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RSM’s M&A360TM

OPTIMIZING THE OFFICE OF THE CHRO
Delivering insights and experience to drive transformative value
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About RSM International

Global reach, national strength, local touch

$5.74BN

First-choice advisors to 
middle market leaders, 
globally

in global revenue

Business advisors who take time to understand your industry, your goals, 

your opportunities
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Experience

Focused on helping middle market leaders succeed

600+

300+

2800+

$50M-$2B

450+

2200+

1500

Number of current private equity 
portfolio company clients

Number of private equity and 
venture capital client relationships. 

Target revenue size (public and 
private)

Number of completed integration 
transaction engagements in last five years

Number of dedicated transaction 
advisory professionals across the 

U.S. and Canada

Number of transactions, inclusive 
of cross-border, completed in last 
five years

Number of completed carve-out 
transaction engagements in last five years

27
Number of languages with spoken 

and written fluency  across the 
North American TAS team



© 2020 RSM US LLP. All Rights Reserved.| Page 6

Industry experience

We have deep industry experience and capabilities in the industrial, business and financial services, health 

care, TMT, and consumer products industries. These counts represent transaction engagements over the last 

five years.

Health care

320+

Industrials

700+

Business 
services

350+

Technology, 
Media and 
Telecom

630+

Consumer

520+

Financial 
services

200+
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THE VALUE OF HUMAN 
CAPITAL OPTIMIZATION
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The innovative CHRO
Becoming influential and driving value

The innovative CHRO maximizes the value of a Human Resource function through the alignment of strategic objectives with 

the planned design of the enterprise business model. The path to transforming and/or Innovating can be measured by 

evaluating the maturity of the HR function and the business. The effectiveness of each component is unique for each 

organization.

• End-to-end integration throughout HR business architecture 

• Full alignment of HR to other business functions
• Clear communication channels established to enhance stakeholder experience

• Timely delivery of operational and strategic information to make critical decisions

• Inconsistent and poorly integrated applications

• Highly manual HR processes
• Automated basic Human Capital and business needs

• Continuous assessment of processes and pain points
• Legacy technology (ATS, HRIS, LMS, etc.)

• HR initiatives executed on ad hoc basis

• Automation of key Human Capital areas 

• Integration of critical HR applications
• Alignment between HR and applications

• Planned, tracked, and managed employee performance
• Specified and documented procedures, standards, and requirements

Innovator

Transformer

Sustainer

Technology

Process

Policy, 

Controls & 
Compliance

STRATEGY

SUSTAIN

functions 

exhibit…

functions 

exhibit…

functions 

exhibit…
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RSM Human Capital
Value outcomes

Clarity of 
Vision

Optimized 
Talent

Customer 
Satisfaction

Increased 
Efficiency 

Improved 
Accountability 

Define organizational vision to align strategy, 
organizational capabilities, and choices to 
create stronger business partner 
relationship and deliver intended results.

Improved ability to focus on customer service, 
rather than correcting operational issues, 
resulting in consequent increased revenue. 

Streamlined processes to optimize success of 
organizational goals, increasing adaptability 
and productivity. 

Established performance metrics and 
structured rewards, including 
compensation structure, benefits, and 
supplementary rewards aligned with 
targeted goals and organizational strategy.

Improved training to address specified 
knowledge, skill, and ability gaps, and 
enhanced recruitment and selection for 
talent aligned to roles and responsibilities.

Enhanced understanding and alignment of 
shared goals and tasks required to achieve 
those goals to cultivate open feedback, 
increase employee engagement and 
creativity, and drive results. 

Total Rewards 
Visibility

Scalability 
Inclusive 
Decision 
Making 

Enhanced understanding of decision-making 
roles, information quality, and trust in 
leaders to improve organizational 
outcomes by leveraging HR.

Unique structural design to prepare for future 
change, protect against economic and 
business volatility, and plan for growth.

FINANCIAL 
BENEFITS

NON-FINANCIAL 
BENEFITS

Managing Human Capital requires investment in resources and can help create long-term business value by revealing key dependencies and 
risks, while fostering meaningful communication and engagement. 
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Key benefits of HR leading practices
Metrics and cost savings

• High investment in HR practices leads to lower turnover and higher

employee productivity

• A transparent and well defined total rewards program drives 

employee engagement 

• Optimized HRIS allows the HR function to be more strategic and 

reduce administrative workload

1 Undefined strategy and 

vision of future state 

operating model

2 Inefficient workflow with 

breakdowns and 

redundancy in effort

3 Outdated HR systems 

with functional gaps; no 

scalability for future 

growth

4 Misaligned organization to 

operating model; 

undefined employee roles 

and responsibilities

Disengaged 
employees cost an 
organization 34%
of annual salary

Optimized HRIS 
reduces administrative 

workload by up to 
60%

1.5x annual 
salary to 
replace 

employee

Why optimization matters

Indicators for change Benefits of optimization

Measurements to support optimization

PEOPLE
• Increased visibility and 

accessibility to data 
• Improved 

communication between 
stakeholders

• Increased employee 
engagement, decreased 
turnover

PROCESS
• Save time and reduce 

costs
• Reduce manual and 

paper processes

TECHNOLOGY
• Decisions driven by 

real-time data
• Improved 

transparency and 
auditability 

• Personnel cost to 
perform the process

There are key benefits to implementing initiatives that support your employees to work harder and more effectively, saving both time and 
money for the organization.
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The CHRO’s role is to enable the enterprise to effectively execute its strategic vision by providing a high performing human resource 

function that integrates operations, finance, accounting, reporting, performance measurement, and risk management. A focus on value 
driven processes is critical to achieving the Target Operating Model.

Office of the CHRO: Focus on value driven processes

Technology

Process
Policy, 

controls & 

compliance

Business
Model

Talent Acquisition
• Proactively attracting, sourcing, and ultimately retaining top, diverse talent aligned to 

business needs
• Defining strategic objectives and metrics oriented around the talent the organization aims 

to attract

Organization and strategy
• Collaborating as one cross-functional executive leadership team

• Aligning the organization to objectives

• Carrying out current organizational goals and aiming tow ards future state vision

Talent Management
• Encouraging employee goal-setting
• Designing training & development opportunities to enhance career pathing and 

growth                    

Total Rewards
• Incentivizing employees by offering competitive, all-encompassing benefits packages
• Rewarding employee for achieving personal & business goals

Payroll 
• Collecting and delivering timely and accurate information in order to compensate employees and instill 

trust and productivity

HR Compliance
• Development of critical organizational policies and procedures
• Awareness of released labor rules and regulations

HR technology
• Create, protect and maximize value through integrated HR technology to improve compliance, 

minimize risk exposure, and streamline operations
• Implement best-fit tools and technologies to deliver a digitally-enabled and agile Human 

Resource function
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APPENDIX
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SERVICE MAPPING
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CHRO advisory services

RSM provides comprehensive, integrated services from experienced practitioners with rich industry expertise and global 

market strength.

CHRO Support Services
Sustain and support in interim or as 

a permanent outsourced option

HR Strategy
Decision support and analysis

Technology Optimization, 
Integration, & Support
Provide structure, clarity and confidence

Program & Change 
Management
Guide and support change

Organizational Design & Transformation
Optimize, transform, and prepare for growth

CHRO 
ADVISORY 
SERVICES

HR Rapid Assessment
Analysis and recommendations

Deep industry acumen and experience

• Private Equity

• Financial services
• Consumer products

• Industrial products 

• Not for profit

• Life sciences 
• Professional 

services

Practitioner expertise, credentialized

• SHRM-SCP

• SPHR
• DiSC

• PHR

• MBA
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CHRO ADVISORY SERVICES 

CHRO Support 

Services

HR 

Strategy

HR Rapid 

Assessment

Organizational 

Design and

Transformation

Tech. Optimization, 

Integration, and

Support

Program

Management & 

Support
Interim support services 

necessary to support and 

sustain certain and temporary 

functions w ithin the off ice of the 

CHRO

Decision support and analysis built 

upon insights from business 

context, stakeholder expectations, 

and capabilities to recommend 

value accretive strategies

Design and plan operating models to 

maximize eff iciency and leverage 

emerging technologies to enable 

effective business insight 

management and performance

Providing structure, clarity and 

confidence for organizations 

before, during and after complex 

restructuring 

A holistic approach to defined 

program & change 

management, as w ell as 

additional due diligence support 

in the Merger & Acquisition 

space.

Rapid assessments of HR 

processes and data to accelerate 

initiatives to modernize the CHRO 

office

Human Resources Support 
Services

Interim CHRO

Interim HR Director

Human Resources Staff 

Augmentation

HR Outsourced Services

HR Compliance

Policy Definition / Rationalization 

/ Standardization

Compliance Audit support

Compliance Training support

Transformation 
Strategy

Business Case

Location Assessment

Effectiveness and Benchmarking

HR Transformation

Compensation Strategy

Compensation Benchmarking

Salary Administration Planning

Total Rew ards Plan Design

HR Rapid
Assessment

Functional Operating Model 

Assessment

Business Process Improvement

HR 
Transformation

Functional Operating Model

Design 

Functional Operating Model 

Transformation

Operational Due Diligence

Tech. Optimization, 
Integration, and Support

HRIS Optimization

HRIS Selection and 

Implementation

Talent System (ATS) 

Optimization

Talent System (ATS) Selection 

and Implementation

LMS Optimization

LMS Selection and 

Implementation

HR Systems Architecture (Assessment & Design)

HR Application Architecture

HR Reporting & Analytics

Organization Design

Organization Rapid Assessment

Training Needs Assessment & 

Gap Analysis

Job Analysis / Know ledge, Skills, 

and Abilities Assessment

Program & Change 
Management

Program Management

Change Management

Quality Assurance Management

CHRO advisory services decomposed

M&A Support

Operational Due Diligence

Integration or Carve Out 

Planning

Integration Execution & Value 

Capture
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EXPANSION OF VALUE DRIVEN 
PROCESSES
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Technology

Process
Policy, 

controls & 

compliance

Business
Model

Organization and strategy: Insights, opportunities, transformative value

An effective organization and strategy is necessary for building, 

motivating, and shaping the behavior of every organization’s most 

valuable asset – their people. The CHRO, when armed with a 

deliberate HR strategy, directly influences key executives to view HR 

as a partner, ultimately producing both financial and non-financial 

benefits for the entire organization.

Your priorities Our insights
Measurements of 

success

Cultivating company 
culture. Involvement in 
key executive 
leadership decisions.
Continuously keeping 
employees engaged 
and incentivized.

• Evaluate the business 
model and align to 
future needs of the 
business. 

• Focus on organizational 
growth

↑ Employee 

Experience

↑ Employee 

Creativity

↑ Employer 

Reputation
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An innovative organization and strategy will enable organizations to become more efficient, scalable, effective, accurate, and 

controlled across the operating model landscape.

Policy Development and Execution
• Identify the purpose and objectives to which the organization wishes to attain 

regarding Human Resources

• Collect information on past practices to inform future policy and procedure 

development
• Circulate and continuously revise policies to keep them aligned to the newest 

people, process and technology changes within the org

Succession Planning
• Identify critical roles within the organization and develop proper succession 

plan strategy

• Incorporate succession into the executive leadership discussion and 

assure all strategy and actions support compliance with EEO/Title VII 
regulations

Strategy
• Ensure Org Strategy and HR Strategy are aligned and meeting the 

needs of the business

• HR strategy and goals aligned to future state Vision

• Collaboration among executive leadership on HR Strategy and broader 
communication of strategy out to the organization

• Defined HR metrics and clear measurement of analytics across all HR 

functions

Culture 
• Partner with the CEO and executive leadership to drive initiatives that will 

shape company culture

• Consult Employees to understand the tensions they experience within the 

organization’s culture and directly address these issues
• Require leadership to enforce and measure the behavior of supervisors and 

managers to assure alignment to organizational culture and goals

Organization and strategy: Leading innovative practices

Technology Enablement
• Make critical decisions around identifying, developing a roadmap for, 

and implementing critical HR technology across the organization

• Create a business case for why streamlined technology will not only 

optimize the HR function, but also allow the organization as a whole to 
achieve its business goals

Diversity & Inclusion
• Understand both the tangible and intangible impacts of building an 

environment of diversity and inclusion among the workforce

• Set expectations and drive accountability across executives to ensure 

that the responsibility of diversity and inclusion is organization-wide, not 
just one of the HR function

• Dedicate the necessary resources to support diversity and inclusion, 

ensuring that D&I is not a one time exercise, but rather an ingrained 

mindset of the company 
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Technology

Process
Policy, 

controls & 

compliance

Business
Model

Talen acquisition: Insights, opportunities, transformative value

An efficient talent acquisition process is necessary to identifying the 

resource needs of the organization and attracting, assessing, and 

hiring top, diverse talent. Optimizing the Talent Acquisition process 

strengthens the organization’s workforce, increases efficiencies 

around productivity, and drives a marketable organizational brand.

Your priorities Our insights
Measurements of 

success

Create a strategic plan 
for job openings. Build
lasting talent pools and 
reduce the chances of 
unsuccessful hires. 
Seamlessly integrate 
candidates into the 
organization.

Streamline manual 
recruiting processes. 
Develop company brand. 
Enhance visibility into 
headcount and business 
needs. Integrate third 
party vendors. 

↑ Candidate job 

satisfaction

↓ Time to fill 

↓ Cost per hire
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An innovative talent acquisition process will enable organizations to become more efficient, scalable, effective, accurate, and 

controlled across the operating model landscape.

Standardization of hiring processes
• Develop and roll out proper interview training to all interviewers to standardize 

interview process, maintain compliance with interview questions, and improve 

overall candidate experience

• Assess candidates based on agreed-upon criteria including technical 
competencies, culture fit, and basic and preferred qualifications

• Define process for storing and analyzing interview feedback to enhance 

quality of hires and maintain a longer history of the employee

• Create offer letters templates, customized by employee type, and maintain 
within a fully integrated HRIS/HCM to ensure compliance

Applicant Tracking Technology
• Utilize ATS technology to house candidate information, track approvals

and other workflows, and facilitate internal / external job distribution

• Maintain an Applicant Tracking System that is integrated with other 

critical HR systems and third party vendors (HRIS, background 
vendor, etc.) 

• Maintain all job descriptions, accurately describing job responsibilities 

and job requirements, within the fully integrated HRIS/HCM

Diverse, qualified candidate pools
• Develop and maintain strong candidate pools by building relationships 

ahead of demand and tracking candidate interactions

• Build a community by sharing information with candidates and potential 

candidates to increase responsiveness
• Recruit and source fully qualified candidates from sources advocating for 

minorities, women, veterans, and the disabled

Outsourcing Opportunities 
• Consider outsourcing compliance checks for potential candidates (i.e. 

reference checks, verification of education, background) to expedite 

compliance processes

• Examine potential for external agency agreements / head hunters for 
talent-specific positions

Talent Acquisition: Leading innovative practices

Building an Employer Brand 
• Develop a marketable employer brand to attract and retain quality, 

dedicated employees, who are bought into the company mission and are 

instrumental in future success

• Involve key stakeholders to create the brand for the company, including 
HR, executive leadership, marketing, and brand advocates, that is, vocal 

employees who speak positively about the company
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Technology

Process
Policy, 

controls & 

compliance

Business
Model

Talent management: Insights, opportunities, transformative value

An efficient talent management process is necessary to engage and 

retain the people who drive the success of your organization. Talent 

can encompass both high performers and those individuals with heavy 

influence on others around them. It is critical for the CHRO to keep all 

employees engaged and ensure they feel valued

Your priorities Our insights
Measurements of 

success

Managing employee 
promotions. 
Encouraging 
performance feedback. 
Teaching new job skills. 
Identifying contribution 
and efforts. 

Monitor employee goals 
against organizational 
goals. Automate and 
track ongoing learning 
and development 
activities.

↑ Talent 

Performance

↑ Variety of 

Perspectives

↑ Rate of Promotion
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An innovative talent management process will enable organizations to become more efficient, scalable, effective, accurate, 

and controlled across the operating model landscape.

Training & Development
• Develop opportunities for additional training, both internal and external, to 

nurture an environment of continuous learning for employee groups

• Examine potential for implementing a Learning Management System to 

standardize and track all training courses
• Develop curriculum for both job-specific skills as well as soft skills such as 

managerial training, leadership training, and critical conversation training

• Maintain and track required employee trainings (i.e. sexual harassment, code 

of conduct) to ensure compliance and report out outstanding items

Continuous Feedback
• Clearly communicate organization vision and goals to create a 

foundation and set expectations of employees

• Cultivate a culture of continuous feedback amongst employees 

beyond the direct Manager/Employee relationship
• Provide different tools and channels to communicate continuous 

feedback 

• Make everyone accountable towards the feedback they give and 

receive

Rewards & Recognitions
• Exercise employee recognition beyond total rewards to encourage 

employee engagement and instill confidence in employees

• Adopt employee recognition programs to increase competitiveness 

and productivity
• Provide a clear, written policy on recognition programs including 

employee eligibility requirements, approval process, and types of awards

Employee Goal Setting
• Define a process for employees to set and track progress towards 

goals and implement process of reviewing goals through the 

calendar year

• Align Employee goals to the organization’s vision, mission, and 
values

Performance Reviews
• Conduct Mid Year and Year End performance reviews to facilitate 

employee growth 

• Identify performance concerns with employees and enable ongoing 

development and improvement plans
• Conduct performance reviews to determine employee readiness for 

promotion

Talent Management: Leading innovative practices

Workforce Management
• Optimize workforce scheduling to align with Operations and HR 

functions to inform hiring and staff decisions

• Define process for developing and implementing workforce strategy

• Develop defined competencies for each employee group and function 
to drive accountability, performance, and retention
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Technology

Process
Policy, 

controls & 

compliance

Business
Model

Total rewards: Insights, opportunities, transformative value

A comprehensive total rewards strategy elevates how employees are 

incentivized and rewarded.   A fair and balanced compensation 

strategy and vision is the foundation of an organization’s total rewards 

strategy.  Clear communication of Total Rewards enables the 

employee to see all the ways they are compensated outside of cash 

compensation (benefits, bonus, 401k, etc.)

Your priorities Our insights
Measurements of 

success

Establish and 
communicate a total 
rewards strategy that 
demonstrates the “why” 
behind compensation 
while highlighting the 
competitiveness of the 
plan

Ensure base and 
incentive compensation 
programs are 
appropriately 
benchmarked and 
aligned with market and 
industry leading practices

↓ Employee 

turnover

↑ Employee 

engagement

↑ Productivity
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Innovative total rewards business processes will enable organizations to become more efficient, scalable, effective, accurate, 

and controlled across the operating model landscape.

Compensation
• Develop compensation structure with established controls and data security 

measures
• Direct link between organization strategy and individual compensation
• Defined key performance measurements tied to compensation
• Conduct comparative research and benchmark compensation regularly
• Variable compensation (i.e. bonuses) is leveraged to reward efforts and 

behaviors which align with the organization's mission, vision, and values. 

Benefits
• Offer competitive, multi option benefit plans, including wellness, health insurance, 

savings, retirement and paid time off
• Develop a defined process with appropriate controls to enhance the benefits 

process to create alignment and integration with Finance, IT, etc.
• Implement process of reviewing benefits on an annual basis
• Ensure accruals, awards, and paid time off comply with the respective locations of 

the employees based on municipal and state regulations

Total Rewards Strategy
• Organizations should make Total Rewards information highly visible to the 

employees, especially about how the process operates
• Employee goals and performance are tied to Total Rewards
• One-on-one conversations about total rewards between supervisor and 

employee should be encouraged
• Ensure that the Total Rewards system adheres to all employment laws

Technology
• Leverage employee self-service (ESS) to provide convenience and 

visibility to HR, employee, manager, and employer
• Ensure employees can view, change, or update their benefits and 

other data online or through the use of an ESS interface or Third 
Party Administrator (TPA) website at any given time

• Develop strategy for securely storing sensitive employee data
• Contract (TPA’s) to maintain benefit election information

Reporting / Analytics
• Organizations should personalize total rewards by creating a 

statement for each employee detailing the rewards

• Improved convenience and visibility into key employee 

information 
• Enhanced visibility into HR metrics 

• Improved business decisions through data-driven insights

Total Rewards: Leading innovative practices
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Technology

Process
Policy, 

controls & 

compliance

Business
Model

Payroll: Insights, opportunities, transformative value

Payroll is the management process for providing the payment of 

wages by a company to its employees.  The payroll process it typically 

very manual and involves collecting, transforming and delivering 

relevant, timely, and accurate information to all stakeholders inside 

and outside the organization. 

Your priorities Our insights
Measurements of 

success

Reduce time spent 
manually processing 
payroll and number of 
errors.  Automate 
payroll and integrate 
systems to allow for 
better reporting and 
analytics.

Optimize and integrate 
HR systems to streamline 
and align processes with 
leading practices.  
Implement automated 
processes to reduce risk 
of error due to manual 
entry.  

↓ Rate of errors

↑ Employee Trust

↑ Payroll 

processing time
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An innovative payroll business process will enable organizations to become more efficient, scalable, effective, accurate, and 

controlled across the operating model landscape.

Payroll 
• Utilize one payroll system for the entire organization
• All payroll operation activities should be facilitated fully within technology 

systems
• Regularly review payroll policies and procedures to remain compliant with 

both organizational goals and regulatory requirements
• Assure compliance with applicable federal, state, and local regulations 

(such as FLSA), regarding the accurate timekeeping of actual hours worked 
during a 7-day work week, and timely/accurate payment of wages

Payroll Processing
• Segregation of duties exist between employees responsible for adjustments and 

employees running the payroll process

• Payroll calculations are embedded through the ERP system.  All pay-related data is 

verified monthly to ensure it is current and accurate.
• Payroll frequencies are standardized.  Instances of manual checks are minimal 

(less than 1% of overall payments)
Technology and Reporting
• Employee payroll and HR data information is available to users in real 

time via an online interface

• Frequently analyze opportunities to leverage existing technologies to 

automate processes
• The links between Payroll and GL are automated

• Consistent data standards, data definitions, and reporting formats have 

been established and deployed.

• Implement exception reporting – any deviations from the organizations 
payroll policies and procedures are reported to management

• Reports are automatically generated and provided electronically to all 

applicable immediate supervisors

Timekeeping
• Standardize timekeeping across the organization with a single solution.  The T&E 

solution should be fully integrated into payroll, HR, and ERP systems.  

• Timekeeping system has built-in detection to identify unauthorized adjustments and 

posting related to payroll
• Configured compensation rules (overtime, shift rules, etc) into the system to generate 

exception reports based on the established guidelines

• T&E workflow approves are linked to the signatory matrix

• Time/attendance and expense information is automatically fed from the T&E system 
to the payroll system for employee gross pay calculations and leave balance 

accruals

• Travel and T&E policies are updated regularly and are easily available online for 

employees

Payroll: Leading innovative practices
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Technology

Process
Policy, 

controls & 

compliance

Business
Model

HR compliance: Insights, opportunities, transformative value

HR compliance focuses on the ever increasing legal and compliance 

risk factors an organization faces from a human capital perspective.  

The development of sound organizational procedures and policies 

ensure that fair practices are carried out according to applicable laws 

and regulations.

Your priorities Our insights
Measurements of 

success

Reduce risk by 
remaining compliant 
with employment law 
and other human capital 
related laws and 
regulations.  Ensure 
policies and up to date 
and compliant.  

Provide leading practices 
to mitigate and reduce 
compliance risks.  Ensure 
compliance with 
government employment 
regulations (DOL Audits, 
Affirmative Action 
Reporting, etc)

↓ Human Capital 

Risk

↓ Reduce fines 

and fees

↑ Relationship w/ 

Regulators
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Compliance
• Ensure all job postings and hiring process are in compliance with EEO and all other applicable regulatory regulations

• Routinely conduct I9, AA, and other regulatory audits to mitigate risk and ensure compliance

• Review and update policies and the employee handbook on an annual basis, at minimum, as employment laws change

• Enforce policies regularly and consistently
• Document all employee investigations and complaints to mitigate risk

• Create and comply with document retention policy that meets federal, state, and local requirements

HR compliance focuses on the ever increasing legal and compliance risk factors an organization faces from a human 

capital perspective.  The development of sound organizational procedures and policies ensure that fair practices are 

carried out according to applicable laws and regulations.

Training
• Conduct manager training to motivate and lead a diverse workforce with cooperation, and collaboration in order to meet 

business needs and reduce legal risks

• Document all training sessions conducted at the time of execution and track attendees to reduce risk

• Conduct relevant compliance based training (harassment, diversity, etc) to employee population
• Ensure employees are trained on the proper channels to escalate concerns and issues

Communication
• Establish a consistent communication channel available to all employees

• Ensure employees have a variety of ways to escalate concerns (online portal, call-in hotline, etc)

• Clearly communicate compliance requirements to employees on a yearly basis

HR compliance: Leading innovative practices
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Technology

Process
Policy, 

controls & 

compliance

Business
Model

HR technology: Insights, opportunities, transformative value

HR Technology focuses on the maximizing value while allowing for a 

digitally-enabled and agile HR Function.  Automating the HR function 

allows a more efficient department to focus on other critical areas of 

HR as opposed to manual and tedious transaction processing, etc. 

Your priorities Our insights
Measurements of 

success

Drive HR efficiencies 
and automation through 
the optimization or 
implementation of new 
technology.  

Provide leading practices 
to integrate HR 
technology to improve 
compliance, minimize risk 
exposure, and streamline 
operations.

↑ KPI Evaluation

↓ Cycle time to 

process

↑ Employee 

Efficiency
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Innovative HR technology will enable organizations to become more efficient, scalable, effective, accurate, and controlled 

across the operating model landscape.

HR Technology
• All HR Operational activities and transactions should be facilitated within fully integrated technology systems

• Integrate applicant tracking system (ATS) with the HRIS/HCM system
• Frequently analyze opportunities for analyzing existing technology to automate processes

• Technology and automation are leveraged wherever possible to obtain efficiencies in the hire-to-retire process
• Encourage employee self-service through the use of HR system/intranet

Reporting and Analytics
• Establish a single source of truth to support data integrity

• Leverage analytics to optimize the HR function and improve business decision making
• Establish integrated systems with automated workflows to ensure all necessary actions are taken with an 

appropriate audit trail
• Move from reactive reporting to leveraging predictive analytics to assist in decision making

Training/Communication
• Ensure employees are adequately trained on all employee facing technology

• Establish IT staff who support HR technology who employees and HR can contact for technology assistance
• Ensure technology supports organization communication strategy

HR Technology: Leading innovative practices
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Evolving the office of the CHRO – Target Operating Model
Seven Components of the TOM

RSM’s Enterprise Target Operating Model is an excellent tool to assess current functional operating model, in order to 

create a business case for innovative change that supports your desired future state transformation.

Organization 

& people

Data & 

reporting
ProcessSTRATEGY

SUSTAIN

7

Defining a common business language that is 
disseminated across the organization and identifying 
proper segregation of duties to balance cost, risk and 
quality of output

7

6
Standardizing and governing data to 
balance source system supply with 
reporting and analytic demand

5
Developing KPIs that align to strategic goals 
and enable operational efficiency and 
performance improvements that create 
enterprise value

6

5

1

Capturing and refining strategy that empowers employees 
to become valued business partners that execute 

processes with targeted outcomes in alignment with 
business goals

2

Aligning people with specific roles and 
responsibilities within an organizational model 
that is responsive to change and utilizes formal 
programs for developing the next generation of 
leaders

4Integrating transactional, storage, and reporting 
systems end-to-end to drive automation across 
critical business processes and data elements

1

2

3
Designing tasks and activities with clear 
ownership in order to execute business 
objectives with efficiency and effectiveness

3

4
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HIRE TO RETIRE  
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Sustain Transform Innovate

• Disparate HR application environment

• Inconsistent HR policies or procedure 
enforcement and documentation

• Master employee data maintained within 

Excel; excessive manual data entry

• Inability to accurately track employee changes 
/ transitions

• Lack of data integrity (i.e. consistent record of 

employee data, including hires and 

terminations)
• Manual feed from payroll to general ledger

• HR staff perform administrative tasks

• No reporting capability 

• HRIS contains basic capabilities

• ATS integrated with HRIS
• New hire portal implemented 

• Digital benefit enrollment

• Automation within payroll function

• Automated approval workflows for 
employee changes 

• Consolidated application environment surrounding 

global HRIS & Payroll 
• Documented and enforced compliant HR policies 

• Single source of truth for employee data maintained 

within HRIS

• Automated workflow and approval matrices for hiring, 
onboarding, employee changes, and offboarding

• Elimination of excel based reporting and calculations

• Integration between payroll and ERP system

• HR viewed as a strategic business partner
• Analytics tools used to improve ability to predict 

performance and make decisions

BENEFITS OF AUTOMATION

Cost Per Hire $4,200 $3,360 $2,100

Administrative 

Cost per Day
$750 $300 $75

Hire to Retire
Path to Innovation

The transition from Sustainable to Innovative within the Hire to Retire process increases business partner value and 

leading practice alignment while drastically reducing manual processing, HR administration, and compliance costs.

$495,000

Assuming 1000 FTE company

Potential annual savings
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Hire to Retire – Maturity Alignment
P

a
th

 t
o
 

In
n
o
va

tio
n

S
u

s
ta

in
In

n
o

va
te

A transition from a Sustainable to an Innovative Hire to Retire business process will enable organizations to become 

more efficient, scalable, effective, accurate, and controlled across people, process, and technology landscape.

• Lack of integration 

betw een Applicant 

Tracking System 

(ATS) and HRIS

• Inconsistent approval 

process 

documentation

• Employee data stored 

in various locations

• Automated external 

job distribution

• Integrated ATS & 

HRIS / HCM Systems

• Automated requisition 

approval process 

• Enhanced candidate 

experience 

• Improved sourcing 

functionality

• Impaired ability to 

track goals

• Lack of defined career 

pathing or visibility 

into advancement 

opportunities

• Feedback not 

documented or not 

retained in a central 

location

• Automatic goal tracking 

notif ications in Learning 

Management System 

(LMS) 

• Automatic training and 

certif ication distribution 

and recording

• Real-time feedback 

documented w ithin 

HRIS or LMS

• Manual benefit 

enrollment

• No integration 

betw een core HRIS 

and benefit vendors

• Manual w orkarounds 

for providing 

employee benefit 

information to 

providers

• Disparate payroll 

systems

• Manual feeds from 

GL to payroll system

• Lack of exception 

reporting

• Physical pay checks 

distributed

• Increased risk and 

potential delays

• Digital benefit 

enrollment and 

employee changes 

through Employee Self 

Service

• Efficient vendor 

management w ith 

benefit providers and 

continuous contract 

review

• Single payroll system 

• Integrated payroll and 

general ledger

• Automated exception 

reporting

• Automated pay 

checks at 

standardized intervals

• Payroll and tax data 

retrievable in real 

time

• Lack of integration 

betw een key HR 

technologies (ATS, 

HRIS/HCM, etc.)

• Inaccurate employee 

information reflected 

across systems

• Manual processes and 

w orkarounds

• Automated w orkflow s 

across HR systems to 

reflect all accurate, up to 

date employee 

information

• HR dashboards w ith 

high-level real-time 

metrics 

• Business Intelligence 

tools leveraged

• Employee relation 

issues stored in 

centralized location 

and analyzed for 

themes

• Automated Affirmative 

Action information 

collection

• Automated processes 

for all required 

reporting

• Out of date HR policies 

and procedures

• Manual processes 

around Employee 

Grievances

• Manual Employee 

handbook changes 

and no formal 

communication out to 

org

• Ineff icient Staff ing 

model

• Misalignment of 

skillsets to business 

objectives

• Undefined HR 

strategy 

• Lack of definition and 

measurement around 

HR metrics

• Clear HR strategy 

and vision that is 

communicated out to 

the rest of the org

• Optimized org 

structure and skillset 

alignment

• Environment of 

culture, diversity, and 

inclusion

• HR metrics defined 

and analyzed

HR 

Compliance

Org & 

Strategy

Talent 

Acquisition

Talent 

Management

Total 

Rewards
Payroll 

HR

Technology
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Hire to Retire– Application Maturity 

An organization’s digital maturity evolves from sustainable to innovative through the use and implementation of applications 

and software. The graphic below shows a typical transformation as it relates to the software surrounding Hire to Retire.

Sustain Innovate 

• Lack of HRIS integration

• Heavy reliance on Excel / Word to maintain employee data, including 

demographic, benefits, and change information.

• Manual workflows for hiring, onboarding, talent development, payroll and 

benefits, and exiting.

• Employee data maintained in disparate locations

• Comprehensive and integrated HRIS/ HCM system, including ATS and LMS

• Controls in place to manage employee data and changes

• Automated job distribution, screening, pre-boarding, goal tracking, 

employee changes, offboarding checklists, and approval workflows. 

• Employee master data stored in centralized repository

HR 

Compliance

Org & 

Strategy

Talent 

Acquisition

Talent 

Management

Total 

Rewards
Payroll 

HR

Technology
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ORGANIZATIONAL DESIGN 
APPROACH 
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Our insights 
Strategically evaluate the 
business and establish a 

competitive structure focused on 
enabling growth to recognize the 

full potential of the business.

Your priorities 
Eliminate organizational redundancies 

and inefficiencies; Break down 
organizational silos; create 

accountability and knowledge transfer 
to create a scalable organization to 

align with strategy.

Organizational 

Design
Design, develop and 

implement a future state 
organization structure that 

aligns with business 
strategy and objectives. 

RSM’s organizational design
Insights, opportunities, transformative value

With a focus on organizational strategy and vision, our customizable organizational design methodology combines your 

objectives and our expertise to collaboratively build an optimized future-state.

Develop 

Strategy

Optimize 

and 

Sustain

Recalibrate

Align 

Organization
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Organizational design methodology
Plan Phase

• Project Kickoff 

• Stakeholder Assessment

• Behavior Value Tree

Major Activities

Example Outputs

Value and Outcomes 

Plan

Accelerators & Job Aids

Project Set-Up

Organizational Strategy

• Clarify differentiating 

capabilities

• Examine choices needed to 

drive strategy

• Identify leaders and change 

agents

• Identify potential resistance 

i tems

• Defined Org Objectivesand 

Future State Vision

• Leadership, change agent, 

and resistance identification

Outputs

Stakeholder Assessment

• Project Set-Up and Governance

• Confirm Target Operating Organization Alignment and 

Strategy

Plan Assess Design Deliver & Sustain

Project and Change 

Management

• Define organizational objectives and strategy to help envision, build, and drive the Future-State Organizational Structure

• Identify leadership and change agents to establish accountability among stakeholders, mitigate risk, and prepare for a successful 
implementation

• Confirm project roles & 

responsibil ities

• Confirm scope of planning 

and assessment

• Gather internal 

documentation related to org 

structure, roles & 

responsibil ities, and 

business processes

Behavior Value Tree
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Organizational Design Methodology
Assess Phase

• Current State Observations & Recommendations

• Job Analysis

• Skills Gap Analysis

Job Analysis

Major Activities

Example Outputs

Value and Outcomes 

Assess

Accelerators & Job Aids

Business Process Assessment

Capability & Skills Gap 

Analysis

• Conduct current state 

Current State Job Analysis

• Conduct Skills Gap Analysis 

to Future State Jobs

• Understand Current State 

Operating Model

• Evaluate in-scope functions 

against leading practices

• Document primary functional 

activities

• Determine challenges and 

identify areas of opportunity 

for process improvement

• Current State Observations 

& Recommendations

• Current State Roles & 

Responsibil ities

• Current State Process 

Analysis

• Current State Tools & 

Technology 

Outputs

Current State Observations & 

Recommendations

• Conduct Current Business Process Assessment

• Assess tools and technologies

• Examine governance and decision-making approach

• Perform capability assessment and skills gap analysis

Plan Assess Design Deliver & Sustain

Project and Change 

Management

• Identify initial observations and recommendations to highlight current challenges and the direct impact to the organization

• Acquire key insights and understand the current organizational landscape and structure to establish the baseline necessary to
guide the design phase 
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Organizational Design Methodology
Design Phase

• Business Process Improvement - Future-State Processes

• Knowledge, Skills, and Abilities Template

• Training Needs Matrix

KSA Template

Major Activities

Example Outputs

Value and Outcomes 

Design

Accelerators & Job Aids

Macro-Level Design

Micro-Level Design

• Determine reporting 

structure

• Re-design work processes 

(BPI Future-State processes)

• Determine Future-State 

Governance and decisions-

making approach

• Confirm tools and technology

• Initial Future State Org 

Structure

• Future State Roles & 

Responsibil ities

• Future State governance & 

decision-making

Outputs

Future State Business Processes

• Conduct Macro-Level Design

• Conduct Micro Level Design

• Align Future State Organizational Structure

• Confirm tools and technology

Plan Assess Design Deliver & Sustain

Project and Change 

Management

• Determine Future-State roles 

and responsibil ities

• Identify capabilities and 

KSAs

• Map current employees to 

future roles

• Gap analysis to define 

training needs

• Define performance metrics

• Develop performance 

management system 

• Establish initial Future State Organizational Structure to enhance alignment and fulfill business goals and objectives

• Design Future State Optimized Processes upon which the organization will operate enhance employee productivity and increase 
efficiency

• Develop job profiles, KSAs, and performance metrics to create ownership and accountability across the organization

Training Needs Matrix
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Organizational design methodology
Deliver & Sustain Phase

• Roles & Responsibilities

• Implementation Plan

• Training Plan

Major Activities

Example Outputs

Value and Outcomes 

Deliver & Sustain

Accelerators & Job Aids

Deliver

Sustain

• Evaluate training 

effectiveness

• Continuously evaluate and 

align organizational structure 

to needs and strategic 

objectives

• Create and deliver 

implementation plan

• Deliver roles and 

responsibil ities

• Deliver training plan

• Implement work processes

• Organizational Change 

Management

• Actionable Playbook:

• Future State Org Structure

• Roles & Responsibil ities

• Communication Plan

• Training Plan

• Future State optimized 

process implementation 

plan

• Training Effectiveness & 

Adoption Assessment 

Outputs Future State Roles and Responsibilities

• Delivery of Future State Roles & Responsibilities

• Training Plan Development and Rollout

• End User Tracking and Adoption

Plan Assess Design Deliver & Sustain

Project and Change 

Management

• Compile playbook of future state org structure, roles, and communication plan to ensure proper alignment of job duties and 
establish sense of ownership 

• Validate training plans to measure training effectiveness and adoption necessary for a successful implementation and 
sustainment of new org structure

Implementation Plan
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Month 1

Rapid 
Assessment

Business Process Improvement

Organizational Change Management

HR System Selection and/or Integration

Organization Evaluation & Design

HR Compliance 
Assessment

Compensation Analysis

A

B

C

D

E

F

G

A

B

C

D

E

F

*Timeline above shows estimates and will vary based on client size, industry, requirements, and etc. 

G

Rapid Assessment of all in-scope HR processes to identify gaps, quick wins, 
and areas of opportunities.

Deep dive analysis of current state Target Operating Model and business 
process redesign aligned to organizational goals, strategy, and technology.

System selection process for HR related applications including but not limited 
to; HRIS, ATS, LMS, Payroll, and etc. 

Assess change capability and develop / execute a defined change 
management plan to ensure complete adoption and transition of processes.

Assess and develop recommendations surrounding an organization’s 
compensation strategy and execution to ensure compliance standards and 
ability to retain top talent.

Assessment of in-scope functions to ensure all necessary compliance 
requirements are met to reduce the organization’s risk.

Target State

Enable businesses by optimizing cross-functional organization structure with 
clear functional area owners containing defined roles and responsibilities 
aligned with target state.

Month 2 Month 3 Month 4 Month 5 Month 6 Month 7 Month 8

RSM’s organizational design
Strategic alignment roadmap

The following Human Capital services can be scoped depending on organizational needs, maturity, desired growth, and 

business strategy to optimize organizational design. 
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RAPID ASSESSMENT 
APPROACH 
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HR Rapid Assessment® – How we help companies 

CORE HC TRIGGERS 1 STRATEGY AND VISION

2 PROCESS EFFICIENCY

3 HR SYSTEMS ENVIRONMENT

 Undefined strategy and vision of future state operating model
 Changing leadership and delayed decision-making
 Misalignment of desired organizational culture

RSM’s Human Resources Rapid Assessment® is designed to identify key challenges that companies commonly face, while providing 
strategic and actionable recommendations on how to align the business to reach the desired short and long-term business goals.

 Inefficient workflow with breakdowns and redundancy in effort
 Heavy reliance on manual and paper-based workarounds
 Lack of knowledge and understanding of core business processes

 Outdated HR systems with functional gaps
 No scalability for business growth and strategic goals
 Network and system performance issues

4 ORGANIZATION

 Undefined Employee roles and responsibilities
 Siloed mentality and a lack of ownership and accountability
 Misaligned organization to operating model
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Organization & Strategy

DISCOVERY

• Does the organizational structure 

align to objectives and future 

state vision?

• What is the HR strategy and how  

is it executed throughout the 

organization?

• Where is there “key man risk” or 

potential cost of retention?

• What is total headcount? What is 

the ratio of exempt to non-exempt 

employees?

The HR Rapid Assessment® focuses on six key areas. Understanding the holistic HR function of the client is critical for ensuring we address immediate 
needs and desired future state of the client.

ASSESS

Talent Acquisition
Talent 

Management
Total Rewards HR Compliance 

• How  kind of w orkforce talent does 

the organization w ant to attract?

• What role does technology play in 

applicant tracking?

• How  does the organization build 

talent pools?

• How  many open requisitions? How  

long is time to f ill? What is the 

source of hire?

• How  are employee 

goals set, 

monitored, and 

achieved?

• What is the training 

and development 

strategy?

• Do employees have 

a clear 

understanding of 

career pathing?

• How  are employees incentivized 

and rewarded?

• What are the available Employee 

Fringe Benefits (health, retirement, 

etc.)?

• What is the organization’s 

compensation strategy for 

employees? (hourly, salary, 

executive)

• How  is the compa-ratio calculated? 

What is 401k plan utilization?

• How  are Employee Relations / 

Grievances handled?

• Global / Federal compliance

• State/Municipal Specif ic 

Regulations

• Employee Handbook

• How  often are HR Policies & 

Procedures developed and 

updated?

Payroll

• Does the 

organization process 

payroll in-house or 

outsource?

• What is the time to 

run payroll? What is 

overtime and 

employee leave 

time?

Recruiting 

Strategy

Incentive 

Programs

On / Off 

boarding 

Procedures

Outsource / Co 

Sourced
Offer Letters

Cash 

Compensation

Staff ing Model

Qualif ied / Non-

Qualif ied Plans

Leadership
Workforce 

Planning

Organized 

Labor

Culture, 

Diversity, and 

Inclusion

Sourcing

Background / 

Reference

Checks

Applicant

Tracking 

System

Leave 

Programs

Employee 

Benefit Plans

Benefit Vendor

Management

Equal 

Employment 

Opportunity 

IRS / DOL

I-9’s / 

Immigration

OSHA / 

Workers’ 

Compensation

Required

Reporting 

Cross-Border

Compliance

Rew ards & 

Recognitions

Performance 

Mgmt. Systems

Disciplinary 

Procedures

Payroll 

Processing / 

HRIS

Time & 

Attendance

Third Party 

Integration

Human Capital Core Focus Areas for Rapid Assessment®

45
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Strategy

Process
Technology

People

Discovery Analysis Roadmap Development

Project and Change Management

HR Rapid Assessment ® Approach

RSM follows a three-phased approach to complete our Human Resource Rapid Assessment®. The approach and the respective components 
of the assessment can be summarized as follows:

HR Rapid Assessment ® Services Approach

Discovery Phase Analysis Phase Roadmap Development Phase

Facilitation 
Method

Scheduled time for on-site meetings w ith executives, key business 

process owners involvedcompensation program design and 

administration.

Analyze the areas for reducing risk, addressing challenges, and 

capitalizing on opportunities 

Development of assessment deliverable.

Remote and online conference assessment of deliverable draft 

sections.

On-site meetings to assess deliverable and f inalize go forward 
approach.

Activities / 
Deliverables

• Project Kickoff (Includes approach, timeline, fees, etc.) 

• Review  existing processes and documentation

• Executive meetings to understand business objectives, key 

business requirements, and future state vision for the 
organization

• Conduct discovery session with key personnel, program staff, 

and executive management

• Review  of current state organizational goals & objectives
• Conduct w eekly status meetings to inform stakeholders of 

progress

• Analyze data collected and evaluate against best practices

• Assess processes and document opportunities for process and 

system improvement

• Identify and document key business requirements for existing / 
future applications

• Compare current processes to industry-standards

• Prepare observations of departmental operations

• Finalize and document key recommendations and validate

• Develop organization effectiveness deliverable which includes 

observations of current state and prioritized recommendations 

for the future state of the organization
• Present organizational effectiveness report to key stakeholders

Outputs

• Understanding of business vision and strategy

• Understanding of current state functional organizational units 

and processes

• Vision for future-state

• Assessment of successful approach

• Final  observations and recommendations

• Actionable strategic roadmap

Weeks 3-4Weeks 1-2 Weeks 4-5
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HR Rapid Assessment® Roadmap

Deliverable 

Description 

Deliverable 

Example 
Deliverable

Roadmap Deliverables

 A high-level roadmap that 

states an executable plan 

of initiatives based on 

understanding of 

organizational goals, 

logical sequence, 

dependencies, and level of 

impact

 Roadmap deliverables are 

customizable depending 

on assessment scope and 

organizational structure
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HR Rapid Assessment® Deliverables 

Deliverable 

Description 

Deliverable 

Example 
Deliverable

Observations and 

Recommendations

 A detailed log of client 

challenges / observations 

organized by category

 Inclusive of root cause of 

the challenge, associated 

recommendations, and 

suggested level of priority.

48
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HR Rapid Assessment® Deliverables 

Deliverable 

Description 

Deliverable 

Example 
Deliverable

Organizational 

Assessment Deliverables

 A high-level illustration of 

recommended future state 

Org Chart with recent 

changes, open positions, 

potential new positions, 

and key improvements

 Example of recommended 

new job position for Data 

Analytics Director including 

job responsibilities, 

necessary expertise, and 

personal attributes

.

49
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HR Rapid Assessment® Deliverables 

Deliverable 

Description 

Deliverable 

Examples

Annual Incentive Plan 

Design Trends 

 Identify leading incentive 

plan design trends to align 

our recommendations with 

industry best practices to 

help you attract, retain and 

motivate employees 

through compensation 

 Recommendations to drive 

future state are identified 

and presented 

Deliverable
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CHANGE MANAGEMENT 
APPROACH
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The change management solution at RSM

Change enablement activities are interlinked and need to be considered within the scale, scope, and capability of each 

client’s workforce. To begin, we assessed an organization’s change capability.

S
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Assess Change 

Capability

Plan Design and 

Develop

Test Go-live Deploy Measure

 Strategic  
Alignment

 Sponsor 
Effectiveness

 Change History

 Change 
Saturation

 Leadership 
Alignment

 Stakeholder 
Profiles

 Project 
Governance

1. Stakeholder 
Identification

2. Communication Planning, Development & Execution

3. Sponsor Education

5. Skills, Knowledge & Performance Support

6. Solution Compliance & Adoption

4. Impact Identification & Analysis
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This document contains general information, may be based on authorities that are subject to change, and is not a substitute for professional advice or services. This document does not 
constitute audit, tax, consulting, business, financial, investment, legal or other professional advice, and you should consul t a qualified professional advisor before taking any action based 
on the information herein. RSM US LLP, its affiliates and related entities are not responsible for any loss resulting from or relating to reliance on this document by any person. Internal 
Revenue Service rules require us to inform you that this communication may be deemed a solicitation to provide tax services. This communication is being sent to individuals who have 
subscribed to receive it or who we believe would have an interest in the topics discussed.

RSM US LLP is a limited liability partnership and the U.S. member firm of RSM International, a global network of independent audit, tax and consulting firms. The member firms of RSM 
International collaborate to provide services to global clients, but are separate and distinct legal entities that cannot obl igate each other. Each member firm is responsible only for its own 
acts and omissions, and not those of any other party. Visit rsmus.com/aboutus for more information regarding RSM US LLP and RSM International. 

RSM, the RSM logo and the power of being understood are registered trademarks of RSM International Association. 
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