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C O N T E N T S

Among the more than 460 middle market business 

leaders surveyed in June 2022, 94% said they  

faced hiring challenges during the past year.1

An already tight talent pool has gotten tighter, with many forces at work.  
The after-effects of the pandemic, including the shift to remote and hybrid 
work, the ensuing Great Resignation/Reshuffle, Baby Boomer retirements, 
changing expectations of younger workers and increased skill specialization, 
were some of the factors.

We spoke with six business and association leaders in the fields of accounting, 
human resources, IT and professional services to gather their insights and 
perspectives on this talent gap. They shared the trends they’re seeing, their 
predictions about what lies ahead and their thoughts on what middle market 
companies can do to attract and retain talent successfully now and in the future. 

1 RSM. (June 2022). “What’s driving the middle market talent gap? "
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  C H I P  S T E WA R T
Charles “Chip” Stewart is the chief information security 
officer for the State of Maryland. In addition to the 
typical duties of a CISO, he is heavily involved in providing 
a balanced technical perspective to help shape the 
cybersecurity and technology-related laws for the state.

  E R I K  A S G E I R S S O N
Erik Asgeirsson has been president and CEO of  
CPA.com for the past 15-plus years and was part of 
the organization’s original founding team. Under Erik’s 
leadership, CPA.com has established itself as a leader 
on emerging technologies and as a key solution provider to 
accounting firms in the United States, with a growing global focus.  
CPA.com is a subsidiary of the American Institute of CPAs (AICPA), the 
world’s largest member organization representing the CPA profession.

  M A R N I  R O Z E N
Marni Rozen is a director in RSM US LLP’s human capital 
consulting practice. She is an organizational leader 
with extensive experience in human resources and 
talent management operations, recruiting strategy and 
talent systems. Marni’s experience includes assessing 
and improving business processes, implementing HR technologies and 
optimizing a company’s employee experience. She has helped clients gain 
relative industry perspective, enabling them to anticipate and respond 
to the needs of their workforce. Marni has experience delivering human 
capital-focused solutions to drive transformation and design future-state 
operating models to meet an organization’s business goals and objectives.

  N ATA L I E  R U N Y O N
Natalie Runyon has more than 20 years of experience 
working for multinational organizations, including 
Thomson Reuters, Goldman Sachs and the Central 
Intelligence Agency. Currently, she is the director of ESG 
content and advisory services within the Thomson Reuters 
Institute and runs Well and Wealthy as a side business, which helps  
mid-life women thrive with happiness and productivity in their healing 
journey from anxiety and depression.

  C H R I S  W E T M O R E
Chris Wetmore, a principal of management consulting in 
IT and management advisory services at RSM US LLP, 
has 20 years of diverse IT experience. He started his 
career in industry focused on business and data analytics 
and IT project management. Since joining RSM, Chris has 
been a leading consultant in IT rapid assessments, IT transformation and 
IT target operating model design. He works with organizations to align 
business strategy and IT strategy to drive value to his middle market 
clients through IT optimization and innovative digital solutions.

  J I M  L I N K
Jim Link is the chief human resources officer for the 
Society for Human Resources Management (SHRM), 
the largest HR professional association in the world. Jim 
has led human resources in both profit and not-for-profit 
organizations and is certified as a SHRM Senior Certified 
Professional. As a recognized thought leader in human capability and 
the future of work, Jim is a sought-after commentator and speaker, and 
consults with leaders, companies and boards of directors around the world 
on matters related to the workplace. 

PA N E L  O F  B U S I N E S S  A N D  A S S O C I AT I O N  L E A D E R S
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 K E Y  TA K E AWAYS
I N  O U R  D I S C U S S I O N S ,  S O M E  C O M M O N  T H R E A D S  E M E R G E D

1 The current talent gap crosses  
all skill levels and industries.

2 Companies must acknowledge and  
fulfill changed worker expectations  
to develop and retain their workforce.

3 For middle market companies,  
a “best of both worlds” staffing approach 
is key: in-house talent and outsourcing. 

2 RSM. (June 2022). “What’s driving 
the middle market talent gap? "

of 460+ surveyed 
middle market 
business leaders said 
hiring was very or 
extremely challenging 
in the past year.2
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Build what 
you need; buy 
everything else.

Many of the IT skills gaps in the state government 
environment parallel those of the private sector. 
Smaller organizations often have difficulty 
attracting the best talent because they struggle  
to be competitive from both a salary and a 
flexibility perspective. 

Chip Stewart, chief information security officer  
for the State of Maryland, has closed the talent  
gap on his team using two effective strategies:

 Upskilling and training internal staff—focusing  
on promoting staff members who can  
make strategic decisions about risk and how  
the business operates

 Tactically bringing in external resources by tapping 
managed services providers and consultants for 
their broad and deep technical expertise 

C H I P  S T E WA R T
CISO, State of Maryland 

2

1

3

4

5

6

7

8



6

Stewart stresses that by “building only what you need and buying 
everything else, you acquire the best quality talent to make the 
best decisions.” State governments like his can create their “dream 
team” by intentionally choosing the best talent from both internal 
and external sources, and then working to ensure that everyone 
feels like part of the team, regardless of whether the person is an 
employee or contractor.

For a mid-size group like Stewart’s, talent gaps exist across the 
board, but a particular challenge has emerged at the intersection 
of IT and cybersecurity. “The bottom line is, you can’t bolt 
cybersecurity onto your IT initiatives as an after-thought,” Stewart 
says. “It must be baked into everything you do, from the initial 
stages of any IT project.” Because this is a people problem—not 
a technology or process problem—it involves a significant culture 

shift. To help your team make this shift, Stewart suggests re-
training your IT staff to “think cyber” in everything they do, from 
the start of every initiative.

When seeking new staff, Stewart’s office interviews recent 
college graduates, and he notes that one unique hiring challenge 
with younger generations is that they often can carry unrealistic 
expectations as they enter the workforce without much real-
world experience. To address this, the State of Maryland created 
a successful internship program that helps turn book learning 
into real-world experience. And while interns who finish the 
intern program are often lured to the private sector—and many to 
managed services organizations—because they stay part of the 
talent ecosystem, they remain accessible to Stewart and his team. 
As Stewart points out, “A bigger talent pie benefits everyone.”

You can’t bolt cybersecurity 

onto your IT initiatives as an 

after-thought. It must be baked 

into everything you do, from the 

initial stages of any IT project.

C H I P  S T E WA R T
CISO, State of Maryland 
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Use cloud and 
outsourcing to level 
the playing field.

“Many middle market companies want to move 
aggressively to a new way of operating, but they 
struggle to build and maintain the modern, high-
quality finance team that can get them there,”  
notes Erik Asgeirsson, president and CEO of  
CPA.com, a subsidiary of the American Institute 
of CPAs (AICPA). Two of their biggest challenges? 
They don’t have the technology or the talent  
to modernize. 

On the technology side, finance organizations that 
haven’t moved their platforms to the cloud and 
automated inputs like payables, payroll and expense 
management lack the advanced data analysis 
needed to glean deep business insights. On the 
people side, these labor-intensive and often tedious 
manual processes make it much more difficult to 
attract and retain talent. 

E R I K  A S G E I R S S O N
president and CEO, CPA.com
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In addition, smaller organizations may have less 
attractive career paths, and employees find themselves 
stuck with little opportunity for growth. These smaller 
finance teams also struggle to stay current on both 
their knowledge and their capabilities as finance roles 
rapidly evolve.

Hamstrung by technology and talent challenges, the 
finance department in a middle market organization 
must find other ways to take its employees’ skills to  
the next level. One effective solution that organizations 
have found is outsourcing. 

“One powerful option is to leverage a state-of-the-art  
managed service provider to handle non-core 
functions,” Asgeirsson explains, “leaving the  
employees who remain within the organization  
in customer-facing roles.” In this scenario, a key 
company executive in a strategy role would be  
assigned to oversee the managed service entity.

Asgeirsson believes one of the reasons the outsourced 
accounting movement is growing so fast is because 
executives want these new platforms but can’t find the 
talent to put them in place. These executives often don’t 
understand what’s involved in staffing these roles.

The combination of top-notch expertise acquired 
through outsourcing and the transformative power  
of the cloud means that middle market businesses can 
fully embrace the information age. Asgeirsson believes 
that the opportunity for a small or middle market 
business to operate like a big enterprise has never  
been better.

Client advisory services is the No. 1 

growth area for CPA firms, climbing 

from No. 10 to No. 1 for the first time 

ever, with 84% of the top 100 firms 

experiencing increased demand.3

E R I K  A S G E I R S S O N 
president and CEO, CPA.com
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Help people  
and companies 
grow together.

In a tight labor market where talent is hard to  
come by, one of the key objectives for company 
leaders is to get the right skills to the right places 
throughout their organization, according to Marni 
Rozen, RSM US LLP director of management 
consulting – human capital. Human capital leaders 
need to ask these questions: Should we build by 
investing in current talent through upskilling, or 
should we hire people with the necessary skills, 
which is challenging in today’s environment? 

In addition to the skills issue, organizations are 
dealing with an aging workforce that’s facing 
retirement. Because of poor succession planning, 
companies are seeing 30 to 40 years of institutional 
knowledge evaporate or not get passed down to the 
next employee level. 

Companies are also facing different expectations 
from younger workers. “Organizations are 
struggling to balance productivity with giving their 
people the experiences they want,” Rozen notes. 
Generally speaking, Millennials want exposure to 

M A R N I  R O Z E N
director of management consulting  
– human capital, RSM US LLP 
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Outsourcing is a viable option to help close the talent gap. 

[The best areas to outsource] are repeatable tasks where 

maintaining skills in-house brings more headache than value.

M A R N I  R O Z E N ,  director of management consulting – human capital, RSM  US LLP

many different companies, changing employers every few years. 
Members of Gen Z want to collect experiences. The age span 
of these two generations comprises much of the early to mid-
workforce. From a skills-building perspective, companies must 
satisfy these workers by addressing how they want to learn, 
what they want to learn and the experiences that will frame their 
learning. To do that, organizations should provide visibility into 
their internal opportunities, promote mobility and take stock of 
employees’ current skills as well as their aspirations.

Middle market companies have unique challenges when it comes to 
filling talent gaps. Rozen notes that they’re at a bigger disadvantage 
than larger enterprises because they’re “competing with global 
employers that are providing premium compensation and premium 
benefits.” On the plus side, mid-market companies have the ability 
to more easily create the business culture they want by being 
nimble in responding to employee feedback. 

For middle market companies, Rozen suggests, “Outsourcing 
is a viable option to help close the talent gap.” The best areas 
to outsource, according to Rozen, “are repeatable tasks where 
maintaining skills in-house brings more headache than value, like 
payroll, HR operations and compliance, back-office functions like IT 
and finance, and even other operational functions like maintenance 
technicians.” Outsourcing these functions frees the employees who 
remain on-staff to focus on high-touch, higher-value activities. It 
also protects companies from opening themselves up to risk if they 
don’t have the right skills in those critical areas. 

A three-part plan that involves identifying needed skills in your 
company’s current state, making it easier for your internal talent 
to align themselves to those needs, and eliminating the risk 
and repeatable administrative tasks through outsourcing and 
automation will help your mid-market organization thrive.
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Middle market professional services firms that lean in to 
shrink the gap between their “articulated culture” and the 
actual “lived culture” of their employees—the behaviors that 
are rewarded, permitted, intentionally ignored or penalized—
will win in retaining talent, says Natalie Runyon, director of 
enterprise content, talent, inclusion & culture, market insights 
at Thomson Reuters.

 “Professional services firms are uniquely affected because 
these businesses are so attached to their physical space,” 
Runyon adds. With the shift to virtual or hybrid work, she 
says, “Spontaneous interactions, which used to occur more 
frequently when everyone was in the office and contribute to 
lived culture, now have to be scheduled.” Managing the traditional 
apprenticeship model is also harder since shadowing now needs 
to be scheduled with planning and intent. 

Runyon sees the biggest talent gaps in the professional 
services arena with employees who have just a few years’ 
experience. These younger staff members want solid career 
paths, opportunities for training and the chance to learn new 
skills and gather experiences frequently. If companies don’t 

N ATA L I E  R U N Y O N
director of enterprise content, 
talent, inclusion & culture, 
market insights,  
Thomson Reuters
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provide that, these employees are leaving  
for companies that will.

An interesting talent dynamic that Runyan 
is seeing, regardless of career stage, is the 
changes in career progression from one that 
used to be linear—the traditional “climbing 
the corporate ladder”—to one that’s more 
convoluted. As organizations get flatter, she 
notes, “Careers are now like a jungle gym: 
You might make a lateral move, you might go 
sideways to go up, you might go down to go up.”

One of the biggest workplace issues Runyon 
sees is that company culture is becoming 
increasingly important to employees of all 
ages. More employees want to work for 
organizations with a larger purpose than just 
making money. Profit is important, she notes, 
but senior executives are beginning to define 
corporate success in broader ways that now 
include more than just profitability and share 
price. And employees are taking notice. They’re 
looking for companies whose values dovetail 
with their own, companies that “walk the talk” 
about diversity, equity and inclusion (DEI) and 
environmental, social and governance (ESG). 

In a tight job market, Runyon believes, 
“The organizations that are really leaning 
into all these different aspects—diversity, 
equity, inclusion, environmental, social and 
governance—will be seen as differentiators  
but will also be the most successful.” 

2

1

3

4

5

6

7

8

4  Law Firms Stay-Go Report 2022, from the Thomson Reuters Institute and the Center  
on Ethics and the Legal Profession at Georgetown University Law Center

In a recent study that 
asked professional 
services associates 
why they would 
consider leaving their 
current employer,  
three of the top five 
reasons were: 4

30%

Feeling under-appreciated

30%

Lack of career progression Lack of genuine regard  
for your well-being

25%

https://www.thomsonreuters.com/en-us/posts/legal/law-firms-stay-go-report-2022/
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Combine strong 
internal IT talent 
with expert  
external partners.

IT talent gaps exist across the board, from 
leadership to business systems analytics to the help 
desk. The fact is, the finite population of workers 
is shrinking, notes Chris Wetmore, principal of 
management consulting in IT and management 
advisory services at RSM US LLP. He points out, 
“Because IT is exploding in importance, we’ll need 
even more resources in the future, which will create 
an even bigger talent crunch down the road.”

Middle market companies have been particularly hard 
hit. Wetmore believes two key factors are driving 
that dynamic. First, mid-market organizations have 
traditionally relied heavily on “Renaissance men,” 
employees who could do a little of everything, from 
infrastructure to ERP to CRM to cybersecurity. But 
these types of employees are quickly disappearing 
from the general workforce. They’ve moved to Fortune 
1000 companies where they can make big money, 
enjoy job security and stability and have strong career 
opportunities. They’ve gone to managed service 
providers where projects are varied and there’s an 
exciting career path, or they’ve simply retired.

C H R I S  W E T M O R E
principal, management consulting,  
IT and management advisory services,  
RSM US LLP 
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The disconnect you see with a lot of 

middle market companies is they have a 

hard time realizing that an IT department 

doesn’t have to be all internal.

C H R I S  W E T M O R E 
principal of management consulting in IT  
and management advisory services, RSM US LLP

The second factor is that IT functions have become increasingly 
specialized. Because middle market companies generally have small 
IT teams, they often can’t afford the technology experts they need. 

“The disconnect you see with a lot of middle market companies,” 
says Wetmore, “is they have a hard time realizing that an IT 
department doesn’t have to be all internal.” Their best solution would 
be to build an IT ecosystem—a combination of in-house expertise 
and external partners. Internal staff would be reserved for tasks 
where the greatest value lies, such as applying technology to the 
business with applications, process optimization or data analytics. 
External partners would handle commodity-type services, such as 
infrastructure engineering, report building, data gathering or the help 
desk, or very specialized activities, like cybersecurity or application 
development. Organizations shouldn’t build a skillset for one-off 
specialized projects but rather focus on building business process-
focused IT resources with good vendor management skills.

This strategy, Wetmore notes, “creates the lean IT model that 
represents the best of both worlds. This brings a lot more value 
to the business, so its people are growing and transforming the 
business, not getting caught up in the day-to-day running of it,  
the tasks that keep the lights on.”

In the past few years, outsourcing has grown to be more widely 
accepted in the middle market, Wetmore says. As organizations 
look for cost-cutting measures or increased quality measures, 
outsourcing delivers on both fronts.

At the end of the day, middle market companies should crave an 
agile IT department that has access to talent when needed, while 
providing optimal alignment to the business by letting internal 
resources partner with functional leaders to drive digital solutions. 
We achieve this by implementing an ecosystem and IT operating 
model focused on value through partnerships.
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Overcome “change 
hesitation” to adapt 
for the future.

Prior to the pandemic, the biggest talent gaps 
that companies experienced were in science, 
technology, engineering and mathematics—the 
STEM positions—and they were particularly acute 
in IT. But now the gaps extend into broader areas of 
general business, such as data analytics, business 
intelligence and economics. Jim Link, CHRO for 
SHRM, points out, “They’re predominantly focused 
in areas where a specialized skill or expertise 
is needed.” A new talent gap is also emerging 
in sophisticated trades, such as plumbing, 
electrical and nursing, and there are challenges in 
manufacturing and logistics in regard to laborer 
jobs. The bottom line: The talent gap is across the 
board, and no sector is fully immune. 

J I M  L I N K
CHRO, Society for Human Resources  
Management (SHRM)
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When it comes to the talent gap, Link says, “There’s so 
much to wrangle here. In essence, HR is playing catch-
up. HR professionals need to embrace the lessons of 
the pandemic, overcome change hesitation and be 
willing to re-think the entire world of skills, capabilities 
and how, when and where work gets done. Companies 
need to stop believing that what works yesterday 
will work tomorrow and adopt and adapt to the sheer 
transformation that’s happened in the past two years.” 

One trend that’s taken off and seems to be working 
for both employers and employees is the distributed 
workforce. Outsourcing and other non-full-time  
work models—including contractors, flex workers,  
gig workers and consultants—is here to stay. Younger 
generations who want to collect experiences especially 
like this model, which means we’ll be seeing more of it  
in the future.

Another example is in manufacturing. Employers 
are turning to technology to help them with unique 
workforce scheduling solutions. Link cites one example: 
“There is software that might say, ‘We need to cover 
this much labor on this day during these hours.’  
The workers would then come in, have access to this 
software and say, ‘I want to work four hours on this day, 
six hours on this day. I don’t want to work at all  
on Tuesday.’” 

The company gets the work needed to produce a  
good product or service delivered through a workforce 
technology tool. What it means to the employee is 
increased flexibility and agility. “That’s going to be  
the wave of the future,” says Link.

HR professionals need to embrace 

the lessons of the pandemic,  

overcome change hesitation and  

be willing to re-think the entire 

world of skills, capabilities and how,  

when and where work gets done.

J I M  L I N K 
CHRO, SHRM
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Re- think how we work
A talent gap is nothing new—it’s only the details that 
fluctuate and evolve over time. Our experts agree that 
middle market businesses face significant challenges  
in hiring and retaining the talent they need. They also  
share a vision that organizations that re-think how  
people work, look for technology to help drive innovative 
solutions and seek out the best combination of internal 
and external talent can turn these challenges into 
opportunities. Perhaps Jim Link said it best when he noted,  
“Realize that human capability always delivers in the end.”

Learn how outsourcing can help you focus on your core 
business by discovering all the managed services that  
RSM has to offer.

F I N D  O U T  M O R E

https://rsmus.com  
https://rsmus.com/about.html
https://rsmus.com/services/managed-services.html

