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MEET
THE SPEAKERS
Your curated team is collaboratively connected with 

all other disciplines. USI experts are deeply 

connected nationally, with locally based experts 

with industry wide expertise.

DEREK DUNCAN
PARTNER |  SR .  VP  OF  EMPLOYEE  BENEF I TS

Derek joined USI Insurance Services in 2011 as a national resource in Boston, MA.  
In his current position at the USI office in St. Louis, MO, he is responsible for 
developing employee benefits packages for mid to large employer groups.  Derek 
has experience in managing employee benefits for employer groups as small as 50 
employees up to 10,000+.  He has worked with multiple clients in Missouri, 
Illinois, Kansas, Nebraska, Wisconsin and Iowa.  However, Derek’s current client 
book has employers with offices represented in nearly all 50 states. 

Derek is a native of Missouri and is passionate about helping employers and their 
members curve and control the cost of healthcare. Many of his groups see no 
increase in their cost for 5+ years after implementing his strategic plan. Derek has 
personally consulted with/brokers for 18 Higher Education Clients in MO, IL and 
surrounding states. He’s certainly cemented USI as THE Missouri Higher Education 
Broker of Choice! He’s helped to build a Midwest practice that includes 
over 58 current Higher Education clients. That plan begins with the USI Higher 
Education Benefit Benchmarking Survey as an understanding of a baseline upon 
which to build.
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Why is 
Benchmarking 
Important?
In a changing economy, 
employers face renewed 
pressure to balance cost 
control with competitive 
benefit offerings.

Unemployment rate 1

4.2%

Average cost of hiring an 

employee and takes 42 days

$4,700 3

$630B
Annual voluntary turnover 
costs for U.S. employers 2

90-200%
Percent of an employee’s 
annual salary that may be 
associated with total cost 
of turnover 4

 Employers often struggle to understand 
how their benefit plans stack up to the 
competition.

 Offering appealing benefits to retain 
current employees may be more cost 
effective than recruiting new staff.

1 Bureau of Labor Statistics, April 2025
2 Work Institute’s 2020 Retention Report
3 SHRM. “The Real Costs of Recruitment.”;
4 SHRM Foundation’s Effective Practice Guidelines Series: 
Retaining Talent, A Guide to Analyzing and Managing 
Employee Turnover, 2008

To drive informed decision-making, USI 
actuaries benchmark plan design with the 
related actuarial value of out-of-pocket 
costs and employee contributions.

$
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Employers struggle with finding the right balance for benefits programs.

Cost of Benefits

Is the company spending 
too much on benefits?

Cost of Turnover
The company needs to 
spend more on benefits to 
attract and retain talent.

CUSTOMIZATION VALUE ADDED 
SERVICES

EMPLOYEE 
SATISFACTIONPAYROLL 

CONTRIBUTIONS

Top 5 concerns for employee benefits:

PLAN DESIGN 
CONTRIBUTIONS

USI benchmarking offers targeted, clean data to 
drive decisions around benefit costs and programs 
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Viewing Your Plan from the Employee’s Perspective

Plan 
Design

Payroll 
Contributions

Overall
Value

Employees look at employee benefits as an important piece of their total compensation. Savvy 
employees who consider medical benefits as part of their employment decision are looking at:



KEY:
Make sure you’re measuring 
the aspect of the plan your 
employees care about the 
most the right way

There are three types of employees when 
it comes to selecting a plan, and usually 
they pick based on household income:

Those who want the cheapest 
possible plan, regardless of 
how limited the coverage is

Employee Needs

Those who want to maximize 
the overall value of their 
healthcare spending

Those who want the 
best possible plan, 
regardless of cost

Average Household Income

Early 
Career
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Actuarial Plan Value vs Copay/Coinsurance/Deductible

Employees want to have access to at least one medical plan that covers as much or more than what they can 
find at an average employer in their industry or geography.

A plan is worth more than the sum of its 
component parts:

– Deductibles don’t tell the full story
– Copays often apply to limited services
– Coinsurance and OOP Max only work in tandem with 

deductibles

Actuarial Plan Value is a measurement of 
what percentage of total costs the plan pays, 
including HRAs and HSAs
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Actuarial Plan Value vs Copay/Coinsurance/Deductible

Some employees want to have access to the best and most comprehensive medical coverage they can 
receive, regardless of cost.

Actuarial Plan Value by Plan Type, including Employer-funded Accounts

75%
82%

94%

73%
81%

89%
QHDHP

Traditional

Regional / 
Performance

QHDHP
Traditional

Regional / 
Performance

Colleges and Universities (Public and Private) National
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Monthly Employee Contributions

Payroll contributions are the most visible component of a major medical plan. They also heavily influence the 
employees’ perception of the benefit and drive migration from one plan to another. 

 Affordable plans aren’t just for single 
employees.

 A truly competitive plan will have a plan 
that’s affordable for singles and for 
families.

Some employees just don’t want to spend 
their money on healthcare, so having 
affordable options will make them happy.
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Payroll Contributions by Plan Type

Payroll contributions are the most visible component of a major medical plan. They also heavily influence the 
employees’ perception of the benefit and drive migration from one plan to another. 

Monthly Employee Contribution Rate; Individual Coverage (bottom), Family Coverage (top)

QHDHP

Traditional

Regional / 
Performance

QHDHP

Traditional

Regional / 
Performance

$556 

$810 

$615 
$566 

$777 $788 

$123 
$181 

$132 $108 
$167 $147 

Colleges and Universities (Public and Private) National
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Total Employee Cost (Payroll Deduction + Point of Service Costs)

Plan richness determines the employees’ out-of-pocket spend. Add that together with the payroll 
contributions, and you get the total expected cost of healthcare for your average employee.

Large, diverse groups of employees will 
gravitate to the plan with the lowest overall 
employee cost

From the employee’s perspective, they are 
measuring overall cost as the sum of:

 What they pay out of their paychecks
 How much they will be paying (on average) at the 

point of service – the doctor, hospital, urgent care 
center, etc.
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Total Employee Cost by Plan Type

Plan richness determines the employees’ out-of-pocket spend. Add that together with the payroll 
contributions, and you get the total expected cost of healthcare for your average employee.

Average Total Monthly Cost of Healthcare to Employee; 
Individual Coverage (bottom), Family Coverage (top)

QHDHP
Traditional

Regional / 
Performance

QHDHP Traditional

Regional / 
Performance

$1,279 
$1,352 

$754 

$1,306 $1,339 

$1,051 

$376 $373 

$181 

$360 $357 
$236 

Colleges and Universities (Public and Private) National
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Employers are considering how to balance the attraction and retention of their employees with 
the cost of their benefits. We benchmark the plan sponsor perspective by looking at:

Plan 
Management

Prescription 
Drug Strategies

Retirement 
Readiness 
Solutions

Plan Strategy
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Increasing cases of obesity, cancer and 
diabetes are contributing significantly to 
this decline.

The Need for Targeted Solutions
Traditional wellness programs have proven 
ineffective at reducing costs because they lack 
the diagnostic follow-up and medical 
intervention needed to prevent, detect and 
manage these conditions.

Addressing these conditions with targeted 
solutions can significantly impact employer 

health plan spending.

Strategies to Manage Rising Healthcare Costs



16|© 2024 USI Insurance Services. All rights reserved.

Strategies to Manage Rising Healthcare Costs

Increase Primary 
Care Engagement

Routine exams and 
recommended screenings 
are they key to improving 

health outcomes and 
reducing costs.

Provide Expert 
Cancer Care 

Management

Timely diagnosis and expert 
treatment significantly 

reduce costs associated with 
cancer care and increase 

patient survivability.

Ensure Access to 
Modern Diabetes 

Care Options

Poorly managed diabetes 
can result in serious 

health issues and costly 
complications.
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Strategies to Manage Rising Healthcare Costs

Increase Primary 
Care Engagement

Routine exams and 
recommended screenings 
are they key to improving 

health outcomes and 
reducing costs.

% of Employers Offering Direct or 
Virtual Primary Care

21%

23%

Colleges and 
Universities 
(Public and 

Private)

National

% of Employers Rewarding PCP 
Engagement

39%

35%

Colleges and 
Universities 
(Public and 

Private)

National
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Strategies to Manage Rising Healthcare Costs

Second Opinions

9.0%

5.1%

Colleges and 
Universities 
(Public and 

Private)

National

Centers of Excellence

9.0%

5.2%

Colleges and 
Universities 
(Public and 

Private)

National

Provide Expert 
Cancer Care 

Management

Timely diagnosis and expert 
treatment significantly 

reduce costs associated with 
cancer care and increase 

patient survivability.

Cancer Care Management Solutions Offered
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Strategies to Manage Rising Healthcare Costs

Ensure Access to 
Modern Diabetes 

Care Options

Poorly managed diabetes 
can result in serious 

health issues and costly 
complications. BoB Diabetics

Prevalence of Diabetes and Heart 
Attack/Stroke in the USI BoB

9.0% 8.6%

1.7%

The Value of Diabetes Prevention to Impact Heart Attack and Stroke
USI Book of Business

BoB Type 2 
Diabetes

BoB Heart Attack 
or Stroke

Prevalence of Diabetes and Heart 
Attack/Stroke among Diabetics in USI BoB

23.0%

22.3%

Members with 
Diabetes having 
Heart Attack or 

Stroke

Members with  
Type 2 Diabetes 

having Heart 
Attack or Stroke
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Pharmacy costs continue to increase, driven by 
utilization, higher drug prices, and new treatments 
entering the market.

Recent lawsuits targeting employer health plan 
sponsors allege a breach of fiduciary duty under the 
Employee Retirement Income Security Act (ERISA) for 
failing to protect health plan members against 
excessive PBM drug pricing.

Strategies to Manage Costs
As pharmacy costs continue to drive up health plan 
premiums, there are several strategies employers 
should consider.$722.5 B

Overall pharmacy spending grew 13.6% in 
2023, compared to a 9.4% increase in 2022.

American Journal of Health-System Pharmacy, National trends in prescription drug expenditures and projections for 2024

Identifying cost-driving conditions can help employers prepare for 
and better manage pharmacy expense.

Reduce the Impact of Pharmacy on Health Plan Spending
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Managing Pharmacy Costs

Biosimilars

Using formulary 
customization to 

balance cost savings and 
ease of access

GLP-1s

Are employers covering 
GLP-1s if prescribed for 

weight-loss

$

Gene Therapy

Have groups amended 
plan documents to 
exclude all or some 

gene therapies

$
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44

70%

26%

4%

69%

20%

11%

Covering all Considering excluding
coverage

Amended plan
documents to exclude

some or allColleges and Universities (Public and Private) National

Managing Pharmacy Costs

Companies are considering steps to help mitigate higher pharmacy spend and limit their exposure.

26%

16%17%

10%

Covering Considering Coverage

Gene Therapy Coverage GLP-1s (Wegovy, Ozempic, etc.) 
Coverage for Weight-Loss

10% 8%6% 6%

Using a narrow formulary Custom formulary list

Formulary options to address 
Biosimilars
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Strategies to Increase Retirement Readiness

Optimize Plan 
Design

Increase retirement savings 
with enhancements like

auto-enrollment,
auto escalation, catch up 

provisions and re-enrollment 
for employees 55+

Invest in Financial 
Wellness

Improve retirement 
readiness and reduce the 

risk of stress-related claims.

Alternative Saving 
Strategies

Supplement retirement 
savings by offering a health 
savings account (HSA) with 
a qualified high-deductible 

health plan.



24|© 2024 USI Insurance Services. All rights reserved.

A comprehensive 
strategy to promote 
retirement readiness 
enables a successful 
transition to retirement, 
improves employee 
engagement, and 
reduces future employer 
healthcare costs.

Many organizations are 
beginning to integrate 
retirement readiness goals into 
their overall benefits strategy.

How are companies supporting the future retirement needs of their employees

Incorporating Retirement Readiness Solutions

52% 53%

19%

29%

16%

52%

27%

21%
18%

7%

Medicare 
education and/or 

enrollment 
services

Emphasis on HSA 
accounts as an 

investment vehicle 

401(k) 
engagement 

strategies

Deferred 
Compensation 

plan(s)

Social Security 
education

National
Colleges and Universities 

(Public and Private)
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zz

01 02 03
Population 

Health 
Management

Financial 
Wellbeing Family 

Planning

Employee Well-Being

Comprehensive programs not only promote physical, behavioral and 
financial health but also drive employee engagement and wellness.
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Population Health Management Solutions

Exploring more comprehensive health solutions can be a valuable tool to drive proactive health management.

Chronic Care Management
% Employers offering

Musculoskeletal Solutions
% Employers offering

22%

26%

12%

26%

17%

8%

Colleges and 
Universities 
(Public and 

Private)

National Colleges and 
Universities 
(Public and 

Private)

National Colleges and 
Universities 
(Public and 

Private)

National

Behavioral Health Solutions
% Employers offering
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Financial Wellbeing and Educational Support

Tuition costs have driven employees towards companies who can offer them reimbursement to further their 
education, or in some cases to companies who will help them pay off or refinance their student loan debt.

Student Loan Repayment or 
Refinancing

% Employers offering

Financial Wellness 
Resources or Training

% Employers offering

74%

13% 12%

46%

19%

6%

Colleges and 
Universities 
(Public and 

Private)

National Colleges and 
Universities 
(Public and 

Private)

National Colleges and 
Universities 
(Public and 

Private)

National

Tuition Reimbursement 
% Employers offering
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Family Leave

Several states mandate maternity leave. If your business is not situated in one of those 
states, a maternity and/or paternity benefit can be valuable to growing families. 

Maternity Leave
% Employers offering

Paternity Leave
% Employers offering

49%

41%
45%

38%

Colleges and Universities 
(Public and Private)

National Colleges and Universities 
(Public and Private)

National
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Fertility Treatment Coverage

Treatment for 
fertility is a plan 
option that should 
be considered 
thoughtfully. 

It is expensive, 
increasing in its 
popularity, and can 
make the difference for 
employees deciding to 
leave or to stay.

22%

19% 18% 19%

8%

20%

17% 16%
14%

8%

Fertility
Testing

Fertility
Drugs

IVF Fertility
Counseling

Egg Harvesting or Egg
Freezing

Colleges and Universities 
(Public and Private)

National

Fertility Support and Treatments Offered 



Conclusion and Q&A
WHY IT ALL MATTERS

Optimize

Benchmarking helps to optimize

your employee benefits 

spending, to improve attraction 

and retention of employees.

Roadmap

Our Plan Performance report 

gives you strategic start- and end 

points, by providing a roadmap

to the future of employee 

benefits at your company.

Improve

Adapting to forward-looking 

trends will improve employee 

satisfaction by focusing on more 

modern programs for your 

changing workforce.



LEGAL DISCLAIMER: This publication and the information contained herein is proprietary information of USI Insurance Services LLC. We have prepared this document solely for informational purposes. You should not definitively rely upon it or use it to form the definitive 
basis for any decision, contract, commitment or action whatsoever, with respect to any proposed transaction or otherwise. You may not reproduce, distribute or disclose it to any other person, or refer to it publicly, in whole or in part at any time except with our prior 
written consent. We make no representation or warranty, express or implied, in relation to the accuracy or completeness of the information contained in this document or any oral information provided in connection herewith. We undertake no obligation or 
responsibility to update any of the information contained in this document. We recommend that the recipient seek independent legal, regulatory, accounting, tax advice regarding the contents of this document.
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Thank you!

USI ONE Advantage®
A set of client customized,

actionable, measurable solutions
with bottom line impact to your

business through cost reduction and
coverage enhancement resulting

in an improved Total Cost of Risk
and Employee Benefit

trend advantage.
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