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SALARY PROGRAMS FOR 2000
No one has a crystal ball, but with the preceding as a foundation, here are some of the likely possibilities for compensation programs in the year 2000:

1.
Decreasing emphasis on base salary increases.  Increasing emphasis on lump sum increases and incentive programs.  Currently, base salary equals 50-100% of employees’ total compensation; by the year 2003, it will be 25-50% of the total compensation.

2.
Increased focus by management to grant lump sum merit increases to the top 20-30% of an organization’s work force.  The payment of these sums will be tied to specific goals or objectives being reached.

3.
Increased use of lump sum promotional increases for lateral movement.  Because fewer promotional opportunities will exist, lump sums will be paid to employees to take a lateral transfer to learn a new job skill.  The amounts will be approximately equal to the amounts employees would have received had they been promoted vertically.

4.
Increased variability of total direct compensation paid to employees year to year.  Direct compensation will be more closely tied to an organization’s profitability or ability to pay.  This means in good years, employees will be paid more, but in lean years, employees may be paid less than what they earned the previous year.

5.
Advent of broad generalist jobs which integrate various aspects of a business into one job.  Jobs may be assembled into a few grades with wider range spreads.

6.
Increased use of incentive plans for all employees.  The employee’s operating unit or individual group will be measured.  These units will be measured against criteria over which employees feel they have some control or influence.

7.
Decreased use of two-tier salary programs.  They worked well in the near term, but as more employees were hired into the lower tier, these employees became dissatisfied.

8.
Increased use of special bonus programs.  Some examples are:  retention bonuses to retain key employees; sign-on bonuses to attract key persons; suggestion bonuses for cost-saving ideas; and key contributor awards for a “star” or a major contributor to an important project.

9.
Increased use of employee recognition or special awards such as trips to resorts or dinner paid for by the company at a restaurant of the employee’s choice.  These will be granted at a supervisor’s or manager’s discretion for super performance by an employee.

10.
Continued decrease in use of all inclusive benefit packages and corresponding increase in flexible benefit systems.  Increased use of fixed dollar cost of benefits from which the employee chooses from a menu of benefits.  Unused benefit dollars are paid in cash to the employee; perhaps the employee would be allowed to purchase more benefits with reduction in base salary.


COMPENSATION
I.
What are the objectives of a good compensation program?

A. Equal Pay Act--Legal--skill, effort, responsibility and similar work conditions

B. Motivating--applies to performance and increasing pay (Maslow-hierarchy of needs:  Herzberg et al)

C. Equitable--external and internal (Perceived fair treatment)

D. Security--predictable

E. Cost/benefit--money talks

F. Social information competition against self and others

II.
Examples of compensation systems.

III. Total Compensation Administration Policy.

What is it?


Written policy statement to enhance the credibility of the compensation program and to communicate the general guidelines.

Should:

1.
Reflect the organization’s environment, values and business strategy.



What business are you in?



What type of work environment do you want to develop?



What are the premises of your organizational culture?



What direction does the organization want to go?

2.  
Define total compensation strategy.



What type of total compensation mix do you want?




Benefits, cash compensation, variable pay

3.  
State market/competitive posture.



Ahead of market?  Behind?  When?

4.  
State how job values are determined.



Do you want internal equity?  Or primarily external?

5.  
Specify how performance is measured.

6.  
Commit firm to compliance with legal mandates.

7.
Be communicated to all employees.

IV.
What factors determine levels of pay?  How do you price a job and where do you acquire the necessary information?


A.
Bureau of labor statistics


B.
Surveys by individual companies


C.
Surveys by professional organizations

V.
Common Ways to Price a Job


A.
Pay surveys--Mercer, Hay, etc.


B.
Survey individual companies


C.
Surveys by professional organizations


D.
The market

VI.
Ways to Evaluate a Job?  How do you evaluate the systematic worth of your job?

The job analysis technique allows you to assess the relative importance, skills, frequency and difficulty levels of the position under evaluation.  A good analysis should precede the development of job descriptions, performance appraisals, compensation planning and health and safety assessment.  This content evaluation to ensure that positions are properly evaluated.  Please refer hiring tools for sample job evaluation forms.

A.  Exempt or Non-Exempt under the FLSA of 1938.  Exempt status is a privilege.  To declare yourself exempt from the Fair Labor Standards Act you must demonstrate that you meet one of the tests of exemption.  Please refer to tests of exemption to see if the job under consideration applies.  One caution:  there is a new test for exemption for computer professionals.  Be careful of the criteria which says that you must pay the person at least 6.5 times the minimum wage ($27.6 per hour) and perform professional type work activities.

B.  Market pricing is becoming a popular method with the current labor shortage most industries are experiencing.  In this method you simply pay the market price for your region.  A simple scan of newspaper will tell you what the market will bear.  Also, consider some of the surveys described earlier.

C. The ranking method is where you simply line-up the jobs in your organization and determine the relative importance and value of jobs.  You assign a priority ranking and pay positions requiring higher levels of knowledge, skill, ability, and working condition a higher rate of pay.  This method can be dangerous because of the subjectivity employed in the criteria you select.

D. The classification method is common in most industries.  You classify a position according to specific grades.  This method requires the support of a compensation professional and ensures consistency.

E. The point method is still quite popular.  You assign point values to factors like responsibility, physical demands, skills, knowledge, working conditions (see sample charts later in this document.  The Hay Point-factor system requires the support of a compensation professional.  This method is losing popularity because internal equity systems like this cannot keep pace with the changing market conditions due to the labor shortage.

F. The Salary Committee.  Some organizations form a committee that meets on a periodic basis to review salary ranges, review surveys, set compensation guidelines, review incentive schedules and manage the compensation consistency.

G. Comparable Worth.  This method allows you to place values on jobs requiring comparable knowledge, skills and abilities be paid similarly regardless of market considerations.  This method is not commonly employed due to subjectivity.

H. The Geographical Index.  Pay is a function of the cost of living in certain regions in the Country.  A good pay system applies geographical differentials to the pay schedules.  For example, the cost of living in LA is 25% higher in Dallas, Texas.  If you are interested in obtaining geographical differentials, we can refer to certain indexes for comparisons.  We recommend the ACCRA Index.

VII.
Incentive Compensation Systems


A.
Keys



1.
An employee must want higher pay



2.
More effort can produce more production



3.
Costs can be controlled by the employee effort



4.
Quality standards can be measured and maintained



5.
Delays in flow of work can be controlled



6.
Changes in tasks are infrequent and can be tracked


B.
Types of Incentive Systems (not inclusive)



1.
Piece rate:  paid for number of widgets you produce



2.
Commission:  paid based on what you sell.  Example:  car sales



3.
Salary plus commission:  paid a base (draw) plus a percentage of what you sell.



4.
Group incentives




(a)
Gain sharing.  For example:  save $800,000 in the cost of producing materials.  The organizations share a portion of the savings with all employees. They may set aside $100,000 to be distributed among 100 people.




(b)
ESOPs.  The employees buy-back the company from the senior owners over a prescribed payment period.  The owners sell back their shares of stock to employees in exchange for cash.  This discussed later.




(c)
Profit Sharing.  Discussed later.  Receive a distribution based on profitability performance of the firm each year.  Governed by ERISA, vesting usually applies limits on distribution.



5.
Golden parachutes:  Discussed later.  Individuals continue to receive salary and benefits for a prescribed period in the event of a takeover, merger, etc.



6.
Stock options.



7.
SARs:  Employees receive a guaranteed issue of stock if they stay employed for a certain period of time.  If they leave early than the scheduled period, they forfeit the stock.  Often called “a golden handcuff.”

COMPENSATION
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CREATING A PAY PROGRAM TO MEET ORGANIZATIONAL NEEDS
	CYCLE
	ORGANIZATIONAL

FOCUS
	PAY PROGRAM

HIGHLIGHTS
	BENEFIT

HIGHLIGHTS

	Threshold
	Sales

Increase cash flow

Operations/Production

Flexibility

Risk; Leverage
	Pay Level:  Below market

  Key contrib. High

Long term incentives:  3-5

highly competitive

Investment/stock options

Cash; based on stock price or asset valuation

Bonus:  no measures

Highly leveraged
	Low

Health

sick leave and vac.

often open

	Growth
	Trim operations

Systems Dev

Still high sales emphasis

Cash flow still unstable


	Initiate some structure

   ranking; structures

More standard budgeting

   process;

Dev gainshare; incentives

   to promote growth

Key contributer progs
	Basic programs expand

Health

Minimum vacation

Low cost pensions:

   401k’s

Other:  flex. spend accts.

	Mature
	Integration of systems

Continued stability

More service oriented;

    TQM


	Formal job docum & eval

Balance between internal

   & external value:  Top

   dollar pay plans

Perf. Eval systems to promote

   perf mgmt;

key components:

   service, new prod dev

Team/grp inct; gainshare

Intrinsic rwd:  tmg, proms


	Golden handcuffs:

add:  Dental

      Pension

            non contrib

   LTD

   Perq. Execs

       Cars, parking

	Decline/Renewal
	Turn around

Mim. Risk

Cut Costs
	Perf. Measures:

  Cost reduction

  Cash flow inc

  Sales growth

Resurgence of pay at risk

Slow base pay:

· Cap structures at mid

· Lump sums, rather than base pay increases

· Longer review periods

Short term incent:  quick 

   turnaround & profit

   inducing plans


	Cost containment

more copays

cafeteria plans to minimize benefit cuts


Note:  Individual divisions or units may require separate pay systems

DETERMINANTS OF PAY
I.
External Factors


A.
Market factors



1.
Supply and demand for labor



2.
Educational and training institutions



3.
Transferability of skills between industries and geographical areas



4.
Changes in the composition of the work force



5.
Economic conditions and unemployment


B.
Unions--settlements and agreements in your geographical area


C.
Geographical pay differences


D.
Government regulations and laws


E.
Social expectations--customs


F.
The competition’s view of total compensation

II.
Organizational Factors


A.
Industry in which the organization is located


B.
Union or nonunion


C.
Profitability and ability to pay


D.
Size


E.
Capital or labor intensive


F.
HR philosophies of the organization



1.
Wage leader versus wage follower



2.
Mix of pay and benefits



3.
Historical job relationships



4.
Compensation policies, practices and procedures



5.
Part-time/full employment


G.
Value of the job--contribution to the company




III.
Job Factors

These are factors covered by the Equal Pay Act.  These are issues and factors one assigns value to or point rating in performing an internal equity analysis of the job under evaluation.  These are also the discriminating factors one employs to value the worth of jobs.


A.
Skill



1.
Mental requirements



2.
Complexity of duties



3.
Personal qualifications needed



4.
Ability to make decisions, judgments



5.
Managerial techniques



6.
Preparation for the job--education, training and knowledge



7.
Social skills--capacity for getting along with others



8.
Ability to do detailed work



9.
Ability to do routine work



10.
Manual dexterity or motor skill



11.
Creative ability



12.
Initiative



13.
Resourcefulness



14.
Versatility/flexibility



15.
Previous experience


B.
Responsibility (for)



1.
Money, financial rewards, commitments



2.
Decision making



3.
Supervision--work of others



4.
Financial results



5.
Contacts with public, customers and others



6.
Dependability and accuracy--quality of work



7.
Materials, equipment, property



8.
Determining company policy



9.
Confidential information


C.
Effort



1.
Physical requirements--fatigue



2.
Mental effort



3.
Attention to details



4.
Pressure of work



5.
Attention span required


D.
Working conditions



1.
Job conditions



2.
Physical hazards

COMPENSABLE JOB FACTORS
SKILL:

Accuracy of calculations
Education
Manual skill


Accuracy of measurement
Foresight
Math skill


Accuracy of reading
Ingenuity
Mechanical ability


Accuracy of selection
Initiative
Mental capacity


Adaptability
Inventiveness
Mentality


Adjustability
Job knowledge
Motor accuracy


Analysis 
Job skill
Originality


Analytical ability
Judgment
Personal requirements


Aptitude
Knowledge of equipment & tools
Physical skill


Artistic ability
Knowledge of materials
Precision


Attention to orders
Knowledge of methods
Previous training


Complexity
Knowledge of other operations
Resourcefulness


Cooperation
Leadership
Tact and diplomacy


Creativity
Length of schooling
Training time


Decision
Management ability
Versatility


Details
Manual dexterity


EFFORT:


Alertness
Honesty of effort
Physical effort


Application
Memory
Physical pace or energy


Concentration
Mental effort
Quickness of comprehension


Endurance
Mental stability
Strength


Exertion
Monotony of work
Visual effort


Fatigue
Muscular coordination

RESPONSIBILITY:


Avoidance of shutdowns
Good will
Property


Company policy
Inventory
Quality


Confidential data
Maintenance of work pace
Safety of others


Cost of errors
Material
Reports and records


Effect of subsequent operations
Money
Supervision of others


Equipment
Production levels

WORKING CONDITIONS:


Accident hazard
Discomfort
Health hazard


Clothing spoilage
Environmental deterrents
Nervous strain


Current expense
Eye strain
Noise level


Danger
Fumes
Surroundings

EMPLOYEE BENEFITS

I.
Key Issues


A.
Mandated benefits



1.
Workers Compensation, Social Security, Unemployment



2.
In Discussion:  Universal health care, child care assistance, parental leave, pensions, part-timers


B.
Health care cost containment

Benefits Classified by Type
Figure 13-3
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BENEFIT PLANS & PROGRAMS OFFERED BY EMPLOYERS

(Partial Listing)


Accidental death and dismemberment insurance
Nurseries


Adoption benefits
Nursing home care


Birthdays (time off)
Outside medical services


Business and professional memberships
Paid attendance at business, professional & other meetings


Cash profit sharing
Parking facilities


Civic activities (time off)
Pension


Club memberships
Personal accident insurance


Company medical assistance
Personal counseling


Company provided or subsidized automobiles
Personal credit cards


Company provided housing
Personal liability insurance


Company provided for subsidized travel
Physical examinations


Credit unions
Physical fitness programs


Day care centers
Political activities (time off)


Death leave
Preretirement counseling


Deferred bonus
Price discount plan


Deferred compensation plan
Professional activities


Deferred profit sharing
Psychiatric services


Dental and eye care insurance
Recreation facilities, sports activities


Discount on company products
Resort facilities


Discount of other products
Retirement gratuity


Education costs
Sabbatical leave


Educational activities (time off)
Salary continuation


Employment contract
Savings plan


Executive dining room
Scholarships for dependents


Financial counseling
Severance pay


Free or subsidized lunches
Sickness and accident insurance


Group automobile insurance
Social Security


Group homeowners insurance
Social service sabbaticals


Group legal insurance
Split-dollar insurance


Group life insurance
State disability plans


Health maintenance organization fees
Stock appreciation rights


Holidays

Stock bonus plans


Home health care
Stock option plans (qualified, nonqualified, tandem)


Hospital-surgical-medical insurance
Stock purchase plans


Interest fee loans
Survivors benefits


Layoff pay (SUB)
Tax assistance


Legal, estate planning & other professional assistance
Training program


Loans of company equipment
Travel accident insurance


Long-term disability benefit
Vacations


Matching educational, charitable contributions
Weekly indemnity insurance

BENEFIT COSTS FOR AVERAGE INDIVIDUAL EMPLOYEE



TOTAL ALL

TYPE OF BENEFIT
COMPANIES


Total employee benefits as percent of payroll
37.0

1.
Legally required payments (employers’ share only)
8.9


a.
Old-Age, Survivors, Disability and Health Insurance
6.9




(employer FICA taxes) and Railroad Retirement Tax



b.
Unemployment compensation
0.8



c.
Workers’ compensation (including estimated cost of self-insured)
1.1



d.
State sickness benefits insurance
*


2.
Retirement and savings (employers’ share only)
5.0


a.
Defined benefit pension plan contributions
2.0



b.
Defined contribution plan contributions
0.9



c.
Profit sharing
0.7



d.
Stock bonus and employee stock ownership plans (ESOP)
0.2



e.
Pension plan premiums (net) under insurance and annuity contracts
0.5




(insured and trusted)



f.
Administrative and other costs
0.7


3.
Life insurance and death benefits (employers’ share only)
0.6

4.
Medical and medically-related benefit payments (employers’ share only)
8.7


a.
Hospital, surgical, medical and major medical insurance premiums (net)
6.5



b.
Retiree (payments for retired employees) hospital, surgical, medical and




major medical insurance premiums (net)
0.8



c.
Short-term disability, sickness or accident insurance (company plan or insured plan)
0.4



d.
Long-term disability or wage continuation (insured, self-administered or trust)
0.2



e.
Dental insurance premiums
0.6



f.
Other (vision care, physical and mental fitness, benefits for former employees)
0.3


5.
Paid rest periods, coffee breaks, lunch periods, wash-up time, travel time,



clothes-change time, get ready time, etc.
2.3

6.
Payments for time not worked
10.6


a.
Payments for or in lieu of vacations
5.5



b.
Payments for or in lieu of holidays
3.3



c.
Sick leave pay
1.3



d.
Parental leave (maternity and paternity leave payments)
*



e.
Other
0.4


7.
Miscellaneous benefit payments
0.9


a.
Discounts on goods and services purchased from company by employees
0.2



b.
Employee meals furnished by company
0.1



c.
Employee education expenditures
0.2



d.
Child care
*



e.
Other
0.5


Total employee benefits as cents per hour
519.8


Total Employee benefits as dollars per year per employee
$10,750

 
         * Less than 0.05%

Source:   Adapted from data contained in Employee Benefits, 1989 Edition (Washington D.C.:  Chamber of Commerce of the United States. 1989).


RETIREMENT AND PRODUCTIVITY RELATED BENEFITS

This is a simple overview of these concepts.  You are encouraged to visit our benefits link www.jenkins-athens.com.  You can determine what benefit mix suits your organizational needs.


1.
Early Retirement:  Organizations are evaluating the value of offer “early out” options for employees.  Be careful here as to not commit an act of discrimination under the Age Discrimination in Employment Act or Older Workers Benefit Protection Acts.  Consult our benefits professional.


2.
Pre-Retirement Counseling:  Organizations help employees plan for and prepare for retirement.  You can never start too early in helping employees define their retirement objectives.  Source:  www.jenkins-athens.com.  Attn:  Neil Anderson.


3.
ERISA regulates the distribution of qualified benefits.  A qualified plan has certain restrictions that must be followed in order to derive the taxable benefits.  A failure to comploy with ERISA requirements in your plan documents should lead to fines, penalties and loss of tax preferred stature.


4.
Pension Plan Options:



a.
Contributory:  this is where the costs are shared by employee and employer



b.
Non-contributory:  cost paid by employer only



c.
Defined contribution--employer makes payment



d.
Defined benefit--promised pension based on age and service


5.
Vesting Rights:  Varies.  Plans range from 5 year vesting, 7 year vesting


6.
Discrimination Tests:  a complex equation that dictates what benefit percentages are allowed each year.  A common calculation in 401(k) plans.


7.
Portability:  employees seek benefits that can be transferred from organization to organization.  They wish to be accountable for managing their financial affairs.


8.
Individual Retirement Options



a.
IRAs:  a personal retirement plan



b.
401(k):  defer a percentage of pre-tax salary based.  Matching is now a popular option.  For example some organization will match 50% of each dollar you place in a 401(k) up to 5 percent of your total.



c.
Keogh Plan:  common in sole proprietorship.  Can be established at a brokerage house.  Terrific benefit that allows up to a 25% deferral of net income from a business enterprise.


9.
Common Group Plans



a.
Profit Sharing



b.
Executive Bonus



c.
Stock options and stock appreciation rights:  receive warrants or opportunities to acquire stock at some future date.  You pay your stock price.:  let’s say $1.00, purchase your shares, and receive a handsome profit if the stock price rises to $7.00 per share.  Common tool in start-up companies.



d.
Golden Parachutes:  a contractual payment of salary in the event the company is sold, acquired, merged, etc.



e.
ESOPs:  Two types.  Leveraged and non-leveraged.  A common transition tool to avoid take-over or buy-out of the senior owners of the firm.  The owners essentially sell back their shares of stock to the company in exchange for cash over a defined payment period.  Leveraged ESOP involves a banking transaction.  Non-leveraged involves paying the owners off with profits each year.  ESOPs are not the ultimate solution.  They do not always work in certain industries given employee expectations.  Be careful to evaluate the upside and downside risks of this model.



f.
Gainsharing (Scanlon plans)--cost-savings, improve efficiency--share in profits if exceed plans.  Very popular efficiency and tam building opton.

ARE YOU GETTING THE MOST FROM YOUR BENEFIT CONSULTANT?

How does your broker compare to these criteria?

A Benefit Broker’s role is to provide you with competitive plans in the marketplace.  While a Benefit Consultant provides you with educated choices based on your corporate goals and objectives.  If you are currently using a Broker or a Consultant, are they providing you with the following services?

Strategy

· Review your Corporate structure and goals in relation to the plans offered.

· Develop management objectives.

· Structure plans to provide claims service and problem resolution in relation to your Human Resource Personnel.

· Review health plans annually to determine current NCQA (National Committee for Quality Assurance( accreditation.

Implementation/Administration

· Become an extension of Human Resources by offering open enrollment assistance, including employee memos and benefit brochures outlining coverage.

· Devoted consultant team for day-to-day questions and claims resolution.

· Review COBRA and FMLA procedures.

· Benefit plan legal compliance and updates.

· Preparation of 5500 Forms--required for all employers with more than 100 on the health plan, or employers regardless of size, with a Cafeteria Plan or Pre-Tax plan.

· Preparation of Summary Plan Descriptions—required to be given to employees within 120 days of plan effective date.

· Discrimination testing for retirement plans and cafeteria plans.

· ADA Compliance.

Value Added Consultant Services

· Multi-year rate guarantees

· Plan renewal caps

· Billing and COBRA Outsourcing

· On-going employee communications and meeting

· “Taking Charge of Your Health Insurance”—training for employee

· On-site employee “brown bag” lunch training—focusing on employee personal issues such as work stress or marital relations

· SERP’s and other VIP programs.

ARE YOU OFFERING A WELL ROUNDED EMPLOYEE BENEFIT PROGRAM

For most of us, employee benefits are a majority of our overall bottom line cost.  Since the cost for employee benefit plans rise at an average of 7% per year, it is important to review your current program and evaluate if you are offering benefits to fit your corporate goals, objectives and image.

A strong employee benefit program should fulfill both the employer and employee’s need through a creative value added program.  The correct employee benefit program will accomplish the following.

· An employer received value and loyalty in return for providing a strong employee benefit program.

· A well rounded, competitive employee benefit program assists you in recruiting top employees in your field.

· A competitive employee benefit program increases employee morale which in turn increases employee productivity and corporate revenue.

· Employee benefits are the leading concern for most employees and new recruits.

What Are Employee Benefit Plans?

Employee benefit plans are the programs which your employees value as a benefit to both themselves and their family.  While some of these benefits are costly, there are numerous plans available to offer employees a little or no cost to the employer.

1. Medical Plans:  Medical plans may be seen in many forms.  The most common in the Fashion Industry are Health Maintenance Organizations (HMO), Preferred Provider (PPO) and Point of Service (POS) Plans.

2. Dental Insurance:  Dental insurance may be offered on a pre-paid or indemnity plan enables the employee to utilize any dentist.

3. Life and Accident Insurance:  Life and Accident insurance is normally a flat amount (i.e. $10,000) or a percentage of annual salary.

4. Short and Long Term Disability Plans:  Disability plans provide your employees with coverage resulting from an injury or pregnancy not related to workers compensation.  Coverage provides the employee with a percentage of month earnings (i.e. 66%) while the employee is recuperating from the injury.

5. Vision Insurance:  While most managed care plans cover vision exams, a vision program will provide your employee with lenses and frames on an annual or semi-annual basis.

6. Retirement Plans:  401(k), Executive Compensation Plans, Deferred Compensation—Any form of retirement plan provides a tax-free savings program for the future.  While most 401(k) plans are designed with an employer match, many may be offered without a match and a shared fee arrangement.

7. Flexible Benefit Plans (Cafeteria Plans):  A Flexible Benefit Program consists of three components:  Pre-Tax, Health Care Reimbursement and Dependent Care.  Any employer who requires the employee to pay for a percentage of the monthly benefit premiums should have a pre-tax plan.  A pre-tax plan enables employees to pay for monthly premiums before taxes.  The Health Care Reimbursement Account and Dependent Care Account enables employees to be reimbursed for medical and daycare expenses on a pre-tax basis.  Due to the shared tax savings, any of these programs will save the employer federal and state taxes in addition to Workers Compensation premiums.

8. Employee Assistance Plans (EAP):  An EAP is a low cost employer funded mental health and crisis intervention program.  Through a confidential referral system, an EAP will provide an employee and family member with visits to Psychiatrist, Psychologist, or Marriage and Family Counselor.  The focus of an EAP plan is to provide your employee assistance in their personal life and become a more productive employee.

9. Long-Term Care Plans:  A Long-Term Care plan provides coverage for employees while in a health care facility.  While most of these programs are designed for elder care, coverage is also available for coverage in a facility during a long-term illness.  A Long-Term Care Plan provides monthly payments to a facility after a specified waiting period (i.e. 60 days). Many employer sponsored long-term care plans allow employees to provide coverage for a family member such as a grandparent.

10. Travel Accident Insurance:  Travel Accident is highly recommended should you have employees who travel at anytime.  This benefit provides for coverage in case of a travel accident to the dependents of your employee.

11. Voluntary Programs:  The following plans are available to employers on a voluntary basis.  Most of these plans will require that a number of your employees be enrolled and the monthly premiums be taken through an employer sponsored pre-tax plan.

· Vision Insurance

· Dental Insurance

· Life Insurance

· Long-Term Insurance

· Long-Term Care Plans

Additional Employee Benefits

When reviewing your employee benefit program, remember that the following benefits are considered an integral part of your employee benefit program:

· Vacation Time

· Sick Leave

· Health Club Sponsorship

· Credit Unions

· Parking

· Organized Daycare Centers

· Organized Car Pools

· Employee Motivation Plans

· Wellness Programs

· Employee Seminars
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