
From HSAs and financial planning 
tools to bank-at-work programs, 
hospitals are redesigning benefit 
programs in an effort to improve 
employee wellness, increase job  
satisfaction, and rein in benefit costs. 
Innovative healthcare employers  

recognize the strong link between 
physical health and financial secu-
rity, and as such are unveiling new 
plans and creative incentives that 
focus not only on transforming 
health, but also on meeting financial 
wellness goals. Moreover, they are 

developing financial wellness pro-
grams aimed at millennials, baby 
boomers, physicians, and other 
unique employee groups. The end 
goal: boost participation, increase 
health and financial security, and 
forge stronger connections to  
multigenerational workforces.

Industry leaders from Baptist 
Health Care, Carolinas HealthCare 
System, and Bank of America  
Merrill Lynch share their insights on 
new trends in financial wellness and  
retirement benefits.

Q: How are health and financial 
benefit programs evolving, and 
what is your overall benefits 
strategy?
Fisher: Carolinas HealthCare System 
benefit programs are becoming more 
contemporary. There are many driv-
ing forces, the most significant being 
that Baby Boomers are exiting and 
Millennials continue to grow within 
our workforce. Each generation has 
unique expectations. For example, 
because Millennials will have many 
more company changes in their ca-
reers, they want more control of their 
benefits and want them to be por-
table. This influenced a significant 
change we made with our retirement 
platform in 2013 when we froze our 

It’s a New Era for Hospital  
Employee Benefit Programs 

Healthcare organizations are 
introducing financial wellness 
and retirement programs better 
targeted to meet the changing 
needs of today’s workforce.
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pension plan and enhanced our 
401(k) retirement savings plan. In 
addition, we introduced a consum-
er-driven healthcare plan with lower 
premiums and a Health Savings Ac-
count (HSA), a participant-directed 
savings account that offers the  
portability of a 401K plan. HSA enroll-
ment has jumped from 5% to 27%, 
so people are beginning to see the 
advantages of a lower premium 
plan combined with the HSA for 
savings. We also have an estab-
lished wellness program called CHS 
LiveWELL, which focuses on physi-
cal, financial, and personal health. 

Crain: We are seeing something 
similar happen across corporate 
America. Organizations are rspond-
ing to the consumerism move-
ment, which gives employees more  
responsibility for healthcare and  
retirement benefits. This we believe 
is best evidenced by the growth of 
401(k) plans and health savings ac-
counts. As hospital employers look 
for ways to show employees the val-
ue of HSAs and control costs, there 
is a real focus on healthcare and  
offering unique incentives to en-
courage employees to be healthier 
both physically and financially.

Faulkner: We recognize that we 
have to be competitive when it 
comes to compensation and ben-
efits. Philosophically, our approach is 
that we want security and an overall 
high quality of life for our 6,700 team 
members. Security means many 
things, including compensation, 

The term “financial wellness” is quickly becoming not 
only a conversation piece for organizations, but also a spe-
cific benefit offering. While everyone desires to be financially 
healthy, hospital employers know all too well the challenges 
involved in motivating some employees to set financial goals 
and take advantage of benefits. “It is important to design broad 
programs that are flexible and focused on multi-generations,” 
says Kevin Crain, managing director, head of workplace  
financial solutions at Bank of America Merrill Lynch. “You also 
need to recognize that you must commit resources from an 
incentive standpoint to get people interested and using it.”

One Size Doesn’t Fit All
Different generations and cohorts require targeted finan-
cial benefits, as well as varying methods of communication 
and education regarding benefit programs. For example, 
don’t write off younger generations when it comes to fi-
nancial planning. “Some organizations may spend most 
of their time communicating to people close to retirement 
and the least amount of time talking to millennials,” says 
Crain. “It has been suggested that the younger you start 
saving for the future, the more potential you have to be 
better off financially.” For millennials, who aren’t as inter-
ested in financial benefits, offer them automatic savings 

and investment programs. For this group, things like auto-
enroll, auto-increase, and target date fund investing have 
been helpful in spurring 401(k) plan engagement.

Also, use different communication methods. Millennials 
and younger generations prefer online chat and text. Baby 
boomers prefer email, mail, and some online interaction. 
“That communication piece is the most critical piece of 
what we do,” says Darlene Stone, vice president and chief 
human resources officer at Baptist Health Care in Pensaco-
la, Florida. “We give them that face-to-face visibility, instead 
of just sending it through the mail and letting them figure it 
out, and we even go so far to communicate via YouTube.”

Help Employees Integrate Health  
and Financial Benefits
Another important consideration is helping employees take 
a holistic view of retirement and health planning. “Employees 
shouldn’t think of them as separate benefits,” says Crain. For 
example, 401(k)s and HSAs should be much more closely 
integrated in terms of how employees and employers con-
tribute to each one and how the money is spent down the 
road. Employers are already starting to address this by pro-
viding integrated financial portals or total health statements 
so employees can see them in one place.

CREATING SUCCESSFUL  
FINANCIAL WELLNESS PROGRAMS
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health and wellness, lifestyle choic-
es, and financial planning. Two years 
ago, Baptist introduced the Healthy 
Lives wellness program, which en-
courages employees to get healthier 
physically and financially. We also 
started an HSA and are partnering 
with banks and other organizations 
to offer financial wellness programs 
and education for team members, 
executives, and physicians. 

Q: How are physical and finan-
cial wellness interrelated, and 
how do you incent employees to 
pursue both? 
Stone: When a team member has fi-
nancial stress and struggles, it results 
in any number of physical changes, 
such as anxiety, depression, heart 
disease, or just not taking care of 
themselves. Baptist’s Healthy Lives 
program offers significant premium 
discounts on our health insurance for 
participating, or by being non-tobac-
co users. Also, when they achieve a 
healthy weight or positive lab values, 
they and their spouse can receive up 
to $350 per year. This is our third year 
of screening now, and we’ve paid out 
more rewards than any other year. 
We also give our team members all 
the resources we possibly can, free 
of charge, such as health coaches. 
We also have an on-site retirement 
representative who helps counsel 
our team members on saving for re-
tirement and an on-site credit union. 
We’ve also added some automatic 

enrollments into our retirement plans, 
so people can get enrolled. 

Fisher: There is a link between phys-
ical, financial, and personal health. 
Each of these components is critical 
to overall well-being. We believe that 
you need to be intentional in plan-
ning for all three. When we started 
CHS LiveWELL, we offered incen-
tives around physical and personal 
health. The program has evolved 
to include financial health. Team-
mates can earn up to $750 a year 
for achieving goals such as having 
a healthy weight, knowing their bio-
metric numbers, participating in fi-
nancial education classes/webinars, 
and working with a health coach. 
CHS LiveWell also offers exercise 
classes, intramurals, and programs 
to support nutrition, healthy weight 
and stress management. More than 
25,000 teammates have participat-
ed in CHS LiveWELL programs each 
year for the past four years.  

Crain: Employee engagement in a 
financial wellness program is only the 
start. It’s clear that to get employees 
to take positive actions to improve 
their wellness, companies need to 
incent them to do that. This is an in-
creasingly interesting topic for health-
care organizations. The question ev-
eryone is asking is, “How broadly do 
you need to incent people beyond 
health programs to participate in  
financial wellness programs?” 

Q: Given the importance of  
financial health, what type of 
education do you offer?
Stone: Right now, we have lunch-
and-learns for team members on nu-
merous topics, including retirement, 
managing everyday finances, and 
dealing with debt. There are whole 
series of curriculums that we offer. 
We pick which ones we want for 
the year and then roll those out. We 
have also implemented the bank-at-
work program specifically aimed at 
physicians of all age spans. Some 
are later in life and looking forward 
to retirement, while others are com-
ing straight out of medical school 
and may have a lot of medical 
school debt. We help them manage 
these stages and make sure they 
are maximizing retirement plans.

Fisher: Now that our benefits are 
more portable and our teammates 
have more control, we strongly feel 
that education is a significant area in 
which to focus. We have partnered 
with financial institutions to provide 
teammates with tools and educa-
tional resources in support of our 
financial health initiative. We offer 
in-person classes and on-demand 
webinars, as well as one-on-one 
consultations. In the first quarter of 
this year, we’ve provided 50 classes 
at 25 different locations on basic 
budgeting, saving, retirement and 
college planning. Teammates are en-
couraged to invite family members 
to attend classes with them because 
we recognize that financial planning 
involves the entire family. The re-
sponse is better than expected - ap-
proximately 5,000 teammates have 
taken advantage of our financial 
education offerings during the first 
quarter alone! n
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