6/6/2012

HR Practices Dramatical‘ly
Improve Quality
That ... :
and Profits

q Solving

‘ ’,‘ 'l': Employment Practices
1 38 I and Risk Management
jece bY piec€ Issues for Healthcare

"p

Prepared for 10" Annual Orthopedic, Spine and Pain T
Med Management-Driven ASC Conference, June 14-16, 2012
L)

Does a Good Culture Really Matter
to the Bottom Line?

What Are the Benefits?

Comparative Annualized Stock Market Returns

1997-2011

financial anatyste i gularly sudy e Bnancial pertormance uf “100 Hlest companies.
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HR’s Impact on Profits

Reduced turnover 38.9% 29.0%
Reduced % of Admin
Staff 40.7% 33.3%

25% reduction in employee turnover.
Increased Profit Added 10.2% of operating income margin (e.g.,
for $1M incr. in revenue, added $102K profit).
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Goal for Today

» Identify the problem (Situation):
> All organizations change

> We can either drive change or react to it, but we
can’t avoid it

> Most people don’t like change
» And What to Do About It (Strategy):

> Six HR practices you need in your ASC to maximize
performance
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What does change look like?

Continuous Process (improvament)

|y “

Southwest Airlines

Creating a Caring Culturs
DEFINE VALUES

CREATEA HIRE "A" PLAYERS
DISCIPLINED; WHO MIRROR
CULTURE OF 'YOUR VALUES
EXCELLENCE
CONTINUALLY
BE EXCESSIVE EXCEED

ABOUT YOUR EXPECTATIONS OF

ﬁms YOUR PEOPLE
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A Second Concept

Foundation

STUDER GROUP:

Foundation

Leader Leader Must
Evaluation Development Havess" Gap
Aligned Goals Aligned Behavior Aligned Process

e

Good to Great
(Jim Collins)

Buildup..

Level 5 First W

. Cofronl Culture of Technology
Leadership Then What ™\ cept Discipline Accelerators
Disciplined People Disciplined Thought Disciplined Action

P
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Of the 16 Areas of HR Practices

Which are most critical?

1
Soctions

There are 16 areas
completed in less
than 30 minutes

of analysis

112 “Employer Practices”

N /|“High Impact” on performance|

High

Hire “A” Players

HR Practice #1

» Creating environment to drive a positive

culture

« Built on VALUES, by Ann Rhoades

> Values defined by ownership/top management

o Match candidates to the core values of the

organization and the critical attributes of the

position
o Effective interview techniques




Written Guides and Peer Interviews

Form Storm Norm

Foundation

Leader Leader Must
Evaluation Development Havess" Gap

Aligned Goals Aligned Behavior Aligned Process

e

HR Practice #2: Discipline Processes and
Mentoring/Support for Supervisors

» Effectiveness of frontline managers:
> Huge factor in employment practices risk
management
> Mentoring and coaching
- Integration with online learning for “level 100 and 200"
problems
- Interventional assistance for “level 300 and above”
problems

- :
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Survey Says...

» Percentage of Supervisors Who Are
Concerned about how to address:
> Employee Interactions/Disputes (56%)
o Worker productivity (52%)
o At work attitude (61%)

o :

Discipline Procedures and Practices

» Critical features of HR discipline support
> Independence
o Third party, if possible
o Internet / telecom (if from remote location)
+ SKYPE
o Zero Rash Decisions

- :

Survey Says...

» Most frequent communication with HR:
> Payroll (90%)
o Benefits (78%)

» 26% said employee benefit issues were their
most challenging issue

- :
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HR Practice #3: Benefits
Management

» What do these organizations have in common?
> PriceWaterhouse Coopers
> Towers Watson
> Kaiser Family Foundation
> Mercer

» Answer: They all study employer-sponsored
health insurance plans

v

and here is what they have to say........

The answer

» They all have studied employer-sponsored

health insurance plans and have concluded:

o Insurance premium costs continue to rise at a rate
of 3-times the rate of inflation

o Employers are raising deductibles, co-pays and
member co-insurance (out of pocket) amounts to
reduce their premium increases from 7.5% to 5.5%

> The fastest growing type of plan they are offering
to their employees is the high deductible plan,
coupled with an H.S.A. or an H.R.A.

Il Expected increase in average health benefit cost per employee

B Before changes to plan design
B Aiter changesto plan design

9.8%

2012 2011

Preliminery resu s tam Mercer's Ralorsl Suvey of Employer-Sioruared Hea h Plars




FIGURE 1
. Total health benefit cost per employee predicted to rise 5.4% in
2012, the lowest increase since 1997
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And where does that leave us?

» The employer-sponsored health insurance
market is in a lot of trouble
» Everyone is frustrated
> Employees frustrated they are spending more and more
out of pocket
Employers frustrated their portion of the cost also
continues to raise, even while their employees become
more and more frustrated
Administration of plans seems to be getting worse and
worse - and the rapid pace of structural change in the
healthcare/health insurance market has not helped!
And the state-run small group health plan market is in
even more disarray, due to the mandates of the PPACA,
and the impact on the rate approval process.

°

°

o

What should we do?

» There is no silver bullet answer
» Be wary of “snake oil”

» The best solutions/ideas:

> Wellness programs

> High Deductible Health Plans (HDHP), coupled with
an H.S.A. or and H.R.A.
+ Make this at least one of the plan options you offer

your employees

> (Warning: the PPACA may reduce the availability of
HDHP’s, due to the medical loss ratio and minimum
actuarial value regulations.)
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FIGURE3
. Employers raising contributions for dependent coverage in 2012

Raise contribution for employee-only coverage

33%

Raise contribution for dependent coverage
36%

or out-of-pocket
33%

2
|*

Increase cost-sharing some other way
[

Will not ask employees to pay a greater share of cost
39%

Preimirery resuls tam Mercers Nakred Buvey of Employer Byoruared Hed h Plrs

Effective Employee Benefits Programs

» Health and Welfare - Health, Dental Vision

o Tremendous change in insurance industry dynamics
as a result of PPACA

o Employer cost share
> Wellness programs

» Income Protection - Life, AD&D, Disability
» Paid Time Off programs

» Employee Assistance Programs

» Leave of Absence management

» Risk management and compliance

- :

HR Practice #3: Compensation
Management

» Are all DON'’s equal?
» How do we adjust for
> Geographical differences
> Years of experience
> Special skills, certifications, accreditations
> Size of ASC by number of OR’s or S.F.
> Number of employees supervised
> Case volume

- :
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10 Criteria for Comp

1. Educational requirements

2. Job-related experience, in years
3. Supervision required for the job
4. Complexity of the job

5. Physical effort required

6. Physical work environment

7. Potential impact of the employee's actions
on the company

8. Internal contacts

9. External contacts

10. Supervision over others

28
Items 8 & 9: Internal and External Contacts
FacToR 7: PurpOSE OF CONTACTS ScoRE:
Level 7-2(50): The parposc is to plan. coordinate, or advise on work cfforts or to resolve operating problems by
or motivating individuals or groups who arc working towand mutual goals and who have basically
cooperative attituds.
Level 7-3 (120): The purpose is to influence. motivate, interrogate. or control persons of groups. Al this level the
persons contacted may be fearful. skeptical. uncooperative. or dangerous. Therefore. the employee must be
skillful in approaching the individual or group in order to obtin the effect. such as ¢
with established policies and rules by persuasion of negotiation. or gaining information by establishing
with a suspicious informant.
Level 74 (220F The purposc is to justify, defend, ncgotiale, or scifle matiers involving sigmificant or
controversial issues. Work at this level usually involves active participation in conferences. mectings. hearings.
or presentations involving problems s of considerable consequence of importance. The persons contactad
typically have diverse viewpaints, goaks, or cbjectives requifing the employee 1o achieve 3 common
understanding of the problem and a satisfactory solution by convincing them, ariving af a compromise, or
developing suitable alternatives.
29
Conversion Table
Scare Grade Score Grade
1050-1150 31 2320-2565 39
1150-1265 32 2565-2830 40
1265-1395 3 2830-3120 41
1395-1540 34 3120-3435 42
1540-1705 35 34353775 43
1705-1890 36 3775-4140 4
1890-2005 37 4140-4530 45
2095-2320 38
30
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Bottom line

» A fair compensation plan is essential for
walking the fine line of fairness and expense
management
> Reduces unplanned/unwanted employee turnover
> Addresses critical HR Risk Management issue

HR Practice #5: Risk Management

Employment Practices Risk Management Distribution
Average annual data, per 100 EE’s

Discrimination, 1
Employee at Work

ttendance Total, 2

FMLA, ADA, etc
Total, 7

Unemployment
Total, 20

Hostlle Work
Enviomment Total,
5

Involuntary
Termination Total, 2

Inappropriate Work
Behavior Total, 7

Employment Practices Risk Management

ASSESSMENT TOOL

Date of Incident ‘ Description of Risk Area ‘ Level of Risk ‘ Status ‘ Est. Cost

102712010

12142010

10/6/2000 EMLA, ADA, etc High Closed 550,000
192010 EMLA ADA. ete High Closed 550,000
111902010 EMLA, ADA, etc Low Closed 12,500
wsi2011 EMLA, ADA, etc High Closed 550,000
212011 EMLA, ADA, etc High Closed 550,000
2112011 EMLA_ADA etc High Closed 550,000
3222011 g Qpen

6/6/2012
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HR RISK MANAGEMENT ASSESSMENT TOOL

Level of Risk status Est. Cost
3012000 Low Coses 25,000
10202080 vigh cosed 100000
1101272010 Hah open s100000
12022000 Medum Coses 50,000

27612011

Hostile Work Enviornment Total

Hostile Work Enviornment Count

102172009 Medum Cosed s7500
21512010 Inappropriate Work Behavior Low coses 3750
21102010 Medum cosed s7500
s132010 Low Cosed saz50
12000 Inappropriate Work Behavior Low Coses sa750
21142011 Low cosed s3750

3772011

Inappropriate Work Behavior Total

Inappropriate Work Behavior Count

12092010 Involutary Termination

3112011 Involunary Termination

Involuntary Termination Total

nyoluntary Termination Count

Date of Incident Description of Risk Area Level of Risk Status Est. Cost
83012009 Unempioyment Low ciosed 32500
110672000 Unempioyment Low Ciosed 52500
127772008 Unemployment Low Ciosed 52500
2182010 Unempioyment Low Ciosed 52500
22612010 Unempioyment Medium Closed 35,000
3172010 Unempioyment Medium Closed 35,000
311212010 Unempioyment Medium Ciosed 5,000
311412010 Unemployment Low Ciosed 52,500
4132010 Unempioyment Low Closed 52500
412512010 Unempioyment Low Closed 52500
511112010 Unemployment Low Ciosed 52,500
si2412010 Unempioyment Low Ciosed 52,500
71212010 Unempioyment Low Closed 52500
82512010 Unempioyment Low Closed 32,500
on13r2010 Unempioyment Low Ciosed 52,500
11272010 Unempioyment Low Ciosed 52500
11282010 Unempioyment Low Oper 52500
162011 Unempioyment Low Closed 32500
12472011 Unempioyment Medlum Ciosed 35,000
2112011 Unemployment Low Ciosed 2500

Unemployment Total

Unemployment Count

35

HR RISK MANAGEMENT ASSESSMENT TOOL
IDate of Incident| Description of Risk Area Level of Risk Status Est. Cost
1/8/2010 ‘Work Comp $5.000
11/19/2010 ‘Work Comp
7/23/2010 ‘Work Comp $5.000
Grand Count
$863,750 Risk Savings
36
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HR Practice #6: Everything Else

» Automation, Automation, Automation

» Integrated HRIS, Payroll and Timekeeping

> Cloud computing / SaaS

o Employee Self Service

> HR Process Automation
o Eliminates Distractions

-

Human Resources - HRIS

What’s the additional investment?

Back Office Functional |Internal Staffing Costs | Equipment/Software
Service Area Investment and
Support Costs

Payroll System

HRIS

Timekeeping System
Applicant Tracking
Management Training

General Ledger
Accounting

MSDS Online
Healthstream

-

N/A
N/A
N/A
N/A
N/A
N/A

N/A
N/A

N/A
N/A
N/A
N/A
N/A
N/A

N/A
N/A

6/6/2012
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Manager/Supervisor Support
Online Management Training Solutions

Most Popular Courses

Sustomes Service Skil--Hew e Can Allimgreve P 10 010 s

Summary Recommendations

» Hire A Players

» Effective employee discipline process,
and mentoring for supervisors

» Benefits management

» Compensation programs

» HR/EP Risk Management

» Everything else (i.e., Automation)

Close and Thank You

Tom Jacobs - President/CEO
tjacobs@medhg.net

John Merski, Jr. - Executive Director of HR
jmerski@medhg.net

Office: 708-492-0519
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