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HEALTH PLANS STARTING TO BEEF UP 
NARROW NETWORKS 
By Richard F. Stolz, June 11, 2014 

Health plans offered through the 
Affordable Care Act’s public exchanges 
are taking some heat from enrollees as 
they discover their provider networks 
are skimpy — a concern benefit brokers 
and agents assisting consumers on the 
marketplaces have feared since the 
beginning of enrollment.

In California, for example, a law firm tried 
to drum up plaintiffs to sue Blue Shield 
of California for overly limiting the size of 
the network for one of its plans. In one 
case in the nation’s most populous state, a 
disgruntled policyholder had foot surgery 
with his regular provider, only to discover 
later the surgeon wasn’t covered by his 
new Blue Shield exchange plan.

A consumer survey conducted by McKinsey 
& Co. in April found 26% of people who 
purchased plans with limited networks are 
unaware of what type of plan they are, in 
fact, in. This could be due to large numbers 
of consumers, despite the availability of 
brokers and agents in every state, making 
decisions without consulting an insurance 
professional.

The foot surgery patient told the Wall Street 
Journal that he owes “several thousand 
dollars I wasn’t planning on paying.” Blue 
Shield’s response is that enrollees “should 
be as informed as possible about the 
product they select.”

While it’s reasonable to hope that enrollees 
will do their own research as consumers, 
many health plans are now adding 
hospitals and physicians to their plans. 

The reason, they report, is that hospitals 
and physicians that had originally stayed 
on the public exchange sidelines are 
overcoming their reluctance — either 
because they have determined it can be 
profitable or out of fear their patient base 
will otherwise erode.

ADDING PROVIDERS

During the 12-month period ending in 
April, Blue Shield of California added 36,000 
physicians (up 70%) and 254 hospitals (up 
19%) to its standard exchange offering. Its 
provider roster remains narrower than its 
standard, non-exchange based product. 
Anthem Blue Cross and Health Net have 
made similar moves.

Despite enrollee pushback, smaller 
networks do achieve economies, according 
to a nationwide analysis to McKinsey. 
The consulting firm used the following 
categorization scheme:

• “Tiered” networks that put different 
hospitals into different plan tiers with 
co-pay amounts varying accordingly,

• “Broad” networks cover at least 70% in 
the their service area,

• “Narrow” networks cover 31-70%, and

• “Ultra-narrow” networks have 30% 
or less.

SMALLER NETWORK, LOWER RATE HIKE

Looking at the latest rates from some 
20,818 on-exchange products, McKinsey, 
in its report — called Hospital networks: 
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Updated national view of configurations — 
observed:

• Exchange products with broad networks 
raised their rates between 13% and 
17% more than narrow or ultra-narrow 
networks,

• 70% of the lowest-priced products are 
narrow, ultra-narrow or tiered products,

• Broad network-based exchange 
products are available to nearly 90% of 
people with access to an exchange, and

• The breadth of a plan’s network is not 
correlated to a plan’s “performance” 
as measured by the U.S. Centers for 
Medicare and Medicaid Services 
encompassing outcomes, patient 
experience and clinical process.

http://ebn.benefitnews.com/news/eba_
communication/health-plans-starting-to-beef-
up-narrow-networks-2742093-1.html

http://ebn.benefitnews.com/news/eba_communication/health-plans-starting-to-beef-up-narrow-networks-2742093-1.html
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MORE EMPLOYERS CONSIDERING 
HEALTH PLAN CULTURE 
OVERHAULS: SURVEY
by Jerry Geisel , June 11, 2014

A majority of employers say they are considering redesigning their 
health care plans to give richer benefits to employees who take 
action to spot medical problems early before they become serious 
and more expensive to treat, according to a new survey.

Just over 60% of employers responding to an Aon Hewitt survey, 
released Wednesday, said they plan to give access to richer plan 
designs to employees who complete tasks such as a health risk 
questionnaires or biometric screenings. Only 20% of employers 
now offer such a feature, Aon Hewitt says.

“Gating strategies are becoming an increasingly attractive 
incentive technique among employers as they look to improve 
the health of their employee population,” said Jim Winkler, Aon 
Hewitt’s chief innovation officer of health and benefits in Norwalk, 
Connecticut.

“For example, employers may offer a high-deductible plan to 
its entire workforce but make a richer PPO option available to 
employees who complete a health risk questionnaire or biometric 
screening,” he said.

The survey also found that 68% of employers plan to adopt 
reference pricing. Under that approach, employers set a cap on 
coverage for certain medical services where costs vary widely with 
no discernible difference in quality. Just 10% of employers now use 
such an approach.

In addition, 42% of employers say they are considering only 
offering high-deductible health care plans, compared with just 
15% doing so today, while 72% say they are considering reducing 
premium subsidies for employees’ dependents.

The survey is based on the responses of more than 1,230 
employers.

http://www.businessinsurance.com/article/20140611/
NEWS03/140619958?tags=|307|74

MEDICAL STOP-LOSS CLAIMS 
OVER $1M BALLOONED IN 2013: 
STUDY
by Matt Dunning, May 30, 2014

The frequency of catastrophic medical stop-loss insurance claims 
in excess of $1 million has risen dramatically in the last four years, 
according to a new report by Sun Life Financial Inc.

Sun Life’s analysis of stop-loss claims processed from 2010 to 2013, 
released on Friday, revealed that the incidence rate for catastrophic 
claims exceeding $1 million more than doubled last year to 4.3 per 
5,000 claims, compared with incidence rates of 1.8 in 2012 and 0.4 
claims in 2010.

The report, “Top Ten Catastrophic Claims Conditions: Spring 
2014,” showed that more than two-thirds of the $1 million-plus 
claims filed in 2013 were for medical care provided to dependent 
children, primarily related to premature births and postnatal 
complications.

“In 2013 alone, we paid twice as many individual $1 million or 
more catastrophic claims compared to the prior year, by far 
the biggest annual jump in the study,” Karin James, Wellesley, 
Massachusetts-based assistant vice president of strategic 
operations for Sun Life’s stop-loss division, said in an email to 
Business Insurance. “We anticipate costs will only continue to 
rise as new technologies are adopted, advanced drug therapies 
are introduced, and the Affordable Care Act increases access for 
participants.”

Overall, Sun Life’s report said the total cost of catastrophic stop-
loss claims processed between 2010 and 2013 was approximately 
$4.4 billion, with employers contributing roughly $2.4 billion in 
deductible payments.

http://www.businessinsurance.com/article/20140530/NEWS05/14053998
1?tags=|307|329|74|305|339

http://www.businessinsurance.com/article/20140611/NEWS03/140619958?tags=|307|74
http://www.businessinsurance.com/article/20140530/NEWS05/140539981?tags=|307|329|74|305|339
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SAFETY 2014: MAKE YOUR WORKPLACE SAFER BY TAPPING INTO THE 
POWER OF HABIT
by  Josh Cable, June 10, 2014

“What we do everyday establishes the values that we live by, ” 
Charles Duhigg told attendees of the American Society of Safety 
Engineers’ 2014 Professional Development Conference and Expo in 
Orlando, Fla. “And that’s how cultural change really happens.”

Duhigg, a staff writer for the New York Times and author of “The 
Power of Habit: Why We Do What We Do in Life and Business,” 
talked about the “emerging science of the neurology of habit 
formation” and its implications for the EHS profession.

Pointing to a Duke University study, Duhigg asserted that 40 to 45 
percent of our daily actions are habits. Neurological research has 
shown that the brain “powers down” when in the midst of habitual 
behavior – with two exceptions.

According to a concept known as the “habit loop,” the brain 
experiences a surge in neurological activity when cued to 
begin the automatic behavior and when it receives a reward for 
the behavior. (Duhigg explained that habitual behavior has a 
three-part structure consisting of the cue, the routine itself and 
the reward.)   

“If you can figure out the cues and rewards around your 
employees’ behavior, around your family members’ behavior, 
around your own behavior, you can change the habits that shape 
how they live everyday,” Duhigg asserted.

Procter & Gamble learned this concept the hard way. The 
company’s odor-eradicating Febreze spray flopped initially, in 
part because its potential customers were desensitized to the bad 
smells in their homes.

“The problem [P&G] realized was they were selling a product with 
a cue – bad smells – that people didn’t know that they even had in 
their life,” Duhigg explained. “And it promised a reward – getting 
rid of bad smells – that had no reward value for the people who 
needed it the most.”

So P&G went back to the drawing board, analyzing video footage 
of people cleaning their homes. The product development team 
decided to “piggyback on existing habits” and reposition Febreze 
as a way “to reward yourself for doing a good job cleaning,” 
Duhigg said. P&G added more perfume to the spray and produced 
news ads that portrayed Febreze as a happy ending to a freshly 
cleaned room.

Today, Febreze is one of a dozen or so P&G products that generate 
$1 billion a year in sales.

“And this is the first big lesson: You have to make sure that the 
reward you’re giving to people is actually rewarding,” Duhigg said.

KEYSTONE HABITS

Changing certain habits can deliver more bang for the buck 
than other habits, Duhigg noted. For example, one study found 
that people who exercised ate healthier foods, used their credits 
cards less frequently, washed their dishes earlier than usual and 
procrastinated less.

“There’s something about exercise that makes it a keystone habit 
for many people [because] it sets off this chain reaction that 
changes other habits,” Duhigg said. “This is important because if 
you can identify the keystone habits within your company, it gives 
you a powerful lever for changing behaviors.”

Former Alcoa CEO Paul O’Neill demonstrated the power of 
keystone habits, according to Duhigg. Shortly after O’Neill joined 
the company in 1987, he instituted a rule that unit vice presidents 
must send him a report on every workplace injury within 24 hours 
of their occurrence.

“Paul O’Neill said that he wanted to change worker safety habits. 
What he actually changed at Alcoa were communication habits,” 
Duhigg said. “And this happened again and again and again with 
different types of organizational patterns. This is how a keystone 
habit works. This is how you change a culture. You find one 
keystone habit that you can begin to bear in on, and through it 
you change how people behave in dozens of different ways.”

It’s no coincidence that Alcoa’s profits skyrocketed during O’Neill’s 
tenure, Duhigg asserted.

“Once people began to realize that they could change worker 
safety, that accident rates went down, it changed their idea of 
what they could do as a company,” Duhigg said. “It changed their 
idea of themselves.”

http://ehstoday.com/safety-2014/safety-2014-make-your-workplace-
safer-tapping-power-habit?page=1

http://ehstoday.com/safety-2014/safety-2014-make-your-workplace-safer-tapping-power-habit
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FINES FOR I-9 ERRORS ON THE RISE
By Scott Wooldridge, June 10, 2014

Fines resulting from I-9 audits have exploded in recent years, and 
immigration law experts say employers should put a high priority 
on making sure their policies and paperwork are in compliance.

“We have seen a huge increase in fines against employers, and 
we don’t think that’s going to go away,” says Loan Huynh, a 
shareholder with Minneapolis-based Fredrikson & Byron.

The fines are levied for failures in compliance with Form I-9. First 
created as part of the Immigration Reform and Control Act of 
1986, I-9 enforcement saw a sharp uptick in audits and fines after a 
revision to the form in 2013.

ICE audited more than 1,000 businesses nationwide after that 
update. By comparison, ICE conducted only 250 audits in 2007. 
With the steady growth in audits and enforcement, businesses 
paid $13 million in fines by 2012.

Justin Storch, manager of agency liaison for the Alexandria-Virgini.-
based Council for Global Immigration, also saw a jump in fines for 
I-9 mistakes.

“In general over the last several years, it has skyrocketed,” he says. 
“I’m guessing the numbers will be even higher in 2014 than it was 
in 2013.”

Storch says that among the issues emerging for employers is a 
crackdown on workers who might have been approved to work 
in the United States for a limited period of time, for example a 
conference or short-term assignment, who then continue to work 
after its ended.

“It really is important to do everything by the book, and don’t leave 
any holes open to let the government to come in,” Storch says.

The political stalemate over immigration reform only adds to 
the problem of ICE audits, according to a recent white paper 
from Talentwise. “With robust resources at its disposal (ICE is the 
largest enforcement agency within the Department of Homeland 
Security), and no clear legislative path to immigration reform in 
sight, experts predict the pace will continue,” the authors conclude.

TIPS FOR EMPLOYERS

Huynh says there are several steps employers can take to protect 
themselves. She says having proper documentation — and 
backing that up with copies, is crucial.

“Under the law, if an employer has made paperwork errors or 

mistakes … if they have certain supporting documents, the law 
allows the immigration service to allow [employers] ten days to 
make corrections,” she says. “None of us are perfect, when we’re 
completing forms. You want to be perfect as possible, but you 
really need to make copies of supporting documents.”

The Society of Human Resource Management website has several 
tips for employers, including being compliant with deadlines.  For 
example, a new hire must complete Section 1 of the I-9 form on or 
before the first day of employment, while Section 2 of the I-9 must 
be completed by the employer within three days of the start date. 
Other important steps include having your policies in writing and 
a one person in charge of the process.

“The buck needs to stop with someone,” Loan says. If no one is 
tasked with ownership of the I-9 paperwork, it’s too easy for things 
to slip through the cracks. And the consequences of such mistakes 
can be very high.

Huynh’s firm also recommends semi-annual audits, preferably by 
a third party. She notes that if there’s an error in a company’s I-9 
system, whoever created the system might be the last to notice 
problems.

“If you have the individuals who are responsible for your I-9 forms 
do your audit, they will perhaps continue to make the same 
mistakes,” she says. “It’s always helpful to have [an outside party] 
help you conduct the I-9 audit.”

Storch also strongly recommends getting an outside source to 
review your I-9 compliance.

“There are experts out there,” he says. “Immigration attorneys are 
probably your best resource as far as getting good information. 
They can help you stay compliant.”

Although there is a cost for using attorneys to help with I-9 issues, 
Storch say it’s worth it.

“I’m very aware that immigration attorneys can be very expensive, 
but it can save you money in the long run,” he says.

Huynh points out another benefit:  by using an immigration 
attorney, the audit can be kept confidential.

“Any findings made as a result of the I-9 audit, if it’s conducted 
by an attorney, it’s protected under attorney client privilege,” 
she notes.

Continued on page 5



PA G E  5 F O R  Y O U R  B E N E F I T

The rules around I-9 forms can be very specific and sometimes 
confusing. For example, those filling out the forms must not use 
white correction fluid or black permanent marker. The person 
who fills out the form must be the person who signs it. Employers 
must retain any pages of the form which the employee and 
employer enter data. In short, that legal consultant might be a 
good investment.

THE GROWTH OF E-VERIFY

Complicating the issue further is the growing use of E-Verify, a free 
online system that checks applicants’ I-9 information against the 
records of other agencies such as the Department of Homeland 
security and the Social Security Administration.

Many states now require the E-Verify for at least some types of 
employers. But in many cases, the use of E-Verify is a duplicative 
effort for businesses, and it requires even more information than 
the I-9 process.

However, Huynh says some employers like the E-Verify system 
because it provides another layer of security against employment 
fraud.

“Some employers feel comforted by the fact that they’ve done 
everything they can,” she says.

However, she noted it wasn’t a perfect system, “It’s not foolproof.”

Even with its flaws, Huynh expects the use of E-Verify to grow in 
coming years, “E-Verify is the future of employment verification 
eligibility, whether we like it or not.”

http://www.benefitspro.com/2014/06/10/fines-for-i-9-errors-on-the-
rise?ref=hp
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FINES FOR I-9 ERRORS ON THE RISE 
continued from page 4

EMPLOYERS QUANTIFY SKILLS, 
QUALITIES THEY VALUE MOST IN 
NEW HIRES
When it comes to a job seeker’s skills and qualities, employers 
recruiting from the college Class of 2014 are looking for candidates 
who are decisive, can solve problems, are good communicators, 
and are analytical, according to results of a new survey by the 
National Association of Colleges and Employers (NACE).

Employers responding to the survey rated the following abilities as 
the most important skills/qualities (on a 5-point scale, with 1 being 
“not at all important” to 5 being “extremely important”):

• Make decisions and solve problems - 4.7

• Verbally communicate with persons inside and outside the 
organization - 4.6

• Obtain and process information - 4.6

• Plan, organize, and prioritize work - 4.5

• Analyze quantitative data - 4.4

• Technical job-related knowledge - 4.2

• Proficiency with computer software programs - 4.1

• Create and/or edit written reports - 3.7

• Sell or influence others - 3.6

Copyright 2014 J. J. Keller & Associates, Inc. All rights reserved. 
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