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THE INDISPENSABLE 

HR OUTSOURCING 

BUYER’S GUIDE

The decision to move to an outsourced HR solution 

for your company requires a great deal of thought and 

due diligence. It’s not a decision to be made quickly or 

lightly.

Your team is your business, and in this market an 

employee-focused company will benefit tremendously 

from great HR. 
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With “The Indispensable HR 
Outsourcing Buyer’s Guide”  
you will learn:
• What areas of HR can even be outsourced?

• What options are out there for my sized business?

• How can an outsourced solution get to know my team?

• What skills, knowledge and attributes should the HR 

outsourcing team have?

• Can the provider be flexible to adjust to my specific needs or 

is that unreasonable? 

Most importantly, you will learn how to make an 

informed decision – and choose the best option to 

simplify your life and move your workplace forward.

Let’s begin!
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What areas of HR can even 
be outsourced?

HR encompasses a great deal more than many 

small businesses realize. Too often, organizations get 

in a routine of handling HR the same way month 

after month and year after year. They’re missing out 

on things that could make a real difference for their 

employees and workplace.

Take a look at our list of areas that can be 

outsourced. (Hint: It’s pretty much everything.)

Ongoing services such as:
• Employee support - questions, problems, overall support

• Management support and advice - Leadership questions; 

improving employee performance; updates on federal, state 

and local regulations; or a sympathetic ear to help you blow 

off some steam

• Regulatory support and documentation for the company

• Finding candidates, screening, interviewing, background 

checking - basically all of it! 

• Administration and management of:

—Payroll - along with your payroll company

 —Benefits - along with your brokers

—Workers compensation

—Unemployment

• Attracting applicants and becoming a best place to work

• Employee retention 

And then there are so 
many HR projects that an 
outsourcing partner can 
handle such as: 
• Performance management strategies and implementation

• HR department start-up or update

• HR audit

• Employee handbook updates or creation

• Job descriptions updates or creation

• Compensation management or research

• Employee surveys

• Training

• Planning employee events 

It’s very common for businesses to start outsourcing 

one or two aspects of their HR such as hiring or payroll 

administration before realizing that they can reduce 

stress and improve the workplace by adding other HR 

functions.

In the end, the outsourcing relationship should 

reflect the needs of the company. The right HR 

outsourcing relationship is the one that’s right for you. 

That relationship can take many forms, which leads us 

to our next topic.
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What options are out there 
for my sized organization?

Lots of companies offer some version of outsourced 

HR assistance. But there are different models that 

offer very different levels and types of service. It can be 

confusing because so many of the services sound  

the same.

There are differences that you 

should be aware of so you can 

find the best fit for you. Let’s  

start by looking at the most 

common models.

HR Consultants
HR consultants offer 

instruction or consultation, 

guiding you on how to set up 

your own HR services. They 

advise; it’s usually up to you to 

do the work. Typically, you rely 

on one person as your consultant 

and are invoiced a flat hourly rate, no matter the level 

of work that they perform. If the consultant has other 

team members, they’re usually other consultants, 

not people who will take HR tasks off your desk. HR 

consultants generally know a lot about one particular 

area of HR (a specialist) or they know a little about a 

lot of areas (more of a generalist). 

Benefits/Payroll Providers
These providers offer core payroll and/or benefits 

services as a one stop-shop concept. As an extra 

incentive (and often at an extra cost), they may provide 

some basic HR tools such as a hotline, consultations, 

or cloud-based platforms for record keeping. If you 

use the tools they provide, you lose access to them if 

you change the payroll or benefits provider. The big 

payroll companies often limit their HR offerings as 

their model is for them to employ a small HR staff to 

serve hundreds of clients, which can cause you to lose 

in flexibility, customization and usually little, if any, 

hands-on support.

PEO (Professional 
Employer 
Organization)

With a PEO, your staff 

becomes the PEO’s employees, 

then the PEO leases the 

employees back to you. You 

become co-employers and 

manage the employees together. 

You maintain similar risks and 

continue to handle employee 

relations and administration. 

To a degree, the PEO alleviates the need to manage 

HR administration, benefits, payroll and workers’ 

compensation. You pay one fee, which includes 

employee benefits and insurances, which are 

purchased by the PEO. (You can’t pick your own 

providers.) However, claims made by all of a PEO’s 

clients are bulked together, which can increase costs 

to you. Plus, you pay the PEO provider based on a 

percentage of your team’s salaries. The more your 

employees earn, the more you pay. The PEO puts 

a layer between you and your employees. Some 

businesses like that, but in the long term you’re bound 

to lose flexibility with your employees and the culture 

that they thought they were working for. 

Your business is 
unique, and your 

HR should emulate 
this. The last thing 
you need is an HR 
provider that does 
not offer flexibility 

-- unless you like the 
idea of a generic HR 

department. 
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Staffing Services or 
Recruiters/Headhunters

Staffing services and recruiters search for 

candidates and place them with your business as 

employees. In most cases, they are compensated each 

time they make a placement. 

Staffing services have a finite 

pool of candidates to send your 

way; your pool is only as big as 

theirs. Plus, staffing services and 

recruiters/headhunters usually 

handle only one aspect of HR. 

Few will be able to help with all 

of your HR needs or with higher level strategy. They 

offer more of a transactional relationship rather than 

an ongoing, consultative one.

Full-Service HR Outsourcing 
Firms

These firms work hand-in-hand with organizations 

like yours to provide either the entire HR function 

or to supplement an in-house team when you need 

more HR resources or expertise. 

They act as extensions of your 

workforce – they represent you 

and your best interests. Their sole 

focus is HR. They can evaluate 

outside resources like payroll 

companies and benefits brokers 

without bias. They can help 

you attract and hire good people without charging 

you for each person you bring on. They can provide 

strategic counsel while also taking day-to-day HR 

responsibilities off your desk. Depending on their 

structure, they can scale their resources up or down if 

your workforce size fluctuates.

Within each of the models above, there are both 

good companies and poor ones. Some are more 

capable and flexible than others. However, they 

generally stay true to their model. As a buyer, you 

need to determine what model is the best fit for your 

needs and culture. 

You need to 
determine what model 
is the best fit for your 

needs and culture.  
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How can an outsourced 
solution get to know my 
team?

It is imperative that your HR provider is not strictly 

a tactical partner. In other words, just doing the work 

is one thing; getting to know your management 

team and employees is critical to the well-being and 

sustainability of your entire workforce. People have 

needs that evolve over the course of their employment. 

Your provider needs to have the time, tools and talent 

to know your people and take care of their needs. 

Here are some questions  
to ask:
1. How many client companies does my HR person 

manage? The right answer should be no more than 

about 10 companies. If they manage much more, 

be concerned. 

2. How will your HR company get to know your 

team? They should offer some type of integration 

process or orientation. They may come on site or 

if not, they should offer video chat. They should 

keep notes on each team member and get to know 

their history. Maybe they even join in on some 

employee events!

3. How long has the HR person assigned to you been 

at the company or in this department and how 

often do they turn over staff? Get some hard facts. 

If they are turning over staff often, how do you 

expect them to manage your HR if they cannot 

keep their own staff members? 

4. Are you required to purchase payroll or benefits in 

order to get HR support? This should be a warning 

that their main offering is not great HR services for 

you. You may want to reconsider: your HR should 

not be a side gig for someone to manage.

5. How many departments will your provider 

use to support your HR? If there is a different 

department for HR, payroll, benefits, and so 

on, will they really understand the individual 

employee situations, or will your employees be 

treated as a number? Remember that your team 

applied to work for a company of your size. If they 

wanted to work for a large company, they would 

have applied to one. Make sure your employees 

are treated like human beings and not passed 

down from one department to another. This is 

critical for employee retention.

6. Are there steps in place to integrate into your 

unique culture? If not, when your team calls HR, 

they will experience a culture that’s different 

from yours. They don’t deserve to be treated like a 

stranger. 

What skills, knowledge and 
attributes should the HR 
outsourcing team have?

HR encompasses an enormous body of knowledge 

that requires thorough and continuous education. 

Don’t let a company fool you by listing certifications 

or degrees that are not related to HR. Questions to ask 

could include:

1. Tell me about the formal education of my 

outsourced HR staff/team. Do they have a formal 

HR education from an accredited college or 

university? Each HR team member is responsible 

for assuring accurate and legal compliance 

for your team. Their lack of HR knowledge or 

expertise may put your company at risk.
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2. What continuous education in HR do they 

maintain with your HR person/team? You are 

making an investment and deserve to have a 

skilled and updated HR team to keep you in 

compliance with ever-changing local, state and 

federal regulations. Ongoing training also helps 

keep HR professionals up to speed with the latest 

ways to operate faster, smarter and more cost-

effectively.

3. Ask for a bio for each HR team member that 

is supporting your company. Supplying this 

information should be standard protocol. 

Can the provider be 
flexible to adjust to my 
specific needs or is that 
unreasonable?

Your business is unique, and your HR should 

emulate this. The last thing you need is an HR 

provider that does not offer flexibility -- unless you 

like the idea of a generic HR department. 

Here is the final set of 
questions to help you make 
the right decision:
1. How do you create an employee handbook? It’s 

a seemingly simple question, but their response 

can be very telling. If they have one basic format 

and they input your policies into their format, you 

are basically becoming a cookie-cutter company 

in regard to policies and culture. The right answer 

includes lots of questions about your culture and 

involves a tremendous amount of creativity and 

focus on building a handbook that matches your 

environment.

2. What happens if I choose not to take your advice? 

Be very concerned if you have a heavy-fisted HR 

team. This is your business after all. And while we 

encourage you to follow regulations, at the end 

of the day, the option should be yours to make. 

HR should not be looked at as an in-house police 

department, but rather a partner who is there to 

protect your best interests. 

3. Will the HR team research options and find ways 

for you to enhance your HR or are they simply 

responding to questions? A partner will always be 

looking out for your best interests and researching 

ways to assure those needs are met. 
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A final word
So many business operations can be outsourced 

nowadays: janitorial services, IT support, marketing 

communications, distribution and logistics – the list 

goes on and on. 

HR can be outsourced, too, but it’s different than 

most other operations because it deals with your 

closest and most important assets: your team and your 

culture. We’re talking about diverse people who have 

unique needs and circumstances. We’re talking about 

the relationship they have with you and your company.  

We’re talking about how your business is a real part of 

their lives and livelihood. 

If these things matter to you, it is essential to find 

an outsourcing partner that shares your passion and 

dedication to providing five-star support. 

It’s been our pleasure to provide you with “The 

Indispensable HR Outsourcing Buyer’s Guide.” If 

you have any additional questions about how HR 

outsourcing works or how to go about selecting the 

best resource for your needs, please give us a call or 

send us a note. We’re happy to help.

 myhrpartnerinc.com 

610.443.0119


