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2FA, MFA, GWTP

I took a plethora of program-
ming courses and even tutored in 
a course on computer logic – it was 
the logic of it all that entranced 
me. Especially with binary pro-
gramming, there’s only 1 and 0, 
on and off, right and wrong. It was 
the most sensible thing I had ever 
encountered.

Fast forward to today, I’ve 
written several books on computer 
applications, I use computers in 

my job and my life all day long, I’ve 
thought of myself as being pretty 
savvy about computers. And when 
I see other people getting hacked, 
I assume they made a mistake 
somewhere and that that won’t 
happen to me. And yet, somehow 
I never bothered to set up multiple 
layers of identification in my social 
media accounts.

Then my Facebook Messenger 
account got hacked and it appeared 

that I sent out some sort of crazy 
link to everyone in my contact list. 
Those friends who trusted me to 
only send smart things in Messen-
ger clicked the link and probably 
exposed themselves to potential 
hacking as well.

I know, it wasn’t the login that 
got me, I probably clicked on some 
arbitrary enticing link that sent 
me down the rabbit hole of get-
ting hacked. But once I made the 
erroneous click, my standalone 
password had been bypassed and 
the hacker could get at my mailing 
list. Changing my password after 
the spam messages went out was 
too little too late. I decided in that 
instant (and that’s all it took for 
all of those messages to shoot out 
to my connections) it was time to 
get with the program (GWTP) and 
institute two-factor authentication 
(2FA) on my social media accounts.

Using 2FA or multi-factor 
authentication (MFA) protects 
accounts even when passwords are 

inadvertently disclosed, as we noted 
in an article we published in August  
(www.cpapracticeadvisor.com/ 
21233733).

 Along with a password that con-
tains a unique, non-patterned col-
lection of numbers, upper and lower 
case letters, and symbols, there 
should be a backup system to that 
password with a biometric authen-
tication, a third-party authenticator 
app, a number-generating fob, an 
authenticator display card, or a code 
sent to another device.

Note that the IRS has announced 
that it now requires MFA on all 2021 
online tax preparation products 
(www.cpapracticeadvisor.com/ 
21164984), so it makes sense to get 
accustomed to this more secure 
method of connection, at least until 
the world figures out an alternative 
to passwords or the hackers find 
something better to do with their 
time. #hackedbutbetterbecauseofit

I STUMBLED INTO the world of computers by accident. Having plenty of free time, a friend 

and I decided to take a computer seminar one summer between college semesters, and I 

was hooked. I changed my major (not the first time I had done that), became a computer 

science nerd, and added a minor to my ultimate major in journalism.
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COVID-19 IMPACT ON 
BUSINESSES WORLD-
WIDE
The State of Automation in Finance 
survey found that as a result of the 
COVID-19 pandemic, digital trans-
formation has been accelerated, 
with many businesses forced to 
make changes in order to continue 
operating. Other key findings 
include:
• 44% of businesses said that the 

COVID-19 pandemic had significant 
impact on their ability to process 
invoices, with smaller businesses 
seeing an even larger impact.

• 50% of business leaders estimated 
that it will take at least a year to 
recover from the effects of the 
pandemic, with some respondents 
unsure if recovery will ever happen.

• 76% of accounting and finance lead-
ers have stated that COVID-19 has 
accelerated the digital transforma-
tion of the accounts payable process.

Additional key findings in the 
U.S. include:
• 49% of financial leaders in the 

U.S. were concerned or extremely 
concerned about cash flow during 
the COVID-19 pandemic.

• 25% of U.S. businesses consider 
having better control over day-to-
day financial processes a priority 
post-COVID.

THE CURRENT STATE OF 
AUTOMATION
Though 76% of businesses have 
stated that COVID-19 has acceler-
ated the digitization of the entire 
accounts payable process, results 

from the survey indicate that few 
have made the change.
• Only 18% of finance departments 

have adopted fully automated 
invoice processing.

• Only 23% of companies state that 
they are fully prepared to implement 
electronic invoicing.

• Using their current A/P processing 
system, 66% of companies require 
more than one business day to 
manage all of their vendor invoices.

According to the survey, A/P 
departments spend around 32 hours 
a month managing vendor invoices, 
while 11% of companies currently 
can spend upwards of 100 hours 
managing vendor invoices each 
month.

CURRENT CHALLENGES
As the survey shows, too many busi-
nesses, large and small, continue to 
rely on manual accounts payable 
processes, with more than 20% of 
businesses still using Microsoft 
Excel spreadsheets to process A/P. 
Manual systems also create other 
problems for businesses.
• Time-consuming processes - 35% 

of accounting and finances leaders 
stated that t ime-consuming 
processes were the biggest problem 
that they face when managing 
accounts payable.

• Late payments – Late payments can 
damage credit and impact vendor 
relationships. However, more than 
40% of businesses say that the 
main reason for late payments is 
the inability to adequately validate 
invoices timely.

• Administrative errors – Admin-
istrative errors such as incorrect 
company addresses, missing tax 
numbers, and purchase order 
numbers can often lead to process-
ing delays.

• High volume – Manual processing 
of high volumes of accounts payable 
is time-consuming and can lead to 
delays.

Unfortunately, many businesses 
remain stuck in this cycle, reluctant 
to make the switch to automation 
due to fear that making a change 
will be complex, expensive, and 
require extensive training.

THE BENEFITS OF 
MAKING THE SWITCH
There are a lot of benefits to making 
the switch to automated processes. 
The top five benefits include:
• A reduction of errors
• More financial control
• Cost reduction
• Reducing paper use
• On-time supplier payments

The switch to remote working 
has created a series of challenges 
for business owners. To remain 
profitable and productive, these 
challenges must be addressed in 
the upcoming months and years.

Making the switch to an 

automated, cloud solution also 
eliminates costly hardware require-
ments and maintenance costs while 
allowing day-to-day operations to 
continue without another costly 
interruption.

The survey was commissioned 
by Yooz, a cloud-based purchase-to-
pay automation software company 
that helps accounting and finance 
departments automate the entire 
invoice system from creation right 
through to payment. ‘The State of 
Automation in Finance’ surveyed 
over 1,000 finance and account-
ing decision-makers across eight 
countries, which included the U.S., 
France, UK, Ireland, Spain, Switzer-
land, Luxembourg, and Belgium. 
According to Nimia Amaya, the 
Senior Marketing Director, Americas 
at Yooz, the report helps to highlight 
the need to automate invoices and 
the entire AP process. Businesses of 
all sizes were chosen to participate 
in the survey, with participants 
chosen at random. ■

Mary Girsch-Bock is a freelance 
writer specializing in business 
and technology issues and is the 
author of her first book, several 
HR handbooks, training manu-
als, and other in-house publica-
tions. She can be reached at  
mary.girschbock@cpapracticeadvisor.com

A NEW SURVEY highlights some of the challenges busi-

nesses have faced as a result of the pandemic and what 

changes may help businesses adapt to a new remote 

working model.

By Mary Girsch-Bock 

The State of Automation in Finance
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Automation Solves Payroll Headaches
By Mary Girsch-Bock 

Luckily, most payroll software 
and service providers have made the 
entire payroll process a lot easier than 
it used to be. But even with simpler 
payroll methods available, the payroll 
process remains one of the more com-
plicated processes a business needs to 
deal with regularly.

For example, here are just a few of 
the things that a payroll department 
is tasked with:
• Adding new employees to the payroll, 

including entering base pay, any 
additional pay, direct deposit informa-
tion, and local, state, and federal tax 
deductions

• Paying hourly and salaried employees
• Paying contract workers
• Setting up additional deductions 

such as health and life insurance, 
retirement plan deductions, HSA 
deductions, and any other miscel-
laneous deductions

• Entering and accurately tracking 
available vacation time, sick time, 
comp time, or PTO

• Calculating and entering overtime for 
qualified hourly employees

• Calculating and paying taxes to the 
correct tax authority

• Paying insurance premiums to the 
appropriate vendors

• Entering any salary adjustments
• Removing terminated employees 

from payroll
• Ensuring that all local, state and 

federal labor laws are properly 
adhered to

• Passing out paychecks or paystubs to 
employees

These tasks can be time-
consuming for a small firm with a 
few employees. Imagine processing 
payroll manually for hundreds or 
thousands of employees.

That’s why businesses small and 
large are turning to an outside payroll 
software or service provider to do all 
of the heavy lifting. Designed to make 
life a lot easier for payroll depart-
ments, in many cases, the only thing 
that payroll department employees 
need to do is ensure that hours and 
employee pay amounts are properly 

entered, and run the payroll.
That’s because much of the work 

of the past has been removed from 
the plate of the payroll department 
employee and put squarely on the 
shoulders of the employee. With a 
self-service option offered by most 
major payroll service providers, the 
new employee is now responsible for 
entering personal information, direct 
deposit details, and desired tax deduc-
tions. That same self-service option 
also allows your employees to access 
all of their pay stubs, update personal 
information, and even change their 
tax deductions, all on their own.

Because many of these small 
businesses do not have a human 
resources department, most of these 
payroll services have now added HR 
resources that can be accessed by 
both the employee and payroll staff.

While payroll will always remain 
one of the most scrutinized tasks a 
business undertakes, by using an out-
side payroll provider, you can decrease 
the amount of paperwork that your 
payroll employees normally need 
to tackle each pay period. Another 
benefit of using an automated payroll 
system is that you’ll likely experience 
a reduction in errors, which in turn 
will make your employees much hap-
pier. And by reducing the amount of 
paperwork, you’ll be allowing your 
payroll manager to manage the pro-
cess rather than spend the majority 
of their time correcting errors or 
entering data.

Payroll services come in all shapes 
and sizes, allowing you to make the 
choices that best suit your business. 
There’s never been a better time to 
make the move to an outside payroll 
service. So why not get started today?  
■

IF YOU’VE EVER done payroll for your own business or a 

client’s business, you’ll understand just how stressful the 

process can be. Employees are extremely proprietary about 

their paychecks and will notice the smallest discrepancy.
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While HCM technology helps busi-
nesses hire the right people for the job, 
it doesn’t stop there. HCM also helps 
to optimize the workforce you already 
have in place.

Human capital management 
includes the following:
• Recruitment: HCM starts at the 

beginning, by ensuring that the right 
people are recruited for the right jobs.

• Employee onboarding: Much of the 
ultimate success of an employee can 
be traced back to the onboarding 
process. Was the employee given 
the right tools from the start to be 
successful? That’s one of the things 
that human capital management helps 
to ensure.

• Time and attendance: To pay employ-
ees properly, you’ll need a system that 
employees will quickly adapt to that 
will track time worked properly.

• Payroll: Of course payroll plays 
an important role in HCM. Paying 
employees correctly and on time is 
part of a good management strategy.

• Talent management: If you have 
hundreds or thousands of employees 
to manage, it’s easy to overlook some 
of them. Using talent management 
resources can help to retain your good 
employees while also pinpointing 
those that may need some additional 
assistance.

• Training: Training and talent manage-
ment go together. To be successful, 
employees need to be properly trained. 
Human capital management makes it 
easy to manage all levels of employee 
training from initial orientation to 
management training.

• Benefits: If you offer benefits to your 
employees, you need a way to manage 
them properly. HCM makes it simple to 

offer the benefits that your employees 
desire, and once offered, makes it 
simple to manage them properly.

• Reporting: Is your business doing a 
good job managing its employees? The 
best way to find out is to have access 
to various reports and analytics that 
can point out successes as well as 
areas that may need more attention.

• Compliance: Much of HR and payroll 
requires some level of compliance. 
Using an automated system where all 
employee-related tasks are centralized 
can help keep your firm or business 
compliant.

How can human capital man-
agement technology help your 
organization?

The basis of human 
capital management 
is your employees. 
By using HCM 
technology to prop-
erly manage your 
employees from 
the start, you can 
reap multiple benefits 
including the following:
• Make better hiring decisions:  The 

right employees can mean 
the difference between 
a successful or a 
mediocre business. 
Predictive analytics 
can help your busi-
ness find and retain 
the best employees 
by offering competitive 
salaries and benefits, along 
with other perks that can help 
you not only recruit but retain the 
best talent.

• Optimize employee talent: Why 
commit to hiring the best if you 

don’t also commit to investing in 
those employees by offering growth 
and training opportunities? In turn, 
your employees will feel valued and 
appreciated, which increases employee 
retention rates and promotes both 
loyalty and productivity.

• Encourage growth: By combining 
human capital management tasks 
into a single technology, you can 
streamline recruiting, hiring, onboard-
ing, payroll, and HR into one single 
platform, making it easier to manage 
your employees properly.

• Improve compliance: Employee 
management involves a lot of compli-

ance, including compliance with labor 
laws on a local and federal level, to 
complying with tax withholding and 
remittance. In today’s often conten-
tious climate, business owners must 
also ensure compliance with sexual 
harassment rules, unfair termination 
rules, and other instances where 
non-compliance can prove to be costly.

Human capital management isn’t 
just a buzzword anymore. It’s a highly 
resourceful technology available to all 
businesses who want to invest in their 
employees.  ■
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What is Human Capital Management?
by Mary Girsch-Bock 

HUMAN CAPITAL MANAGEMENT or HCM looks at your 

workforce differently. Instead of classifying employees as 

an expense, HCM views workers as an asset.
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The 2021 CPA Practice Advisor “40 Under 40” Accounting 
Professionals and “20 Under 40” Influencers

The awards recognize 40 accounting profes-
sionals who are under 40 who have emerged as 
future leaders in the profession, and 20 who are 
under 40 and are leading the development of 
technology that serves the profession.

The 40 Under 40 Awards spotlight the top 
practicing public accountants, educators and 

thought leaders who are leading their profes-
sion by visibly and incrementally changing the 
accounting profession through their exemplary 
leadership, their innovative thinking, their collab-
orative efforts to provide unity to the profession 
across the generations, and their community 
outreach which extends the visibility of the 

profession outside the workplace.
The 20 Under 40 Vendor Superstars program 

similarly honors those who are leading the way 
in developing the constantly evolving technology 
and firm processes that allow practitioners to be 
more productive, efficient and profitable, as they 
build practices that will endure and thrive.

“There were more than three times the num-
ber of entries this year over past years, which 
speaks not just to the popularity of the program 

CPA PRACTICE ADVISOR has announced the 2021 members of its “40 Under 

40” and “20 Under 40 Top Influencers” programs.

By Isaac M. O’Bannon, Managing Editor 

Susan C. Allen, CPA. CITP, 
CGMA

Aaron Berson, CPA 

Lindsey Curley, CPA, CGMA

David Almonte, CPA, CGMA 

Rosmarie Brammer, CPA

Marcus Dillon, CPA, CGMA, 
PFS 

Minal Babaria, CPA, CTC

Rachel Byers, CPA, PhD. 

Julian Dozier 

Roslyn H. Banks, EA, MAcc 

Danielle S. Cheek, CPA, CFE, 
CVA

Michael Eckstein, EA 

Michael B. Barton, CPA 

Aaron Clayton, CPA, CGMA, 
CHFP

Zachary Gordon, CPA
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Elizabeth Pittlekow Kittner, 
CPA.CITP, CGMA, DTM

Holly Hawk, CPA, CGMA, 
PhD.

Cassidy Jakovickas, CPA 

Jackie Meyer, CPA, CTS, CCA

Sean Stein Smith, PhD., CPA, 
CMA, CFE, CGMA

Joshua Lance, CPA, CGMA 

Kenneth Healy, CPA 

Caleb L. Jenkins, EA, CQP  

Katelynn Minott, CPA 

Katie Thomas, CPA, MAcc

Megan Lewcyzk, CPA, CMA

Chris Hervochon, CPA, CVA 

Alisha Jernack, CPA  

Kenneth E. Omoruyi, CPA, 
EA, MBT

Jennifer L. Walker, CPA

Matthew Martin, CPA

Kari Hipsak, CPA, CGMA 

Al-Nesha Jones-Holiday, CPA  

Charlene Rhinehart, CPA

Daniel Werner, CPA, PhD. 

Jessica E. McClain, CPA.CITP, 
CISA, PMP, CGFM 

Kathryn Horton, CPA, CMA, 
CIDA, CFE 

Michael Kidd, CPA  

Alexandria Romero, CPA 

Chérie Williams, CPA 
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Justin Adams, MBA - CEO, 
Anduin

Andrew Argue - CPA - CEO, 
Corvee 

Sergio Avalos - Manager, 
PwC 

Kevin Bong - COO, AuditFile Steven Bong - CEO, AuditFile 

20212ONTYU N D E R 4ORTY
but the necessity of recognizing 
accomplishments and achieve-
ments of those who are leading the 
profession into the future,” said CPA 
Practice Advisor’s editor-in-chief 

Gail Perry, CPA.
“There is a high level of diversity 

and determination among those 
whose ideas and voices are shaping 
the directions we all are following. 

Across the board, every one of our 
entries represents someone who is 
not just thinking about the future 
but is stepping forward and making 
significant changes in the account-

ing profession itself and the way in 
which our profession is perceived.”

Nominations for the 2022 
awards will open in March, 2022.

Jin Chang - CEO, Fieldguide

Nicholas Judd, CPA - CEO, 
Leftbrain 

Blake Oliver, CPA - Co-Host, 
Cloud Accounting Podcast  

Evan Croen - MBA, Bloom-
berg Tax & Accounting

Bryan Kesler, CPA - Founder, 
Ultimate CPA Exam Guide 

Shawn Parikh - CEO, 
Entigrity and myCPE 

Christopher D’Ambola, MBA 
- Sr. Director, Workiva

Richard Laviña - CEO, Taxfyle 

Nicholas Pasquarosa - CEO, 
Bookkeeper360  

Alexander Hagerup, BSc - 
CEO, Vic.ai 

Hardik Mehta - Founder, 
Xenett  

Ben Richmond, CA - U.S. 
Country Manager, Xero

Jon Hubbard, MBA - Consul-
tant, Boomer Consulting

Dave Mundy - President, 
AuditDashboard  

Jackeline Velez, MBA -  
Director, Xero 
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 MARKETING YOUR FIRM

HOW TO Create a Lead-Generating 
YouTube Channel  By Becky Livingston 

BENEFITS OF YOUTUBE 
FOR B2B MARKETING
When your video channel is opti-
mized—meaning with keyword-
focused titles and descriptions—you 
can reach a wider audience than with 
traditional marketing efforts.

In addition, video marketing 
helps you strengthen your brand and 
boost search rankings (Google owns 
YouTube).

BEFORE YOU BEGIN
Before jumping on your phone and 
creating video content, consider your 
audience and their pain points. Also, 
consider how often you plan to gener-
ate content. Posting once or twice a 
year isn’t going to give you the boost 
you’re expecting.

For example, if you want to 
increase leads in a real estate 
market, consider the pain points in 
that industry. Then define how you 
can help brokers and agency owners 
relieve those pains. Look at the con-
tent you already have, maybe a blog 
article or two, case study, tip sheet, 
or checklist. Those items become the 
foundation of your video and script if 
you plan to do a voice-over.

A SIMPLE VIDEO 
EXAMPLE
I took high-level information about the 
Child Care Tax Credit and used Canva 
to make a video presentation. Then 
added some music, branding, and a 
call to action. View the sample video 
here (https://youtu.be/1UdgRr-xHyY).

BUILD YOUR CHANNEL
YouTube is unlike any other social 
media platform. It’s more like a 
website, where you’d showcase your 
brand with a profile image, powerful 
banner, video thumbnail, thought-
provoking channel description, and 
keyword-centered playlists.

Once you have a series of videos 
posted, share it with your audi-
ence in other media, such as email 
signatures, newsletters, other social 
media platforms, conferences, and 
advertising campaigns.

KEEP SEARCH IN MIND
With billions of videos uploaded to 
YouTube each day, help people find 
your content organically by focusing 
on channel optimization. Here are 
some tips.

  ■ Choose a URL with your brand 
and business keyword in mind, for 
example, the brand acronym and 
accounting or CPA firm.

  ■ Include keywords in the channel 
profile description

  ■ Identify the country location to assist 
with ad campaign targeting (if you 
plan to monetize by accepting ads) 
and organic search.

  ■ Engage with other brands and 
“favorite” their videos. Also, include 
influencers in your client’s industries 
or high-profile accounting resources.

  ■ Upload content on a schedule, e.g., 
weekly, semi-monthly, or monthly.

  ■ Optimize each video with a keyword 
in the title, description, category, 
and tags.

PROMOTION
But how do you generate 
leads? There are a few 
tricks you can use to 
generate leads, including:

  ■ Cards: Preformatted 
notifications that appear in the top 
right corner of the video. It’s best to 
coordinate it with a call to action 
on the screen, such as contact us 
or learn more. They give the viewer 
an option to click. If they don’t, it 
disappears from their view. Use it 
to link to other videos, playlists, or 
a website.

  ■ End Screens: Direct viewers to 
something next at the end of your 
videos. They appear only in the last 
5-20 seconds of the video. Similar to 
cards, it can direct viewers to other 
videos, a playlist, or website.
See how both options work in the 

YouTube Creator Academy (https://
creatoracademy.youtube.com).

FINAL TIP
One of the best ways to appeal to a 
prospect is with storytelling. It gives 
your brand a chance to become 
humanized, which resonates with 
your clients, eh-hem…humans.

Create videos that tell a story 
about your brand, the firm’s culture, 
its community involvement, and 
staff. Withum does a nice job in their 
annual culture videos (https://www.
withum.com/withums-culture/).

HOW MIGHT YOU HIGH-
LIGHT YOUR STAFF? 
Create a monthly theme and ask for 
volunteers. Here is a year’s worth of 
ideas:

  ■ Tell us about a hobby you have and 
how it helps you in your career.

  ■ Do you have a pet? Be in our highlight 

reel featuring our staff and 
their pets.

  ■ Why do you work in the 
accounting profession—no 
matter your role? We’d love 
to hear from you.

  ■ If you could tell your younger self 
one thing about taxes, what would 
it be? Wrong answers only.

  ■ Seeking QuickBooks Quick Tips – 
What is one QB tip clients will love?

  ■ It’s National Volunteer Day at our 
firm. Where will you be volunteer-
ing? Tell us about it and why you 
chose that organization.

  ■ We’re recruiting new talent. Tell us 
why you joined our firm.

  ■ What do you love most about working 
here?

  ■ What is one thing you wish more 
people knew about the accounting 
profession?

  ■ What do your kids think you do all 
day at work? Let’s ask them.

  ■ What’s your favorite local landmark, 
park, or museum, and why?

  ■ Tell us one piece of money advice you 
would tell your younger self.

LOOKING FOR  
INSPIRATION
Feedspot highlights the top 20 CPA 
YouTube Channels, including how 
often they post; their focus; length of 
time on YouTube; and a contact link. 
Now’s the time to create video that 
will help you generate leads, increase 
brand awareness, influence search 
rankings, and engage prospects. 
What are you waiting for? Lights, 
camera, action! ■

Becky Livingston is the president and 
CEO of Penheel Marketing, a NJ-based 
firm specializing in social media and 
digital marketing for CPAs.

IF YOUR FIRM isn’t leveraging a YouTube channel for its 
brand, you may be missing out. According to HubSpot, in 
2021, “84% of video marketers say video has been effec-
tive for generating leads.”
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FROM THE TRENCHES

CLIENT EXPERIENCE FOR TODAY

LEVERAGING PAYROLL

The temptation was great to 
write about the advances in Cloud 
Accounting. Following the theme 
of this month’s publication with 
products like AccountantsWorld 
Accounting Power, AccountingSuite, 
Acumatica, Dynamics 365, Intuit 
QuickBooks Online, NetSuite, Sage 
Intacct, simPro, Spire Systems, Xero, 
Zoho Books, and others would have 
been easy. Our weekly podcast, The 
Technology Lab, should cover these 
cloud accounting products for the 
moment.

This year provided an opportu-

nity to review over 50 payroll, PEO 
(professional employer organiza-
tion), and HR (human resources) 
products for our K2 courses on 
accounting software, add-ons, and 
reporting tools. Fantastic progress 
has been made, and to quote an old 
advertisement, payroll “is not your 
grandfather’s Cadillac” anymore.

SO, WHY PAYROLL?
Simply put, most of us get paid to 
work. If you are lucky enough to cre-
ate jobs or have a job, you wind up 
with a check once or twice a month, 

whether a draw or paycheck. Our 
pay is a measurement of the value 
we put into businesses. It is the 
great bargain some of us can make, 
trading our daily lives to accomplish 
goals. Peter Vessenes, in his book 
Bumper to Bumper: Building Your 
Multimillion-Dollar Business, explains 
this quite clearly. Bumper to Bumper is 
one of my top recommended books 
of the year in addition to WorkQuake 
by Steve Cadigan. Both can help you 
see the future of business and work 
in this decade including the evolving 
culture of employees. In addition, 

both books can provide insights 
into the Great Retirement and Great 
Resignation that we see in many 
accounting firms and companies.

In effect, our paychecks repre-
sent Capitalism at a very personal 
level. To quote Peter Vessenes, 
“Capitalism is an exchange of goods or 
services wherein all parties in the trade 
believe that the value received is equal to 
or greater than the value offered. In the 
simplest form, Capitalism is noth-
ing more than a barter. Each party 
believes they received something 
that was worth more to them than 
what they offered. The key word in 
this statement is believe. Very suc-
cessful capitalists are very effective 
in persuading their trading partners 
to hold a high value of their goods 
and services.”

Payroll systems allow companies 
to pay their employees conveniently. 
Whether the payroll is run as a self-
serve DIY operation or completely 

SOFTWARE MAKERS ARE trying hard to make a difference. The accelerated change notice-

able in the last two years in accounting software, accounts payable, payment systems, 

human resources, and payroll is astonishing. The same is true for practice management 

and trial balance software, too. As this year completes and the conference season heats 

up, I’m anxious to see the new developments in document management, workflow, tax, 

and audit software. But that will be a topic for a different day.
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outsourced is a point for another 
discussion. However, there are so 
many payroll options, they will not 
all be listed in this article, but rather 
maintained on the K2 websites at the 
cloud section of CPAFirmTechnology.
com or the human resources section 
of AccountingSoftwareWorld.com.

If you are running a Client 
Accounting Services (CAS) practice, 
payroll is one of the essential recur-
ring revenue streams that you can 
create. Consultants that sell prac-
tices note that a firm with recurring 
revenue in a payroll operation can 
obtain 3.5-4.5x revenue during a 
sale, while most firms today are 
doing well to sell at .8-1.25x revenue.

SO, WHAT DO WE 
NEED TO KNOW ABOUT 
PAYROLL SYSTEMS?
Everyone has one. The question is 
how much involvement you want 
in payroll. For the last 30-40 years, 
most CPA firms outsourced payroll 
to ADP, Paychex, or Ceridian. These 
very capable companies built large 
payroll and HR operations on the 
backs of their hard work, software, 
referrals from CPAs, and the efforts 
of their sales and support teams. All 
three are frequently recommended 
and deserve referrals. Each could 
have a column, or a book, written 
about their capabilities.

The most accountant-friendly 
and reasonably priced payroll 
system in the U.S. market is 
AccountantsWorld Payroll Relief. 
This system is only available to 
professional accountants to use 
for their clients. It is never sold 
directly to end-users. The system 
is highly efficient for data entry, 
when required, and it handles the 
entire payroll process end-to-end 
as effectively and efficiently as any 
system in the market.

The ACH capability could be sold 
separately if the AccountantsWorld 
management team was interested 
in capitalizing on the FinTech stock 

boom. But they are focused only on 
helping accounting professionals 
help their clients. As an additional 
benefit, Payroll Relief is one of the 
lowest cost solutions, too. Their 
12-page brochure explains many 
of the features. However, the best 
thing to do is participate in one of 
their 30-minute webinars or request 
a detailed demonstration. As part 
of an evaluation and selection 
process with a client recently, I was 
fortunate to participate in a five hour 
demonstration of Payroll Relief’s 
capabilities including handling 
agricultural clients and 943 forms.

Every question about a feature 
needed was correctly answered 
affirmatively. Larger competitors 
had already proved they could not 
do what was needed by this client. 
While AccountantsWorld is not 
perfect, they work to get things 
right and better every day. Many 
of my clients have converted from 
Intuit payroll in the past year. They 
are more motivated to do so right 
now because of the forced conver-
sion going into 2022 AND the new 
licensing policy that went into effect 
in September 2021.

After reviewing payroll systems 
that could be effectively used with 
QuickBooks, Sage Intacct, Xero, 
and other CAS solutions, the most 
impressive new products were 
OnPay and Rippling. At least 20 good 
payroll products could be used as 
an effective CAS payroll solution, 
but our favorite remained Payroll 
Relief. Even though the K2 websites 
for payroll named earlier are vetted 
options for payroll, this list may help 
get you started on evaluating your 
payroll alternatives:

 ■ AccountantsWorld Payroll Relief
 ■ ADP Full Service Payroll
 ■ ADP HR Services
 ■ ADP RUN
 ■ Apex Human Capital Management
 ■ Ascentis
 ■ Bamboo HR
 ■ EmpowerHR (Fusion 5)

 ■ Gusto
 ■ Ignite InfoBright CD (Columnar 
Database, NuViewHR)

 ■ Insperity
 ■ Intuit Core
 ■ Intuit Elite
 ■ Intuit Premium
 ■ iSolved
 ■ Justworks
 ■ Namely
 ■ OnPay
 ■ Patriot Payroll
 ■ Paychex Enterprise Payroll Services 
and Software

 ■ Paychex Flex
 ■ Paychex HR Solutions and Services
 ■ Paychex SurePayroll
 ■ Paycom
 ■ Paycor
 ■ Payroll Vault
 ■ Rippling
 ■ Sage Business Cloud People
 ■ Thomson Reuters Accounting CS 
Payroll

 ■ Thomson Reuters MyPay Solutions
 ■ Trakstar
 ■ Trinet
 ■ UKG (Kronos) Optimum
 ■ UKG (Kronos) UltiPro
 ■ Wave Payroll
 ■ Workday Human Capital 
Management

 ■ Xero (Gusto)
 ■ Zoho Books Payroll (SurePayroll 
in US)

As noted earlier, each one of 
these products deserves a separate 
column to discuss the features, 
approach, and applicability to your 
client base. Above all, most impor-
tant is your clients’ needs. You see, 
these payroll systems touch your 
clients and their employees directly. 
The payroll portal is the essence of 
their client experience with your 
firm. While you may never have the 
resources or desire to develop a pay-
roll product, the software publisher 
that provides payroll, PEO, and HR 
software focuses on this every day. 
Clients and their employees should 
have a seamless client experience.

AND WHAT SHOULD 
YOUR CLIENT 
EXPERIENCE BE 
WITH YOUR PAYROLL 
OFFERING?
Are you simply trying to get rid of 
payroll since it is essentially an 
annoyance and risky? Or do you 
see payroll as a way to build a deep 
relationship with the client, under-
standing payroll is one of the client's 
larger cost items and most valuable 
resources? Payroll can be a strategic 
asset or an overhead expense for 
you and your clients. Employees of 
clients can be referral sources based 
on their client experience OR they 
could be detractors.

What client experience do you 
want for payroll? Get a paycheck 
efficiently in the great barter of 
capitalism trading labor for money? 
Or do you want to leverage human 
capital as effectively as possible while 
accurately providing compensation, 
compliance with all taxes, and vari-
ous benefits, including healthcare and 
retirement? Wise advisory-thinking 
accounting professionals want 
relationships with their clients and 
their employees, and to not be treated 
as disposable contractors. Would 
you like your professional services 
thought of as an overhead expense 
that needs to be cut at every possible 
turn? Short-cutting your payroll 
service to your clients is throwing 
away an opportunity to leverage your 
relationship.

On the other hand, providing 
relief to payroll headaches could be 
one of your most effective, profitable 
recurring services. Or you can choose 
to have payroll be a commodity that 
is shopped on the open market. Do 
you want to supply a commodity, 
compliance, or advisory service? It 
is your choice. ■
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My Four Favorite Features in QuickBooks 
Desktop and Enterprise 2022   By Laura Madeira    

#1: 

PAY VENDOR BILLS 
ONLINE, AUTO 

ADD TO QUICKBOOKS, 
AND SET UP APPROVAL 
PROCESS
Entering a bill for vendor products 
and services is one of the most 
common accounting transactions 
we record in QuickBooks. With 
QuickBooks Desktop 2022 Plus 
and Enterprise 22.0 or newer, the 
business owner can delegate the 
task of entering these vendor bills 
and still maintain control over the 
company’s cash flow.

In setup, users select their 
very own customized QuickBooks 
email address. Then, they request 
that vendors email their invoices 
to this QuickBooks email address. 
QuickBooks will add the bill using AI 
for review. Once the bill details are 
approved, a copy of the bill will be 
attached to the vendor transaction 
in the QuickBooks Company file.

Employees or vendors can also 
choose to snap a picture of the 
vendor bill from a mobile device. 
This method is useful for those 
companies that may authorize 
purchasing materials on the go, and 
want the financials to be up-to-date 
with expected expenses.

Next, there is no need to print 
and mail paper checks to vendors. 
QuickBooks has partnered with 
Melio to offer the ability to pay your 

vendor bills online. You select the 
payment method: ACH, paper check 
(no fees), or credit card (fees apply). 
Paying vendors online saves time 
and cost over printing and mailing 
the payments.

For QuickBooks Desktop Enter-
prise 22.0, control of vendor pay-
ables includes a new vendor payable 
approval process. The Company file 
admin can define specific approval 
requirements. Here is an example 
of a requirement: When a vendor 
bill’s total is equal to or greater 
than $1,000.00, the bill must be 
approved by the Admin user (or any 
QuickBooks Desktop user assigned) 
before it can be paid.

#2: 

E-COMMERCE 
ADD-ON WITH 

WEBGILITY
Many of us have been waiting for 
this feature because it is perfect 
for QuickBooks Desktop users 
with an online storefront presence. 
Webgility’s platform integrates 
with QuickBooks Desktop to sim-
plify e-commerce management. 
This add-on provides a seamless 
integration with top online stores, 
including Shopify, WooCommerce, 
Big Commerce, Magento, and online 
marketplaces such as eBay, Ama-
zon, and Walmart.com. Your clients 
can easily add new product listings 
and update inventory management 

details to their online channels. 
Included is the flexibility to work 
with a preferred shipping provider, 
with integrations to UPS, FedEx, 
ShipStation, and Stamps.com.

#3: 

64-BIT COMPLIANT 
PROCESSING

QuickBooks Plus 2022 now uses 
64-bit computer processing power, 
which means your clients can 
complete accounting tasks much 
faster. Enhanced computer power 
with 64-bit power is compliant 
with modern operating system 
standards, and will assist in 
maintaining seamless third-party 
integrations by using a preferred 
developer infrastructure.

#4: 

SEND PAYMENT 
URL LINKS TO 

CUSTOMERS FOR PREPAY-
MENT
This is an improvement for clients 
who want to better manage cash 
flow - and it’s simple to use. Clients 
request money from their custom-
ers as a “deposit” for services and/or 
products not yet provided. The URL 
link is emailed to the customer for 
them to process the payment with-

out having to receive an invoice. 
Users can track the payment links 
sent in QuickBooks. When the pay-
ment is received, QuickBooks will 
record the payment as an unapplied 
customer credit in the Accounts 
Receivable account.

These are just four of many 
new features included in the new 
QuickBooks Desktop 2022 product; 
check out all the new features by 
reading more details in this article 
(https://tinyurl.com/2dysmbdd) on 
Firm of the Future.  ■

Laura Madeira is the owner of ACS, Inc., a 
QuickBooks Solution Provider and Reseller 
located in the Greater Dallas area. She has been 
selected to the Top 10 and Top 100 QuickBooks 
ProAdvisors for multiple years. She is one of the 
original members of the Intuit Trainer/Writer 
Network, has been a guest speaker for Intuit for 
many years and was a founding member of the 
Intuit Customer Advisory Council. 

THE NEWLY-RELEASED QUICKBOOKS Desktop Plus 2022 

includes many new and improved features that will help 

your clients manage their business with greater efficiency 

around accounting tasks and cash flow. Here are four of 

my favorite improvements included with the QuickBooks 

Desktop Plus 2022 and Desktop Enterprise 22.0.

The ProAdvisor  
Spotlight is sponsored by
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The Great Resignation:
How to Keep Employees Happy and Prevent Burnout

In July 2021, alone, nearly 4 million 
employees in the United States quit 
their jobs (https://www.bls.gov/news.
release/jolts.nr0.htm). In fact, workers 
are quitting their jobs at the highest 
rates seen since the Bureau of Labor 
Statistics began collecting this data 
in 2000. The mass exodus has since 
been dubbed “The Great Resignation.”

People feel overworked, burnt out, 
and underappreciated. Fortunately, 
there are numerous measures you 
and your firm can take to retain and 
attract high-quality staff—even as 
many other businesses face an influx 
of resignation letters.

IMPROVE 
COMMUNICATION WITH 
ACTIVE LISTENING
Whether your team is in the office or 
working remotely, it’s crucial for staff 
to feel heard and valued by you and 
their coworkers. Having a clear and 
candid conversation is the first step 
to improving communication and, by 
extension, employee retention.

Ask your staff how they feel, what 
they need from you, and anything you 
can do to improve their experience. 
Invite them to confide in leadership 
with any qualms they may have and 
schedule regular catch-ups and chats 
with your team to ask how they are 
doing on a personal level. Your team 
needs to know that you hear their 
concerns.

Conducting stay interviews  
(https://tinyurl.com/na4n7ee2) is a 
great way to check in with your staff 
and signal that they are valuable to 
you and your firm. Meet with them 

to discuss their wants, needs, and 
future plans in-depth. But remember, 
you need to act on what they bring 
up. Nothing kills employee loyalty 
faster than empty words and empty 
promises.

LEAD WITH EMPATHY
As ideas about workspace evolve, lead-
ing your employees with empathy and 
compassion is more important than 
ever. Communication is an effective 
first step to keeping your staff happy, 
but taking action on what your team 
says is the key to creating the best 
work environment for every person 
at your firm.

Have honest and open communi-
cation regarding mental health and 
work-life balance—recognize when 
someone feels burnt out (https://
tinyurl.com/jwkn5nmm), give your 
staff time off if they need a mental 
health break or simply time to 
recharge, and let them know that you 
are listening.

Being communicative and trans-
parent shows employees that you will 
take action on their concerns. It can 
be the difference between keeping 
your top employees and losing them 
to frustrations and burnout.

OFFER FLEXIBILITY
If the pandemic has taught us any-
thing, it is the fact that people don’t 
have to work in an office five days a 
week to do their jobs well. In fact, a lot 
have thrived with the flexibility that 
remote work allows.

While some people look forward to 
going back to the office, many others 

have embraced the flexibility of work-
ing remotely permanently and want 
it to be a part of their new normal. 
Survey your staff individually on their 
preferences: Does your team want to 
go back to the office full-time? Do they 
want fully remote? Or does a hybrid 
schedule work best for them?

The easiest and most appeal-
ing model is to allow your staff the 
flexibility to choose. Flexibility in 
scheduling leads to a happier and 
more loyal team.

CULTIVATE WORK 
CULTURE AND EMPLOYEE 
ENGAGEMENT 
Whether you are back working in the 
office or still 100% remote, cultivat-
ing employee engagement and work 
culture is vital to employee happiness 
and retention.

Many managers underestimate 
the importance of inter-team relation-
ships, and building team camaraderie 
can be challenging, especially when 

remote. Fortunately, even virtually, 
there are many ways to help your staff 
connect with their coworkers: host 
fun events and challenges, celebrate 
birthdays, significant life events, and 
anniversaries, and encourage those 
“water cooler conversations” (https://
tinyurl.com/ye8yvu27) (conversations 
that build rapport but have nothing to 
do with the work at hand).

Maintaining connections and 
conversations outside of the scope 
of assigned work leads to increased 
morale and a shared sense of account-
ability. Culture is always a work in 
progress, but when you’re on the right 
path, it brings your top performers 
together and becomes a competitive 
advantage.

Right now, it may feel like keeping 
employees is tough, but it is possible. 
By improving communication and 
flexibility, practicing empathy, and 
cultivating employee engagement—
you will easily be on your way to pre-
venting your own Great Resignation. ■

MORE THAN ANYTHING, the pandemic brings us face-to-face with our mortality, prompting 

many pandemic-related epiphanies about life, death, family, and work. It puts into focus 

how important it is to balance work and life in a post-COVID world.
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Wage and Hour Audits May Be Coming

Referrals by other federal agency 
or WHD prioritizing a particular 
industry or geographic area also 
account for a small number of audits. 
However, random wage and hour 
audits may soon be in the picture 
again. The Biden administration 
has pledged to aggressively enforce 
workplace laws and regulations. FLSA 
wage and hour violations are among 
the most common employer errors 
in the workplace. Now is the time for 
employers to take the necessary steps 
to ensure their compliance.

The most frequent employer 
mistake that generates the greatest 
liability is the misclassification of 
employees as “exempt” from overtime 
pay under the so-called “white collar” 
exemptions. In order to be exempt, an 
employee must satisfy both a duties 
test and a salary test. Currently the 
salary threshold for exempt status is 
$684 per week ($35,568 annually). The 
required duties vary for the “admin-
istrative,” “professional,” “executive,” 
“highly compensated,” “computer,” 
and “outside sales” exemptions. It is 
the duties requirements rather than 
the salary requirements that gener-
ate most liability to employers, and 
mistakes under the “administrative” 
exemption are most common.

A “bona fide administrative 
employee” must 1) have the primary 
duty of performing office or non-
manual work directly related to the 
management or general business 
operations of the employer or its cus-
tomers, and 2) have a primary duty 
that includes the exercise of discre-
tion and independent judgement with 
respect to matters of significance.

It includes work in such areas 
as finance, budgeting, purchasing, 
marketing, personnel management, 
public relations, legal and regulatory 
compliance, and similar work. Simply 
because an employee performs a 
function that is important to the 
operation and is paid a salary does 
not provide exempt status. The 
duties must be related to running 
the business and include discretion-
ary decisions on significant business 
matters. If an employee merely 
applies standard procedures without 
exercising discretion on matters 
of importance, the employee is not 
exempt no matter how important 
the duties. Payroll clerks, accounts 
receivable, bookkeepers, and similar 
business-related jobs typically don’t 
exercise sufficient discretion and 
independent judgement.

Misclassification involving the 
other exemptions arise less frequently 
because the required duties are 
more straight-forward leaving less 
uncertainty about their application. 
A “bona fide executive” must man-
age the enterprise or a recognized 
department thereof, regularly direct 
two or more employees, and have the 
authority to hire and fire or effectively 
recommend such action.

Cases have arisen where an 
employee’s duties include some 
manual or production work, such as 
stocking shelves. If the employee’s 
primary duty (50% of their time) is 
managerial work, the exemption 
applies. Additionally, while the duties 
for the “outside sales” exemption are 
clear, engaging in sales activity away 
from the employer’s place of business, 

it is not uncommon for employers to 
treat inside sales staff as exempt. That 
would be a classic case of misclas-
sification and would entitle those 
misclassified employees to overtime 
pay for each week they worked more 
than 40 hours, as well as liquidated 
(double) damages.

Another type of wage and hour 
complaint that has increased recently 
is off-the-clock work. These claims 
often involve work-related duties that 
were performed before punching in or 
after punching out, such as donning/
doffing, gathering supplies, or com-
pleting paperwork after punching out. 
Under the Portal-to-Portal act, certain 
preliminary and postliminary activi-
ties are not considered compensable 
time.

To be considered paid time, the 
activities must be an integral part of 
and essential to the employee’s prin-
cipal activities. Preparing equipment 
necessary to complete the principal 
work duties is generally compensable 
time. Transporting tools and equip-
ment may be paid time depending 
upon the circumstances. Attending 
employer-mandated meetings or 
training is usually considered to be 
compensable time. Shift-change 
activities such as roll-calls or instruc-
tion meetings have also generally 
been found to be compensable.

One that has arisen with some fre-
quency was the time spent in security 
screenings. In 2014 the U.S. Supreme 
Court ruled that such screenings 
were not compensable because they 
were neither a principal activity nor 
integral and indispensable to the work 
performed by the employees. Under 

some state laws, such as California, 
time spent waiting to go through 
screening is compensable.

Off-the-clock work claims have 
arisen in “white collar” settings as 
well. The potential for such claims 
may be greater in the white collar 
setting. It is not uncommon for 
employees to receive and respond to 
e-mails or texts after they have left 
work, sometimes well into the eve-
ning and on weekends. No issue exists 
where exempt employees engage in 
such activity.

However, when non-exempt 
employees do so after or before work-
ing hours, it is compensable time. This 
type of unpaid compensable time can 
lead to backpay owed going back two 
or three years. Particularly with the 
constant access to email through cell 
phones, this activity may take some 
effort to control.

One measure to consider to limit 
off-the-clock claims is posting a 
clear policy that off-the-clock work 
is prohibited and overtime requires 
preapproval from a supervisor. While 
an employer would still be obligated 
to pay an employee who violates 
this policy, it could discipline the 
employee for the violation.

It is not clear when employers 
may begin to see the aggressive 
enforcement of workplace laws from 
the Biden administration. However, 
by taking the time now to carefully 
review pay practices and related 
procedures, employers may be able 
to avoid at least those wage and hour 
violations that are the most frequent 
to arise. ■

IN THE PAST, the Department of Labor Wage and Hour Division (WHD) would commonly 

randomly select employers for compliance audits with the provisions of the Fair Labor 

Standards Act (FLSA). Random audits have all but ended for a variety of reasons. In 

recent years, virtually all WHD investigations have resulted from employee complaints.
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THE MILLENNIAL ADVISOR

Go For It! 

Today, one of those decisions 
revolves around if we should revert 
back to being full-time in the office 
or commit to our move to virtual 
offices we all took part in over the 
past eighteen months. Luckily for 
all of us, we can stop being stuck 
in the middle, taking the example 
of PWC, which recently announced 
(https://tinyurl.com/s4f2mf4) that 
it will allow all of its client facing 
employees to work virtually going 
forward.

As we have learned in the past, 
the trends set by the Big Four always 
move downward to the rest of the 
profession and with this, we have 
all been given permission to follow 
PWC’s lead and finally acknowledge 
that remote work is here to stay. 

Frankly this acknowledgement is 
long overdue and I am excited that 
the profession can move forward in 
this direction.

PWC’s press release stated a 
major driving force behind this move 
was to attract and retain talent. We 
are all well aware that before we ever 
heard the term COVID-19 attracting 
and retaining talent was a major 
hurdle our industry faced from firms 
large and small. As this change in 
policy by PWC shows, the drive for 
talent is making a major impact on 
our profession. No longer can firms 
afford to wait to make changes, to 
move forward, to innovate. No, the 
harsh realization is that if they don’t 
make these changes now, they may 
not have enough people to get the 

work done has come crashing down 
on firms.

In a profession where we often 
struggle to change, we should take 
a moment and acknowledge that, 
for most of us, we did an amazing 
job making remarkable change as 
we shifted to deal with COVID-19 
and the chaos it brought. We found 
that when forced, we could adapt, 
learn, grow, and still survive. This 
is a large accomplishment for a 
profession where many would still 
be using rotary phones if they could.

Take a moment now while read-
ing this and then take a moment 
inside your organization to acknowl-
edge what has been accomplished, 
it is impressive and deserves to 
be recognized and celebrated. We 

love to cling to the past more than 
most, but when we faced immediate 
challenges we were able to rise to 
the occasion.

Our success in dealing with 
COVID-19, should give all of us the 
confidence we need to move forward 
and commit to remote work. Because 
despite all the chaos in the past 18 
months, one thing that didn’t hap-
pen was firms failing to complete 
tax returns because they worked 
remotely.

That is right, many organization 
leaders feared that if they went 
remote the office would come to a 
halt. But guess what? Things still got 
done and we were given a glimpse 
into the future. After all, remote 
work is no longer a scary term that is 
unimaginable. We have done it and 
lived it and now it is time embrace it.

Thanks to PWC, we now have 
permission. The decision has been 
made for us.

We are no longer that desperate 
man Aristotle wrote about stuck 
between food and water, paralyzed 
to pick one over the other. Remote 
work is the path forward; it is time 
for you to commit. The good thing 
about that is that this magazine 
alone has published countless amaz-
ing articles that can guide you on 
this journey. You are not starting 
from scratch. The methods, tips, and 
tricks are all known at this point, we 
are just waiting on you to start.  ■

WE CAN ALL relate to the stress of trying to decide between two different choices, unable 
to make a decision. Aristotle first wrote about this challenge way back in 350BC. Aristotle 
said that a man equally hungry and thirsty placed equally between water and food, would 
remained fixed in the middle unable to decide to go for the water or the food. Aristotle’s 
wisdom is still seen today as we are all faced with decisions we simply cannot make.
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HIRING REMOTELY? 
Here’s What You Need to Know

With this trend set to continue, 
hiring managers in finance and 
accounting are finding advantages 
and fine-tuning the process — and 
establishing de facto best practices. 

EMBRACING CHANGE
Switching to fully remote hiring may 
seem daunting, but there are big 
benefits to making the leap:

 ■ A bigger talent pool — The move to 
virtual teams means businesses are no 
longer restricted geographically. This 
opens up a wider candidate pool with 
access to specialized or hard-to-find 
skills across the country or world.

 ■ Increased automation — HR tools are 
helping streamline recruitment, from 
evaluating resumes to onboarding. 
Many firms now use AI-powered hiring 
to shortlist candidates, along with 
applicant tracking systems to instantly 
access candidate info.

OVERCOMING CHALLENGES
With these advantages to remote hir-
ing also come a few pain points. Here 
are 11 tips on how to overcome them:

 ■ Adjust your advertising approach. 
With job fairs and networking events 
canceled for the foreseeable future, 
the nature of advertising open jobs 
has changed. Recruiters are focusing 
efforts on social media platforms, 
online job boards and job portals to 
access finance and accounting talent.

 ■ Use specific job titles. You want the 
role to sound interesting and dynamic, 
but it’s best to stick to traditional titles 
that candidates will actually type 
into search fields. Advertising for an 

“Accountancy Wizard” or “Rockstar 
Excel Champion” is meaningless 
outside your office — and unlikely to 
rank well in search results.

 ■ Include remote-related keywords. If 
you want to interview candidates for 
a remote-only position, make your 
wording clear. Use commonly searched 
terms, such as “work at home,” 
“remote,” “virtual” and “flexible” to 
ensure your listing appears in searches 
by candidates looking for remote 
roles. And be explicit about what 
remote and flexible actually mean. 
Are employees required to attend 
occasional in-person meetings? Can 
they implement windowed working 
hours when logged in from home? 
Will the position eventually change 
to being in-office?

 ■ Be transparent. Being upfront about 
what the job involves is even more vital 
when the role is remote. As well as list-
ing desired CPA qualifications, the job 
specification should describe a typical 
workday and be forthcoming about any 
remote-related challenges. Not only 
does this set realistic expectations 
about the role, but you’re more likely to 
attract the right candidates and avoid 
a deluge of unsuitable applications.

 ■ Imagine your ideal candidate. This is 
a good place to start when recruiting, 
especially if you won’t be meeting 
candidates in person. If you believe a 
certain personality type would work 
best for a remote position, include that 
in your listing. To narrow down your 
shortlist, ask candidates to take an 
online assessment or behavioral test 
as part of your initial process.

 ■ Focus on soft skills. Hiring for a virtual 
team means looking beyond vocational 
expertise. Candidates must also have 
the skills needed to excel at working 
remotely. These might include great 
communication, time-management, 
self-discipline and accountability. 
Plus, an analyst who can’t present 
data effectively on-screen or a public 
accountant unable to strike a virtual 
rapport with clients will struggle to 
do their job effectively using remote 
working tools.

 ■ Emphasize company culture. Evaluat-
ing candidates for the ability to mesh 
with and even energize your existing 
team can be challenging face to face, 
let alone when the interaction is vir-
tual. Start by identifying your company 
values, and translate these ideas into 
assessments or interview questions 
that you can score candidates on. 
For instance, if one of your values is 
“always be learning,” ask candidates 
to tell you what they’ve learned 
professionally over the past year.

 ■ Offer fair compensation. The hiring 
pool may have grown during the 
pandemic, but salaries are expected 
to remain stable, according to research 
from the 2021 Robert Half Salary 
Guide for Accounting and Finance 
Professionals. For example, despite 
challenging economic conditions, 
CPAs are in high demand to help firms 
stay afloat. Organizations that hope 
to attract top talent should expect 
to pay competitive wages for people 
with business-critical skills such as 
forecasting, analysis and auditing. 

 ■ Consider a trial period. Even once 
you’ve found the right candidate, it’s 
still hard to know how well that person 
will perform. Rather than extending 
a firm offer, many CFOs and hiring 
managers have a policy of offering 
contracts or trials of 30-90 days when 
hiring remote workers. This should 
be long enough to reveal any issues 
without negatively affecting morale.

 ■ Virtual onboarding is vital. Ensure new 
hires have access to the equipment 
and resources they need before their 
first day, including accounts, tools and 
software. Send a welcome package, 
arrange virtual “meet the team” 
sessions with groups and individual 
coworkers, and make sure recruits 
know your virtual door is always open.

 ■ Stay flexible for the future. Even when 
the pandemic subsides, it’s likely that 
remote hiring will continue to some 
extent as companies realize the value 
of the widened talent pool and other 
factors. And flexibility is key, as well. 
During times of uncertainty, firms 
must be agile and ready to adapt to a 
changing business landscape. Finance 
leaders are turning to an adjustable 
staffing mix of interim and full-time 
professionals so they can push forward 
with high-priority projects while 
meeting routine needs.

Nobody knows how long the pan-
demic will last or what will happen 
next. But firms that have been able to 
update their hiring processes, harness 
the full potential of their remote work-
force and create meaningful, lasting 
change can position themselves to 
emerge from the crisis more resilient 
and competitive than ever.  ■

BEFORE 2020, REMOTE hiring was nearly foreign in finance and accounting fields. In-person interviews 
and meetings — getting face time — was ingrained in the business culture. Then a global pandemic 
hit. Firms that wanted to stay operational had to shift many aspects of their operations — including 
recruitment — to adapt to the new normal. And some did so with remarkable speed and agility. 
Research by global staffing firm Robert Half reveals more than half (53%) of organizations have hired 
new staff remotely since the pandemic began.
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Will the 2022 Income Tax Season 
be Normal?

Not likely. In addition to lasting 
health concerns, a number of new 
tax law provisions will create com-
plications for some filers, as well as 
potential pitfalls to avoid. What’s 
more, prospects are brightening for 
year-end tax legislation that could 
have a significant impact. Let’s call it 
the “new normal.”

Start with the scheduled tax-filing 
deadline of April 15, 2022, for individu-
als to file tax returns for the 2021 tax 
year. During the 2020 tax season, the 
IRS pushed back the tax return filing 
due date until July because of the 
COVID pandemic. In 2021 the deadline 
was pushed back to May. The IRS isn’t 
expected to change the deadline for 
2022, barring any unforeseen cir-
cumstances. At least that should be 
business as usual.

But consider some of the tax 
changes in the American Rescue Plan 
Act (ARPA) that went into effect in 
2021. These could result in out-of-the-
ordinary situations for clients. Here are 
a few common examples.

Economic Impact Payments: The 
third round of Economic Impact Pay-
ments (EIPs) began going out in March. 
The maximum EIP of $1,400, plus 
payments for qualified dependents, 

isn’t subject to federal income tax. 
However, clients may have received 
less than they are entitled to and, 
therefore, are eligible for a credit on 
their 2021 return.

Child Tax Credit: ARPA enhanced 
the Child Tax Credit (CTC) by raising 
the maximum CTC to $3,000 ($3,600 
for children under age six), making the 
credit fully refundable and authorizing 
advance payments of the credit. The 
IRS began issuing advance CTC pay-
ments in July. This must be factored 
into 2021 tax returns and could cause 
tax return headaches. Clients should 
be informed that their tax refund may 
be smaller than they expected due to 
advance CTC payments.

Dependent care credits: Under 
ARPA, the maximum dependent care 
credit for 2021 is increased for taxpay-
ers with an adjusted gross income of 
$125,000 or less to $4,000 for one child; 
$8,000 for two or more children (up 
from $600 and $1,200, respectively). 
In addition, the credit is made fully 
refundable. Ensure that your clients 
are reaping the maximum tax rewards 
on their 2021 returns.

Unemployment benefits: The 
new law also provides a unique tax 
break for some workers who who lost 

their jobs in 2020. In brief, the first 
$10,200 of unemployment benefits is 
exempt from tax if your AGI was below 
$150,000. But many taxpayers have 
missed this tax break, so review your 
clients’ situations carefully.

COBRA subsidies: Generally, 
employees who leave a company may 
elect to continue health insurance 
coverage for a specified time (usually, 
up to 18 months) under the Consoli-
dated Omnibus Budget Reconciliation 
Act (COBRA). But the employees must 
pay the tab (plus a standard 2% 
administrative fee). Fortunately, ARPA 
creates a 100% subsidy for COBRA pre-
miums spanning April 1, 2021 through 
September 30, 2021. These payments 
are completely tax-free to those that 
benefit. Note: Employers may recoup 
their costs through a payroll tax credit.

Net result: This is shaping up as 
another challenging tax return season 
for taxpayers and tax return preparers 
alike. Plus, drums are beating louder 
in Washington for tax increases that 
might be enacted before the end of the 
year. Don’t think that things are back 
to “normal” quite yet. ■

Ken Berry, J.D. is a tax attorney in Washing-
ton, D.C. and is the senior tax correspondent 
for CPA Practice Advisor. 

THE UPCOMING 2022 tax return 

season for filing 2021 returns 

will be the third one since the 

COVID-19 pandemic hit in early 2020. If 

you’re like many tax practitioners, your staffers are 

returning to the business premises, or have already returned, 

as much of the country resumes regular business activities. 

So will the 2022 tax filing season be normal?

By Ken Berry, J.D. 



Accountants are our strongest partners, and 
thanks to feedback from advisors like you, we’ve 
introduced new features to our suite of payroll 
services. These include flexible setup and employee 
self-onboarding, aggregated insights, payroll 
certification and more. We’re excited to continue to 
add more features to build the best payroll solution 
for you and your clients’ growing needs.

Over the past year, our teams have released new 
features based on our accountant customers needs 
and feedback, including:

Improved flexibility and control. A new stand-alone 
QuickBooks® Online Payroll option for firm-billed 
clients will allow you to add QuickBooks Online 
Payroll for clients without a QuickBooks Online 
subscription. In the past, we bundled some of our 
products to offer you the best value and make 
your workflow easier. But we heard from you that 
it can be challenging to expand your services if a 
QuickBooks Online subscription is required. With 
this new payroll only subscription, you’ll have the 
flexibility to accept new clients who might only 
need payroll services with the benefit of managing 
payroll on QuickBooks Online Accountant without a 
QuickBooks Online subscription.

More automation. We have improved Auto Payroll 
by allowing clients to have the flexibility to choose 
which employees should be paid automatically 
and on which pay schedule. Our new Auto Payroll 
workflow now supports multiple pay schedules and 
includes an employee selection table where clients 
can see and manage Auto Payroll details, such as 
eligibility and enrollment, at the employee level.

Aggregated insights. The new payroll insights 
dashboard shows all of your clients’ payroll status 
on one screen, so you can stay on top of the payroll 

services you provide, or be proactive on important 
matters impacting your clients if they are processing 
their own payroll.

Access to HR and benefits. Packed inside 
QuickBooks Online Payroll, you and your clients 
now have access to affordable Guideline 401(k) 
retirement plans through Guideline, HR services 
through Mineral, health benefits through 
SimplyInsured, and workers’ compensation through 
AP Intego.

How can I learn more?
Sign up for a free QuickBooks Online Accountant 
account and check out the QuickBooks Online 
Payroll training, available for free, anytime, in your 
QuickBooks Online Accountant ProAdvisor training 
portal. More advanced accounting pros can get 
payroll certified through the all new QuickBooks 
Online Payroll Certification! Prefer to learn live? We 
have a two-part webinar series covering the same 
content that’s running each month. Find the next 
live events at QuickBooks Accountant University.

Accountants have also told us that they often 
learn best by doing. As a ProAdvisor benefit, you’ll 
have access to QuickBooks Online Payroll Elite for 
free through QuickBooks Online Accountant. We 
encourage you to take advantage of this benefit for 
your firm’s payroll, and get first-hand experience 
to support your clients. Your free Elite subscription 
also comes with Tax Penalty Protection that provides 
more support and peace of mind so you can 
confidently run payroll for your employees.

We’re excited to serve you through our connected 
ecosystem and help your business grow with all that 
QuickBooks Online Payroll has to offer.
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5 COVID-19 Impacts on Internal  
Audit That Are Here to Stay
A NEW SURVEY by AuditBoard shows what chief audit executives (CAEs) 

think the long-term impacts of COVID-19 will be on their operations and 

the profession at large. AuditBoard is a cloud-based platform transform-

ing how enterprises manage risk.

By Isaac M. O’Bannon, Managing Editor

The use of technology will 
be more critical to conducting 

internal audits in the future.

Audit teams will be more 
focused on innovative means 

to gather and analyze evidence as 
part of internal audit processes. 

Most face-to-face meetings 
will be replaced with virtual 

meetings using video streaming 
technology. 

Internal audit teams will 
focus more on emerging 

risks and their possible impacts 
on the company. 

Internal audit teams will 
likely not return to traditional 

workplaces, but will work 
remotely all or part of the time. 

The survey uncovered five key trends respon-
dents believe will have long-term impacts on 
internal audit teams, including: the continued 
increased use of technology to conduct audits, 
employing innovative means of gathering and 
analyzing evidence, greater reliance on tech-
nology for basic communication, a continuous 
approach to assessing risks, and the hybrid 
workplace model. Key findings include:

For a profession that has traditionally 
relied on face-to-face meetings and access 
to physical evidence, mandatory lockdowns 
necessitated the greater use of technology to 
continue working. In particular, cloud-based 
platforms that were designed to not only facili-
tate remote collaboration, but also automate 
workflows across the three lines, were success-
ful in streamlining and facilitating the actions 
of multiple stakeholders to reach common, 
intersecting goals. Going forward, CAEs believe 
the use of technology will continue to play an 
important role in internal audit processes, with 
91% of CAEs agreeing with this statement, 
including 34% strongly agreeing.

The creative solutions audit teams 
deployed in the process of working around 
lockdown limitations produced new efficien-
cies — as well as new methods — for evidence 
gathering. With 83% of surveyed CAEs 
agreeing with this statement, including 34% 

who strongly agreed, it’s clear that CAEs are 
embracing nontraditional ways of working. 
Among the innovative uses of technology 
that have proven effective in the past year 
have been the use of drones, reliance on pre-
positioned security camera video feeds, and 
video documentation by smart phones and 
other devices. Chief audit executives have 
reported that the use of drones to document 
the physical existence of assets or control 
effectiveness has provided sufficient evidence 
more efficiently than even traditional means.

By all accounts, audit, risk, and 
compliance professionals have embraced 

video platforms not only for meetings between 
members of the internal audit staff, but also 
for meetings and other face-to-face interaction 
throughout the audit process and communi-
cations with key stakeholders. Based on the 
survey responses—72% of CAEs agreed with 
this statement, including 26.3% who strongly 
agreed—CAEs believe their teams will likely 
continue to rely heavily on technology-
facilitated meetings as a more efficient means 
of communication.

The pandemic has proven beyond 
doubt that the dynamic nature and velocity 

of risks must be an overarching consideration 
for internal auditors and other risk profession-
als. The fact that 72% of CAEs agreed with 

this statement, including 25.7% who strongly 
agreed, speaks to the importance of auditing 
at the speed of risk. Now, there must be a 
continuous component to assessing risks, 
not only in performing risk assessments with 
greater frequency, but in the methodologies 
and technologies used to create a continuously 
monitoring risk function.

The COVID-19 experience has demon-
strated loud and clear that the internal audit 
workplace of the future does not need to be 
exclusively in a traditional office setting. 
Based on the survey responses—68% of CAEs 
agreed with this statement, including 35% 
who strongly agreed—it would appear that a 
strong majority of CAEs will embrace flexible 
workplace arrangements in the future. This 
may prove particularly true in markets where 
internal audit talent (especially expertise in 
specialized risks) is in short supply.

“In many ways the COVID-19 pandemic has 
been the most disruptive event in the history of 
the internal audit profession. Without question, 
the events of the past 18 months have triggered 
fundamental changes in how audit, risk and 
compliance professionals undertake their 
responsibilities—from how we communicate 
with our teams and other stakeholders to our 
day-to-day processes,” said Richard Chambers, 
senior internal audit advisor at Auditboard. 

“It’s clear the internal audit profession is 
evolving to be more flexible, innovative and 
productive, leveraging technology to stay resil-
ient in an environment where risk priorities 
can shift overnight.” ■
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BRIDGING THE GAP

According to Thomson Reuters, 
85% of consumers conduct online 
research before making a purchase 
— 60% when looking at accounting 
services alone. If your firm’s mar-
keting plan doesn’t adapt to the 
digital world, you’re missing out on 
major growth opportunities.

Here are a few ideas to help you 
get started.

CREATE A CLIENT-
CENTRIC WEBSITE
CPA firm websites tend to fall into 
one of two extremes: bare-bones 
sites with little more than contact 
information, or overloaded sites 
with more information than any 
prospective client needs, wants or 
can navigate with ease.

Work with a web designer, 
developer and your marketing team 

to create a website with an 
attractive layout and mobile-
friendly design. Make sure 

current and prospec-
tive clients can 
easily find the 

i n f o r m a t i o n 
they’re look-
ing for and 

schedule an 
a p p o i n t -
ment.

BECOME 
A TRUSTED 

GUIDE
Search engine optimization 

(SEO) is a powerful marketing 
tool. Before potential clients decide 
to engage your firm, they research 
your business online. This research 
helps validate their decision to work 
with you, so create valuable content 
and share it across your website 
and social media channels. This 
improves SEO and establishes your 
people as trusted guides who help 

their clients reach their goals.
Unfortunately, few busy pro-

fessionals have the time to create 
valuable content regularly. The good 
news is you don’t have to do it alone. 
Hire a writer, work with a freelancer 
or partner with a company that 
can help you create fresh, original 
content each month.

Avoid using a newsletter service 
that provides the same stale articles 
to every firm. Sharing the same 
content as everyone else actually 
harms your SEO efforts and doesn’t 
do anything to help establish your 
expertise.

LEVERAGE SOCIAL 
MEDIA
According to Hootsuite, 44.8% of 
the world’s 4.2 billion social media 
users use social media to search for 
brand information.

Investing in social media mar-
keting and managing your social 
media accounts effectively allows 
you to engage with clients and 
prospects and build social proof.

In a marketing context, social 
proof is evidence that other people 
know and trust your brand and 
have purchased and found value 
in the services you offer. You build 
social proof when you engage with 
social media followers and share 
client testimonials and other valu-
able content on your social media 
channels.

CREATE AUTOMATED 
EMAIL MARKETING 
CAMPAIGNS
Email marketing is an effective way 
to make existing clients aware of 
other services you offer and gener-
ate leads from your website.

Integrate lead magnets and 
drip campaigns into your digital 
marketing strategy. Lead magnets 
encourage website visitors to sub-
scribe to your email list in exchange 
for a valuable piece of content, like 
white papers or checklists. Drip 
campaigns are a triggered sequence 
of automated emails sent on a 
predetermined schedule to target 
email subscribers. And according 
to Martech Zone, an effective drip 
campaign can generate 80% more 
sales than a single marketing email.

An email marketing platform 
can automate your email campaigns 
and analyze results to help you 
track the success of your efforts.

Digital marketing isn’t a dif-
ferentiator — it’s a foundational 
pillar for any successful firm in 
today’s increasingly digital world. 
Incorporate these digital marketing 
tactics in your firm to become a 
trusted authority in the profession. 
As with any initiative, it takes time. 
But stay the course, and you will 
find many more opportunities with 
clients in need of accounting, tax 
and advisory services. ■

WE LIVE IN a digital world. And yet, the marketing plans of many accounting firms are still 

analog. They spend thousands of dollars on printed brochures and rely on referrals and 

word of mouth to scale and grow. Those methods have certainly been effective in the past. 

But what got you to where you are now won’t necessarily get you to where you want to 

go in the future.

Marketing for the Modern 
Accounting Firm
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