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Staying Competitive 
Talent Trumps Cost 
As To

OR THE FIRST time in five 
years, retaining employees has 
surpassed controlling the costs 

of health and welfare programs as the 
No. 1 benefits objective, according to 
MetLife’s 5

p Benefit Concern 

th annual Study of Employee 
Benefit Trends. “We think this [key 
finding] represents a tipping point in 
how employers need to think about, 
view, and treat their benefits strate-
gies,” says Dr. Ronald Leopold, MetLife 
vice president, Institutional Business. 

Leopold notes that the 
value of workplace 
benefits has never been 
greater. “For employees 
who are assuming 

greater fiscal respon-sibility for their 
healthcare decisions, retirement 
planning, and overall financial 
protection, workplace benefits 
offerings can be critical for helping 
them build a safety net based on their 
personal situation.” 

Leopold also recommends that employ-
ers do what they can to better under-
stand what their employees need, 
want, and value. The study findings 
illustrate the larger need to adopt a 
holistic view of benefits. “Employers 
need to think as much about the 
breadth of benefits as well as the 
depth of benefits,” says Leopold. 

Leopold believes benefits have become 
“a much more important tool in driving 
job satisfaction,  (Continued on back)  

Changing Behaviors 
Employers Push Wellness to Reduce 
Costs, Maintain Healthy Workforce 

IF PEOPLE ADOPT healthier lifestyles, they will 
not develop the expensive, chronic diseases that 
raise health costs sharply, such as diabetes, 
cancer, and heart disease, according to the U.S. 
Centers for Disease Control and Prevention 
(CDC) report, The State of Aging and Health in 

America 2007. Prevention is key, notes Bill Benson, healthcare benefits 
and policy analyst who advised the CDC on the report. 

Similarly, a survey by Principal Financial Group and Harris Interactive 
found that participation in wellness programs organized by employers 
is at its highest level since the survey began three years ago. “More 
than ever before, this survey suggests that employers and employees 
want the same thing—employers want a healthier workplace and 
employees want to be healthy,” says Jerry Ripperger, Principal’s 
director of consumer health. (Continued on back) 

Savings Campaigns
‘Creative Gimmicks’ Increase DC Enrollment 
THANKS TO CLEVER and memorable workplace campaigns, 30 
employers were honored at the 2007 Pension & Investments Eddy 
Awards, which recognize best practices among corporate, public, 
union, and not-for-profit employers in delivering original, creative, and 
effective investment education messages to defined-contribution plan 
participants.  

While campaigns involving baseball cards, sun-
screen, and flip-flop keychains may seem 
gimmicky, they produced real enrollment results, a 
good thing at a point in time when employers are 
asking employees to shoulder more responsibility 
for their retirement security. 

So what worked? Phelps Dodge’s campaign used a baseball theme to 
target the men who were not participating in their 401(k) plan. During 
the campaign which coincided with baseball season, they received 
Cracker Jack and baseball cards imprinted with bullet points about the 
importance of saving for retirement. MGM Las Vegas featured a 
summer beach theme which resulted in almost 8 percent of the target 
population enrolling in their 401(k) plan. The State of Hawaii Deferred 
Compensation Plan featured flip-flop key chains and small fans with 
retirement messages lighting up as the blades spun. Employers looking 
for more creative ideas to enhance enrollment in 401(k) plans or other 
DC programs may garner ideas from the winning entries at 
www.pionline.com/apps/pbcs.dll/article?AID=/20070219/CHART/101011822. �
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 Staying Competitive 
 (Continued from front) 

which, in turn, will drive retention.” 
Some 88 percent of the study’s partici-
pants expect the competition for talent 
to remain at current levels or increase 
over the next 18 months. If the 
already fierce competition for skilled 
employees does indeed increase, 
recruiting and retaining talent may not 
be a question of corporate success—it 
could be one of survival. As a result, 
employers in the study say they are 
working to create benefits plans that 
will give them traction in the struggle 
to recruit and retain workers. What is 
somewhat surprising is the consider-
able difficulty that companies are 
encountering in this effort. 

As companies face a 
difficult balancing act 
with potentially con-
flicting priorities, they 
cannot afford to view 
benefits as a cost 

center to be minimized. The growing 
challenge of recruiting and retaining 
talented workers solidifies the role of 
benefits as a top strategic considera-
tion for company management and a 
key point of differentiation among 
companies competing for talent. This 
finding suggests that benefits will 
become a stronger business driver 
than they have been historically. At the 
end of the day, there’s no disputing 
the competitive stakes are higher than 
ever before. “In order to stay competi-
tive, employers should look to benefits 
as a commitment to future viability,” 
says Leopold. � 

Changing Behaviors . . . (Continued from front)  

Yet changing behaviors to improve health is difficult 
for everyone. People need to (a) realize they have a 
behavior that needs to be changed; (b) anticipate 
that they can achieve successful behavior change 
and improved health outcomes; and (c) have a 

strategy or plan for promoting behavior change. If one of these factors 
is missing, people are unlikely to initiate any steps to change their 
behavior, according to Raymond Miltenberger, director, master’s pro-
gram in applied behavior analysis at the University of South Florida. 
Miltenberger says behavior change is often a matter of immediate 
versus delayed rewards. The promise of long-term improvement in 
health is usually not enough incentive to get most people to participate 
in a behavior change program. Incentives need to be immediate to be 
effective. 

Miltenberger says some of the best incentives include: (1) The oppor-
tunity to have fun participating in a program with co-workers; (2) Small 
and cumulative signs of improvement that can be seen through self-
monitoring of health-related outcomes (weight loss, minutes of exer-
cise, days since last cigarette, etc.); (3) The social rewards that come 
with shared goals and shared participation; (4) Having the opportunity 
to use some work time for participation; and (5) Occasional material 
rewards for participating. � 

. . . . . . . . . . Bulletin Briefs . . . . . . . . .  
♦ Chamber: Benefits Costs Account for 44% of Payroll 
Employee benefits costs now account for more than 44% of payroll 
expenses, according to the U.S. Chamber of Commerce’s annual 
Employee Benefits Study. Medically related expenses cost employers 
$5,924 (14.5% of payroll) per employee; payments for time not worked 
(such as holidays and PTO), 11.1%; and retirement expenditures, 8.6% 
or $3,612 per employee annually. Nonprofit firms spent on average 
34.8% of total payroll on benefits. Companies in metropolitan areas 
spent $1,000 more per employee for PTO and retirement than com-
panies in nonmetropolitan areas and nearly $500 more per employee in 
medical benefits. 
♦ CMS Issues HIPAA Security Guidance 
In response to numerous news accounts of security breaches involving 
protected health information (PHI), the Centers for Medicare & Medi-
caid Services (CMS) has issued guidance to help covered entities be 
“extremely cautious” in allowing remote access to electronic PHI (ePHI) 
and to update their policies and procedures governing remote access. 
The guidance is available on the CMS website: 
www.cms.hhs.gov/SecurityStandard/Downloads/SecurityGuidanceforRemoteUseFinal.pdf  

♦ NAIC debuts Insure U website for Spanish-speakers 
The National Association of Insurance Commissioners has launched a 
new website to help the Spanish-speaking population become well-
versed on basic information about health, life, auto, and homeowners/ 
renters insurance. Check out the site at www.insureuonline.org/espanol. � 

HRinsider® bulletin is brought to you each month courtesy of the 
bagnall company, a UBA® member firm.  
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WE EXCEL IN THESE AREAS 

¾ Complete employee benefit planning: To 
ensure that the total benefit package is 
consistent with organizational goals. 

 
¾ Benefit design analysis: To match available 

delivery systems and benefit options with the 
desired plan performance.  

 
¾ Analysis of available funding mechanisms: To 

maximize the effectiveness of assets invested 
in employee benefit programs, while 
appropriately managing risk. 

 
¾ Competitive bidding, comprehensive market 

analysis, and aggressive negotiation: To 
obtain the best available coverage at the 
lowest available price. 

 
¾ Plan performance analysis and financial 

reporting: To evaluate current performance 
and estimate possible future results. 

 
¾ Employee education, communication and 

assistance:  To facilitate employees’ use of 
benefits and reduce administrative workload. 

 
 
 
 
 
 
 
 

 
 

¾ Ongoing analysis and research of emerging 
employee benefit trends and offerings: To 
evaluate their potential impact. 

 
¾ Education, information and guidance on 

insurance regulations, mandates and 
guidelines: To reduce potential liability for 
non-compliance. 
 

¾ Personalized products and services: To meet 
the needs of executives and key individuals. 

 
¾ 401(k), pension and retirement planning: To 

meet current and future needs of the 
organization and its employees. 

 
¾ Consulting services for administrators, payers, 

and providers: To provide realistic insight into 
the dynamic needs of the employer-sponsored 
group benefits marketplace. 

 
¾ Continuous service and support: To add value 

to your investment in employee benefits.

 



Contact Information 
 
 

Address: 
 
1345 E. Chandler Boulevard 
Building 1, Suite 103 
Phoenix, AZ  85048 
 
Phone: 
 
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
 
Cesar delRosal, Director of Special 
Projects & Technology 
cdelrosal@thebagnallcompany.com
 
Theresa Lofgren, Director of Client 
Services 
tlofgren@thebagnallcompany.com
 
Lindsey Neisen, Manager-Office 
Administration 
lneisen@thebagnallcompany.com
 
Trish Dalgai, Administrative Coordinator 
ndalgai@thebagnallcompany.com
 
Kerrin Taylor, Executive Director of 
Service & Administration 
ktaylor@thebagnallcompany.com
 
Cynthia Bagnall, Service & Administration 
Consultant 
cbagnall@thebagnallcompany.com
 
Yasmine Asfoor, Administrative Assistant 
yasfoor@thebagnallcompany.com
 
 
 
 
 

  
tbc notes: 

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

Daniel Einhorn D.O., Paradise Valley, AZ  
DPP / UMG, Inc., Phoenix, AZ 

G. Robert Meger, MD, Phoenix, AZ 
 

 
We welcome the following new clients and thank them for their 
business: 

Rich Doss, Inc., Chandler, AZ 
Peopl+ LTD, Phoenix, AZ 

Crete Enterprises, Inc. dba Maaco, Mesa, AZ 
 
 

 

 
 
 
We are pleased to announce that Cynthia Bagnall, Service and 
Administration Consultant, has completed a concentrated study on 
Section 125 plans (Cafeteria Plans) and has attained the designation of 
“Certified Section 125 Administrator.”  Congratulations Cynthia!! 
 
Want to get the “FACTAs”, nothing but the “FACTA’s?”  Call us!!  The 
FACTA law places the burden of protecting your NPI (Non-Public 
Information) on you as an employer.  We have the resources to 
protect you, your company and your employees….. 
 
Fines may be as high as $2,500 per record lost if you do not take 
action. 
 
 

 

 

Technology Corner 

 
Are you fed-up with having to track several different enrollment forms 
for each employee to enroll in your various insurance plans?  Do you 
realize that all these forms ask the same basic demographic 
information?  Would you like your employee to enroll in all benefits at 
one time?  Well the bagnall company has a solution for you, 
benefitsCONNECTSM. 
 
If you would like to find out more about this powerful web-based 
online enrollment and eligibility administration tool, please contact 
Cesar delRosal to set up a presentation and demonstration. 
 
Contact us at:  480-893-6510 or cdelrosal@thebagnallcompany.com
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