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The Hidden Risk of Manual
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and How to Fix [t
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A spreadsheet-based TR program
creates more than inefficiency.
[t creates a major blind spot.
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It hides risks, erodes equity, and keeps HR stuck fixing When you treat TR like a process instead of a growth

what never should’ve been broken in the first place. lever, you miss the bigger play and keep HR stuck
managing the mess instead of driving results.

Most HR teams are stuck in the loop: interpreting eligibility,

chasing receipts, calming employees, and reconciling A truly strategic approach to TR unlocks:

reimbursement totals without real-time visibility or control.
-> Real internal mobility

And none of that effort shows up in a dashboard.

. . L. . -> Broader access to opportunity

Treating TR like a workflow limits its potential

— and yours. It's a chance to drive real impact - Stronger retention
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for your business and your people. ,
Time back for HR to focus on what matters

The overlooked friction behind most TR programs

Here’s what HR leaders deal with every reimbursement cycle:

Policy complexity = HR burden.
Different rules by location,

role, or union? That means HR
enforces them all, one case at
atime.

Documentation is a moving
target. Receipts go missing.
Files get mismatched. HR gets
stuck fixing it.

Eligibility is manually
interpreted. Inconsistencies
and exceptions creep in

fast — and policy drift becomes
inevitable.

Equity and compliance risks
go unnoticed. Inconsistent
execution across shifts or sites?
That’s more than frustrating —
it’s a liability.

Finance has no line of sight.
TR spend fluctuates. And when
Finance asks “why,” HR goes

digging.

Employees don’t trust the
process. Confusion leads to
escalations, stalled requests,
and dropped engagement.

Bottom line: When TR is managed manually, nobody wins.
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Confused employees don’t
upskill — and the fallout is
entirely preventable.

Manual TR sends mixed signals to employees: “We believe
in your growth, but good luck figuring out how to navigate
the end-to-end process.”

To drive usage and outcomes your
program must be:

Predictable J

When the process feels unclear or uneven, engagement
drops. And the employees most likely to benefit from
upskilling may never apply at all.

[ Transparent ]

Consistently
applied

When it's not? Trust breaks down and

growth gets stuck.

Fixing TR starts with treating it like a system,
not an exception.

To make TR work at scale, you need more than software. You need structure. Here's where to start:

)

Audit your policy
for friction

Where do HR teams
have to clarify,
override, or explain
the same rule again
and again? That’s
where complexity is
costing you.
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Align and enable
your managers

Managers set the
tone. They’re program

amplifiers (or blockers).

Give them tools to
champion the benefit,
not stall it.
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Lead with value,
not just process

Explain how TR
supports mobility,
retention, and real
career goals — not
just how to submit
areceipt.

Ditch the
spreadsheets

If you can’t see

what’s happening,

you can’t improve

it. Spreadsheets
weren’t built for equity,
accuracy, or scale.
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How Guild turns TR from hidden cost
to strategic advantage

Most TR tools are built to process payments. Guild’s is built to power progress.
Here’s what makes our approach different:

- Policy-aligned eligibility, applied automatically
No more interpretation. Just consistency, compliance, and clarity.

- Pre-defined approval flows and built-in accountability
Approvals move fast — and stay aligned with business rules.

- Guided experience for employees
They know what to do, when to do it, and what it unlocks.

- Real-time visibility for HR and Finance
No surprises. No digging. Just transparent, actionable data.

- Equity built in
Everyone gets the same experience, whether they work the night
shift or the front office.

Reclaiming TR turns a
manual burden into a
lever for growth, equity,
and momentum.




Bonus: The TR Maturity Checklist

9 signs your TR program is built to scale

Use this quick diagnostic to benchmark where your TR program stands — and what’s holding it back.

/o

E Administrative
Stability

|:| Approvals follow a

O Eligibility is applied the

|:| Receipts and documents

consistent process — no
matter who’s doing the
approving.

same way across shifts,
roles, and regions.

don’t get lost in email or
patched up before payroll.

Financial
Stability

|:| You can predict TR spend
within ~5% every quarter.

[ Finance doesn’t get
surprises — or send HR
scrambling for answers.

D Admin lift stays lean,
even when participation
increases.

= O Employee
MY Stability
[l Employees know their

options — and what they
unlock.

[ Guidanceis consistent,
no matter the team, shift,
or region.

[ Timelines are clear and
predictable, building trust
in the process.

Score low? Here's what to do next.

You don’t need to overhaul everything. But if you missed

the mark, start here:

->
->
->
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And if you want a partner who’s already solved this for

Simplify your policy.

Align your managers.

Audit employee experience across roles and shifts.

Rethink TR as a lever, not a line item.

companies like yours?

See how Guild helps HR teams turn
tuition reimbursement into a lever for
equity, mobility, and business growth.

Learn more

Guild

The Hidden Risk of Manual Tuition
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https://guild.com/tuition-reimbursement

