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Welcome to our lite paper, an observation on the state of the 
industry, offered by People to Know in Human Resources. 
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At Clark Schaefer Hackett, we’re proud to be industry specialists. We dig deeply into 
the industries we serve and share the resulting insight for the good of our clients and 
communities. 

When we gathered the select few recently named “People to Know in Human 
Resources,” we were privy to profound thought, unique perspectives, and intelligent 
understanding.  

These HR leaders, recognized as the most influential in Central Ohio, illuminated 
the universal trends, challenges and opportunities seen nationally across the sector 
today.

The issues impacting HR today, also reflect our society, 
business and culture.  

Exactly how these issues will shape our future is the 
question that remains. 



HR professionals have made substantial gains in demonstrating 
their strategic relevance to the organizations they support.
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Companies who fail to recognize the leadership value of their HR officers are making 

decisions without the benefit of the data and insight that’s unique to this department. 

The health of a company depends on its ability to garner employees’ buy-in regarding 

“who they are” and “where they’re going” – in other words, its culture and its vision. HR 

plays a sizable role in developing and promoting that message.

There may be no single issue that is more vexing to HR representatives than healthcare. 

In fact, healthcare issues were cited as the top concern of human resource managers 

five times in annual surveys since 2005 by the Society for Human Resource Managers.

HR leaders serve at the forefront of helping individuals develop skills to keep pace with 

the future needs of an organization. This meets multiple workplace needs; because 

without comprehensive investments in their own potential, today’s worker will move on. 

Retention depends on training and development.
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Keeping a seat at the leadership table requires bringing something of value when you’re invited. 
That is the key. As a lawyer who works in HR, I realize that HR professionals can’t just say “no.” 
You’ve got to provide leadership with options or you won’t get invited next time. 

People earn their way to the leadership table by listening. It starts with listening to the 
challenges facing management and solving problems. Use the resources and data at your 
disposal, plus the connections you have with employees, to help management move toward its 
strategic direction instead of being just an administrative person. 

The issues HR departments address should be part of an organization’s constant conversation. 
We are continually evaluating ways to do things better and planning appropriately to avoid 
future adverse events. My involvement in leadership is a deliberate corporate strategy that 
reflects our culture. I feel lucky to be part of this conversation. 
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A new development in the last five years has been that HR is getting to the table more often. I 
realized this for the first time when a client - an in-house counsel of labor and employment – took 
a position as the head of HR. That was interesting because in my world, 10 to 15 years ago, it was 
thought that the legal department was the place to get things done. But over the years I have 
seen a lot of lawyers and executives becoming HR leaders, finding themselves in the C-suite, and 
getting things done. Ten years ago I never would have predicted that.

As a consultant, there are organizations that I find I can’t work with because they really have a 
different agenda than the agenda they should have. A lot of it has to do with making sure the 
leader is appreciative of what HR can bring to the table. They don’t have to buy everything the 
HR leader says, but they have to understand where HR is coming from and apply it to their 
business solutions. All of that is essential for the HR representative to be a strategic partner/
contributor to the business.

Understand the business. If the HR professional can be a business expert, or have some business 
acumen, he or she has credibility when talking about an acquisition or talent management 
strategy from a business as well as an HR perspective.
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I see HR departments increasingly involved on the front end of discussions about total benefits 
packages. HR departments have been instrumental in strategizing how to weave the Affordable 
Care Act into the existing benefits structure, or commenting on the potential cost impact related 
to a change in benefits or providers. I see more accounting departments bringing HR folks 
into those discussions. An example demonstrating this — a company merger where HR wasn’t 
consulted beforehand and the acquired company had a 401(k) plan with compliance issues. This 
situation was a hard lesson that was learned quickly.

To get a seat at the table, HR professionals should become somebody the CEO can’t do without. 
Most successful CEO’s realize they must have a robust, supportive HR piece. A strong HR 
department is especially valuable in today’s market for talent management. Competition among 
companies for highly skilled people is fierce, and HR professionals must find ways to keep their 
employees engaged and happy. That’s one of the areas where CEOs are looking to HR for help 
and guidance.

Finding a seat at the table can occur because of a niche you have within the business. What we 
run into is the general concern of talking with or talking about someone with disabilities and that 
involves a different level of complexity. I don’t necessarily work within HR, but am brought in when 
there is an issue or there is an opportunity. 



Rachel Kutay 
Air Force One Inc.

Jon Horn 
Clark Schaefer Hackett

4

Ann Lund 
City of Westerville

CULTURE IS VITAL
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Hire only those who will buy into and reflect the organization’s culture. We have an idea 
called the “Westerville Way”, which articulates a strong commitment to customer service 
externally and internally. We want friendly, engaged, and highly qualified people. We recruit 
for those qualities. We don’t want our employees to be anything but good people who are 
willing to serve.  It starts with the recruitment process.  We make sure applicants understand 
those values. 

Understanding and living your culture benefits the organization. Our current strategic plan 
includes a focus on culture as one of its three anchors. Companies are starting to recognize 
that culture can be managed instead of having it manage them. The key component of 
culture is defining values and explaining what those values mean so people can understand 
and buy into and live them. One of our values is accountability which is, in our firm, a personal 
choice to rise above your circumstances and demonstrate the ownership to achieve results. 
That’s what our staff is embracing. 

Defining a culture sets the tone for a company’s personality. You know the message 
is embedded into the organization’s mentality when it makes it into employee’s daily 
conversations. Once the values resonate with everyone, it’s easy to design your processes 
and strategy around them. Our core values have become part of our vocabulary, defining 
how we talk to and treat each other, as well as how we go about making decisions. Our 
culture means that much to all of us. 
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When you talk about corporate values, you often think of respect, excellence, integrity 
and service. Those were Enron’s core values and their leaders are now in jail. The key to 
truly developing a culture is walking the talk. Do you live the values, do you hold each other 
accountable for living them? Or is it posters and laminated cards?

Living your culture is a commitment. It’s one worth making though. Growth and success truly 
rests on your ability to foster an engaged workforce. So you have to invest in creating the 
right environment that allows your people to thrive.

Some really brilliant people don’t play well in the sandbox. Sometimes these are the 
people who fail to embrace corporate values. The company’s question becomes: Is someone 
redeemable and if so, what is the plan for redemption? Last year, I spoke with a high 
producer who is very valuable to the company, but we didn’t know whether this person could 
align with the culture change. I said I wouldn’t be in this business if I didn’t believe people 
could change. Otherwise we are all wasting our time because you wouldn’t need HR. There 
is nothing more rewarding than seeing someone who is really talented work through their 
challenges, get the culture and take baby steps to be successful. However, it doesn’t always 
turn out as a happy ending. 

Susan DiMickele 
Squire Sanders LLP

Ed Walsh 
Clark Schaefer Hackett

Jon Horn 
Clark Schaefer Hackett

5



HEALTHCARE
2014 STATE OF THE INDUSTRY HUMAN RESOURCES EDITION

Jim Haubrock 
Clark Schaefer Hackett

Ann Lund 
City of Westerville

6

I see that the HR profession is rising to the challenge of ACA implementation. But they’re 
frustrated that it’s taking their focus from other important areas. They seem challenged to find 
time to address anything else except the ACA. 

The ACA has forced government to make tough funding decisions with limited resources. In our 
world, the biggest concern with the ACA is the unfunded mandate of providing health insurance 
to part time staff working above a 30 hour per week threshold. The City wishes to remain 
consistent in our offering of benefits to part time staff regardless of the number of hours they 
work. The City recognizes the added expense of providing health insurance to over 200 part 
time staff members annually. We value the contribution part time employees make to the City of 
Westerville. We recognize providing a health insurance benefit equal to what FT staff receives 
is not fiscally feasible at this time. 

The numbers are a factor, but not the sole factor. This topic is so dependent upon the culture 
and about how you look at it from the top down. In our situation, because of the ACA we 
reduced our full-time requirement and made it easier for some of our employees to receive 
health benefits. When we analyzed the total number of hours worked in a year, there were 
several technicians who fell below the average 30-hours weekly minimum. The idea of taking 
benefits away from them was unacceptable to us, so we lowered the threshold to 24 hours. Yes, 
we could have saved money keeping it at 30, but that would have been counterproductive. It is 
very hard to find the talent we need, and our associate’s expectation is that this is their full-time 
job. There are several examples like with the ACA and other regulations - you can complain 
and resist the changes, or you can see how to make it work for you. Rachel Kutay 

Air Force One Inc.
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Despite all the noise about moving employees to the exchanges, eliminating benefits or paying 
the penalty, we’ve seen that the vast majority of our clients view benefits as part of their 
culture and as a way to attract and retain high-quality employees.

The ACA has definitely had an impact on the staffing industry. We’re looking at the law as a 
business opportunity with clients who may want to reduce some of their workforce hours and 
welcome our people who can be flexible. Luckily for us, we already offered benefits at the 30-
hour threshold. So our focus will revolve around figuring out if someone is a variable- or a non-
variable-hour employee the day we place them with a client. It’s a challenge, since we don’t 
always know how long they are going to be there or how many hours the client is going to need 
them. In that way, the ACA is going to present us with additional administrative burden. 

We have clients really focused on whether their part-time employees will be entitled to health 
insurance under the ACA because they work over 30 hours/week. It is hard to generalize their 
different approaches, but they are all very concerned, given the significant money they spend 
on healthcare. One of the challenges is tracking the hours of employees working variable 
schedules to see if an employee is deemed full-time under the ACA and thus, entitled to health 
insurance benefits. For instance, hospitals who staff PRNs (nurses who are used as needed) 
are considering whether they may need to hire another HR employee just to track staffing and 
hours. Given the penalties under the ACA, employers don’t want to be wrong on this.

Kyle Pifher 
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Training is an event, while development is a long-term strategy to get the best to rise to the 
top. The Millennial today want that investment. They think that if you’re not investing in them 
and building their resume, they aren’t learning. They’ll embrace a free-agent attitude and move 
elsewhere to someplace where they’ll learn.

Consistency in professional development matters. We have been contracting with the same 
leadership professional since 1994. That professional consultant helped us establish our work 
culture for employees. Collectively, we understand what the organization’s core values are. 
We incorporate those values into leadership. If you don’t plan and use random trainers as 
you go, you lose consistent messaging. Our consultant has helped our organization perform 
professionally in tune with the mission of Westerville’s city government. 

The biggest emphasis today is on the organizational developmental side. Organizations tend 
to look outside for assistance versus spending the time to develop their people. But how do 
you develop the staff and personnel you already have in your organization? There are so many 
untapped internal resources that get overlooked. That’s the real challenge, and at the forefront 
of what HR people are doing right now. 
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The delivery of training has changed. In-person events, meetings and seminars are valuable 
because I gain a certain understanding from being in the room with the presenter, and I have the 
opportunity to make business connections. But better technology has made webinars very easy 
to attend, which means you can participate more frequently and consume more. I believe shifting 
delivery methods have changed the training experience dramatically.  

I still like to offer training in person, which is the most effective way to do it. However, because of 
cost and convenience, businesses today are doing web-based training that can be consumed on 
their own time, is convenient and less expensive. If they don’t want me to lead it because of my 
hourly rate, I encourage them to at least work with a cloud HR consultant or someone who can 
interface with the training. 

Being in the consulting business, I am surprised how many clients still want us to come on site. 
We do offer web-on-demand training, and quite a few opt for the webinar because they can ask 
questions and interact if they are going to go the virtual route. The companies that still want us on 
site are the small to medium sized companies because that is the best for them and their culture. 
Having everyone in the same room, hearing the same message, and knowing the boss is in the 
room hearing the message too, is important.

TRAINING FOR TOMORROW
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ABOUT CLARK SCHAEFER HACKETT
The CSH Benefit Plan Services Group offers services with depth and focus unavailable 

elsewhere in the region. For decades we have served our clients’ retirement planning and 

employee benefit plan auditing needs. Over ten percent of our clients have used our services 

for more than 20 years because they can count on us for high quality, timely service from a 

firm they can trust. 

OUR FIRM   Founded in 1938, Clark Schaefer Hackett is one of the 60 largest CPA and 

advisory firms in the U.S. We offer best-in-class technical expertise in audit and assurance, risk 

management, benefit plan consulting, forensic and litigation support, valuation and transaction 

services.  We combine the insights and ideas of multiple disciplines to provide solutions in a 

wide range of industries, including manufacturing, construction and real estate, distribution, 

healthcare, financial services, as well as government entities, higher education institutions and 

not-for-profit organizations.

INDUSTRY SPECIALIZATION   We align resources by industry to better serve the 

needs of our clientele. Specialization permits us to develop deep knowledge of the issues 

facing our clients and to anticipate needs based on our understanding of industry trends. We 

select a team that best fits the needs of the client from our strong bench of firmwide industry 

specialists.

RELATIONSHIPS MATTER   We believe that doing the work and serving the client are 

not necessarily the same thing. One is about a talent for numbers, the other is about interacting 

with people. At CSH, relationships matter, and we believe that creating a supportive, helpful, 

working relationship is perhaps the most valuable talent we can offer.   

LEARN MORE AT WWW.CSHCO.COM.
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