
UBA Survey 
Meetings, Handouts Top 
Employers’ Preferences for 
Benefits Communication 

 majority of employers rely on 
meetings and company-wide  
handouts but not as much on  
personalized materials when 

communicating benefits information to 
their employees, according to a new 
survey by United 
Benefit Advisors (UBA). 

UBA’s 2009 Employer Benefit 
Perspectives survey found that 91 
percent of U.S. employers use meetings 
and 85 percent distribute 
nonpersonalized handouts. Nearly one-
third use a dedicated website for 
employees to access company-provided 
benefits information. 

However, only 40 percent use any 
personalized benefits materials with 
their workers, according to the study, 
which gauges employer opinions on 
benefits communication, personal 
health management and scope of 
benefits offered. 

While meetings and handouts emerged 
as a nationwide trend, the study 
uncovered some interesting regional 
differences in employer opinions. 

For example, although the West has 
the highest percentage of employers 
who use employee meetings and 
dedicated websites for employees to 
receive and access company benefits 
information, it has the lowest utilization 
of personalized pay and benefit cost 
statements (hidden paychecks). At the 
same time, the employers in the West 
felt their employees were the least  
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Good Ideas for Tough Times 
Companies Find Smart Ways to Boost Benefits 
As the pressures of an economic recession mount, employers are 
finding innovative and inexpensive ways to strengthen their benefits 
and retain top talent. 

Many small-business owners are adding an  
“à la carte-style” system of new voluntary  
benefits, in which employees choose what  
they want and can afford. 

The right type of voluntary benefits can cut  
costs and allow small businesses to remain competitive against larger 
companies for top-quality workers, according to John Roberts, 
president and CEO of Assurant Employee Benefits. 

“A lot of companies have cut back their staffs, and they’re down to the 
core group of people that are going to get them through [the 
recession], so they want to make sure that group of people is happy,” 
Roberts said. “Adding new [voluntary] benefits is a way to do that.” 

The real challenge for business owners, Roberts said, is deciding which  
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Swine Flu Scare 
Outbreak Prompts Employers to Review Policies 
The recent appearance of swine flu around the world serves as a 
reminder that employers should have plans in  
place for dealing with serious regional and  
global outbreaks, several law firms said. 

The law firm of Jackson Lewis said HR  
departments should be proactive and keep their  
employees informed about the health risks of an  
outbreak such as swine flu. The firm recommends employers: 

• Inform workers that the company is following the issue closely. 
• Request that employees notify supervisors as soon as they 

experience any symptoms and stay home if they are ill. 
• Review leave and telecommuting policies and adjust them if 

necessary. 
• Remind employees to wash their hands frequently. 
• Explore whether the company’s cleaning service offers 

increased sanitation services. 

Employers also should be aware that outbreaks can create compliance 
implications, according to the law firm of Haynes Boone. Companies 
should review the Family and Medical Leave Act (FMLA), the 
Occupational Safety and Health Act (OSHA), and other health- and 
leave-related laws, the law firm advises.  
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Good Ideas for Hard Times 
(Continued from front) 

benefits to offer. 

“People are most interested in benefits they can see themselves using,” 
Roberts said. “You don’t want to try to sell employees on benefits that 
will cost them a lot of money.” 

Experts said several voluntary products are hot right now. They include: 
• Disability: Probably the most popular choice right now, 

according to Roberts. 
• Life insurance: Universal life is becoming more common. 
• Dental: A valued benefit that can be designed to be low cost. 
• Supplemental plans: A benefit that provides a set dollar 

amount for a hospital stay is an example. 
• Critical illness: A popular pairing with a high-deductible 

health plan. 

 Wellness programs are also fertile ground for creative cost-saving 
measures. Some employers are finding it doesn’t take a fortune to get 
employees involved, according to a report in Workforce Management. 

For example, an employer in Indiana offered a unique wellness 
challenge: a six-month “walk” from Indianapolis to the summit of Pike’s 
Peak in Colorado (that’s 1,115 miles, or more than 2 million steps). 
Employees counted their steps daily and applied them to the total 
distance of the race. At the end, participants could enter a raffle to win 
a gift certificate. A total of 128 workers started the program, with 18 
hoofing it to the finish. Total cost: $350. 

“We wanted something that would encourage people basically to be 
active,” said Andy Scott, the corporation’s HR manager. “We didn’t have 
much of a budget at all, so we had to do this as economically as we 
could.”  

Benefits Survey 
(Continued from front) 

aware of why employers are increasing 
benefit costs or reducing benefits. 

Nationally, more than 80 percent of the 
employers responded that they felt 
employees are at least aware of the 
health care crisis and the reasons for 
increasing cost sharing or benefit 
reductions. However, the largest 
employers (those with more than 1,000 
employees) felt one in five employees 
had little awareness of these issues – a 
higher number compared with 
responses from smaller employers. 

Another concern raised by the survey 
data is the lack of wellness initiatives in 
some areas, said Bill Stafford, UBA's 
vice president of Member Services. The 
survey found that employers in the 
Northeast region were least likely to 
employ wellness techniques, such as 
health risk assessments and on-site 
mammograms. Only 12 percent of 
Northeast employers were using 
programs to identify chronic conditions 
within their workforce. 

Certain industries also suffer from low 
wellness adoption rates, the study 
found. Those industry categories 
include: 

 Professional, Scientific, and 
Technical Services 

 Construction; Agriculture; 
Forestry, Mining and 
Transportation 

 Information; Entertainment, 
Food and Accommodation 
Services 

Most of these industries employ people 
who should have an intuitive 
understanding of the value of these 
programs, Stafford said. 

To learn more about the survey, 
contact your local UBA advisor.  
 
 
 

 

 

   

 

   

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

              
 

. . . . . . . . . Bulletin Briefs . . . . . . . . . 

♦ WAITING IN BEANTOWN: Patients in Boston must endure the 
longest wait to see a specialist – 49.6 days – according to a survey by 
Merritt Hawkins & Associates. Philadelphia, Los Angeles and Houston 
followed Boston. Atlanta had the shortest wait time, the survey 
found. 

♦ TAX TIP: Employers will not need to report the federal COBRA 
premium assistance to eligible individuals on an information return or 
Form W-2, the IRS has confirmed. Although there is no information-
reporting requirement, companies that claim the credit must keep 
payment records and other supporting documentation. Insured plans 
should secure proof of the premium amount and coverage, as well. 
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the bagnall company 
Contact Information 

 
Address: 
 
1345 E. Chandler Boulevard 
Building 1, Suite 103 
Phoenix, AZ  85048 
 
Phone: 
 
Main Phone: 480-893-6510 
Toll Free: 800-582-8593 
Fax:  480-893-6137 
 
Web Address: 
 
www.thebagnallcompany.com 
 
Contacts: 
 
Mark Bagnall, President 
mbagnall@thebagnallcompany.com 
Direct Phone: (480) 893-6643 
 
Cynthia Walter, Chief Operating Officer  
cwalter@thebagnallcompany.com 
Direct Phone: (480) 893-6622 
 
Adam Walter, Executive Director – 
Strategic Services 
awalter@thebagnallcompany.com 
Direct Phone: (480) 907-7016 
 
Lindsey LaRue, Director – Client Services 
llarue@thebagnallcompany.com 
Direct Phone: (480) 893-0049 
 
Rebecca Rolfe, Account Administration 
Manager 
rrolfe@thebagnallcompany.com  
Direct Phone: (480) 893-6858 
 
Heather Lucchese, Account Service 
Representative 
hlucchese@thebagnallcompany.com 
Direct Phone: (480) 893-6510 
 
Debi Zahedi, Administrative Assistant 
dzahedi@thebagnallcompany.com 
Direct Phone: (480) 893-6510 
 
Lauren van Winkle SPHR, Director – 
Human Resources Consulting 
lvanwinkle@thebagnallcompany.com 
Direct Phone: (480) 893-6510 
 

 

 
 

the bagnall company notes: 
 
We would like to thank the following company for allowing us 
to be of service again this year: 
 

Corporate Receivables, Inc., Phoenix, AZ 
 
 

 
 
Are all of the dependents covered under your plan 
actually eligible?  
 
You may be surprised….insuring (and thus covering services for) 
ineligible dependents can cost you plenty…and it affects your 
renewal prices too!!! 
 
See the enclosed case study provided by one of our UBA 
strategic partners, BMI Audit Services.  Auditing this portion of 
your plan may save you $$$$$$. 
 
Call Cynthia Walter at 480-893-6622 for further information. 
 
 
 
 
We congratulate Adam Walter, Executive Director-
Strategic Services, as our 212° Performer of the Month 
for April, 2009.   
 
Adam has performed “above the boiling point” in providing 
exceptional technical and employee benefit consulting services to 
our valued clients.  Thanks Adam!  Keep the heat up! 
 
 

 
 

 
Congratulations to the following staff members who have 
employment anniversaries with our company this month. 

 
 

Adam Walter:  1 Year 
Lindsey Larue:  8 Years 
Cynthia Walter:  3 Years 

 
 
We appreciate their dedication and drive to provide you with the 

best employee benefit and human resource services available 
today. 

 
 
 
 
 



 

 

 

WE PROVIDE DIRECTION AND LEADERSHIP BY… 

 
  
¾ Planning: To ensure that the total benefit 

package is consistent with organizational 
goals. 

¾ Serving: Your HR and benefit needs. 
 
¾ Aggressively: Negotiating with vendors to 

obtain the best coverage at a fair price.  
¾ Analyzing Benefits: To match available 

delivery systems and benefit options targeted 
toward the desired plan performance.  

 
¾ Educating: Your staff to ensure that everyone 

understands and uses the benefits wisely. 
  
¾ Maximizing: The effectiveness of assets 

invested in employee benefit programs, while 
appropriately managing risk. 

¾ Supporting: Your staff with technology and 
communication tools to streamline and 
enhance the operation of your benefit plans 

  
¾ Producing: Understandable plan performance 

analysis and financial reporting. 
¾ Discussing: Employee benefit trends and 

plans to determine appropriateness. 
   

 
 
 

 
 
 
 
 
 
 

100% Accountable to You!

 




