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Executive Summary

This year marked the 13th year of the Milliman Omaha Health & Welfare Mid-Market
Survey. Nearly 4,100 employers spanning across 28 major metropolitan areas and their
vicinities participated, representing 3.1 million employees and $21.3 billion in
healthcare dollars spent. With this being a comprehensive employee benefits survey,
the information that is asked of employers starts with very basic information including
address, number of employees, industry, and type of organization. The survey then
gets into more specific information including plan design information on medical,
dental, life and disability, as well as time off, wellness and disease management
initiatives, and retirement plans. In addition, there are questions surrounding the
Patient Protection and Affordable Care Act (ACA), cost control strategies, and other
miscellaneous benefits.

The intent of the survey has always been to gain a complete look at all of the benefits
that an employer might offer their employees. Participating in the survey is the first step
in helping the employer find out if their benefits are competitive with their peers. After
the initial Individual Custom Report (ICR) is provided, we can arrange to deliver more
detailed information depending on what the employer specifies. Initially, we show
aggregate data, both nationally and by city/area. Drilling down, we are able to
benchmark information based on segments such as region, NAICS industry sector,
employer group size, as well. Capturing new information each year allows employers
to keep up with the latest developments. In addition, the survey information allows
trends to be identified and provides us with a clearer picture on where things might be
headed in the years to come.

As market trends and technology change, we strive to improve the survey with the
questions that we ask, the layout, look and feel, and technology behind it while still
keeping the original integrity of the survey. Some of the industry hot topics that were
included in our local survey seminar presentations were the Cadillac tax, private
exchanges, self-insurance, captives, accountable care organizations (ACOs), and
narrow networks. This information can also be found within the 2015 National seminar
presentation wrap-up for this year as well.

Thank you to all of those who helped push participation for the 2015 survey! We
couldn’t do it without you; and we’re confident 2016 will be another successful year.

Milliman Omaha
Health & Welfare
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Survey Statistics 

Employees Represented Healthcare Dollars Spent

$
4,083 3.1 million $21.3 billion

Major metropolitan areas surveyed: 

Atlanta, GA
Austin, TX
Bedford, IN 
Birmingham, AL 
Buffalo, NY 
Charleston, WV
Chicago, IL

Companies Participating

Dallas, TX
Des Moines, IA
Goleta, CA
Greensboro, NC
Harrison, NY
Houston, TX 
Irvine, CA 

Memphis, TN
Napa, CA
Nashville, TN
New Hartford, NY
Palm Beach Gardens, FL
Pittsburgh, PA
Portland, OR

Raleigh, NC
Richmond, VA
Sacramento, CA
San Francisco, CA
Scottsdale, AZ
St. Louis, MO
Washington, D.C.
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Survey Statistics 

Corporation –
Privately Held 

(LLC)

Corporation –
Publicly Held

Partnership

Non-Profit 
Organization

Government 
Organization

Not-for-Profit 
Organization

49%
14%

8%
7%

5%
4%

Employer Type

2%
Union 

Organization

Average Salary

3%
was the reported 

average increase in salary 
in 2015  

$47,000
$46,500

$48,500
$49,329

$50,000

2011 2012 2013 2014 2015

% of Eligible Employees vs. Total Employees

96%
2011

96%
2012

96%
2013

96%
2014

97%
2015
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The Affordable Care Act

More than five years ago, The Patient Protection and Affordable Care Act (ACA), or
Health Care Reform, was signed into law. The law grants Americans several new
benefits, rights, and protections and improves access to affordable health coverage
for more US citizens. It is also intended to decrease the rate of growth in health care
spending and to fix inefficiencies in the healthcare system.

The ACA section of the survey includes questions surrounding employers’ opinions and
strategies related to health care reform. The top three concerns for 2015 regarding
ACA legislation in the coming years changed a bit this year. Number one was still the
associated costs of reform, followed by keeping up with changes in the law, and third
this year was ensuring plan designs are compliant. When asked if a formal analysis
measuring the cost impact of the ACA had been completed, a little over 1 in 3
employers, 37%, said “Yes”, 49% said “No”, and 14% said “Don’t know”. This is consistent
with what we saw in 2014; however, the number of “Yes” responses has increased
significantly from three years ago in 2012 when a mere 15% of employers said that they
had a formal analysis completed.

Formal Analysis Completed

Yes
37%

No
49%

Don’t know
14%
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The Affordable Care Act

For the question, “Over the last year, what percentage of increases to your costs can
be attributed to the ACA?” the most popular answer this year at 30% of all responses
was “3 to 4%”. This is just slightly down from last year when it was at 34%, but is a
significant shift from prior years when the highest response was “1 to 2%” in 2013 and
2012, at 29% and 33%, respectively. Regarding what percentage of their population
they believe would move to the exchanges, 95% of employers said they believed that
between 0 and 10% of the population would move, which is the same as in 2014.
Another question asked, “On a scale of 1 to 10 (1 being “not likely” and 10 being “very
likely”), long term, do you believe the exchange plans will be able to offer a richer
benefit at a lower cost than your current health plan?” Going up again this year, 55%
of employers answered “1”, indicating “not likely”. This is yet another indicator
employers are not exactly confident in the ACA. Stats in prior years were 53% in 2014,
46% in 2013, 39% in 2012.

Percentage of Overall Cost Increase Attributed to the ACA 

3 to 4% Increase

1 to 2% Increase

0% Increase

>10% Increase

9 to 10% Increase 

7 to 8% Increase 

5 to 6% Increase

Grandfathering of plans continues to decline each year. In 2015, just 18% of
employers’ plans were grandfathered compared to 22% in 2014, 26% in 2013, 32% in
2012, and 39% in 2011. The top three reasons employers thought it was important to be
grandfathered were that they were exempt from cost sharing limits (40%), exempt
from providing coverage of preventive services without cost sharing (24%), and they
were exempt from non-discrimination rules (21%). These reasons have been similar the
last few years.

= 10%

19%
19%

30%
17%

4%
4%
8%



Mid-Market Survey - 2015 National Summary 8

The Affordable Care Act

Another important question was what strategies employers are considering in response
to the ACA. The strategies are ordered according to highest “More likely to”
responses. Consistent with last year, the highest “More likely to” response was to make
plan design changes.

Strategies Considered

12% 18% 24%

46% 52%
42%

23%

41%
44%

42%
38%

51%64%

40%
32%

12% 9% 7%

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

Make plan
design

changes

Charge
dependent
tiers more in
contributions

Go self-
funded

Hire more
part-time

employees

Move
employees to

a private
exchange

Increase
salaries

Less likely Don't know More likely
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12%

13%

17%
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Wellness & Disease Management

Wellness and disease management are becoming more important to individuals and
employers alike. Roughly 48% of employers that answered the question, “Does your
company offer wellness benefits to its employees?” answered, “Yes”. Of those, 60% of
employers said that the wellness benefits they offered were provided through their
existing health insurance carrier. To identify individuals and encourage participation in
wellness programs, about two-thirds of employers said they used things such as health
fairs, health claims, or health risk assessments. Below are the top five wellness programs
offered in 2015.

Employee Assistance Programs

Flu shots

Web-based resources for healthy living

Blood pressure screening

Cholesterol screening

Top Five Wellness Programs Offered

67% 34% 32% 22% 17%
Time Budget No resources/

staff
Low interest/ 
commitment 

among leadership

Top Five Biggest Hurdles for Success of Wellness Initiatives

Employee 
participation/ 

interest

With any initiative, there can be hurdles. Since we began asking the question in 2012,
employee participation/interest has been reported as the biggest hurdle to the
success of an employer’s wellness initiatives.
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29%

36%

46%

47%

62%

0% 10% 20% 30% 40% 50% 60% 70%

Percentage of Respondents
2015 MMMS National

Wellness & Disease Management

Although the popularity of wellness programs has taken off, determining the return on
investment (ROI) has proven to be rather difficult. More than 3 out of 4 (78%)
employers did not know the expected ROI for their wellness programs within a two
year or five year horizon.

Biometric data

Participant satisfaction

Health risk appraisal data

Medical claims analysis

Top Five Methods Used to 
Evaluate Wellness Programs

To improve the 
health of employees

Improve employee morale 
and productivity Other

Reduce health 
care costs

Benefits were part 
of health plan Reduce absenteeism

Reasons for Offering Wellness Programs

Similar to recent years, the 
primary method used to 
evaluate the success of 
wellness programs was 
employee engagement, at 
62% of responses, followed 
by biometric data and 
participant satisfaction.  

58%
24%

10%
6%

2%
1%

Employee engagement
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Wellness & Disease Management

15% 11% 11% 10% 9%
Diabetes High cholesterol Hypertension Obesity Asthma

Top Five Disease Management Programs Offered

Top Five Wellness & 
Health Risk Assessment 

Incentives

Disease management programs often times go hand in hand with wellness programs.
Similar to results we have seen in previous years, in 2015, 51% of employers said that
disease management was included in their health plan. Diabetes was the most
frequently offered program.

Health risk assessments, questionnaires, and screenings to provide an evaluation of
one’s health risk, are becoming more common for many employees. In 2015, more
than half of respondents (53% of employers) offered either a questionnaire (13%), a
biometric screening (9%), or both a questionnaire and biometric screening (31%).

For employees that choose to participate in wellness programs and health risk
assessments, employers will frequently offer incentives. The incentive offered most
often for participating in wellness programs was gift cards, while the most often
rewarded incentive for participating in health risk assessments was lower employee
contributions.

9%

8%

7%

29%

21%

15%

20%

25%

30%

32%

0% 10% 20% 30% 40%
Percentage of Respondents

Wellness Health Risk Assessments

Gift Cards

Lower employee medical contributions

Recognition

Merchandise

Cash
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Medical

The medical questions encompass plan designs, premiums, and contributions. This
section is a staple of the survey and continues to be one of key interest to many
employers. Employers are curious to find out how their plans stack up with others
nationally, in their area, in the larger region, by industry, by group size, and beyond.
The information that follows is based on aggregated national data. In further sections,
the data is broken down into more specific data slices.

PPO plans have been the majority of all medical plans entered for many years and
2015 proved to be the same. This year, 47% of all plans entered were PPO. This is down
slightly from 49% in 2014. While PPO plans decreased slightly, the number of HDHP
plans increased by the same figure. Since 2011, the ratios have gone from 54% PPO
and 17% HDHP, to 47% PPO and 28% HDHP. With employers trying to shift more costs, this
trend is likely to continue. The number of plan options offered by employers has
increased slightly over the most recent five years.

PPO
47%

Plan Prevalence Number of Plans Offered

HMO/EPO
19%

HDHP
28%

POS
6%

Indemnity
<1%

2 Plans
32%

1 Plan
36%

3 Plans
21%

4 or More 
Plans
12%

The last five years of national plan design, premium, and contribution medians follow.
Relative values are based on the 2015 national PPO plan design. This year, there has
again been slight increases to plan deductibles, out-of-pocket expenses, Rx copays,
premiums, and of course, employee contributions.
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Medical

PPO Medians

HDHP Medians 

2011 National 2012 National 2013 National 2014 National 2015 National 

Deductible (Indiv idual) $500/$1,000 $500/$1,000 $750/$1,500 $1,000/$1,500 $1,000/$2,000
Coinsurance 80%/60% 80%/60% 80%/60% 80%/60% 80%/60%

Out-of-Pocket Max (Indiv idual) $3,000/$6,000 $3,000/$6,250 $3,000/$6,000 $3,000/$6,000 $3,500/$6,500
PCP Copay $20 $25 $25 $25 $25 

Sepcialist Copay $30 $30 $35 $40 $40 
Rx Copays (Retail) $10/$30/$50/$60 $10/$30/$50/$60 $10/$30/$50/$60 $10/$30/$50/$80 $10/$35/$50/$80
Relatie Value (RV) 1.049 1.047 1.028 1.012 1.000

Premium 
(Single/+Spouse/+Child/+Family) 

$448/$959/              
$832/$1,307

$458/$976/              
$849/$1,324

$475/$1,009/              
$881/$1,373

$489/$1,036/              
$899/$1,429

$511/$1,080/              
$939/$1,484

Employee Contribution ($) 
(Single/+Spouse/+Child/+Family) 

$90/$292/              
$259/$407

$94/$300/              
$261/$417

$98/$324/              
$275/$450

$105/$345/              
$300/$489

$112/$386/              
$326/$543

Employee Contribution (%) 
(Single/+Spouse/+Child/+Family) 

20%/32%/             
33%/32%

20%/32%/             
32%/33%

21%/33%/             
32%/33%

22%/35%/             
35%/36%

23%/37%/             
36%/38%

2011 National 2012 National 2013 National 2014 National 2015 National 

Deductible (Indiv idual) $2,250/$3,000 $2,500/$3,500 $2,500/$4,000 $2,500/$4,000 $2,500/$4,000
Coinsurance 93%/70% 90%/70% 90%/70% 90%/60% 90%/60%

Out-of-Pocket Max (Indiv idual) $5,000/$9,000 $5,000/$10,000 $4,000/$8,000 $4,000/$8,000 $4,000/$9,000
Employer Contribution (HSA/HRA) $600/$1,000 $600/$1,100 $600/$1,080 $600/$1,200 $625/$1,100

Relatie Value (RV) 0.960 0.926 0.935 0.935 0.933

Premium 
(Single/+Spouse/+Child/+Family) 

$366/$775/              
$681/$1,071

$382/$812/              
$710/$1,111

$394/$844/              
$736/$1,159

$421/$896/              
$782/$1,238

$424/$919/              
$801/$1,261

Employee Contribution ($) 
(Single/+Spouse/+Child/+Family) 

$61/$231/              
$201/$330

$64/$245/              
$209/$350

$65/$258/              
$213/$365

$79/$274/              
$236/$392

$82/$314/              
$255/$441

Employee Contribution (%) 
(Single/+Spouse/+Child/+Family) 

17%/30%/             
30%/32%

17%/31%/             
30%/32%

17%/30%/             
30%/32%

19%/32%/             
32%/33%

20%/35%/             
33%/35%

*2015 Family Deductible: 2x (67%) Family Out-of-Pocket Max: 2x (80%)

*2015 Family Deductible: 2x (95%) Family Out-of-Pocket Max: 2x (96%)
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Medical

HMO/EPO Medians

POS Medians 

2011 National 2012 National 2013 National 2014 National 2015 National 

Deductible (Indiv idual) $0 $0 $0 $0 $0
Coinsurance 100% 100% 100% 100% 100%

Out-of-Pocket Max (Indiv idual) $2,000 $2,000 $2,000 $2,500 $2,500
PCP Copay $20 $20 $20 $20 $20 

Sepcialist Copay $30 $30 $30 $35 $35 
Rx Copays (Retail) $10/$30/$50/$50 $10/$30/$50/$50 $10/$30/$50/$50 $10/$30/$50/$50 $10/$30/$50/$50
Relatie Value (RV) 1.286 1.286 1.286 1.284 1.284

Premium 
(Single/+Spouse/+Child/+Family) 

$425/$892/              
$798/$1,248

$444/$929/              
$824/$1,300

$453/$958/              
$849/$1,342

$477/$1,003/              
$885/$1,412

$495/$1,037/              
$903/$1,466

Employee Contribution ($) 
(Single/+Spouse/+Child/+Family) 

$76/$263/              
$240/$394

$78/$267/              
$241/$397

$84/$281/              
$248/$407

$92/$304/              
$275/$445

$96/$325/              
$289/$472

Employee Contribution (%) 
(Single/+Spouse/+Child/+Family) 

19%/30%/             
31%/32%

19%/29%/             
30%/31%

18%/30%/             
30%/31%

20%/32%/             
33%/33%

20%/31%/             
32%/33%

2011 National 2012 National 2013 National 2014 National 2015 National 

Deductible (Indiv idual) $500/$1,500 $500/$1,500 $1,000/$2,000 $1,000/$2,000 $1,000/$2,000
Coinsurance 90%/70% 90%/70% 90%/60% 90%/60% 80%/60%

Out-of-Pocket Max (Indiv idual) $3,000/$7,000 $3,000/$6,250 $3,000/$6,000 $3,500/$6,000 $4,000/$7,625
PCP Copay $25 $25 $25 $25 $25 

Sepcialist Copay $40 $40 $45 $45 $50 
Rx Copays (Retail) $10/$30/$50/$60 $10/$30/$50/$60 $10/$35/$60/$75 $10/$35/$55/$60 $10/$35/$60/$75
Relatie Value (RV) 1.082 1.082 1.041 1.037 1.001

Premium 
(Single/+Spouse/+Child/+Family) 

$438/$939/              
$813/$1,302

$448/$947/              
$808/$1,314

$476/$985/              
$850/$1,410

$504/$1,056/              
$930/$1,468

$489/$1,039/              
$910/$1,457

Employee Contribution ($) 
(Single/+Spouse/+Child/+Family) 

$95/$337/              
$292/$503

$97/$348/              
$288/$512

$105/$383/              
$317/$570

$109/$401/              
$366/$578

$122/$437/              
$364/$652

Employee Contribution (%) 
(Single/+Spouse/+Child/+Family) 

21%/38%/             
37%/40%

22%/40%/             
38%/41%

22%/39%/             
39%/40%

22%/40%/             
40%/40%

25%/45%/             
46%/48%

*2015 Family Deductible: 2x (81%) Family Out-of-Pocket Max: 2x (90%)

*2015 Family Deductible: 2x (70%) Family Out-of-Pocket Max: 2x (82%)
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Medical

Plan Type Relative Values

Above are the 2015 relative values per plan type. Numbers are shown based on $100
as the base PPO plan to indicate richness of each plan type.
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Medical

Offer or Considering HDHP

As indicated previously, there has been a steady rise in the reported number of high
deductible health plans (HDHP) over the years. Typically, these plans are put in place
by an employer to help increase their employee’s consumerism by combining a HDHP
(a plan with a minimum deductible of at least $1,300 for individual coverage or $2,600
for other than individual coverage in 2015) with an individual health savings account
(HSA) or health reimbursement account (HRA) that allows users to roll over unused
funds from year to year. Since 2011, the number of “currently offer” responses has risen
from 22% to 37%. The percentage of employers “considering offering” a HDHP has
decreased slightly from 17% down to 13% over the last five years.

When implementing a HDHP, it’s helpful to offer some education on these plans if
employees are new to them. Below are the top three avenues employers use to
educate employees on their HDHP plan.

Educating Employees on High Deductible Health Plans 
1. Health information resources such as websites, links to printable brochures, 

booklets, etc. (62%) 
2. Real-time HSA/HRA account information that shows account balances, debits, 

credits and rollover information. (59%) 
3. Programs that allow employees to find a doctor or other health care provider and 

view detailed information about them. (48%) 

22% 23%

29% 29%

37%

1% 1% 1% 1% 1%

17% 16% 17%
15%

13%

0%

5%

10%

15%

20%

25%

30%

35%

40%

2011 2012 2013 2014 2015

Currently Offer Will Offer Next Year Considering Offering
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Medical

Health Care Inflation
National Historical Results

Health care inflation after all plan design changes, marketing efforts, and negotiations
has remained relatively consistent over the last five years. In 2016, 40% of employers
expect a 6-10% increase.

Health Care 
Inflation

2016 Expected

6 to 10% Increase

1 to 5% Increase

0% or less Increase

21+% Increase 

16 to 20% Increase 

11 to 15% Increase

= 10%

7%
33%

40%
12%

5%
2%

13%

10% 10% 10% 10%

8%

6% 5%
6%

5%

3%

0% 0%
1%

0%0%

2%

4%

6%

8%

10%

12%

14%

2011 2012 2013 2014 2015

75th Percentile Median 25th Percentile
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Medical

Top Five Cost Control Strategies

Controlling costs is a never-ending battle that employers face. Determining what
measures to take is often times a tough decision as many of them involve passing cost
increases on to employees. Over the past five years, most of the top ten cost control
strategies have remained the same. The top five cost control strategies for 2015 are
below.

Related to controlling costs, we also ask if different contribution rates are in place for
different groups of employees. A question we began asking in 2013 was whether or
not employers had different contribution rates for smokers and non-smokers. This year,
about 8% said “Yes” and the median monthly differential was $47. We also ask if
employers have different contribution rates for wellness and non-wellness program
participants and found that 15% of employers did with a median monthly differential
of $43.

Additionally, for both spousal carve out and surcharge, about 4% said they have one
of those in place currently.

Negotiated lower costs with current carrier

Increased employee share of monthly premium

Increased deductibles

Explored market (RFP) and 
changed carrier/health plan/TPA

Increased employee 
OOP maximums
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Regional Breakdown 

15.1%

7.9%

11.2%

9.9%

15.0%

7.7%
20.7%

12.7%

Major Metropolitan Areas by Region: 
West North Central 

Des Moines, IA
St. Louis, MO

We have divided the United States into the eight major regions shown on the map
below. Although not all states within a region have consistent benefits, it is helpful to
define, in general, what the typical benefits of a particular region of the country look
like. The map below also includes the breakdown of participation by our defined
regions along with cities surveyed.

Mountain
Scottsdale, AZ

Pacific
Portland, OR

Sacramento, CA
Napa, CA 

San Francisco, CA 
Goleta, CA
Irvine, CA

West South Central 
Dallas, TX
Austin, TX

Houston, TX

North Atlantic
Buffalo, NY

New Hartford, NY
Harrison, NY

Pittsburgh, PA
Washington, D.C.

East South Central
Nashville, TN
Memphis, TN

Birmingham, AL

East North Central
Chicago, IL
Bedford, IN

South Atlantic
Charleston, WV
Richmond, VA

Raleigh, NC
Greensboro, NC

Atlanta, GA
Palm Beach Gardens, FL
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Regional Breakdown 

Similar to the previous couple of years, the PPO median plan designs for the North
Atlantic (1.077), Pacific (1.047), and East North Central (1.026) regions were richer than
the national PPO median plan design. The PPO median plan designs for South Atlantic
(0.994), Mountain (0.989), West North Central (0.972), East South Central (0.953), and
West South Central (0.951) were less rich than the national PPO median plan design.

PPO Medians by Region

Regional Relative Values

National Pacific Mountain West North 
Central 

West South 
Central 

East North 
Central 

East South 
Central North Atlantic South Atlantic 

Deductible (Indiv idual) $1,000/$2,000 $500/$750 $1,000/$2,000 $1,500/$2,000 $1,500/$3,000 $750/$1,500 $1,500/$3,000 $500/$1,000 $1,000/$2,000
Coinsurance 80%/60% 80%/60% 80%/50% 80%/60% 80%/60% 80%/60% 80%/60% 90%/70% 80%/60%

Out-of-Pocket Max (Indiv idual) $3,500/$6,500 $3,250/$6,725 $4,000/$8,000 $3,500/$6,000 $4,000/$10,000 $3,000/$6,000 $4,000/$9,000 $3,000/$5,000 $4,000/$7,000
PCP Copay $25 $20 $25 $25 $25 $25 $30 $25 $25 

Sepcialist Copay $40 $25 $40 $45 $40 $40 $50 $35 $50 
Rx Copays (Retail) $10/$35/$50/$80 $10/$30/$50/$50 $10/$35/$60/$100 $10/$35/$55/$85 $15/$35/$55/$70 $10/$35/$60/$75 $10/$35/$55/$100 $10/$30/$50/$70 $10/$30/$50/$65
Relatie Value (RV) 1.000 1.047 0.989 0.972 0.951 1.026 0.953 1.077 0.994

Premium 
(Single/+Spouse/+Child/+Family) 

$511/$1,080/              
$939/$1,484

$563/$1,211/              
$1,008/$1,707

$460/$974/              
$876/$1,378

$484/$979/              
$873/$1,354

$486/$1,030/              
$898/$1,450

$556/$1,152/              
$1,032/$1,615

$450/$938/              
$831/$1,283

$543/$1,200/              
$1,069/$1,551

$517/$1,082/              
$932/$1,484

Employee Contribution ($) 
(Single/+Spouse/+Child/+Family) 

$112/$386/              
$326/$543

$103/$340/              
$293/$503

$108/$389/              
$351/$591

$104/$333/              
$298/$475

$97/$432/              
$340/$665

$130/$386/              
$338/$526

$120/$392/              
$330/$559

$129/$361/              
$283/$481

$106/$432/              
$337/$594

Employee Contribution (%) 
(Single/+Spouse/+Child/+Family) 

23%/37%/             
36%/38%

20%/29%/             
29%/30%

23%/43%/             
43%/43%

23%/37%/             
36%/35%

20%/44%/             
40%/47%

24%/33%/             
32%/33%

28%/47%/             
46%/47%

25%/30%/             
28%/32%

21%/43%/             
39%/43%
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Industry Breakdown 

Plan design information by industry has been one of significant importance as
employers try to stay competitive. Every employer has a six-digit industry code
associated with the nature of their business. These numbers originate from the North
American Industry Classification System (NAICS). The first two numbers in the NAICS
code indicate the broader industry level, or the industry sector. The third through sixth
numbers reveal more specifically what the employer does on a day-to-day basis.
Below are the ten most prevalent industry sectors represented in the 2015 survey. The ten
lesser represented industry sector codes have been combined into “All Other
Industries”.

Manufacturing

Health Care and 
Social Assistance

Professional, Scientific, 
and Technical Services

Other Services (except 
Public Administration)

Finance and Insurance

Construction

Educational Services

Public Administration

Retail Trade

Wholesale Trade

All Other Industries

18%
14%

16%

13%
7%

6%
6%

5%
5%

5%
5%
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Industry Breakdown 

Top Ten Industry Sector Relative Values

Above are the top ten industry sector relative values ordered from most rich to least
rich. The three richest industries from 2011 to 2014 were Public Administration;
Educational Services; and Professional, Scientific, and Technical Services. This year
however, Manufacturing made its way into the top three.
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Industry Breakdown 

The top three represented industries were Manufacturing; Health Care and Social
Assistance; and Professional, Scientific, and Technical Services. These three industries
accounted for roughly 45% of all surveys.

PPO Medians by Industry

HMO/EPO Medians by Industry

HDHP Medians by Industry

Manufacturing Health Care and Social 
Assistance 

Professional, Scientific, and 
Technical Services 

Deductible (Indiv idual) $750/$1,500 $1,000/$2,000 $750/$1,500
Coinsurance 80%/60% 80%/60% 80%/60%

Out-of-Pocket Max (Indiv idual) $3,500/$6,350 $4,000/$6,350 $3,500/$6,500
PCP Copay $25 $25 $25 

Sepcialist Copay $40 $40 $35 
Rx Copays (Retail) $10/$30/$50/$75 $10/$35/$60/$85 $10/$35/$50/$85
Relatie Value (RV) 1.020 0.993 1.018

Premium 
(Single/+Spouse/+Child/+Family) $500/$1,058/$926/$1,443 $558/$1,165/$1,020/$1,613 $502/$1,072/$928/$1,475

Employee Contribution ($) 
(Single/+Spouse/+Child/+Family) $114/$323/$275/$440 $110/$460/$379/$655 $104/$368/$297/$534

Employee Contribution (%) 
(Single/+Spouse/+Child/+Family) 23%/30%/30%/31% 20%/43%/40%/43% 21%/36%/31%/36%

Manufacturing Health Care and Social 
Assistance 

Professional, Scientific, and 
Technical Services 

Deductible (Indiv idual) $2,500/$3,500 $2,500/$4,250 $2,500/$4,000
Coinsurance 85%/60% 90%/60% 90%/70%

Out-of-Pocket Max (Indiv idual) $4,000/$8,000 $5,000/$10,000 $4,000/$8,000
Employee Only/Family Employee Only/Family Employee Only/Family

$600/$1,200 $600/$1,000 $600/$1,200
Relatie Value (RV) 0.928 0.919 0.937

Premium 
(Single/+Spouse/+Child/+Family) $416/$895/$791/$1,246 $458/$982/$869/$1,346 $432/$944/$806/$1,277

Employee Contribution ($) 
(Single/+Spouse/+Child/+Family) $84/$248/$208/$336 $84/$382/$298/$557 $75/$341/$284/$492

Employee Contribution (%) 
(Single/+Spouse/+Child/+Family) 20%/28%/27%/27% 16%/39%/35%/42% 18%/37%/35%/40%

Employer Contribution (HSA/HRA)

Manufacturing Health Care and Social 
Assistance 

Professional, Scientific, and 
Technical Services 

Deductible (Indiv idual) $0 $500 $0
Coinsurance 100% 90% 100%

Out-of-Pocket Max (Indiv idual) $2,500 $3,000 $2,000
PCP Copay $20 $25 $20 

Sepcialist Copay $30 $40 $30 
Rx Copays (Retail) $10/$30/$50/$50 $10/$30/$50/$55 $10/$30/$50/$50
Relatie Value (RV) 1.285 1.092 1.286

Premium 
(Single/+Spouse/+Child/+Family) $482/$1,012/$894/$1,426 $512/$1,084/$987/$1,538 $483/$1,022/$893/$1,473

Employee Contribution ($) 
(Single/+Spouse/+Child/+Family) $104/$285/$258/$421 $117/$440/$385/$599 $85/$290/$243/$421

Employee Contribution (%) 
(Single/+Spouse/+Child/+Family) 21%/29%/28%/30% 25%/44%/45%/43% 17%/29%/29%/30%
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Group Size Breakdown 

Nearly half of all employers that participated in the survey in 2015 have 100-499
employees. The median group size nationally is 164 employees. In general, the benefits
offered by different group sizes tend to become richer as the group size increases.

The PPO median plan designs for groups with 1,000-4,999 (1.047), 500-999 (1.027), 5,000+
(1.015), and 100-499 (1.000) employees, were richer than the national PPO median plan
design. The median plan design for groups with 50-99 (0.992) and 1-49 (0.991)
employees were less rich than the national PPO median plan design. This has been the
general trend in the most recent few years.

Funding strategies vary amongst different sizes of employers. More and more, we are
seeing smaller groups move towards self-funding or even considering a captive
arrangement. For this year, about 25% of all plans entered were self-insured, 71% were
fully-insured, and 3% were minimum premium.

12%

100-499 Employees

50-99 Employees

1-49 Employees

5,000+ Employees

1,000-4,999 Employees

500-999 Employees

21%

47%

10%

8%

2% = 10%
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Group Size Breakdown 

PPO Medians by Group Size

Group Size Relative Values

National 1-49 Employees 50-99 Employees 100-499 
Employees

500-999 
Employees

1,000-4,999 
Employees

5,000+ 
Employees

Deductible (Indiv idual) $1,000/$2,000 $1,000/$2,000 $1,000/$2,000 $1,000/$2,000 $750/$1,500 $500/$1,000 $750/$1,600
Coinsurance 80%/60% 80%/60% 80%/60% 80%/60% 80%/60% 80%/60% 80%/60%

Out-of-Pocket Max (Indiv idual) $3,500/$6,500 $4,000/$7,000 $4,000/$7,000 $3,500/$6,500 $3,000/$6,000 $3,000/$6,000 $3,500/$7,600
PCP Copay $25 $25 $25 $25 $25 $25 $25 

Sepcialist Copay $40 $40 $40 $40 $40 $35 $40 
Rx Copays (Retail) $10/$35/$50/$80 $10/$35/$60/$100 $10/$35/$50/$100 $10/$35/$50/$75 $10/$30/$50/$70 $10/$30/$50/$60 $10/$35/$60/$85
Relatie Value (RV) 1.000 0.991 0.992 1.000 1.027 1.047 1.015

Premium 
(Single/+Spouse/+Child/+Family) 

$511/$1,080/              
$939/$1,484

$502/$1,068/              
$920/$1,422

$499/$1,065/              
$907/$1,473

$516/$1,092/              
$951/$1,500

$520/$1,073/              
$950/$1,512

$526/$1,104/              
$977/$1,479

$489/$1,042/              
$883/$1,459

Employee Contribution ($) 
(Single/+Spouse/+Child/+Family) 

$112/$386/              
$326/$543

$109/$382/              
$292/$559

$111/$437/              
$364/$643

$112/$388/              
$318/$544

$109/$351/              
$300/$499

$113/$360/              
$332/$476

$128/$355/              
$277/$495

Employee Contribution (%) 
(Single/+Spouse/+Child/+Family) 

23%/37%/             
36%/38%

22%/40%/             
36%/44%

23%/45%/             
44%/46%

22%/36%/             
35%/37%

23%/35%/             
35%/34%

22%/35%/             
32%/33%

25%/34%/             
33%/33%

$100.00 $99.15 $99.18 $100.02 $102.75 $104.74 $101.53

$0

$20

$40

$60

$80

$100

$120
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Dental

Also collected in the survey is dental plan design information along with premiums and
contributions. This section covers what dental plans look like nationally including plan
prevalence, number of plans offered, plan designs, premiums and contributions, and
historical and expected cost increases.

DPPO
81%

Plan Prevalence

Number of Plans Offered

DHMO
11%

Scheduled 
Reimbursement

2%DPOS
2%

2 Plans
19%

1 Plan
56%

3 Plans
3%

No coverage
22%

A summary of the most recent five years of dental plan design, premium, and
contribution median data follows. There have not been significant changes other than
minor increases to premiums and contributions.

In 2015, 81% of all dental plans entered
were DPPO plans. This is a 14% increase
since 2011 when the percentage of DPPO
plans was at 71%. As the number of DPPO
plans has gone up, the prevalence of
other plans has in turn gone down.

For 2015, roughly 78% of employers offer at
least one dental plan option to their
employees. Of the plans entered, about
64% are voluntary, versus employer paid.
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Dental

Dental PPO Medians

Dental HMO Medians

Dental Indemnity Medians

2011 National 2012 National 2013 National 2014 National 2015 National 
Deductible (Indiv idual) $50/$50 $50/$50 $50/$50 $50/$50 $50/$50

Coinsurance 
(Preventive/Basic/Major/Ortho)

100/80/50/50 100/80/50/50 100/80/50/50 100/80/50/50 100/80/50/50

Annual Benefit Max $1,250/$1,250 $1,500/$1,250 $1,500/$1,500 $1,500/$1,250 $1,500/$1,250
Ortho Lifetime Max $1,000/$1,000 $1,000/$1,000 $1,000/$1,000 $1,000/$1,000 $1,000/$1,000

Premium 
(Single/+Spouse/+Child/+Family) 

$31/$64/              
$69/$98

$31/$64/              
$69/$99

$32/$67/              
$73/$104

$32/$66/              
$72/$103

$32/$67/              
$74/$105

Employee Contribution ($) 
(Single/+Spouse/+Child/+Family) 

$11/$33/              
$36/$54

$12/$33/              
$36/$54

$12/$34/              
$38/$58

$14/$37/              
$41/$62

$15/$39/              
$43/$66

Employee Contribution (%) 
(Single/+Spouse/+Child/+Family) 

40%/52%/             
55%/61%

40%/52%/             
55%/61%

40%/51%/             
55%/62%

50%/56%/             
59%/68%

50%/60%/             
61%/70%

2011 National 2012 National 2013 National 2014 National 2015 National 
Deductible (Indiv idual) $0 $0 $0 $0 $0

Coinsurance 
(Preventive/Basic/Major/Ortho)

100/80/50/50 100/80/50/50 100/85/50/50 100/85/50/50 100/85/55/50

Annual Benefit Max $1,500 $1,500 $1,500 $1,500 $1,500 
Ortho Lifetime Max $1,500 $1,450 $1,500 $1,500 $1,845 

Premium 
(Single/+Spouse/+Child/+Family) 

$16/$30/              
$36/$47

$17/$32/              
$37/$50

$16/$32/              
$37/$49

$17/$32/              
$35/$49

$16/$31/              
$35/$48

Employee Contribution ($) 
(Single/+Spouse/+Child/+Family) 

$9/$20/              
$23/$33

$8/$19/              
$21/$30

$8/$19/              
$23/$32

$8/$19/              
$22/$32

$8/$19/              
$23/$31

Employee Contribution (%) 
(Single/+Spouse/+Child/+Family) 

50%/62%/             
65%/71%

49%/52%/             
58%/66%

50%/52%/             
62%/67%

52%/60%/             
63%/73%

50%/56%/             
62%/69%

2011 National 2012 National 2013 National 2014 National 2015 National 
Deductible (Indiv idual) $50/$50 $50/$50 $50/$50 $50/$50 $50/$50

Coinsurance 
(Preventive/Basic/Major/Ortho)

100/80/50/50 100/80/50/50 100/80/50/50 100/80/50/50 100/80/50/50

Annual Benefit Max $1,000/$1,000 $1,000/$1,000 $1,000/$1,200 $1,200/$1,250 $1,100/$1,250
Ortho Lifetime Max $1,000/$1,500 $1,000/$1,250 $1,000/$1,000 $1,000/$1,500 $1,000/$1,200

Premium 
(Single/+Spouse/+Child/+Family) 

$29/$60/              
$64/$90

$30/$61/              
$66/$95

$31/$63/              
$70/$99

$30/$64/              
$70/$97

$31/$65/              
$72/$99

Employee Contribution ($) 
(Single/+Spouse/+Child/+Family) 

$12/$33/              
$36/$51

$11/$33/              
$36/$53

$13/$35/              
$36/$55

$12/$36/              
$37/$59

$14/$39/              
$39/$60

Employee Contribution (%) 
(Single/+Spouse/+Child/+Family) 

48%/55%/             
58%/65%

39%/56%/             
59%/66%

46%/54%/             
55%/60%

46%/58%/             
60%/67%

50%/69%/             
65%/70%
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Dental

Dental inflation after all plan design changes, marketing efforts, and negotiations was
consistent with last year. On the high end, some employers saw a 5% increase or
higher. Most employers saw a flat or nearly flat increase. For 2016, the expected
average increase is 3.5%.

Dental Plan Inflation

Dental Plan
Inflation

2016 Expected 6 to 10% Increase

1 to 5% Increase

0% or less Increase

11 to 15% Increase = 10%

25%
53%

19%
2%

7%

6%

5% 5% 5%

3%

1% 1%

0% 0%0% 0% 0% 0% 0%0%

1%

2%

3%

4%

5%

6%

7%

8%

2011 2012 2013 2014 2015

75th Percentile Median 25th Percentile
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Life & Disability

For basic life and disability plans, the benefit levels have remained consistent over the
last five years. Flat dollar amounts dominate the market at about 49% and the median
benefit level for basic life was approximately $44,000. About 96% of all basic life plans
entered and 89% of all AD&D plans entered were 100% employer-paid.

Flat-Dollar Amount
49%

Basic Life Benefit Levels

1x salary
25%

Long-term disability (LTD) plans have remained relatively unchanged during the most
recent five years. About 79% of base LTD plans offer a benefit amount of 60% of an
employee’s salary and nearly 3 out of 4 of plans will pay out benefits until the
employee reaches the age of 65. The percentage of premium paid by the employer
for a base plan varies, but most employers, 80%, pay 100% of the premium. Buy-up LTD
plans aren’t quite as popular, with just 10% of employers offering a buy-up plan.
Elimination periods are typically 90 days or 180 days for both base and buy-up plans,
with 90 days being most common in the last five years.

Similar to LTD, short-term disability (STD) plans have stayed consistent over the last five
years. Since 2011, elimination periods of less than seven days have declined slightly.
For accident, it has dropped from about 30% to 23% and illness has gone from 9%
down to 6%. Consequently, the elimination periods of 7-13 days and 14+ days have
increased. About 70% of STD base plans offer a benefit amount that replaces 60% of
an employee’s salary. As for duration, 70% of plans will pay out benefits for either 13 or
26 weeks (34%, 13 weeks; 36%, 26 weeks). About two-thirds of employers pay 100% of
the premium.

2x salary
18%

3x salary
2%

4x salary
1%

5x salary
1%

6x salary
<1%
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Retirement

For many years now, employers have been shifting retirement plans towards defined
contribution (DC) plans such as 401(k) and 403(b) as opposed to defined benefit (DB)
plans. While DC plans have become more popular, we have also seen employers
slowly backing away from offering anything at all. Since 2011, DC plans have gone
from 62% of employers offering down to 53% this year. The percentage of employers
that did not choose to offer a DC or DB plan has gone from 29% to 39% since 2011.

Defined Contribution 
Plan (401(k), 
403(b), etc.) 

53%

Defined Contribution (401(k) and 403(b)) Plans

The most common employer match for
DC plans was 50% up to 6% of salary and
nearly all employers (99%) had an
employee directed investment allocation.
About 25% of employers offer 11-15 fund
options, 23% offer 16-20 funds, and 20%
offer 26+ funds.

The vesting schedule for salaried
employees DC retirement plans is shown
on the right.

5 yr. cliff
6%

3 yr. cliff
12%

100% 
immediate

42% 6 yr. graded
19%

5 yr. graded
20%

Both Defined Benefit and 
Defined Contribution

6%

N/A
39%

Defined Benefit Plan
2%
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Miscellaneous

For 2015, 73% of employers offered a separate vision plan while 13% included vision in
their medical plan. About 70% of vision plans are voluntary, versus employer paid.
Below is a table with various duration, copay, and coverage amount information.

Vision

Domestic Partner Coverage

Full-Time Waiting Periods for Eligibility

Time Off – Days Accruing Per Year

Eye Exams Frames Lenses Contact Lenses 
(medically necessary)

Duration Once every 12 months Once every 24 months Once every 12 months Once every 12 months
Copay $10 $25 $25 $20

Coverage Amount $50 $130 $120 $130

Less than 30 Days 30 Days 60 Days

21% of employers 29% of employers 23% of employers

Domestic partner coverage has seen some changes in recent years. In 2011, 53% did
not offer coverage for medical, 56% did not offer coverage for dental, and 68% did
not offer coverage for life. Today, those percentages are 40%, 43%, and 56%,
respectively. With this being said, coverage for both same sex and opposite sex
coverage has in turn increased from 28% for medical, 26% for dental, and 17% for life in
2011 to 44%, 42%, and 32% in 2015.

Not Offered Opposite Sex Same Sex Both Same Sex and 
Opposite Sex

Medical 40% 10% 6% 44%
Dental 43% 10% 5% 42%

Life 56% 8% 4% 32%

New Hire 1-5 Years 6-9 Years 10+ Years

Sick 7 8 8 9
Vacation 8 11 15 18
Personal 4 4 4 5

PTO Bank 13 16 20 23
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Miscellaneous

Other benefits offered and additional benefits provided have stayed consistent over
the last few years.

Other Benefits Offered

Additional Benefits Provided

60%

67%

69%

72%

78%

0% 20% 40% 60% 80% 100%

Percentage of Respondents

2015 MMMS National

Basic Life Insurance

Basic AD&D

Long-Term Disability

Vision

Short-Term Disability

38% 25% 23% 21% 21%
Free 

parking
University 

tuition
Industry 

certification
Cell phone Flextime 

schedule
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Standard Caveats

In performing our analysis, we relied on data provided to us by BCFO Agencies. We
have neither verified nor audited the accuracy of the data contained in the files. If
the underlying data is inaccurate or incomplete, the results of our analysis may likewise
be inaccurate or incomplete. Where practicable, the data was reviewed for
consistency and reasonableness. Due to the nature of any medical block of business,
results are highly variable. As such, actual results may vary from the results provided in
this report.

This report and the models herein have been prepared for the internal use of BCFO
Agencies in their relationship with the survey participants and are only to be relied
upon by those organizations. No portion may be provided to any other party without
Milliman’s prior written consent. All copyrights and trademarks property of Milliman
and all rights reserved.
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