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Why Do You Offer Benefits?

• There is an expectation
• Competition for talent
• Health protection
• Financial protection
• Workforce management
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What Is Your Differentiator?

• Traditional benefits (medical, dental, retirement) are 
offered by almost everyone
– Differences can be made in these areas, but harder and harder
– ACA narrows the differences with medical plans

• Employers are looking to make themselves stand out
• Millennials are different than Gen Xers and Baby 

Boomers
– Less loyal to employers
– Strong belief in work-life balance
– Believe in traditional benefits, but financial issues are important
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What Is Your Differentiator?

• Cost of college continues to rise
• 44 million Americans have more than $1.5 trillion in 

student debt, averaging $34K1

• Women hold nearly two-thirds of all student debt2

• More jobs are requiring post-graduate degrees
• Student loan repayment and tuition reimbursement 

programs can help you stand out for talent

1 Source: Federal Reserve Bank of St. Louis
2 Source: American Association of University Women May 2018 report
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Student Loan Repayment

• Student loans are a hindrance for employees
– 66% of employees over 40 have student loan debt
– 48% of job seekers would consider a lower paid job if 

the company offered student loan assistance
– 85% of employees would commit to five years of 

service to receive help with student loan debt

Source: EdAssist 
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Student Loan Repayment

• Student loan programs have challenges
– Only 4% of employers offer student loan program1

• Most prevalent in financial services, tech, and health care
• 8% of employers over 40,000 employees

– Fairly new to employee benefits space
– No preferential tax treatment

• Not deductible to employers 
• Taxable benefit to employees

1 Source: SHRM 2018 Employee Benefits Survey
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Student Loan Repayment

• Bipartisan legislation introduced in Congress
– Employer Participation in Student Loan Assistance Act

• House bill
• Would modify Section 127 of Internal Revenue Code to allow 

student loan repayment to qualify

– Employer Participation in Repayment Act of 2017
• Senate bill
• Similar to the House bill
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Student Loan Repayment

• But they also have great potential
– Freedom to design
– Stand out!
– Loyal employees

1 Source: SHRM 2018 Employee Benefits Survey
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Designing a Student Loan Program

• Questions to ask
– What are your business needs?
– What positions are your hardest to 

recruit and/or retain?
– What is your budget?
– What criteria do you put on the reimbursement?

• Minimum employment period
• Recent loans or any loan?
• Payment frequency
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Other Approaches

• Variety of providers offer other student loan programs
– Refinancing
– Consolidation
– Counseling

• Many of these services are available in the public sphere, 
but having an employer program can lower costs and 
make the process easier for employees

• For not-for-profits, Public Service Loan Forgiveness 
program may be available
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Other Approaches

• 401(k) contributions
– Instead of cash reimbursement, employer makes an 

employer contribution to the 401(k) plan
– Avoids immediate taxation to employee 
– Potential compliance pitfalls

• Annual contribution limits
• Non-discrimination testing
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Student Loan Providers

• EdAssist
• SoFi
• Earnest
• Citizen’s One
• Gradifi

• Ion Tuition
• Tuition.IO
• Student Loan Genius
• FutureFuel.io
• And others . . .
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Student Loan Providers

• What a provider can do for you?
– Manage applications
– Verify loans
– Provide payment determination and files
– Counseling
– Consolidation
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Measuring Success

• Any good benefit program should be measured 
for success

• Areas to look at
– Retention
– Promotions
– Recruitment
– Engagement
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Case Study

• $5.5 Billion Total Revenue
• 3.0% Operating Margin
• 26,000 Employees (78% women)
• 16 Hospitals
• 250+ Care Delivery Sites
MH Physician Network
• 2,000 Network Physicians
• 400 Patient Centered Medical Home Phys.
• Over 600 PCPs
• 800 Specialty Phys. from UT Medical School 
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Case Study—Situational Analysis

Houston is the fourth largest city in the U.S.
• Estimated 2.3 million population (2017)
• Projected to overtake Chicago as the third 

largest city within a decade
• An additional 4.6 million live in the greater 

Houston area
• Oil and gas is big business in Houston, but . . .
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Case Study—Situational Analysis

• The Texas Medical Center is the largest in the 
world
– 2.1 square mile district
– Contains over 60 different medical institutions
– 106,000 employees
– 10 million patients 
– 9,200 beds
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Case Study—Situational Analysis

• Numerous community hospitals in the greater 
metropolitan area

• Very strong competition
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Case Study—Situational Analysis

• Our Employee Value Proposition
– Our benefits are designed to help employees achieve 

physical, emotional, and financial health—
a “Healthy Balance”

– Supports our employee value proposition
• Connecting, Respecting, Appreciating—YOU
• Prestigious careers, endless possibilities
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Case Study—Situational Analysis

• Major growth mode in 2015 required 2,400 FTEs
• Nursing shortage in Texas worse than most
• Industry standard for first year turnover was 

17%. At Memorial Hermann, our rate was 25%.
• Memorial Hermann is on a quest for High 

Reliability. You can’t get there at 25%.
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Case Study—Situational Analysis

• In one door, out the other . . .

2014 Hires
3,383

2014 Terms
2,072

2014 Net Gain
1,311

First year retention rate—75%
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Case Study—Our Selected Approach

• Joint effort between HR, CNO, and COO Councils
• Three prong approach

– Leadership and Management—Leadership practices that 
improve retention

– Benefits Alignment—Ensuring competitive pay and 
benefits (focused on retirement match, PTO, and medical 
out-of-pocket costs)

– Growth and Development—Tuition reimbursement, student 
loan repayment and nurse residency
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Case Study—Student Loan Program

• As one component of the retention project, cost 
of program had to fit in the overall allocated 
budget

• Worked with the VP of HR overseeing the overall 
project

• My team had a lot of free reign to design the 
program, so we asked key stakeholders . . .
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Case Study—Student Loan Program

• What are our business needs?
– Improve retention of first year employees

• What positions are our hardest to recruit and/or 
retain?
– RNs

• What is our budget?
– $2 million (for this piece of the project)
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Case Study—Student Loan Program

• None of our main competitors had this type of program
– Benchmarked a Louisiana hospital
– Ran numerous cost scenarios to answer the criteria questions

• Minimum employment period
• Recent loans or any loan?
• Payment frequency

– Challenge to accurately estimate workforce who had student 
loans
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Case Study—Student Loan Program

• Partnered with our tuition reimbursement 
provider, EdAssist, to help develop their platform

• This gave us a lot freedom to determine our 
criteria.
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Case Study—Student Loan Program

• Final parameters for our program
– Available to full and part time employees working 

over 20 hours a week
– Must be employed for six months
– Must have earned a degree within the last three 

years
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Case Study—Student Loan Program

• Final parameters for our program
– Amounts different based on clinical/non-clinical degree

• Clinical: up to $400/month
• Non-clinical: up to $200/month

– Lifetime maximum of $20,000
– Reimbursements made after employee makes payment
– Employees must stay two years or payments subject to 

repayment
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Case Study—Student Loan Program

• How we had a successful implementation
– Frequent phone calls with EdAssist
– Being flexible early in the process
– Communicate with employees early and often
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Case Study—The Results

First year retention 
2014-2017

From 75% to 85%
+10%

First year RN retention 
2014-2017

From 75% to 87%
+12%

Student loan repayment participation grew 15% per quarter 
from 2015 to 2017

First year retention rate of student loan repayment participants

95%
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Other Company Offerings

• NVIDIA Program
– Available to all full and part-time employees working 

over 20 hours per week
– Must be there three months before eligible
– Must have earned a degree in the last three years
– Pays actual monthly student loan amount, up to $500
– Lifetime maximum of $30,000
– Payments made directly to loan servicer
– Must stay one year or amounts subject to collection
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Other Company Offerings

• Staples Program
– Available to full-time new sales associates and 

existing internal candidates who have been identified 
as high potential/top performers

– Pays $100 per month of principal for 36 months
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Key Takeaways

• An effective program is structured to meet your 
unique business needs

• Frequent and open communications with 
employees and vendor is key to a successful 
implementation

• Use your existing financial wellness programs to 
streamline the experience for your employees
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The End
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