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What are the Benefits and Wellness Excellence
Essentials Products and Services?
Benefits and Wellness Excellence Essentials - Monthly Interactive Learning Journal
Watch as this monthly interactive learning experience captures key metrics and
actionable items and keeps you focused on your Benefits and Wellness planning goals
and solutions.
Benefits or Wellness Certificate Program (5 hours)
A Certificate in Benefits or Wellness with the Institute for Human Resources
(IHR) makes you credible, marketable, and shows your dedication to your profession.
Benefits or Wellness Expert Certification Program (40 hours)
Work towards the ultimate credential for education. Showcase your expertise with
Expert Certification in the Benefits or Wellness domains and learn how to bring strategic planning programs into
your organization and make them impactful. The program offers virtual events and credit courses on managing the
many components of Benefits programs as well as all factors that can affect Wellness in the workplace, thus affecting
ROI and business success.
Benefits and Wellness Community
Join more than 100,000 HR.com members with a similar interest and focus on Benefits or Wellness. Share content
and download white papers, blogs, and articles, network, and “follow” peers and have them “follow” you in a social
network platform to communicate regularly and stay on top of the latest updates. The well established Benefits and
Wellness Communities are an invaluable resource for any HR staffing professional or manager.
Benefits Weekly eNewsletter
Subscribe to HR.com’s Benefits eNewsletter. This weekly opt-in email contains all the relevant news and targeted
content specific to Benefits. Weekly relevant features, job openings, events and content are showcased every
Monday.
Wellness Virtual Health Fair
Available every fall for HR.com members, tune in to learn about new products and services that have been designed
to reduce your health care costs, improve employee morale and productivity. This series of one-hour presentations
will include demonstrations on how these innovative programs work as well as an interactive question period.

Use these resources today! Contact us now to inquire about
organizational customization and pricing!
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We are so excited to provide this month’s
edition of Benefits and Wellness Excellence.
As we enter the spring months, it seems wellness
and well-being programs are regaining momentum and mind-share with brokers, employers and
individuals alike. With topics from stress management, to wellness equals lower health insurance
premiums, we encourage our readers to explore
and vet these topics as they review their current
benefit plans and personal wellness programs.
We hear from Vicki Ravenel that workplace
wellness can start with little steps. Indeed, each of
us should consider how small changes can improve
our health as well as our employees’ benefit plans.
Lauren Miller encourages us with some practical solutions for the very real problems created
by stress. Often we look for new and emerging technologies and creative ways to solve our
problems, when going back to the basics and
our own personal attitude is the key. There is
no silver bullet, but we seem to need constant
reminders of what works. Isn’t that really the basis
of a good wellness program? Having someone
there to support you, motivate you and educate
you – basically cheering you on.
Having spent the last seven years of my career
hearing real-life stories of health and wellness
program organizers, I encourage you to read the
contents of this newsletter and reach out to our
contributors.
The wellness industry is under attack right now
as some question the way ROI is calculated, the
standards for evidence-based research require-

ments, and how to implement incentive programs
effectively and by the rules. However, I welcome
those challenges and encourage our readers to
use all the available information and knowledge
within the wellness community to wrap health
and wellness into your benefit plans.
The fact remains – with the real costs of health
insurance and medical care set aside – the health
of our employees does impact productivity, our
happiness, and our daily lives. As one of our
contributors aptly mentions when facing and
overcoming her own illness, our health and wellness is a gift. What we do with it is a choice.
We hope you enjoy this month’s addition, and
look forward to planting new seeds and ideas in
the months to come.
Be Well!
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HRCI- PHR/SPHR Exam Prep Course
Do You Plan on Becoming HRCI Certified?

100% Money Back Guarantee If You Don’t Pass Your HRCI Exam.
The national passing rates for HRCI exams are 60% (PHR) and 58% (SPHR).
We developed a prep course so effective that we are willing to guarantee that you pass your exam!

Upcoming Dates
Group 1 – Begins Aug.  4th - Mondays & Thursdays @ 5:00PM EST
Group 2 – Begins Aug.  4th - Mondays & Thursdays @ 8:00 PM EST
Group 3 – Begins Aug.  4th - Mondays & Thursdays @ 10:00 PM EST
Group 4 – Begins Aug.  6th - Wednesdays & Sundays @ 8:00 PM EST
Group 5 – Begins Aug.  6th - Wednesdays & Sundays @ 10:00 PM EST
Group 6 – Beings Aug. 11th - Mondays & Thursdays @ 5:00PM EST
Group 7 – Begins Aug. 11th - Mondays & Thursdays @ 8:00 PM EST
Group 8 – Begins Aug. 11th - Mondays and Thursdays @ 10:00 PM EST
Visit www.hr.com/prepcourse for all Courses and Scheduling

Our Prep Course Includes:
Small class sizes
(20 people per online class)

• 6 workbooks covering all functional areas of HR
• Hundreds of quick study flashcards
• A personal HR.com instructor, with 36 hours
of personal guidance.
• 2 one hour sessions per week, for 4 months
• Blended Learning
• Cost $1,000, includes all materials

What separates Institute for Human Resources from other study methods?
IHR PHR/SPHR Prep Courses are instructor led:
•
•
•
•

30 hours of live, instructor-led online sessions
Our instructors serve a mentorship role
Instructors keep you studying on a carefully scheduled timeline
Small class sizes of 20 students will ensure that you get the attention that you
need to be successful

•
•

Our program includes the entire set of materials from HRCP
(Human Resources Certification Preparation)
Materials include: 6 Study Guides, 100s of Flashcards, and over 800 online
practice exam questions

Our 100% Money-Back Guarantee:
•

Our PHR/SPHR Prep Courses come with a money back guarantee – if you fail your
exam, we will refund the entire cost of our program back to you.

GET STARTED AT:
www.hr.com/prepcourse

recertification_one_pager_mar25.indd

HRCP 2014 Study Program Materials:

HRCI RECERTIFICATION
• HRCI approved (PHR/SPHR/GPHR) • It’s affordable • It’s easy • It’s organized
• It’s trackable, all of your credits are recorded and organized automatically

PHR

SPHR

GPHR

• 60 General Recertification
Credit Hours

• 15 Strategic Business
Management Recertification
Credit Hours
• 45 General Recertification
Credit Hours

• 15 International
Recertification Credit Hours
• 45 General Recertification
Hours

Maximum of 20 Webcast Credits.
Unlimited eLearning Credits.

Maximum of 20 Webcast Credits.
Unlimited eLearning Credits.

Maximum of 20 Webcast Credits.
Unlimited eLearning Credits

What We Offer
•
•
•
•
•
•
•
•

Over 4000 Archived Webcasts
Over 60 New Live Webcasts Credits Each Month
Over 1000 Archived eLearning Credits
Over 50 New eLearning Credits Each Month
Over 3700 Webcast Credits
Over 90 Strategic Business Management HRCI Credits
Over 20 International Credits
Over 950 WorldatWork Sessions

Webcasts & Credits
Available 24/7
To Easily Fit Into
Your Schedule.

Recertification Package
•
•
•
•

Unlimited HRCI  / eLearning Credits
Unlimited Webcasts
Unlimited Virtual Conferences
Credits per Webcast
- HRCI / eLearning Webcast Credit
- IHR Credit
- WorldatWork Credit

Get Completely
Recertified For

$250

GET STARTED AT:
www.hr.com/recertification

Are You a Dental Selfie?
Fully funded & self-funded dental plans
By Mark Roberts

Some of your clients may qualify for self-funded dental plan and
have the opportunity to become better off financially. If you are an
employer, see if it makes sense for your company to have a self-funded
dental plan, which is sometimes referred to as a “direct reimbursement
plan.” You could save big money by becoming a dental selfie!
Employers can optimize their return-on-investment by self-funding
employee benefit programs rather than being saddled with a more
expensive group insurance plan. In increasing numbers, employers –
both large and small – are minimizing healthcare expenses with the
self-funding route. Some 40 million people are employed by organizations with 500 to 5,000 employees. They are prime candidates for
stop-loss insurance.
Self-funding freestanding and carve-out benefits can bring dramatic
cost-savings to many employers. But it can also expose the company to
financial risk from unexpected high claims costs for medical, dental,
or other health care issues. One key way to protect corporate assets
is to use stop-loss coverage with self-funding plans.
Aggregate stop loss insurance protects employers from catastrophic
loss. The policy will reimburse the employers for eligible claims in
excess of a predetermined amount at the end of the contract period.
The employer has covered the downside risk with a plan that makes
sense for the company.
In this economy, that’s what it’s all about. However, dental services
are predictable and rarely catastrophic, which means that employers
can afford to fund their own benefits. Wide fluctuations in cost and
use of services, typical in the practice of medicine, occur rarely in
dental services.
Brokers need to know the ins and outs of self-funded dental plans
when proposing this type of benefit to employers. Providing a dental
plan to employees helps them maintain ongoing, preventative oral
health. With regular dental visits, participants are likely to prevent
cavities and gum disease, which is a major element to all types of
dental plans. This helps keep the cost of dental insurance low, and is
an attractive option for employers that are entertaining the benefit
as a self-funded plan.
Instead of purchasing insurance coverage from an insurance carrier,
the employer can fund the risk up to a certain level in which a reinsurance carrier is engaged. The amount of risk assumed depends on
the size of your organization, the nature of your business, and your
tolerance for risk.
Moving from a fully funded plan to self-funded dental plan can
provide substantial cost savings. Reserves for claims are held by the
employer and released as claims actually occur.
Let’s take a look at the major differences between fully insured
dental plans and self-insured dental plans. Fully insured plans can be
considered packaged deals in that a monthly rate or premium includes
all major aspects of dental insurance. The employer pays the insurance
company fixed rates or monthly premiums per enrolled employee for
access to a provider network, plan design, and benefit administration.
Here are some key responsibilities and aspects to consider for fully
insured dental plans:
• Risk: The insurance company assumes all risk for fully insured
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dental plans, preserving the employer’s available funds and potential
cash flow.
• Benefit Administration: Monthly premiums for fully insured
plans include benefit administration, claims payment, and compliance
with HIPAA and state regulations.
• Benefits and Plan Design Management: The insurance
company has the authority over benefits and the plan design. The
employer may negotiate or select another plan design to adjust dental
benefits to meet the employees’ needs. With self-funded plans, the
employer pays for claim costs as they incur. A series of equations
and formulas calculate or predict claim costs, which are divided into
monthly costs per enrolled employee, similar to a monthly premium
in the fully insured plan.
Here are some key responsibilities and aspects to consider for selfinsured dental plans:
• Risk: The employer accepts all the risk. If claim costs drastically
exceed the predicted amount, the plan’s funding is at risk of being
exhausted, and the employer is at risk of losing money.
• Benefit Administration: Through an administrative-services only
(ASO) agreement, a third- party administrator is needed to provide
claims processing, a provider network, general benefit administration,
and compliance with HIPAA and state regulations.
• Benefits and Plan Design Management: Although the thirdparty administrator makes the initial claim decision and benefit
payments, the employer has authority over the benefits and benefit
payments. The plans give the employer some flexibility in plan design.
However, self-funded plans are governed by ERISA. This limits the
employer’s ability to set minimum qualifications, exclude employees
(i.e. part-time employees), or have a waiting period for new hires. The
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decision between fully insured and self-funded dental plans should
be made with careful consideration of the company’s situation and a
comparison of costs and risk assessments.
Dental care and preventive services are universal and continuous,
but specific individual needs may vary. Don’t double the risk by skipping the math. Those alogarithms combined with the understanding
of the above key aspects can reveal major savings or a prediction of
failure. Self-funding provides a way to save precious benefit dollars
and give employers options to customize a plan their demographics.
Brokers should give clients some more time to spend on the things
that matter most to their business or organization, with these advantages:
• Self-Funded plans are not subject to premium taxes.
• Self-Funded plans are exempt from state mandated benefits.
• Claims may be paid as they are incurred.
• Self-Funding allows the employer to choose the most efficient
plan administration.
• Self-Funded plans free the employer from having to pay monthly
premiums.
Employers are looking for ways to share costs with their employees
to control rising premiums for dental benefits. One way is to require
employees to contribute to the cost of their coverage. The employer’s
cost will be greatly reduced when it is shared by the employee. Plan
costs can be shared between the employer and the employees through
premium contributions and through co-payments, co-insurance,
deductibles, and annual maximums.
Premium Contributions
Insurance premiums are determined by the insurance company and
often regulated by the state. Insurance premiums are usually billed and
paid on a monthly basis. Employers may require employees to share
the cost of the plan premium. The employer will pay a portion of the
premium and the employees may set aside pre-tax money to pay for
the remaining premium through payroll deductions. A dental plan
can also be a voluntary plan sponsored by the employer, but with the
premiums paid 100% by the employee through payroll deductions.
Any payment that employees make for their coverage in a self-insured
dental plan can still be handled through payroll deductions. Instead
of being sent to an insurance company for premiums, the contributions are confined by the plan until claims are paid or put in a trust
that is allocated by the plan.
Co-payments, Co-insurance and Deductibles
A co-payment, or “co-pay” as it is sometimes called, is a flat fee
that the patient pays at the time of service. The fee is usually small.
Co-payments are common in capitation plans, such as dental health
maintenance organization (DHMO) plans, and preferred provider
organization plans (PPOs).
In many plans, patients must pay a portion of the services they
receive. This payment is called “co-insurance,” and is usually a percentage of the service cost after the plan pays benefits. For example,
if the plan pays 80% of the cost, the patient pays 20% of the cost. If
the plan pays 50%, the patient pays 50%, and so forth. Co-insurance
is common for PPO products and less common in DHMOs.
A deductible is a flat amount that the employee must pay before they
are eligible for certain benefits. The deductible may be an annual or a
one-time charge. Generally, the greater the co-payment, co-insurance
and deductibles are, the lower the premiums. The time and money
employers need to spend managing their plan is a cost that they also
need to consider.
Plan administration usually includes enrolling and disenrolling
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participants (employees and dependents), COBRA and HIPAA administration, and dealing with billing, eligibility and claims problems
among other duties. A broker can provide many of these services. A
broker can assist with claim issues and billing problems, assist with late
enrollees, handle conversion policies, report monthly claim experience,
and conduct new employee educational meetings.
When working with an employer, be sure to discuss what administrative duties the employer will assume and which will remain your
responsibility as the broker. Regardless of the plan, here are some tips
from the California Dental Association that are applicable to sponsors,
brokers, employers, and employees:
1. Read the plan benefit booklet. Dental health coverage is provided by the organization (business, union, association, etc) to help
you handle the costs of staying healthy. Using them wisely is your
responsibility.
2. Know your options. Be familiar with the exclusions and limitations of your coverage.
3. Communicate with your dentist, employer, and insurance
company. Keep everyone informed of your experiences.
4. Practice good oral hygiene. Follow the hygiene habits prescribed
by your dentist.
5. Ask questions. Be a partner in your own dental health. Do
yourself a favor and prepare all you can on self-funded dental plans.
If you are a broker, learn that business well, as dental is the most
requested benefit after medical coverage. B&W
As posted in California Broker Magazine
Mark Roberts professional sales background includes 30 years of sales and
marketing in the tax, insurance and investment markets. Mark is a licensed
life, health and accident insurance agent in all 50 states and D.C., for insurance
products and discount health plans.
Email markr@careington.com
Blog www.yourbesthealthcare.blogspot.com

MEDICARE & MEDICAID
Video

Both Medicare and Medicaid are large federal healthcare programs. They’re maintained by the Centers
for Medicare and Medicaid Services (CMS). More
than 80 million Americans today use Medicare and
Medicaid as their primary payer, making them two
of the most important bodies in the healthcare industry. Let’s take a closer look at each.
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IHR CERTIFICATION PROGRAMS
Why Become IHR Certified?

Testimonials

Certification is the best move for your career

“I have been conducting webinars for more than two years.
I have had experience with at least a dozen organizations
and I must say that HR.com is one of the most professional
and knowledgeable with which I have worked. I highly
recommend HR.com as an online learning provider.”

•Expand your knowledge and stay on top of the latest trends
•Showcase your expertise
•Be seen as an industry expert
•Improve your earnings and be promoted
•Elevate your status as an HR expert
•Open job prospects
Enhance your understanding and accreditation in any
specialty of HR with the Institute for Human Resources.

Wally Hauck, PhD, CSP, Organizational
Consultant at Optimum Leadership

“Great job! I enjoy the free webinars as I work for a small firm
and we do not have a budget for professional development.
These types of webinars help keep me connected and
refreshed on pressing topics in the industry.”
Carla Lawrence,
Business Transformation Group

Begin your certification program today!

How Can HR.com Help YOU?
The Institute for Human Resources (IHR) provides certification and accreditation to industry professionals along particular HR verticals or
domains. In doing this, we are able to build talent pools of highly skilled and trained professionals with critical niche skills and networks that
can share best practices across these key HR verticals. The certification and accreditation process is developed through an independent board
of advisors who are industry experts within each domain and have access to the latest technology, best practices and thought leaders in their
space. The Institute for Human Resources provides two learning programs: Certificate Program and Expert Certification.

IHR Certificate Program

IHR Expert Certification

Learning hours/ Credits Per Vertical

5 Webcasts/Credits (live or archived)

40 Webcasts/Credits (live or archived)

Number of Verticals

19 Verticals of Study

22 Verticals of Study

Exam Questions
(from the webcasts you attended)

25 Questions

100 Questions

Time to Complete Exam

1 hour

2.5 hours

Pass Rate

60%

60%

Cost of Exam

$99

$499

CONNECTINGHR EXPERTS GLOBALLY

Phone: 1.877.472.6648 | Email: certification@hr.com | www.hr.com/ihr

ERISA Audits and Lawsuits on Rise
Knowing the major players in ERISA

Interactive

By Karen Kirkpatrick
Slideshow

Employers sponsoring group health plans (GHPs) should be
familiar with ERISA. Seems easy, but many either do not understand
what defines an ERISA GHP or the requirements, resulting in a rise
in ERISA audits and lawsuits.
Knowing the major players in ERISA is important in maintaining
a compliant plan:
• The plan sponsor is generally the employer for single employer
plans. The plan sponsor’s job is to create, amend, maintain and
terminate the plan.
• Plan administrators are generally the plan sponsor unless
otherwise defined in plan documents. Among other things, this role
carries out plan functions and is ultimately liable for overall compliance, including Form 5500s, claims administration and notices.
• Participants and beneficiaries are those that benefit from the
ERISA plan. Participants must meet the plan’s eligibility requirements
and typically are current employees, retirees and COBRA qualified
beneficiaries. Beneficiaries are typically spouses and dependents who
enjoy plan benefits due to their relationship with participants.
• The plan must designate a named fiduciary that handles claims
appeals and performs other functions that require a high degree of trust
or discretion. Other individuals who perform specified tasks could also
become plan fiduciaries. Insurers, HMOs and TPAs are not directly
responsible for the ERISA compliance for the employer’s plan, but
provide administrative services related to plan compliance. Depending on what they do, courts have held them to be fiduciaries as well.
• If an ERISA plan chooses to hold their general assets in a trust,
then the plan documents must designate a trustee. The trustee has
the exclusive authority and control of the plan’s assets.
There are four characteristics for ERISA plans.
1. You must have a “plan, fund or program.” This is easily met; any
type of administrative policy or procedure will usually suffice.
2. The employer must establish or maintain the plan. Some benefits are not maintained by employers (e.g., Health Savings Accounts,
voluntary benefits) and are not ERISA plans.
3. An ERISA GHP must provide “medical, surgical or hospital care
or benefits” through insurance, reimbursement or otherwise.
4. The GHP must benefit people, namely participants and their
beneficiaries.
Here are some benefits that typically are ERISA plans: medical insurance, dental insurance, vision insurance, prescription drug coverage,
self-insured medical plans, Health FSAs, HRAs, Employee Assistance
Plans (EAPs), many wellness programs and on-site medical clinics.
Here are some benefits that typically are not ERISA plans: adoption assistance, cafeteria plans (but many component cafeteria plan
benefits are ERISA plans), church plans, dependent care FSAs and
transportation plans.
With the variety of plans being offered in the marketplace, it is up
to employers and plan administrators to correctly identify their own
ERISA plans and meet the requirements. DOL and IRS audits are on
the rise as is Form 8928 compliance, the means of computing excise
taxes for non-compliance.
Employee Benefits and Wellness excellence essentials presented by HR.com | 04.2014

Who does what on your
ERISA plan?

ERISA plans must communicate to participants with a plan document. Standard insurance documents (e.g., a policy or a Certificate of
Insurance [COI]) will not satisfy this requirement. The plan document
is the employer’s responsibility, not the insurers. The plan document
must identify the fiduciary, address how the plan is funded and provide
procedures for amending and terminating the plan, among other
things. Many employers use a wrap document to combine several
ERISA benefits into a single document.
Ignoring the plan document requirement does not mean an ERISA
plan is not subject to ERISA. Instead, it means the plan will be
ambiguous on key details and may create more liability for the plan
administrator.
The Summary Plan Description (SPD) is the primary communication vehicle to plan participants and beneficiaries. There is no specific
format required, but more than 20 content elements are required,
including plan limitations, claims procedures and ERISA and COBRA
statements. Again, some mistakenly assume that information received
from the insurance carrier will satisfy this requirement. Usually, it does
not. This document must be very clear to the average participant. The
plan document and SPD can be combined into one document, but
they can’t contradict each other.
The Summary of Material Modifications (SMM) must be provided to all participants and beneficiaries within 60 days of a material
reduction in covered services or benefits. For all other changes, the
deadline is no later than 210 days after the end of the plan year in
which the modifications or changes take effect.
The Summary of Benefits and Coverage (SBC) is mandated as part
of the Affordable Care Act and effective for open enrollment periods
starting on or after September 23, 2012. The SBC must be no longer
than four pages in length (double sided), no smaller than 12-point
font and in a “cultural and linguistically understandable fashion”. This
document is a benefits-at-a-glance, if you will.
Form 5500 filing is generally required for those plans that have 100
or more participants on the first day of the plan year. The participant
count can be dependent on the type of plan, whether enrollment is
required or not, whether there is a wrap document or not, etc.
Other miscellaneous requirements of ERISA plans are Summary
Annual Reports (SAR), plan amendment records, claims procedures,
COBRA and HIPAA disclosures to name a few.
There is much to know when dealing with ERISA. Employers
should do their homework and make sure compliance is top and
foremost with this area before an audit or lawsuit starts knocking on
the door. B&W
In the sixteen years Karen Kirkpatrick has worked with Infinisource, she
has gained a national reputation for being one of the foremost experts on
HR Compliance, COBRA, HIPAA, FMLA, Consumer Driven Health Plan
Options, Health Care Reform and other benefit laws.
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Employee Assistance Programs
And the benefits of integrating it

Interactive

By Norbert “Bert” Alicea

America’s workforce is stressed. Between the constant demands of
the workplace, family and other outside obligations, it can be difficult
for employees to fully focus at work when other issues are demanding
their attention. Employees face any number of personal concerns,
from depression and family issues to substance abuse, financial debt
or caring for an elderly parent. Over time, these issues often escalate
and result in lowered productivity and morale, as well as increased
absenteeism, turnover, accidents, compensation claims and healthcare costs. According to the International Foundation of Employee
Benefit Plans, presenteeism alone costs nearly $150 billion per year
in lost productivity.
Employee Assistance Programs
Employee Assistance Programs (EAPs) were developed to identify
and help employees resolve personal problems that impact their work
performance. Since their introduction over 60 years ago, EAPs have
helped employers lower medical costs, reduce turnover and absenteeism,
increase employee productivity and cultivate a more satisfied workforce. Studies show that EAPs for substance abuse can reduce workers’
compensation claims, employer healthcare costs and absenteeism. In
one study involving 50 companies, EAPs reduced absenteeism by 21
percent, decreased workplace injuries by 17 percent and increased
productivity by 14 percent.
For employees, EAP counselors evaluate needs and offer short-term
counseling to help cope with a number of issues, including marital difficulties, substance abuse, family/parenting issues, stress management,
grief and loss, depression or other emotional problems. Through the
identification of appropriate services and resolution of issues, EAPs
have the ability to improve overall health and productivity, achieve a
better work/life balance and avoid escalation of these issues.
The Benefits of Integration
While EAPs alone offer a number of advantages, the integration of
an EAP into an overall benefits package for employees can multiply
the impact. For example, Health Advocate’s EAP+Work/Life program
not only provides key EAP services to aid employees in need, but can
support this with the company’s other solutions through its Empowered
Health program, which combines Health Advocacy, Wellness Coaching, Chronic Care Solutions and more. This unique, comprehensive
solution ensures employees have access to a number of services to
provide personalized help navigating the entire healthcare system.
Oftentimes, employees dealing with personal problems are likely
trying to resolve confusing medical or billing issues or find a qualified
doctor, adding another layer of stress to an already difficult situation.
“By integrating your EAP with health advocacy and other related
services, you offer your employees a single solution to make sure no
one falls through the cracks,” said Martin B. Rosen, Chief Marketing
Officer, Executive Vice President and Cofounder at Health Advocate.
“Offering access to an integrated program can have a tremendous
impact on productivity, turnover and cost among your employees.”
For example, when an employee calls requesting EAP support, a
HIPAA-trained Personal Health Advocate (PHA) can identify that
this individual is also dealing with a chronic condition like diabetes
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by reviewing the data provided through the confidential Empowered
Health program. It’s very likely that this condition is adding to the
stress they’re feeling. Because the PHA has a broader understanding
of what the employee may be experiencing, they can offer compassion
and support across the spectrum, including making sure the employee
has required tests scheduled, helping to find a specialist nearby, and
ensuring the employee is receiving the most cost-effective prescription
for their condition. This assistance, in combination with EAP services,
can have a tremendous impact for the employee, reducing their stress
and absenteeism/presenteeism while increasing their productivity at
work. Additionally, all interactions are kept completely confidential
within the confines of the support team, ensuring individuals feel
secure in their request.
Utilizing Data to Find Teachable Moments
Integrating EAP with other benefits services can also provide a wider
breadth of data for analysis, granting counselors and other trained
support staff a comprehensive, confidential snapshot of the member’s
benefits package and health and wellness measures from the moment
the conversation begins. Having this actionable information at their
fingertips enables Health Advocate’s PHAs to spot potential gaps
in care, and other “teachable moments,” to engage the member in
resources and education specific to their individual needs, all during
one call. This integration of services better supports members and truly
addresses and close gaps in care across a spectrum of issues, including
those addressed by EAPs.
Maximizing Value for Employees
The value of a benefits package can often be maximized when components are combined, and EAP plus health advocacy is no exception.
Programs like EAP+Work/Life can complement existing offerings by
ensuring that no employee falls through the cracks. By integrating an
EAP into your existing program, you can help support management,
reduce risks and costs, and improve productivity and employee health,
leading to a more positive work environment. B&W
Norbert “Bert” Alicea, MA, CEAP, Vice President of EAP+Work/Life Services
at Health Advocate. Alicea is a Licensed Psychologist and premier trainer with
over 25 years of experience in the EAP field. He has a specialization with
executive coaching and management consultations in assisting with difficult
workplace situations and also conducts corporate training locally and on a
national level.
Visit www.HealthAdvocate.com
Email answers@healthadvocate.com

White Paper

Stress in the Workplace
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Administering Benefits
Your answer in just a couple of questions …
By Tara Morey

Benefits administration solutions cover a wide range of options
and include a variety of activities: outsourcing services, plan design
consulting, technology enrollment services, all of the above. So how
do you know what is right for your organization? You can start by
determining your needs and finding the right partner.
Determining your needs
According to Nelson Hall (2012), an organization’s driver for benefits administration outsourcing will vary depending on whether it is
the first time they have considered outsourcing or they are replacing
a current outsourced solution. Typically, an organization looking to
outsource for the first time needs to manage costs, become compliant
with new legislation, or simply needs to eliminate a manual process.
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Second-time outsourcers are driven by desires for competitive pricing
more flexible technology, or expanded services for employees. While
there might be many reasons to choose a particular outsourcing partner,
technology continues to be a differentiating factor amongst the many
service providers in the market.
If your organization is considering a benefits administration solution,
ask yourself, “What does our organization really want?” Maybe you
need plan design assistance, or you want someone to administer your
FMLA or COBRA programs, or you are looking for a user-friendly
enrollment system with decision making support capabilities. Or,
maybe it’s a combination of service and technology you are seeking.
Each organization’s benefits administration needs are unique – and
there are plenty of providers in the marketplace to match your organization’s wish list.
Understanding your choices
All the current players in the benefits administration space started
with an area of expertise. And each has evolved over time – through
acquisition, internal growth, or third party partnerships – to provide
expanded services. Their origin of expertise is a pretty good indicator
of where their strength lies today.
Benefits administration providers can be broken out into three
categories based on their origin of expertise:
1. Technology Providers – these vendors started out providing
the enrollment and eligibility platform and their expertise remains
with the technology. They may use a third party to provide additional
services or they may only provide the technology platform. Technology
Providers fall into the following sub-categories:
•• Best of Breed – the core expertise and offering revolves around
benefits. They do not offer services or technology in areas outside of
benefits administration. They may also offer benefits administration
services (e.g., COBRA Administration, FSA Administration) internally
or through a third party.
•• Enterprise – they specialize in providing the client with an endto-end technology platform. The “hire to retire” solution including
recruitment, payroll, time and attendance, benefits, talent management. Typically, these vendors do not provide benefit administration
consulting services.
•• Broker Solutions– these vendors have a technology solution that
is marketed to clients only through an existing broker relationship.
These providers are best of breed solutions, but tend to have a more
narrow scope than their competitors in the Best of Breed category.
They are designed to fit a broker-to-client relationship.
• Consulting – these providers typically started out advising
clients in plan design and helping clients select medical plans and
carriers. They have evolved over the years into developing (or acquiring) technology solutions to manage the enrollment and providing
administration services internally or through a third party partnership.
2. Outsourcing Service Providers – these types of providers started
as service providers – being an extension of your Benefits department.
They provide call center support, they will adjudicate claims, and
manage other administrative tasks. Over time they have developed
technology solutions to facilitate their outsourcing services and may
also provide consulting.
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Administering Benefits

Expert tips
• Determine your main driver
• Begin with vendors who have that origin of expertise
• Consider a variety of solutions to compare
• Review Nelson Hall’s Targeting Benefits Administration,
June 2012
How to Start on the Right Path
Most benefits administration providers are now a blend of the above:
technology, consulting services, and outsourcing arrangements. How

Wellness = Lower
Insurance Premiums
Easy-to-implement corporate wellness initiatives
By Peter Demangos

Fundamentally, a group health and dental program is simply
a “cost-plus” arrangement. The “cost” is represented by the claims
incurred and the “plus” refers to the administration fees charged
by insurance carriers, brokers and related third parties to manage,
adjudicate and administer the claims.
These fees may vary from 5% to 30% of claims, on average, depending on company size, carrier and funding arrangement. Of course,
there are several ways to reduce the admin fees of a benefits program
and comparing options for reducing such fees, over the long-term
especially, is without question a top priority. However, too often it
becomes the only priority.
The admin fees are simply a percentage of claims. Thus, by directing
our energy toward claims management we not only reduce the “cost”
but also consequently reduce the “plus.” Furthermore, the National
Coalition of Health Care confirms that health insurance costs are
increasing more than three times that of inflation. This quickly overshadows any savings from admin fee reductions alone.
That being said, reducing claims is certainly not an easy task.
However, most successful claims management programs have employee health and wellness education and awareness rooted at their
core. According to the U.S. Surgeon General, 75% of all illnesses
can be attributed to lifestyle-related causes that can be prevented
through education.
Staff education in the areas of healthy living and eating reduces
dependence on drugs, reduces absenteeism, increases moral and
promotes happier and healthier employees and their families.
A survey of Fortune 500 firms found a focus on wellness could
lower employee health and disability costs by as much as 31%.
Quick health facts
• 75-90% of visits to primary care physicians are for stress related
problems (American Institute of Stress).
• Up to 75% of antibiotic use is ‘of questionable therapeutic value.’
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do you determine the right provider for your organization without
running an RFP with 20 different vendors? Follow this simple flow
chart to get you thinking in the right direction. B&W
Tara Morey is a Senior Consultant with Findley Davies specializing
in Human Capital Management consulting services. Tara is a certified
Project Management Professional (PMP), a Human Resource Information
Professional (HRIP), and a Lean Six Sigma Yellow Belt.
Email tmorey@findleydavies.com
Visit www.findleydavies.com

Patients should be told that antibiotics can damage their health and
alternatives can be better (British Medical Journal).
• Depression will be the second leading cause of disability in the
world by 2020, trailing heart disease (World Health Organization).
• 30% of all cancers can be attributed to an inadequate or unhealthy diet (Breastcancer.org).
• Type 2 diabetes is largely preventable. About nine cases in 10
could be avoided by eating a healthy diet, controlling your weight
and exercising more (Harvard School of Public Health).
The 2010 Telus Health Solutions report indicates that the top three
claimed therapeutic classes in Canada were: cholesterol (8.7%), blood
pressure (7.6%) and depression (7%). All three can be treated with
a proper diet and lifestyle.
To understand the specific cost drivers at the individual company
level a detailed claims analysis can be very insightful. With this information, employee wellness programs can be tailored accordingly.
If stress is, in fact, the leading cost driver in an organization, then a
stress reduction or ergonomics seminar may go a long way for both
reducing claims and increasing employee moral.
For health and wellness programs to be successful they must be embraced
by the entire organization and become a part of the corporate culture.
Examples of easy-to-implement corporate wellness initiatives include
the following:
• health and wellness lunch and learns
• biometric screening clinics with registered nurses
• online health assessments
• organized group activities and challenges (i.e., walks to raise
awareness)
• on-site practitioners
• on-site wellness fairs; and
• wellness committee to drive new ideas
Lifestyle changes cannot be expected to occur overnight however a
continuous effort to educate and create awareness amongst employees
will eventually pay healthy dividends. B&W
Peter Demangos MBA, CFP, CLU, is the Managing Director at PDF
Financial Group Inc.
Email pdemangos@pdffinancial.com
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Employee Sleep Epidemic
3 sleep health questions for employers

Interactive

By Jen Piliero

John is a new parent who, in the addition to adjusting to life
with a newborn, has recently taken on a new project at work. The
extra hours he’s had to put in at the office paired with multiple night
wakings to care for an infant is wreaking havoc on his sleep schedule.
John is not alone. Regardless of personal life circumstances or other
work obligations, many employees are not getting the amount of sleep
they need. The “Sleep Epidemic,” as the Centers for Disease Control
and Prevention call it, is not surprisingly linked to a host of workplace
problems, including reduced innovation, lower job satisfaction, poor
productivity and even unethical behavior1.
Dr. Stuart Quan, a professor of Sleep Medicine at Harvard Medical
School, considers sleep so critical to a person’s overall health and wellbeing that he calls it the “third pillar of health,” along with fitness
and nutrition. Given the importance of sleep health to a person’s
well-being, Ceridian has formed a partnership with Harvard to tackle
this important health issue in the workplace.
In a recent LifeWorks podcast, Dr. Quan said that if people are
getting less than 7.5 to 8 hours of sleep per night, they are probably
sleep deficient. He added that being tired at work is an important issue
because of the impact it can have on one’s job performance. He said,
“At one extreme, you may have people falling asleep at their desks or
in meetings, but more importantly, for people who drive or operate
machinery, this can result in accidents, injuries or even death.”
As employees like John struggle to balance the demands of work
and life, it’s no surprise that sleep is often the first to suffer. Employers
should take steps now to help educate and change sleep behavior in
their employees – and often this starts with looking at the workplace
culture as a whole. What sleep health steps can you take to help employees feel more rested and, in turn, be healthier, happier and more
productive on the job?
3 sleep health questions employers should consider
1. What effect is the 24/7 workplace mindset having on employee sleep health?
As workplace cultures continue to shift to a 24/7 work environment
with employees remaining glued to their smartphones and mobile
devices at all hours of the day and night, employees risk compromising their sleep habits in order to stay connected.
According to sleep survey data presented at Harvard’s 2013 Corporate Sleep Health Summit2, 72 percent of American workers polled
said they sleep with their smartphones next to their beds in the on
position, and 45 percent send emails and texts often or always right
before they fall asleep at night.
While offering flexible work arrangements is a benefit many employees value, the cost is that many employees rarely disconnect, even
on vacation or on the weekends. This “fear of missing out” attitude,
or FOMO, permeates a company culture. Many times, such behavior
is even rewarded by superiors. Evaluating how your company rewards
work behavior and sets performance expectations can shed important
insight into the impact such a culture can have on employees’ sleep
health.
2. Is innovation being checked at the door?
Often lack of sleep is quantified in the workplace by lost productivity. For example, a study in the Journal of Occupational and
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Environmental Medicine estimated that lost productivity due to poor
sleep costs $3,156 per employee with insomnia, and about $2,500
for those with less severe sleep problems. Similarly, a Harvard study
estimated that the annual cost of lost productivity at U.S. companies
due to sleep deprivation exceeds $63 billion.
But there are multiple other costs that can’t be quantified in the
same way. Specifically, researchers have found that innovation and flexible decision making are often first to suffer when employees endure
prolonged wakefulness3. If you want your employees to perform at
the top of their game and bring creative, outside-the-box thinking to
their daily tasks, encouraging adequate sleep habits can prove beneficial
to more than just your bottom line.
3. How can you leverage corporate wellness programs to
promote healthy sleep habits?
As the “third pillar of health,” sleep often takes the back burner to
nutrition and exercise when it comes to corporate wellness initiatives,
but employers should prioritize partnering with their employee assistance programs to promote healthy sleep.
What are some specific steps your company can take to promote
healthy sleep habits? Below are a few tips to help start changing the
sleep culture at your company so you can get on your way to having
more rested and healthy employees.
Workplace sleep health tips:
• Offer employees a place where they can rest – according to
a 2011 Society for Human Resource Management survey, only six
percent of offices had napping rooms for employees. Employees who
take just a 20 minute nap can wake up feeling refreshed and recharged.
• Promote healthy sleep habits by offering sleep disorder screenings and wellness coaching programs through work.
• Communicate positive messages about sleep by hosting events
like a “sleep awareness month.”
• Encourage employees to unplug during the evening, weekends
and on vacation.
Armed with these tips, now is the time to start taking action in
the workplace so together we can fight the sleep epidemic. B&W
Jen Piliero is a senior product manager for Ceridian LifeWorks, the employee
assistance program (EAP), work-life and wellness provider. She has more than
14 years’ experience in the EAP and wellness industry.
Visit www.ceridian.com
Email angela.janson@ceridian.com

Ceridian Sleep and Health
Infographic

1. Can a Lack of Sleep Make You Behave Unethically? Researchers Think So. http://
www.vt.edu/spotlight/impact/2012-09-17-sleep/barnes.html
2. 5 Things You Should Know About Sleep Health in the Workplace; http://www.
huffingtonpost.com/carolyn-gregoire/sleep-workplace_b_3294409.html
3. http://www.ncbi.nlm.nih.gov/pubmed/10329298
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Consistency
The key to fitness success
By Debi Silber

Not seeing results from your workouts? Getting frustrated with
finding the right fitness routine? The problem may not be with your
fitness program but with a lack of consistency. Consistency is the key
to making exercise a lifelong habit...and getting results. Here are a
few tips to help you stay consistent.
1. Exercise in the morning. As the day progresses, tasks, chores,
responsibilities and fatigue can often knock exercise right off the list
of priorities. By exercising in the morning, fewer distractions come up
and can help ensure you get your workout in. Not a morning exerciser?
If possible, try to go to sleep a little earlier so you’re not skimping on
your sleep. Then, set the alarm to get up 15-30 minutes earlier on the
first day. Commit to a “no snooze button” rule and slowly get out of
bed. Next, before you leave your bedroom, immediately put on your
workout clothes. It gives you that mental push to get your workout
in so you don’t reconsider or get sidetracked.
2. Have a plan to prevent boredom. Just as you get bored, so does
your body. If you stay with the same routine, you’re body doesn’t have
to work as hard to get through it and you won’t see the results you’re
hoping to achieve. Could you have one routine for Monday, Wednesday
and Friday and another for Tuesday, Thursday and Saturday? How
about mixing it up with a variety of classes, DVD’s, running routes
or fitness equipment? What about changing the levels of intensity on
your treadmill by throwing in some sprints, doing some plyometric
moves or jumping rope? By creating a plan to keep your routine fresh
and challenging you’ll be more likely to stick with it, stay consistent
and see results.
3. Set realistic and achievable goals. Your goals should be challenging enough so it’s something to strive for yet realistic enough so
that you can enjoy the feeling of success once you achieve them. To
have a goal of losing 20, 50 or 100 pounds or getting toned and bikini
ready is great, but how can you break that down so it doesn’t seem
like a huge mountain to climb? A simple way to do this is to set a
yearly goal, then break it down to months, then weeks and finally into
what you need to do each day in order to achieve your ultimate goal.
4. Track of your progress. If your goal is to lose weight or train
for a specific event, find a way to track your progress so you can stay
motivated and enjoy the feeling of progress. It can be as simple as
marking days off a calendar, keeping a fitness or food journal, or
creating a system of your own. It doesn’t matter how you track your
progress as long as you keep it simple enough so you can easily add it
to your routine and see how you’re moving towards your goal. There
are also some great apps you can download which can help you track
your progress along with helping to keep you motivated.
5. Keep it fun. Discover your unique “fitness personality” to create
a program you find fun and enjoyable. Maybe that means a class,
an organized sport, DVD’s, finding a like-minded fitness buddy, or
loading up your IPod with upbeat songs and hitting the pavement.
The more you learn about what you need so that exercise becomes
fun, the longer you’ll stick with it and the more you’ll see results. It’s
all about finding something you enjoy and creating a routine around
it so you’ll look forward to getting your workout in.
7. Celebrate success. Once you reach a goal, even if it’s a small
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one, be sure to celebrate! Whether that means treating yourself to a
new song for your music playlist after each workout, some downtime,
a manicure, getting together with friends, new exercise clothes or
equipment, it’s important to acknowledge and recognize your achievements. It gives you an opportunity to be proud of yourself and keeps
you moving forward.
Just as the key to real estate is “location, location, location” the
key to exercise results can be found with “consistency, consistency,
consistency!” By working towards being more consistent with your
fitness, you’ll be on your way to creating and maintaining that sleek,
lean, toned and healthy body you want. B&W
Debi Silber, MS, RD, WHC, FDN The Mojo Coach® Founder of www.
TheMojoCoach.com is a weight loss, fitness, lifestyle, self-improvement expert,
speaker, spokesperson, author and THE secret behind some of the healthiest,
most dynamic and successful people today. Sign up to receive videos, strategies,
tips and resources to get you lean, fit, energized, healthy and happy!
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Workplace Wellness
Is it a priority?
By Vicki Ravenel

By now we have all had enough of “Ole’ Man Winter” and there
are not many sections of the country that wouldn’t give their eye teeth
for some consecutive days of sunshine and warm temperatures. Often
accompanying the winter blast are colds and flu, resulting in missed
work days and sub-premium performance when on the job. Research
shows that those employees who adopt a consistently healthier lifestyle
seem to fare better than those who don’t, even during flu season!
According to the U.S. Department of Health and Human Services:
• 59% of employees do not get adequate exercise
• 50% or more have high cholesterol
• 27% have cardiovascular disease
• 26% are overweight by 20 percent or more
• 24% have high blood pressure
Becoming healthier is an individual choice; however, employers can
play a huge role in helping employees embrace a healthier lifestyle.
This assistance benefits both employer and employee as a healthy employee means reduced absenteeism, improved on-the-job productivity,
increased morale, and lower healthcare costs.

A workplace that promotes a culture of engagement but neglects to
include wellness initiatives in their overall program is missing the boat
on a huge aspect of an employee’s overall well-being. Many employers
still question the validity of an investment in a wellness PROGRAM;
but the investment should actually be viewed as an investment in the
EMPLOYEES which are, after all, a company’s most valuable asset.
Wellness programs need not be costly or incredibly complex.
Smoking cessation and weight loss alone result in millions of dollars
of healthcare cost savings. Companies do not necessarily need a formal
gym or exercise room. Walking clubs are extremely popular and cost
nothing except a good pair of shoes and the time to participate. There
is power in groups and the “buddy system” has historically proved
successful in both diet and exercise programs!
Incentives are a key component of a successful wellness initiative.
Employees should be recognized for goals achieved; but also for
simply signing up and sticking with the program, particularly in the
early stages where dropout rates are the highest. Rewards need not
be large, but they do need to be frequent and public, and goals need
to be reasonable and attainable. A “healthy step” program encourages employees to set small goals and celebrate small victories, thus
keeping them motivated to continue with the program and embrace
it as a lifestyle change. Wellness incentives should have value to the
recipient and should also be aspirational, encouraging other program
participants to “reach for the stars.”
If you have been considering a corporate wellness program but
are hesitant about where to start, we would be happy to share some
success stories of companies who worked with GC Incentives to inspire
their participants and reward them for continued participation in the
program. A sound wellness strategy and a small investment on your
part can reinforce healthy behaviors which will provide long-term
benefits to your company, your employees, and your community. B&W
Vicki Ravenel’s sales career has included positions with Colonial Williamsburg,
the Anheuser-Busch Theme Parks, and Incentium. She is currently Director of
National Accounts with GC Incentives and enjoys showing companies how to
delight and engage their employees.
Visit www.gcincentives.com
Email vravenel@gcincnetives.com
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HR.com

Top Jobs
ONE JOB POSTING DOES IT ALL!
With over 230,000 members, HR.com is the largest community of highly engaged HR professionals. Combine
this with the reach and performance of TheJobNetwork™, HR.com is the most effective way to hire!
• Reach qualified talent on HR.com and across thousands of job sites at the same time
• Save time and attract more qualified candidates with Real-Time Job Matching™
Get instant access to the resume database and LinkedIn® profile matches at no extra charge

POST YOUR HR JOB TODAY

Job Title: Employee Benefits Manager
Category: Human Resources / Recruiting
Type: Full Time
Company:  Management & Training Corporation
Location: Centerville, UT (US)

VIEW POSTS

Job Title: Corporate Wellness Program Supervisor
Category: Human Resources / Recruiting
Type: Full Time
Company: East Jefferson General Hospital
Location:  Metairie, LA (US)

VIEW POSTS

Job Title: Senior HR Manager (Service Operations)
Category: Human Resources / Recruiting
Type: Full Time
Company: CCC Information Services
Location: Itasca / Chicago, IL

VIEW POSTS

Job Title: Manager, Employee Relations
Category: Human Resources / Recruiting
Type: Full Time
Company: Sirius XM Radio
Location: New York, NY (US)

VIEW POSTS

www.hr.com/careers

Stop Thinking Negative
3 tips to help you

Interactive

By Lauren E Miller

“According to The National Institute for Occupational Safety and
Health stress and anxiety is estimated to affect well over 19 million
Americans and growing.”
We all know that stress causes disease in the body. I know because
I went through divorce and cancer at the same time. In less than two
years, I experienced a divorce; a double mastectomy; 16 chemos; 6
weeks of daily radiation; 12 surgeries (due to third degree burns on
my front they had to graft my back on to my front) along with an
additional year of chemo. I am thankful that I am in a position to
reach my hand back into the storms of life and help guide others
through life’s challenging opportunities back to their ability to expand
their perceptions of life and step into positive self-care systems that
support health and wellness.
Believe it or not, your stress flows directly from your thought life.
Any time you perceive a situation as a potential threat to your safety
or connection with others, your stress hormone begins to soar. Your
thoughts form your choices, how you respond to the world around
you. Your choices form your life. If you focus on one thing this
month, may it be your thought life.
Video

The world is full of endless solutions-it is simply your perceptions
that limit your ability to tune into available options. You walk around
your days missing vital pieces of information that you delete or distort
because they do not fit with the structure of reality you have created
for yourself throughout your lifetime. The problem comes when you
think these impoverished views of reality are real representations of
life. For example if you have created a structure that is based on this
belief: “Nothing ever works out for me!” then know that you will tune
into everything that backs that belief up. Your thoughts create what
you tune into so choose wisely. You are not a victim in this process
unless you choose to be. There is actually a part of your brain that
tunes into what you focus on in life: The reticular activating system
(RAS) is located in the brain stem and plays a major role in behavioral
motivation. It is very empowering to know that you can choose how
you want to view circumstances at work and at home: as a burden to
be endured or an opportunity for learning and growth.
Take a moment to reflect on Henry Ford’s famous quote: “Whether
you think that you can, or that you can’t, you are usually right.”
Below are 3 tips to help you gain control over negative stress producEmployee Benefits and Wellness excellence essentials presented by HR.com | 04.2014

ing thoughts:
• Practice acuity. Start to observe those statements or responses
to life that perhaps are impoverished and do not serve your sense of
well being and inner peace. Become curious as to what pieces of
information you might be deleting that if recovered would help to
expand your options in life. The more options you can create, the
less stress you will experience.
• Remove universal quantifiers in life, they will keep you stressed
out and stuck in a set belief system that does not flow with the growth
of life around you: Nothing ever works out for me; nobody cares;
everyone is against me; I never get noticed or appreciated; everyone
gets acknowledged over me.
• Use your RAS (reticular activating system) to help you tune into
the positive in life. Focus on what is working out for you versus what
is not. You are in charge of your thoughts; your thoughts are not in
charge of you. Seek out positive connections with those around you.
Gratitude along with consistent sincerity and reverence for all of life
will guide you back to inner peace every time you choose them over
fear, doubt and worry. Replace a sense of entitlement with a desire to
encourage those around you. If you want to experience more support
on the job then seek out opportunities to be supportive to those around
you. You reap what you sow. B&W
Lauren E Miller is founder of Stress Solutions University, International
Motivational Speaker and Award Winning International Best Selling Author.
She has received national and international recognition including Success;
Redbook; Ladies Home Journal; Family Circle; Discovery; Lifetime; CNBC;
MSNBC and the International Journal of Healing and Care.
Visit www.laurenEmiller.com
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Upcoming Virtual Events & HR.com Webcasts
Virtual Events
A Selection of Verticals
Benefits: Cost Containment, Audits and Legal Risks

Schedule
July 22-23/14

Oct 1-2/14

Feb 4-5/15

Compensation: Best Practices and Trends

Sept 8-9/14

Jan 26-27/15

Sept 14-15/15

Contract Workforce and Talent Exchanges

Aug 5-6/14

Dec 11/14

April 8-9/15

Developing Organizational Leadership Capabilities

July 7-8/14

Oct 21-22/14

Jan 7-8/15

Employee Wellness

June 11-12/14

Nov 12-13/14

Mar 11-12/15

Integrated Talent Management

Sept 22-23/14

Feb 18-19/15

June 1-2/15

Online Staffing and Sourcing

Aug 25-26/14

Nov 17-18/14

May 4-5/15

Quality of Hire

April 29-30/14

Sept 3-4/14

Feb 23-24/15

Performance Management

May 5-6/14

Nov 19-20/14

Mar 30-31/15

Recruitment Process Outsourcing

July 16/14

Oct 27/14

Mar 26/14

July 29-30/14

Oct 29-30/14

Jan 12-13/15

June 17/14

Sept 16/14

Dec 3/14

May 29-30/14

Nov 3/14

April 29-30/15

Rewards and Recognition
Workforce Management: Time and Attendance
Workforce Planning and Analytics

View our Upcoming Virtual Conference Schedule and Register Today!

www.hr.com/virtualconferences

Webcasts
A Selection of Webcasts

Date

Time

ACA Look-Back Periods & Reporting

May 20 2014

1:00 PM - 2:00 PM

Register

Unleashing the Magnetism of Culture and Engagement

May 29 2014

1:00 PM - 2:00 PM

Register

The ACA’s Employer Mandate – How Recent Guidance Could Impact Your
Compliance

Jun 4 2014

1:00 PM - 2:00 PM

Register

AB1825 Sexual Harassment Training for Management (in California)

Jun 10 2014

3:00 PM - 4:00 PM

Register

Population Health Management: Can Employers Really Make a
Difference in Health Care Costs?

Jun 11 2014

11:00 AM - 12:00 PM

Register

Brain Fitness – Its Impact on The Employee

Jun 11 2014

12:00 PM - 1:00 PM

Register

Wellness on a Shoestring: No-Cost, Low-Cost Wellness Activities

Jun 11 2014

2:00 PM - 3:00 PM

Register

Talent: Retention and Acquisition using a workplace Health
and Wellness Program!

Jun 12 2014

11:00 AM - 12:00 PM

Register

View our Upcoming Webcast Schedule and Register Today!

www.hr.com/upcoming_webcasts

Proven Behavioral Prescriptions
Master your stress, build your resilience
By Jack Singer

This is the first of a series of 77 cutting-edge stress busting tips
to add life to your years and years to your life!
Stress Mastery Rx #1: Take care of your emotional health by
taking care of your physical health. Consider visiting a licensed
Naturopathic Physician to learn about foods and natural supplements
that have been proven to reduce and prevent stress. The following are
examples of physical features which been shown to directly impact
moods and stress levels: keep your blood sugar low with frequent,
smaller meals that include protein; eat light at night; get ample sleep;
avoid alcohol, caffeine and tobacco; load up on anti-oxidant foods and
keep your weight within the normal range for your age and height.
Stress Mastery Rx # 2: Practice breathing through your diaphragm. Put your hands on your stomach and breathe deeply so that
your hands move out when you inhale and move back in when you
exhale. If your hands are not moving and only your shoulders and
chest move when you breathe deeply, you are engaging in shallow, less
relaxing breathing. You can easily teach yourself to breathe through
your diaphragm with practice.
Stress Mastery Rx # 3: Recognize that you can live with a certain
amount of stress in your life and that it may even be beneficial
to you. Stress is the brain’s way of alerting us and motivating us to
avoid threats and sustain our lives. So, when you have a challenging
task, for example, a small amount of stress is necessary to pump you
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up and focus your attention on the task at hand.
Stress Mastery Rx # 4: Change is not necessarily a bad thing.
Embrace it, and find ways to see the positive outcomes of change
for you. Think about a time when you were forced to make changes
that you weren’t keen on making. Did new opportunities open up
for you that you wouldn’t have sought otherwise? When one door
closes, always keep your eyes open for another door waiting for you
to walk through.
Stress Mastery Rx # 5: Stay fit. Run, bike, swim, walk, or hike
each week. Aerobic (heart rate increasing) exercise releases endorphins. Endorphins are the brain’s natural calming drugs that sooth
you and release stress. Other ways to benefit from exercise are dancing,
gardening, or even shoveling snow and raking leaves. You don’t have
to engage in vigorous activity to benefit. B&W
Dr. Jack Singer is a practicing Industrial/Organizational, Clinical/Sport
Psychologist and a Professional Speaker for companies and associations around
the World. He is the author of four books, including “Dynamic Health” and
“The Financial Advisor’s ULTIMATE Stress Mastery Guide.”
Call 1-800-497-9880
Email drjack@askdrjack.com
Visit www.developthemindsetofachampion.com
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Workplace Stress
A complicated problem with a simple remedy
By Pauline Gibson

There were over 428,000 diagnosed cases of work-related stress
in the year 2011-2012 according to the latest Labour Force Survey;
that accounts for 40% of all work related illness, and does not include
the many thousands that went unreported. Stress often causes behavioral problems, but in severe cases can lead to health issues and what
has now become known as ‘desk rage’. However, there are simple
measures that business owners can put in place to help prevent it.
Why now?
The problem of stress in the workplace has been prevalent for some
years now, but it has only recently been recognized as such more recently. The last few years of economic recession have meant that there
have been a number of cutbacks and layoffs. Redundancy is much
more of a worry now than it has been in the past. On top of this,
Smart phones and instant internet access mean that workers are making
themselves accessible 24/7 to messages from managers and clients.
Staff in the UK work longer hours and have fewer public holidays
than any other country in Europe according to the Health and Safety
Executive (HSE). Not all companies have policies in place to minimize
stress in the workplace; however every employer has a duty of care to
their staff. Ensuring that individuals are happy at work and have a
good work/life balance is at least in part the responsibility of the management. Simple rewards and incentives are one of the best ways that
employers can make their staff feel appreciated and happier at work.

What does employee stress mean for business?
Stress is a leading cause of absenteeism from work. More than
£14billion was lost in the UK last year through absenteeism in the
workplace according to the Confederation of British Industry (CBI).
That’s £1 billion more than the amount spent on tobacco over the
same period and means that the average cost of each absent employee was £975. There are, admittedly, many different reasons for
absenteeism, but stress certainly accounts for a high number of cases.
The importance of getting the balance right
Everyone feels challenged at work at certain times, occasionally
experiencing increased stress levels is part of ordinary working life;
but to prevent stress overcoming us, it is crucial to get the balance
right. The more stressed an employee seems, the more the employer
needs to redress the balance. Even when the company has policies in
place to prevent stress, workloads and the hours required still mean
that many people are overworked, whatever their industry. In fact, on
average every employee in the UK puts roughly one month of over
time in per year, according to the HSE.
The less stressed and happy the staff members are, the more productive they will be. When employees feel confident at work and that
they are on top of their workload they call in sick less, work harder
and achieve much better results. This is easily achieved by business owners implementing simple reward and motivation schemes.
Small changes make all the difference
Alleviating stress in the workplace is partly solved by allowing flexibility in working patterns and contracts. However, the most efficient way
to combat the problem is actually by putting simple incentives in place.
Celebrating even small successes and rewarding good work as it happens
is easy and effective, particularly if these rewards offer relaxing or unforgettable memories. Vouchers for leisure activities such as going to
the cinema or to bowling are one of the most cost effective ways to help
ensure that employees strike the right work/life balance. Many employers are now offering cinema tickets as they provide a memorable evening
out with friends or family and offer a few hours of complete escapism.
The implications
Employee health should be a priority in all companies and something that HR teams should spend a good proportion of their time
promoting. Work-related stress is the most common cause of absence
but it is also the most preventable. Workload, deadlines and too much
responsibility combined with too little support are all causes; some
of these are impossible to prevent, but they can be counteracted.
Many business owners think that stress in the workplace is not their
responsibility, or there is little they can do about it, but this is not the
case. Making sure that every member of the team strikes the work-life
balance right will help to erase stress. B&W
Pauline Gibson is the business development manager at Filmology, the
leading cinema promotions company in the UK.
LinkedIn Pauline Gibson

21

Employee Benefits and Wellness excellence essentials presented by HR.com | 04.2014

