because the best interpretation 
of ERISA would be to the contrary. 

Loper Bright is a double-edged sword.  
It pared back federal agencies’ ability to 
assert they were entitled to controlling 
deference which sometimes led to heavy-
handed results and might seem ideologi-
cally questionable. Businesses now have 
more opportunities to challenge agency 
interpretations and agencies may be less 
inclined to take aggressive positions 
absent clear statutory support (agencies 
will likely push for deferential provisions 
in new legislation which could allow them 
to avoid Loper Bright and give them even 
stronger deference than under Chevron). 
But by the same token agencies may be less 
willing to issue favorable guidance if they 
think they will be challenged. While PEOs 
now have more leverage to contest 
unfavorable federal agency positions, 
opponents of the industry have the same 
expanded ability to challenge favorable 
ones. Such challenges, whether friendly or 

hostile, may invite courts to take bright-
line positions on issues where PEOs may 
prefer regulatory compromise. Judges’ 
subjective views on policy will inevitably 
make outcomes more dependent on forum 
than they already are and increase the 
likelihood of patchwork rulings across 
circuits. For better or worse, or more 
accurately for better and worse, Loper 
Bright has greatly increased regulatory 
uncertainty for PEOs. 

KERIM FIDEL, ESQ. 

Director, Legal
Paychex
West Palm Beach, FL

This article is designed to give general and timely 
information about the subjects covered. It is not intended 
as legal advice or assistance with individual problems. 
Readers should consult competent counsel of their own 
choosing about how the matters relate to their own affairs.
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ay transparency is one of 
the hottest trends impact-
ing the workforce today.  
It affects all aspects of 

workplace relationships – including 
hiring, recruitment, and retention 
efforts; supervision and leadership; and 
compensation and benefits. Moreover, 
PEOs and their customers have their 
own unique challenges, making it 
critical for you to understand the 
current trends and create a plan to keep 
your business and support customer 
compliance efforts. 

THREE KEY QUESTIONS TO CONSIDER
1. How Does The Patchwork Of State Laws 
Raise Compliance Challenges?
A growing number of jurisdictions 
require employers to post salaries or pay 
ranges in job ads. Colorado was the first 
state to enact this requirement in 2021 
and other jurisdictions – including 
California; Washington State; and New 
York localities and then the State 
followed suit. This patchwork of new 
laws makes multistate compliance 
complicated. Notably, while these laws 
have the same general pay disclosure 
requirement, the details vary. 

For example, in Colorado and 
Washington, the laws apply to all 
employers who are seeking candidates  
in the respective state, while California’s 
law applies to employers that have 15 or 
more employees nationwide with only 
one employee needing to be located in 
California. Moreover, Colorado and 
Washington require employers to post 
the compensation range and a general 

description of all employment benefits, 
whereas California employers are 
required to provide only the salary or 
hourly range and may voluntarily add 
information about other compensation 
and benefits (such as bonuses, tips, or 
other benefits).

New York State’s law applies to 
employers with four or more employees. 
Advertisements for temporary jobs 
posted by temporary help firms, however, 
are excluded from compliance with New 
York’s law (and some local laws) but such 
ads are included in other jurisdictions.

You will need to review each law 
carefully to determine whether yours are 
covered and respond to customer 
questions. We expect to see more states 
and cities consider similar laws in the 
upcoming year. In addition, there are 
plenty of other pay transparency initia-
tives across the country for you to take 
into consideration. For example, some 
jurisdictions – such as Connecticut, 
Nevada, and Rhode Island – require 
employers to proactively disclose salary 
ranges to candidates during the hiring 
process, but not in job listings. Others 
require employers to provide pay ranges 
to candidates upon request (including 
Maryland, Cincinnati, and Toledo, Ohio).

2. How Does Remote Work Change The Game?
The physical location of workers can  
be a real challenge when it comes to pay 
transparency requirements. Here are  
a few examples of why. In California,  
the Division of Labor Standards 
Enforcement interprets the state’s  
new law to mean that the pay scale  

must be included in the job posting  
“if the position may ever be filled in 
California either in-person or remotely.” 
Thus, if you are a covered employer, you 
may want to comply with the job posting 
requirements if the job is either physi-
cally located in California or could be 
performed remotely from California.

In Colorado, employers are required  
to include compensation and benefits  
in job postings for all jobs tied to a 
location in Colorado or a remote job. The 
Department of Labor and Employment 
has taken the position that a company 
that omits compensation by posting that 
a remote job is available for anyone in 
any location except for Coloradoans is 
not compliant with the state’s act.

In Washington, all employers looking 
for candidates in the state—even remote 
workers—must comply with the state’s 
job posting disclosures. 

In New York State, any job, promotion, 
or transfer opportunity that will 
physically be performed outside of the 
state of New York but reports to a 
supervisor, office, or other work site in 
the state of New York must also include 
pay or salary information. This includes 
remote positions. 

Thus, rather than developing different 
job postings to satisfy various state and 
local laws, employers may want to create 
a single job posting for each role that 
complies with the most restrictive 
requirements. Most importantly, clear 
communication with your customers 
about their compliance obligations will 
be very important for PEOs who provide 
that level of compliance support.

P

HOW CAN PEOs PREPARE FOR EVOLVING  
PAY TRANSPARENCY AND EQUITY TRENDS? 
BY BEN EBBINK, ESQ., MONICA SNYDER PERL, ESQ., & SARAH WIESELTHIER, ESQ.
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3. Are Pay Data Reporting Requirements 
Coming to Your Location?
Pay data reporting might be the next big 
trend at the state and local levels. Many 
large employers are familiar with the 
Equal Employment Opportunity 
Commission’s (EEOC’s) brief collection of 
employees’ pay data and hours worked on 
EEO-1 reports. The practice was meant to 
identify pay gaps and help the EEOC 
investigate pay discrimination – but the 
data collection was highly controversial 
and ultimately deemed unnecessarily 
burdensome for employers.

Although the EEOC’s requirement was 
short-lived, the Biden administration is 
poised to pick this up again as the EEOC 
said it plans to propose a rule regarding 
its “authority to collect pay data or 
related information as reasonable, 
necessary, or appropriate” for the 
enforcement of Title VII and the Equal 

Pay Act. The proposal is expected to be 
released in January 2025.

In the interim, state lawmakers have 
moved forward with pay data reporting 
requirements that collect demographic 
data. For example, California requires 
private employers with 100 or more 
employees to annually report to the state 
detailed pay data categorized by gender, 
race, and ethnicity. Illinois now has a 
similar law, and bills requiring pay data 
are pending in various states and 
localities including New York City.

What does this mean for PEOs? 
These pay data reporting requirements 

may create an opportunity for PEOs to 
support customers, possibly by assisting 
with customer filing obligations. As more 
laws like this pop up, we’ll likely see 
many nuances in state and local report-
ing requirements, making it essential to 
keep up with the latest developments. 

SARAH WIESELTHIER, ESQ. 

Partner
Fisher Phillips 
Murray Hill, NJ

MONICA SNYDER PERL, ESQ. 

Partner
Fisher Phillips 
Boston, MA

BEN EBBINK, ESQ. 

Partner
Fisher Phillips 
Sacramento, CA

Jennifer Robinson, Area President 
Risk Transfer Insurance Agency 
Jennifer_robinson@ajg.com
407-230-6953
https://risktransfer.com

Better together. Stronger than ever! 

are now

As the largest and most experienced insurance 
advisor to the PEO industry, we support hundreds 
of PEO’S in maximizing long-term profitability of 
their commercial insurance programs.

Contact us today to find out how we can help with your 
insurance and risk management needs.

This article is designed to give general and timely 
information about the subjects covered. It is not intended 
as legal advice or assistance with individual problems. 
Readers should consult competent counsel of their own 
choosing about how the matters relate to their own affairs.
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t Optimum Employer 
Solutions, we utilize Net 
Promoter Score (NPS) 
surveys to ensure we are 

driving a high level of client satisfaction 
and gathering valuable feedback directly 
from our clients. NPS is a critical and 
instrumental aspect of our business. Here 
are some of the benefits: 

1. SIMPLE AND INTUITIVE
At its core, the NPS is straightforward. 
Clients are asked a single question: “On a 
scale from 0 to 10, how likely are you to 
recommend our company/product/service to a 
friend or colleague?” then a follow up 
question, “How can we improve your score?” 
This simplicity allows for easy interpreta-
tion and clear implementation. Unlike 
more complex surveys that may require 
extensive analysis, NPS provides a precise 
snapshot of client sentiment. 

2. DIRECT CORRELATION WITH GROWTH
One of the standout benefits of NPS is its 
strong correlation with business growth. 
Research has shown that companies with 
higher NPS scores consistently experience 
better financial performance. The score 
categorizes clients into promoters (score of 
9–10), passives (score of 7–8), and detrac-
tors (score of 0–6). This delineation 
motivates companies to focus on increasing 
the number of promoters and reducing the 
detractors. There are two major by-products 

of a high NPS score: first, it helps increase 
client retention and second, it creates 
evangelists out of clients. Organizations 
with high NPS ratings consistently receive 
more client referrals and often sales as a 
result. Both factors typically translate into 
higher revenue and market share. 

3. ACTIONABLE INSIGHTS
NPS doesn’t simply indicate client satisfac-
tion; it also pinpoints actionable areas for 
improvement. When you follow up with 
open-ended questions or detailed surveys, 
you can gather specific feedback on why 
clients gave their score. This feedback is 
invaluable for identifying areas where your 
business excels or needs enhancement, 
enabling targeted actions to improve client 
experience. A time-tested best practice is 
executive calls from leadership to clients 
who scored 8 or lower. These executive 
calls provide an opportunity to solicit 
deeper feedback; to genuinely thank the 
client and acknowledge their constructive 
input; to add that human touch and create 
a positive experience; to educate and 
communicate where the client may 
misunderstand a system or process; and  
to begin the process of rebuilding and 
mending any damaged relationships.

4. CLIENT-CENTRIC CULTURE
Implementing NPS can foster a client-cen-
tric culture within your organization. Since 
the metric is centered around client 

advocacy, it encourages employees to 
prioritize the client experience. This shift in 
focus can lead to enhanced client service, 
more personalized interactions, and a 
commitment to continuous improvement. 
When employees see the direct impact of 
their efforts on the NPS, it can drive 
motivation and engagement. One best 
practice is to share your NPS with the 
entire company in real time. As scores 
fluctuate, KPI boards and notification 
emails can give your staff a measurement 
of how they are doing, coupled with critical 
feedback directly from the client. This 
allows service efforts to close in on gaps as 
a result of direct feedback from the clients!

5. EARLY WARNING SYSTEM
Similar to a “check engine” light, the NPS 
serves as an early warning system for 
potential issues. A sudden drop in your score 
can alert you to underlying problems before 
they escalate into more significant chal-
lenges. By monitoring trends in your NPS, 
you can proactively address issues, mitigate 
risks, and implement improvements to 
prevent client churn. Tracking your NPS as a 
YTD number and a QTD number can help 
you detect underlying issues and allow the 
entire management team to attack these 
issues. The predictive nature of the NPS does 
not only apply to negative trends though; on 
the flipside, high NPS scores often (rightly 
so) lead to optimistic forecasting and 
external confidence. 

A

THE BENEFITS OF 
TRACKING YOUR NPS 
BY KEVIN GRAMIAN
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6. IMPLEMENTATION 
Companies collect NPS in a variety of 
ways. Collection can be performed through 
survey platforms like SurveyMonkey and 
managed internally, or collection can be 
entirely outsourced to third party firms/
software specialized for NPS. In terms of 
frequency, some conduct surveys once per 
year from all clients. Others survey a client 
sample each quarter or month until the 
entire client base has participated. I believe 
in a quarterly survey that tracks YTD 
performance and presents the score 
quarter by quarter as a more comprehen-
sive approach. Clients are only solicited for 
feedback once per year in the particular 
quarter they receive the survey. By 
surveying clients every quarter, you 
receive a more holistic, year-round picture 
of the client experience. Quarterly surveys 
help to incorporate client sentiment across 
different seasons within the business or 
industry as a whole. For example, if clients 
are only surveyed annually in a particular 
month notorious for being high-stress / 

overloaded / chaotic – that might nega-
tively flavor the company NPS. Conversely, 
if the annual survey is sent in a month 
characterized by positive emotions, that 
could impact the NPS in the other 
direction. The goal of the NPS is to receive 
real information above all else. 
Manufactured, manipulated information 
might look pleasant in the short-term, but 
those companies inadvertently cheat 
themselves of the NPS’ greatest benefits in 
the long run. 

7. NPS VS. ENPS
Another best practice is to not only survey 
your clients but also your staff. The same 
type of question is used for eNPS 
(Employee Net Promoter Score): “How likely 
are you to recommend the company as a place to 
work to a friend or colleague?” One interesting 
observation is that the eNPS tends to 
mirror and stay in concert with the client 
NPS over long periods of time. A company 
committed to taking care of its customers 
generally attracts employees with positive 

attitudes who feel a sense of purpose and 
accomplishment in serving others. 
Additionally, high levels of employee 
satisfaction can often translate into high 
levels of client satisfaction and all of the 
benefits that come with it! Happy employ-
ees foster happy customers.

The Net Promoter Score is more than 
just a number; it’s a strategic tool that 
provides numerous benefits to organiza-
tions striving for growth and excellence.  
Its simplicity, actionable insights, and 
correlation with business success make it 
an invaluable asset in the quest to under-
stand and enhance client satisfaction. By 
leveraging NPS effectively, businesses can 
foster a client-centric culture, anticipate 
potential issues, and ultimately drive 
long-term success. 

KEVIN GRAMIAN

President
Optimum Employer Solutions
Santa Ana, CA

Sentara Health Plans is the trade name for Sentara Health Plans, Sentara Health Insurance Company, Sentara Behavioral 
Health Services, Inc., and Sentara Health Administration, Inc. Sentara Vantage (HMO), Point of Service (POS), Direct, 
and Select plans are issued and underwritten by Sentara Health Plans. Sentara Plus (PPO) products are issued and 
underwritten by Sentara Health Insurance Company. Self-funded employer group health plans and BusinessEDGE® 
level-funded plans are administered, but not underwritten, by Sentara Health Administration, Inc. Stop Loss products 
are issued and underwritten by Sentara Health Insurance Company. All plans have benefit exclusions and limitations 
and terms under which the policy may be continued in force or discontinued. Wellness and rewards programs are 
administered by Sentara Health Administration, Inc. and are not covered benefits under any of our health plans. Value-
added services are not covered benefits under any of our health plans. For costs and complete details of coverage, 
please call your broker or Sentara Health Plans at 1-844-842-4314 or visit sentarahealthplans.com/employer.

Sentara Health Plans is a full-service health plan for businesses of all sizes. 
Based in Virginia, our mission is to improve health every day and our vision is 
to be the health plan of choice in the communities we serve. Contact us today 
to discover our comprehensive health plan solutions.

A trusted health plan in Virginia

Learn more at sentarahealthplans.com/employers 
Phone #: 1-844-842-4314
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n the early 2000s, Green 
Earth Enterprises set out 
with a mission: to create 
sustainable packaging that 

minimized environmental harm. Yet, by 
2015, this mid-sized manufacturing 
company found itself on the brink of 
collapse. Internal conflicts, a lack of clear 
direction, and plummeting profits had 
driven employee morale to an all-time 
low, and the company’s once-strong 
community engagement had all but 
disappeared. It was a sobering moment—
one that demanded a radical change.

THE TURNAROUND: A COMMITMENT  
TO SELF-LEADERSHIP
At this critical juncture, CEO Karen 
Mitchell made a bold decision that would 
alter the course of the company. 
Recognizing that the root of the compa-
ny’s issues lay not only in external 
challenges but also in the mindset and 
behaviors of its leaders, she invested in 
executive coaching for herself and her 
leadership team. Karen believed that 

fostering self-leadership could be the key 
to reviving both the company and its 
commitment to community impact.

The executive coaching program zeroed 
in on three essential areas: self-awareness, 
emotional intelligence, and strategic 
vision. Leaders were guided to reflect on 
their personal values, assess their leader-
ship styles, and identify growth areas. This 
deep introspection was complemented by 
the development of greater empathy and 
emotional intelligence, which were crucial 
for improving team dynamics.

One of the most transformative aspects 
of the coaching was the integration of 
mindfulness practices. Leaders learned to 
manage stress more effectively and make 
decisions from a place of clarity and 
focus. This shift not only revitalized their 
approach to business challenges but also 
realigned their personal development 
goals with the company’s mission and 
long-term objectives.

THE POWER OF SELF-LEADERSHIP
In the high-pressure world of business, 
the relentless pursuit of profit often 
sidelines personal growth. Yet, the most 
enduring and impactful businesses are 
those that recognize the profound link 
between personal transformation and 
organizational success. When leaders 
commit to self-leadership—cultivating 
self-awareness, discipline, and emotional 
intelligence—they don’t just enhance 
their own effectiveness; they create a 
ripple effect that can transform their 
entire organization. This, in turn, leads 
to a more profitable business that is 

I

PERSONAL 
TRANSFORMATION 
THROUGH SELF-LEADERSHIP 
BY LEE PEMBERTON IV

Personal transformation 
through self-leadership 
is the cornerstone of 
both individual and 
organizational success. 
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experience and expertise to help  
PEOs grow while managing risks

connect with us at PEOInfo@mercer.com

Mercer

Let us become your strategic partner to manage all of your 
health and welfare benefits risks

• Active plan management from new business through 
client renewals

• Cost management and containment

• Access to Mercer Guide compliance resources 

• 401(k) plan management and fiduciary responsibilities

• Benchmarking of plans against Fortune 500 
companies to help you compete

Marsh

WC/EPLI solution reduces risk and liability exposure for PEOs

• Streamline insurance-related tasks, reduce 
administrative workload, and enhance client 
relationships with a tailored insurance program

• Provide your clients with a seamless, consistent, and 
on-demand digital insurance experience with Marsh’s 
PEO digital portal

• Better manage risks with a team that understands what 
endorsements are needed specific to each situation

Learn more at mercer.com/PEO Learn more at marsh.com

better equipped to give back to 
the community.

Self-leadership is about intentionally 
guiding your thoughts, actions, and 
emotions to achieve your goals. It involves 
taking responsibility for your own 
development, setting a vision for your life, 
and aligning your behaviors with your 
values. For business leaders, this practice is 
crucial as it fosters a mindset of continu-
ous improvement. Leaders who are 
committed to their growth become more 
resilient, adaptable, and innovative 
qualities that are essential for navigating 
today’s complex business environment.

PERSONAL TRANSFORMATION AS A 
CATALYST FOR BUSINESS SUCCESS
When leaders undergo personal transfor-
mation through self-leadership, they 

often experience a shift in perspective 
that positively impacts every aspect of 
their business. Here’s how:
1.Enhanced Decision-Making: 

Self-led leaders develop greater 
clarity and focus, enabling them to 
make better decisions. By aligning 
their actions with their values and 
long-term vision, they can steer the 
business towards sustainable growth.

2.Improved Employee 
Engagement: A leader’s commit-
ment to personal growth sets a 
powerful example for employees, 
fostering a work environment where 
everyone feels valued and motivated. 
This leads to higher engagement, 
productivity, and retention.

3.Innovation and Adaptability: 
Personal transformation encourages 

leaders to challenge their assump-
tions and embrace new ways of 
thinking. This openness to change is 
critical for fostering innovation 
within the organization.

4.Stronger Relationships: Self-
leadership enhances emotional 
intelligence, which is essential for 
building strong, trusting relation-
ships with employees, customers, 
and partners. Effective communica-
tion and conflict resolution skills 
foster a collaborative culture that 
drives success.

GIVING BACK TO THE COMMUNITY
A business that thrives through the 
self-leadership of its leaders is not only 
more profitable but also more capable of 
making a meaningful impact on the 
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community. Here’s how personal transfor-
mation can drive community engagement:
1.Corporate Social Responsibility 

(CSR): Leaders who prioritize 
self-leadership often develop a deeper 
sense of purpose beyond profit. This 
can inspire them to implement CSR 
initiatives that align with their values 
and contribute to the well-being of 
the community.

2.Economic Empowerment:  
A profitable business can create jobs, 
provide fair wages, and invest in local 
suppliers, contributing to the eco-
nomic development of the community. 
Leaders committed to ethical practices 
uplift the community while ensuring 
long-term success.

3.Mentorship and Leadership 
Development: Self-led leaders 

understand the importance of 
paying it forward. By mentoring 
others and investing in leadership 
development programs, they can 
empower the next generation of 
leaders within the community.

4.Positive Social Impact: 
Businesses led by self-aware and 
socially conscious leaders are more 
likely to address social issues that 
matter to their community, becoming 
powerful agents of positive change.

Personal transformation through 
self-leadership is the cornerstone of 
both individual and organizational 
success. When leaders commit to their 
own growth, they unlock their full 
potential, driving the success of their 
business. A profitable business, led by 

self-aware and purpose-driven leaders, 
is better positioned to give back to the 
community and make a lasting impact. 

In today’s world, where the lines 
between personal and professional life are 
increasingly blurred, the role of self-leader-
ship in business cannot be overstated. By 
embracing personal transformation, 
leaders can achieve remarkable business 
success while contributing to a more just, 
equitable, and thriving community. 
Ultimately, self-leadership is not just about 
leading others—it’s about leaving a legacy 
that benefits everyone. 

LEE PEMBERTON IV

Co-Founder 
Conatus3 LLC
Papillion, NE

MAKE MORE KEEP MORE
Our Team utilizes proven tools and methods to help its clients improve revenue

and profitability, thus increasing the value of their business. 

www.mchenryconsulting.net
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WHAT’S NEW AND EVOLVING IN  
HEALTH BENEFITS
It’s important to understand that the 
health benefits landscape today is  
much more broad than medical plan 

hose of us in the PEO 
industry agree that PEOs 
bring tremendous value to 
small and midsize busi-

nesses (SMBs) and their millions of 
worksite employees. We’re in this 
business for that reason.

Among the many aspects of running 
a business, health benefits aren’t always 
the primary focus for worksite clients. 
However, these are likely among the 
most complex and costly services that 
they need in order to remain competi-
tive to offer to their employees. 

Innovative health benefits are critical 
when it comes to attracting and retain-
ing the best worksite employee talent.

benefits alone. Health benefits now 
encompass an increasingly wide 
spectrum of health-related products 
and services, including pharmacy, 
dental, vision, behavioral health and 
more. There is well-documented 
research about the connection between 
a person’s dental and vision health and 
their overall health. Similarly, mental 
and behavioral health and well-being 
are intrinsic components of holistic 
health care.

The increasing scope of health care 
provider networks, care access points, 
and wellness, voluntary, and discount 
program offerings has evolved and will 
continue to do so, resulting in greater 

BY DAVID IACINO

T
Innovative health 
benefits are critical when 
it comes to attracting 
and retaining the best 
worksite employee talent.

PEOs CAN LEVERAGE 
INNOVATIVE HEALTH 
BENEFITS TO FUEL 
BUSINESS GROWTH
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efficiencies and impact for PEOs, 
worksite clients and employees. 

Also evolving is the increasing use of 
data-driven technology to help people more 
easily find and choose in-network health 
care providers that best meet their needs 
and preferences. Data-driven technology 
can also help people compare their potential 
out-of-pocket costs for care options which 
will help inform their decision-making. 

Evolving technologies are also part of 
elevated care management approaches.  
This may incorporate utilizing claims data, 
advanced targeting algorithms, social 
determinants, and unique insights to help 
drive care interventions and actions that 
positively impact health.

Given all of this, it is important that PEO 
leaders and their teams comprehend the 
potential value of all available health-related 
benefits that can be offered. It’s also 
important to understand why some 
offerings may be a better fit for a given 
client and their worksite population over 
other options. And, understanding where 
the future of health benefits is heading can 
help support a PEO’s growth goals.

OPTIONS FOR ACCESSING CARE
Today, there are expansive care access 
points through a range of provider 
network choices, 24/7 virtual care and 
local care. Continued innovations in care 
access points will change what PEOs need 
to know to be able to offer solutions 
tailored for their various worksite clients 
and employees. 

The variety and types of settings 
where care will be accessed and the 
ways in which that care can be con-
nected and integrated for optimal 
experiences and outcomes will continue 
to evolve. For example, the average 
Aetna® member with a chronic condi-
tion interacts with a pharmacist 13 
times per year — providing additional 

opportunities to provide connected care 
and meaningful engagement.

As many of us are aware, since Covid-19 
there has been a tremendous shift in how 
people prioritize how and where they 
access care. In addition to in-person care, 
consumers now accept, and in many cases 
expect options to receive health care 
services in more convenient locations, 
including virtually. In some scenarios, 
such as mental health, virtual is becom-
ing the preferred option. 

A recent CVS Health® study found that 
72% of survey respondents feel that the 
quality of care from virtual visits was 
about the same or better than in-person 
visits. Seventy-one percent of respon-
dents think a virtual visit for mental 
health services would be more conve-
nient. And more than half (55%) of 
consumers surveyed said that the 
availability of virtual mental health 
services would make them more likely  
to seek mental health help. 

There are a few types of virtual care 
options, such as: 

• Virtual Care: Access online treat-
ment, diagnosis, and consultation 
24/7 with virtual care. Licensed 
telehealth providers offer affordable 
treatment for common illnesses and 
conditions from the comfort of home 
or away from home.

• Virtual Primary Care: These 
services are offered to patients with 
eligible insurance plans. Provides 
access to timely, convenient and 
affordable on-demand primary care 
virtually with the option of being 
seen in person.

• Virtual Mental Health Care: 
Provides access to schedule a video 
visit with a licensed therapist to 
address concerns such as grief, 
depression, anxiety, stress, family and 
relationships, conflict resolution, 

identity, and other life challenges. 
Plans may also offer access to visit a 
psychiatrist for a mental health 
evaluation and medications.

Convenient access to in-person and 
virtual appointments and resources can 
enhance worksite client and employee 
satisfaction with their health benefits.  
It also offers the potential to enhance 
overall employee productivity by reduc-
ing worry and time away from work.

HOW PEOs CAN LEVERAGE BENEFITS 
INNOVATIONS TO IMPACT GROWTH
Successful PEOs rely on a variety of 
service partners that they lean on for 
expertise. This is critically important 
when it comes to understanding and 
offering health benefits.

A PEO’s health benefits 
partners should be an 
extension of the PEO’s 
team, working together 
as trusted advisers 
to help design health 
benefits strategies, 
manage risk, analyze 
results, offer industry 
insights and best 
practices, and help plan 
for the future—which 
includes planning for the 
PEO’s business growth.
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A PEO’s health benefits partners should 
be an extension of the PEO’s team, working 
together as trusted advisers to help design 
health benefits strategies, manage risk, 
analyze results, offer industry insights and 
best practices, and help plan for the 
future—which includes planning for the 
PEO’s business growth. The value of a 
health benefits partner increases with the 
health benefits solutions that they can 
provide. This keeps data integrated for 
better employee engagement, care manage-
ment and service experience.

The right experts include consultants 
who specialize in PEO health benefits, 
underwriting, and actuarial. They also 
include health benefits carriers with 

dedicated PEO business units, tenured 
teams with deep knowledge, and innova-
tive solutions that offer broad access to 
quality care for the PEO’s current and 
prospective worksite clients 
and employees. 

The most innovative health benefits 
partners who work with PEOs focus on 
helping optimize health, wellness, produc-
tivity, and cost savings that can ultimately 
help fuel the PEO’s business growth. 

DAVID IACINO

Aetna PEO President
Aetna
Burlington, CT

PEOs that currently offer health benefits 
and those PEOs exploring offering them 
down the road need the right mix of 
partners who are not just health benefits 
experts but also must understand PEOs, 
client focus, and growth strategies.

Health benefits innovations are so 
important for a few reasons:

• Helps PEOs and worksite clients 
enhance talent attraction, retention, 
and productivity

• Expands care access, informed 
decision-making, and potential 
cost savings

• Enables PEOs and worksite clients to 
focus on their business and less time 
managing benefits
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GLOBAL WORKFORCE 
BENEFITS : 
WHY CANADA IS THE NEW 
FRONTIER FOR U.S. NEARSHORING

n an era where businesses 
increasingly seek cost-effec-
tive and strategic ways to 
grow, nearshoring has 

emerged as a compelling option over the 
increasingly challenging traditional 
options. For U.S. companies, Canada 
presents a particularly attractive choice 
for expanding their workforce. From 
favorable geographic and economic factors 
to operational efficiencies and political 
friendliness, the benefits of nearshoring to 
Canada are numerous and profound.

REASONS US COMPANIES ARE EXPANDING 
TO CANADA, NOT ASIA
Over the past decades, Asia has been the 
go-to place for offshoring manufacturing 
and operations for cost efficiencies due to its 
access to an enormous, young and inexpen-
sive workforce. However, the offshoring 
trends and growth have proven 

productivity while benefiting from cost 
savings compared to U.S. standards.

THE CANADIAN TALENT ADVANTAGE
Furthermore, Canadian talent is a driving 
force behind the decision to expand into 
Canada. The high-quality education system 
creates a highly skilled labor force that is 
generally more cost-effective than local 
employees. Some Canadian universities, 
such as the University of Waterloo, the 
University of Toronto, and the University of 
British Columbia, have significant alumni in 
Silicon Valley and produce an annual 
pipeline of graduates who work for 
high-growth U.S. companies. While the 
skill sets and quality of talent remain 
high, the salaries generally do not reach 
the same peaks as American salaries. 
Whether looking to hire junior or senior 
talent, Canadian employees have proven to 
be a valuable asset.

I

BY MARC PAVLOPOULOS

unsustainable. As the pendulum swung to 
Asia’s advantage, costs have dramatically 
risen with employees demanding higher 
wages, and there have been increased 
risks to intellectual property, quality 
control and cybersecurity threats.

Ongoing geopolitical tensions and high 
U.S. tariffs have further complicated 
matters, leading companies to shift away 
from Asia as the primary export platform 
for North American markets. This has 
prompted a recent trend of reshoring to the 
U.S. and nearshoring to closer countries like 
Mexico and Canada.

Many U.S. companies have already taken 
advantage of investments in Canada, the 
neighbor to the north. The strong currency 
exchange, shared time zone, language, 
culture and geographical proximity make 
nearshoring teams in Canada an appealing 
choice. All these factors contribute to 
stronger team communication and 
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wouldn’t have to wait as long as when they 
were applying from countries such as India 
or China, which have a greater backlog.

THE ECONOMIC AND  
OPERATIONAL ADVANTAGES
Canada’s economic landscape offers 
additional advantages that make it an 
attractive nearshoring destination. The 
country’s stable economy, robust infrastruc-
ture, and supportive business environment 
provide a solid foundation for U.S. compa-
nies looking to expand. Canadian cities 
consistently rank high in terms of quality of 
life, making them appealing locations for 
employees to live and work. This can lead to 
higher employee satisfaction and retention 
rates, which are crucial for maintaining a 
stable and productive workforce.

LOWER HEALTHCARE COSTS
Moreover, Canada’s healthcare system 
provides a significant cost advantage. With 
publicly funded healthcare, the burden on 
employers to provide extensive health 

CANADIAN IMMIGRATION: AN 
ATTRACTIVE ALTERNATIVE FOR U.S. 
CORPORATE IMMIGRATION
The American H-1B visa program, 
designed to bring highly skilled foreign 
workers to the U.S., has become increas-
ingly complex and competitive. With 
annual visa caps (currently capped at 
85,000 per year) and lengthy processing 
times, many companies struggle to secure 
H-1B visas for their talented foreign 
employees. As a result, employees may lose 
work authorization and must leave the 
country. The H-1B visa program poses 
several challenges for U.S. businesses 
hiring foreign employees. Each year, the 
demand for H-1B visas typically exceeds 
the supply. Companies may feel out of 
options relying on a lottery system that 
randomly selects individuals to determine 
who can apply for the visa.

Canada stands out in the race to attract 
global tech talent, offering many advan-
tages for foreign companies seeking to hire 
or retain talent. This includes a lower cost of 

doing business overall, possible tax breaks, 
and a streamlined immigration process that 
is more predictable than the U.S. system. 
Canada’s world-class immigration program 
is a great option for Canadian and foreign 
businesses who want to hire foreign talent. 
Employers can speed up the process of 
hiring foreign workers to fill specialized 
jobs in a matter of weeks.

BENEFITS FOR IMMIGRANT EMPLOYEES
It’s no surprise that Canada is a desirable 
option for immigrants, especially when 
compared to the uncertainty of life on a 
work visa in the U.S. Employees can even 
move back to the U.S. in the future, with 
new experience gained while working in 
Canada—opening up new immigration 
pathways to the U.S. If the employee 
becomes a Canadian citizen, business travel 
becomes significantly easier as Canadian 
citizens don’t require visa stamps from a 
consulate abroad. It would also benefit them 
when reapplying for a Green Card (U.S. 
permanent residency) because they 

Grow your PEO with 
powerful benefits 
administration technology 
powered by UKG

Scan here or email  
bizdev-eb@ukg.com  
to learn more
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benefits is reduced, leading to lower overall 
employment costs. This can be particularly 
beneficial for U.S. companies used to the 
high healthcare costs in the United States.

LEVERAGING TECHNOLOGY  
AND INNOVATION
Canada is not just a hub for talent but 
also for innovation. The country’s 
strong emphasis on research and 
development (R&D) and its supportive 
government policies make it a breeding 
ground for technological advancements. 
U.S. companies can tap into this 
innovative ecosystem by nearshoring to 
Canada, gaining access to cutting-edge 
technologies and practices that can 
drive their growth and competitiveness.

Several Canadian cities, including 
Toronto, Vancouver, and Montreal, are 
renowned for their thriving tech scenes. 
These cities are home to numerous 
startups and established tech companies, 

creating a dynamic and collaborative 
environment for innovation. By establish-
ing a presence in these innovation hubs, 
U.S. companies can benefit from the 
cross-pollination of ideas and technolo-
gies, fostering a culture of continuous 
improvement and growth.

As global workforce trends continue to 
evolve, Canada emerges as a strategic 
nearshoring destination. Its skilled 
workforce, cultural alignment, and cost 
advantages make it an ideal choice for U.S. 
companies seeking to diversify and 
strengthen their global workforce.

Nearshoring to Canada and partnering 
with PEOs offers U.S. companies a range of 
benefits, from lower healthcare costs and 
cultural alignment to advantageous time 
zones and currency savings. The combina-
tion of these factors creates a compelling 
case for considering Canada as a strategic 
expansion destination. However, hiring 
employees in a new country can be 

daunting and burdensome. As PEOs we are 
uniquely positioned to help our clients 
take advantage of these benefits. 

To fully realize these advantages and 
navigate the complexities of interna-
tional employment, partnering with an 
Employer of Record (EOR) or PEO can 
be a game-changer. 

As PEOs, we provide the expertise and 
infrastructure necessary to streamline 
HR, payroll processes, and navigate 
provincial compliances, allowing U.S. 
companies to focus on growth and 
innovation. By leveraging the benefits of 
nearshoring and the support of an EOR, 
U.S. companies can expand their global 
footprint efficiently and effectively. 

MARC PAVLOPOULOS

CEO
Syndesus Canada 
Toronto, Ontario
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even years ago, our top 
business advisor gave me  
a career-changing lesson.

I was an unlikely candi-
date for selling PEO at G&A. I did not grow 
up in Dallas and had no local network. I had 
no industry experience, nor had I ever been 
in a sales role before. Worst of all, I’m not 
sure that I even knew what PEO stood for 
when I was brought on.

My first two years in the industry were 
marked by pitch slaps, spray and pray cold 
calls, proposing to companies that were bad 
fits, and working with non-decision makers. 
I clearly remember reaching a point 18 
months in, thinking to myself, “I’ll be fired 
if I don’t start selling!”

I went into 2018 with my back 
against the wall mentally. Fortunately, 

we started the year with our annual 
Sales Kick Off, and I was sat next to our 
most productive business advisor. In 
between one of our sessions, I shared 
with him some of my struggles. He 
asked me to open my pipeline in our 
sales management platform and walk 
him through each of my deals in detail. 
This is essentially how the con-
versation went:

“That one will never close—kill it, that 
one is just kicking tires—kill it, no response 
in 2 weeks?—kill it,” he said. 

“But... but... but...,” I replied. 
By the end of it, I still had one legitimate 

deal left in my pipeline. Here is the valuable 
lesson he taught me: only spend time on 
deals that have a high likelihood of closing 
and become elite at determining what deals 

those are. From that moment on, my 
annual sales went up 400% (and never went 
back down). 

It begs the question—how do you 
determine what can close? Three key 
factors separate deals that close from 
those that do not. 

1. CLEARLY DEFINED PROBLEM THAT 
YOU CAN SOLVE
Our prospect needs to have pain that aligns 
with our value proposition. Selling PEO is 
nuanced and complex, involving multiple 
moving parts. Convincing an employer to 
outsource their back office and co-employ 
their staff can be challenging, especially for 
groups who are accustomed to traditional 
methods (in-house, multi-vendor, etc.). 

Often, salespeople mistakenly believe 
that offering affordable insurance options 
alone will win over prospects to PEO. For 
those of us who have tried this, we know 
that it does not work. Is providing insurance 
coverage a selling point of our solution? 
Absolutely! But it is not enough to win 
support for the model on its own.

Does this mean that your prospect 
can clearly articulate their problems up 
front? Not always – however, letting 
your authentic curiosity guide the 
conversation can often uncover issues 
within their business that were not 
previously front of mind. It is not our 
job as salespeople to uncover pain that 
does not exist, or to make mountains of 
molehills. When real pain does exist 
though, we can help a prospective buyer 
quantify and identify underlying pain, 
and position that pain against the 
backdrop of the PEO value proposition. 

2. ONLY WORKING WITH DECISION MAKERS
We’ve all made this mistake before: 
proposing to someone who does not have 
any authority. We identify pain, craft a 
solution, and save the company money, yet 
still lose the deal. Why? Because we’re 
asking our champion to sell our solution 
internally rather than dealing directly with 
the decision maker.

Selling PEO is hard. Anyone who has 
done it for any amount of time can tell you 

S

SHARPEN 
YOUR FOCUS: 
TIPS FOR 
IDENTIFYING DEALS 
THAT WILL CLOSE
BY HADEN ROBERTS
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that it is one of the toughest sales you can 
make. If it is hard for us (who sell PEO for a 
living), imagine how hard it is for someone 
who does not have your skillset, training, 
and understanding of the model to sell PEO 
to the C-suite without your guidance.

Put yourself in their shoes – by advocat-
ing to ownership that the company should 
abandon their current solution and adopt 

the PEO model, they are risking significant 
relational and professional cachet. If issues 
arise (e.g., poor implementation, high 
renewal costs, payroll errors), they risk 
damaging their reputation with executives 
by having recommended a faulty solution. 
For this reason, it’s not uncommon for your 
champion to fold like a cheap lawn chair at 
the first sign of internal resistance. 

Deals that close almost always end with 
us talking directly to the people who 
ultimately have authority to purchase.

3. DEFINITIVE TIMELINE / BUYING WINDOW
Timing is everything when selling PEO—
it’s about their schedule, not ours. Even 
with decision makers and clear pain points, 
a deal may fall through if we miss a critical 
trigger event.

These events can come in many forms 
and fashions—a renewal with an incum-
bent provider/carrier, the start of a 
quarter/year, loss of a key individual (HR, 
for example), etc. The reality is, without a 
clear “backstop” that is forcing them to 
decide, many employers will simply 
choose the status quo (do nothing). Deal 
momentum is key, and the longer a deal 
stays in our pipeline, the lower our 
chances of winning it. 

It is worth mentioning that we cannot 
artificially accelerate a timeline that our 
buyer does not believe in. Attempts to 
incentivize quick decisions (waived setup 
fees, free months, more favorable terms, 
etc.) lower our status in their eyes, and 
reek of desperation. 

From time to time, I am still tempted  
to chase a low-probability deal to pad my 
forecast, but then I’ll take a deep breath, 
and ask myself if it fits my three criteria. 
If it doesn’t, I’ll pass.

If you’re struggling with low close 
rates or stalled deals, be brutally honest 
with yourself by using these three 
criteria for each opportunity in your 
pipeline. By walking away from pros-
pects who cannot identify pain, don’t 
have decision making authority, and are 
not in a buying window, you’ll free 
yourself up to spend time with compa-
nies that have the highest likelihood of 
becoming a client.

At the end of the day, there is only one 
KPI that matters—closed business! 

HADEN ROBERTS

Senior Business Advisor
G&A Partners
Dallas, TX
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mid an ever-shifting set of 
challenges—from rising 
costs to changing con-
sumer preferences and 

generational shifts in the workplace—
employers now face a “permacrisis.” The 
formerly unprecedented has become the 
norm, ramping up pressure on employers 
to devise new strategies to safeguard 
their talent and grow their business. 

While midsize and large businesses 
typically have access to the HR capabili-
ties and expertise they need to navigate 
these challenges, small business 
employers are tasked with providing 
“big business” HR with a fraction of 
the resources. 

And, perhaps not surprisingly, many 
small business employers find them-
selves losing ground to larger competi-
tors in the war for talent. 

Small business employees are 11 percent 
less likely to be satisfied with their job 
than employees at mid-size and large 
organizations. Thirty percent of small 
business employees do not intend to be at 
their employer in the next 12 months, 
versus just 23 percent for employees at 
mid-size and large organizations. 

SMALL BUSINESSES ARE LOOKING TO 
EMPLOYEE CARE TO BOLSTER OUTCOMES—
AND PEOs HELP THEM DELIVER IT. 
Against this backdrop, small business 
employers have focused on employee 
care to help drive mutually beneficial 
outcomes for organizations and employees. 

Employee care, first explored in our 
2023 Employee Benefit Trends Study, 
requires taking genuine interest in 
employees’ well-being, both at work and 
outside of work, and enriching each 

element of the employee experience to 
cultivate a healthier, more satisfied and 
more loyal workforce. 

This year’s research indicates that 
more small business employers are 
working to care for their workforce. 
However, these efforts may not yet 
resonate with employees—especially 
for small businesses who have yet to 
work with a PEO. 

Nine in ten small business employers 
say their workers feel cared for, but just 59 
percent of small business employees agree. 
However, PEO worksites are more likely to 
perform well across multiple aspects of 
care. They are more likely to increase 
employee pay, more likely to improve 
access to benefits at affordable price points, 
and more likely to improve accessibility to 
enroll in wellness programs (such as EAPs 
and financial wellness programs).

 

A

THE CRITICAL  
ROLE FOR PEOs IN 
MAXIMIZING 
EMPLOYEE CARE
BY GEOFF VANDAL
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DELIVERING CARE IN THE MOMENTS THAT 
MATTER MOST 
This year’s report builds on the MetLife 
care model, exploring strategies for PEOs 
to help worksites deliver care during 
pivotal moments in employees’ lives 
— including moments that may not be 
visible in the workplace. 

To that end, we examined 55 work and 
life moments to identify those that have 
the greatest impact on employees — and 
how delivering care during these pivotal 
moments significantly boosts outcomes 
for employees and employers alike. 

Small business employees’ top 10 most 
impactful moments across life and work:  

1. Loss of family member / friend  
2. Becoming primary income-earner  
3. Growing your family  
4. Significant unplanned financial 

stress/expense  
5. Experience burnout  
6. Pregnancy  
7. Bereavement (including 

miscarriage)  
8. Promotion  
9. Caregiving responsibilities for 

adult family member / friend
10. Victim of cyber fraud (e.g.,  

identity theft)  

When employees feel cared for across 
any of the top ten most impactful work 
and life moments, they are more likely to 
be holistically healthy, more satisfied 

with their job, and more loyal to their 
employer compared to those who did not 
feel cared for. They are also more likely 
to feel valued at work, happier at work, 
and more successful.

PEOs HAVE AN OPPORTUNITY TO MAXIMIZE 
OUTCOMES BY CLOSING KEY CARE GAPS 
Although PEO worksites have a signifi-
cant leg up when it comes to delivering 
employee care, the small business 
workforce craves more care during 
challenging work and life moments. 

Work moments with the largest care 
gaps among small business employees are 
experiencing burnout at 30 percent, not 
getting a promotion at 27 percent, 
experiencing harassment or bullying at 
27 percent, lack of appreciation at 21 
percent, and health and safety concerns 
at 19 percent. Life moments with the 
largest care gaps among small business 
employees are financial planning at 26 
percent, child commitments at 26 
percent, growing our family at 25 percent, 
challenged with commuting to work at 24 
percent, and pregnancy at 22 percent. 

Closing these gaps requires having a 
network of resources in place to help 
employees access the support they need, 
when they need it — what we’ve dubbed 
“always-on care.” 

Doing this well can have a transforma-
tive impact on key talent metrics, 
helping small businesses keep pace with 
larger competitors when it comes to 

attracting and retaining the talent they 
need to grow. 

LEARN ABOUT THE HOW PEOs CAN HELP 
WORKSITES “MEET THE MOMENT” AND 
PROVIDE ALWAYS-ON CARE IN OUR PEO 
ADVANTAGE REPORT 
The looming permacrisis calls on employ-
ers to stay nimble and leverage HR best 
practices to safeguard their workforce 
— and PEOs play an invaluable role in 
providing the expertise and resources 
required to succeed. 

The PEO Advantage report delves into 
how PEOs effect better outcomes for 
their worksites, bolstering co-employee 
well-being, satisfaction and loyalty. It 
also shares targeted strategies and best 
practices for PEOs to support worksites 
in providing always-on care — and help 
worksites reach their business goals 
as a result.

You can learn more about the report at 
www.metlife.com/peo. 

GEOFF VANDAL 

National PEO Sales Director
MetLife
Tampa, FL

The PEO Advantage. PEO worksites overperform on employ-
ee satisfaction, scoring 42 percent higher than non-mem-
bers, employee productivity, scoring 23 percent higher than 
non-members, and financial performance, scoring 42 percent 
higher than non-members. 
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t seems a little redundant 
to write this column about 
an event most of us 
experienced together, but 

since I’m still riding high from my first 
Annual Conference and Marketplace, I 
hope you’ll bear with me. And while I’m 
sure those of you in the audience in 
Orlando were hanging on my every 
word (and not just hoping I’d hurry up 
and get Daymond John on the stage), it 
bears reflecting on a few of the themes 
from the week: collaboration, leadership 
and comradery.

Perhaps nothing exemplifies all these 
core industry traits more than our work 
together for NAPEO Gives Back. With 
months of preparation and flawless 

with David Feinberg (Justworks), Alex 
Campos (Vensure), Stan Smith (Gradient 
AI) and Birju Shah (Kellogg School at 
Northwestern) giving us a lot to 
think about!

LEADERSHIP
It would be hard not to be moved by the 
words Andy Lubash (PrestigePEO) shared 
when accepting our industry’s highest 
honor, the Michaeline Doyle award, with 
his children beaming up at him from the 
front row. Andy exemplifies what it means 
to lead – driving our association for two 
tours of duty as chair through Covid, and 
using this opportunity to implore more 
involvement. NAPEO and the PEO 
industry are better off because of Andy.

We also gave thanks to Steve Politis for 
his active association leadership and 
ushered in our new board Chair, David 
Feinberg, who shared a vision for his time 
atop the leader board. David shared that 
his priorities will extend a commitment to 
diversifying NAPEO engagement through 
NextGen, WIN and other initiatives aimed 
at expanding our roster of industry 
participants. A more active and involved 
group of professionals will continue to 
make us stronger, and they have great 
leaders to model their engagement from.

COMRADERY
What an exhilarating week to be part of 
this tremendous industry and community. 
Coming into NAPEO, I was frequently told 
about the tight knit group I was joining. 
But that’s a hard thing to fully appreciate 
in concept. Well, I can feel it now, and I’m 
so grateful to be a part of a dynamic group 
of people who genuinely respect and like 
one another. YOU are what sets us apart 
and not only will we continue to do great 
things together, if last week was any 
indication, we’re just getting warmed up. 

I

What an exhilarating 
week to be part of this 
tremendous industry  
and community. 

COLLABORATION, 
LEADERSHIP &
COMRADERY
BY CASEY M. CLARK

CASEY M. CLARK

President & CEO 
NAPEO 
Alexandria, VA 

execution, we not only crossed the $1 
million donated threshold over this 
program’s short existence, but we also 
made a memorable contribution to Give 
Kids the World. Learning about Georgia 
Wagner’s story and being on site with the 
committee to volunteer in the cafeteria 
that our industry’s generosity will help 
rebuild has left an indelible mark.

COLLABORATION 
I’ve said many times how impressed I am 
with our industry’s commitment to one 
another, and feeling the energy in the 
marketplace was incredible. From new 
exhibitors to the O.G.s that have been 
with us from the beginning, I heard from 
a lot of people that this was their best 
show yet, and they were inking new deals 
that will benefit the hundreds of PEO 
executives I saw making their way 
through the exhibit hall.

The same was true in the packed 
educational breakouts, with each session 
bringing decisionmakers together for 
important conversations on best practices 
and the future of our industry. 

My mind is still reeling from the AI 
discussion on the main stage on Tuesday, 
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IMPORTANT NOTE: The FMLA only applies to employers with 50 or more employees or public employers, regardless of employee size. See your human resources manager to determine if the FMLA applies to your employer.

REVISION DATE: 06/23
Scan this QR code for compliance verification.

FEDERAL LABOR LAW POSTINGS
866-463-4574 
www.posterguard.com

E3012©2023 ComplyRight, Inc.

REEMPLOYMENT RIGHTS

You have the right to be reemployed in your civilian job if you 
leave that job to perform service in the uniformed service and:
★ you ensure that your employer receives advance written or 

verbal notice of your service;
★ you have five years or less of cumulative service in the 

uniformed services while with that particular employer;
★ you return to work or apply for reemployment in 

a timely manner after conclusion of service; and
★ you have not been separated from service with a disqualifying 

discharge or under other than honorable conditions.
If you are eligible to be reemployed, you must be restored to the job 
and benefits you would have attained if you had not been absent due 
to military service or, in some cases, a comparable job.

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION

If you:
★ are a past or present member of the uniformed service;
★ have applied for membership in the uniformed service; or
★ are obligated to serve in the uniformed service;
then an employer may not deny you:
★ initial employment;
★ reemployment;
★ retention in employment;
★ promotion; or
★ any benefit of employment
because of this status.

In addition, an employer may not retaliate against anyone 
assisting in the enforcement of USERRA rights, including 
testifying or making a statement in connection with a proceeding 
under USERRA, even if that person has no service connection.

HEALTH INSURANCE PROTECTION

★ If you leave your job to perform military service, you have 
the right to elect to continue your existing employer-based 
health plan coverage for you and your dependents for up to 24 
months while in the military.

★ Even if you don't elect to continue coverage during your military 
service, you have the right to be reinstated in your employer's 
health plan when you are reemployed, generally without any 
waiting periods or exclusions (e.g., pre-existing condition 
exclusions) except for service-connected illnesses or injuries.

ENFORCEMENT

★ The U.S. Department of Labor, Veterans Employment and 
Training Service (VETS) is authorized to investigate and 
resolve complaints of USERRA violations.

★ For assistance in filing a complaint, or for any other information 
on USERRA, contact VETS at 1-866-4-USA-DOL or visit its 
website at https://www.dol.gov/agencies/vets/. 
An interactive online USERRA Advisor can be viewed 
at https://webapps.dol.gov/elaws/vets/userra.

★ If you file a complaint with VETS and VETS is unable to 
resolve it, you may request that your case be referred to the 
Department of Justice or the Office of Special Counsel, as 
applicable, for representation.

★ You may also bypass the VETS process and bring a civil action 
against an employer for violations of USERRA.

The rights listed here may vary depending on the circumstances. 
The text of this notice was prepared by VETS, and may be viewed 
on the internet at this address: https://www.dol.gov/agencies/
vets/programs/userra/poster Federal law requires employers to 
notify employees of their rights under USERRA, and employers 
may meet this requirement by displaying this notice where they 
customarily place notices for employees.

USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake 
military service or certain types of service in the National Disaster Medical System.  USERRA also prohibits employers from 

discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

U.S. Department of Labor
1-866-487-2365 Publication Date – May 2022

Employer Support of 
the Guard and Reserve

1-800-336-4590
U.S. Department  of Justice Office of Special Counsel

YOUR RIGHTS UNDER USERRA
THE UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT RIGHTS ACT

WH1088   REV 04/23

EMPLOYEE RIGHTS
UNDER THE FAIR LABOR STANDARDS ACT

FEDERAL MINIMUM WAGE

BEGINNING JULY 24, 2009
$7.25   PER HOUR

WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR

1-866-487-9243
www.dol.gov/agencies/whd

OVERTIME PAY
At least 1½ times the regular rate of pay for all hours worked over 40 in a workweek.

CHILD LABOR
An employee must be at least 16 years old to work in most non-farm jobs and at least 18 to work in non-farm jobs declared 
hazardous by the Secretary of Labor. Youths 14 and 15 years old may work outside school hours in various non-manufacturing, 
non-mining, non-hazardous jobs with certain work hours restrictions. Different rules apply in agricultural employment.

TIP CREDIT
Employers of “tipped employees” who meet certain conditions may claim a partial wage credit based on tips received by their 
employees. Employers must pay tipped employees a cash wage of at least $2.13 per hour if they claim a tip credit against their 
minimum wage obligation. If an employee’s tips combined with the employer’s cash wage of at least $2.13 per hour do not equal 
the minimum hourly wage, the employer must make up the difference.

PUMP AT WORK
The FLSA requires employers to provide reasonable break time for a nursing employee to express breast milk for their nursing 
child for one year after the child’s birth each time the employee needs to express breast milk. Employers must provide a place, 
other than a bathroom, that is shielded from view and free from intrusion from coworkers and the public, which may be used by 
the employee to express breast milk.

ENFORCEMENT
The Department has authority to recover back wages and an equal amount in liquidated damages in instances of minimum wage, 
overtime, and other violations. The Department may litigate and/or recommend criminal prosecution. Employers may be assessed 
civil money penalties for each willful or repeated violation of the minimum wage or overtime pay provisions of the law. Civil money 
penalties may also be assessed for violations of the FLSA’s child labor provisions. Heightened civil money penalties may be assessed 
for each child labor violation that results in the death or serious injury of any minor employee, and such assessments may be 
doubled when the violations are determined to be willful or repeated. The law also prohibits retaliating against or discharging 
workers who file a complaint or participate in any proceeding under the FLSA.

ADDITIONAL INFORMATION
• Certain occupations and establishments are exempt from the minimum wage, and/or overtime pay provisions. Certain narrow 

exemptions also apply to the pump at work requirements.
• Special provisions apply to workers in American Samoa, the Commonwealth of the Northern Mariana Islands, and the 

Commonwealth of Puerto Rico.
• Some state laws provide greater employee protections; employers must comply with both.
• Some employers incorrectly classify workers as “independent contractors” when they are actually employees under the FLSA. 

It is important to know the difference between the two because employees (unless exempt) are entitled to the FLSA’s minimum 
wage and overtime pay protections and correctly classif ied independent contractors are not.

• Certain full-time students, student learners, apprentices, and workers with disabilities may be paid less than the minimum wage 
under special certif icates issued by the Department of Labor.

The law requires employers to display this poster where employees can readily see it.

The U.S. Equal Employment Opportunity Commission (EEOC) enforces Federal laws that protect you from  
discrimination in employment. If you believe you’ve been discriminated against at work or in applying for a 
job, the EEOC may be able to help.

Additional information about the EEOC, 
including information about filing a charge of 
discrimination, is available at www.eeoc.gov.

Who is Protected?
• Employees (current and 

former), including managers 
and temporary employees

• Job applicants

• Union members and 
applicants for membership 
in a union

What Organizations are Covered?
• Most private employers
• State and local governments 

(as employers)

• Educational institutions 
(as employers)

• Unions
• Staffing agencies

What Types of Employment Discrimination are Illegal?
Under the EEOC’s laws, an employer may not discriminate against 
you, regardless of your immigration status, on the bases of:
• Race
• Color
• Religion
• National origin
• Sex (including pregnancy, 

childbirth, and related medical 
conditions, sexual orientation, 
or gender identity)

• Age (40 and older)
• Disability
• Genetic information 

(including employer requests 
for, or purchase, use, or 

disclosure of genetic tests, 
genetic services, or family 
medical history)

• Retaliation for filing a 
charge, reasonably opposing 
discrimination, or participating 
in a discrimination lawsuit, 
investigation, or proceeding

• Interference, coercion, or 
threats related to exercising 
rights regarding disability 
discrimination or pregnancy 
accommodation

What Employment Practices can be Challenged 
as Discriminatory?
All aspects of employment, including:
• Discharge, firing, or lay-off
• Harassment (including 

unwelcome verbal or 
physical conduct)

• Hiring or promotion
• Assignment
• Pay (unequal wages or 

compensation)
• Failure to provide reasonable 

accommodation for a 
disability; pregnancy, childbirth, 
or related medical condition; 
or a sincerely-held religious 
belief, observance or practice

• Benefits
• Job training
• Classification
• Referral
• Obtaining or disclosing genetic 

information of employees

• Requesting or disclosing 
medical information of 
employees

• Conduct that might 
reasonably discourage 
someone from opposing 
discrimination, filing a charge, 
or participating in an 
investigation or proceeding.

• Conduct that coerces, 
intimidates, threatens, or 
interferes with someone 
exercising their rights, or 
someone assisting or 
encouraging someone else to 
exercise rights, regarding 
disability discrimination 
(including accommodation) or 
pregnancy accommodation

Know Your Rights:
Workplace Discrimination is Illegal

The Department of Labor’s Office of Federal Contract  
Compliance Programs (OFCCP) enforces the nondiscrimination 
and affirmative action commitments of companies doing 
business with the Federal Government. If you are applying for a 
job with,  or are an employee of, a company with a Federal 
contract or  subcontract, you are protected under Federal law 
from  discrimination on the following bases:

Race, Color, Religion, Sex, Sexual Orientation, 
Gender Identity, National Origin
Executive Order 11246, as amended, prohibits employment 
discrimination by Federal contractors based on race, color,  
religion, sex, sexual orientation, gender identity, or national 
origin, and requires affirmative action to ensure equality of  
opportunity in all aspects of employment.

Asking About, Disclosing, or Discussing Pay
Executive Order 11246, as amended, protects applicants and 
employees of Federal contractors from discrimination based on 
inquiring about, disclosing, or discussing their compensation or 
the compensation of other applicants or employees.

Disability
Section 503 of the Rehabilitation Act of 1973, as amended,  protects 
qualified individuals with disabilities from discrimination in hiring, 
promotion, discharge, pay, fringe benefits, job  training, classification, 
referral, and other aspects of employment by Federal contractors. 
Disability discrimination includes not  making reasonable 
accommodation to the known physical or mental limitations of an 
otherwise qualified individual with a  disability who is an applicant or 
employee, barring undue  hardship to the employer. Section 503 
also requires that  Federal contractors take affirmative action to 
employ and  advance in employment qualified individuals with 
disabilities  at all levels of employment, including the executive level. 

Race, Color, National Origin, Sex
In addition to the protections of Title VII of the Civil Rights Act 
of 1964, as amended, Title VI of the Civil Rights Act of 1964, as 
amended, prohibits discrimination on the basis of race, color  or 
national origin in programs or activities receiving Federal  
financial assistance. Employment discrimination is covered by  
Title VI if the primary objective of the financial assistance is  
provision of employment, or where employment discrimination 
causes or may cause discrimination in providing services under 
such programs. Title IX of the Education Amendments of 1972 
prohibits employment discrimination on the basis of sex in  
educational programs or activities which receive Federal  
financial assistance.

Individuals with Disabilities
Section 504 of the Rehabilitation Act of 1973, as amended,  
prohibits employment discrimination on the basis of disability in 
any program or activity which receives Federal financial assistance. 
Discrimination is prohibited in all aspects of employment against 
persons with disabilities who, with or without reasonable  
accommodation, can perform the essential functions of the job.
If you believe you have been discriminated against in a program 
of any institution which receives Federal financial assistance,  
you should immediately contact the Federal agency providing 
such assistance.

Protected Veteran Status
The Vietnam Era Veterans’ Readjustment Assistance Act of 
1974, as amended, 38 U.S.C. 4212, prohibits employment 
discrimination against, and requires affirmative action to recruit, 
employ, and advance in employment, disabled veterans, recently 
separated veterans (i.e., within three years of discharge or 
release from active duty), active duty wartime or campaign 
badge veterans,  or Armed Forces service medal veterans.

Retaliation
Retaliation is prohibited against a person who files a complaint 
of discrimination, participates in an OFCCP proceeding, or  
otherwise opposes discrimination by Federal contractors under 
these Federal laws.
Any person who believes a contractor has violated its  
nondiscrimination or affirmative action obligations under 
OFCCP’s authorities should contact immediately:
The Office of Federal Contract Compliance Programs (OFCCP) 
U.S. Department of Labor 
200 Constitution Avenue, N.W. 
Washington, D.C. 20210 
1–800–397–6251 (toll-free)
If you are deaf, hard of hearing, or have a speech disability, 
please dial 7–1–1 to access telecommunications relay services. 
OFCCP may also be contacted by submitting a question online 
to OFCCP’s Help Desk  at https://ofccphelpdesk.dol.gov/s/, or 
by calling an OFCCP regional  or district office, listed in most 
telephone directories under U.S. Government, Department 
of Labor and on OFCCP’s “Contact Us” webpage at 
https://www.dol.gov/agencies/ofccp/contact.

EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRACTS

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE
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What can You Do if You Believe Discrimination has Occurred?
Contact the EEOC promptly if you suspect discrimination. Do not delay, because there are strict time limits for filing a charge of 
discrimination (180 or 300 days, depending on where you live/work). You can reach the EEOC in any of the following ways:
Submit an inquiry through the EEOC’s public portal: 

https://publicportal.eeoc.gov/Portal/Login.aspx
Call 1–800–669–4000 (toll free)      1–800–669–6820 (TTY)

1–844–234–5122 (ASL video phone)

Visit an EEOC field office (information at 
www.eeoc.gov/field-office)

E-Mail info@eeoc.gov

YOUR EMPLOYEE RIGHTS
UNDER THE FAMILY AND MEDICAL LEAVE ACT

What is FMLA leave?
The Family and Medical Leave Act (FMLA) is a federal law that provides eligible employees with job-
protected leave for qualifying family and medical reasons. The U.S. Department of Labor’s Wage 
and Hour Division (WHD) enforces the FMLA for most employees.
Eligible employees can take up to 12 workweeks of FMLA leave in a 12-month period for:

• The birth, adoption or foster placement of a child with you,
• Your serious mental or physical health condition that makes you unable to work,
• To care for your spouse, child or parent with a serious mental or physical health condition, and
• Certain qualifying reasons related to the foreign deployment of your spouse, child or parent who 

is a military servicemember.
An eligible employee who is the spouse, child, parent or next of kin of a covered servicemember 
with a serious injury or illness may take up to 26 workweeks of FMLA leave in a single 12-month 
period to care for the servicemember.
You have the right to use FMLA leave in one block of time. When it is medically necessary or 
otherwise permitted, you may take FMLA leave intermittently in separate blocks of time, 
or on a reduced schedule by working less hours each day or week. Read Fact Sheet #28M(c) for 
more information.
FMLA leave is not paid leave, but you may choose, or be required by your employer, to use any 
employer-provided paid leave if your employer’s paid leave policy covers the reason for which you 
need FMLA leave.
Am I eligible to take FMLA leave?
You are an eligible employee if all of the following apply:

• You work for a covered employer,
• You have worked for your employer at least 12 months,
• You have at least 1,250 hours of service for your employer during the 12 months before your 

leave, and
• Your employer has at least 50 employees within 75 miles of your work location.

Airline flight crew employees have different “hours of service” requirements.
You work for a covered employer if one of the following applies:

• You work for a private employer that had at least 50 employees during at least 20 workweeks 
in the current or previous calendar year,

• You work for an elementary or public or private secondary school, or
• You work for a public agency, such as a local, state or federal government agency. Most federal 

employees are covered by Title II of the FMLA, administered by the Office of Personnel Management.
How do I request FMLA leave?
Generally, to request FMLA leave you must:

• Follow your employer’s normal policies for requesting leave,
• Give notice at least 30 days before your need for FMLA leave, or
• If advance notice is not possible, give notice as soon as possible.

You do not have to share a medical diagnosis but must provide enough information to your employer so they 
can determine whether the leave qualifies for FMLA protection. You must also inform your employer if FMLA 
leave was previously taken or approved for the same reason when requesting additional leave.
Your employer may request certification from a health care provider to verify medical leave and may request 
certification of a qualifying exigency.
The FMLA does not affect any federal or state law prohibiting discrimination or supersede any state or local law or 
collective bargaining agreement that provides greater family or medical leave rights.
State employees may be subject to certain limitations in pursuit of direct lawsuits regarding leave for their own serious 
health conditions. Most federal and certain congressional employees are also covered by the law but are subject to the 
jurisdiction of the U.S. Office of Personnel Management or Congress.

What does my employer need to do?
If you are eligible for FMLA leave, your employer must:

• Allow you to take job-protected time off work for a qualifying reason,
• Continue your group health plan coverage while you are on leave on the same basis as if you 

had not taken leave, and
• Allow you to return to the same job, or a virtually identical job with the same pay, benefits and 

other working conditions, including shift and location, at the end of your leave.
Your employer cannot interfere with your FMLA rights or threaten or punish you for 
exercising your rights under the law. For example, your employer cannot retaliate against you for 
requesting FMLA leave or cooperating with a WHD investigation.
After becoming aware that your need for leave is for a reason that may qualify under the FMLA, 
your employer must confirm whether you are eligible or not eligible for FMLA leave. If your 
employer determines that you are eligible, your employer must notify you in writing:

• About your FMLA rights and responsibilities, and
• How much of your requested leave, if any, will be FMLA-protected leave.

Where can I find more information?
Call 1-866-487-9243 or visit dol.gov/fmla to learn more.
If you believe your rights under the FMLA have been violated, you may file a complaint with WHD 
or file a private lawsuit against your employer in court. Scan the QR code to learn about our 
WHD complaint process.
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SCAN ME

Job Safety and Health
IT’S THE LAW!

All workers have the right to:

A safe workplace.

Raise a safety or health concern with 
your employer or OSHA, or report a work-
related injury or illness, without being 
retaliated against. 

Receive information and training on job 
hazards, including all hazardous substances
in your workplace. 

Request a confidential OSHA inspection 
of your workplace if you believe there are 
unsafe or unhealthy conditions. You have 
the right to have a representative contact 
OSHA on your behalf.

Participate (or have your representative 
participate) in an OSHA inspection and 
speak in private to the inspector.

File a complaint with OSHA within  30 days 
(by phone, online or by mail) if you have been 
retaliated against for using your rights. 

See any OSHA citations issued to your 
employer.

Request copies of your medical records, tests 
that measure hazards in the workplace, and 
the workplace injury and illness log.

Employers must:

Provide employees a workplace free from 
recognized hazards. It is illegal to retaliate 
against an employee for using any of their 
rights under the law, including raising a health 
and safety concern with you or with OSHA, or 
reporting a work-related injury or illness.

Comply with all applicable OSHA standards. 

otify OSHA within  hours of a workplace 
fatality or within  hours of any work related 
inpatient hospitali ation  a putation  or loss 
of an eye.

Provide required training to all workers in a 
language and vocabulary they can  understand. 

Prominently display this poster in the workplace.

Post OSHA citations at or near the place of 
the alleged violations.

On Site onsultation services are available to 
s all and ediu si ed e ployers  without 
citation or penalty  through OSHA supported 
consultation progra s in every state.

Contact OSHA. We can help. 

1-800-321-OSHA (6742)  •  TTY 1-877-889-5627  •  www.osha.gov

This poster is available free from OSHA.
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EMPLOYEE RIGHTS
EMPLOYEE POLYGRAPH PROTECTION ACT
The Employee Polygraph Protection Act 
prohibits most private employers from using 
lie detector tests either for pre-employment 
screening or during the course of employment.

WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR

1-866-487-9243
www.dol.gov/agencies/whd

PROHIBITIONS
Employers are generally prohibited from requiring or requesting 
any employee or job applicant to take a lie detector test, and from 
discharging, disciplining, or discriminating against an employee or 
prospective employee for refusing to take a test or for exercising 
other rights under the Act.

EXEMPTIONS
Federal, State and local governments are not affected by the law. 
Also, the law does not apply to tests given by the Federal Government to 
certain private individuals engaged in national security-related activities.

The Act permits polygraph (a kind of lie detector) tests to be administered 
in the private sector, subject to restrictions, to certain prospective 
employees of security service firms (armored car, alarm, and guard), 
and of pharmaceutical manufacturers, distributors and dispensers.

The Act also permits polygraph testing, subject to restrictions, of 
certain employees of private firms who are reasonably suspected 

of involvement in a workplace incident (theft, embezzlement, etc.) 
that resulted in economic loss to the employer.

The law does not preempt any provision of any State or local law 
or any collective bargaining agreement which is more restrictive 
with respect to lie detector tests.

EXAMINEE RIGHTS
Where polygraph tests are permitted, they are subject to numerous 
strict standards concerning the conduct and length of the test. 
Examinees have a number of specific rights, including the right to a 
written notice before testing, the right to refuse or discontinue a test, 
and the right not to have test results disclosed to unauthorized persons.

ENFORCEMENT
The Secretary of Labor may bring court actions to restrain 
violations and assess civil penalties against violators. Employees 
or job applicants may also bring their own court actions.

The law requires employers to display this poster where employees and job applicants can readily see it.

USERRA  UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT RIGHTS ACT

FLSA  FAIR LABOR STANDARDS ACTEEOC  U.S. EQUAL EMPLOYMENT OPPORTUNITY COMMISSION

OSHA  OCCUPATIONAL SAFETY AND HEALTH ACT OF 1970

EPPA  EMPLOYEE POLYGRAPH PROTECTION ACT

FMLA  FAMILY AND MEDICAL LEAVE ACT OF 1993 (Only applies to certain employers – see note at bottom)

Race, Color, Religion, Sex, Sexual Orientation, 
Gender Identity, National Origin
Executive Order 11246, as amended, prohibits employment 
discrimination by Federal contractors based on race, color,  

Individuals with Disabilities
Section 504 of the Rehabilitation Act of 1973, as amended,  
prohibits employment discrimination on the basis of disability in 
any program or activity which receives Federal financial assistance. 
Discrimination is prohibited in all aspects of employment against 
persons with disabilities who, with or without reasonable  
accommodation, can perform the essential functions of the job.
If you believe you have been discriminated against in a program 
of any institution which receives Federal financial assistance,  
you should immediately contact the Federal agency providing 

badge veterans,  or Armed Forces service medal veterans.

Retaliation
Retaliation is prohibited against a person who files a complaint 
of discrimination, participates in an OFCCP proceeding, or  
otherwise opposes discrimination by Federal contractors under 

Any person who believes a contractor has violated its  
nondiscrimination or affirmative action obligations under 
OFCCP’s authorities should contact immediately:
The Office of Federal Contract Compliance Programs (OFCCP) 
U.S. Department of Labor 
200 Constitution Avenue, N.W. 
Washington, D.C. 20210 
1–800–397–6251 (toll-free)
If you are deaf, hard of hearing, or have a speech disability, 
please dial 7–1–1 to access telecommunications relay services. 
OFCCP may also be contacted by submitting a question online 
to OFCCP’s Help Desk  at https://ofccphelpdesk.dol.gov/s/
by calling an OFCCP regional  or district office, listed in most 
telephone directories under U.S. Government, Department 
of Labor and on OFCCP’s “Contact Us” webpage at 
https://www.dol.gov/agencies/ofccp/contact

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

employees of security service firms (armored car, alarm, and guard), 
and of pharmaceutical manufacturers, distributors and dispensers.

The Act also permits polygraph testing, subject to restrictions, of 
certain employees of private firms who are reasonably suspected 

The Secretary of Labor may bring court actions to restrain 
violations and assess civil penalties against violators. Employees 
or job applicants may also bring their own court actions.

USERRA  UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT RIGHTS ACT

IMPORTANT NOTE: The FMLA only applies to employers with 50 or more employees or public employers, regardless of employee size. See your human resources manager to determine if the FMLA applies to your employer.
E3012

HEALTH INSURANCE PROTECTION

 If you leave your job to perform military service, you have 
the right to elect to continue your existing employer-based 
health plan coverage for you and your dependents for up to 24 

 Even if you don't elect to continue coverage during your military 
service, you have the right to be reinstated in your employer's 
health plan when you are reemployed, generally without any 
waiting periods or exclusions (e.g., pre-existing condition 
exclusions) except for service-connected illnesses or injuries.

 The U.S. Department of Labor, Veterans Employment and 
Training Service (VETS) is authorized to investigate and 
resolve complaints of USERRA violations.

 For assistance in filing a complaint, or for any other information 
1-866-4-USA-DOL or visit its 

https://www.dol.gov/agencies/vets/. 
An interactive online USERRA Advisor can be viewed 

https://webapps.dol.gov/elaws/vets/userra.
 If you file a complaint with VETS and VETS is unable to 
resolve it, you may request that your case be referred to the 
Department of Justice or the Office of Special Counsel, as 
applicable, for representation.

 You may also bypass the VETS process and bring a civil action 
against an employer for violations of USERRA.

The rights listed here may vary depending on the circumstances. 
of this notice was prepared by VETS, and may be viewed 

https://www.dol.gov/agencies/
 Federal law requires employers to 

notify employees of their rights under USERRA, and employers 
may meet this requirement by displaying this notice where they 
customarily place notices for employees.

USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake 
military service or certain types of service in the National Disaster Medical System.  USERRA also prohibits employers from 

discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

Publication Date – May 2022

Employer Support of 
the Guard and Reserve

1-800-336-4590

YOUR RIGHTS UNDER USERRA
THE UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT RIGHTS ACT

• You work for a private employer that had at least 50 employees during at least 20 workweeks 
in the current or previous calendar year,

• You work for an elementary or public or private secondary school, or
• You work for a public agency, such as a local, state or federal government agency. Most federal 

employees are covered by Title II of the FMLA, administered by the Office of Personnel Management.
How do I request FMLA leave?
Generally, to request FMLA leave you must:

• Follow your employer’s normal policies for requesting leave,
• Give notice at least 30 days before your need for FMLA leave, or
• If advance notice is not possible, give notice as soon as possible.

You do not have to share a medical diagnosis have to share a medical diagnosis but must provide enough information to your employer so they 
can determine whether the leave qualifies for FMLA protection. You must also inform your employer if FMLA  also inform your employer if FMLA 
leave was previously taken or approved for the same reason when requesting additional leave.
Your employer maymay request certification request certification from a health care provider to verify medical leave and may request 
certification of a qualifying exigency.
The FMLA does not affect any federal or state law prohibiting discrimination or supersede any state or local law or 
collective bargaining agreement that provides greater family or medical leave rights.
State employees may be subject to certain limitations in pursuit of direct lawsuits regarding leave for their own serious 
health conditions. Most federal and certain congressional employees are also covered by the law but are subject to the 
jurisdiction of the U.S. Office of Personnel Management or Congress.

What does my employer need to do?
If you are eligible for FMLA leave, your employer must:

• Allow you to take job-protected time off work for a qualifying reason,
• Continue your group health plan coverage while you are on leave on the same basis as if you 

had not taken leave, and
• Allow you to return to the same job, or a virtually identical job with the same pay, benefits and 

other working conditions, including shift and location, at the end of your leave.
Your employer cannot interfere with your FMLA rights interfere with your FMLA rights or threaten or punish you for 
exercising your rights under the law. For example, your employer cannot retaliate against you for 
requesting FMLA leave or cooperating with a WHD investigation.
After becoming aware that your need for leave is for a reason that may qualify under the FMLA, 
your employer must confirm whether you are eligible confirm whether you are eligible or not eligible for FMLA leave. If your 
employer determines that you are eligible, your employer must notify you in writing notify you in writing:

• About your FMLA rights and responsibilities, and
• How much of your requested leave, if any, will be FMLA-protected leave.

Where can I find more information?
Call 1-866-487-9243 or visit dol.gov/fmla to learn more.dol.gov/fmla to learn more.dol.gov/fmla
If you believe your rights under the FMLA have been violated, you may file a complaint with WHD 
or file a private lawsuit against your employer in court. Scan the QR code to learn about our 
WHD complaint process.

WH1420   REV 04/23

WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR

SCAN ME

IMPORTANT NOTE: The FMLA only applies to employers with 50 or more employees or public employers, regardless of employee size. See your human resources manager to determine if the FMLA applies to your employer.

HEALTH INSURANCE PROTECTION

 If you leave your job to perform military service, you have 
the right to elect to continue your existing employer-based 
health plan coverage for you and your dependents for up to 24 
months while in the military.

 Even if you don't elect to continue coverage during your military 
service, you have the right to be reinstated in your employer's 
health plan when you are reemployed, generally without any 
waiting periods or exclusions (e.g., pre-existing condition 
exclusions) except for service-connected illnesses or injuries.

 The U.S. Department of Labor, Veterans Employment and 
Training Service (VETS) is authorized to investigate and 
resolve complaints of USERRA violations.

 For assistance in filing a complaint, or for any other information 
on USERRA, contact VETS at 

https://www.dol.gov/agencies/vets/
An interactive online USERRA Advisor can be viewed 

https://webapps.dol.gov/elaws/vets/userra
 If you file a complaint with VETS and VETS is unable to 
resolve it, you may request that your case be referred to the 
Department of Justice or the Office of Special Counsel, as 
applicable, for representation.

 You may also bypass the VETS process and bring a civil action 
against an employer for violations of USERRA.

The rights listed here may vary depending on the circumstances. 
of this notice was prepared by VETS, and may be viewed 

on the internet at this address: https://www.dol.gov/agencies/
vets/programs/userra/poster Federal law requires employers to 
notify employees of their rights under USERRA, and employers 
may meet this requirement by displaying this notice where they 
customarily place notices for employees.

USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake 
military service or certain types of service in the National Disaster Medical System.  USERRA also prohibits employers from 

discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

Office of Special Counsel

YOUR RIGHTS UNDER USERRA
THE UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT RIGHTS ACT

•  Easy to onboard and manage clients

•  All-inclusive competitive pricing with no surprises

•  100% no-cap compliance guarantee

•   Full suite of compliance services from posters 
and digital postings to employee notifi cations 
and other regulatory updates

•  Dedicated account manager

•  Attorney-led compliance team

•   Revenue-generating opportunities

All Gain,
No Pain
Discover Why So Many 
PEOs Choose to Partner 
with Poster Guard Plus™

Learn more at PosterGuardPlus.com/PEO or call us today at 954-970-5611 

We make labor law compliance easy with customized solutions for PEOs.

Your Trusted Partner for Labor Law Compliance
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