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Agenda

Setting the Stage
Connect and Develop in the 

“Relationship Economy”

“Moneyball”
Extract and deploy $$ 

in benefit plans

Alignment and 
Buy-in 

Alignment with employee 
“needs” and C-Suite goals
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The Talent Landscape Is 
Radically Transforming
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The Supply and Demand Talent Tug-of-War

5C-4



Drivers of Explosive Flight Volatility—
It’s Never Just One Thing

1 PwC – August 2021

JOB INSECURITY & 
REORGANIZATION

TOXIC CORPORATE 
CULTURE

HIGH LEVELS OF 
INNOVATION

Failure to promote 
diversity, equity, and 

inclusion

Feeling disrespected

Unethical behavior

Negative assessments 
of the company’s future 

outlook

Past layoffs leaving 
workers with heavier 

workloads

Fast paced 
environment leads to 

more stress

Lack of work life 
balance

10.4x •3.5x •3.2x
POOR COVID 
RESPONSE

Failure to prioritize 
worker safety

Lack of flexibility

•1.8x
LACK OF 

PERFORMANCE 
RECOGNITION

Failure to distinguish 
between high and low 

performance

Tolerance of 
underperformance

Lack of formal 
recognition for results

•2.9x
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2017 2022+

Show The Real You

Cultivate 
Genuine 

Curiosity About 
Others

Nurture Existing 
Professional 
Relationships

Spend Time 
Understanding 
Others Needs

Show That Your 
Company Cares

Embrace Differences 
In Our Common 

Humanity

Focus On 
Building Long-

Term Trust
Network With No 

Expectations

Help Relationships 
Grow Organically

Keep Your 
Efforts Human 

Focused
Be Generous With 

Connections
Don’t Let Self-

Interest Create Walls

Lead with Empathy

Remember The Golden Rule
Comparing Forbes 2017 

and 2021 Articles.

Invest In 
Relationships
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77%
of CHROs say their companies will 
offer hybrid work in some way

36%
of executives expect loss of 
organizational culture to be the 
biggest challenge to remote work

48%
of companies expect to change processes 
to become less dependent on employee 
institutional knowledge

PwC Pulse Survey, fielded January 10 to January 14, 2022
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The Human Factor Must Serve as the North 
Star to Effective Experience Design

Capturing emotion level 
commitment of the modern 
workforce means orienting toward 
employees as people, not 
workers; accepting employer 
contributions for one-life 
experiences; and focus on 
moments that matter with an 
emphasis on feelings, not just the 
features that match employee 
needs.
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LEADERSHIP
Prioritizing servant, cultural, and 

human-centric competencies.

DEVELOPMENT
Effective multi-directional 

mobility through the 
organization.

LIKELIHOOD TO RECOMMEND
Atrium Health as the best place for care - and 

best place to work, teach, grow and learn.

TOTAL REWARDS
Programs and solutions that 

optimize employee health 
and welfare.

CULTURE
Key drivers of purpose, 
belonging and overall 

well-being.

Mindset
Language 

Tools 
Methods

Goals

Employer 
Brand

Employee 
Value 

Proposition

Mission
Values
Culture

Excellence
Innovation
Analytics

Experience as an Organizational Capability 
Enhances Likelihood to Recommend
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Business Strategy

HR Strategy

Talent Value Proposition People & Culture Priority 
Portfolio
…

Attract, Develop & Retain Talent
Attracting and retaining talent is the 
primary factor in benefits decision 
making; 74% of employers ranked it 
among the top three
.

The way employees and 
candidates perceive, feel and 
experience a company’s 
culture and how their needs 
are met; a company’s 
employment brand.

Well-being & Resilience
In 2021, 90% of employers credit 
well-being strategy as playing a role in 
overall business strategy 
.
DE&I & Social Determinants
In 2021, 8 in 10 employers say that 
diversity, equity, and inclusion has 
influenced their well-being strategyOrienting toward employees 

as people, not workers
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Moneyball–
Optimizing Benefit Offering Level Set

5C-11



Market Intelligence

1 PwC – August 2021 2 Gallup – October 2021 3 SHRM – May 2020

WHAT IS 
CHANGING IN 

THE WORKFORCE?

 Recruiting and retention has 
become a bigger priority

 Employees are putting a higher 
premium on flexible work schedules

 Supporting employees in their mental 
health is the new expected standard

 Expanded virtual care access and 
care navigation options available 
to employees

WHAT DOES 
THE DATA SAY?

 91% of employees want to continue 
working from home 2

 41% of employees report feeling burned 
out at work 3

 Cost continue to increase by 5%-6%

WHAT ARE WE 
SEEING WITH 

CLIENTS?

 Employers are opting not to pass on 
cost increases to employees, if 
possible through plan design or 
contribution changes

 Increased appetite for concierge 
member navigation services; 
continued focus on improving 
employee experience

 Continued prioritization for 
corporate philosophy and environment: 
DEI, SDOH, and mental health

35%
Looking for a 
new job 1 

May 2021

65%
Looking for a 

new job 

August 2021
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Market Intelligence

WHAT IS 
CHANGING IN 

THE WORKFORCE?

 Recruiting and retention has 
become a bigger priority

 Employees are putting a higher 
premium on flexible work schedules

 Supporting employees in their mental 
health is the new expected standard

 Expanded virtual care access and 
care navigation options available to 
employees

WHAT DOES 
THE DATA SAY?

 91% of employees want to continue 
working from home 2

 41% of employees report feeling burned 
out at work 3

 Cost continue to increase by 5%-6%

WHAT ARE WE 
SEEING WITH 

CLIENTS?

 Employers are opting not to pass on 
cost increases to employees, if 
possible through plan design or 
contribution changes

 Increased appetite for concierge 
member navigation services; 
continued focus on improving 
employee experience
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Market Update

1 PwC – August 2021

Our Environment: Current State

NEW MARKET SOLUTIONS
New market solutions are being introduced 

with an emphasis on technology and 
improved user experience 

CONTINUED INCREASE IN 
HEALTHCARE COST

Trend returns to historical increases 
and employers are not sharing the 

additional cost with employees

POLICY CHANGE AND 
COMPLIANCE COMPLEXITIES
Updated government regulation and 

Covid related concerns

EMPLOYERS SHIFT IN PRIORITIES
Employer focus on DEI, Social 
Determinants of Health and 

Employee satisfaction

CONSUMER EXPECTATIONS 
CONTINUE TO RISE

Employees focus on compensation, 
technology, employee navigation 

tools and perks  

WAR ON Talent

35%
Looking for a 
new job 1

May 2021

65%
Looking for a 

new job 
August 2021
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Pathway to Innovation

 Medical plan offering
 Cost containment
 Data-driven decisions
 Plan design decisions based 

on benchmarking

 Financial safeguarding based 
on uncertainty in cost, trend

 COVID-related claims and 
prevention strategies

 Policy for vaccines, return to 
office

 Total rewards
 Enhance mental health benefits
 Attract and retain talent
 Benefits for a diverse workforce

COVID-
19

New 
Strategy

Historical 
Strategic 

Focus
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Market experience review

Notes
(1) Figures are compared to historically developed baseline with trend and seasonality adjustment
(2) Plan paid claims net of claims above each plan individual stop loss level
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Rolling‐12 Expectation Rolling‐12 Actual Monthly Actual

Indicators Return to Normal

Represents Lockton 
Dunning Trend 
Study including 
100 employers

2020 trend 
suppressed due 

to COVID-19 
while 2021 trend 
was inflated due 

to rebound

Rolling-12 Month 
PEPMs
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Paid to allowed ratio
Plans are Becoming Richer

Notes
(1) Measurement Phases: A = Pre Mar’20 Before Provider Disruption, B = Mar’20 to Jun’20 During Provider Disruption, C = Post Jun’20 After Provider Disruption
(2) Each month represents prior 12-month rolling period
(3) Measurement includes medical and prescription drugs with estimated rebates
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In response to COVID-19, many 
services begin to be covered by 
plans at 100%

Many employers held off on making plan 
design changes for 2021, leading to higher 
plan paid % as cost increases were absorbed 
by the plan
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Market Trends

 SDOH and DEI informed 
approach

 Family-focused benefits 
(parental leave, fertility, 
caregiver support, adoption, 
surrogacy)

 Addressing an existing need 
(company sponsored meals) or 
an unexpected perk (pawternity, 
lifestyle account)

 Mental health/enhanced EAPs
 Telehealth/virtual care
 Expanded well-being

 Technology and navigation
 Individualized health solutions 

(point solutions)
 Pharmacy cost containment
 Large claim management

EMERGING 
DIFFERENTIATORS

THE NEW 
NORMAL

COST MANAGEMENT 
STRATEGIES
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Innovation VS. Effectiveness 

INNOVATION RELATIVITY
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Where Innovation Happens—Matters

Rx Claims represent ~20% of total 
spend. Should be tightly managed. 

Medical large claims ~30% of total 
spend. Specialty Rx has triggered new 
class of large claims. New area of 
exposure – must be actively managed.  

Network, managed care and other tools 
to manage access/site of care. 
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Health Care Delivery
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The PPO Network

COSTS

Physicians & Hospitals

93% of all providers 
and 90% of all facilities 
are “in network”

Physicians/facilities that 
won’t take the “deal”

Poor quality or other 
keeps out of network
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Health Care Delivery Is Changing

CURRENT STATE
 Broad PPO networks
 Wide variation of pricing for services that lack quality variation
 Differing definitions of quality among providers, patients and payers
 Limited assistance/navigation for members
 Lack of cost transparency/restricted access to data

TRADITIONAL DELIVERY MODELS ARE BEING CHALLENGED
 More than network discounts and administration fees
 OON arrangements often alter the final result
 Medical and utilization management programs are not one-size-fits-all
 TPAs have access to some best-in-class networks

DISRUPTORS IN COMMERCIAL HEALTHCARE
 Care delivery disruptors

 Technology and big data enablers

 Personalized care enhancers

 Cost trends and access facilitators

 Legislative and performance drivers
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Emerging Market Solutions
 High-performance/narrow networks

 TPAs supporting customization without loss or large carrier 
discounts

 Localized market solutions

 Risk Management/Captive Solutions

 Alternative primary care provider models

 On-site, near-site, telehealth

 Second-opinion providers

 Innovative, member-focused navigation/advocacy solutions

 Technology driven solutions

 Optimized broad network solutions
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The Many New Faces of Health Care Delivery

 Emphasis on consumer experience 
and convenience

 Technology based solutions 
utilizing algorithms, machine 
learning, and API integration to 
create scalability

 Behavioral and mental health 
solutions

New 
Entrants

 Grand Rounds / Doctors on 
Demand merger

 Accolade acquired 2nd.MD 

 Teledoc health acquired Livongo

Collaboration & 
Rebranding

 Allowing TPAs to use network

 Creating narrow networks

 Partnering with point solutions

 Ownership & strategic 
partnerships

Traditional Vendor 
(BUCA) Evolution
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Source: CBInsights
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Pharmacy “Benefit”
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Impacts to Pharmacy Spend and Pricing

Broad as well as generic based formularies 
will drive less rebate value when compared 

to an exclusionary formulary.  

Formulary
Broad network yields lower discount.  Narrow 

networks and 90-day retail options will improve 
discounts.  Aetna and CVS Maintenance Choice 

match mail discount rates.

Pharmacy Network

Copay/coinsurance design dictates rebate level.  
Consider both number of tiers as well as differential 

between tiers for higher rebate qualification.

Plan Design
Can reduce rebates with the benefit of driving 

utilization to lower net cost medications

Clinical Programs
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Pharmacy Cost Containment
Progression

General Market

M Mainstream ProgressiveP

Level I
Level II
 Step Therapy
 Prior Authorization
 Tiered specialty copays 

(generic/biosimilar and brand 
specialty)

 Tiered retail network
 Mandatory 90- day retail or mail

Level III 
 Narrow retail network
 True member out-of-pocket 

accumulation for specialty Drugs
 High-cost/low value drug exclusions
 Narrow formulary

Level IV
 Specialty copay coupon optimization
 Specialty UM carve-out
 Specialty dispensing carve-out

 Formulary with exclusions
 DAW penalties
 Quantity limits
 4 tier copays (generic, 

preferred brand, non-
preferred brand, specialty)

 Optional 90-day retail or mail
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Pharmacy Specialty Solutions

TRUE OUT OF POCKET

 Updated deductible and OOP amounts 
to reflect actual member payments 
when they use a manufacturer coupon

 Works well with HDHP plans but limited 
value in PPO plans

 Savings 5-20% of specialty spend

CARVE-OUT SPECIALTY PBM

 Carve out administration, adjudication 
and rebates to 3rd party specialty 
vendor

 25-30% savings
 Can also administer medical 

pharmacy claims
 Requires specific PBM approval

PATIENT ASSISTANCE PROGRAM*

 Uses money from grants, foundations, 
and other charitable organizations to 
cover the medications

 Shared savings of 25-40%
 Will require 3rd tier PBM
 Up to 70% savings on specialty

DRUG COUPON 
MAXIMIZATION PROGRAM

 Increases the members’ copays to 
maximize Pharma assistance cards but 
member still pays $0

 Best with PPO plans; caution in HSA 
plans

 Shared savings arrangements with 
most PBMs

 Savings 15-20% of specialty spend

CARVE-OUT UTILIZATION 
MANAGEMENT

 Use 3rd party UM criteria for more 
robust management

 None of the major PBMs will support

*Some programs use drug reimportation which will require client to thoroughly vet with their legal counsel before implementing

STANDARD PROGRESSIVE LIMITED
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Pharmacy Specialty Solutions

*Some programs use drug reimportation which will require client to thoroughly vet with their 
legal counsel before implementing.

Patient Assistance Program5 30%
savings

Carve-Out Specialty PBM4 25%
savings

Carve-Out Utilization 
Management3 10%

savings

Drug Coupon 
Maximization Program2 20%

savings

True Out-of-Pocket1 10%
savings

PATIENT ASSISTANCE PROGRAM*
 Uses money from grants, foundations and other charitable 

organizations to cover the medications
 Shared savings of 30%-50%
 Will require third tier PBM
 Up to 70% savings on specialty

CARVE-OUT SPECIALTY PBM
 Carve-out administration, adjudication and rebates to third party 

specialty vendor
 25%-30% savings
 Can also administer medical pharmacy claims
 Requires specific PBM approval

CARVE-OUT UTILIZATION MANAGEMENT
 Use third party UM criteria for more robust management
 None of the major PBMs will support

DRUG COUPON MAXIMIZATION PROGRAM
 Increases the members’ copays to maximize Pharma assistance 

cards but member still pays $0
 Best with PPO plans; caution in HSA plans
 Shared savings arrangements with most PBMs
 Savings 15%-20% of specialty spend

TRUE OUT-OF-POCKET
 Updated deductible and OOP amounts to reflect actual member 

payments when they use a manufacturer coupon
 Works well with HDHP plans but limited value in PPO plans
 Savings 5%-20% of specialty spend
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Pharmacy Benefit Disruptors

 Amazon (six-month 
supply for $6 on 
select drugs; can 
get 30-day supply 
under benefit plan)

 Walmart+

Pharmacy 
Membership 
Programs

 GoodRx

 Right Price

Coupon 
Card 

Programs
 Cost Plus (Mark 

Cuban) – 2023

 EmsanaRx –
Purchaser Business 
Group on Health

 Capital Rx –
Warehouse Model

Pharmacy 
Benefit 

Managers
 Specialty PBM 

Carve-Out

 Patient Advocacy 
(PAP Carve-Out)

 White Bagging

Specialty

 Scripta

 Rx Savings 
Solutions

 Bluebook Rx

Medication 
Cost 

Navigation

Right 
Price

Specialty 
PBM 

Carve-Out
PAP 

Carve-Out
White 

Bagging
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High-Cost Claims 
and Stop-Loss
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What’s Really Driving Plan Costs? 

High-cost claimants 
are made up of 
cancers, kidney 
failure, sepsis, 
complex newborns 
and hemophilia

Chronic conditions are the direct cause of less than a 
quarter of medical and pharmacy claims over $50,000 
(high-cost claims)

High-cost claims 
are different

Health care
inflation is driven
by price increases, 
not utilization, think 
new medical and Rx 
technologies.

Specialty Medicines,
especially injectables, 
are the fastest-growing
driver of high-cost claimants

High-Cost Claimant 
Predictive Analytics
can sometimes identify
these individuals and 
target early interventions

of a population 
drives

0.6%
35%

of employers’
spend

5C-35



Member-owned 
with Centralized 
management.

Complete autonomy 
on plan design, 
including 
deductibles and 
copays.

Choice of 
third-party 
administrator (TPA) 
with select 
preferred rates.

Access to 
high-cost 
clinical claims 
consulting.

Fully 
Insured Carrier-driven pricing 

with higher margins
Lack of claims 
transparency

Carrier-driven pooling 
levels and charges

Captives Reduced margins 
and less volatility with 

group purchasing

Claims 
transparency

Ability to share in 
stop-loss profitability

Self-Funded Reduced fixed costs 
and increased volatility 

year over year

Claims 
transparency

Profits retained by 
stop-loss carrier

Program Design Environment

For the Small to Midsize EmployerWhat are 
Captives?
Captives are a member-based 
benefits solution that lets you 
experience the key advantages of 
a self-funded plan while sharing 
the risk with other members. 
This program will facilitate 
transparency of claims and impact 
long-term cost drivers by combining 
self-insurance and other key 
services and analytics. 
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$1M+ Claims—Growth
HCC 2021 CLAIM REPORT SUN LIFE 2021 RESEARCH REPORT

5C-37



$1M+ Claims—Top Diagnoses

‐2.5%

2.5%

7.5%

12.5%

17.5%

22.5%

27.5%

Cancers ‐
Leukemia/Lymphoma/Mult

Myeloma

Cancers ‐ Malignant
Neoplasm

Cardiovascular Diseases Congenital/Chromosomal
Abnormalities

COVID‐19 Perinatal/Neonatal Sepsis Spinal Muscular Atrophy Transplants

2018 2019 2020 2021 2020‐21

TOTAL COST $170.2M

TMHCC 2021 
REPORT

HM 2021 
REPORT

InfoLock - $1M+ Medical Drivers InfoLock - $1M+ Pharmacy Drivers

 Pregnancy, childbirth, congenital  Hemophilia

 Neoplasms  Hereditary Angioedema

 Circulatory System  Infantile Spasms

 Blood and Blood-forming Organs  Cancer

 Infectious & Parasitic Diseases  Miscellaneous Genitourinary
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Specialty Drugs/Gene and Cell Therapy

1 Express Scripts Trend Report 2021
2 https://www.emarketer.com/content/us-healthcare-pharma-digital-ad-spending-2020
3 Gene & Cell Therapy Pipeline  & Price Range – EmergingTherapies.com

2020 RX Ad $: 
$9.53B

2022 RX Expected Ad $2: 
$15B

Specialty accounts 
for over 50% of 
total RX spend1

2010

$285

2020

$572
+101%

REAL NET PER CAPITA SPECIALTY SPEND3

G&CT EXPECTED 
COSTS RANGE:

$300,000 - $5,000,000

5C-39



Well-Being and 
Voluntary
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Why Offer Voluntary Benefits

58% of employees would not be able to cover an 
unexpected out-of-pocket medical cost of $1,000.2

42.2 million ER visits are caused by accidental injuries each 
year.3 Accident Insurance provides cash benefits to help pay 
for medical expenses associated with an accidental injury.

1/3 of workers will be diagnosed with cancer in their 
lifetime.4 Critical Illness provides a lump sum benefit to cover 
out-of-pocket costs when diagnosed with cancer or other 
covered conditions.

THE 
VALUE OF 

VOLUNTARY 
BENEFITS

 No cost value-add 
benefit

 Benchmarking: 
generational and 
industry

 Fill gaps in core 
coverage

 Customized 
consumerism increases 
employee appreciation

 Gain and retain 
prospective candidates

Employers

 Options; power to 
choose

 Tax-free, first-dollar 
benefit that fits their 
lifestyle

 Group plan rates and 
underwriting conditions

 Simplified enrollment 
and payroll deduction

 Financial protection for 
life’s unexpected 
medical expenses

Employees

1 2018 Employee Benefits. www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/pages/2018-employee-benefits.aspx
2 2018 Aflac WorkForces Report; Employee Overview. https://www.aflac.com/docs/awr/pdf/2018-overview/2018-aflac-workforces-
report-employee-overview.pdf
3 National Center for Health Statistics: Emergency Department Visits, Centers for Disease Control and Prevention. 2016. 

www.cdc.gov/nchs/fastats/emergencydepartment.htm
4 American Cancer Society, 2012-2014. https://www.cancer.org/cancer/cancer-basics/lifetime-probability-of-developing-or-dying-from-
cancer.html

72%
INCREASE RETENTION1

54%
SUPPORT EMPLOYEE 
NEEDS AND WANTS1

58%
ATTRACT NEW TALENT1
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“Well-Being” Approach

Employee 
Desire

Employer 
Delivery

THERE ARE FOUR FOUNDATIONAL DIMENSIONS OF WELL-BEING

Strengthening the whole 
person through physical 
and emotional health

Proactive Healthcare, 
Mental Health, Social 
Determinants, Health 

Equity

S E L F

Financial security and 
financial freedom of 

choice

Budgeting, Debt 
Management, Pay Equity, 

Pay for Performance

F I N A N C I A L

Strong and supportive 
relationships with others, 
the community and the 

environment

Inclusion, Social 
Connectivity, 

Employee Resource 
Groups, Community 
Focused Initiatives & 

Programs

C O M M U N I T Y

Enrichment in life 
through work

Diversity Recruiting,
Multigenerational 

Learning,
Rewards & Recognition,

Paid Time Off

C A R E E R Well-being is 
achieved when an 

individual is able 
to f l o u r i s h and 
realize their f u l l  
p o t e n t i a l , can 

cope with the 
normal stresses of 

life, work 
productively and 
is able to make a 

contribution to 
their community.

5C-42



Mental Health

MENTAL HEALTH AT WORK – BUSINESS GROUP ON HEALTH

of missed workdays are attributed to mental 
health.62% of employers offer Employee 

Assistance Programs. – SHRM79%

Globally, mental health disorders cost $2.5 trillion annually (roughly 
equivalent to combined cost of cardiovascular diseases and diabetes doubled).$2.5T

EAP & 
Mental 
Health

of employers have a formal 
mental health strategy.43%

https://www.shrm.org/resourcesandtools/tools-and-
samples/toolkits/pages/managingemployeeassistanceprograms.aspx#:~:text=According%20to%20the%202019%20SHRM,surveyed%20employers%20offered%20an%20EAP

 Enhance current offering

 Consolidate vendors for a more united offering

 Communicate – New communication strategy to 
ensure employees are aware of how to navigate 
these benefits

Decision Points
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Work Perks
How are organizations filling today’s gaps?

OTHER TRENDING 
WORK PERKS

 Company-sponsored 
lunches

 Pawternity & furtility
(pet leave)

 Lifestyle account

1 U.S. Department of Labor, Aug 2020
2 Source: Global Workplace Analytics
3 Rethinking Perks: Goodbye Stocked Kitchens and On-Site Gyms, July 2020.

 Additional holidays/Friday afternoons 
off

 Small investments in financial planning

 Meal gift cards/virtual internal lunches

 Technology stipends for home office

 Child care subsidies 

Extra Support

 Individual, personalized notes from 
managers and colleagues

 Internal “employee panel” webinars for 
people to discuss what they’re dealing 
with and how

 Frequent leadership communications

 Gratitude campaigns: peer to peer 
appreciation and recognition

Communication & Connectivity

Work from 
anywhere.

1 in 4 56% 53%
workers is 
working from 
home.1

of U.S. workers have 
jobs that can be 
done from home.2

of workers would rather 
spend the rest of their 
career working from home 
with their family.3
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Addressing the Needs of a Diverse Workforce
Inclusive Benefits

Health Equity

The conditions in which people are 
born, grow, live, work, and age that 

shape health

The assessment of an employer’s total 
rewards offering focused on the degree 

to which it creates and facilitates an 
equitable experience for members

Designing the employee experience and 
benefit offerings to uphold inclusive 

policies based on race, gender, lifestyle, 
and/or religious preference

Food Desert Impact on Health
Transportation Barriers

Health Literacy

Cultural Competency
Affordability

Plan Coverage

Floating Holidays
Paid Parental Leave
Caregiving Support

P l a n  
i n e q u i t i e s

S o c i a l  d e t e r m i n a n t s  
o f  h e a l t h

D i v e r s e  
w o r k f o r c e  b e n e f i t s
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IDEAL Profile
Through a series of questions posed to leadership, the IDEAL Profile identifies your collective belief system around how 
benefits should be offered to employees. This belief system drives what benefits you offer but also the overall strategy 
you use to get the most value out of your investment. The questions are designed to identify the corporate philosophy on 
the following:

I D E A L
Should you as the 
employer try to 
influence your 
employee's wellbeing 
with benefit offerings?

How much employee 
disruption can you 
tolerate when making 
changes to benefits, and 
where does this fall in the 
list of priorities?

Understanding how to 
remain economical is 
important to all 
companies; how does 
keeping cost low align 
with the other 
priorities?

Should employees be 
accountable for 
selecting benefits that 
best fit their needs or 
guided by their 
employer?

Do you as the employer 
view benefits as one of 
the ways to create 
loyalty to your 
company?

A high score in one or more of these categories represents a belief determined from responses to the survey questions.  
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Determining Organizational IDEAL Profile

Employees should be 
Accountable for their 

decisions

A

 What is your role in your 
employee’s financial 
security?

 What is your opinion on an 
employee’s choice of 
benefits?

 Should you offer a plan 
that:

– includes a broad range 
of providers?

– has a small group of 
high-performing 
providers?

– incents members to use 
high-performing 
providers (and limits 
costs)?

Sensitive to Disrupting 
employees

D

 What is your philosophy 
toward “benefits equity” 
across employees?

 When considering changes 
to your company’s benefits, 
do you consider employee 
disruption?

Economical

E

 Is controlling costs the 
most important factor in 
delivering your benefits 
strategy?

 What is your responsibility 
to dependents?

Employer should 
Influence employee’s 

well-being

I

 What is your view on 
promoting a healthy 
employee population?

 In addition to traditional 
benefits packages, could 
employees be served by 
nontraditional benefits 
(i.e., voluntary benefits)?

 What is the primary 
purpose of offering health 
plans? 

Benefits are a way to 
create Loyalty to 

company

L

 Are your benefits offerings 
a differentiator?

 Regarding the diverse 
needs of your workforce, 
should you offer an array 
of benefits plans that meet 
employee needs, pay for 
core benefits and provide 
options for other needs, or 
stick to simple offerings?
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Key Takeaways

Creative design of “Voluntary Benefits”—and use of conjoint analysis to align—productive
Wellbeing is an ill-defined word and can be perilous. Crisp goals and data key to high 
yield spend
Executive Team alignment—“What does victory look like across corporate disciplines”?

Back to “normal” costs for health plans—creating pressures on costs/benefit offering
Tightly managed benefit offering/supply chain more important than ever; Moneyball!

The “War on Talent” is forcing cost/benefit evaluation—financial focus
Wage pressures and mobility increasing retention/turnover pressure 1

2
3
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Three reminders!
1. Session evaluation is available

– On the conference app
– Online at www.iscebs.org/2022symp

2. CEBS designees—Be sure to report your 
Compliance credit.

• Turn in a white ticket as you leave the room.
OR

• Report this session individually at 
www.ifebp.org/myprofile

3. CE credit for other professions (green slip) must 
be turned in as you leave the room.

Thank You!

www.ifebp.org/myprofile

www.iscebs.org/2022symp

5C-49




