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Thank you so much for the opportunity to be here today.  Thank you to Katie and Big I Kentucky for having me.  I look forward to spending the next 90 minutes with all of you.


Who i1s Nick?
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Some additional background on me.  I grew up in Columbus, OH.  Went to college in San Diego at University of San Diego where I studied business and accounting.  Out of school, I worked for Unum for 12 years as a sales executive, where I specialized in life, disability and voluntary benefits. I had a great career going, but then one day I learned about genetic testing, saw first-hand how impactful it can, and was captivated. In short time I left Unum to help start a genetic testing startup called Genomic Life, where I helped build their product designed for the employee benefits market, while building and leading their sales team.  However, a little over a year ago I learned how quickly things can change with early stage companies as new investors and board members decided to take the company in a different direction, which did not include me or the sales team I built.  At that point I’d moved back to Columbus, Ohio, and the opportunity to make a career change at age 40 presented itself to me.  My entire career had been spent partnering with and selling through brokers and consultants, and I decided it was finally time to make the jump, a jump I’d been thinking about for years.  So I joined the firm that was always my best partner both locally and nationally, Marsh McLennan Agency

As the saying goes, nobody cares about what you know, until they know how much you care.
Well, my why is my family, and my purpose is helping people.  Furthermore, I come from an insurance family.  My step dad was the CEO of a global brokerage network (Assurex Global), my sister in the industry, my wife is in the industry, my brother in law is in the industry, and my step brother is in the industry.  I know how valuable and impactful our roles are, how important this industry is to society and the people we serve, and I take it very seriously and it motivates me every day.


Gratitude '
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Before I jump into today’s agenda, let’s do a quick activity that will help give us all a quick dopamine hit. Take out your phone, and send a quick text of gratitude to a friend, family member, co worker, maybe someone you haven’t heard from in awhile.  It can be a simple heart emoji or a few quick words of appreciation.  Don’t overthink, just send it to whomever comes to mind.

Ok, shoot that out, I’ll do it too, and I’ll put my phone away.


Today’s Agenda

1) The New Workplace — The 3 Biggest Trends
2) Innovation in Employee Benefits

3) Cross-selling benefits in 2023
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New information from the end of 2022, early 2023.

Employer challenges are not unique, they may be new, but not necessarily unique.
How are top companies developing strategies on these 3 key trends 

1) The shift in employee workforce demands 
ESG (environmental, social, governance) - companies that are implementing  strategies and embrace these trends have different ability to recruit and retain talent.
2) Workforce needs in mental health - workplace balance - remote work, hybrid work environments
3) Healthcare economics - we’ll discuss healthcare benefits, the cost trends, emerging cost trends, things employers need to be aware of, and strategies around how top performing companies are nailing it.


2) Innovation in Employee Benefits – what are the new solutions that are picking up tracking in our evolving workplace?  Technology is evolving so quickly and we’ll talk about some of the new programs that are leading edge.

3) Cross-selling benefits in 2023 – I’ll share insights from successful producers on what is working for them as they grow their book of business from a half a million all the way up to 6M, what we are hearing from decision makers, examples of what’s working from a cross selling perspective, and what some of the experts are predicting for the future of our industry. 


Please sit back and enjoy, we’ll dive into these topics and we’ll have time for Q&A.
Let’s dive in.




The employee health & benefits trends of 2023

I 1 >> Shifting workplace expectations

I 2>> Mental and behavioral health needs
[
& 3 Changes in healthcare economics

TREND

TREND
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Here are the 3 big trends that I mentioned:
 
Shifting workforce expectations
Mental and behavior health needs
Changes in healthcare economics
 
We will share a copy of the deck, so don’t worry about screenshotting slides unless that’s your jam - then go for it.  There is a ton of great information here.  We’ll discuss the challenges and strategies that employer’s are deploying.
 
Certainly Employees are placing a higher premium and higher value on the importance and purpose of work, which organizations are struggling with.  It’s not just coming from HR, it’s coming from the CEO.  How they are moving fwd with DEI, workplace life balance, mental health support, flexibility in the workplace, and balancing all of those strategies with their healthcare benefits and overall budget.




What 1s ESG?

ESG stands for the environmental, social, and
governance impacts of an organization. These three
key dimensions are how corporate sustainability and
ethics are evaluated as well as a lens for investing
based on policies to encourage companies to act
more responsibly.

ESG strategies are becoming increasingly important
for organizations and leadership teams, regardless of
size, annual revenue, or industry.

ESG can also be a way for organizations to future-
proof their companies as global regulations,
consumers, and employees demand more sustainable
and equitable business practices.
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So we are going to talk about ESG, and what is ESG?
 
It’s 3 key dimensions around how companies are embracing corporate philosophy into their day to day business operations.
 
For me, when it comes to ESG, I feel very socially connected to my organization.  We do good on behalf of employers employees, sitting on their side of the table working and negotiating with insurance companies to get them the best value and pricing from the benefit programs.  Making them affordable for ees and their families.  My connection and vitality with my company is very high. There is a feel good vibe everyday I wake up and go to work.
 



For the sake of our business, we will
focus exclusively on the S, in ESG, as
a workforce strategy.

The social component of ESG covers all the ways companies
interact with their employees and the communities in which they
operate. External pressures from investors to employee demands
and talent retention to facilitating thought leadership are taking
center stage in strategic workforce conversations. Today,
creating a purpose-driven business is more important than ever.

As offices go back to full- or part-time, and as leadership
responsibilities and accountabilities grow, it's time for companies
to lean into social impact. ESG performance will become even
more important in attracting and retaining talent as Millennials
and Gen Z come to make up most of the global workforce.

of companies with higher ESG scores
report higher employee satisfaction.!
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Baby
Boomers
Born 1946-64

Gen X
Born 1965-80

Millennials
Born 1981-96

Gen Z
Born 1997-2012

23%

of the global
workforcel

in 10 years’ time

2%

of the global
workforce
will consist
of Millennials
and Gen Zs?
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Gen Z and Millennials require this, it isn’t a nice to have.  Employers need to understand their employees and the employee base and what the connection needs to be.
 
The social component of ESG covers employers and how they interact with employees and the communities in which they operate and serve.  So the external pressure from investors don’t really care for this item, but what they don’t understand  or what they’re learning now is there is a war on talent and it’s tough to attract and retain top talent without this.

So if you look at the workforce and the generational changes over the last decade it’s significant and it’s just going to become more significant as you can see from the diagram.
 
In the next 7-8 years, and the shift that is coming, this is going to become more important for companies.
 
14% of the companies with higher ESG scores reflect higher ee satisfaction and higher retention.
 
For investors and board of directors we’ve seen push back because they care primarily about the bottom line and profitability.  However, we’ve seen that it’s been proven that if you incorporate aspects of ESG within your organization and  within corporate philosophy you’ll get a higher return due to higher ee engagement and less presenteeism within your population.
 
1. “ESG as a Workforce Strategy,” Marsh & McLennan Advantage, 2022, Link


Leading employers make greater efforts than their
peers to understand employee sentiment.!

The reality is becoming clearer: companies that best satisfy and attract talent have higher
ESG performance than their peers. This is the main reason why ESG strategies matter to
employees when it comes to where they choose to work. It is also why employers will
continue to center these conversations when discussing talent. ESG performance will
function increasingly as a competitive advantage for those companies that integrate these
metrics into their overall business performance and operational strategies.

Top employers by
attractiveness to
students and young
professionals

Top employers by
employee satisfaction

Global average
employers
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Leading employers are making a larger effort to understand ee sentiment.  They want to understand what attracts and satifies and talent and what their social and environmental governance centers around.  What are ees thinking about?
 
So top employers who incorporate these elements into their overall business strategy and performance are statistically more attractive to students and young professionals.
 
1. “ESG as a Workforce Strategy,” Marsh & McLennan Advantage, 2022, Link


Shifting workplace expectations

The shifting expectations regarding meaningful
support of today’s workplace and workforce
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  Trend 1 – so we’re going to talk about the shifting expectations around meaningful in today’s workforce.  




Talent retention and recruitment are
becoming a persistent concern for
businesses, as they struggle to adapt
and adopt practices that reflect what
people really want out of work.

Employees have continued to ask for more from leaders and
businesses when it comes to their impact on individuals, the
communities they serve, and the planet. Companies don't truly
understand the realities their employees are facing, despite
their best efforts, and are making ineffective moves based on
faulty assumptions. To that end, organizations that fail to
reinvent their approach to both attracting and retaining talent
are risking turnover, vacant positions, and lost opportunities that
negatively impact their bottom line.

Marsh & McLennan Agency LLC
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Talent retention and recruiting is becoming a persistent concern for businesses.  We have ees who care less about salary than workplace balance, how much they get off, whether they have to clock in, whether they are working independently.
 
In multi faceted groups, work groups, more diverse workgroups reflect a higher outcome as it relates to productivity.
 
To that end, Organizations that fail to re-engineer their approach both to attracting and retaining talent run the risk of falling behind and experiencing more turnover which will negatively impact their bottom line.



0%

are reconsidering the
work they do because
of the pandemic.?

3X

more than other
generations, Millennials
are reevaluating work.?
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Half of the workforce is reconsidering their career because of the pandemic.
 
Millennials are re evaluating their work 3x more than other generations.  I have a millennial brother, and he says he never wants to work as hard as me, he really values his time off, time vacationing and seeing new places.  That is a theme we’re seeing within our workforce.

 
We as employers and leaders need to understand this change and dynamic.  The population within our workforce is shifting.
 


2. “Help your Employees Find Purpose – or Watch them Leave,” McKinsey & Company, 2021, Link 


Employees are placing a higher premium on
finding meaning and purpose within their work.

Many employees are still grieving after the pandemic. The loss of
loved ones, the missed connections and gatherings, canceled
vacations, and postponed rituals including the loss of going into
an office every day. Losses, both big and small, are continuing to
radiate across work and personal lives.! Leaders need to bring
the mourning process forward in their internal cultures to support
employees as well as recognize and acknowledge that people are
not going back to the old ways of working.

2 of U.S.-based employees report COVID-19
3 caused them to reflect on their purpose in life.2
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Employees are placing a higher premium on finding a meaning and purpose behind their work.  Covid 19 caused many of us to reflect on their purpose in life.  What does work mean? Is it simply a means to an end to help me fund the things I want to do in my life or is it a career that I’m looking to build?  There are some shifts in the thought process w employees statistically.


1. “Your Organization is Grieving – Here’s How you can Help,” McKinsey & Company, Link
2. “Help your Employees Find Purpose – or Watch them Leave,” McKinsey & Company, 2021, Link 


hé

People who live their purpose
at work are more productive
than people who don’t. They
are also healthier, more
resilient, and more likely to
stay at the company.
Moreover, when employees
feel that their purpose is
aligned with the organization’s
purpose, the benefits expand
to include stronger employee
engagement, heightened
loyalty, and a greater
willingness to recommend the
company to others.

—McKinsey? ”
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People who live their purpose at work and feel connected at work are healthier and more resilient and stay with the company longer.  Again, this is a strategy and a thought process that employers and leaders need to consider.


2. “Help your Employees Find Purpose – or Watch them Leave,” McKinsey & Company, 2021, Link 


Top reasons why U.S. workers left a job in 2021.:
Low pay, ho advancement opportunities.s

19
20
39

m Major reason ®Minor reason

10
8
Net 18

30 85 43 45 48 57 63 63
COVID-19 vaccine Too few hours Too many hours Relocation Poor benefits** Scheduling Childcare issues* Felt disrespected No advancement Low pay
requirement inflexibility opportunities

*Among those with children younger than 18 living in the household. **Question provided health insurance and paid time off as examples. Note: Figures may not add to subtotals due to rounding.
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Let’s look at the top reasons US workers are leaving their company in 2021.
 
Low pay, no advancement opportunities are the top reasons.  This is shifting steadily.  If you look at some of the other reasons it’s inflexibility, poor benefits, relocation issues, people experiencing child care challenges (I know I did), and just plain old lack of respect being a top reason for leaving a workforce.  Very interesting stats, these are a bit different than what we’ve seen in the past.
 
Today, the need of being action oriented, understanding these challenges and supporting ees at every level, operationally and day to day to deliver purpose at work are major opportunities for employers.


3. “Majority of Workers who Quit a Job in 2021 Cite Low Pay, no Opportunities for Advancement, Feeling Disrespected,” Pew Research Center, 2022, Link


What the world
S

Paying attention to purpose is
an opportunity to meet
employees where they are.
Additional support is easier to
provide when employees feel Purpose*
like they have something bigger
to rally around. Leaders who
build a strong connection to the
business that is rooted in both What people
the work and their humanity at the company
can have a huge impact. are passionate

about

How the
company can
create economic
value
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Paying attention to purpose is an opportunity to meet ees where they are.  Support is easier to provide when employees have a larger purpose to rally around.
 
What are the world’s needs, what is the company uniquely good at, what are people at the company passionate about, how does the company create economic value?
 
All of this fuels purpose.
 
Like I explained, I feel purpose every day at work because I feel like I’m helping people get access to affordable healthcare that can improve their lives.  The healthcare system is so challenging, some say broken, and my job is to make it easier to get great care at the most appropriate price.  This aligns with my purpose in life, which is to help others, nothing makes me feel better.
 
So if you think about identifying what your company does and defining an authentic purpose around it can be very meaningful and powerful.
 
4. “Creating a Meaningful Corporate Purpose,” HBR, 2021, Link


Anthony Perillo. Ph.D.
@ADPerillo

Hon, Is everything ok? You've barely
touched your 2020 DEI initiative.

nnnnnnnnnnnnnnnnnnnnnnn
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This is humorous I think. I included this because DEI was a huge focus in 2020, but not much in the way around execution and forward movement has occurred over the past few years.



Organizations continue to struggle with
moving DEI programs beyond building
awareness to creating real and
sustainable action.

There was no increase in organizations with a DEI strategy
from 2021 to 2022. Establishing, connecting, and integrating
DEI initiatives remains a significant challenge for many
organizations and we are seeing many of the currently pledged
initiatives not live up to expectations. Only 42% of organizations
have leadership that is committed to modeling inclusive
behavior and championing DEI initiatives. This is actually down
five percentage points from 2021, and yet diversity, equity, and
inclusion work remains one of the most important aspects of
improving the employee experience across the board.®
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Organizations continue to struggle with moving DEI programs beyond awareness in order to create real sustainable action.
 
This is down actually 5% from 2021, yet DEI work continues to be one of the most important aspects for improving ee experience across the board.


 There is an opportunity this year to implement strategies that execute on DEI initiatives.  
 
We’ve seen statistics that support blended workforce teams creating value for employers.  Diversity + Creativity = Innovation (or whatever the equation is)
 
6. “2022 HR Trends Report,” McLean & Company Trends, 2022, Link


hé

Two years after companies
made very public
commitments to advancing
racial equity, we've seen
some progress — but more
IS needed. The engagement
of the $18 trillion+ private

sector and continued
investment in meaningful
action by corporate leaders
are critical to helping our
society reach equity for all.

—Ashley Marchand Orme,
Director of Corporate

Equity at JUST Capital

Marsh & McLennan Agency LLC
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2 years after companies made big commitments toward advancing racial equality we’ve seen some progress, but not enough.  
 
Corporate leaders are critical in helping us build our society reach equity for all.
 
And this is something is front burner for many organizations this year.
 
One client of ours in CA incorporated developed a new health benefit via their DEI budget.  Very creative.
 
Cancer was their number 1 driver of healthcare spend. They surveyed and they heard from older employers that all of the new benefits have been geared toward younger ees, fertility benefits, family leave, student loan programs, etc.  So this company took action and obviously cancer typically impacts folks over age 45 statistically, so they rolled out a 3 step program.
 
1) They covered genetic testing for hereditary cancer screening. They covered the cost of the saliva sample test for everyone. Precision medicine is coming, we’re going to see more change in the next 5 years than the last 50.  The results are all confidential.
2) Blood test - Galleri by Grail.  Over 50 types of cancer can be detected earlier than ever before.  Pancreatic cancer can now be caught at stage 1 or 2, not 3 or 4.  This is life saving and can save on expensive late stage cancer. Treating an early stage is half the cost of late stage.
3) Cancer COE - AccessHope.  Help ees and their family members more effectively navigate a cancer diagnosis.
 
An amazing example of taking feedback and implementing a program that hits the mark for their employees.



The lack of DEI success
means employees are
impacted in very direct and
personal ways, contributing
to both attrition and
resignations.

Often, organizations place

their DEI initiatives as a
function of HR and do not pull
programming through to all
aspects of their organization
and day-to-day operations.
Companies must also
reconsider their recruitment
partners and channels.®
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Lack of DEI success means employees are directly impacted.  Leading to resignation, lack of engagement, presenteeism, or the new term “quiet quitting”, where people are just disengaged from their Job and employer.
 
8. “Five Common Pitfalls That Can Derail DE&I Initiatives,” Forbes, 2021, Link  


3%

report having a formal DEI
strategy — the same as 2021.5
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1%

of employees who recently
quit their job cited a lack of
belonging at work as a critical
reason for leaving. Employees
from underrepresented
identities were even more
likely to cite this reason.”
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38% of employers have a formal DEI strategy - same as 2021.
51% of ees who recently quit their job cited a lack of belonging at work was a critical part of their decision.
 
Something to think about when it comes to recruiting and keeping your people.


6. “2022 HR Trends Report,” McLean & Company Trends, 2022, Link
9. “Don’t train your employees on DE&I. Build their capabilities.” McKinsey & Company, 2022, Link 


An inclusive culture is increasingly a competitive advantage
for organizations in attracting and retaining top talent.

Elite organizations are turning the ‘Great Attrition’ into the ‘Great Attraction’ with inclusivity.

(%

increased likelihood of
employees staying with an
organization if it’s inclusive
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0%

increased likelihood of
employees going out of
their way to help a
colleague if they work in
an inclusive organization

X

increased likelihood of
employees saying their
organization is high-
performing if it's inclusive
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An inclusive culture is a huge competitive advantage. 
 
It’s also critical for employers who have unique staffing needs.  For example, we have engineering clients looking for trained and experienced engineers, which can be tough to come by.
 
47% increased likelihood of ees staying if they are inclusive
90% increased likelihood of ees helping a colleague if they feel they in an inclusive environment. 
7x increased likely to say their company is high performing if they are inclusive.

So I’m going to share a video from Bombas, outlining how they’ve successfully incorporated social governance into their business.



Bombas Video

Marsh & McLennan Agency LLC
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The one thing we all have in
common is the need for
connection. This reality is
difficult for employers to
acknowledge, respond to, and
create sustainable solutions
that solve the problem.

However, not doing the work
will open employers across
every industry to attrition and
apathy. The key to what’s
next is to listen to what
people need and to support it
in any way possible.

Marsh & McLennan Agency LLC
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That was a great example of a how company has embraced the philosophy of social connection and incorporating it into their overall business.

We all have the need for connection. This can be difficult for employers to build a strategy around and respond to.  But this is not a nice to have, it’s a necessary requirement.  It directly impacts the bottom line.



Empathy is the key to solving the
myriad of challenges employers
face when it comes to the modern
workforce.

As the great resignation becomes the sustained
resignation, we are seeing business struggle across
industries to “maintain business as usual.” It doesn’t
take much to find social media accounts promoting rest
over productivity, and connection over capitalism. More
and more people of working age are rejecting the idea
of climbing the ladder and are embracing a different
relationship to their work.

People are asking for a greater employee experience
overall — one based on empathy, which requires
organizational understanding. Something many
companies today report they do not have.
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Empathy is a key to solving many challenges that employers are facing.  It’s all about how we respond and address things.  There is a great executive coach, Tim Kight, and he talks aboue E+R=O.  Event + Response = Outcome

Typically responses fueled by empathy produce better outcomes.
 
This is a critical attribute for leaders.  Ask people how they are, how are you feeling, reach out. Managers and leaders need to take the extra step with employees.  Be human, be kind, work on your emotional intelligence and awareness.

Personally, I think setting health boundaries is part of empathy as well, boundaries for both yourself and others.
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0%

of the U.S. workforce are

“Quiet Quitters”

or those defined as people who do the
minimum required and are psychologically
detached from their job.1°
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50% of the US workforce are quiet quitters.  Used to be defined as people who were not not present - they were there, but not working. Physically there but doing bare minimum and psychologically detached and checked out.

10. “Is Quiet Quitting Real?” Gallup, 2022, Link
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I love this slide Jacob Morgan – author of Employee Experience Advantage - said “Money is no longer the main motivator, employee experience is the primary competitive advantage that employer’s can create.”

I completely believe that.  We need to shift the paradigm.  People want to be proud of where they work and proud of what they do.



For the first time across the
board, empathy is not only
expected of leaders and their
workplaces but is demanded.

Therefore, focusing on well-
being and the now infamous
work-life balance is a starting
place, one where employers can
make progress first.
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Empathy is not just expected, it’s demanded.
 
There are a lot of stories now of people pushing back on injustice at the workplace.  We aren’t going to accept this, we need a fair and equitable place to work. Fairness and equity are expected if you want ees to be productive.  
 
Wellbeing and Work life balance is a starting point.



Creating a culture that
makes every employee feel
seen and heard is a big ask.

According to the Bureau of Labor
Statistics, the average turnover
rate is 57.3% when most
industries expected theirs to be at
around 17%. Companies that
prioritize employees and culture
have significantly lower turnover
rates.

Patagonia, for example — a
company that has been known for
its clear purpose and loyalty to its
employees beyond financial gain
— has a 4% turnover rate.'?
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Creating a culture that makes every ee feel seen and heard is a huge ask.
 
However, accordingly the BOL, some industries are seeing almost 60% turnover when it was expected to be 17%.
 
Companies that emphasize and prioritize culture and employees have lower turnover.  Patagonia for example, a company known for a clear purpose and loyalty to ees over financial gain has a 4% turnover rate.
 
There is a clear business case to be made for executives around incorporating some of these strategies.


12. “The NLI Interview: Patagonia’s Dean Carter on How To Treat Employees Like People,” Forbes, 2020, Link  


Key takeaways for shifting workforce expectations
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* Paying attention to purpose is an
opportunity to meet employees
where they are.

» Additional support is easier to
provide when employees feel like
they have something bigger to
rally around.

e Leaders who build a strong
connection to the business that is
rooted in both the work and their

humanity can have a huge impact.

« Key to getting DEI right is creating
metrics that connect to both
leadership and revenue goals.

* Creating a culture that makes
every employee feel seen and
heard is a big ask.

 Empathy-centered conversations
must fall to managers and
supervisors, those closest to the
employees who can help reduce
disengagement and burnout.

29
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To summarize:

Creating and defining purpose is critical.
Develop a connection between the business and the greater good for humanity.
Executing successfully on DEI initiatives involves creating aligned metrics with leadership and revenue goals.
Developing a culture that helps every employee feel seen and heard it a challenge and takes work
Leaders must develop the ability to express empathy in order to reduce burnout and disengagement.


12. “The NLI Interview: Patagonia’s Dean Carter on How To Treat Employees Like People,” Forbes, 2020, Link  

4. “Creating a Meaningful Corporate Purpose,” HBR, 2021, Link


Mental and behavioral health needs

The expanding needs of today’s workforce
concerning well-being, mental, and behavioral health
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Moving on to Trend 2 - Mental Health and Behavioral Health Needs
 
The concern’s of today’s workforce expand now in the multi dimensions of wellbeing.  Mental, Social, Physical, and Financial.



Trend 2: Mental and behavioral health needs

Prioritizing well-being in policies and benefits is critical to
developing the workplace resilience employers are seeking.

60% 90%

of healthcare spending will of annual healthcare expenditures
go toward improving health are for people with chronic and
and well-being by 2040. mental health conditions.?
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Prioritizing wellbeing in policies and benefits is critical.  Employers are seeking this.
 
60% of healthcare spend will eventually go to improving health and wellbeing in 2040. Right now 98% of healthcare spend is on treating conditions.  This is going to change the focus from treating conditions and illnesses to preventing them.
 
Thanks to advances in science and technology we are going to see massive change.  Precision medicine, genomics, quantum computing, AI, will fuel this shift.
 
This is shifting on the mental health side as well.
 
90% of annual healthcare expenditure are from people with chronic and mental health conditions.  
 
This is not a nice to have, it’s table stakes and needs to be a focus.


“Accident & Health Market Report 2022,” QBE, 2022, Link
3. “These are the top employee benefits companies will offer in 2023,” Fortune, 2022​



The workforce continues to expect
more from their employee experience,
especially as it relates to holistic well-
being.

Today, employee well-being has
expanded beyond the physical,
broadening its focus to a culture of
holistic wellness including emotional,

financial, social, career, community, and
purpose.

Gallup recently asked employees what
they look for most in an employer. The
data showed that all generations rank
“the organization cares about employees’
well-being” in their top three criteria. For
Millennials and Generation Z, it's their no.
1 workplace want.?
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The workforce continues to expect more from their employers and employee experience, as it relates to holistic wellbeing.
 
At the beginning of 2022, we saw a shift in where ee benefits were focused.  It used to be just physical wellbeing.  Now it’s the 4 pillars of health - mental, social, financial, and physical wellbeing.
 
It’s interesting to see this shift, but it makes sense as it’s all related.  Which is why we’re seeing such a rise in functional medicine, root cause medicine.
 
Gallup recently conducted a survey - asking ees what they look for most in an employer.  All generations responded that employers that care about their wellbeing is in their top 3.  For Gen Z and Millennials, #1, they want to be connected to the organization and feel cared for.


2. “Employees Want Wellbeing From Their Job, and They'll Leave to Find It,” Gallup, 2021, Link 


What people want

What kinds of things companies are offering

Physical Tools to prioritize and take care of their » Hybrid work environments < Diverse health benefits

unique bodies and lifestyles » Fitness membership * Enhanced employee
assistance

Emotional Normalized reminders that it's ok to take » Forced time off « Paid parental leave
care of your mental health * Mental health days » Reproductive coverage

Financial The ability to expand their financial growth » Financial counselling » Retirement planning
and thus their progression in the world » Personal investment fund

Social Opportunities to connect with groups and e Paid volunteer time » Peer acknowledgment

teams, engaging in meaningful activity

 Company retreats

programs

Development

Marsh & McLennan Agency LLC

Support and space to grow as both a
professional and a human in the world

» Business coaching
 Tuition assistance

Enhanced learning and
development programs
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Great leave behind slide, not going to cover all of it, but it outlines what people want and what kind of things companies are offering to meet these needs.
 
Paid parental leave, retirement planning, peer recognition platforms, equitable access to healthcare, enhanced learning programs.
 
On the mental health side of things, we recently rolled out Mental Health First aid training as a service our clients can take advantage of for their front-line managers and people leaders.



1%

of employers plan to offer
enhanced employee
assistance programs in 2023.

5%

plan to make behavioral
health care more affordable.’
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2/3 of employers plan to enhance their EAP plans in 2023
15% plan to make behavioral healthcare more accessible and affordable


3. “These are the top employee benefits companies will offer in 2023,” Fortune, 2022​


Well-being, also known as whole
person benefits, will continue to
remain at the top of employees’
want lists.

However, it is far from the only
demand employees are making in

2022. Better defining and integrating
what flexibility can look like is
another key issue employers must
continue to consider.

Addressing employees’ emotional
health and well-being will be core to
building workplace resilience.

Marsh & McLennan Agency LLC
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Wellbeing - whole person benefits - will remain at the top of the list and employers need to address emotional health and wellbeing in their core programs.



Employees who have thriving
relationships with their
immediate team members have
better well-being than those with
poor relationships.

They also work with higher
productivity and are less likely to
change employers in the year ahead.

Social capital, and knowing how to
build it, will be crucial for
organizational success, and it is yet
another way the employee
experience directly connects to the
bottom line.
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Employees who have great relationships with immediate team members have better wellbeing than those with poor relationships.
 
They are more productive and more loyal.  
 
Like we discussed, leaders need to understand this shift and have emotional intelligence and develop relationships with their team.  Do they ask people if they’re ok, how are they feeling, it takes a few minutes and it’s critical.
 



99% | 1% 13%

of younger employees of employees with of LGBTQ+

were more likely to disabilities were employees were more
leave if a hybrid more likely to prefer likely to prefer hybrid
workforce was not a hybrid work model. work than did their
offered than older ones. heterosexual peers.

o of people take the opportunity
o to work flexibly when offered.>

Marsh & McLennan Agency LLC
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Some great stats that reflect what we’re all seeing
 
59% of younger employees were more likely to leave if hybrid wasn’t offered compared to their older peers
 
Folks with disabilities, and members of the LGBTQ+ community were more likely to prefer a hybrid work model.
 
87% of people take the opportunity to work flexibly when offered


5. “Americans are embracing flexible work—and they want more of it,” McKinsey & Company, 2022, Link 
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3%

of employers plan to implement
a hybrid work environment if
they haven't yet.®
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73% of employers are likely to implement a hybrid work policy if they haven’t already - i imagine that’s most by now

9. “5 Mental Health Benefits Trends for 2022,” The Graham Company, 2022, Link
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Mercer’s director of employer research states – “the more wellbeing resources an employer provides, the lower their avg turnover”

Pump up wellbeing resources and you’ll reduce turnover.



23%

35% 26%
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Here are some supporting stats.

New research shows that er sponsored behavioral healthcare programs make an impact.
 
Programs associated with improving anxiety and depression positively impact absenteeism and provide a financial ROI.
 
About a third of employers will offer managers training to help them identify employee behavioral issues - just like that mental health first aid training i mentioned.

13. “Clinical and Financial Outcomes Associated With a Workplace Mental Health Program Before and During the COVID-19 Pandemic,” JAMA Network, 2022, Link 
14. “These are the top employee benefits companies will offer in 2023,” Fortune, 2022, Link

11. “23% of workers say employers are offering new mental health benefits. But is it enough?” Fortune, 2022, Link
12. “Health & benefit strategies for 2023,” Mercer, 2022, Link


Survey results released in
August by America’s Health
Insurance Plans (AHIP)
highlight how health plans are
improving access to mental
and behavioral health services:

* The number of in-network behavioral
health providers grew by an
average of 48%.

« 78% have increased payments to
providers in efforts to recruit more
high-quality professionals to their
plan networks.

» The number of providers eligible
to prescribe medication-assisted
therapy for substance use,
including opioid dependence,
has grown 114%.15/16

Marsh & McLennan Agency LLC
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So what are the types of mental health resources employers offering, or thinking about offering:
 
EAP, Educational resources, Additional time off for mental health, telemedicine, events for mental health awareness and education, gamification, yoga and meditation sessions.  
 
Normalizing mental health needs is a common theme. (MMA does a Half day on some Friday’s for mental health).  Health plans continue to enhance access to mental health and behavioral health programs.

Does anyone here meditate or do yoga?

11. “23% of workers say employers are offering new mental health benefits. But is it enough?” Fortune, 2022, Link
15. “AHIP July 2022 Mental Health Survey,” AHIP, 2022, Link 
16. “Employers Are Poised to Expand Mental Health Coverage in 2022,” SHRM, 2022, Link 


Key takeaways for mental and behavioral health needs

Marsh & McLennan Agency LLC

 Employees who have

thriving relationships with their
Immediate team members have
better well-being than those with
poor relationships.

Employees with better well-being
are more productive and less
likely to change employers in the
year ahead.

Organizations that take a people-
first and, therefore, culture-first
approach will win.1?

 Employees deeply value non-

monetary benefits like expanded
flexibility, career growth, well-
being, and upskilling.

There are ways to uncover more
affordable and empathetic
solutions for mental and
behavioral health.

Identify your workforce’s specific
needs to develop ways to
normalize mental and behavioral
health and to provide space and
time for people to recover.
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To summarize our key takeaways for Trend 2:

Ees who have great relationships at work have better wellbeing than those who don’t.
Ees with better wellbeing are more productive and loyal
Culture and people first organizations win more
Ees continue to value non monetary benefits, and the ability to provide access to empathetic solutions continue to rise
Companies need to understand their workforce’s needs and normalize mental and behavioral health solutions – Kwest Group in OH does a great job of this – Under the Hard hat campaign for construction workers


Changes In healthcare economics

Costs continue to rise as the burden gets heavier on
employers across healthcare services and solutions
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So we’ll shift to Trend 3 - Changes in healthcare economics
 
Why do costs continue to rise and what can employers do about it?
 
I’m going to share a quick video
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Presentation Notes
Stop at 39 seconds.
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That’s a great question, why do we pay so much, yet our quality outcomes don’t reflect that.  We are dead last in quality compared to the other developed countries.

Employers are focused on fixing this.
 
Like we’ve discussed, we have shifting employment trends, we have deferred utilization due to COVID, cancer has taken over as the #1 cost driver of healthcare spend, in part due to the delayed care and delayed preventive screenings.
 
We see costs continue to rise on the hospital side, they lost revenue during the pandemic when they had to shut down basic services, radiology and screenings stopped, employee burnout was at an all time high, so the pressure on healthcare providers was immense.  Doctors and nurses were challenged and the demand for higher pay and better work life balance challenges surfaced, rightfully so.
 
Hospitals have a ton of pressure to make ends meet, and when they are negotiating with insurance companies on their next contracts, they are going to increase the per diem
 
A day in a hospital in 2023 is going to be significantly more expensive than in 2021.  The good news for employers the contracts renewing w hospitals are staggered. So we’ll see this increase come to fruition over the next 3-5 years, it won’t happen all at once.
 
Annual healthcare spending in the US has increased by almost 10% in 2020 to 4.1Trillion.
 
60% of healthcare costs have outpaced inflation in the past 3 years, and this challenge is expected to continue.
 
The biggest chunk of healthcare cost increases for employers have been on the pharmacy side.
 
We just did a national webinar on pharmacy spend and the emerging gene therapies and oncology drugs in the specialty drug area.  This is the biggest piece that is influencing trend for employers.


Today, the average ¢
employers that pay for
healthcare will increase
somewhere between 6.59
7%, which equates to more
$13,800 per employee.

This is the average increase that
employers can expect if they
stick with their current plans.*

Marsh & McLennan Agency LLC
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US employers experienced increases by about 7% for 2023, through plan management changes and strategic levers pulled, they were able to get it down to about 5.6%.
 
It’s interesting to me to see what’s expected before changes and plan management moves were made.  It’s not huge.
 
Many employers just absorb the increase without shifting costs to ees due to the war on talent and keeping top talent was a huge priority.  The benefits cost shifting hasn’t happened like it has in the past.
 
It’ll be interesting to see what later this year and 2024 will bring us as we’re facing a lot of challenges with the Pharmacy trends.

1. “Accident & Health Market Report 2022,” QBE, 2022, Link

3. “National Survey of Employer-Sponsored Health Plans 2022,” Mercer, 2022
4. “Inflation Meets Benefits Plan Designs,” Leaders Edge, 2022, Link


Health benefit cost per emplo
but employers see bigger increases

Most employers are prioritizing enhancing benefits to at
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Annual change in total health benefits cost per employee Workers’ earnings
Overall inflation Market trends (pre-plan design changes)
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Great slide we use every year that we updated for 2023 with new information.  In 2022 we didn’t see big changes in healthcare costs (3.2%). The increases we did see were absorbed by employers and the increase was mainly due to inflation.  The cost of gallon of milk went up 32% and eggs went up 122% in one year.  Significant inflation that we’re all feeling.
 
Most employers absorbed that increase, but like I said, it may be much more challenging to swallow the future increases due to the pharmacy changes with the new gene and cell therapies, which I’ll discuss in a minute.

3. “National Survey of Employer-Sponsored Health Plans 2022,” Mercer, 2022



The US spent $4.1T on healthcare in 2020. Where did it go?!

31%

15%

Hospital care

Prescription drugs

Clinical services
® Home health care

14%

89
° 7%

5% 5%

m Other personal health care
Net cost of health insurance

m Nursing care facilities

B Government administration

5% 5%

m Physician services
m Government public health activities
m Investment

3%

1%
I
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So why are costs rising?  We have a perfect storm - inflation, deferred care, supply chain constraints, high drug costs, and retention challenges.  Many multi year contracts are in place, like I said, so we won’t see the change all at once, but the hospitals are likely to go after the insurance companies for higher per diems.
 
It’s been frustrating for many of us to see the insurance companies make astronomic gains in their revenue, and their stocks continue to grow. They’ve won the day and hospitals are going to come for their piece of the pie.
 
So typically medical inflation outpaces general inflation.  But in 2022 they were comparable.  However, hospital care was up 31%, as you can see to the left, and the prices on new prescription drugs, specialty drugs and gene therapies coming to market will be a growing an issue.

1. “Accident & Health Market Report 2022,” QBE, 2022, Link
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We anticipate severity and frequency of medical stop loss claims to increase.  What’s driving everything in 2022, large claimants are driving the bulk of the trend and cost.
 
49% of all large employers offer some type of cost management / cost containment solutions for cancer, msk, cardiovascular, and chronic conditions (like diabetes).
 
So if you look at the top 4, they are all wrapping programs around their healthcare benefits to address these conditions.  
 
1. “Accident & Health Market Report 2022,” QBE, 2022, Link
4. “Inflation Meets Benefits Plan Designs,” Leader’s Edge, 2022, Link
6. “The gathering storm: The transformative impact of inflation on the healthcare sector,” McKinsey & Company, 2022, Link
7. “Top 3 Strategies Employers will Use to Take on Health Care Inflation,” Mercer, 2022, Link


Marsh & McLennan Agency LLC

50


Presenter Notes
Presentation Notes
What are they doing? They aren’t looking at cost shifting.
 
Most top employers are implementing Centers of Excellence (high performance networks), advanced care solutions to make primary care more readily available (telahealth, onsite/near site clinics), pharmacy programs - for many, their largest focus was on pharmacy.  
 
47% of employers are likely to use a Value based plan design - if you do this, we’ll give you that.
 
An example of a value based plan is a solution for diabetics.  We see dismal participation in these plans, sadly.  Sometimes only 2-3% participate. 

Smart employers are stratifying that specific group of participants.  Ok, you’re a diabetic. Are you adherent with your medications? Are you having ER Visits?
 
Taking the top 25% of the most unmanaged diabetics and Employers are auto-enrolling them in the program, and the employee can opt out.  
 
Put them in the program vs rolling the bowling ball up hill and getting them to enroll.
 
We auto enroll people in their 401k, we can do that with benefit programs as well.
 
Employers are looking to control costs, and this is a strategy to help make that happen.
 
Many advocacy and concierge programs are emerging where we can direct people to top quality providers.
 
Navigation tools that can help people get through our complex healthcare system are becoming increasingly popular.  People need help both choosing benefits and using benefits.



Marsh & McLennan Agency LLC

Employers are steering employees to high-
value care, including alternative networks,
high-performance networks, and centers of
excellence.

These approaches deliver savings focusing on the quality
and efficiency of a provider network, rather than on its
breadth. Research shows that primary care can deliver
greater health care value through its focus on prevention,
early detection, and more cost-effective specialists.’

Employers are also looking to invest in population health
management programs and enhanced clinical management
models. Integration in the areas of primary care physicians,
specialists, and hospitals provides medical, care, and
patient management processes designed to improve a
fragmented delivery system. One where incentives are
aligned and better health outcomes can be achieved.’

of employers are using
O various network strategies
O to manage costs.’
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Employers are steering employees to top performing networks (Centers of Excellence) to reduce costs and raise quality.
 
We’re investing in our population health mgmt programs to enhance the clinical program models to get people to specialists who are higher quality at the most appropriate cost.
 
34% of employers are using network strategies to lower cost and that is going to grow.

7. “Top 3 Strategies Employers will Use to Take on Health Care Inflation,” Mercer, 2022, Link


of employers (those with 500 or

more employees) rated enhanced
O health care benefits as important
O or very important to improve

attraction and retention.’
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84% of employers with 500+ ees rated enhanced healthcare benefits as important to the overall strategy for traction and retention strategy.
 
Benefits need to reflect the employer’s culture and strategy.

7. “Top 3 Strategies Employers will Use to Take on Health Care Inflation,” Mercer, 2022, Link


Getting creative with
different solutions

across plan designs
and offerings is key.

As holistic well-being
and population health
management grow

In importance, this

IS an opportunity
employers must create
and connect strategies
to for cost-savings.
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Employers are getting more creative with plan designs and offering new solutions.   There is a huge focus on avoiding risk and mitigating risk via point solutions for the conditions that are driving the bulk of the large claims.
 
I’ll touch on a few of these new solutions in a few minutes.
 
Many of these programs are win-win, they show the ee that they care, give ees better access to care, better care, and they can reduce spend.
 



fdrugs remains a source of
gecially with a pipeline of cell

jted te create much higher

In recent years employers have reported double-digit increases in the
drug costs. Cost adaptation for those that need higher-cost prescriptions &
medical treatments can put employers at risk.

On average, insurance covers a larger share of retail prescription drug spending
than a decade ago, while consumers’ share has leveled off in recent years.®
However, with high-dollar claims becoming more frequent, it comes down to an
employer’s overall risk tolerance as a self-funded plan sponsor.

of employers surveyed say they are taking
focused action to manage specialty drug costs.?
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So prescription drugs, this could be it’s an 60 minute presentation on its own, which we’ve been doing regularly as of late.
 
But what I’ll tell you is 50% of employers are taking a focused approach on managing specialty drug costs.  The largest specialty drug group coming are the oncology drugs, in 2023 in 2024.
 
For gene therapies, there are 50-100 coming for FDA approval by 2025.
 
8. “Gene therapies and the associated financial risk,” Marsh & McLennan Agency, Whitepaper, 2022
9. “Gene Therapies and the associated financial risk, strategies and solutions,” Marsh & McLennan Agency, Presentation, 2022


It is estimated that in 2023, cellular and
gene therapies will total between

70

per million members

43

per million members

compared
with just

v

per million
members
in 2020.°

50-100

gene and cell therapies
are anticipated to receive
FDA approval by 2025.1

8 7%

of employers are concerned
about the new million-dollar
treatments getting
approved by the FDA.®

55)


Presenter Notes
Presentation Notes
These are all million dollar treatments.  At the end of 2023 we saw a hemophiliac treatment was approved for 3.5M.   One treatment!
 
The challenge is that many hemophiliacs are lasered by the stop loss contract if they were known, meaning they would not be covered by the stop loss contract.  Very concerning problem to solve for.
 
87% of employers are concerned, so other 13% may not be paying attention.
 




1. “Accident & Health Market Report 2022,” QBE, 2022, Link
9. “Gene Therapies and the associated financial risk, strategies and solutions,” Marsh & McLennan Agency, Presentation, 2022


Conduct risk assessment to estimate cost exposure

Work with medical carrier/pharmacy vendor on
clinical/cost management strategies

No plans, but aware of these therapies and
concerned about potential cost impact

Not aware of these therapies
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How employers preparing for these high cost therapies?
 
Many aren’t doing anything. Yet.
 
We help our clients ensure their medical and stop loss contracts (SPD’s) mirror one another so we don’t have any stop loss contracts that don’t cover these gene therapies.
 
We are also looking at stop loss protections and fully insured options in the market.  We have a plethora of products coming to market, some already here, that carve these gene therapies out, fully insure them for a self funded employer, and remove them from your stop loss and risk pool.

9. “Gene Therapies and the associated financial risk, strategies and solutions,” Marsh & McLennan Agency, Presentation, 2022


As the possibility of
million-dollar claims
increases and an
expanding pipeline of life-
saving therapies make
their way through the
FDA, employers must
continue to weigh their
responsibility to create
coverage that supports
employee needs and is
fiscally responsible.



Presenter Notes
Presentation Notes
As the possibility of million dollar treatments expands, employers must continue to weigh their responsibility to take care of employees while managing their own financial liability.
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This environment will keep health care costs higher overall.
 
3% of claimants reflect 50% of healthcare spend.

So again, high claimants are the ones driving our healthcare spend as a country.

1. “Accident & Health Market Report 2022,” QBE, 2022, Link
3. “National Survey of Employer-Sponsored Health Plans 2022,” Mercer, 2022
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The U.S. Bureau of Labor Statistics
estimates that by 2024, a quarter of the
workforce will be over the age of 55, and of
these, a third will be 65 or older.

Retiree-age workers are more likely to remain on an employer-
sponsored health plan during periods of uncertainty.
Therefore, the average risk is higher, and premium rates may
increase during the year for self-funded employers and at
renewal time for fully insured employers. The good news is,
these are issues that can be planned for.10

5%

of American consumers with
employer-sponsored insurance
said they had deferred some
care between March and
September of 2021.1
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US BOL stats show that are workforce is aging, no surprise.
 
A quarter of our workforce will be over 55 very soon.  These people will drive our costs. For every year that your avg. age is over 42, that is attributable to an additional 3% increase in trend.
 
Older employees are likely to stay on an employer sponsored plan during a period of uncertainty, which increases the risk on the plan.

1. “Accident & Health Market Report 2022,” QBE, 2022, Link
10. “Navigating troubled waters. Inflation and recessions in health insurance,” Marsh & McLennan Agency, 2022


Key takeaways for changes in healthcare economics
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o (Getting creative with different

solutions across plan designs and
offerings is key.

As holistic well-being and population
health management grow in importance,
this Is an opportunity employers

must create and connect strategies to
for cost-savings.

As the possibility of million-dollar claims
Increases and an expanding pipeline of
life-saving therapies make their way
through the FDA, employers must
continue to weigh their responsibility to
create coverage that supports employee
needs and is fiscally responsible.

« Although virtual visits and telehealth
care aren’t new, utilization increased
substantially during the pandemic —
and has continued to trend upward.

 Virtual visits are a lower-cost way to
deliver healthcare for providers, though
they come with the need to share
patient data.
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To summarize trend 3:

Plan design creativity is critical – incentivize the behaviors you want to see
A holistic approach to wellbeing an pop health mgmt. is critical,  connect strategies to cost savings
Employers must stay educated on their responsibility to provide coverage that supports employee needs and financially responsible
Increased emphasis on primary care, via telehealth, virtual visits, and preventive care


Innovation in Employee Benefits

- Self Funding going down market, Captives and Consortiums going down and up (50-3,000)
- Fertility Benefits (Family Building Benefits)

- Early Detection Programs — Genetic Testing, Pharmacogenomics (PGx), Grall

- Disease Reversal Solutions — Diabetes, Autoimmune, Migraine

- Alternative Regenerative Medicine — PRP and Stem Cell

Marsh & McLennan Agency LLC
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Now I’ll shift to an overview of the latest innovative solutions that employers are implementing, or considering as they search for creative ways to address the 3 trends we just reviewed.

Self Funding Down Market, and Captives and Consortium going both down and up market.

As you may know, with fully insured medical plans, 15-20% of the premium goes to the carrier to help pay for overhead, admin, and of course their profit.  Most organizations 2nd or 3rd biggest spend is their healthcare and benefits budget, so essentially their 2nd business is healthcare.  We’ve seen groups as small as 25-50 lives now consider alternative funding arrangements, such as consortiums or captives, so they can get off the fully insured hamster wheel, gain transparency around their health plan, and begin to leverage the data to mitigate risk.  Given the challenges with large claims, which impact stop loss insurance, we’ve seen many clients turn to captives to purchase their stop loss insurance, which helps spread their risk, especially if it’s a captive that employs cost containment solutions that their members ar are required to utilize.

2) Fertility Benefits – aka family building benefits – With millennials being the largest generation in the workforce, many employers are enhancing benefits around family planning and building. 

Fertility benefits are no longer a nice-to-have — they’re a must-have benefit for companies looking to offer inclusive support for their employees and save costs during an uncertain economy

Employees face emotional burdens that fertility benefits can help guide employees through. Providing fertility benefits that include care navigation, financial support, and emotional support can all help make these journeys less stressful.

The interest is not only being driven by talent and retention-related issues but also by the high cost for employers who, whether they offer infertility benefits or not, are still incurring much of the NICU and associated high-risk maternity-related expenses." Fertility vendors work with their customers to reduce high-risk, maternity-related expenses while supporting employees in several ways.

3) Early Detection Programs

4) Disease Reversal Solutions

5) Alternative Regenerative Medicine – companies like Regenexx continue to gain traction for self funded employers who want to offer alternatives to orthopedic surgery.  Surgeons, as we know are paid to conduct surgery, so it can be beneficial to offer alternatives such as PRP or Stem Cell treatments that members can consider as options prior to going under the knife.

As you can see, all of these solutions provide win win scenarios for the employer and their members as it relates to improving outcomes, saving money, and reducing wasted spend.  This trend will only continue due to the advances in technology and medicine.



Feedback from Successful Brokers — Selling in 2023

600k — Donut and unique events guy. Find a way to stand out that matches
your personality.

1.5M — Be maniacal about building a large pipeline. Stack relationships within
an organization as turnover is the biggest threat to a current client.

3M — Built book based on referrals. Focus on a vertical has been very beneficial
and build a unique solution for that vertical if possible. Have a long-term view
on your career in this business.

4.5M — Get comfortable asking the hard questions. “Who else do you involve in
the decision-making process?” Obsessive on setting expectations and
delivering. Be clear on when you’ll do something.

6M — Build your own book as soon as possible. Pre-qualify your prospects —
when is last time you made a decision like this. If we build a proposal that solves
your problems, will you move? Systematic client mgmt. and communications.
Pre-write the broker break up letter for your new client.
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600k – Newer producer, making a splash.  Find a way to stand out that matches your personality.

1.5M – Successful but looking to move to the next level.  Balancing a substantial book while still focusing on growth is challenging.

3M – Only going after new opps via referrals.  Will bring current clients to meetings to have them help with the referral.  Very long term focus on the business, does not rush or look for short term gains that may impact a long term relationship.

4.5M – Very direct .Obsessive on time management, setting expectations and delivering.  Be clear on when you’ll do something.  

6M – Learn as much as you can and build your own book as soon as possible.  Pre-qualify your prospects – when is last time you made a decision like this. If we build a proposal that solves your problems, will you move? Systematic client mgmt. and communications.  Pre-write the broker break up letter for your new client.  Systems based approach to everything. 




Feedback from Benefit Decision Makers

Broker Selection

- Trust & Expertise

- They want problem solvers, not salespeople

- Responsive, nimble and proactive

- Culture & Value Alignment

- Want the best care and price — for both employee and employer

- Leverage rich benefits to differentiate, attract, retain

- “I hate insurance”

- Ensure cost & competitiveness — appropriate plan designs that
are benchmarked

- It's a huge responsibility, employees are relying their employer
for their health benefits and retirement.

- Local representation matters to some, but not all. Depends on
the workforce.

- A partner who provides data and anticipates the employer’s needs.
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We recently hosted 5 benefit decision makers to hear their direct thoughts and feedback.  2 HR leaders, 2 CFO’s and a CEO from several different industries and companies of different sizes.

Their thoughts and insights were extremely beneficial and I’d like to share them.

So at it relates to broker selection, what are they looking for?


- They hear from brokers weekly via emails and calls

- High quality clients are less likely to respond via cold

calls — more likely to engage via associations, peers, trusted
relationships, COlI's

How to keep a client from leaving?

- Great service, intimate knowledge of their business, and
a proactive approach to volatile markets
- Bring more to the table than just insurance

What do you think of a “one broker” model?

- Some love it — one point of contact

- Relationships typically prevent it

- A broker may have a market or special product
on either side of the house (a special captive or
surety bond offering, for example)
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Some additional feedback that I found intriguing and valuable.


Cross-selling Benefits in 2023

Only 3% of the market is actively looking.
The average sale occurs between the 51 and 12t interaction.
Build your brand — it's not who you know, it's who knows you. Be known for something.

The most important step, and potentially the hardest, is getting the first meeting. Leverage your network for
targeted introductions. LinkedIn, Sales Navigator, ZoomInfo, etc.

Find a trusted partner.
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The focus on cross selling is not new.  However, it seems to be getting extreme attention recently for all of the large national and regional firms.

Cross selling P&C, Benefits, Retirement, HR Consulting, Technology, Personal Lines, and Retirement Services.  

It makes sense, it’s easier to sell something to an existing client versus finding a brand new one.  Additionally, one of the hardest steps in this business is landing that first meeting.  It’s much easier to get a meeting with a current client, obviously.

In the world of B2B, only 3% of the market is looking to buy what you’re selling.

Most people give up quickly after one or two attempts.  So you can literally differentiate yourself by just staying around the ball, staying relevant, adding value, and checking in on a regular basis.

As they say, your network is your net worth. If you are trying to build a book right now, you need to build a brand around yourself.  You need to be known.  This can be accomplished via thought leadership, education, showing up regularly at specific events, or trade organizations.  You have to develop yourself into a trusted resource, a trusted commodity.

The 6 degrees of Kevin Bacon.  Anyone in the film industry is 6 steps away from being connected to Kevin Bacon.  In our world, it’s likely 2 or 3 with any decision maker you want to get in front of.  You have to be effective at using the tools available or you will get passed by.  LI, Sales Navigator, ZoomInfo, ChatGPT.

Find a trusted partner – another EB firm that doesn’t sell P&C, or another benefits consultant you trust.  A retirement advisor, commercial banker, wealth advisor, an accounting firm partner, someone else who wins you win.


Predictions for the Future — Reagan Consulting

Specialization will continue to intensify as the key to high performance
Winners will leverage technology tools — Al & Analytics

“Client First” will become more differentiating if/when our industry
experiences financial stress
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So, predictions for the future of the industry.  I recently sat through a presentation from Reagan Consulting.  They’re a firm that assists brokerages with valuations and M&A.  Here were their 3 key predictions for the insurance brokerage landscape.

Specialization
Technology
Client First
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That brings us home.


Summary

Stay on top of current trends

Leverage relevant innovative solutions as a wedge and be a problem s

Take care of your clients and bring them value, or somebody else will

Marsh & McLennan Agency LLC
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In summary, here are the 3 key takeaways I’ll leave you with.

Stay educated and aware of the current trends – continue to be a student of the business
Embrace technology and innovation and learn to leverage it.  That was a theme throughout today’s discussion.
Take care of your clients and make yourself an indispensable partner that constantly brings them value and helps solve their problems – or someone else will


Gratitude '
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Last thing before I wrap up, did anyone get any good responses from their text an hour ago?


Tomorrow’s workforce is looking for
more than a benefits plan.

Nick.Bellanca@MarshMMA.com
858.349.4151
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Thanks again for inviting me to be here, hopefully you learned something or at a minimum I helped you make someone’s day with a nice message.

Feel free to reach out if I can ever be of service, connect with me on Linkedin, let’s stay in touch.
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