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• The webinar will be recorded and shared as soon as it is available via email

• Today’s materials will be shared in the chat box

• All lines are muted

• NASBA CPE requirements – in order to receive CPE for this webinar: 

• Participants must be connected to the session (both audio and presentation) 
for its entirety

• Participants must answer three questions/elements of engagement

• One (1) hour of CPE in the field of personnel/human resources will be granted if you 
meet these requirements

Housekeeping Items

DISCLAIMER: The presenters, Stephane Smith, Lindsay Heist, Stefanie Deiter-Printz and Lauren Stricker and RKL LLP and its 
subsidiaries/affiliates are not held responsible for information that has changed or will change and makes no 
representation or warranty as to the ongoing accuracy of the information presented orally or in writing. Attendees should 
consult with legal, accounting and other advisors.



PA G E 3

Welcome and
Meet Your Team

Stephane Smith, SPHR, SHRM-SCP| Practice Leader, Human 
Capital Management

Employees are the backbone of every organization, yet many employers 
feel they lack the proper resources to effectively manage their workforce. 
Throughout her nearly two decade career in human resources, Stephane 
Smith has helped employers throughout the U.S. maximize their people 
power.  

As leader of RKL’s Human Capital Management Practice, Stephane 
deploys her multi-faceted business acumen to help clients address 
challenges and implement policies and programs that drive growth and 
achieve organizational goals. She specializes in employee relations, 
strategic planning, compensation, talent management, training and 
development, corporate communications, mergers and acquisitions and 
process architecture. 

Lindsay Heist | Senior Consultant, Human Capital Management

Lindsay is a Senior Consultant in RKL’s Human Capital Management 
Practice. She provides support and guidance to clients in all facets of 
Human Resources, including employee relations, benefits and leave 
administration, talent management, compliance, training and 
development, and more. She has experience working in a variety of 
industries including banking, manufacturing and warehouse distribution.

Lindsay rejoined the firm in 2021, bringing more than 16 years of human 
resources and consulting experience. Previously, she was the Human 
Resources Director for a manufacturing company.
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Welcome and
Meet Your Team

Stefanie Deiter-Printz, PHR, SHRM-CP | HR Consultant, Human 
Capital Management

Stefanie is a Human Resources Consultant in RKL’s Human Capital 
Management Practice. She provides outsourced HR and workforce 
management services to companies in a variety of industries, including 
professional services and manufacturing. Stefanie’s expertise includes 
compensation, recruiting, employee relations, benefits and compliance. 

Stefanie previously worked in RKL’s internal HR department for seven 
years before joining the Human Capital Management practice in 2021. 
Her background also includes four years in the wealth management and 
accounting industry, as well as three years of experience with high 
volume recruiting in a staffing agency. 

Lauren Stricker | HR Consultant, Human Capital Management

Lauren is a Human Resources Consultant in RKL’s Human Capital 
Management Practice. She is experienced in compensation and labor 
market analysis, job analysis, recruitment and selection tool development 
and validation, organizational and process analyses, as well as survey 
development, scoring and interpretation.

Following an internship with RKL, Lauren began working for the firm full-
time in 2019. Prior to her time at RKL, she was an EEO & Compliance 
intern at a global firm that provides management and consulting services 
to the built and natural environment. She previously worked as a 
graduate assistant with West Chester University’s Psychology 
Department, studying ageism in the workplace for a year and a half.  
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POLLING QUESTION
To be eligible for CPE, 3 polling questions must be answered.
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RETAINING YOUR TALENT
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What is Organizational Culture
Organizational culture reflects the behaviors of 
leaders and employees in an organization and 
identifies how leadership takes care of its 
employees, business and stakeholders. 
Organizational culture reflects the core values, 
mentality and work ethic of everyone within the 
organization.

It’s observable in decision making; employees are 
confident to express thoughts and feelings without 
fear of repercussion and it materializes through 
the benefits plans and employee recognition and 
rewards.
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How do you build a culture 
for retention?
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Organizational Culture and Employee Experience

 Attract to Retain

o As we transition out of the Great Resignation, most companies will want to focus on retention – retaining the 
employees who stayed loyal along with the newly hired people. In 2022, you’ll want to work with employee focus 
groups to uncover ways to make your company a place where everyone can be authentic.

 Boost Belonging

o Nearly every company has increased its Diversity, Equity and Inclusion (DEI) efforts in the past few years, which 
can help build better culture. To improve on that, focus on increasing the sense of belonging.

o Make connections. Connection drives engagement and retention. So, work toward showing employees how their 
work impacts the larger purpose and unites the entire workforce.
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Organizational Culture and Employee Experience

 Move Toward Well-Being

o Well-being is critical to the employee experience. Offer new or more benefits on a digital platform. For instance, 
give employees access to virtual counseling for mental health concerns, legal and financial resources and 
consultations, online support group sessions, plus newsletters and webinars to help with preventive care.

o Promote work/life balance. HR and front line managers need to promote the balance. Take cues from Portugal. 
You can promote boundaries and work-life balance by imposing consequences for after hour calls, email or 
messages.

 Align Rewards with Expectations

o Employees want to be rewarded and recognized for their work. More importantly, they want recognition and 
rewards that align with their values. Recognition is an essential tool in creating workplace connection, Blueboard 
researchers found. Companies that use recognition tools to connect people are nearly twice as likely to address 
connection challenges than those that don’t use any tools. Connect personally and understand how they like to be 
recognized and rewarded. Then, HR can help make those things happen.
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Are Your Time Off Benefits Competitive?

• Expand the package to include MORE time off

• Is your current time off plan flexible? If not, look at adding 
flexibility to how employees use their time off

• Example: rather than requiring the time to be used in eight hour 
increments, allow it to be used in one hour increments

• Combine vacation and sick in one bucket under paid time off to 
allow flexibility for how the time is used

• Allow sick time to be used for “mental health days” 

Other Paid Leave 
• Paid Family Leave
• Expanding your 

Bereavement Leave 
policy to include pets 
and loved ones beyond 
immediate family 
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Flexibility and Well-Being is Key

Flexible Work Options: Remote, hybrid, non-traditional work hours, summer hours, compressed 
workweeks, etc.

Mental Health & Wellness: Employees are looking for employers who will invest in training, 
education and benefits that connect them with treatment options/mental healthcare providers.

Community Involvement: Employees want to be a part of an organization that is embedded in their 
community and willing to give back.
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What are some examples of non-traditional 
benefits that a company can implement?

• Educational assistance

• Career development

• Community involvement

• Home office support 

• Pet-friendly perks

• Wellness support

• Inclusive workplaces

• Onsite offerings such as healthy food 
options, services for dry-cleaning, quiet 
rooms for meditation/prayer

• Employee discounts for company 
products or services

• Ride-share coordination and/or 
transportation subsidies
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With so many initiatives that can be put in place to build 
a culture for retention, how do you know where to start?

• Understanding what your employees need and what would create a positive work 
environment for them is the first step to building a culture for retention – the initiatives 
must reflect a clear understanding of the employees who make up the workforce.

• Employee Engagement Surveys are a great tool to utilize to gain that insight.
• It’s important that the survey is carefully designed and executed – if done correctly, the survey can 

send a positive message that employee opinions are valued.

• The organization should be prepared to respond to the feedback given on the survey, otherwise, it 
will have a negative impact on employees by creating a message that employee voices do not matter.
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POLLING QUESTION
To be eligible for CPE, 3 polling questions must be answered.
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DEVELOPING YOUR TALENT
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77% of employees are ready to learn new skills or completely retrain

82% of employees and 67% of HR professionals believe that employees will 

need to reskill or upskill at least once a year to maintain a competitive advantage in the 
job market

82% of employees said a lack of career progression would influence their decision 

to leave a company

What Employees are Saying
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What is Career Pathing?

Career pathing can be defined as the process in which a supervisor or talent 
development professional works with an employee to lay out their potential trajectory 
through a company. It involves defining goals and identifying the skills and experience an 
employee must gain to achieve those goals. 

The goal of career pathing is to set short and long-term goals that are customized to 
each employee’s unique goals and skills. Providing a detailed plan will help employees 
have more depth and breadth in their knowledge and provide opportunities for them to 
achieve a higher-level position within the company. 
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Types of Career Paths

Vertical: Most traditional career path that encompasses moving up within your specific field through 
promotion.

Horizontal: Employees move from one department to another, developing knowledge of different positions 
resulting in a well-rounded skill set. Ideal for entry-level employees as it allows them to gain experience in 
various departments before progressing in their career into leadership roles.

Dual career ladders: Permits upward mobility for employees without requiring that they be placed into 
supervisory or managerial positions. Ideal solution for employees who want to continue advancing their 
career, but aren’t interested in or well-suited for a management position.

Scaled back career: For some, moving down the career ladder is the best option. A scaled-back career path 
provides the opportunity for employees to take a moment to evaluate their current responsibilities and 
determine if they want to continue working in the position or industry. It’s a way of tailoring their career path 
to their life stages.
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Benefits of Career Pathing

Source: Global Executive Solutions Group 
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Business Case for Career Pathing

According to SHRM, many factors influence the need for an organization to embrace 
formal career paths and career ladders, including:

• Inability to find, recruit and place the right people in the right jobs
• Employee disengagement
• Employee demands for greater workplace flexibility
• A multigenerational workforce
• Limited opportunity for advancement in flatter or smaller organizations
• Organizational culture change
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Business Case for Career Pathing

A July 2021 poll conducted by Forbes found that:

82% of employees said a lack of career progression would influence their decision to 

leave a company

A July 2021 poll conducted by Monster found that:

29% of workers named lack of growth opportunities as their reason for wanting to quit

80% of workers do not think their current employer offers growth opportunities

49% of workers expect their employer to play a part in career development

Experts say that employees who believe their employers make effective use of their 
talents and abilities are overwhelmingly more committed to staying on the job.
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Career Pathing: Where Do I Start?

Engage your employees:
• Have meaningful one-on-one conversations about knowledge, skills, abilities, 

work history, accomplishments, interests, and short and long-term career goals. 
• Leverage surveys to collect input on desired learning and development needs.

Build it into your budget:
• Develop your roadmap, determine the costs and incorporate it into your annual 

and subsequent years’ budget.

Track, recognize and reward:
• Leverage your performance management process and tools to track employee 

progress. Acknowledge and provide encouragement when employees achieve 
goals or milestones in their learning objectives.
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Ensuring Employee Success 

• Provide time for learning opportunities for employees during work 
hours

• Know employees preferred style of learning and offer 
opportunities that match 

• Offer technical and soft skill learning
• Gather feedback after learning sessions 
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Learning Methods
eLearningProjects

Hands-On Mentoring

Instructor 
Led

Job 
Shadow
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POLLING QUESTION
To be eligible for CPE, 3 polling questions must be answered.
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COMPENSATING YOUR TALENT
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• Employee’s “real” wages are 
shrinking, causing employees to 
reevaluate their options

• Other operating factors:

• Great Resignation & Great 
Reshuffle - 3.3 million retired 
during COVID

• Employees are changing careers

Inflation & Compensation

4%
2022 average annual 
salary increase budget

8.5%
March year-over-year 
increase in consumer prices
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Source: Department of Labor Stats Sheet & Economics Research Institute
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Inflation & Compensation

What can employers do to boost their compensation practices?

Evaluate your pay ranges

Define a pay strategy that supports your recruiting strategy/needs

Ask your employees
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Remote Work & Compensation

Employers responses to remote work:

Based on market 
compensation 

rates of 
company’s 
location.

Based on market 
compensation 

rates of 
employee’s 

location. 

Compensation 
rates based on 

national 
averages.
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Remote Work & Compensation

Hybrid work is posing a risk to the continued 
progress of DEI initiatives.

Tips for maintaining a strong DEI culture:

1. Align leaders and managers under a common 
understanding of hybrid work and provide tools to help 
them effectively manage their hybrid teams.

2. Ensure your performance management and feedback 
process is fair and conducive to a hybrid environment.

3. Emphasize a culture of work-life support and mutual 
respect.



PA G E 32

Benefits

Employers are reevaluating their plans and are looking at alternatives, less traditional healthcare options:

Self-Funded Health Plans

Health Insurance 
Captives

Individual Coverage 
Health Reimbursement 
Arrangements (ICHRA)

Insurance company manages the payments, but the employer takes on most 
or all of the costs of the benefit claims. Offers greater flexibility and cost 

control to the employer. 

An independent insurance company created and owned by at least one non-
insurance company to assume the employee benefits risk of the captive owner. 
It’s similar to a self-funded plan, however, there is less risk. The captive provides 
an extra layer between the self-insured employer and the stop-loss carrier.

Allows employer to reimburse employees for some or all of the premiums 
that the employees pay for health insurance that they purchase on their 
own. Gives the employees the option to find a more affordable health 

insurance option.

Source: Society of Human Resources (SHRM)
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More Benefits

To remain competitive, more employers are offering richer benefits packages including:

Expanded voluntary benefits 

• Cancer insurance

• Critical illness insurance

• Benefits to assist in combating long COVID

Flexible 401(k) options

• Ability to redirect contributions to reduce student debt or add to emergency savings but still receive 
match

• Ability to contribute to plan with bonus payments, etc.

Source: Society of Human Resources (SHRM)
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POLLING QUESTION
To be eligible for CPE, 3 polling questions must be answered.
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Thank You for Joining Us
Questions? 

• Contact your RKL advisor or Stephane Smith at SLSmith@rklcpa.com

• Visit rklcpa.com for more updates and guidance 

• Registration open soon: June 22 What’s Next Webinar – Cybersecurity: Risk, Rewards and Readiness

DISCLAIMER: The presenters and RKL LLP and its subsidiaries/affiliates are not held responsible for information that has 
changed or will change and makes no representation or warranty as to the ongoing accuracy of the information presented 
orally or in writing. Attendees should consult with legal, accounting and other advisors.

http://www.rklcpa.com/

