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Workers Express Concerns About Health Care Benefits
While American workers rate 

their own health care plan highly 
and are generally confident that their 
employer will continue to provide 
health benefits in the future, many 
are concerned about cost increases 
and maintaining access to treatments 
and providers, according to a recent 
report by the Employee Benefit  
Research Institute (EBRI). 

In an annual survey conducted in 
June 2014, 1,517 U.S. workers aged 
21–64 were asked about their attitudes 
toward health and voluntary benefits. 
One-half  (50%) of  respondents with 
health insurance coverage said they 
are extremely or very satisfied with 
their own benefits, and another 38% 
said they are somewhat satisfied. In 
addition, nearly half  (46%) of  the 
workers polled said they are extremely 
or very satisfied with the quality of  
health care they have received in the 
last few years, and 38% said they are 
somewhat satisfied.

The results also showed that 
workers are generally confident 
that their employer will continue to 
offer health insurance in the future: 
29% of  respondents reported that 
they are extremely confident their 
employer will continue to offer 
coverage, 35% said they are very 

confident, and 27% said they are 
somewhat confident. 

In addition, nearly one-half  (47%) 
of  the workers surveyed said they 
are extremely or very confident that 
they are able to get the treatments 
they need, while one-third (33%) 
reported feeling somewhat confident. 
The findings further indicated that 
38% of  respondents are extremely or 
very confident that they have enough 
choices about who provides their 
medical care, and 35% are somewhat 
confident.

The survey also found, however, 
that confidence levels decline as  
workers look to the future: 30% of  
respondents reported they are  
confident about their ability to get 
needed treatments during the next 
10 years, and just 19% said they are 
confident that they will have access 
to needed treatments when they are 
eligible for Medicare. 
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The leading  
reason cited for a 
lack of employee 
participation in 

a plan was a lack 
of awareness or 
understanding 

(30%).

The workers surveyed also expressed 
concerns about the rising cost of  health 
care, with more than half  (59%) of  the 
respondents with health insurance cover-
age reporting that they have experienced 
an increase in health care costs in the past 
year. When asked how these higher costs 
have influenced their behavior, 73% said 
they try to take better care of  themselves, 
and 61% indicated they choose generic 
drugs more often than in the past. Howev-
er, 55% reported that they have reacted to 
cost increases by going to the doctor only 
for more serious conditions or symptoms, 
and 49% admitted they delay going to the 
doctor. 

The findings also suggest that the 
rising cost of  health care is affecting the 
financial decisions of  workers. Among 
the respondents who reported experienc-
ing cost increases in their plans in the 
past year, 27% said they have reacted to 
these increases by reducing their contri-
butions to retirement plans, and 47% said 
they have reduced other savings. 

Meanwhile, when asked to rate the 
U.S. health care system in general, 61% 
described it as poor (29%) or fair (32%), 
up six percentage points from 55% in 
2013. By contrast, just 27% said they 
consider the health care system good, 
while only a small minority rated it as 
very good (10%) or excellent (1%). 

Confidence in DC 
Retirement Plans 
Shows Signs of 
Returning

Both employers and workers are regain-
ing confidence in defined contribution 
(DC) retirement plans as the increasingly 
stable economy and job market are helping 
to alleviate employee anxiety about saving 
for the future, indicated the results of  an 
annual survey of  401(k) and 403(b) plan 
sponsors by Deloitte Consulting. 

The survey of  265 sponsors of  DC 
plans conducted in 2013 and early 2014 
showed that the leading reason cited for 
a lack of  employee participation in a plan 
was a lack of  awareness or understanding 
(30%), rather than an uncertain economy 
or job market (14%)—the top reason 
given in 2012. The survey also found that 
the average employee participation rate 
rose to 77% in 2013/14 from 71% in 
2012, and that the average account  
balance grew to more than $95,000, up 
from $85,600 in 2012. 

The results further indicated, however, 
that concerns about the retirement readi-
ness of  workers have yet to disappear: 
72% of  respondents said they believe 
only some of  their employees will be 
financially ready for retirement, and 15% 
said they believe very few will be ready. 

Researchers observed that while many 
employers scaled back their retirement 
plans in reaction to the economic down-
turn, companies are now taking steps 
to make DC plans more accessible and 
attractive to employees. The 2013/14 
survey showed that immediate eligibility 
for matching contributions increased to 
62%, up from 56% in 2012; and that un-
like in previous surveys, no plan sponsors 
suspended or discontinued the company 
match. The findings also indicated that 
89% of  plan sponsors made no changes 
to eligibility requirements, while 8% made 
eligibility less restrictive. 

When asked to name the most impor-
tant objective of  their DC plan, the top 
responses were increasing the participant 
savings rate (32%), facilitating optimal  
retirement income replacement (27%), 
and improving communication and edu-
cation efforts (19%). 

The survey also asked the DC plan 
sponsors about the strategies they use  
to encourage savings and raise aware-
ness of  assets needed in retirement. The 
highest rated approaches were general 
communications/education (73%) and 
group meetings (60%). Individualized 
approaches, such as targeted communica-
tions (56%), individual meetings (32%), 
and personalized communications (23%), 
were less popular.
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The results 
showed that  
only around  

one-third (34%) 
of workers aspire 

to leadership  
positions, and 
just 7% are  

hoping to move 
up to senior-  

or C-level  
management.

Almost three-quarters (73%) of  plan 
sponsors reported that they provide re-
tirement income projections to employees 
to help illustrate where they may stand 
financially at retirement age, and how 
increased savings can help them close any 
gaps. However, while 62% of  plan spon-
sors said they make individual financial 
counseling or investment advice available 
to all or some employees, just 13% of  
these respondents indicated that more 
than one-quarter of  eligible participants 
take advantage of  it. 

The survey also found that 55% of  plan 
sponsors have implemented an automatic 
enrollment feature. Of  these respondents, 
97% reported they are satisfied with the 
feature, with majorities saying automatic 
enrollment has had a positive impact on 
the plan participation rate (79%), par-
ticipant awareness (57%), and the average 
contribution rate (56%). Nearly half  (46%) 
of  the plan sponsors surveyed said they 
have a step-up contribution feature, which 
automatically moves a participant’s deferral 
percentage up each year. 

In addition, plan sponsors were asked 
to gauge how much participants engage 
with their DC plans, such as by ask-
ing questions, executing transactions, 
and making changes to deferral rates or 
investment lineups. The results showed 
that the share of  employees displaying a 
significant level of  activity jumped to 27% 
in 2013/14 from 14% in 2012. Research-
ers speculated that this increase in activity 
may be related to the finding that more 
than half  (53%) of  DC plans now support 
transaction processing via a mobile device.

Around One-Third of 
Workers Aspire to 
Leadership Roles

While most American workers do 
not want to join the ranks of  upper-level 
management themselves, a significant 
number believe there is a glass ceiling at 
their workplace that prevents women and 

minority-group members from achieving 
leadership positions, suggest the findings 
of  a survey by CareerBuilder, a recruit-
ment website. 

The nationwide survey, conducted 
in 2014 from May 13 to June 6, sampled 
3,625 full-time workers in government 
and the private sector across salary levels, 
industries, and company sizes. The results 
showed that only around one-third (34%) 
of  workers aspire to leadership positions, 
and just 7% are hoping to move up to 
senior- or C-level management.

Broken down by demographic  
group, the findings indicated that men 
(40%) were far more likely than women 
(29%) to say they want a leadership role. 
Additionally, African Americans (39%) 
and LGBT (44%) workers were shown 
to be more likely to aspire to a leadership 
role than the national average. Mean-
while, 32% of  workers with disabilities 
and 35% of  Latinos said they aspire to 
a leadership role, which is close to the 
national average.

When those respondents who said 
they would prefer not to climb the 
corporate ladder were asked why they 
do not seek a promotion, 52% said they 
are simply satisfied in their current role, 
and 34% said they don’t want to sacrifice 
work-life balance. Just 17% said they 
believe they do not have the necessary 
education to become a senior manager.

The survey also asked workers 
whether they believe their organization 
has a glass ceiling that prevents women 
and minorities from reaching higher-level 
jobs. Among all the workers polled, 20% 
said they think their employer has such 
an unseen barrier.

However, among the workers sur-
veyed who said they aspire to manage-
ment and senior management positions, 
the percentage who believe their orga-
nization has a glass ceiling increased to 
24%, and was even higher among women 
(33%), Latinos (34%), African Ameri-
cans (50%), and workers with disabilities 
(59%). By contrast, the perception of  a 
glass ceiling was not as prevalent among 
LGBT workers aspiring to leadership 
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roles: 21% of  these respondents said 
they think there is a barrier to leadership 
at their company, or slightly less than the 
national average. Moreover, the survey 
found that only 9% of  nondiverse male 
respondents think there is a glass ceil-
ing for women and minorities at their 
organization.

The findings also indicated that some 
companies are choosing to tackle the 
issue of  diversity in leadership positions 
head on: just over one-quarter of  respon-
dents reported that their organization has 
initiatives to support women (27%) or 
minorities (26%) in pursuing leadership 
roles. The survey found that only 13% 
of  respondents at these companies think 
there is a glass ceiling in their workplace.

Health Benefit Costs 
Projected to Rise 
3.9% in 2015

The cost of  providing health care 
benefits to employees is projected to 
increase in 2015, as employers continue 
to adjust their plans to comply with the 
requirements of  the Affordable Care Act 
(ACA), according to early responses from 
an ongoing survey by Mercer, a human 
resources consultancy.

The initial results of  the survey, which 
is still in the field, included responses 
through September 1, 2014, from more 
than 1,700 employers. Researchers 
pointed out that cost growth in health 
care benefits slowed to a 15-year low 
of  2.1% in 2013, but now appears to be 
edging back up: these preliminary find-
ings indicated that per employee health 
benefit costs are expected to rise 3.9% 
on average in 2015. 

Researchers also stressed that the pro-
jected increase for 2015 reflects actions 

employers are taking to manage cost, as 
the respondents predicted costs would 
rise 5.9% on average if  they took no 
action to change their plans. Only 32% 
of  respondents reported they are simply 
renewing their existing plans without 
making changes.

Of  the health plan sponsors sur-
veyed, 22% said they anticipate growth 
in enrollment next year when they are 
required under the ACA to open their 
plans to all employees working 30 or 
more hours per week. The remainder of  
the employers surveyed reported that 
they were in compliance before reform 
was enacted (63%), or had made the nec-
essary changes last year for 2014 (15%). 
Among the large retail and hospitality 
businesses polled, which typically employ 
many part-time workers, 39% said they 
will need to extend coverage in 2015.

Researchers also noted that despite 
speculation that employers would reduce 
staff  or cut hours to limit the number 
of  employees becoming eligible in 2015, 
relatively few of  the surveyed employ-
ers expect to take either of  those routes. 
However, 53% of  those respondents 
who are required to extend coverage to 
additional employees in 2015 said they 
will manage schedules more carefully in 
the future, and 31% said they will put 
new hires on work schedules of  fewer 
than 30 hours per week.

The survey also found that employ-
ers are increasingly offering low-cost, 
high-deductible consumer-directed health 
plans (CDHPs) to newly eligible employ-
ees, or to all of  their employees. The re-
sults showed that about half  of  the large 
employers surveyed offer a CDHP today, 
but that nearly three-quarters (73%) 
of  these respondents expect to offer a 
CDHP within three years, and around 
20% anticipate that a CDHP will eventu-
ally be the only plan option available to 
employees. 

The projected 
increase for 2015 

reflects actions 
employers are  

taking to  
manage cost, as 
the respondents 
predicted costs 

would rise 5.9% 
on average if they 

took no action  
to change  

their plans.




