
. . . . . . . . . . . JUNE 20

 Gaining Contr
Some Employ
Relief from R
Healthcare C

HILE STILL rea
digit figures, h
are beginning 

according to Aon Consu
next 12 months, health
projected to increase b
for HMOs, 12.4 percent
percent for POS plans, 
cent for consumer-drive
(CDHP). 

Aon also found that gen
costs are expected to in
percent, and specialty d
percent. Medicare Supp
and Medicare Advantag
predicted to increase by
percent, respectively. 

“This is th
double-di
healthcare
Bill Sharo
sulting se

dent and study director
have been responding t
using a variety of strate
healthcare costs, such a
deductibles and copaym
ing disease managemen
adding health promotio
and introducing new co
health plans.” 

Similarly, a recent Natio
Group on Health/Watso
Employer Survey found
forming companies are 
ways to regain control o
(1)  promoting the use 
providers and (Continued

 W

Coordinated Benefits Com

 

 

06 . . . . . . . . . .

ol
ers Find 
ising 
osts 
ching double-
ealthcare costs 
to moderate, 
lting. Over the 
care costs are 
y 12.2 percent 
 for PPOs, 11.9 
and 12.5 per-
n health plans 

eral pharmacy 
crease by 12.2 
rug costs, 17 
lement plans 
e plans are 
 11.5 and 10.2 

e sixth year of 
git increases in 
 costs,” said 

n, Aon Con-
nior vice presi-
. “Employers 
o this by 
gies to control 
s increasing 
ents, expand-
t programs, 

n programs, 
nsumer-driven 

nal Business 
n Wyatt 
 that best-per-
also finding 
ver costs by: 

of high-quality 
 on back) 

Workforce Realities
‘New Retirement’ Era Shows D
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Making Healthcare Choices 
Decision-Support Tools Enable C
IN TODAY’S healthcare marketplace, Americans 
are being asked to take an increasingly active role 
in decisions concerning their healthcare. In turn, 
employers need to give employees the tools and 
information they need to become healthier and 
more prudent consumers. 

However, as the number and complexity of these decis
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Gaining Control . . . 
                                (Continued from front) 

facilities; (2) using data and hard evi-
dence to plan and implement health 
programs; (3) helping employees 
better manage their health; and (4) 
encouraging employees to use medi-
cal services appropriately. Although 
the cost trend is beginning to 
increase at a lower rate, healthcare 
costs persist as a chronic problem for 
most companies. Small employers, 
especially, are concerned about their 
ability to provide affordable health 
insurance coverage and to attract and 
retain top quality staff. 

 
According to the Towers 
Perrin 2005 Global Work-
force study, health bene-
fit programs are second 
only to competitive base 

pay in attracting employees to an 
organization. They also contribute to 
a company’s reputation as a good 
employer, which, in turn, helps retain 
good people and engage them in the 
business. So, while benefits don’t di-
rectly drive employee performance, 
they do play an important role in 
attracting an effective workforce and 
sustaining the positive, productive 
work environment companies need to 
succeed. 
 
Therefore, how can companies recon-
cile the seemingly conflicting goals of 
managing costs and managing 
people? According to Towers Perrin, 
by building a culture of health. Em-
ployers who take this approach do 
two things: focus on the underlying 
causes of healthcare cost increases 
(rather than simply costs alone) and 
take a systematic, comprehensive 
approach to identifying and acting on 
opportunities for improvement.  
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HealthCare Foundation, Consumers in Health Care: Creating Decision- 
Support Tools That Work, certain barriers exist both in the design and 
implementation of such tools. The barriers include: (1) Limited consumer 
awareness of information; (2) Lack of relevant and standardized content; 
(3) Lack of trust in the source of support; (4) Low levels of health liter-
acy; (5) Lack of online access to web-based tools; and (6) Poor tool 
design and confusing presentation of complex information. However, 
decision tools related to health plan choice have been shown to improve 
users’ knowledge, satisfaction with the decision process, likelihood of 
considering alternatives to current plans, and selection of plans that best 
meet consumers’ personal needs and preferences.  
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James P. Patrician Named Senior Vice President of 

Coordinated Benefits Company 
 

SCHAUMBURG, June 7, 2006 – Coordinated Benefits Company, an 
insurance benefits retailer, consulting and brokerage firm, has named 
James P. Patrician Senior Vice President of the company, which is 
headquartered in Schaumburg, IL.   
 

Coordinated Benefits Company assists metropolitan Chicago firms with 
group insurance plans, including health, dental, life, disability and 
qualified retirement plans. 
 

Patrician, 38, is a seasoned manager who brings more than 17 years of 
experience to the new position.  From April, 1996 until joining 
Coordinated Benefits Company effective June 7, 2006, he was a vice 
president of Insurance Plans Agency, Inc.  Prior to 1996, he was a 
member of the Managed Care Division of The Prudential and then with 
Rush Presidential following the merger of the two organizations. 
 

A native of Arlington Heights, IL, Patrician graduated from the University 
of Iowa with a B.A. degree in 1989.  He also holds an MBA from DePaul 
University. He resides in Algonquin, IL with his wife and their two 
children. 
 

Coordinated Benefits Company’s membership in United Benefits Advisors, 
a partnership of the nation’s premier independent advisor firms, is one of 
the features that attracted him to the new position, Patrician said.  
Coordinated Benefits is the approved vendor of employee benefits for 
the Northwest and Schaumburg Association of Commerce and Industry.   
 

“This is a time when employers are confronting many questions about 
benefits.  I wanted to be with a firm that has the best ability to help,” 
Patrician said.  “Through John Rippinger’s personal investment in the 
company, I also have access to the counsel of one of the best advisers in 
our industry.” 
 

The HRinsider® bulletin is brought to you each month courtesy of 
Coordinated Benefits Company, LLC, a UBA® member firm. For 
more information, contact Nicole T. Geu at info@cbcco.com or 
847.605.8560 x12. 
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