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IIn payroll departments large and small, technology is paving the way to a better future. 

The 2019 Payroll Prism Award recipients clearly reflect that trend, as all four ventured 

into the cloud, automation, and artificial intelligence. We congratulate the payroll teams 

at Point B, Exelon, Ingersoll Rand, QuEST Global Services, and honorable 

mention recipient The Nemours Foundation for their excellent work, which 

you can read about starting on page 10. 

Those Payroll Prism Awards were presented at the Payroll Leaders 

Conference, which celebrated a successful second year last November. Read 

about the conference on page 16, and make plans to attend the third iteration 

in Philadelphia in September.

If your 2020 plans also involve a systems implementation, then 

you’ve come to the right place. Starting on page 34, three payroll professionals with 

implementation experience tell you what to do and what to avoid to have the best 

experience getting your new system up and running.

We know that certification is vital to a payroll professional’s career, so this 

month’s edition of PAYTECH features a new certification column on page 8 by our own 

Certification Manager Rali Petrova.

Also, turn to page 26 to find out all of the important topics to be covered during the 

APA’s annual Capital Summit, which will take place March 16-17 at the historic Omni 

Shoreham Hotel in Washington, D.C. With all of the continued changes happening within 

our federal and state agencies, this is an event you won’t want to miss.

Thanks for reading,
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BY JYME MARIANI, ESQ.

The IRS announced it has disagreed with the 8th Circuit 

Court of Appeals’ decision on whether lump-sum payments 

made to unionized employees upon ratification of collective 

bargaining agreements (CBAs) are taxable compensation 

under the Railroad Retirement Tax Act (RRTA) [2019-41 IRB 

806]. In an Action on Decision, the IRS stated that it does 

not acquiesce to the decision in Union Pacific Railroad Co. 

v. United States (865 F.3d 1045 (8th Cir., 2017)) in which the 

8th Circuit held that an employer was not liable for the RRTA 

taxes for collective bargaining-related lump-sum “ratification” 

payments made to employees who were union members.

RRTA Background
The RRTA, which is similar to the Federal Insurance 

Contributions Act (FICA), imposes taxes on employers and 

employees that are then used for retirement and other benefits. 

Under the RRTA Tier I tax, the tax rate is equivalent to what 

would be paid under FICA taxes for social security. The RRTA 

imposes the tax on “compensation,” which is defined as “any 

form of money remuneration paid to an individual for services 

rendered as an employee” (IRC §3231(e)(1)). Both FICA and the 

Social Security Act define “wages” using language resembling 

the RRTA’s definition of “compensation.”

The IRS has said payments arising out of ratification of 

a CBA are subject to FICA. The IRS has said “employment” 

in the FICA context “encompasses the establishment, 

maintenance, furtherance, alteration, or cancellation of the 

employee-employer relationship.”

The Union Pacific Decision
In Union Pacific, the railroad sought to recover both the 

employer and employee portions of the RRTA taxes that it paid 

on lump-sum ratification payments made to unionized employees 

upon ratification of CBAs. The 8th Circuit held that the 

ratification payments were not taxable compensation under the 

RRTA because the payments were not made “in the service of the 

employer” under 26 USC §3231(d) because the employer “[did] 

not exercise control over whether a union ratifies a collective 

bargaining agreement.”

The 8th Circuit premised its holding on its conclusion that 

RRTA taxes apply to a narrower scope of services than FICA 

taxes. The court said applying FICA’s definition of employment 

to the RRTA “disregards the RRTA’s focus on the authority 

and control that an employer exercises over an employee in 

determining whether the employee is performing a ‘service.’”

Jyme Mariani, Esq., is Managing Editor of Payroll Currently

and Payroll Information Resources for the APA. 

BENEFITS  
Briefs

IRS Disagrees With 8th Circuit  
Interpretation of RRTA

4 February 2020



The U.S. Supreme Court Decision in Loos

After the 8th Circuit’s decision in Union Pacific, the U.S.

Supreme Court explicitly rejected the 8th Circuit’s premise 

when it decided BNSF Railway Company v. Loos, 139 S. Ct. 

893 (2019). In Loos, the issue was whether the “lost wages” 

portion of a jury award to an injured railroad employee was 

subject to the RRTA as it was “compensation.”

In Loos, the Supreme Court held that compensation for 

lost wages is subject to the RRTA. 

Michael Loos sued BNSF Railway Co. for injuries and was 

awarded damages, of which $30,000 was determined to be lost 

wages. BNSF asserted that the lost wages were “compensation” 

under the RRTA and asked the court to withhold $3,765 of the 

$30,000 to cover Loos’ share of the RRTA taxes. The district 

court and the 8th Circuit rejected BNSF’s request and held that 

the lost wages were not payments for “active service” and were 

not taxable under the RRTA.

The Supreme Court referenced that the IRS has stated 

that “compensation” is not limited to pay for active service 

but includes pay for periods of absence by the employee. The 

court also stated that the railroad retirement system resembles 

the Social Security system, so employees’ wages under FICA 

are equivalent to compensation under the RRTA. The court 

held that “compensation” under the RRTA includes not only 

pay for active service but also pay for periods of absence from 

active service if “the remuneration in question stems from 

the ‘employer-employee relationship.’” The court concluded 

that the damages for Loos’ lost wages fit under the employer-

employee relationship, so the lost wages could be taxed under 

the RRTA.

The IRS’s Decision
The IRS said, “In light of the Supreme Court’s reasoning

in Loos, the 8th Circuit’s holding in Union Pacific that 

ratification payments are not subject to the RRTA has been 

superseded. Accordingly, the [IRS] will not follow the 8th 

Circuit’s holding in Union Pacific regarding the RRTA taxation 

of ratification payments in other cases.”  

BY FELICIA DEINNOCENTIIS

Orlando is a hub for various methods of public 

transportation. Catch a ride on one of these

during your stay at the Gaylord Palms Resort and 

Convention Center, while you attend the APA’s 

38th Annual Congress, May 5-8.

The I-Ride Trolley Service runs daily around the 

International Drive Resort Area (where the Gaylord 

Palms is) every 20 minutes from 8:00 a.m. to 10:30 

p.m. The trolley is an easy and affordable way to 

maneuver around Orlando with fares of $2.00 per 

person/per ride, $1.00 per child age 3-9/per ride, and 

$0.25 per ride for persons age 65 and over.

The LYNX Bus Service provides transportation 

through Orlando, as well as other areas like Orange, 

Seminole, Osceola, and Lake 

Counties. Single ride fare 

is $2.00, and all-day fare is 

$4.50. Find more information 

on the bus schedule, fares, 

and multi-day passes at www.golynx.com.

SunRail provides Central Florida with 

commuter rail service Monday through Friday. The 

rail service has 16 stations across four counties. 

Fares start at $2.00 for one-way trips. Day and 

group travel passes are also available. More 

information on schedules, fares, and stations can be 

found at www.sunrail.com.  

Take a Little Trip on Orlando’s  
Public Transportation

Felicia DeInnocentiis is Editorial Assistant of

Membership Publications for the APA.
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Jyme Mariani, Esq., is Managing

Editor of Payroll Currently and Payroll 

Information Resources for the APA. 

BY JYME MARIANI, ESQ.

The U.S. Department of Labor’s (DOL) 

Wage and Hour Division issued an opinion 

letter about the Family and Medical Leave 

Act (FMLA) [DOL, 19-1626-NAT, 9-10-19]. 

The Opinion Letter addresses whether 

an employer may delay designating paid 

leave as FMLA leave if the delay complies 

with a collective bargaining agreement 

(CBA) and the employee prefers that the 

designation be delayed [WHD, Opinion 

Letter FMLA2019-3-A].

The employer is a local government 

public agency where the employees are 

subject to CBAs that provide job protection 

when they use employer-provided paid 

leave for certain medical and family reasons. 

Under these CBAs, employees may delay 

taking unpaid leave, including unpaid FMLA 

leave, until after CBA-protected accrued paid 

leave is exhausted. The period covered by 

the CBA-protected accrued paid leave “is 

treated as continuous employment” and does 

not affect seniority status under state civil 

service rules. This is not the case for unpaid 

leave, including unpaid FMLA leave.

The employer recently changed its 

leave policy, relying on guidance in Opinion 

Letter FMLA2019-1-A. That letter states that 

employers cannot delay designating the 

leave as FMLA leave once they have enough 

information to conclude that it should be 

labeled as such, even if employees would 

prefer that employers delay the designation. 

Under the employer’s new policy, as soon 

as it is aware that an employee needs leave 

for an FMLA-qualifying reason, it informs 

the employee of his or her rights under 

the FMLA and may require that when the 

employee takes CBA-protected accrued 

paid leave, such leave will be designated 

as FMLA leave (i.e., that the leave is 

concurrently CBA-protected paid leave 

and FMLA leave). An employee asked the 

DOL whether the employer must designate 

FMLA-qualifying leave as FMLA leave when 

an employee would prefer to delay the 

start of FMLA leave, particularly in light 

of concern that taking FMLA leave before 

taking accrued paid leave may negatively 

impact the employee’s seniority status.

The DOL concluded that because 

the employer now requires employees to 

designate accrued paid leave as FMLA 

leave, which means that the leave is both 

FMLA leave and CBA-protected paid 

leave, employees should be treated the 

same. If, pursuant to a CBA and other 

policies, the employer provides for the 

accrual of seniority when employees 

use accrued paid leave, it must permit 

employees to accrue seniority when 

paid leave is concurrently designated as 

FMLA leave.

Failure to permit an employee to 

accrue seniority when the accrued paid 

leave is designated FMLA leave, if the 

employee would otherwise be permitted.   

Stay in the know on all federal payroll 

compliance news with the monthly 

e-newsletter Payroll Currently. It's free to 

members as a benefit of APA membership.

DOL Issues Opinion Letter on  
FMLA Interaction With CBA

BENEFITS  
Briefs
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Paychex proudly sponsored National Payroll Week® 

(NPW) for the 20th consecutive year in 2019 as part of 

its ongoing commitment to celebrating the critical role 

that payroll professionals play in our 

everyday lives. 

In today’s tight labor market, 

prioritizing employee satisfaction is 

crucial to workforce retention. Any 

inaccuracies in an employee’s pay puts 

that satisfaction at immediate risk. 

Delivering accurate and timely payroll 

is crucial to avoiding that risk and 

demonstrating a clear commitment 

to employees. This is made possible 

by the knowledge, dedication, and 

hard work of payroll professionals across the country. 

For all employees, the confidence that their checks and 

direct deposits will be correct and on time each pay period 

provides invaluable peace of mind. With more than 670,000 

payroll clients, Paychex is honored to help U.S. employers 

deliver on this promise. 

Paychex has a 48-year track record of partnering 

with America’s business owners and HR managers to 

help maintain their commitment to employees. Paychex 

helps free business owners from the demands of 

back-office administrative tasks so they can focus on 

growing their bottom lines. Our focus on best-in-class 

HR and payroll administration goes far beyond one 

week a year—our clients have access to innovative SaaS 

technology and dedicated, personalized customer service 

24 hours a day, 7 days a week, 365 days a year. 

In the last 12 months, Paychex has continued to 

deliver on its history of innovation, launching a new 

offering designed to meet the specific payroll and 

retirement needs of sole proprietors called Paychex 

Solo. We also rolled out an enhanced grid entry view 

on Paychex Flex that enables users to input complex 

payroll information quickly and efficiently. The new grid 

entry view makes Paychex Flex the only solution on 

the market to offer multiple pay entry options within a 

single platform. We’re also excited that starting in early 

2020, Paychex customers will have the ability to deposit 

earned wages directly into employees’ bank accounts 

immediately through a real-time payment network, 

allowing employees to access wages exactly how and 

when they need them. 

Paychex applauds the American Payroll Association 

(APA) for championing the advancement of the payroll 

industry through targeted education, thought leadership, 

and training. We are proud to once again partner with them 

to bring attention to the professionals who operate largely 

behind the scenes and yet play such a crucial role in the 

lives of all workers. We join the APA in celebrating the 

spirit of NPW all year long.

PLATINUM

SPONSOR

Martin Mucci

President and CEO
Paychex Inc.

About Paychex Inc.   

Paychex, Inc. (NASDAQ:PAYX) is a leading provider of 

integrated human capital management solutions for HR, 

payroll, benefits, and insurance services. By combining its 

innovative SaaS technology and mobility platform with 

dedicated, personal service, Paychex empowers small- 

and medium-sized business owners to focus on the 

growth and management of their businesses. 

spirit oft NPWf  allW yearl  lor

About Paychex Inc
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BY RALI PETROVA

Do your fellow chapter members need 

recertification credit hours (RCHs)? Of

course they do; many of the best payroll 

people are certified and, as a result, have 

to maintain them.

Fundamental Payroll Certification (FPC) 

and Certified Payroll Professional (CPP) 

designees can acquire RCHs in several ways: 

• Participating in educational events 

provided by the APA 

• Attending approved events hosted by 

local chapters 

• Taking relevant courses from an 

accredited college or university 

• Attending offerings from third-party 

educational providers that have been 

pre-approved by the APA

Local APA chapters often conduct chapter 

meetings, special events, and statewide 

events that qualify for RCHs. 

Attending these events also provides 

a great way to network with other payroll 

professionals in your area.

The APA requires chapters that want to 

offer RCHs to their participants to enroll in 

the Local Chapter RCH approval program. Each chapter must 

submit its educational offerings for RCH approval prior to the 

event date. After the event has been approved, local chapters can 

state the number of RCHs participants will earn in their marketing 

materials. This process was created to ensure that RCH-approved 

offerings meet minimum standards of quality to ensure the 

continued integrity of the FPC and CPP programs.

The RCH approval process is easy:

1. A chapter must fill out the APA Local Chapter RCH Program 

Application. The approval process takes between one to two 

weeks, so make sure you submit your event for approval at 

least 30 days before your event.

2. The chapter should respond promptly to any questions or 

requests for more information.

3. The chapter should use the approved provider RCH 

logo, which will state the number of RCHs earned, on its 

marketing materials and any certificates of completion 

that it offers to attendees.

Participating in the Local Chapter RCH program is voluntary, but 

it holds numerous benefits for the participating organization. 

These benefits include the following:

• Increase marketability by reaching thousands of payroll 

professionals who must earn RCHs to maintain their credentials

• Showcase educational courses as a local chapter with an 

RCH logo

• Feature approved activities on APA’s online provider directory

• Establish value and credibility of payroll education and activities

• Give back to FPC/CPP-certified payroll professionals by 

providing RCH-approved continuing education

Applying for RCH approval is an asset to all chapters because 

the APA is able to help track education that has been provided 

to their members. It is a great tool that is provided to all of 

our chapters and members, and everyone receives the same 

support and standards of education across the board. By 

Get Your Event Approved for RCHs

Rali Petrova is Certification Manager for the APA.

Learn More  

About Certification!



submitting for RCHs, you are able to ensure that all education 

is tracked and that payroll pros are getting the best education 

the APA and its payroll professionals can provide. 

The APA recommends that local chapters enroll in the 

RCH program. For a smooth review process, it’s important 

to thoroughly review the program policies and gather 

documentation ahead of time. Here are some tips to help before, 

during, and after the submission and review process:

1. Review the program information packet. Carefully 

review the APA Local Chapter RCH Program Information 

packet for all the important details.

2. Establish a point of contact. It is important to assign a 

specific person from the organization as the main point of 

contact for course submissions. 

3. Time is of the essence. Submit the application packet 

well before the educational activity to allow time for 

review and approval. Allow 10 days prior to the start of 

the course for APA local chapters.

4. Completely fill out the application. Be sure to answer all 

sections within the application submission packet, such as 

course title, description, applicable knowledge, skills, and 

abilities (KSAs), and so on. If a submission is incomplete, it 

will be returned, and the review process will be delayed. 

5. Read, sign, and date the Terms of Agreement. The 

chapter may submit the Terms of Agreement once at the 

beginning of the calendar year and apply it toward all 

future submissions for that particular year.

6. Don’t forget the RCHs. On the application, be sure to 

indicate the number of RCHs expected to be awarded. 

The APA reserves the right to revise this number.

7. Send it to the right place. Be sure to email the submission 

to the correct email address. APA local chapters should 

submit it to rchchapter@americanpayroll.org.

The APA believes that the Local Chapter RCH program is in the best 

interest of the designee since it removes the burden of approval on 

the student applying for recertification and helps the APA assure 

that it provides FPC and CPP designees with quality educational 

content that fits the high standards of the APA’s certifications.

As always, the APA is working hard to improve the 

certification programs and to support our payroll professionals. 

Our plans include a more automated process for local chapter 

submissions and review. When this new online tool is ready 

to launch, we will be sure to notify all of our customers ahead 

of time. Stay tuned! If you have any questions or comments, 

contact the APA Certification Department at (210) 226-4600, 

ext. 3001 or email certification@americanpayroll.org.



Technology Tamers
Payroll Prism Award Recipients Put Automation in Action

Hear what else these award 
recipients have to say.

BY KERRY COLE

Photo by Frances Silva
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F
or years, PAYTECH articles, APA webinars, and Annual

Congress workshops have touted the benefits of 

payroll in the cloud, automation, and robotics. They all 

sound good in theory, but many organizations still view them 

as tools of the future.

The 2019 APA Payroll Prism Awards honor four 

organizations that have brought these tools to fruition 

with great success, saving time and money and reducing 

errors by taming technology to suit their needs. APA 

handed out the awards November 5 during the Payroll 

Leaders Conference in Mesa, Arizona. 

The recipients are:

• Overall—Point B

• Processes—QuEST Global Services

• Management—Exelon

• Technology—Ingersoll Rand

To achieve their lofty goals, they had to research options, sell 

their choice to leadership, and put some mighty effort into 

their work before emerging with an improved end state. These 

are their stories.

Overall—Point B

To get from the proverbial point A to point B, the payroll

leaders at professional services provider Point B knew the 

firm had to move away from contractor-based payroll to an 

experienced Payroll Manager who could not only manage 

payroll but provide thought leadership and best practices.

Enter Sara Netzer.

“Many candidates would have been very capable of 

doing the payroll processing, but we wanted someone with 

a process improvement mindset,” said Erik Conroy, Point B 

Director of Compensation and Payroll. “Sure, we can keep 

doing what we’re doing, but can we do it better and how? We 

were purposefully looking for that when we hired Sara.”

Conroy and Netzer’s efforts catapulted Point B to the 

Overall Best Practices Prism Award for 2019. The Seattle-

based company earns approximately $200 million annually 

and pays about 860 employees at 13 locations in 10 states.

In addition to restructuring payroll from contracted to 

in-house, Point B’s accomplishments include:

• Automating the health savings account (HSA) 

contribution file feed, saving about five hours of manual 

processing and entry each payroll period

• Automating 401(k) file feeds, reducing the workload 

from about four hours per payroll down to only about 10 

minutes twice monthly

• Changing the redundant, paper-based new hire process 

to an electronic one, eliminating the need to type 

information from paper into the payroll system. The 

new file-export process saves about two hours a week, 

avoids errors from retyping of data, and makes sensitive 

employment data more secure.

• Updating the benefit change process from paper-based to 

a file-import system that saves about two hours. A newly 

created reconciliation process adds a 100% confidence 

level that the benefit withholdings are correct.

• Consolidating payroll and expense runs, which previously 

occurred on two separate dates, to the same days, 

reducing the number of pays

• Changing the organization from paper-based pay 

statements to electronic ones, increasing the percentage of 

employees receiving them electronically from 35% to 95% 

“When I started with Point B, most of the processes were paper-

based, and my first task was to figure out a way to automate 

these error-prone processes,” Netzer said. “My approach was, 

‘How can we do this better? How can we save time? What can 

we make more efficient?’”

Conroy said the changes go hand in hand with Point B’s 

company culture and initiatives, specifically as they relate to 

automation and corporate social responsibility through the 

reduction of paper.

“One big push for operations is focusing on automation and 

doing more with less,” he said. “How do we re-examine how 

we operate to become more efficient through technology and 

finding simple solutions that can have an impact? There’s a way 

we’ve always done it, but is that the way going forward?”

Even though the improvement process was hard work, 

Netzer said she stayed motivated by envisioning how things 

could be when the project was complete.

“I knew that eventually tasks that took four hours could 

take less than a minute,” she said. “What I love is that I’m not 

spending a lot of my time manually inputting information. I am 

using that saved time to take courses that build my expertise and 

work on larger  projects that have a greater impact for Point B.” 

If you could rewind to a year and a half 

ago at Point B and I would have said 

to somebody that the payroll function 

would be winning an award, that would 

have been a complete joke. Sara (Netzer) 

[pictured at right] has been hugely 

transformative in our function.

— Erik Conroy, Point B Director of 

Compensation and Payroll, [pictured at  

 right] said during his acceptance speech.

Kerry Cole is Senior Editor of Membership Publications for

the APA
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Payroll had been on a list of identified risks at Point B

because it was outsourced and manual, increasing the risk of 

errors and noncompliance.

“The number of errors and incorrect pays that we had has 

dramatically dropped because of automation,” Conroy said. “It’s less 

error-prone and payroll is no longer considered an area of risk.”

APA Involvement

When Netzer joined Point B from her previous payroll position

with the city of Redmond, Washington, she was aware of the APA 

but had never been a member. With Point B’s blessing, she became 

a member and later learned about the Association’s Prism Awards.

“When we filled out the Prism Award application and saw all 

the improvements over the past year, we said, ‘Wow, look at all 

that we’ve accomplished.’ It was very exciting.”

Conroy said that because Point B made changes in several 

areas, it was important to step back and see the impact that all of 

the combined changes made.

“Unfortunately, payroll is a function that is not celebrated 

very often because it’s kind of under the radar, so it’s very 

important to constantly get it right,” he said. “The fact that 

APA gives it recognition is great. As much as we recognize our 

achievements within our own walls, it’s nice to receive external 

recognition for the things we are doing.”

Netzer said she and Conroy never shied away from applying 

even though theirs is a small payroll team. 

“If you have created change within your payroll department, 

no matter how big or small your team is, I recommend applying 

for the Prism Award. It is such a great opportunity to showcase 

what you’ve done,” she said. “We didn’t make any massive 

investments to accomplish these things, but the return on it was 

very high and to see what we’ve done is powerful.”

Processes—QuEST Global Services

Anyone who grows tired of sending countless emails can appreciate

the efforts of QuEST Global Services, which developed a robotic 

process by its operations in North America for automatically 

sending more than 100,000 emails a year to its employees. 

That accomplishment and many others led QuEST to the Best 

Practices Prism Award for Processes, making QuEST the APA’s first 

international Prism Award recipient.

“We are delighted to be the first company based outside the 

United States of America to win a Prism Award for its center in the 

U.S.,” said Veerasundar V, Vice President, Finance at QuEST Global. 

“This recognition is a testament to the work we do to continuously 

improve our payroll processes and create organizational 

impact. The initiatives we have implemented as part of the 

payroll process have helped us to be catalysts of change within 

the organization and delight all our stakeholders with speed 

and responsiveness, adhering to our culture pillars of agility 

and care for people.”

The product engineering and lifecycle services company 

with a global revenue of more than half a billion dollars has 

12,880 employees worldwide and is present in 75 locations 

across 15 countries, including 24 U.S. locations.

The QuEST (Quality Engineering and Software 

Technologies) payroll team already had developed robotic 

process automation (RPA) for reports and data, but added 

seven others for communication with employees, including a 

reminder for timesheet submissions.

QuEST’s other major accomplishments include:

• Functional maturity—Implementing best practices in the 

areas of process, compliance, technology, business value, risk 

management, and people

• Cost reduction—QuEST payroll reduced its costs through 

compliance, reduced payroll consultant costs, and through 

direct deposit and online W-2 forms, which also contribute to 

the company’s go-green initiative

• Business continuity and disaster recovery—QuEST 

payroll ran table-top tests to evaluate its response to 

emergencies such as a downed network or server; strikes, 

riots, or unrest in the city; a fire or bomb threat; or a natural 

disaster such as flooding 

• Documentation controls—The team developed checklists 

for areas such as standard operating procedures, process and 

systems audits, and payroll finalization   

APA Involvement

Shreekantha Acharya, CPP, Head of Global Payroll and Compliances,

QuEST Global, said that his department turns to the APA for 

certification and relies on PAYTECH magazine, the ListServ, Payroll 

Currently, and other tools to remain updated and compliant.

“We strongly believe that there is no association in the world 

which is as passionate as APA when it comes to the payroll 

industry,” he said. “As part of the payroll fraternity, we can interact 

with like-minded people. We believe that our relationship with APA 

made us better as professionals and took us to a different level.”

It is a well-known fact that APA’s Prism 

Award is the most prestigious award 

of the payroll industry, and not just in 

America, but in the world. This Prism 

Award has increased our responsibility 

and encouraged us to do more for the 

payroll industry in the upcoming days.

— Shreekantha Acharya, CPP, Head 

of Global Payroll and Compliances,  

said during his acceptance speech.
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Acharya, who traveled some 24 hours to Mesa, Arizona,

to accept the Prism Award in person, said his team takes deep 

pride in its accomplishments.

“Our payroll team members were on top of the world 

when they heard that they won a Prism Award,” he said. “Our 

team members keep exploring something new to improve 

processes, implement best practices, and enhance the 

employee experience. Winning a Prism Award made it clear to 

them that they did a good job, so keep doing it and don’t stop.”

Management—Exelon

As if migrating payroll to the cloud wasn’t complex enough, the

payroll team at Fortune 100 energy provider Exelon had the added 

challenge of onboarding from an acquisition 5,000 additional 

employees who were processed on a separate HR and payroll system. 

Exelon met the challenge by backfilling its payroll 

operations team, allowing staff to immerse themselves in 

the implementation. The Exelon team quickly transitioned 

from go-live and stabilization to standing up a second shift to 

support its requirements for operations in the cloud. These 

efforts resulted in Exelon receiving the Management Best 

Practices Prism Award.

“We definitely see the Prism Award as the pinnacle of our 

profession,” said Xochitl Washington, Senior Manager of Exelon’s 

Payroll Operations. “I’ve been in payroll for 17 years, and we’ve 

accomplished many things, but this felt like one of those milestone, 

groundbreaking moments that merited applying (for the award). I 

was very excited to be able to accept the award on our behalf.”

Based in Chicago, Exelon had $36 billion in operating 

revenue in 2018. It operates in 39 states, Washington, D.C., Canada, 

and the United Kingdom in partnership with 35 distinct labor 

unions. Of its 34,000 employees, 15,000 came aboard in the last six 

years through acquisitions.

After backfilling with trusted consultants, the Exelon 

payroll team:

• Transitioned to biweekly payrolls for its hourly employees

• Absorbed a weekly payroll cycle from the merger 

consolidation requirements

• Moved all exempt employees to a semimonthly payroll cycle

• Stood up second-shift operations less than three months 

after implementation

• Pioneered automated payroll flows within the application 

to support 24/7 operational processes

The backfill approach was not a straightforward one, and time 

was at a premium. 

“Our senior leadership team not only backed up our 

approach but invested in our success,” Washington said.

Exelon could have had other teams put together the new 

process and then hand it over to the payroll team, but the necessary 

familiarity with the new system would have been lacking. Adding the 

payroll team to the project also provided operational validation of 

the new system and processes from the users who know it best. 

“We introduced our team to the project to have them see 

things as repetitively as possible from the ground up,” she said. 

“I’m a firm believer that people have to see something six or 

seven times before it becomes theirs and they take ownership of 

it. They not only viewed every aspect of payroll but were a part of 

developing that end state.”

The added processing and timing requirements of the 

new system, along with the evolution of the staffing model to 

support it, led Exelon to reevaluate its team. They turned to an 

operational model that focused on hand-offs between first and 

second shift to help manage the back-office work and facilitate 

a 24/7 operation. The first-shift team focused on the steady state 

operation and analytical work, while the second shift tackled the 

more tactical and overnight monitoring activities.

“Our change management was complex,” Washington said. 

“Instead of just moving a very custom in-house application to 

the cloud, we were also bringing in the new entity. We found 

very quickly that we needed a chase-the-sun approach. We both 

ensured a successful first-year operation and found efficiencies 

from adding a second shift.”

She advises all payroll operations to create a payroll 

runbook, rigorously detailing every step of the payroll process.

“There needs to be some sort of compass, and the 

runbook was ours,” she said. 

The senior leadership at Exelon and their unwavering 

belief that this group of “artists and warriors” could succeed 

provided the team with the support needed to truly create and 

push through to delivery. This team was able to overcome a 

tight timeframe and challenging implementation that resulted 

in a successful go live and stabilization because of the genuine 

support and belief that they could.

“It’s exciting to watch the team get it in such a meaningful 

way,” she said. “I enjoy learning, but there is nothing more 

rewarding then seeing others in the process and eventual 

satisfaction of learning.”
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APA Involvement

A significant milestone in Exelon’s journey started at the 2016

APA Annual Congress. A workshop regarding pay period 27 

resulted in an end state recommendation on pay cycles for their 

salaried population. Exelon was paying salaried employees across 

multiple biweekly pay cycles that had been maintained from prior 

acquisitions. By moving 16,000 salaried exempt employees to a 

standard semimonthly pay cycle, it saved $6 million annually by 

eliminating the 27th pay period that occurs every 11 years when 

processing on a biweekly frequency. Exelon has also realized 

processing efficiencies throughout the HR organization as a result 

of this change.

“It was such a great find to stumble upon that workshop,” 

she said. “That’s what’s so great about Congress. You never know 

what you’re going to find or what may resonate for you from an 

unexpected workshop you stumble upon.”

Networking and further partnership with the workshop 

presenter Adam Golden, CPP (former Chair of the Strategic Payroll 

Leadership Task Force (SPLTF) Best Practices Subcommittee), 

led to the quantitative and qualitative evaluation that served as the 

basis for Exelon’s pay cycle alignment strategy. Through Golden she 

met former APA President John Raguz, CPP, and Stephanie (Sam) 

McAtee, CPP, Co-Chair of the SPLTF Best Practices Subcommittee 

of which she is now a member.

“When you have questions, you have those trusted folks you 

can bounce things off of,” she said. “The APA can really be a great 

resource for people who are facing these hard decisions. Everything 

about this process is really about business process transformation 

and less about the fact that we went to the cloud.”

Technology—Ingersoll Rand

Luke Kuechly is a linebacker for the NFL’s Carolina Panthers,

but he’s not the only Luke making big stops in North Carolina. 

The other Luke is a bot at Ingersoll Rand working hard to stop 

incorrect payments.

The Ingersoll Rand payroll team’s work in developing 

Luke and his bot friends earned their company the Technology 

Best Practices Prism Award.

“I can’t imagine doing my job without Luke,” said Travis 

Connolly, HR Solutions Partner, Payroll Time and Attendance, 

who runs the payroll bot. “It saves me six to 10 hours per week 

manually loading files. Not only that, it gives me the ability to catch 

errors and allows us to dig into the root causes behind them.” 

Ingersoll Rand is a global diversified manufacturing 

business with more than 49,000 employees in all 50 states 

and in 62 countries. It pays some 31,500 employees in North 

America and brought in $15.6 billion last year.

While working to determine how to prevent duplicate 

payments, robotic process automation (RPA) was identified 

as a potential solution for eliminating the need of the payroll 

team to “claw back” those payments when they occurred, 

which were creating negative employee experiences. After 

Ingersoll Rand’s initial proof of concept, it implemented the 

bot, resulting in:

• Automated loading of payroll submissions in Excel 

spreadsheets that once had to be done manually

• Flagging potential duplicate or excessive payments prior 

to payroll processing

• Preventing $1,658,508 in duplicate or excessive payments 

to employees in less than two years

Payroll and HR led the way for RPA to be implemented in 

other parts of the company. 

“The exciting thing is that we in HR and payroll were 

the first to implement a bot within the company,” said Kelly 

McGuinness, Operational Excellence Senior Change Agent 

who served as HR’s RPA Project Manager. “Seeing our success 

with the technology here opened the door to it in other 

functions. It’s unusual for HR and payroll to be on the leading 

edge of technology, and in this situation we were.”

Ingersoll Rand HR now has three other bots, and IT has 

12. Still, Luke outperforms his Ingersoll Rand bot teammates. 

The other HR bots are Dale (Earnhardt Jr., NASCAR driver), 

which processes background investigations, and Kate 

(Katherine Johnson, NASA mathematician), which loads new 

hires. When Luke was being developed, the team jokingly said 

he had a “concussion” when he was not performing well. Then 

Luke came off the injured reserve list to play his best when he 

was performing correctly.

The Ingersoll Rand RPA journey began with the need to 

prevent duplicates and overpayments. A Deloitte study helped 

point them to the answer, revealing that 22% of the highest 

performing organizations use RPA and that HR global shared 

services executives believe it will deliver savings of 10% to 40%.

Payroll made its case to leadership by revealing that the bot 

would cost $130,000 but would save $334,000, a projected return 

on investment of 157%. Payroll also made the case that it could 

lead the way in piloting a bot program for the company.

We are very honored to be receiving 

this award because of technology 

driven by our payroll team. It is not 

every day that you can say HR, let 

alone payroll, has led the way for 

technology in our entire company. 

— Kelly McGuinness, Operational 

Excellence Senior Change Agent and  

HR’s RPA Project Manager, said  

during her acceptance speech. 



“Obviously, when you pay for something as large as 

robotics technology enhancements, we have to show return 

on investment,” said Erin Bumgarner, HR Solutions Leader, 

Payroll Time and Attendance. “Every month that this is in 

production, it is continuing to save more money. We see it as a 

huge success for our HR organization.”

Robbin Meyers, Global Payroll and Time and Attendance 

Leader, said catching overpayments is not the only value the 

bot provides.

“It gives us a whole new insight into issues that contribute 

to that so we can take action to reduce it going forward,” she 

said. “The bot allows us to improve performance, efficiency, 

and effectiveness.”

APA Involvement

Janet Manning, CPP, the Payroll Operations Manager who 

submitted the Ingersoll Rand application, has been an 

APA member since 2001 and was an active member of the 

Washington Metropolitan Area Chapter of the APA (WMAC-

APA) for 17 years before moving to North Carolina. 

“Between the APA conferences and networking 

connections, I knew about the Prism Award and really felt 

that implementing these bots has saved the company so much 

money and our team a lot of time,” she said. “I felt that it was 

definitely worthy of the application. I gathered several key 

people to write the application—from our IT Leader, Process 

Automation COE, Dana Christian, to the people who thought 

of the idea, to the people who implemented it, to those who 

were measuring the results.”

Manning said conference workshops and articles in 

PAYTECH about RPA encouraged the team to take its journey.

“Be thoughtful and extremely detailed and gather all of 

the data,” Bumgarner advised those considering RPA. “The 

data is always going to tell the story and will guide you in 

your conversations.”

Payroll bot runner Connolly said that to be successful, 

payroll and HR teams need to step out of their comfort zones.

“It’s about not being afraid to be bold,” he said. “Just 

take a chance and really try something new. If you always 

do what you always do, you’re going to get the same results. 

Fortunately, we were encouraged to go down this path, and 

look where it has taken us.”  

Florida Nonprofit Earns Honorable 

Mention Payroll Prism Award

www.americanpayroll.org 15

BY KIKO MARTINEZ

T
he Nemours Foundation, a Jacksonville, Florida, 

nonprofit organization dedicated to improving the health 

of children, received an Honorable Mention Payroll 

Prism Award for its payroll leadership.

With 77 locations in six states across the country, The 

Nemours Foundation has grown and 

evolved since its founding in 1936, and 

the payroll department has changed 

the way it does business. This includes 

more effective internal communications, a major reduction in 

printing costs, and updated time and attendance systems.

The nonprofit started by overhauling the way employees 

communicate with one another through email. The payroll 

team was receiving up to 2,000 emails a month, so it created 

a ticketing system to streamline the process. Now, the payroll 

department averages 400 emails a month.

The payroll department also moved away from printing and 

sending manual checks for routine, off-cycle processing and 

implemented an electronic process for issuing off-cycle checks. 

Additionally, the team reduced the practice of printing payment 

vouchers from 5,000 a month to 500 a month. The payroll team 

also discontinued the practice of printing statements.

The Nemours Foundation also gained approximately 

$32,000 in savings when it stopped 

printing and mailing associate pay 

statements. Now that payments are 

processed electronically, the associates 

receive their funds within two business days via direct deposit.

Finally, the payroll team reduced its need for overtime 

and also improved the turnaround time for updating time 

and attendance records. Now, the company is able to identify 

associates who were missing monies and can pay them faster 

through the new electronic process.  

Kiko Martinez is Associate Editor of Membership Publications 

for the APA.
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W
hile in its second year, the APA’s newest conference, 

the Payroll Leaders Conference (PLC), continued 

to promote “next-generation training” through four 

transformational certificate programs last fall.

PLC took place November 4-6, 2019, at the Sheraton Mesa 

Hotel at Wrigleyville West in Mesa, Arizona. It was sponsored 

by DailyPay, a technology platform that allows employees 

to control their own paydays and enables them to meet their 

financial goals.

At PLC, payroll professionals chose from four certificate 

programs, one more than was offered at the previous year’s 

inaugural conference. The certificate programs were:

1. Payroll OMG—Optimization, Management, and Growth

2. Managing Vendor Partnerships

3. Advanced Payroll Concepts

4. Advanced Global Payroll Management

In the Payroll OMG certificate program, payroll professionals 

were given the tools to help them reduce their department’s 

expenses by looking at how the company works on a larger 

scale. They learned how to identify “lean tools” to support 

“lean projects,” and discussed the value of payroll departments 

and how it affects an organization’s bottom line.

“It’s a really great experience to meet the community 

and see how other people’s struggles are similar to mine,” 

said Jessica Lindelow, CPP, Payroll Supervisor for the City 

of Las Vegas. “The networking is valuable because I know 

there is always somebody who I can reach out to if I have 

issues or questions.”

Attendees who chose the Managing Vendor Partnerships 

certificate program were provided with ways to identify 

the relationship goals between vendors and organizations 

and determine key performance indicators and components 

required in a service-level agreement.

The Advanced Payroll Concepts  Certificate program 

helped attendees understand ways to increase their return 

on investment (ROI) through advance payroll training, 

including the ability to prepare Forms W-2c and 941-X. During 

the workshop, other issues that were discussed included 

white collar exemption rules, complex benefits issues, and 

leadership concepts.

“All the payroll folks from all over the United States have 

been so lovely,” said Michael Eboka, CPP, Director of Payroll 

at Piedmont Healthcare in Atlanta. “I tried to learn as many 

lessons as I could like how we can streamline our processes to 

make them more efficient and less stressful for the staff who 

have to do the job.”

A comprehensive approach to global payroll delivery 

was the focus of the Advanced Global Payroll Management 

certificate program. Attendees worked on formulating a 

global strategy and governance model to drive standardized 

processes and learned what it would take to develop a diverse 

payroll team across the globe.

“It’s a lot more than leadership ideas that you get at PLC,” 

said Andrea McPherson, Payroll Processing Manager for Kiewit 

Corp. in Glenwood, Iowa. “You get to hear from great speakers 

and other people in the program with different ideas. You get to 

jot them down and take them back with you to implement them 

in your own organization. You learn a lot of tips and tricks.”

Payroll Prism Award Recipients
PLC also presented the Payroll Prism Awards to organizations 

that have demonstrated improved best practices in technology, 

management, and processes, and one for overall best practices 

(see the full article on page 10).

“Earning a Prism Award gives organizations a sense of 

pride,” said Dan Dycus, CPP, Senior Director of Education 

Services for the APA. “It’s an industry-wide recognition that 

highlights the amazing things companies are doing to become 

leaders in the payroll industry.”

The 2020 Payroll Leaders Conference will take place 

in Philadelphia September 14-16. Be sure to register by 

going to www.americanpayroll.org and clicking on the 

“Conferences” tab.  

Kiko Martinez is Associate Editor of Membership Publications 

for the APA.

In Its Second Year, PLC Encourages 
‘Next-Generation Training’

BY KIKO MARTINEZ        Photos by Frances Silva



VIRTUAL WORKFORCE 
SPECIAL SECTION

Creating the ‘Secret Sauce’ 
for a Successful Virtual Team

BY STEPHANIE (SAM) McATEE, CPP, AND KRISTIN GALETKA

The virtual workforce is not our future. It is, in fact, our present. 

Technology enables work from practically anywhere. All you really 

need is a Wi-Fi signal and a fully charged laptop battery.
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In a recent study published in September 2019, Owl Labs 

found that 54% of U.S. workers work remotely at least once 

per month and 30% work remotely full-time. Perhaps the most 

interesting statistic in their study is that 34% of U.S. workers 

report they would take up to a 5% pay cut to work remotely and 

55% of those already working remotely would look for another 

job rather than discontinue their distance-work arrangement.

With all these staggering statistics, we neglect to recognize 

the virtual workforce as our future at our own peril. We must 

learn to lead virtual groups, because they are not going away.  

Secret Sauce to Success
Communication, trust, and accountability are all key factors in 

managing a geographically distributed team.

The “secret sauce” to build trust, maintain near-constant 

communication, and ensure individual accountability is the 

“scrum meeting.” A product manager who managed a tax 

engine build project with an all-virtual team described how 

she used the daily scrum meeting to accomplish all three of 

these key objectives.

The daily scrum meeting (or “daily scrum”) is a 15-minute 

call held in the morning, typically hosted by the team’s 

development manager. The 15-minute timeline is strictly 

enforced to maintain a sprint mentality. This short timeline 

maintains focus and prevents meeting burnout. The content of 

the meeting is intended to set the expectations for the day.

All members of the team are expected to attend and 

participate in the daily scrum. Each member of the team 

reports what they accomplished the day before, what they plan 

to accomplish today, and describe or explain any obstacles 

they may be facing.

The team members use a form similar to Figure 1 

(see page 20) to share their working list of daily tasks and 

goals. Completed items move to the next day’s “Yesterday’s 

Accomplishments,” and items not completed move to “Today’s 

Goals.” (Notice, the two items Sue planned to complete on 

Tuesday are now planned for Wednesday.) This level of direct 

communication generates solid accountability within the 

entire team.

During the scrum meeting, it may be evident that a 

separate offline meeting (or meetings) may be necessary. 

This could be to gather more information, resolve a 

challenge with the original plan, or any number of other 

items causing an impediment to overall progress. The 

team’s development manager suggests the proper resources 

to work through the impediment offline or asks a subset 

of individuals to stay on the scrum call after the rest of 

the team drops off. This maintains the sprint mentality of 

the scrum and still provides an opportunity to resolve the 

outstanding issue.

Herbs, Spices for Added Success
If the scrum meeting is the secret sauce, then the herbs 

and spices that make it so special come directly from some 

of the same technologies that make virtual work possible. 

Virtual teams need a central place to store their work and 

get updates quickly. The product manager cited here used a 

wiki to store the team’s documents. Interestingly, the wiki 

also provides accountability within the team. When a team 

member posts an update to one of the team’s documents, 

everyone on the team gets a notification of the update. 

The product manager of the team can also use those 

updates to monitor team progress so that when the update 

notification is received, the manager knows the item has 

been completed. Conversely, if a notification is not received 

when expected, the manager can address the missed deadline 

immediately or in the following day’s scrum meeting. The 

wiki also handles document versioning with date-and-time 

stamps; thereby identifying when work was completed.

Another vital spice in this secret sauce is a messaging 

app. The team leader cited used the Office 365 Teams app. 

Other similar products include Skype, HeySpace, Wire, 

Winio, Slack, and Zoho Connect. These apps allow quick 

messaging between team members and indicates the status 

of team members: Green—available/free; Yellow—away; 

Red—meeting/busy. Managers concerned about their 

team members not being present at their PCs or off doing 

something else can use the messaging app to track their 

status. While these tools make monitoring easy, managers 

should take care to avoid promoting feelings of mistrust 

within their group. Most message apps will allow screen/

desktop sharing between team members. This allows team 

members to quickly work through issues and commonly 

prevents the need to schedule formal meetings.

Stephanie (Sam) McAtee, CPP, is the Director of Payroll 

at McLane Company, Inc. She is a member of the APA’s 

Government Relations Task Force (GRTF) Child Support and 

Other Garnishments Subcommittee; the GRTF IRS Issues 

Subcommittee; the Strategic Payroll Leadership Task Force 

(SPLTF) Emerging Technologies Subcommittee; Co-Chair 

of the SPLTF Best Practices Subcommittee, and a member 

of the Board of Contributing Writers for PAYTECH. McAtee also 

represents the APA as a member of the IRS Security Summit and 

received the APA’s Meritorious Service Award in 2017.  

      Kristin Galetka is Director of Product Management at Avionté. 
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VIRTUAL WORKFORCE 
SPECIAL SECTION

A Proper Consistency for Success
The secret sauce matters not if it is too thick or too thin, or

too hot or too cold. Creating the right consistency means 

developing camaraderie and connections within the team. 

A team that works away from one another still needs to be 

able to work together. Video conferencing is a good way to 

bring the team together. It is always nice to connect a face 

with a voice.  

Another important ingredient is the one-on-one 

meeting. It is critical for team members to have access 

to their leader/manager. These meeting times should be 

scheduled and kept. Since team members are not able to 

just stop by the manager’s desk, this dedicated time gives 

them the access they need to stay connected and have their 

concerns addressed.

Virtual teams are still teams and benefit from team-

building exercises just like traditional teams. Managers of 

remote teams should consider little contests with a nominal 

prize to build in a little friendly competition. Ideas range 

from designing a team logo or portal page to writing a 

haiku about the project. Anything that can be created and 

submitted within the virtual environment can work for the 

virtual team.

Pour on the Gravy for Success
There are many benefits to both the employee and the

employer of a virtual workforce. Here are just a few:

For the employer:

1. Reduced blueprint and carbon footprint by eliminating 

employee’s commute

2. No lost work time due to bad weather and/or school closures

3. Reduced costs for the company

4. Good recruitment tool for your talent team

5. Expanded pool of quality candidates beyond local ZIP codes

6. Teams working on a project can be more inclusive and 

dedicated because they aren’t interrupted

7. Workers with disabilities are better accommodated

8. Employees tend to work longer hours, on average

9. Employees are happier and more productive 

10. Employees stay healthier since germs aren’t spread

Figure 1—Working List of Daily Tasks, Goals 

Wednesday - 11/06/19 Tuesday - 11/05/19 Monday - 11/04/19

Sue Sue Sue

Yesterday’s Accplishments Yesterday’s Accplishments Yesterday’s Accplishments

 

 

Today’s Goals Today’s Goals Today’s Goals

 

 

We must learn to lead  

virtual groups, because  

they are not going away.  
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For the employee:

1. No time lost commuting to and from work 

2. No commute means employees can begin work sooner 

and end work later

3. Save money on travel expense (bus, train, car, parking)

4. Less time getting ready for work—no worry about bad 

hair days!

5. Can work in your pajamas

6. Home when the children arrive from school

7. Home for maintenance calls and deliveries

8. Free from the many distractions in the workplace

9. Can sing or whistle at your desk and not disturb 

co-workers

10. Every day is “bring your pet to work day”

Let’s Get Cookin’

The team leader mentioned previously said, “As the manager 

and product owner of a completely virtual team, crossing 

even country borders, I couldn’t be happier with the results 

of our project build. The virtual atmosphere lent itself to the 

team being more focused, dedicated, and innovative. The 

mindset of the team quickly became, ‘We got this!’”

When asked if the tax engine build 

project would have been successful 

in a non-virtual environment, the 

answer from the team leader was an 

emphatic “No! The project would have 

taken longer and wouldn’t have been as 

thorough and completed with such detail 

and accuracy.”

Virtual employees are less distracted 

and can focus on the things that matter. 

When managed well, a virtual team can 

become a family, just like those sharing 

the same office space. They have the same 

drive to complete their work and to support 

the team and the organization. Yet, they are 

free from the burdens of commuting to the 

office and can use the extra time to get more 

done. Virtual team members appreciate their 

virtual positions because it truly allows for 

better work-life balance. Employees who are 

happy at home are more productive and less 

distracted at work.  
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A survey by Global Workplace Analytics and Flexjobs 

shows that remote work has increased 91% over the last 

10 years and 159% over the last 12 years. And, according to 

a report from Upwork, 73% of all teams will have remote 

workers by 2028.

As I write this, I’m traveling to Toronto and emailing 

with my team and colleagues in Portland, Oregon; and 

Guadalajara, Mexico. In a few hours, I have a video call with 

a team in China. While in Canada this week, I’ll be reviewing 

and approving the payrolls for Canada and Mexico that were 

prepared by my team in Oregon and a team member traveling 

with me. And, as long as I have the proper expectations, 

tools, and trust, all of this work is seamless. Oh, and Wi-Fi. I 

definitely need Wi-Fi.

If you’re still on the fence about remote employees 

(maybe you really love your desktop computer or seeing 

your team in a traditional office space), countless studies 

consistently show that remote work can drastically increase 

productivity, increase employee retention, decrease sick days, 

and reduce costs for employers. And to top it off, our teams 

(and job applicants) are literally asking for the flexibility.

If you’re not already, it’s time to think about—even 

experiment with—a remote workforce.

Expectations, tools, and trust are great starting points 

for managing a remote workforce. And don’t worry, when 

structured correctly, a remote workforce only strengthens 

our ability to meet payroll goals (accurate and timely 

employee pay).

Expectations

Allowing a flexible schedule with work-from-home days 

or a full-time remote position does not mean an easier job. 

Employees might expect to get chores done during lunch, 

easily attend doctor’s appointments, and save on dog walker 

costs. Managers might expect business benefits, like employees 

never missing a morning meeting due to traffic, taking fewer 

sick days, and not having to leave the office for coffee.

Clear expectations and well-defined responsibilities allow 

the team to know exactly what’s required of them. Having 

honest discussions of expectations (both the manager’s and 

employee’s) will eliminate confusion and frustration later on. 

Below is a list of what some of those expectations could be:

• Set ground rules. Determine the work schedule and 

when the employee should be available. Consider time 

zones and create core working hours for the entire 

team (especially important if your team is spread out 

in multiple locations). For example, maybe everyone is 

online for the same hours each day, or maybe everyone 

is online and available for a specific five-hour period, 

but outside of that, teams can get the rest of their 

work done at their convenience. It doesn’t hurt to 

have well-defined ideas around response rates either. 

For example, text messages might warrant a shorter 

response rate than emails.

Out of Sight, Top of Mind
How to Manage a Virtual Workforce

BY QUINN OAKS, CPA

Quinn Oaks, CPA, is the Americas Payroll Tax and Accounting 

Manager at Nike, Inc. in Portland, Oregon. He leads the Canada 

and Mexico payroll processing team and the U.S. payroll tax 

and accounting team. Oaks has 17 years of experience in 

tax and accounting and 10 years of payroll experience, 

including global payroll. He’s also a member of the APA’s 

Social Networking Committee (#apasnc). 

From a weekly work-from-home day to entirely remote 

workforces around the globe, payroll teams are no exception 

to the changing workforce.



• Set clear deadlines. Review the work individuals will be

performing—task-driven, project work, etc.—and make 

sure both of you clearly know the target dates and cutoff 

times. This is critical for daily, sequential tasks (when one 

team member cannot complete their portion of the work 

until another team member’s part is complete).

• Review meeting etiquette. With a virtual team, 

especially a large team, a great way to keep everyone 

engaged and focused is to require everyone to use 

video while in meetings. This also allows you to see 

micro-expressions (happy, bored, frustrated, asleep). 

It also helps remote team members feel included in the 

conversation. And face-to-face (or in this case, video-

to-video) meetings with natural conversation pauses 

and interruptions are important for effective problem-

solving, brainstorming, and relationship-building.

• Communication. There’s a certain amount of 

communication that innately happens in a traditional 

office, even if it’s just from overhearing. Managing 

a remote team requires an intentional focus on 

communication from managers and team members. 

From personal experience, there’s no such thing as 

overcommunicating with a remote workforce.

Tools

Virtual teams are common for many industries (tech

companies anyone?), but they haven’t made it into every 

department. Having the correct systems and tools are 

essential for a productive workforce (remote or not). 

The same tools that enable companies to process global 

payroll from a single location can allow team members to 

work from virtually anywhere. Cloud-based payroll systems, 

virtual private networks (VPNs), file-sharing sites, and 

video conference tools mean payroll teams can productively 

work together—near or far. Below is a list of what some of 

those tools could be:

• Cloud-based payroll system. While payroll providers 

are moving to the cloud, many payroll systems are still 

maintained on internal servers by the employer. To 

allow location flexibility and remote teams, you’ll need 

to allow remote access to your system if you’re not 

using cloud-based tools. Talk to your technology team 

about enablement.

• Share your documents. Make sure the team is able to 

access the files they need to complete their work. File-

sharing is another area that has moved to the cloud, but 

many companies still have internal storage systems. 

If you’re using an internal server, ask your technology 

group about VPNs to access documents. Better yet, 

consider tools like Box (for file sharing) or Microsoft 

Teams (to share files outside of email).

• Meetings matter. Video conferencing has come a long 

way from the one-camera conference room. Now every 

laptop with a camera is a chance to virtually “see” 

your colleague’s face. BlueJeans, Zoom, and WebEx 

are all virtual conference meeting tools that include 

video capabilities. You can see each other, share your 

screens, and schedule future meetings.

VIRTUAL WORKFORCE 

SPECIAL SECTION
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Trust
For me, giving complete trust has been the hardest part of 

managing remote team members. While I truly believe my 

employees are working diligently and efficiently, the Gen X 

part of me wonders if they’re really at their computers, 

but the leader part of me knows trust is arguably the most 

important part of the remote equation. Below is a list of 

what some of those trust factors could be:

• Extend trust to your team. Trust first, then 

validate. Don’t test team members or assume they’re 

not working by expecting an immediate response to 

an email or text. If you’ve set the right expectations, 

then you’ll already have response rates and 

deadlines established.

• Try it out. To trust a remote team, you have to be 

comfortable with remote work and understand the 

pain points. Take a few days to work from home 

(or anywhere for that matter) and test the process. 

Log in to the tools, test document accessibility, take 

meetings via video, use various communication 

mediums, and gauge team interaction.

• Build an inclusive culture. Many teams 

have some employees working in an office and 

some employees working remotely. It’s easy to 

accidentally leave remote employees out of the 

conversation. Change the way you and the local 

team work to include and communicate with 

remote employees. Don’t leave them in the dark on 

team updates, make sure they’re able to participate 

in meetings (always include a video conference 

link on meeting invites and schedule a room that 

allows the local team to see the remote team), and 

encourage your in-office team members to interact 

with their remote colleagues.

• Share your concerns. It’s hard for managers to 

pivot to their team not being “in the office.” You 

may be nervous that employees will slack off, 

miss deadlines, or be unavailable when you need 

them. Talk about your concerns with employees and 

have them help facilitate solutions. Be candid and 

transparent. Don’t let your lack of communication 

cause the employee to fail.

• Follow up. If you start to see a pattern of poor 

performance, address it immediately. Meet with the 

employee (in person or on video) and review the original 

expectations. Don’t make your team feel guilty about 

working remotely; instead, focus on the expectations of 

the role and any gaps that aren’t being met.

Ready, Set, Go (Remote)
The workforce has changed and, as both managers and 

payroll professionals, we need to make sure we continue to 

attract, engage, and develop top talent. We need to increase 

our candidate pool, keep our current teams engaged, and 

allow flexibility in our benefits.

Offering flexible schedules, work while traveling, and 

remote workforce opportunities will expand your pipeline 

of job seekers and help you keep your best people. The 

virtual workforce has moved to payroll. Don’t miss out.  
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T
he APA’s Capital Summit is always filled with trending 

payroll topics and new insights from government partners 

and APA members. This year’s summit, to be held March 16 

and 17 at the historic Omni Shoreham Hotel in Washington, D.C., 

is a must for payroll professionals interested in compliance and 

getting a head start on preparing for future requirements. Below 

are four trending topics that will be covered at Capital Summit.

1. Real-Time Payments
For the past 40 years, business financial flows have followed 

the same slow and steady structure. Today, businesses have a 

new option called real-time payments (RTP)—also known as 

instant or immediate payments—that can accommodate funds 

transfers at unprecedented speeds. Through RTP, a payroll 

department can disburse wages to employees, submit funds 

to retirement and healthcare benefit accounts, and pay taxes 

around the clock. To achieve RTP, payroll departments will 

require businesses and their partners to adopt new technology 

on a large scale. Essentially, for this new system to work, the 

entire U.S. payment infrastructure must evolve.

In the meantime, the existing Automated Clearing House 

(ACH) is expected to continue developing. Same-day ACH 

and next-day ACH may still be the best payment option for 

employers. ACH remains a proven solution when payers and 

payees are well known to each other, payment amounts are 

identified in advance and can be scheduled, payments are 

recurring, and when there is little likelihood that a payment 

will be recalled—such as wage payments.

During the 2020 Capital Summit, William Sullivan, Senior 

Director and Group Manager of Government and Industry 

Relations with Nacha, along with an executive from the Federal 

Reserve Bank of Chicago, will discuss RTP drivers from the 

perspective of financial institutions and legislatures, the risk of 

fraud, balancing cost and speed, impacts on financial literacy 

and inclusion, and what RTP means for payroll.

2. Cryptocurrency for Payroll
We are hearing more about cryptocurrencies, like Bitcoin, in 

the world of payroll as employers consider whether they can 

pay employees in virtual currencies. These currencies have 

potential as a valuable investment, but also may open the door 

to fraud and criminal activity.

Cryptocurrencies can reduce transaction costs by cutting 

out the middleman (paperwork and brokerage fees), clarify 

audit trails, and increase accountability. In cash and credit 

systems, employees’ entire transaction history becomes a point 

of reference for banks and credit agencies. In a cryptocurrency 

exchange, the transaction is private between two parties, which 

can guard against identity theft. In addition, there may be a fee 

for the exchange of cryptocurrency, but these fees are much 

less than the cost of banking and credit cards.

Conversely, cryptocurrency exchanges may expose 

employers and employees to scams. They are also susceptible 

to high price volatility, transactions can be lost through 

internet glitches, and there is a limited supply.

For payroll, wages must be paid in legal tender. This 

raises a question about whether states will allow wage 

payments in cryptocurrency. In this session, Robert Wagner, 

Esq., APA’s Senior Director of Government and Public Relations, 

Certification, and IT, and Stephen Middlebrook, Esq., of 

Womble Bond Dickinson (US) LLP, will discuss payroll and 

cryptocurrency and how government authorities are reacting 

to this significant new regulatory challenge.

3. Issues in Early Wage Access
Interest in early wage access in which an employee can receive an 

amount of earned wages in advance of regular payday, is increasing 

and has reached the attention of legislators. In 2019, New York and 

10 other states (Connecticut, Illinois, Maryland, New Jersey, North 

Carolina, North Dakota, Oklahoma, South Carolina, South Dakota, 

and Texas, plus Puerto Rico) opened an investigation into whether 

payroll-advance practices are harming consumers. The investigation 

may weed out bad actors but could also result in unreasonable 

requirements on vendors. California considered legislation in 2019 

to set some basic rules for early pay providers, including capping 

fees and limiting the number of transactions per pay period.

Early wage access can improve the financial situation of 

employees, especially those who live paycheck to paycheck, 

by allowing employees to cover expenses without significant 

overdraft fees or the costs and risks associated with payday 

lending. However, consumer groups raise concerns that early 

wage access is nothing more than a payday loan in disguise. They 

also are concerned about consumer financial management.

Alice P. Jacobsohn, Esq., is Senior Manager of Government 

Relations for the APA. 
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How Will Real-Time Payments, Cryptocurrency, 
On-Demand Pay Impact Payroll?

BY ALICE P. JACOBSOHN, ESQ.

Find Out at Capital Summit March 16-17



Lauren Saunders, Esq., Associate Director of the National

Consumer Law Center, will offer a consumer perspective on

early wage access at this year’s Capital Summit. In addition,

attendees will hear from an employer perspective about the

advantages and disadvantages of its program as well as the

questions to ask when selecting a vendor.

4. Presidential Politics and Payroll
With 2020 an election year, the APA’s Capital Summit will

include an analysis of presidential candidates’ positions

on issues important to payroll. The session also highlights

key congressional seats. Thaddeus Inge, Esq., Manager of

Government Relations for Paychex, Inc., will share his insights

on the political climate from tax considerations to healthcare,

compliance, wages, and more.

DOL Insights on Payroll Requirements
Cheryl Stanton, Esq., Administrator of the Wage and Hour

Division at the U.S. Department of Labor (DOL), will talk

about regulatory and enforcement priorities in the workplace,

the new overtime rules, the agency’s outreach efforts, and

opportunities to ensure compliance with federal labor laws.

Capital Summit attendees will get insights on the IRS’s

plans from two top payroll professionals. APA Director Luanne

Brown, CPP, Director of Payroll Services at Grand Valley State

University, and a payroll representative serving on the IRS’s

Electronic Tax Administration Advisory Committee (ETAAC),

and APA Corporate Member Advisor Jim Paille, CPP, Director

of Compliance at Thomson Reuters, who serves on the IRS

Advisory Committee (IRSAC), will talk about their experiences

working with the IRS and some of their committee efforts in

the past year.

For the latest information on state payroll topics, this

year’s Capital Summit features members Pete Isberg, Vice

President of Government Relations for ADP, LLC, and

Carlanna Livingstone, CPP, Quality Assurance Engineer with

CIC Plus. They will be joined by Lia Coniglio, Esq., APA’s

Manager of State and Payroll Information Resources.

Agency modernization and changes to wage reporting

requirements are in the works at the Social Security

Administration (SSA). Scott Pedersen, Team Lead, and

Matthew Newton, Program Manager, in the Office of

Electronic Services and Technology at the SSA, are coming

back to the Capital Summit with new information on agency

modernization and wage reporting requirements, and how

those programs are likely to impact your payroll.

Also returning are the following:

• Dave Basham, a Form I-9 and E-Verify expert from the

U.S. Citizenship and Immigration Services (USCIS) in the

U.S. Department of Homeland Security

• Alberto Ruisanchez, Esq., Deputy Special Counsel in

the Immigrant and Employee Rights Section in the Civil

Rights Division at the U.S. Department of Justice (DOJ)

• Jeffrey Arkin, Assistant Director of Strategic Issues with

the U.S. Government Accountability Office (GAO)

• Sherri Grigsby, Manager of Employer Services in the

Office of Child Support Enforcement (OCSE) at the U.S.

Department of Health and Human Services

• Daniel Lauer, Director, Examination Operations and

Specialty Tax at the Internal Revenue Service (IRS)

Each of the APA’s government speakers will provide information

about their agencies’ recent activities impacting payroll management.

For more information and to register, go to www.

americanpayroll.org and click on the “Conferences” tab.

Have a tough payroll question best answered by a federal agency?

Send it to the APA so that we can ask it during one of the Forum

on Federal Payroll Issues workshop sessions at the 2020 Annual

Congress. Experts from DOL, IRS, OCSE, SSA, and USCIS will

answer your most perplexing questions about how federal law

should be applied to your trickiest situations.

Email questions to federalforum@americanpayroll.org by

February 28 so that they can be forwarded to the panel for research

and a complete answer.

To be there in person when your question is answered, register

for APA’s 38th Annual Congress, which takes place May 5-8 in

Orlando. Go to apacongress.com for more information.

Time Is Running Out to Submit  
Your Federal Agency Questions

28 February 2020
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No matter the size of your company or the industry you

serve, your people ultimately drive the overall success 

of your business. And, no matter their individual roles 

in your company’s success, each and 

every one of your employees relies on 

your expertise to provide accurate and 

on-time pay, every time.

It’s a critical trust that must be 

earned and sustained, week after week, 

paycheck after paycheck. Running suc-

cessful payroll takes knowledge, experi-

ence, and dedication. It’s a task you don’t 

take lightly because you know the real-

time impacts it has on every employee.

That’s why Ultimate Software 

salutes you: the unseen, unwavering 

payroll professionals who work tirelessly 

to keep payroll reliable, compliant, and rewarding. You 

navigate evolving employee expectations and legislative 

changes that affect your role, industry, and company. You 

embrace emerging technologies and never stop learning 

new ways to enhance the payroll process.

Every day at Ultimate, for nearly 30 years, we’ve done 

the same. We never stop developing payroll technology 

and human capital management solutions that put people 

first. We view our customers as lifelong partners, and we 

support them every day, while looking years ahead to 

ensure we proactively meet their changing needs, so that 

they can achieve their short- and long-term goals.

Payroll is a vital step in a company’s success, and 

we’re with you every step of the way.

On behalf of the more than 5,600 professionals 

at Ultimate, we thank you and we honor your daily 

commitment to making sure hardworking employees 

everywhere are paid accurately and on time, every time. 

Know that Ultimate joins you in this commitment, and 

we will always work alongside you to provide the most 

effective, efficient, and engaging HCM technology to help 

make running payroll a success for everyone, every day.

We’re proud to support the American Payroll 

Association and National Payroll Week®, honoring

talented payroll professionals across the country. Thank 

you for the great work you do. Thank you for trusting 

us in helping to deliver on this business-critical mission.

Sincerely,

PLATINUM

SPONSOR

Adam Rogers
CEO and Chief 

Technology Officer
Ultimate Software

About Ultimate Software   

Ultimate Software’s UltiPro® offers cloud payroll and 

human capital management solutions to companies 

of all sizes. Ultimate serves more than 6,600 

customers worldwide representing diverse industries, 

including Bloomin’ Brands, Feeding America, Phoenix 

Suns, Red Roof, and Yamaha Corporation of America. 

For more information about Ultimate’s products and 

services, visit www.ultimatesoftware.com
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Do You Know  

Whom You’re Paying?
A 4-Step Plan for Protecting Your Disbursements From Scam Artists 

BY JOY HATCH

Since fraudsters follow the money, procure-to-pay (P2P) is 

an especially popular target. The FBI reports a 136% increase 

in global losses over a 17-month period from scams that trick 

unsuspecting victims into paying funds to accounts owned by 

fraudsters. And companies of all sizes have been targets.

To add to the challenge, old-fashioned fraud schemes 

haven’t gone away. Billing scams and other tried-and-true 

strategies are as prevalent as ever.

The bottom line: You’ve got to be prepared for anything 

that gets thrown your way. Just consider these two very 

different, real-world examples that have just one thing in 

common: paying the wrong account.

Real-World Fraudulent Examples
A global airline got an email asking its payables team to 

change the bank account number used to pay an online 

ticketing provider. No one noticed that the email address 

varied slightly from that used by legitimate provider contacts. 

Hardly a day goes by without news of another corporate 

data breach. Phishing, spoofing, credential harvesting, 

and other hack attacks can compromise valuable data 

and erode your company’s bottom line.
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Joy Hatch is VP of Global Marketing at APEX Analytix, a 

leading global provider of software and services used to 

protect more than $6.4 trillion in corporate disbursements 

annually. At APEX Analytix, Hatch uses her background in 

content marketing, data mining, decision support modeling, 

revenue performance management, and social media to 

launch new strategies, events, and marketing initiatives that 

serve both the company and its customers. 

The account change was made, and a $4 million disbursement 

intended for the provider was paid to the hacker’s account. 

Fortunately, the mistake was discovered, and the payment was 

reversed before the fraudster withdrew the funds.

In contrast, a global telecom company had a sneaky 

fraudster hiding in plain sight. A member of the company’s 

payables team was taking previously paid supplier invoices 

and resubmitting them in a way that bypassed duplicate 

invoice controls. Before she did so, she would go into the 

company’s vendor master and change the supplier’s bank 

account number to her own. Once the invoice was paid, she 

would cover her tracks by restoring the legitimate account 

information. The losses were discovered only when the 

supplier received a Form 1099 that showed his company had 

been paid significantly more than it had billed.

With fraudsters inside and outside your company working 

all the angles, one thing is clear. You need comprehensive, 

well-integrated protections to ensure you pay legitimate 

suppliers and not scam artists. The following are four 

important steps you can take:

1. Keep Your Vendor Master Clean 
Can you trust your vendor master? Could it be harboring 

records for fraudulent companies that are silently eroding 

your profits?

Our APEX Analytix Financial Leaders’ Benchmark Report 

shows that two-thirds of all respondents don’t have a regular 

process for cleaning vendor master data. But it’s a costly 

mistake you don’t want to make.

Many companies avoid vendor master clean-up 

projects because they are time-consuming, labor-intensive, 

and require reliable data that can be hard to find. But 
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artificial intelligence-powered vendor master cleansing

software can help—doing all the heavy lifting. It can 

cleanse, validate, enrich, and monitor vendor files and can 

score suppliers based on the risk they represent to your 

business. Alerts and automated workflows highlight your 

vulnerabilities and help you take steps to address them. 

You may be surprised at what you find. Look at these 

cumulative results from several Fortune 500 and Global 200 

firms using cleanup software to scrub an estimated 40,000 

vendor records each:

• Five out of every 1,000 vendors had bank account 

numbers that didn’t match their company name

• Four out of every 1,000 vendors were found on 

government watch lists of prohibited vendors

• 13% of supplier records contained invalid tax 

ID/name combinations

• 11% were duplicates

If left undiscovered and unaddressed, these issues would 

have left the companies open to fraud, sanctions, duplicate 

payments, and a host of other risks.

2. Verify Bank Account Ownership
A lot can happen to a supplier record after the registration

process is complete. How do you know that ongoing 

changes and updates to payment details are legitimate?

Bank cooperatives have developed account verification 

tools that can differentiate fraudsters from legitimate 

customers. And now there are software-based solutions 

that use these same bank databases to protect company 

disbursements. You can determine in real time whether a 

bank account is owned by your supplier or by a scam artist.

The process is fully automated. You can verify bank 

information during supplier onboarding and at any time an 

update is made. Artificial intelligence technologies confirm 

the bank name, routing and account numbers, name of the 

authorized signor, address and phone number, date of birth, 

and tax ID. You can even determine when the account was 

opened and whether it has a positive or negative balance.

It’s a great layer of protection against both internal and 

external fraud threats. And as a bonus, you’ll be eliminating 

chargebacks and returns.

3. Keep Hackers Away From Your Data
Hackers seem to grow more deceitful by the day. One

Global 2000 company we spoke to said a fraudster breached 

its e-invoicing platform by hacking into a supplier’s email 

system. After locating the log-in credentials needed to 

submit an e-invoice, the rest was easy. The hacker changed 

the supplier’s bank account number in the e-invoicing 

database, submitted invoices, and was paid $320,000 over 

11 months.

To protect both your company and its suppliers, use 

multifactor authentication across all your systems. In the 

example above, the scam would have failed if the company 

had sent an authentication code to the supplier contact 

authorized to make changes—requiring that it be entered 

as a final step in the log-in process.

Also, make sure your supplier portal uses pattern-

based identity protection to identify irregularities that 

could be potential fraud. And create an audit trail. Capture 

the IP address and every click and entry made by those 

logging into your supplier portal, e-invoicing solution, or 

other systems. Scan the information regularly for unusual 

activity or anomalies.

4. Tighten Traditional Controls
Don’t forget the basics. If you have a supplier portal, don’t

authorize anyone inside your organization to change a 

supplier record or bank details—even members of your 

own vendor maintenance team. Changes should be made 

only by authenticated suppliers. 

If you don’t use a portal, limit who on your internal 

team has the authority to change certain supplier data. 

Require a second layer of approval for changes made 

to payment-critical details—including addresses where 

paper checks are mailed or the accounts receiving 

electronic payments. 

Finally, segregate duties. The individual approving a 

new supplier or entering an invoice should be different 

from the individual making payments.

Bring It All Together
Unfortunately, there is no single “magic bullet” to

safeguard your company against fraud. Instead, you need 

to take an integrated approach.

Clean your vendor master file regularly. Proactively 

validate bank account ownership at the time of registration 

and when changes are made. Adopt multifactor authentication 

to protect against hackers. And shore up your traditional 

controls. The risks are simply too great to ignore.  

Four steps to take to ensure you pay 

legitimate suppliers and not scam artists:

1. Keep your vendor master clean. 

2. Verify bank account ownership.

3. Keep hackers away from your data.

4. Tighten traditional controls.
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Payroll Solutions Directory

Kronos Incorporated  

800-225-1561 

www.kronos.com/payroll 

Guided by more than 40 years as the leading provider of time and 
attendance solutions, Kronos offers a single, unified platform to streamline 
payroll management for instant access to time reports and data to help 
you deliver the perfect paycheck and reduce compliance risk. 

Feature 1: Unified payroll, tax filing, timekeeping, and HR 
Feature 2: Intuitive, mobile-friendly user interface 
Feature 3: Award-winning customer support and service 
Feature 4: Flexible tax filing and post-payroll services options 
Feature 5: Industry-specific solutions and expertise 

Business Software, Inc.  

770-449-3200 

www.bsi.com 

ComplianceFactory from BSI is a powerful, cloud-based, technologically 
advanced suite of SaaS solutions that helps organizations like yours 
more easily manage payroll tax processes and maintain compliance with 
federal, state, local, and territory regulations. 

Feature 1: Easy-to-use calendar  
Feature 2: On-demand detection of out-of-balance situations  
Feature 3: Lawful returns and coupons for virtually all payroll taxes  
Feature 4: Integrates with your payroll system  
Feature 5: Offers employees the opportunity to view/print Forms W-2

CloudPay  

919-322-5800 

www.cloudpay.net 

CloudPay’s managed global payroll solution is used by multinational 
organizations in more than 130 countries. Its cloud solution ensures 
consistent and compliant payroll while reducing operating costs and 
minimizing manual processes. 

Feature 1: Unified global platform  
Feature 2: Dedicated service team  
Feature 3: Capabilities in 130+ countries  
Feature 4: Intelligent integrations  
Feature 5: Robotic data validation 

StarGarden Corporation  

604-451-0500 

www.stargarden.com 

Let StarGarden’s 30+ years of experience help manage your most 
important resource. Get the right resource on task at the right time 

with StarGarden’s advanced HCM, payroll, and workflow functionality. 

Feature 1: Fully integrated HR and payroll  
Feature 2: Embedded workflow automation tool  
Feature 3: Reporting, analytics, and dashboards 
Feature 4: Time and attendance management  
Feature 5: Integrated scheduling functionality 
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This can be a very exciting and scary time for all parties 

involved. The company must ensure that a solid project 

team is in place to complete a successful implementation. 

There are several things to consider and watch out for when 

going through this new frontier.

One common reason an implementation fails is when 

the implementation becomes overly disruptive to the 

organization’s daily business practices. Many times, existing 

employees are asked not only to do their regular jobs but 

also to implement the new software at the same time, 

thus creating incredible time and resource restraints on a 

company. It is strongly suggested that the project team put 

in place for the tasks associated with an implementation are 

either free from their current duties or are relieved in some 

manner to ensure project timelines can be met. 

Timeline slippage in a project will cause constraints 

to the budget, affect the change management process, and 

impact compliance issues if not dealt with. Another avenue 

for companies is to hire qualified consultants to assist in the 

project management piece of the project. This provides an 

outside perspective and allows for additional resources.

A structured process is critical to the successful 

selection, implementation, and deployment of any 

technology solution.

Vendor/System Selection
System selection is one of the most intense steps in the 

implementation process. The investment and risk are 

substantially high, and success is challenging and time 

consuming. For companies to ensure they select the 

right product for their business, they must have a full 

understanding of what their true business needs are not 

only today but in the future.

Your company will go through a request for proposal 

(RFP) process in which it will have to outline many items 

for the potential vendor to have in order to move on to the 

next step. A few of these items that may be included are:

Dee Byrd, CPP, PHR, SHRM-CP, PE, is a Project Manager 

for PayTech, Inc., who has more than 25 years of payroll 

experience, including speaking to the U.S. Congress in 

matters regarding multistate payroll taxation issues. She 

is an APA Vice President, a member and past Chair of 

the APA’s Electronic Payments Committee, a member of 

the APA’s Payroll Cards Subcommittee of the Government 

Relations Task Force (GRTF) and the Global Issues 

Subcommittee of the Strategic Payroll Leadership Task 

Force (SPLTF), and also a member of PAYTECH’s Board 

of Contributing Writers. She was the APA’s 2011 Payroll 

Woman of the Year.

Your company has decided that it is time to implement or upgrade 

your current human capital management (HCM)/payroll software. 

As your existing technology system ages or your business needs 

change, your technology may no longer provide the capabilities 

required to support your objectives. 
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• Create a goals-driven internal RFP strategy.

Begin with the questions an organization asks itself 

to understand current problems, future objectives, and 

what it hopes to gain from a new vendor. Taking an 

end-to-end look at your existing circumstances is an 

important part of vendor selection, as is mapping out how 

a payroll transformation aligns with departmental and 

organizational goals.

• What are you struggling with in your current model? 

Your organization wouldn’t be pursuing a new solutions 

provider if you were happy with your current approach 

to payroll. To help prioritize the questions and concerns 

most important to your RFP, map out the pain points—

large and small—that you’re struggling with at present. 

These could include the following:

Managing too many vendors

Lack of standardized processes among vendors

Poor visibility into payroll

Inadequate control over payroll processes

Poor or no integration with HR solutions

IT challenges

User experience issues

Data security issues

Compliance gaps or lapses

• What is your payroll team trying to achieve?  

Decrease payroll errors and costs?

Decrease IT bandwidth dedicated to payroll?

Standardize processes across geographies?

By engaging in more thoughtful, strategic thinking in advance 

of developing your RFP, you will set your organization up for 

greater success in vendor selection.

Choosing Vendors From the RFP Process
Once your company has submitted the RFPs to the chosen

vendors, you will be provided with responses from those 

vendors that feel they can meet your needs based on the 

information you provided in the RFP. Your company will 

then want to have those vendors in for presentations of the 

software, so that they can demonstrate what they have said 

they can do. A few items to make sure you watch out for in 

these demonstrations include:

• Demonstration is done on your network to ensure 

performance will be what you expect

• Reporting can be done in a way you requested

• Any special types of calculations or processes your 

company needs can be demonstrated

You will want the vendor to demonstrate many items, and you 

must vet completely those items on your RFP. You will want 

to make sure all parties involved are in the demonstration 

meetings to ensure everyone can test out their must-haves 

while the vendor is on site.

System Implementation
Too often vendors approach implementation based on a

pre-established implementation plan with limited hours to 

complete the installation. Rarely does this plan incorporate 

the specific needs of the client and how best to re-engineer 

the operations and workflow around the new software.

A company must have a full grasp of its end-to-end 

process as it sits in its current state to ensure that it can 

meet not only the current needs of the operation but also be 

able to optimize and improve current issues though the new 

implementation. Process-mapping exercises are the best 

way to ensure that all voices in the process are documented 

and each step in the current system is captured to maximize 

the use of any new system.

Task Name—

—

Figure 1—Project Plan Example

SYSTEMS SELECTION  
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A detailed project plan that includes all tasks and who

is the responsible party with timelines will ensure that the 

implementation can stay on track and have full visibility to 

all parties (see Figure 1 on page 36). Maintaining this plan 

will help to minimize any surprises that may come up along 

the way.

We all have the same issue with too many meetings 

during the workday, but it is imperative that the project 

team stay connected on a weekly basis to ensure the project 

is moving along as expected. It is extremely important that 

these meetings are productive and that they run efficiently 

to ensure full cooperation from all involved. Meeting notes 

compiled and sent to team members are a key piece of 

ensuring that everyone stays on the same page with the 

project and its progress.

Testing the System
One of the most important pieces of any implementation

is testing. You cannot test a new system enough before 

going live. You will want to make sure that your project 

plan allows for several iterations of testing before you go 

live. You will want to test the system from end to end with 

every process. At this stage, you will want to include some 

end user testers. This would include anyone who would 

touch the system in some manner to ensure it is working as 

expected.

Parallel testing on payroll processes is key to ensuring 

that any bugs are worked out before you produce live 

payroll checks. You will want to parallel test more than one 

payroll with your old system and compare it to the new 

system all the way through the process from recruiting, 

onboarding, payroll, taxes, and compliance reporting. No 

step should be left out.  

Going through several tests can also allow you to 

document and train current staff on what “real life” will 

look like after go-live. This will allow those who may not 

have been on your project team to see what the new system 

and processes will look like.

Communication Plan
Some additional items to think about when doing an

implementation are to be mindful of every member of the 

project team who needs to be included. Knowing all your 

current connection points will ensure you have the right 

people on the project, so that you do not miss any steps in 

the process.  

Lastly, change management is going to be a large piece 

of this strategy. A new system—especially a payroll system 

or HRIS—is going to impact every person in your organization. 

You will want to make sure you have constant and concise 

communications every step of the way to ensure that your 

employees at every level are engaged and excited. 
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Sound familiar? But where do you start? It’s not a stretch 

to say that you are aware of issues you have with your current 

system, so start with a list of the items with which you are 

struggling. Then add the “wish” list—those items that you 

would love to have, if only the system could provide them. 

Once you have your list, visit the APA’s Buyer’s Guide, 

which are published in PAYTECH each month and can also 

be found on the APA’s website (click on “Vendors” at the 

top next to login and then “Buyer’s Guides and Listings” 

in the left-hand menu) and start comparing systems. Talk 

to your colleagues at your local chapter meetings to find 

out what system they use. Don’t forget to ask if they would 

recommend their system.

Request Information
Review all the information you have collected, and then start 

the process of reaching out to the vendor sales teams. Most, 

if not all, vendors have a “request information” link on their 

websites. The representatives will schedule a time to meet 

with you in person to gather information regarding what 

you currently have, why you are looking, and what you are 

looking for.

Buyer beware at this point. They are sales reps! Their 

job is to sell you as much of their product as they can, 

with as many bells and whistles as they can convince you 

that you need. Schedule multiple demonstrations—one 

high-level for your C-suite and major decision-makers, 

then secondary demos for deeper dives into the modules 

that your team will actually be using. For example: the 

timekeepers truly don’t care what the benefits modules look 

like. Streamline your demos for the audience and you will 

get better evaluations from your team.

Before you request a quote, make sure that you know 

what your current costs are. Look back for two years 

and detail any and all costs associated with your current 

system(s). Do you pay extra for Forms W-2 processing? 

What are your tax filing costs? Have you had to pay for 

custom report creation? Are all of your carrier connection/

interfaces included, or are there additional costs there? 

Locate your current contract and ensure that you 

understand the parameters, including exit costs.

When you request and receive the quote, make sure it 

includes the implementation costs, as well as the monthly 

fees for the modules you will be utilizing. Review the quote 

carefully to ensure that it includes everything you have 

discussed and does not include anything you don’t want. 

Keep in mind that the quote is just that: it’s a quote and not 

set in stone until you sign on the dotted line. You may be 

able to negotiate the fees.

Sue Bradley, CPP, is the HRIS/Payroll Manager at JL Clark. 

She is an APA Meritorious Service Award recipient, a 

member of the Board of Contributing Writers for PAYTECH, 

Hotline Referral Service, State and Local Topics (SALT) 

Subcommittee of the Government Relations Task Force (GRTF), 

Manufacturing Best Practices Subcommittee of the Strategic 

Payroll Leadership Task Force (SPLTF), and a board member 

of the Greater Milwaukee Chapter.

You are tasked with researching a new 

human resource information system 

(HRIS). Please have a preliminary list 

prepared within 30 days.

Directive should include the following 

list of “must-have” items ... 

Memo from Executive Suite to  

HR/Payroll Team:
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When you have gone through all the demos and compared

quotes and features, you will want to reach out to other 

clients. Ask for a list of reference companies. Request that 

they include a couple of companies that recently implemented 

their platform. Ask to talk to the client service team. Here is a 

list of questions you can use to help make your decision:

• What other companies did you look at before you decided 

to go with XYZ?

• What system did you leave?

• What were your three biggest challenges during the 

implementation?

• If you could go back, what is the one thing you would 

change about your implementation?

• How hands on/off was your implementation team? How 

often did you have calls? Did the team come on-site to help?

• What training was provided prior to the go-live date?

• What is the timeline for the project? How long did it take 

you to go through it?

• For the Customer Support Reps (CSR) team—What  

are the three questions you get most often, and what  

is the resolution?

1. What is your response time for cases submitted online?

2. If you call in, can you get an immediate response to tax, 

garnishment, reporting, and benefits questions, or do 

you need to pass certain calls to other response teams?

3. How often does a case get escalated, and what types 

of problems would require an escalation?

After Your Selection
At this point, you have done your analysis and reviews and

have chosen your new system. It’s time to begin. But where 

again do you start? And what do you need to know to avoid 

implementation woes? Rest assured that it is extremely rare 

that an implementation is completed without any bumps 

in the road. But by being prepared, and a bit flexible, the 

bumps will not turn out to be potholes.

Before you endeavor to pull data from your current 

system, find out what it needs to look like for the new 

company. Does it need to be in a specific order? Can you 

prepare the data loads in .CSV (comma-separated values) 

format, or does it need to be something else? Are you able 

to provide the data in the format that is required?

While you prepare for an implementation, it’s a great 

time to review your current setup. Are all your departments 

lined up between the HRIS and the general ledger (GL) 

systems? Do you have data in your current system that 

is obsolete? If so, you may want to work on purging that 

before you bring it over.

As you work with your new vendor in setting up 

your system, review employee access. Are the employees 

who need basic access able to see too much? Are your 

managers missing out on something that they need? 

Can your administrators make changes that they are 

responsible for? Does your IT team need better access? 

Who controls password resets, and is that person/team 

able to access that area? Who has the magic access to 

everything, or is it split? This is a great time to work 

through these details, so that when you begin testing, you 

know which people you need to select for your team.

Don’t forget to test your carrier connections and any 

interfaces to other systems you utilize. Test it both ways. 

If you currently send a payroll file to your benefits carrier, 

test it. If the 401(k) provider sends a change file, test it. 

List all your connections, even if they seem insignificant. 

If you miss one, that could be the one that causes you the 

most trouble.

During your testing, run the reports you will use most 

often. If you are changing mid-year, run your year-to-date 

reports to ensure that you can see the data you need. If you 

have a report that you rely on, are you able to duplicate it? 

If not, can the implementation team build it for you? If it 

cannot be duplicated, you will need to determine what else 

you can do to extract the data you need.

Training Is Essential
This cannot be stressed enough: Train all your employees,

from the lowest access—only using the system for 

punching the time clock, to the manager who needs to 

edit and approve timecards. Train everyone! Work with 

the implementation team to develop the training geared 

toward the audience. General employees are not interested 

in sitting through the training on how to create a GL 

report. Can the training be done online? If so, how can 

you track who attends and completes the training? Are 

there quizzes for the employees to take to ensure they 

understand the information?

Be prepared for headaches and setbacks. Make 

sure you have a team of people from your organization 

working on the implementation. Do not go into an 

implementation alone. While it might be great to have 

control of what is being done and how detailed the 

review is, unless you are pulled off your regular daily 

tasks, you will just burn out by taking it on alone. Make 

sure that you have regular weekly or biweekly meetings 

with your internal team to discuss any issues they may 

discover during their review.

SYSTEMS SELECTION  
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Your vendor team will have a timeline of when things

need to be submitted. Make sure you follow the timeline. If 

you need to adjust a date, it may snowball into changing more 

dates. Weekly calls with your vendor team and your internal 

team will be critical as time goes on. The closer it gets to 

parallel testing, the more critical the meetings will become.

When the testing is complete, and the 

parallels run to the appropriate comfort level 

of comparisons, you are ready to go live. But 

be ready—this is a perfect time for Murphy’s 

Law to rear its unwieldy head. It may be 

as simple as someone’s timecard not 

being recognized by the new system. You 

will most likely be resetting passwords 

frequently in the beginning.

After You Go Live

Once you are live,

your vendor 

implementation 

team should 

be available for 

a while longer to 

ensure that everything 

is good to go before they 

pass your account off to whatever 

customer service team you will be 

working with in the future. Hopefully, you 

have chatted a few times with this team so they 

have an understanding of your company needs and 

setup. Be prepared to reach out to them during your first 

payroll processing, your first month-end, quarter-end, and 

year-end preparation.  

Before you completely cut ties with your old vendor, 

make sure you fully understand what kind of access you 

will have to prior data. Maybe you get a duplicate database 

to store on your local server. Or maybe you need to run 

additional detailed reports for job history, pay history, and 

timekeeping details, etc.  

Whatever you do, make sure you have it stored 

somewhere that the data can be accessed in the future, 

even if you are no longer with the company. Store it in a 

secure server folder without passwords. If you absolutely 

must password-protect the file, ensure that someone has 

access to the password. Too many files have been rendered 

useless because the password is lost or forgotten.

All in all, implementations are fraught with woes. They 

are never perfect, and rarely come off without a hitch. 

But if you are prepared, you can 

weather through it and come out 

on the other side breathing a 

sigh of relief that it’s over and 

relishing in your new system 

and all its features.  
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C
hange happens gradually. And then it seems that it 

happens suddenly. One year, no one shopping in the 

mall had a cell phone. The next year, nearly every 

person in the mall was on a cell phone, calling someone to 

check sizes, or verify ideas for gifts. And the year after that, 

shoppers weren’t even in the mall; they were buying online 

from their cell phones. We call these tipping points—the 

points at which the idea or product reaches a critical mass 

and the world changes. Author and journalist for The 

New Yorker Malcolm Gladwell recognized this and wrote, 

“The key to good decision-making is not knowledge. It is 

understanding. We are swimming in the former. We are 

desperately lacking in the latter.”

Managing the Experience
As technology became the driving force behind every 

transaction and human interaction we had, the push for 

a consumer-grade experience across our interactions 

with employees rose to the forefront. We have witnessed 

the evolution in human capital management (HCM) 

through the innovation in cloud solutions. Whether or 

not corporate decisions-makers were ready to invest in 

upgraded technology, the drive to present HR functions 

in a consumer-grade experience became the priority 

for all HCM stakeholders: employees, managers, HR 

administrators.

Payroll has been lagging in adapting to this change. 

There is a prevailing feeling that employees’ needs from 

a payroll system are fully met by giving them an online 

pay stub and, if they are lucky, perhaps an online year-end 

statement. In fact, payroll can and should do more. Today, 

any payroll solution you adopt should hold the capabilities 

to extend itself, to be the kind of product that can and will 

contribute to shaping your organization. Let’s look at some 

of those capabilities.

Payee relationship management. Why would we 

need to engage in an ongoing dialogue with the payees in 

our organization? Are we meeting their needs by having 

a weekly or biweekly touch point? What if we mobilized 

and extended the modern auditing tools we have built for 

our payroll administrators and notified them through SMS 

text messages of any relevant changes as they happen? 

The same way that people processing payroll want audits 

and controls, we can have continuous engagement with 

payees. In doing so, we have a higher level of engagement 

and control on the part of the employees, and we can also 

proactively prevent errors and the costs to fix them. For 

example: “Your net pay for your next cycle has a result 

varying by more than 10% from your previous pay.” 

The integrated landscape. Is payroll a finance 

function or an HR function or a blend of both? In any 

case, too many of us have a disconnect between what 

goes out the door into an employee’s wallet, what job the 

employee does, how much an employee works, and the 

role the employee was meant to play. Optimized payroll 

systems, however, integrate with core HR data to present 

a comprehensive view of the employee. At the same time, 

integration between core HR and payroll results in a more 

streamlined process as employee master data is changed 

and automatically updates payroll. Combined, an HR and 

payroll system provides a seamless and transparent view of 

what impacts payroll to both the employee and the payroll 

administrator.

The intelligent enterprise. In the intelligent 

enterprise, machines learn from patterns of behavior and 

real-time data is used to make decisions or to provide 

options to users based on what we (i.e., the system) know. 

Imagine a future where you add a child to your employee 

profile and artificial intelligence suggests benefit plan 

changes along with the associated costs and the impact 

to your paycheck. How about if you enter time at the gym 

in your agenda and the system reminds you that you can 

claim your fitness membership with the details of the plan? 

These are the kinds of services that improve employee 

engagement and help with retention and recruiting. 

Use modern technology to limit your risk of 

noncompliance. Besides statutory compliance, you 

also have the need to comply with collective bargaining 

agreements (CBA). The risk is around interpretation. There 

is the potential for error with human intervention, and you 

can run for years building massive liability without knowing 

it. Such an incident affected the entire retail industry in 

Australia. What if you used machine learning for natural 

language processing to provide an opinion on how your 

payroll processing matches up against the government’s 

Sherryanne Meyer, SHRM-SCP, HRIP, is Director of 

Corporate Communications at Rizing (www.rizing.com).
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requirements or your CBAs? This would 

be an innovative way to improve your 

payroll accuracy and reduce your 

corporate risk.

Extensibility. How 

much does your payroll 

system allow you to grow 

into creative solutions like 

those mentioned? Most of 

us probably did not select 

our payroll system on that 

type of criteria. But today, 

this flexibility can mean the 

difference between innovating 

with the times and hanging with the 

cavemen. In one such example, employees 

can request an advance on their pay through a 

mobile application built on top of the core payroll 

solution. In short, the ability to extend your solution 

should become a key criteria for your selection of 

a modern payroll solution. This is especially true 

in the world of cloud solutions where you have a 

shared code base and do not have the flexibility to 

customize your way to meeting your requirements.

Why Adapt to Technology Trends?
Workers of today—and more into the future—are 

increasingly remote and transient. They are less 

likely to sit in an office in a brick building. They’re 

working anytime and anywhere. They’re adaptable 

and they want their employers to be adaptable, 

too. If the work, the atmosphere, the rewards, 

and the experience doesn’t suit the worker, they 

are more likely than ever before to leave the 

job for something new. Employers that create a 

modernized, edgy approach to doing business with 

their own employees are more likely to be the ones 

to attract the best talent.

We’re not driving your father’s Oldsmobile 

any more, are we? In fact, the up-and-coming 

generation of workers were practically born with 

mobile phones in their hands. They don’t rely on 

email, but rather, they text. They are impatient with 

technology that’s clunky because they know what 

good technology can do. And they are accustomed 

to having answers at the tips of their fingers at all 

times. Can your payroll system adapt to that? If not 

today, then when?  
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W
here were you on Tuesday, September 11, 2001, at 

8:45 a.m. EST?

I was working for a large payroll processing 

company as a Client Account Specialist. Normally, clients 

would be calling about their payroll processing on Tuesday 

mornings, but this Tuesday morning, the phones were silent. 

Management rolled in a large box tube television, and we 

witnessed the deadliest terrorist attacks on United States 

soil. Flights were grounded across the country for the next 

three days. 

How did this disaster impact your company’s business? 

Did it impact your payroll processing? With flights grounded 

nationwide, over the next few days, our phones began to 

ring frantically. Our clients were calling to confirm that their 

payroll packets were going to be delivered on time. Thankfully, 

we already had a sound and tested disaster plan in place. My 

employer initiated the plan to work with our clients, and we 

were able to support their payroll processing needs.

A sound and tested disaster preparedness plan is essential 

to keep employees and clients confident of business continuity 

during any type of unexpected disaster. Take the following 

high-level steps to create your own disaster recovery plan 

(DRP) for your payroll department:

1. Create a DRP project team

2. Document the DRP

3. Train and test the DRP

4. Maintain and update the DRP

Jennifer L. Cordes, CPP, is Manager of U.S. Payroll for 

Rackspace. She is a member of the APA’s Strategic Payroll 

Leadership Task Force (SPLTF) Best Practices Subcommittee 

and Small Employers’ Best Practices Subcommittee, the 

Government Relations Task Force (GRTF) IRS Issues 

Subcommittee, as well as part of the APA’s Education Advisory 

Committee and the Board of Contributing Writers for PAYTECH. 

She received APA’s Meritorious Service Award in 2017.



Create a DRP Project Team
Every company should have a documented DRP within 

its business continuity plan. Payroll should have a seat 

at the table equal to all other departments—operational, 

back office, and third-party vendors. Specific invitations 

for a payroll DRP project team should be extended to 

functional subject matter experts (i.e., HR, human resources 

information systems (HRIS), IT, benefits, corporate 

communications, accounting/finance, legal, treasury, 

and payroll and HR executive leadership). In addition, if 

the payroll system and/or payroll tax is outsourced to a 

third-party vendor, the vendor should also be included. 

Lastly, other vendors critical to payroll functions should be 

included, such as a banking representative to support payroll 

money movement, union representation, and a 401(k) plan 

administrator and benefits administrator. 

Document the Payroll DRP
The next step in a payroll disaster recovery plan is determining 

the critical payroll functions. Document which payroll 

functions are critical to get a payroll processed and identify 

how this data will be processed. The identification of 

critical payroll functions will assist in the integrated systems 

necessary to recover after a disaster. 

Once critical payroll functions are identified, then 

document the resources needed to support those functions. 

Begin documenting answers to questions posed in the 

face of a disaster. Does each payroll team member have a 

laptop with internet access? Is there a separate off-site and 

secured facility for the payroll team to report to if there 

is no access to the corporate building? When was the last 

backup of payroll data performed and where is it stored? 

Are computers, printers, telephones, fax machines, and 

paper available? Ensure all logistics are identified and 

documented. It is up to the corporate communications team 

to keep all employees updated on the payroll processing 

and funding. 

Next, with backup resources established, document 

the systems necessary to access payroll data. For example, 

enterprise resource planning (ERP) systems give payroll 

professionals access to payroll data processing input. Other 

systems include time and attendance system integration, 

third-party vendor integrations for benefits, commissions, 

and other payroll data input. 

4 Steps for a disaster 
recovery plan (DRP):

1. Create a DRP project team

2. Document the DRP

3. Train and test the DRP

4. Maintain and update the DRP
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Lastly, after the payroll data 

input has been captured and 

processed, document the 

output of the payroll DRP. 

Banking vendor integrations 

are critical systems for direct 

deposits. This should be a 

priority for companies to 

ensure they are working 

after a disaster. Will your 

company’s treasury team need 

to direct wire to employees’ 

accounts, or will manual 

checks need to be printed 

at the offsite facility? Is the 

payroll team able to provide 

the payroll tax file and funding to 

the third-party vendor for timely 

filing and depositing? Does the 

payroll team need to make payroll tax 

filing deposits directly to the federal, 

state, and local agencies because of the 

disaster? Is the payroll system integration 

to the company’s general ledger system 

working for timely posting of payroll expenses and liabilities 

for financial reporting? 

In a disaster, executive leadership depends on having 

accurate and timely reporting of the company’s position to 

mitigate loss and plan for recovery action.

Train, Test the Payroll DRP
After the payroll DRP has been documented, it is then time 

to put the plan into action. The identified key personnel 

must walk through the payroll DRP. A checklist should be an 

addendum to the plan, as a payroll processing checklist is 

used as a guide for every payroll processing. The checklist 

should identify the payroll team members, their tasks, and 

be in the order needed to work through the plan. All payroll 

team members should be trained on a task and then cross-

trained on all the tasks. As the payroll team works through 

the process, the systems and resources identified to be set 

up for the payroll DRP should be tested to ensure proper 

working condition. In addition to working the checklist, 

the testing should include payroll team security access to 

the off-site and secured facility, logins to the computers 

and network, access to each of the identified systems, 

integrations testing, and ensuring the basics of running a 

payroll office with administrative duties.

Maintain, Update the Payroll DRP
At a minimum, the payroll DRP should be tested once a year. 

While your payroll processes, payroll team members, and 

executive leadership may change, the payroll DRP should 

always be kept current because, of course, disasters are 

always unexpected.

Also, Plan for Worst-Case Scenarios
Finally, an essential part of the payroll DRP is what plan 

of action to take if everything goes wrong. It is imperative 

to have discussions within the payroll DRP project team 

about doomsday scenarios. What happens if the payroll 

team is immobile due to the disaster? What if the payroll 

team members are unable to use their laptops from home 

because there is no electricity or internet access? How long 

can the payroll team be inoperative and still make pay date 

funding to employees’ direct deposit accounts? How will 

payroll be processed and funded? What is the protocol for 

executive leadership approval? Is there a call list for payroll 

management to call, text, and/or email executive leadership? 

What role can the third-party payroll and payroll tax filing 

provider play to assist in a disaster? This part of the payroll 

DRP is identifying all possible disaster scenarios to be 

prepared for the worst.  
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BY JYME MARIANI, ESQ.

A district court ruled time spent by call center employees 

in pre-shift activities, including booting up their computers 

and logging into a timekeeping system, was de minimis and 

not compensable under the Fair Labor Standards Act (FLSA) 

[Peterson v. Nelnet Diversified Solutions, LLC, No. 17-cv-1064, 

2019 U.S. Dist. LEXIS 149522 (D.C. Colo., 9-3-19)].

Background
Andrew Peterson was a call center representative (CCR) for 

Nelnet Diversified Solutions, LLC, which services student loans. 

CCRs can clock in five minutes before their scheduled start time, 

and Nelnet requires CCRs to be ready for calls within six minutes 

before or after their scheduled start time.

To log into the timekeeping system, CCRs must perform 

several steps, including waking up a dormant computer, inserting 

a security badge, entering a username and password, and waiting 

for the intranet to launch the software, which contains a link to 

the timekeeping system. The time from the badge swipe to the 

software session ranges from 0.5 to 1.02 minutes. Logging into the 

timekeeping system ranges from 1.1 to 1.3 minutes. Collectively, 

the court referred to these as “pre-shift activities.”

Peterson sued Nelnet for unpaid overtime and alleged the 

company failed to accurately track or record actual hours worked 

and required CCRs to perform work before they clocked in and 

after they clocked out of the timekeeping system.

What the law says—Under 29 USC §254(a)(1), employers 

are not liable to pay employees for “activities which are 

preliminary to or postliminary to said principal activity or 

activities” that occur before or subsequent 

to “principal activity or activities” in the 

workday.

Preliminary Activities Must Be 
‘Integral, Indispensable’

The U.S. Supreme Court ruled that 

some preliminary activities are 

compensable under the FLSA 

when they are “an integral and 

indispensable part of the principal 

activities for which workmen are 

employed” (Steiner v. Mitchell, 350 

U.S. 247 (1956)). The Steiner case involved chemical plant workers 

who were exposed to hazardous chemicals on a regular basis 

such that extensive protective gear and regular bathing were 

required. The U.S. Supreme Court ruled that donning protective 

gear and bathing to remove harmful chemicals was “integral and 

indispensable” because the activities were inextricably interrelated 

to the performance of an employee’s work in such environment.

The district court said the boot-up time and loading of 

programs were “an integral and indispensable part” of the 

principal activity of accepting calls, so they did not qualify for the 

exemption. Additionally, the court stated that whether CCRs are 

able to perform personal tasks during that time is not relevant. 

The court rejected Nelnet’s argument that boot-up time was 

the same as waiting in line to clock in. The court stated that the 

pre-shift activities fall under the “continuous-workday rule,” 

where once the employee’s workday starts with the first principal 

activity, all activity is ordinarily compensable until the workday 

ends. Here, the pre-shift activities are done for the benefit of the 

employer and are intertwined with the substantive performance 

of the day’s labor where the CCR regularly makes use of the 

materials  acprepared in this process to do assigned work.

After the district court found the pre-shift activities were 

“integral and indispensable,” it looked at whether they were 

de minimis.

Pre-Shift Activities as De Minimis
Nelnet argued that the pre-shift activities usually take no more 

than 2½ minutes on the high end, so they should be construed as 

de minimis activity, which would not be compensable. Peterson 

said this time occurred reliably with every shift, 

and even if the amount is small, the claim in the 

aggregate is not and employees should be paid.

The district court applied a multifactor 

balancing test to determine whether the pre-shift 

time (1) is insubstantial or insignificant; (2) 

“cannot as a practical administrative matter 

be precisely recorded for payroll purposes;” 

(3) is a significant amount in the aggregate; 

and (4) is performed on a regular basis.

PAYROLL  
Points

Jyme Mariani, Esq., is Managing 

Editor of Payroll Currently and Payroll 

Information Resources for the APA. 

Minimal Pre-Shift Work Was  
Not Compensable Under FLSA
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First, the district court said the amount of time spent daily must 

be sufficiently brief to qualify as de minimis, and most courts usually 

permit a period of up to 10 minutes to qualify as such. In this case, 

the time involved is much less than 10 minutes.

The court said the time is regular and definite, but the 

administrative burden to record it is not practical. The court said 

Nelnet could not easily record the time spent on pre-shift activi-

ties without purchasing custom software or completing a tedious 

cross-checking procedure. For the aggregate size of the claim, the 

court may look to the total value of the claim, the total number of 

workers, or the value of the claim per individual worker. Under 

any of these factors, the court weighed in favor of Nelnet.

After looking at the factors as a whole, the court ruled the 

pre-shift activities were de minimis and not compensable.  

Stay in the know on all federal payroll 

compliance news with the monthly 

e-newsletter Payroll Currently.  

It's free to members as a benefit of  

APA membership.

BY JYME MARIANI, ESQ.

The IRS issued guidance to help taxpayers 

understand transactions involving virtual currency

[IR-2019-167, 10-9-19]. Through Revenue Ruling 

2019-24, the IRS addresses common questions 

by taxpayers regarding the tax treatment of a 

cryptocurrency hard fork, which occurs when a 

cryptocurrency undergoes a protocol change, often 

resulting in a new cryptocurrency in addition to the 

previous currency.

The IRS also published a new Frequently 

Asked  Ques t ions  on  Vir tua l  Currency 

Transactions webpage that includes three entries 

related to employment taxes.

Virtual currency may be used to pay for 

goods or services or be held for investment. It is 

a digital representation of value that functions as 

a unit of account, a store of value, and a medium 

of exchange. Virtual currency with an equivalent 

value in real currency, or that acts as a substitute for real 

currency, is referred to as “convertible” virtual currency. 

Bitcoin is one example of a convertible virtual currency.

In 2014, the IRS issued guidance in the form of FAQs to 

explain how existing general tax principles apply to transactions 

using virtual currency (Notice 2014-21; 2014-16 IRB 938, 4-16-

14). Notice 2014-21 provides that virtual currency is treated as 

property for U.S. federal tax purposes. General tax principles that 

apply to property transactions apply to transactions using virtual 

currency. Among other things, this means:

• Wages paid to employees using virtual currency are 

taxable to the employee, must be reported by an employer 

on a Form W-2, and are subject to federal income tax 

withholding and payroll taxes.

• Payments using virtual currency made to independent 

contractors and other service providers are taxable, and 

self-employment tax rules generally apply. Normally, 

payers must issue Form 1099-MISC.

• A payment made using virtual currency is subject to 

information reporting to the same extent as any other 

payment made in property.   

IRS Issues Guidance on Virtual  
Currency, Employment Taxes

Top Three Takeaways

In a new Frequently Asked Questions on Virtual 

Currency Transactions webpage, IRS answers 

questions like:

 

1. Does virtual currency paid by an employer as 

remuneration constitute wages for employment 

tax purposes?

2. How is virtual currency treated for federal 

income tax purposes?

3. How do I calculate my gain or loss when I sell 

virtual currency for real currency?
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BY LIA CONIGLIO, ESQ.

The following news includes the latest 

state and local payroll compliance updates 

from state legislatures and state and local 

agencies, plus other important state and local 

requirements affecting payroll professionals.

Oregon Paid Leave Program  
Contributions to Begin in 2022
Oregon enacted legislation in 2019 to 

establish a paid family and medical leave 

(PFML) program. The PFML program will 

take effect in the coming years and provide 

up to 12 weeks of paid leave from work 

for an employee to recover from a serious 

illness, care for a family member who is ill, 

or bond with a newborn or newly adopted 

child [H.B. 2005, L. 2019].

On or before September 1, 2021, the 

Oregon Employment Department (ED) 

will provide a model employee notice 

and issue regulations. Beginning January 1, 

2022, employers must provide the notice to 

employees, begin withholding and remitting 

employee contributions, and begin remitting 

employer contributions. Beginning January 1, 

2023, eligible employees can begin receiving 

PFML benefits. 

Employer, Employee Coverage
The PFML program applies to all entities 

with one or more employees working 

anywhere in the state, including: (1) a political 

subdivision of the state or any county, city, 

district, authority, or public corporation; (2) 

an individual; (3) any type of organization, 

corporation, partnership, limited liability 

company, association, trust, estate, joint 

stock company, or insurance company; (4) a 

trustee, trustee in bankruptcy, or receiver; or (5) a trustee or legal 

representative of a deceased person. 

Exemptions: Employers with fewer than 25 employees will 

be exempt from paying employer contributions, but will still be 

responsible for withholding and remitting employee contributions. 

The federal government and tribal governments are completely 

exempt from the PFML program and its requirements.

State Payroll News You Need to Know

Lia Coniglio, Esq., is Managing Editor of PayState Update and 

Manager of State Payroll Information Resources for the APA.

STATE 
Issues
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Covered employees include individuals performing services 

for an employer for remuneration or under any contract of 

hire, written or oral, express, or implied. They do not include 

independent contractors and certain other types of workers.

Contribution Rates, Requirements
Beginning January 1, 2022, employers must begin withholding 

and remitting employee contributions and remitting employer 

contributions to the ED, which will be administering and 

enforcing the PFML program. Employee and employer 

contributions will be remitted quarterly. The ED director 

will determine the percentage, which cannot exceed 1% 

of employee wages, up to a maximum of $132,900 (this 

is the amount of the 2019 social security wage base; this 

may be changed in future regulations). The director will 

adjust the rate based on plan funding requirements and will 

annually adjust the wage base for inflation. Employers will be 

responsible for 60% of the total rate (0.60%) and employees will 

be responsible for 40% of the total rate (0.40%).

Benefits
Eligible employees can begin to receive benefit payments 

beginning January 1, 2023. Employees may receive up to a 

maximum of 12 weeks of paid leave benefits, with total paid and 

unpaid leave capped at 18 weeks. Employers will be allowed 

to authorize an employee’s use of paid vacation or sick time to 

supplement PFML insurance benefits, up to 100% of wages.

Iowa Extends Due Dates for  
Reconciliation Returns, Forms W-2 
The Iowa Department of Revenue (DOR) announced that the 

deadline for filing the annual Verified Summary of Payment 

Reports (VSP) has been moved to February 15 (from January 

31). This aligns the annual reconciliation due date with the 

updated due dates for filing Forms W-2 with the DOR and 

for sending Forms W-2 to current employees. In 2020, all 

three due dates are February 18, 2020 (because February 

15, 2020, is a Saturday and February 17, 2020, is a federal 

holiday). Electronic filing is required for annual reconciliation 

returns and Forms W-2, although an employer can request an 

exemption from the DOR for undue hardship [701 Iowa Adm. 

Code §46.3].

Pennsylvania Will Require  
Construction Employers to Use E-Verify
Effective October 7, 2020, construction industry employers in 

Pennsylvania that hire an employee must verify the employment 

eligibility of the employee through the E-Verify program. The 

requirement will also apply to staffing agencies that provide 

workers to construction industry employers. Verification 

records must be kept for the duration of an employee’s 

employment or three years, whichever is longer.

For a first violation, the Pennsylvania Department of 

Labor and Industry can issue a warning letter. For subsequent 

violations, a court can order a three-year probationary period 

during which the employer must file quarterly reports of each 

new hire at the business location where the unauthorized 

employee performed work and cannot knowingly employ 

an unauthorized employee. Agencies can suspend each 

of the employer’s licenses if the employer does not verify 

termination of unauthorized employees within five business 

days. For subsequent violations, licenses can be suspended 

for up to 30 business days. Additional violations or violations 

during a probationary period can subject the employer to 

license suspension for at least a year and up to a permanent 

revocation [H.B. 1177, L. 2019].  

Stay in the know on all state and 

local payroll compliance news with 

the biweekly e-newsletter  

PayState Update. Subscribe today.
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BY WILLIAM DUNN, CPP

If expectations have come true, 

more than 1.3 million more workers 

have become eligible for overtime in 

2020 who weren’t eligible in 2019 as 

a result of updated rules issued by 

the U.S. Department of Labor (DOL) 

and in effect since January 1.

This update is the first since 

2004 and only the second since 

1975. For generations of workers—

predominantly Gen X and Gen 

Y but also the tail end of the Baby 

Boom—updates to the overtime 

rules have been rare. It wasn’t always 

so, and it is yet to be seen whether 

Gen Z will experience something 

closer to that of Baby Boomers’ 

predecessors, the so-called Silent 

and Greatest Generations. Those 

earlier generations of workers saw 

regular updates to the overtime 

rules, in a bygone time when being 

exempt from overtime pay generally 

meant you were making enough to 

feed a family of four. At the end of 2019, the value of the salary 

test had deteriorated to a point that would place that same 

family below the poverty line.

Three-Prong Test
Qualifying as exempt from the overtime provisions of the 

Fair Labor Standards Act (FLSA) is apparently more difficult 

than it looks on paper. In 2016 and 2017, the DOL filed 16,596 

lawsuits against employers for FLSA violations, with overtime 

violations being the most common. That does not include the 

number of cases that were settled out of court. Millions of 

employees were misclassified as exempt and owed back pay.

Employers are obligated to apply three separate tests to 

ensure that workers are, in fact, exempt. First, the employee 

must be paid on a salary or fee basis. The one exception to this 

is for “computer employees”—systems analysts, programmers, 

and software engineers, etc. These employees can be treated 

as exempt from overtime, so long as they are paid an hourly 

wage of at least $27.63. Notably, this hourly rate was not 

increased along with the salary level. Based on a 40-hour 

workweek, this works out to $1,105.20 a week, which is well 

above the new salary level, bringing us to the second prong.

Exempt employees must not only be paid a salary, the 

salary must reach a certain level. From 2004 through 2019, 

that level was $455 a week ($23,660 a year). In 2020, the level 

is $684 a week ($35,568 a year). Both the 2004 rate and the 

2020 rate were set at the 20th percentile of full-time salaried 

workers in the lowest-wage Census Region, the South. This 

means that 80% of all salaried workers in the South make more 

than a person now earning $684 a week. Nationally, even more 

people are making even more money.

Final Overtime Rules Now in Effect
When Will We See Another Update?

William Dunn, CPP, is Director of Government Relations for 

the APA.
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In 2020 and going forward, employers will find it easier to 

meet this test than in previous years, now that they can consider 

nondiscretionary bonuses as part of employees’ salaries. 

Employers may pay employees a lower-than-required salary and 

avoid paying overtime so long as the employer pays bonuses 

to make up the difference. The bonuses must be paid at least 

annually, and they are limited to 10% of the standard salary level.

The third prong is the duties test. It is the most difficult to 

apply, and the new rules did not update it to make it any easier. 

Employers are obligated to 

subjectively determine whether 

the job duties of a salaried 

worker fit into one or more of 

five specific categories, which 

are the following: 

1. Executive

2. Administrative

3. Professional

4. Computer

5. Outside sales

The first three are the most 

common, leading the DOL to 

refer to them as EAP exemp-

tions. Too often, employers 

will base exemptions on an 

employee’s title or degree. Gen-

erally, administrative assistants 

do not meet the requirements 

necessary for the administrative exemption, regardless of their 

titles. Similarly, having a medical or law degree does not 

automatically make such employees exempt from overtime as  

learned professionals.

The difficulty inherent in applying the EAP exemptions 

increases employers’ reliance on the salary-level test, which 

leaves no room for interpretation. In 2016, the Obama 

administration recognized this when it proposed to significantly 

increase the required salary level to the 40th percentile of 

salaried workers. The stated objective was to raise the salary 

level to a point at which it was relatively safe to ignore the 

duties test. The Obama administration bemoaned the fact 

that so many workers were denied overtime pay because they 

were considered eligible for the exemption under the salary 

test while their employers disregarded the duties test. The 

rule was waylaid a month before it was scheduled to go into 

effect and eventually declared invalid by a U.S. district court 

precisely because the salary test would “supplant an analysis of 

the employee’s job duties.” In effect, the ruling perpetuated the 

problem the 2016 proposal sought to address.

Regular Updates Are Crucial
The DOL has long held that the salary-level test is the most 

reliable of the three prongs to determine an EAP exemption. 

However, simply raising the salary level is inadequate to protect 

workers’ rights to overtime pay. In order to maintain the salary 

level’s relevance, it must be updated regularly.

The FLSA, which established the regular workweek and the 

right of workers to be paid overtime, was enacted in 1938 and 

signed into law by Franklin Roosevelt. The DOL updated the 

rules and raised the salary level 

under the administrations of 

Presidents Roosevelt, Truman, 

Eisenhower, Kennedy, Nixon, 

and Ford. Had President Carter 

served a second term, the 

salary level would likely have 

been updated again. When the 

Ford administration updated 

the salary level in 1975, it set 

it at the 60th percentile of all 

salaried workers. By the time 

it was updated again, 29 years 

later, the value had decreased 

considerably. Under George 

W. Bush’s administration, the 

DOL raised the salary level 

but simultaneously set it at a 

significantly lower percentile, 

which decreased in value year by year. By 2016, when the 

Obama administration once again took up the mantle, the salary 

level hovered around the 7th percentile of all salaried workers.

The original 2016 proposal sought to address this 

perennial decay by reviewing the salary level annually and 

tying increases to the cost of living. The idea of annual 

increases wasn’t popular among businesses nor to the HR and 

payroll professionals who would be responsible for the salary 

reviews. The final 2016 proposal would have extended the 

automatic reviews to every three years.

This was echoed in the DOL’s latest proposal, though 

not guaranteed. The final rule states, “Regular updates 

promote greater stability, avoid the disruptive salary level 

increases that can result from lengthy gaps between updates, 

and provide appropriate wage protection for those under 

the threshold. With these goals in mind, … the Department 

affirmed its intention to issue a proposal to update the 

earnings threshold every four years, unless the Secretary [of 

Labor] determines that economic or other factors warrant 

forestalling such an update.”  

Employers are 

obligated to apply 

three separate 

tests to ensure 

that workers are, 

in fact, exempt.
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BY STEPHANIE ERNSTING, CPP

As a wife, mom, and full-time worker, 

I sometimes struggle to find time to

shower, much less volunteer. Thankfully, 

the Northeast Wisconsin Chapter of the 

APA has helped by providing members 

with easy ways to give back to their 

communities and network with fellow 

APA members.

With the right amount of planning, 

chapters can coordinate significant 

charitable contributions and volunteer 

opportunities for their members. For 

example, a chapter can donate leftover 

food from its events to a local shelter. 

This might take a little time in the 

beginning due to contacting the shelter, 

talking to the caterer for your event, and 

purchasing the dishes for transportation, 

but it is a great way for your chapter to 

give back.

National Payroll Week® (NPW)

is a great time to serve your local 

communities, but it doesn’t have to 

stop there. For the holiday season, your 

members can make fleece blankets 

or collect Christmas gifts for those 

in need. At the Wisconsin Payroll 

Statewide Conference, our attendees 

networked while making a total of 41 

fleece blankets to donate to a local 

shelter and cancer center in the area.

Canned food and school supply 

drives are also a great way to help 

the community. For each meeting, 

you can pick a local organization and 

ask members to bring a donation. 

Chapters Have Plenty of Options When  
Giving Back to Communities in Need

Stephanie Ernsting, CPP, is the Past

President and Statewide Coordinator 

for the Northeast Wisconsin Chapter 

of the APA.

Attendees at the Wisconsin Payroll Statewide Conference network while 

making fleece blankets to donate.



Our chapter schedules these based on the time of year. For

example, diapers in April for April “showers,” a school supply 

drive in August, and candy for military personnel immediately 

after Halloween. We have found that people also love to 

donate to our furry friends, so don’t forget them either!

Another option to consider is speed volunteering. It 

involves two or three quick projects that can be completed in 

a short amount of time—around 30 minutes to an hour. Start 

by reaching out to various not-for-profits, such as the United 

Way, in your area for a few projects that require lots of hands 

to complete—for example, putting labels on giveaway items, 

creating holiday cards, or decorating lunch bags for people 

who have their lunch delivered by a meal service. These are 

projects that can be done in a short amount of time by a large 

number of people during a networking event. One that I have 

done in the past is putting labels on new books for children to 

receive during their dentist appointments.

“The program is working very well for us,” said Jeff 

Buchta, CEO and Executive Director of Tri-County Dental. 

“We have a bookshelf in our lobby, and every child can pick 

out one book and take it home with them. It helps to take 

some of the fear out of coming to the dentist.” 

With a little planning, your members can come together 

to accomplish a lot of good. So, reach out to the community to 

find out who your chapter can help!   

Chapter Memo
Check out Stephanie Ernsting’s Statewide and 

Regional Meeting Series on the Chapter Leaders 

Blog for in-depth guidance on planning your local 

payroll conference. 

Contact Us Today! 
210-226-4600, ext. 2220 

tstoffel@americanpayroll.org

SPONSORED FEATURE

BY JILL ITTERSAGEN

If employee retention and recruitment are priorities for your 

organization, the findings of a new national study should be of 

significant interest to you. 

In January 2016, Global Cash Card, Inc., and The Center for 

Generational Kinetics led a national study to learn more about 

employees, pay, and generational influences in the U.S. workforce.

Over 1,000 adults age 18-65 who had been employed in 

the past six months were questioned about their attitudes and 

perceptions concerning payroll and payment preferences. 

Specifically, the researchers sought to gauge the perceived 

value and usefulness of paycards as an option to meet the 

changing demands of workers in an increasingly tech-driven, 

connected, multi-generational world. 

“Pay is a vital part of life for every single worker 

regardless of industry, title, education, or job description,” said 

Michael Purcell, Executive Vice President and Chief Marketing 

Officer, Global Cash Card. “There tends to be a great deal of 

discussion around amount, but how this pay is received is a 

less-considered, yet critically important, aspect of pay.” 

Added Jason Dorsey, Chief Strategy Officer and 

Co-Founder of The Center for Generational Kinetics, “In 

this cross-generational study, we set out to explore potential 

attitudinal and logistical differences surrounding methods of 

pay. We wanted to understand how workers feel about their pay 

options and specifically how paycards might fit into their lives.”

Understanding the employee perspective on pay and how 

it is received is critical for companies and leaders as they 

hustle to attract and keep skilled, engaged workforces at a 

time when high-quality talent continues to come at a premium. 

A New Reality: The Rise of  
Non-Traditional Wage Management
The area of personal finance is shifting dramatically, with 

more individuals utilizing mobile and other less-traditional 

methods of money management. Today, millions of people 

make purchases and pay bills without access to checking 

Study Suggests Millennials Want Paycards

Jill Ittersagen is a freelance writer based in Homewood, Illinois.
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BY TED ARDELEAN

OBSTACLES IN  
AP AUTOMATION

BREAKING THROUGH

ndoubtedly, technology has improved business 

processes. The playing field has been leveled. Modern 

technology has allowed the entrance of new players 

and products into the game; broken down borders 

to create new revenue opportunities; and perhaps most 

importantly, increased speed and effectiveness to historic levels. 

But there is always a cloud for each silver lining. In 

this case, companies are still grappling with how and when 

to integrate the benefits of technology into various parts 

of their business. Constrained budgets, limited resources, 

and a misunderstanding of what is “good enough” mean 

that many aspects of business aren’t realizing their 

full potential—particularly those on the inside. Most 

organizations realize how shaving seconds off of “cash-

in” order fulfillment can equate to significant additional 

revenue but have not spent as much time investigating how 

driving those same efficiencies for “cash-out” processes can 

also impact the bottom line.

One excellent example of this is the accounts payable 

department. Long a model of inefficiency—relying on 

processes like snail mail and manual data entry—AP groups 

are finally beginning to realize how technology and automation 
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Payroll Fraud: A Global Problem 
Finding a Potential Needle in the Pay Stack
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BY STEPHANIE SALAVEJUS, CPP

The days of the traditional workforce environment are dying. 

Both employers and employees are in a tug of war to expand 

the definition of “work environment.”

The workplace is experiencing a significant shift toward 

virtual workforces. Virtual team members control when 

and where they work and take a higher level of control and 

independence in their careers. For these employees to be 

successfully integrated into a workforce, organizations must 

create an agile work environment that attracts the type of 

quality talent needed to remain competitive in the market (see 

the Virtual Workforce Special Section, starting on page 18).

Success does not come without hard work, and building a 

new environment will come with its share of challenges. Three 

key elements are critical—the organization, the people, and 

the technology.

Organizations Must Define Their Virtual Workforce
Organizations that diversify their workforces should look 

closely at the company’s culture to determine if it is conducive 

to a virtual workforce and define what it means to work 

virtually. Even though it is a growing trend, a virtual workforce 

will not work for every organization. The sole reason should 

never be for cost savings, although several states give tax 

incentives to organizations that offer virtual work 

opportunities. There are definite trade-offs, and there needs 

to be a benefit within each of the three key elements.

PROFESSIONAL 
Development

Virtual Workforce Increases Flexibility,  
But Having the Right Technology Is a Must

Stephanie Salavejus, CPP, is Chief Operating Officer for 

PenSoft, an APA Vice President, and the APA’s 2017 Payroll 

Woman of the Year. She is also a member of the APA’s National 

Speakers Bureau, Government Relations Task Force (GRTF), 

co-chair of the Emerging Technologies Subcommittee of the 

Strategic Payroll Leadership Task Force (SPLTF), and a 

member of the Board of Contributing Writers for PAYTECH.
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In speaking with organizations that 

offer virtual work opportunities, there 

are many ways to define virtual work. 

It varies from telecommuting a few 

days a week to employees never setting 

foot in the organization’s building or 

even being in the same geographic 

location. With a virtual environment, 

organizations have a significantly larger 

population of potential candidates for 

consideration.

Organizations that are successful in 

transitioning to include a virtual work 

environment express the importance 

of developing guidelines and outlining 

expectations. There is no one-size-fits-all 

model, and trying to mold an in-person 

environment to work virtually is futile. 

Culturally, organizations must be 

supportive of communicating and 

engaging with virtual employees using 

technology. For organizations that are 

used to in-person interactions, transiting 

to virtual is a monumental change and 

the adjustment will take time.

Virtual Workers Want to Be Part of a Team
Just as every organization is not ideal for a virtual environment, 

not every employee is suited for working virtually. A first-

rate candidate possesses the attributes of discipline, self-

motivation, seeking direction and feedback, having exceptional 

communication skills, and is technology-enabled.

Virtual workers expect an environment that gives them 

the ability to become part of a cohesive team. This includes an 

environment that supports building trust and holding casual 

conversations and collaborating with co-workers just as they 

would if they were at an office. Virtual employees are looking 

for organizations that provide a collaborative environment and 

promote inclusiveness. They are also seeking the freedom to 

be creative, which can result in a high level of productivity and 

fewer distractions.

Virtual work environments can help in reducing the 

anxiety and stress many employees experience when working 

in a traditional office. The State of Remote Work 2019 survey 

supports this theory with 91% of virtual workers surveyed 

saying they made the choice to work virtually to improve their 

work-life balance. Seventy-eight percent reported increased 

productivity and less stress.

Make Plenty of Technology Tools Available
Technology is the linchpin for a virtual workforce. Selecting the 

best tools to meet the needs and expectations of each of the 

key elements is extremely important, followed by enterprise-

wide training on how to use the tools for communicating and 

engaging with the virtual teams.

Numerous tools are designed for the virtual workforce. 

Before buying the first product you see, however, it is essential 

to understand there are various products on the market and each 

serve a specific need. There are virtual meeting room applications, 

communication and project management tools, and applications 

to measure the productivity and work of virtual teams.

When considering a technology, keep it simple and avoid 

unnecessary complexity. Cloud-based solutions are a viable 

option for a virtual workforce since there is no hardware or 

infrastructure to set up and no software to purchase or upgrade 

to make. Also, reputable vendors have technical safeguards in 

place to protect data and proprietary secrets.

Virtual environments are becoming standard. Organizations 

embracing the trend are finding that it cultivates growth. Forbes 

magazine estimates that in 2020, more than 50% of the workforce 

will be virtual. Organizations providing clear guidelines, investing 

in the necessary technology, and establishing obtainable 

measurements for success will reap great rewards.   
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Payroll 101:
Foundations of Payroll 
Certificate Program
FEBRUARY
24-28 Las Vegas, NV 

MARCH
16-20 Las Vegas, NV 
30-April 3 San Antonio, TX 

Payroll 201:  
Payroll Administration 
Certificate Program
MARCH
2-6 Las Vegas, NV 
9-13 San Antonio, TX 
30-April 3 San Antonio, TX 

APRIL
27- May 1 Las Vegas, NV 

Payroll Practice Essentials 
APRIL
20-22 Arlington/Irving, TX 

Payroll Issues for  
Multi-State Employers 
APRIL
7 Columbus, OH
7 Orlando, FL
8 Atlanta, GA
8 Elk Grove Village, IL
9 Houston, TX 
9 Nashville, TN
14 Boston, MA
15 New York, NY
16 Philadelphia, PA
17 Arlington/Alexandria, VA 

Global Payroll 
Management  
Certificate Program 
APRIL
20-22 Seattle, WA 

FEBRUARY 

6      Unlocking the Mystery of the NEW Form W-4

13    How to Deal With Overpayments 

27    Reduce Payroll Problems With Reconciliations (FREE)

MARCH

12    Nonresident Aliens Require Special Handling 

26    Payroll Record Keeping—What Must We Keep?

APRIL

2      Customer Service: Providing Exceptional Customer 

        Service and Ensuring Compliance (FREE)

9      Third-Party Sick Pay: What Is Really Required for 

        Forms W-2 and 941?

13    Increase Your Chances of Passing APA’s Certification 

        Exams With PayTrain ® (FREE) 

16     APA Bookshelf Tutorial (FREE)

22    Payroll Issues for Multi-State Employers—Segment 1

24    Payroll Issues for Multi-State Employers—Segment 2

24    Payroll Research: Effective and Efficient Research to 

        Keep Your Organization in Compliance (FREE)

29    Payroll Issues for Multi-State Employers—Segment 3

MAY

1      Payroll Issues for Multi-State Employers—Segment 4

27    Paying and Reporting Wages After an Employee Dies 

Webinars  

Go to www.americanpayroll.org/course-conf/webinars/ 

Virtual Classroom
Payroll Practice Essentials

February 19-March 18
March 31-April 28

Intermediate Payroll Concepts
April 1-17

Advanced Payroll Concepts
May 12-June 2

CPP Boot Camp 
May 11-August 31

May 12-September 1
May 13-September 2
May 14-September 3
May 14-September 3

Strategic Payroll Practices 
May 13-June 3

Capital Summit

Go to americanpayroll.org, “Conferences” tab  

(Also read the feature article on page 26)

Omni Shoreham Hotel 
Washington, DC

March 16-17

PROFESSIONAL 
Development
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Share Your  

Success Stories

If you would like to nominate 

someone in your department to 

be featured in PAYTECH’s “Meet 

a Member” column, contact 

Felicia DeInnocentiis at  

feliciad@americanpayroll.org.

Linda Lou Hall

Human Resource Specialist-Payroll
St. Clair County 
Port Huron, Michigan

Compiled by  

Felicia DeInnocentiis,

Editorial Assistant  

of Membership  

Publications for the APA.

Why did you join the APA? Which benefit do you use the most?

I joined the APA to develop advanced payroll knowledge and to gain a network of payroll 

professionals. I also joined to gain access to the APA’s excellent resources. I find that the 

APA ListServ is an invaluable resource. I learn from my peers with every digest. It is an 

excellent tool when you are struggling with a unique situation. It’s beneficial to have a 

massive network of payroll professionals available to share their experiences.

How did you get started in payroll?

I started in payroll purely by accident. I was working as a retirement clerk and the 

payroll position was vacant. They hired an individual who soon found herself quite over 

her head. She left the position. My coworker talked to me about trying it out, and it was a 

perfect fit. I have always been complimented on my attention to details. This has been a 

huge factor to my success in the position.

Are you interested in getting a payroll certification?

I am currently studying for the Certified Payroll Professional (CPP) certification exam, 

and I hope to pass it in 2021 or sooner, if funds are available. Certification is not a 

requirement at my workplace, but I feel it is the obvious next step in my career.

Are there any unique challenges doing payroll for your company?

I administer the payroll for more than 1,000 employees, across 36 departments, and 19 

different bargaining units. No two contracts are alike. You must pay attention to catch 

the differences between units and administer the contracts as written.

What do you love most about your job?

I am always busy. There are many projects I would like to get to that would help 

streamline our payroll process. Having a biweekly pay, my life runs in two-week periods; 

there is no time to get bored. While there is some repetition, every pay cycle holds 

something different. I have found a way to plan my schedule so I have enough time to 

make progress on projects each pay period.

What’s your greatest accomplishment in your payroll career? 

I developed a query to notify all department heads of any of their employees who are 

due a pay increase in the next calendar year. This significantly reduced the number of 

retroactive calculations and payments required.

What do you wish people outside your department knew about payroll?

There are so many details involved in each individual’s pay. Many are out of the control 

of the payroll administrator. I consider each employee as my customer and strive to meet 

their payroll needs.

What advice would you give a payroll rookie?

Pay attention to the details and relax. There is nothing you cannot correct. Figure out 

your worst-case scenario and work to avoid it. And don’t forget to laugh.

What do you do to cope with stress at work?

I find it best to have an outlet of various hobbies and to let my work problems stay at 

work. Sometimes, the responsibility of the job can be overwhelming and you need to 

be realistic about what you have control over. I enjoy reading, gardening, crafting, and 

raising English Springer Spaniels and bantam chickens. I also like to be active in my 

community. I currently serve as the Clerk for the Village of Applegate.

A
Q

MEET A 
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BY LINK ALMON, CPP, AND ROSEMARIE FRAUMENI, CPP

What is the full name of the APA committee? 

The Education Advisory Committee (EAC).

What is the committee’s purpose?

The committee’s purpose is to review current APA courses 

and webinars to determine if any material needs to be added, 

updated, or deleted. We also review and identify the target 

audience in an organization for the given course/webinar along 

with providing the APA marketing team with key words to use 

in emails and brochures. 

How many members are on this committee?  

There are eight of us, and we have some APA education staff 

members who join us in support. Dan Dycus, CPP, APA’s Senior 

Director of Education Services, is our APA liaison.

How often does the committee meet? 

We meet three to four times per year over the spring and 

fall via conference calls.

What are you most proud of about being on  

this committee?

We are proud to be contributing to the continued quality of 

the APA’s training materials/vehicles. Payroll is ever-changing, 

and the training the APA provides needs to stay current.

Why should someone join this committee?

If you like reading and editing course materials, 

come on board! It is an honor to be helping the 

APA determine what education it delivers to payroll 

professionals. Also, the collaboration with fellow 

payroll professionals is very exciting.

Name one important accomplishment this committee 

has tackled.

Recently, we looked at the breakout sessions offered at the 

Annual Congress to determine if any of them should be offered 

as webinars in the future.

What is one item the committee is working on or one 

you would like to see the committee achieve? 

We would like the committee to review the Learning Progression 

Series courses and maybe consolidate a couple of them.

How can a member of the APA join this committee? 

Start by submitting the “Make a Difference Volunteer Form,” 

which can be found on the APA’s website under “Membership” 

and then “Join a Committee,” which lets APA know you want 

to get involved.  

Spotlight on the Education Advisory Committee

Link Almon, CPP, is the HR Operations Advisor at CIGNA 

Corp. He is the Chairperson for the APA’s Education 

Advisory Committee (EAC).     

     Rosemarie Fraumeni, CPP, is Director of Payroll for 

Thrive Skilled Pediatric Care. She is a Vice President 

of the APA’s Board of Directors and is Chair of the 

Certification Item Development Task Force (CIDTF). 

She is also a member of the APA’s EAC, the Government 

Relations Task Force (GRTF) IRS Issues Subcommittee, 

and the National Speakers Bureau (NSB).

COMMITTEE 
Spotlight

Join the Education Advisory 
Committee Today!
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INDUSTRY

News

Workday Announces Intent to Acquire Scout RFP 
Workday, Inc., a provider of enterprise cloud applications for finance and human 

resources, and Scout RFP, a cloud-based platform for strategic sourcing and supplier 

engagement, have signed a definitive agreement under which Workday will acquire 

Scout RFP in an all-cash transaction of approximately $540 

million, subject to adjustments. 

With Scout RFP, Workday will provide organizations a 

comprehensive source-to-pay solution with a best-in-class strategic sourcing offering 

to transform the procurement organization and deliver better business outcomes, 

including reduction in spend, greater policy compliance, and maximized engagement 

across key stakeholders, according to the company. 

“Scout RFP is an industry leader that is loved by procurement teams who 

are undergoing a significant shift to better optimize spend,” said Aneel Bhusri, 

Co-founder and CEO at Workday. “Together, we will deliver a modern source-to-pay 

solution that accelerates our momentum in the spend management market and 

expands how customers can plan, execute, analyze, and extend in one system.” 

Visit www.workday.com for more information. 

Securian Financial Acquires Empyrean Benefit Solutions 
Securian Financial Group, Inc., a provider of insurance, investment, and retirement 

solutions, has signed a definitive agreement to acquire Empyrean Benefit Solutions, 

Inc., a company with a platform for employee benefits enrollment and human 

resources administration. 

Empyrean, which will remain an independently operated 

organization, delivers a single platform for all benefits administration, enrollment, 

education, and communication. Its technology integrates insurance carriers with 

payroll systems and other third-party administrators, helping employees understand 

their benefits, appreciate their value, and make smarter coverage and utilization 

decisions, according to the company. 

“This transaction underscores our commitment to creating exceptional 

experiences for employers and their employees,” said Chris Hilger, Securian 

Financial’s Chairman, President, and CEO. “It is a significant strategic investment 

that complements Securian Financial’s broad lineup of innovative employee benefits 

solutions and opens new growth opportunities for both our customers and us.” 

Visit www.securian.com for more information.

Jack in the Box Uses UltiPro to Drive Efficiency 
Ultimate Software, a global provider of human capital management (HCM) and 

employee experience solutions in the cloud, announced that Jack in the Box, one 

of the United States’ largest hamburger chains, is using UltiPro’s functionality to 

configure the solution to its unique business needs and simplify 

its complex business structure. 

Jack in the Box has approximately 140 corporate locations with more than 

5,000 employees and 2,100 franchise-operated locations in the United States and 

Guam. The company sought an HCM platform that could support the needs of 

restaurant-based employees while delivering the functionality and usability to drive 

organizational performance. 

“UltiPro’s configurable Value Rules Engine lets me define rules within UltiPro 

that will set certain fields based on the entry of other fields, such as organization 

levels and standard hours based on location,” said Nicole Brogdon, HRIS Manager 

at Jack in the Box. “The solution’s support of our specific requirements gives me the 

confidence that we are paying our employees accurately. No other HCM solution we 

looked at had this kind of functionality.” 

Visit www.ultimatesoftware.com for more information.

Go to https://bit.ly/36LdVR9 and share your 

thoughts with us about this issue of PAYTECH. 

You’ll also be able to request information from 

any of the advertisers or about any of the 

products in this issue.

Thank you to PAYTECH’s following supporters:

Think!

Tell Us What

Also, check out the following APA 

products, services in this issue:

DailyPay 

• Back Cover 

Fidelity 

• Inside Front Cover

Paychex, Inc. 

• pg. 7

rapid!  

• pg. 64

Ultimate Software 

• pg. 29

38th Annual Congress 

• Inside Back Cover 

2020 Capital Summit 

• pgs. 26, 45 

Payroll Source Plus® 

• pg. 3 

PAYTECH Reprints 

• pg. 57
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Are Donated Prizes Taxable to Employees?

Sally Hilton, CPP, is a Director of Payroll 

Training for the APA.  

BY SALLY HILTON, CPP

A frequently asked payroll question is the following: My 

company receives many items donated by vendors and local 

businesses for our annual charitable campaign. We’ll raise 

money through a raffle and employees can win these items. 

Must these prizes be included in taxable wages?

Many employers will be surprised to learn that, yes, these 

items are taxable to the recipient even if these items were 

donated or purchased at a significant discount.

An overview on what is taxable: Internal Revenue Code 

§61 defines gross income as “all income from whatever 

source derived, including (but not limited to) compensation 

for services, including fees, commissions, fringe benefits, and 

similar items ….”

The IRS gave us guidance with Treas. Reg. §1.61-1, which 

further explains that “gross income means all income from 

whatever source derived, unless excluded by law. Gross income 

includes income realized in any form. … Income may be realized, 

therefore, in the forms of services, meals, accommodations, 

stock, or other property, as well as in cash.”

This basically translates to: whatever the 

employee receives as part of the employer-employee 

relationship is taxable, unless a law specifically 

excludes the item or benefit. There are no 

exclusions in the law for gifts and prizes, 

unless they qualify as a length-of-service 

award or a safety award. Now that we 

understand these items are taxable, what 

amount should be included in income?

Amount Included in Taxable Income
The amount to include in the employee’s taxable 

income is the amount by which the fair market value 

of the prize exceeds the amount the employee paid 

for the prize, less any amount the law excludes. Here’s  

the formula:

Fair market value (FMV) - Employee 

paid amount (EPA) after taxes - Amount 

excluded by law (AEL) = 

Includable fringe benefit amount 

(IFBA); included in income which 

translates to taxable

Here is an example: An employer receives a 70” flat-screen 

television for free, perhaps through a donation or by using 

points from a corporate credit card. The television will be 

included in a company raffle to raise funds for a local charity. 

Regardless of how the employer obtained the television or 

whether the employer paid for it, this television has a value. 

Therefore, the recipient, an employee, must be taxed on the 

value using the formula above.

The FMV is the amount the employee would pay if he or 

she purchased the exact same model of television on their own. 

This is known as at “an arm’s length transaction.” Let’s say this 

television retails for $750.

If the employee purchased $25 of raffle tickets for this 

television, the taxable value would be $725 ($750 FMV - $25 

EPA - $0 AEL = $725 IFBA), so $725 would need to be added to 

the employee’s taxable income by the end of the year in which 

the prize was received and reported on Form W-2 in Boxes 

1, 3, and 5 as well as Boxes 16 and 18 if applicable. Prizes 

are also subject to unemployment taxes. The employer may 

either gross-up and pay the taxes on behalf of the employee 

or impute the value of the prize, whereas adding $725 of 

non-cash taxable fringe benefits to the employee’s regular 

wages, withholding taxes on the combined amount, then 

subtracting the $725 non-cash fringe.

If the award is provided as a length of service 

or safety achievement award, some or all of 

the award may be excluded from income 

if certain conditions are met. See The 

Payroll Source®, §3.4-2, 

“Awards and Prizes” 

and IRS Publication 

1 5 - B ,  E m p l o y e r ’s 

Tax Guide to Fringe 

Benefits, “Achievement 

Awards” for details.  



Register today!
www.APACongress.com

CONQUER



DailyPay is the only fully compliant, premier provider of on-demand wage 

access. It allows employees to pay bills on time — avoiding overdraft and late 

fees – making them less stressed and more productive. But best of all, with 

so many happy, satisfied employees, you’ll get all the credit and recognition.

Partnering with DailyPay might just be the easiest decision you’ll ever 

make. So take control and get recognized — you deserve it!

No cost to the employer 

Only fully compliant 

solution with wage and 

hour laws in all 50 states

No changes to your payroll 

process, including timing 

of funds, tax withholdings

Visit us today at dailypay.tm/payroll


