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Executive Summary

This study measured the extent to which employees were aware of, valued and were
satisfied with th eir benefits offered by Utah State University.  The figure below is called
the Optimal Bene fits Package M odel ; represent ing employee and employer

perspective son what constitutes an optimal benefits package.
Attraction
&
Retention

Awareness

Optimal
- Employer
Perspective B en efl tS Perspective
8 \Package \

The employer perspective accounts for attraction and retention, cost effectiveness and
goodwill. An optimal benefits package needs to attract new employees but also retain
them. The package must be cost effective as to fit within the financi al goals . Goodwill is
defined as maintaining healthy work relationships between employee and employer.

Employee

Value Cost
Effective

The employee perspective also accounts for three main attributes to an optimal
benefits package: awareness, value and satisfaction. Awareness is the understanding
of benefits that are included in their packa ge as a function of education. Value is how
an employee perceives the worth, importance and usability of their benefits.

Satisfaction is the degree to which employees feel that their needs are being met.

The following statements review key findings  from t he survey of employee perceptions
regarding awareness, value, and satisfaction.

Awareness

Professional and classified employees were overall more aware of their benefits than
were faculty.

The benefits most employees claimed they were aware of inclu de d the following,
respectively: Employee Wellness Program (Be Well Program), Tax  -free flex -spending
account for medical expenses, and 100% covered preventative medical servic es.

The benefits at USU that employees were least aware of included Estate Guida nce
(Wills & trusts) through Hartford, Zurich Travel Insurance and Hartford Travel Insurance.

Value

Eighty -eight percent of employees valued their benefits package.
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Classified and professional staff valued their benefits more that faculty.

The benefit most valued by USU employees was 100 percent covered medical
preventative services. The least valued was Zurich travel insurance.

Satisfaction

Over 75 p ercent of the employees at USU we  re satisfied with their benefits.

Sixty-five percentof USUemplo yees neither agreed nor disagreed
are competitive with those offered at other universities.

From a list of satisfaction for specific benefits, employees ranked the following as the
benefits they are the most satisfied with the followin g, respectively: 100% covered
preventative medical services |, the o ption to audit courses for free, and the Employee
Wellness Program (Be Well Program).

Preventative care and the Employee Wellness Program at USU were the benefits that
were most often used by employees. The benefits that were least utilized by employees
were travel insurances offered by Zurich and Hartford.

Conclusions

The following graph represents the means of all items used to measure employee
perceptions of: awareness, value, and sat isfaction on a scale of 1 -5 (1 being the least
and 5 being the most) . Overall, it appears that employees valued, and were satisfied
with their benefits as offered by USU, but could benefit from additional education
concerning the  benefits that USU offers.

Levels of Awareness, Value, and
Satisfactionona 1 -5 Scale

3.21 3-46

2.72

O P N W b
]

Awareness Value Satisfaction

The findings of this study are very important to enable the University to make a targeted
approach to address the concerns and misunderstanding sof each group of
employees, as well as provide benchmarking data for the future.
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Introduction

In August 2 010, the Office of Human Resources at Utah State University

contracted with the HR  Research Group to conduct an assessment of employee
perceptions concerning their  benefits package at Utah State University. This
study sought to assess the extent that emplo yees we re aware of, valued, and

we re satisfied with their benefits as offered by Utah State University. The key
elements measured in this  study were:

T

Awareness: the understanding of benefits that are included in their
package as a function of education

Value: the worth, importance, or use of benefits to the employee as a
function of flexibility

Satisfaction: the extent that the employee feels that their needs are met
by their benefits package  and they perceive their package is fair

Thisreport is divided into the following sections:

1.

2.

Previous Research

Theoretical F ramework of the Optimal Benefits Model
Methodology

Research Findings

Conclusions
Recommendations
Appendices

References
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Previous Research

Blue and White Study, USU 2003

A

University s heal th benefit package was
workforce .

Employees appreciated having a choice between plans

A The University was effective in communicating efforts to improve

package .

Employee opinion was mixed concerning differentiating premium S
by salary level .

USU employees did not believe their input into health benefit
deliberations was sought or valued

Employees were concerned about the reduction of their health
benefit package, rising deductibles and premiums, and
disappearance of theirt  otal compensation package.

Impact of Rewards Programs on Employee Engagement, WorldatWork 2007

A

A

Ninety -five percent of the survey respondents rated medical plans
as either having moderate or high impact on attracting employees.

More than 90 percent of par ticipants said that paid vacation has a
moderate to high impact on attraction and retention

The 25 percent of organizations that offer on -site childcare
programs rated it as having a high impact on attraction (41
percent) and retention (43 percent)

Study of Employee Benefits Trends, METLIife 2010

A

A

A

Many employees did not take advantage of risk protection
products (life/disability insurance) and they may not have
recognized when they had inadequate coverage

Thirty-five percent of employees said that they wou Id rather pay
more of their benefits costs than lose their benefits.

Benefits satisfaction has increased from 37  to 42 percent .
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A Employees who felt benefits communication was effective were
more likely to say that they are loyal, satisfied with their job an d
satisfied with their benefits

Job Satisfaction Study, SHRM 2010

A Sixtypercent of employees indicated that benefits were very
important to job satisfaction

A Out of 20 items relating to job satisfaction, employees rated benefits
2nd in importance

A Employe rs use benefits as one of the tools to recruit and retain top
talent .

A Sixty-eight percent of HR professionals reported that there has been
an increase in the number of employees planning to extend their
retirement date due to the recession
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Theoretical Framework

Optimal Benefits Package Model

Attraction
Awareness &
L L Retention

Optimal
Employee
Perspective

Employer

Satisfaction
Y

Figure 1 - Optimal Benefits Package Model

Benefits
\ Package |
\

Perspective

N\

Cost
Effective
\
Goodwill
Y

The Optimal Benefits Package M odel was developed by the HR research group
and formed from various studies  on benefits. A consistent theme found
throughout current research is that in order for a benefits package to be
considered optimal, both the perspective of the employee and the employer
must be considered.

Employee perspective includes awareness , value , and satisfaction . In order for a
benefits package to be considered optimal to an employe e:

1 The employee must be aware of the benefits. Employee awareness grows
as the employee becomes educated about the benefits offered.

1 The employee must value the benefits. Employee value strengthens when
benefits are perceived as being flexible.

1 The employee must be satisfied with the benefits. Employee satisfaction
occurs when benefits are considered fair and competitive.
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Employer perspective includes attraction , goodwill , retention , and cost. In order
for a benefits package to be considered optim al to an employer:

T The empl oyerds benefits patadisngad must assi s
employees .

T The empl oyerds benefits packgacgwll must pr omo
T The empl oyerd&s benef it sretpniion kohegnployeest st assi s
T The empl oy etspgackagb mustdd donsidered worth its cost.

Employee Perspective Excerpts

Awareness

Employers are taking steps to better communicate and educate their

employees on available benefits and their uses, as well as encourage
employees to take more respon  sibility regarding them (Miller, 2009). Studies
show that when consumers are educated about consumer directed health

plans, they increase their use of preventive care services and reduce their use of
hospital emergency room visits (Miller, 2009).

Value

It is important that employees perceive their benefits package as being
valuable, or they may believe their contributions are not valued (Denka, 2006).
Voluntary benefits add value to the perceived value of benefits. These benefits
may include: Income prote  ction, health and dental cash plans, free legal
coverage, childcare vouchers, bikes and cars for work, and health screening
(Barton, 2010).

Satisfaction

One study found perceived benefits fairness had a positive impact on benefit
satisfaction (Tremblay, S ire, & Balkin, 1998). An important aspect of fairness is that
employees perceive compensation as being comparable to that of other

institutions. In 2003, the HR Research Group found that the USU benefits
package was perceived as competitive or fair in com parison to other institutions
(HR Research Group, 2003). Davis and Ward reported evidence that employee
perceptions of fairness are an important predictor of benefit satisfaction. Also,

Martin and Bennett report a significant causal link between fairness a nd benefit
satisfaction (Tremblay, Sire, & Balkin, 1998).
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Employer Perspective Excerpts

Employee Attraction

As the labor market tightens, attracting and retaining top talent becomes more
difficult (Buchenroth, 2006). In September 2007, WorldatWork condu cted a
survey to identify the prevalence and perceptions of programs that are used to
attract and/or retain talent, with a specific focus on benefit and work -life
programs. The results showedthat 95per cent of the survey respo
medical plans a s either having moderate or high impact on attracting
employees. Twenty -five percent of organizations that offer on -site childcare
programs rated it as having a high impact on attractio n (41 percent) and
retention ( 43 percent). Health care and dependent ca re flexible spending
accounts were perceived to have minimal impact on attraction and retention.

The survey concluded that most wellness programs are utilized by about half of
the survey population (WorldatWork, 2007).

Another study reported companies can compensate for moderate salaries by
offering large amounts of b enefits or by offering benefits  which are important to
the applicant. However, the study also reported that there is a link between

employee attraction and development and career opportunities  (WorldatWork,
2010). Some employers believe thatif  they offer high salaries, they will get talent,
but that is not necessarily the case. Itis no t always about the paycheck, title or
position. It is about being happy. Employees want interesting and chall enging
work to be a valued part of what they do, even if it is an entry -level job
(Morrison, 2010).

Employee Retention

The National Benefit Life Insurance Company in New York City conducted a

study which surveyed 665 companies on the East Coast. The stud y found that
employers offer benefits packages to attract quality employees (according to

89 percent of r espondents), to build morale (63 percen t), to improve profitability
(44 percent), and to meet employee sdexpectations ( 51 percent). The
respondents, re presenting various industries and organizational sizes, say strong
benefits improve their abil ity to retain good employees (91 percent), improve
empl oyees & 6G/tpardent |, dnel mcre@se productivity (37 percent)
(Feldstein, 1989).

Indeed, studies s upport the fact that high  -quality health benefits can be the

difference between retaining and losing a top company executive. Seventy -

four percent of 1,000 middle -to-top -level executives surveyed by the New York -

based National Institute of Business Manage = ment, Incorporated (NIBM) say an

empl oyerds hospitalization plan is an i mporta
they will stay at a company. The survey was conducted among the readers of

the NIBM publication Personal Rep ort for the Executive. Almost 71 perc ent say
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they also consider the quality of major medical plans in their employment
decisions. Concerning other benefits, 67 percent say vacation benefits affect
employment decisions, 55 percent weigh sick days, and 54 percent consider
holidays (Feldstein, 1 989).

Goodwill

A reputational benefit accrued to the employer isbased on demonstrated

interest in its workforce. Companies with optimally configured benefit packages

can significantly strengthen the psychological contract with employees and

help create the ™culture of caring 0 (Charles J. Hobson, Third Quarter 2001). It

costs an aver age company an additional 30 percent of an empl oyeedod
provide a benefits package. But the firms with the best benefits program will

hold a competitive edge in the marketplace. People want to work for firms that

respond to all of their needs, not just give them a paycheck (Feldstein, 1989).

Cost -effective

Health insurance firm Aetna released the results of a six  -year study of health

care claims and utilization form  embers in its Aetna Health -Fund consumer -
directed health (CDH) plans. This study showed that employers' costs were

lowered when more employees enrolled in a CDH plan option (Miller, 2009).
Voluntary benefits are becoming more widely used as an overall rewa rd
strategy, as employers recognize the added value. Voluntary rewards are cost
effective and complement more traditional elements of rewards (Barton, 2010).
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Methodology

Based on the theoretical framework, the  HRResearch Group designed a multi -
method study to better understand Utah State University employee s 0
perception s of their benefits plans . Throughout all stages of the research

process, including data collection, assessment, and reporting , the HR Research
Group has soughtto adhere to the highest professional and ethical standards.
All participants in the focus groups and respondents to the survey were assured
confidentiality. The study was conducted in three  stag es as described in
sequence below. Methods of data analysis are  also described .

Preliminary Interviews

First, the HR Research G roup conducted preliminary interviews with BrandE
Faupell, Executive Director of Employee Relations, and Marla Boyer, Associat e
Director - Strategic Benefits & ADA Coordinator , FMLA. The objective of the
preliminary interviews was to gain an understanding of the benefits offered to

USU employees and to assess the desires of the Human Resource Department at
USU.An interview was also conducted with the Vice President of Business and
Finance, David T. Cowley to gain a financial perspective on benefits.

Additionally, we conducted four faculty interviews with individuals from four

different departments including Education, Biology a nd Natural Resources, and
Management.

Focus Groups

Two Focus Groups were conducted involving p rofessional and classified
employees at Utah State University. In addition to the Fo cus Groups we also
interviewed f aculty employees using the same  focus group questions to obtain
information. The purpose of the focus groups and interviews was twofold: (1) to
carefully explore current viewpoints held by employees regarding the benefits
plans offered at USU , and (2) to generate ideas for survey items and general
recommendations.  Data collected from both focus groups and interviews were
then compiled and  summarized using content analysis

Survey

The Information gained in the preliminary interviews and focus groups assisted in
the preparation of a survey thatwas emailed to a stratified sample of 200

faculty members, 1,020 professional employees, and 865 classified employees at
Utah State University whose contact information was supplied by the Office of

Human Resources . The link to the survey on SurveyMonkey.com was sent out
electronically through the emails provided and was disbursed by the Presidents
of the Professional Employees Association as well as the Classified Employees
Association.
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Data Analysis

Cronbachds Al pha was used t ohetheamsanr e t he

constructs of the study: awareness, val

was also used to test the reliability of various  sub-construct s under each main
construct. S p e a rtaledrcdirelatigng regression 2nalysis, and
multiple regression analysis were used to identify relationships and explain the
variance. Independent sample T  -testand one -way analysis of variance
(ANOVA) were used to find significant differences between various subgroups.
Tukeyds post hoc t ersibhewhesieshe diffeertcestwere inthet
ANOVAOGS.

Study Limitations

This study was an exploratory study to guide insight rather than a test of
hypothesis. This study sought to discover how employees perceived the benefits
offered by Utah State Uni versity. The sample size requirement for this survey to be
a statistically representative sample of USU employees was 334 completed
responses; and 344 usable responses were obtained from USU employees.
Therefore, it appears that this study accurately reflects the opinions and
sentiments of the entire USUemployee population , leaving only a 5 percent
chance that this study does not accurately represent the true population.

ue
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Research Findings

This section begins with a summary of demographic vari ables, followed by a
summary of descriptive and  significant findings related to awareness, value and
satisfaction. Of the 2,085 USU employees invited to participate in the study, a

total of 344 employees responded, resulting in a response rate of 16 percen t.

Demographics

Ten demographic  questions were asked in the survey. The distribution of the
sample is reported below in Figures 2-11.

Gender
Among the respondents , 33 percent (n=139) were male and 67 percent (n=286)
were female as can be observed in F igure 2.

Female Male

Figure 2 - Gender Distribution of Survey Respondents

Age

Figure 3 represents a broad array of ages. The largest age group was 50 to 59
accounting for 29 percent of the total respondent pool. The smallest age group
was those 60 and ov er comprising 12 percent of the sample.

2%
24%
20%

13% ' 1%

20-29 30-39 40-49 50-59 60&

Over
Figure 3 - Age Distribution of Survey Respondents
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Employee Classification

Utah State University applies one of three classifications to its employees

described as follows: faculty (exemp

(non -exempt). Faculty had a response rate of 43
Professional employees had a response rate of 17
Classified employees had a response rate of 19

population of t his survey sample, faculty employees represented 20

(n=85) of the respondents, with profess

t), professional (e xempt), and ¢

lassified
percent (85 of 200).
percent (169 of 1,020).
percent (167 of 865). Of the
percent

ional employees representing 40  percent

(n=169), and classified employees representing 40 percent (n=167). See Figure 4

below.

m Faculty

m Professional

Classified

Figure 4 - Employee Classification Distribution of Respondents

Salary Level
The salary distribution of respondents is

presented below in Figure 5. Half of all

survey respondents earned between $25,000 and $49,999 per year.

60%

55%

50%

45%

40%

35%

30%
25% 21%
20% -
15% -
10% - 1%
3% 204 o
5% - . 0%
O% T T T T T - T E— T 1
S o o) ) o) o) e
§ & § § ) § <<‘°k
rﬁ') \ @ \ /\& \ qq \ q,bu @ \ <
9 Q Q Q N e S
& S S N & N S
{9 (9 \ Qv /\(9 \ Q Q 0‘0
& Qv & 2 N N )
Y Q Q 5]

Figure 5 - Salary Level Distribution of Respondents
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Campus Affiliation

Figure 6 shows that almost all respondents, 94 percent , were affiliated with  the

USU Logan campus and the remaining 6 percent werel ocated at one of
Regional campuses.

6%

m USU Logan
Campus

B USU Region
Campus

Figure 6 - Campus Af filiation of Survey Respondents

Years Worked at USU
Of USU employee respondents, 36 percent have worked at USU less than one

year to five years, 20 percent have worked between six and ten years and 3
percent have worked at USU  for more than 30 years (Fi gure 7)

40%
35% -
30% -
25% +

36%

20%

20% - 16%

15% - 13%

10% - 8%
5% - l 4% 3%
0% n T T T T T - T -_\

Ot 5 6t 10 11t 15 16-20 21-25 26-30 More than
30

Figure 7 0 Distribution of Years Worked at USU
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Marital Status
According to the survey, 77 percent of USU employee respondents were

married, as presented in Figure 8 below.

m Single

® Married

Figure 8 ¢ Distribution of Years Worked at USU

Spouse Currently Working at USU

Of respondents who answered this question,
spouses do not currently work at USU, whi

spouses do. The percentage distr ibution is presented in Figure 9  below.

Not Married 20%

No 65%

Yes 15%

0% 10% 20% 30% 40% 50% 60% 70%

Figure 9 0 Percentage of Employees with Spouse Working at USU
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Children under the Age 26
Researchers found that 40 percent of  employees do not have any children

under the age of 26. Of those with children, 22 percent have two ¢ hildren unde r
the age of 26. Only about 3 percent of employees have more than 5 childr  en
that are under the age of 26 (Figure 10 ).

40%
22%
14% 13%
8%
I 2% 0.7%
—
0 1 2 3 4 5 6 or
More

Figure 10 & Percentage of Employees with Children under the Age 26

Double Medical and Dental Coverage
Figure 11 below shows that of married employee respondents, 60  percent do

not have double medical and dental coverage with their spouse through USU.
Almost 20 percent of the employees do have double coverage with their

spouse.

m No
EmYes

m Not Married

Figure 11 6 Percentage of Employees who have Double Cov erage
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Research Findings - Awareness

Awareness

Researchers defined awareness as:

Overall Awareness
Level of Understanding

E R

Overall Awareness

Effective Communication
Knowledge of Specific Plans

The following questions were used to
benef its offered to them through USU.
agreement on a scale of 1 to 5, 1 being strongly agre e and 5 being strongly
disagree, which was reverse coded for analysis (Table 1).

Survey Items

Cronbacphas.88Al

The understanding of benefits that are
included in their package as a function of education. The average response of
all items measuring awareness of USU employees was 2.72. To measure
awareness, it was divided into four sub

Strongly

Agree

-constructs which included:

measur e empl cal anarenessofv e
Employees recorded the level of their

Neither
Agree Agree Disagree | Strongly Statistics
nor Disagree

Disagree

| know where to find information if | 18.5% 62.5% 10.8% 7.1% 1.1% Mean = 3.9
have questions about my benefits. Std. Dev. = .82
| understand the differ ences 16.1% 48.5% 21.9% 11.9% 1.8% Mean = 3.65
between the medical benefit plans Std. Dev. =.94
(Wellness, High Premium, Choice)
I under stand USUGSs 7.1% 34.9% 32% 23.8% 2.1% Mean = 3.21
plans well. Std. Dev. = .96
| understand the benefit s offered to 6.4% 57.6% 22.5% 12.2% 1.3% Mean = 3.56
me. Std. Dev. = .84
Benefit information is available to 16.3% 68.8% 11.7% 2.1% 1.1% Mean = 3.98
me. Std. Dev. = .68
The benefits package at USU is 2.4% 37.1% 39% 18.3% 3.2% Mean = 3. 17
easily understood. Std. Dev. = .87
| can describe my overall benefits 6.9% 47.4% 25.1% 16.4% 4.2% Mean = 3.38
package to a friend. Std. Dev. = .98
| am aware of how my benefits are 4.5% 32.9% 34.5% 23.3% 4.8% Mean = 3.09
funded. Std. Dev. = .97
Table 1 6 Measures of O verall Awareness

1 Eighty-one percent of the employees at USU knew where to find

information when they had

they did not.

i Forty-two per cent

f

el

guestions , while only 8 percent reported that

t that they under.stood
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1 Eighty-five percen t believed that information regarding their benefits is
available to them

An analysis of variance discovered that professional (p=.0001) and classified

employees (p=.016) were overall more aware of their benefits than were faculty
(Figure 12).

Overall Awareness by Employee Classification

33

- 3.19

3.1

3 3.09

2.9 2.87

2.8

2.7

Classified Professional Faculty
Figure 12 8 Awareness Level by Classification

One respondent wrote  in the open -response section of the survey , 0 Wow. . . I h ¢
no idea how much | didn't know about my benef
through this survey helped me understand the benefits tha t are available. o

Level of Understanding

The HR research group used the following questions to measure empl oyeesd
level of understanding regarding their benefits provided by USU. The results are

shown in Table 2 below. Employees recorded the level of thei  r agreementon a

scale of 1to 5, 1 being strongly agre e and 5 being strongly disagree, which was

reverse coded for analysis. The mean response was 3.23.

Neither
Survey Items Strongly | Agree Agree Disagree  Strongly Statistics
Cronbachds Al pha Agree nor Disagree
Disagree
I under stand USU®Gs 7.1% 34.9% 32% 23.8% 2.1% Mean = 3.21
plans well. Std. Dev. = .96
| understand what a self -funded 12.2% 37.7% 21% 25.5% 3.7% Mean = 3.29
health care plan is. Std. Dev.=1.1
| understand t he differences 16.1% | 48.5% 21.9% 11.9% 1.8% Mean = 3.65
between the medical benefit plans Std. Dev. = .94
(Wellness, High Premium, Choice)
| know the difference between long 11.9% 40.8% 19.1% 25.7% 2.4% Mean = 3.35
term care and long term disability Std. Dev. = 1.06
insurance.
| know how to find an approved 5.3% 26.3% 29% 34.3% 5.1% Mean = 2.92
medical provider out of state. Std. Dev.=1.0
| know how to locate a medical 16.4% 61.1% 15.9% 5.3% 1.3% Mean = 3.86
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provider within my benefits Std. Dev. = .8
coverage.

| can describe my overall benefits 6.9% 47.4% 25.1% 16.4% 4.2% Mean = 3.38
package to a friend. Std. Dev. = .98
| am aware of how my benefits are 4.5% 32.9% 34.5% 23.3% 4.8% Mean = 3.09
funded. Std. Dev. = .97
| know where to find information  if | 18.5% 62.5% 10.8% 7.1% 1.1% Mean = 3.9
have questions about my benefits. Std. Dev. = .82
| understand the benefits offered to 6.4% 57.6% 22.5% 12.2% 1.3% Mean = 3.56
me. Std. Dev. = .84
My overall benefits package is Mean =3.24
competitive with other universit  ies' 7% 20% 65% 5% 3% Std. Dev. =.77
packages.

My overall benefits package is Mean = 3.2
comparable to other universities' 6% 20% 64% 8% 2% Std. Dev. =.76
packages.

Benefit information is available to 16.3% 68.8% 11.7% 2.1% 1.1% Mean = 3.98
me. Std. Dev. = .68
The benefits package at USU is easily 2.4% 37.1% 39% 18.3% 3.2% Mean = 3.17
understood. Std. Dev. = .87
| would like to be more educated 19.3% 51.1% 24.6% 4.8% .3% Mean = 3.84
concerning my benefits package. Std. Dev. =.79

Table 2 d Lev e | of USU Employeesd Understanding

T

Sixty-four percent of employees agreed that they understood the benefits
offered to them while 14 percent of the employees stated that they did
not understand the benefits offered by USU

Sixty-five percent of USU empl oyees understood the differences between
the medical plans offered

Fifty-four percent felt comfortable and 21 percent felt uncomfortable in
relaying their knowledge about benefits to someone else

Forty percent of employees responded that they felt be nefits were easily
understood while 22 percent of participants disagreed

Seventy percent would like to be more educated concerning their
benefits package at USU

An ANOVA found that professional staff felt more comfortable than faculty
describing their benefits package to a friend as presented in Figure 13 below.
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Comfort Level by Classification

3.52

3.33

Classified Professional Faculty

Figure 13 & Comfort Level in Describing Benefits to a Friend

An analysis of variance found that classified staff (mean = 4.04) believed more
strongly that information concerning their ben efits was available to them
compared to faculty (mean= 3.79) (p=.025) as presented in F igure 14 below.

Information is Available to Me

4.1 404
4 3.99

3.9 O~
3.8 \

~3.79
3.7
3.6 . . .
Classified Professional Faculty
Figure 14 & Perceived Availability of Information
An ANOVA revealed a significant difference between age and the desire to be

educated concerning b enefits (p=.008), with the most significant difference
between employees aged 20 -29 years and 40 -49 years (p=.002). Younger
employees expressed more desire for education than middle -aged employees.
See Figure 15 below.
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Desire for Education Based on Age

4.2

4.19

4.1

3.9

3.6

3.69

3.6

T T T T T
20-28 30-38 40-49 50-59 B0 and over

Age

Figure 15 - Desire for Educa tion Based on Age
Concerning the level of understanding, professional and classified employees

had significantly more understanding of their benefits than faculty (p =.001, .011).
See Figure 16.

Level of Understanding by Classification

3.50

3.5

3.407

3.304

3.20

3.18

3107

T T T
Mon exempt (Classified Staff) Exempt (Professional Staff) Exempt (Faculty)

Employee Classification

Figure 16 - Level of Un derstanding by Classification
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Where USU Employees Learned about Benefits

Employees were asked to rank  where they had learned most about their
benefits. Thirty -five percent of employees ranked experience as where they
learned the most. Thirty-two perce nt ranked new hire sign -up as where they
learned the most. The distribution is presented below (Table 3).

Rank the following in order of where you have learned most about your benefits. (1
being most and 5 being least)

New hire benefits sign -up 32% 13% 13% 18% 23%
A friend or colleague 8% 20% 21% 19% 32%
Experience 35% 19% 20% 14% 12%
Online sources 7% 24% 26% 27% 16%
USU provided materials 20% 31% 23% 15% 10%

Table 3 - Ranking of Where Employees Learned the Most about Benefits
The following chart graphically presents the source of information regarding

benefits that employees ranked as the number one place they learned the most
about their benefits (Figure 17).

Top Ranked Source of Learning about Benefits

35%
32%

20%

8% 7%

Experience New hire usu A friend or  Online
benefits  provided colleague sources
sign-up  materials

Figure 17 6 Top Ranked Source of Learning about Benefits

The HR Research Group found information regarding the perceived paid
premiums. Over 40 percent of the respondents stated they think they pay 11 to
20 percent of the annual premium cost, while almost 25 percent of the
respondents believed they pay a premium between zero and 10 percent
(Figure 18).
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Percentage of Premium Employees Believed They Pay

41.6%

23.2%

19.2%
6.9 . -
. 0
0.8% 0.8%
. . P = &

0%to 11%to 21%- 31%to 41%to 51%- 61%to More
10% 20% 30%  40% 50% 60% 70%  than

70%

Figure 18 - Percentage of Premium USU Employees Believe d They Pay

An analysis of variance found a significant difference between salary level and
the perceived percentage premium paid. Employees who earned less than
$25,000 per year (mean = 2.48) and employees who earned $125,000 -150,000

per year (mean = 3.71) believed they paid a higher percentage of their
premium than did employees who earned $75,000 -100,000 per year (mean =
2.12) (p = 0.049). A graphical representation is presented below in Figure 19.

Perceived Percentage of P remiums Paid by Salary Level

3.71

2.48
2.12

Less than $25,000 $75,000-100,000 $125,000-150,000

Figure 19 & Salary Level and Perceived Percentage of Premium Paid
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Effective Communication

The foll owing table presents the questions th
perceptions of the effectiveness of USU®ds com
Employees recorded the level of their agreement on a scale of 1 to 5, 1 being

strongly agre e and 5 being strongly disagree, which was reverse coded for

analysis.
Neither
Survey Items Strongly | Agree Agree Disagree  Strongly Statistics
Cronbachds Al pha Agree nor Disagree
Disagree
I understand USU3s 7.1% 34.9% 32% 23.8% 2.1% Mean = 3.21
plans wel . Std. Dev. = .96
| understand the differences 16.1% | 48.5% 21.9% 11.9% 1.8% Mean = 3.65
between the medical benefit plans Std. Dev. = .94
(Wellness, High Premium, Choice)
| can describe my overall benefits 6.9% 47.4% 25.1% 16.4% 4.2% Mean = 3.38
packaget o a friend. Std. Dev. = .98
I understand the benefits offered to 6.4% 57.6% 22.5% 12.2% 1.3% Mean = 3.56
me. Std. Dev. = .84
| know where to find information if | 18.5% 62.5% 10.8% 7.1% 1.1% Mean = 3.9
have questions about my benefits. Std. Dev. = .82
The benefits package at USU is 2.4% 37.1% 39% 18.3% 3.2% Mean = 3.17
easily understood. Std. Dev. = .87
Benefit information is available to 16.3% 68.8% 11.7% 2.1% 1.1% Mean = 3.98
me. Std. Dev. = .68
| find the Empl oyee Benefits Website 4% 36.4% 45.6% 12.1% 1.8% Mean = 3.28
to be user friendly. Std. Dev. = .8

Table 4 8 Measures of Effective Communication of Benefit Information

1 Forty-three percent of respondents felt that the employee benefits
website was user frien dly.

1 Forty percent agreed that the benefits package at USU is easily
understood, while 39 percent  neither agree nor disagree with that
statement.

1 Eight-one percent felt that they knew where to find information about
their benefits package when they hav e questions.

An analysis of variance found that classified staff (mean =3.34) perceived U

communication about benefits to be more effective than faculty (mean = 3.05)
(p= 0.031) as presented below in Figure 20.
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Perceived Effectiveness of
Communication

3.4
3.25 3.34
3.2
3 3.05
28 T T 1
Classified Professional Faculty

Figure 20 & Perceived Effectiveness of Communication

An ANOVA revealed that classified staff (mean = 3.97) reported a significantly
higher mean that they knew wheret o find information when they have
guestions concerning their benefits compared to faculty (mean = 3.68) at the
p= 0.029 significance level (Figure 21).

Know Where to Find Information Concerning

Benefits
3.97 3.95
3.69
Classified Professional Faculty

Figure 21 & Know Where to Find Information Concerning Benefits

An ANOVA also found a significant difference between classified and faculty

(p = 0.004); and professional and faculty ( p = 0.0001) in how often they use the
HR website in a year. Classified and professional  staff used it more than faculty.
The means are presented below in Figure  22.

Use of the HR Website in a Year

2.5 245

4

- — 1.88
15

0.5

Classified Professional Faculty

Figure 22 8 How Often Employees Use the HR Website in a Year
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Primary Source for Answers

Employees wer e asked, OWhen | have a question col
the primary source | refer to is:0 The highes
the USU website as presented below in Figure23. Responses for o0otheroé
foundin t he 0 @GpdecSurvey Res p ARPERRIXpage 77.

When | have a question concerning my benefits plan,
the primary source | refer to is:

1%
0-@/0 Olg)A)

m Co-workers
B USU website
m HR office
New hire benefits sign-up
m Health Advocate
m None
m Other

Figure 23 & Primary Sources for Questions Regarding Benefits Plan

To determine how often employees attempt to be aware of their benefits

package by proactively looking at their plan, the following question was asked,

oOHow many times did you refer to your benefit
are shown in Figure 24.

How many times did you refer to your benefits plan in the last year?
80%

70%

60%

50%

40%

30%

20%

0% - T T T — T T 1

0 1to5 6to 10 11to 15 16to 20 More than 20

Figure 24 & Number of Times Employees Referred to T heir Planin a Year
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Over sixty percent of the respondents reported they visit the HR website one to
five times a year while only ten percent of the employees reveal ed they visit the
HR website six to ten times a year (Figure 25).

Annually, how many times do USU employees visit the HR website?
70%

60%

50%

40%

30%

20%

Nl N
O% T T T - T _ T 1
0 1to5 6to 10 11to 15 16to 20 More than
20

Figure 25 - Number of Times an Employee Visits the USU HR Website Annually

When asked how often employ  ees would like to receive information, 37 percent
reported that they desired to be informed whenever there are changes to the
benefits while 31 percent desired to receive information quarterly. Only 8

percent wanted information annually (Figure 26).

How often would you like to receivei  nformation?

N %

Figure 26 - How Often USU Employees Would Like to Receive Information about Benefits

Employees were asked which medium they preferred to receive information in
relation to benefits. Data showed that almost 80 percent of employees  reported
that they woul - d like to receive information through email updates. Online

Page R9



sources were the second preferred way to receive information as reported by
60 percent of the employees . Forty-six percent of employees ranked paper
packets and information as the third preferred medium of receiving information
about their benefits.  The following graph illustrates the preferred medium in
order of the top three preferences: email updates, online sources, and paper
packets (Figure 27) .

How would you like to receive information regarding benefits?

Email updates 7%

Online sources

Paper packets and informatio
Newsletter

New hire benefits sign-up
Group information session
Mail (home)

Mail (school)

Posters, fliers

Figure 27 - Preferred Medium for Receiv  ing Benefits Information

Knowledge of Specific Plans

Table 5 below displays the list of benefits presented to employees and the
percentage of employees who selected each level of a wareness on a scale of
1to 5,1 being very aware and5 being very unaware , which was reverse coded
for analysis.

Survey Items rJ Very ‘ Aware ‘ Neither Unaware Very Statistics
Cronbachds Al p Aware Unaware
Employer Paid Long Term 8.8% 25.8% 37.8% 20.8% 6.8% Mean = 3.09
Disability Insurance Std. Dev. = 1.04
Employer Paid Basic Life and 11% 31.1% 33.9% 17.9% 6.1% Mean = 3.23
Accidental Death and Std. Dev. = 1.06

Dismemberment (AD&D)
Insurance

Benefits provided by Hartford 3% 14.8% 26.9% 28.8% 26.4% Mean = 2.39
Std. Dev. =1.12

Benefits provided by Zurich 1.1% 5.3% 27.9% 33.7% 32% Mean = 2.10
Std. Dev. = .95
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The tax-free flex spending 31.9% 39% 16.2% 9.1% 3.8% Mean = 3.86
account for medical expenses Std. Dev. = 1.08
The tax-free flex spending 22.6% 26.2% 24.2% 14% 12.9% Mean = 3.31
account for child care expenses Std. Dev. =1.32
Auto and homeowners 9.9% 22.5% 28.8% 23.3% 15.6% Mean = 2.88
insurance available at a group Std. Dev. =1.21
rate through MetLife
The health and wellness 8.3% 31.4% 29.5% 20.7% 10.2% Mean = 3.07
advocacy program through Std. Dev.=1.12
Health Advocate
Supplemental life insurance 7.7% 25.8% 29.7% 20.9% 15.9% Mean = 2.88
options through Hartford Std. Dev. = 1.18
Option to audit courses for free 31% 32.6% 15.9% 11.8% 8.8% Mean = 3.65
Std. Dev. = 1.27
Employee Wellness Program (Be 34.3% 38.2% 18.7% 6% 2.7% Mean = 3.95
Well Program) Std. Dev. =1.01
SOS Travel Insurance 6.9% 10.4% 22.3% 28% 32.4% Mean = 2.31
Std. Dev. = 1.22
Zurich Travel Insurance .6% 3.9% 20.7% 32.2% 42.7% Mean = 1.87
Std. Dev. = .91
Hartford Travel insurance 1.1% 3.9% 21.3% 32.1% 41.6% Mean = 1.91
Std. Dev. =.94
100% covered preventative 29.2% 36.6% 18.7% 11% 4.4% Mean = 3.75
medical services including Std. Dev. =1.12
physicals, colonoscopy,
mammogram, hearing, vision,
prostate specific antigen
(PSA)etc.
Ability Assist through Hartford .8% 6% 23.6% 31.9% 37.6% Mean = 2.01
(Counseling & employee Std. Dev. = .965
assistance)
Estate Guidance (Wills & trusts) 1.1% 2.2% 19.8% 33% 44% Mean = 1.84
through Hartford Std. Dev. = .894
Critical lliness Insurance through 2.8% 8.3% 23.1% 30.6% 35.3% Mean =2.13
UNUM Std. Dev. = 1.07
Accident Insurance through 3.3% 9.6% 22.8% 30.8% 33.5% Mean = 2.18
UNUM Std. Dev.=1.1
Long -term Care Insurance 3% 9.7% 22.1% 33.7% 31.5% Mean = 2.19
through John Hancock Std. Dev. = 1.09
Retiree s Health Care Savings 6.6% 15.4% 23.4% 25.9% 28.7% Mean = 2.45
Plan through TIAA -CREF Std. Dev. = 1.24

Table 5 d Measures of Benefit Awareness

An ANOVA revealed a significant difference between faculty and professional
staff (p=0.004). Professional employ ees were more aware of the specific benefits
plan offere d by USU than faculty (p=0.004), as can be seen below in Figure 28.
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Awareness of Specific Benefits

3 -
2.69 263
2.39
25 -
2 T T
Professional Classified Faculty

Figure 28 8 Awareness of Specific Benefits by Employee C  lassification

Figure 29 shows the list of benefits presented to employees of USU and their level

of awareness of each.  When asked to rate the level of awareness in relation to

a list of benefits offered by Utah State University, employees were most famil iar
with the Employee Well ness Program (Be Well Program). The second most known
benefit was t he tax -free flex -spendin g account for medical expenses, followed

by the 100% covered preventative medical services including physicals,
colonoscopy, mammogram, hea ring, vision, prosta te specific antigen (PSA),

etc. Employees who participated in the focus group expressed that they were
aware of their half tuition benefits. The benefits at USU that empl oyees were
least aware of included Estate Guidance (W ills & trusts) through Hartford, Zurich
Travel Insurance and Hartford Travel Insurance . Fourteen percent of the survey
participants were not aware of the retirement plan.
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Awareness on a Scale of 1-5

Employee Wellness Program (Be Well Program)

The tax-free flex-spending account for medical expenses

100% covered preventafive medical senices including...

Opfion fo audit courses for free
The tax-free flex-spending account for child care...
Employer Paid Basic Life and Accidental Death and..
Employer Paid Long Term Disability Insurance

The health and wellness advocacy program through... |

Supplemental life insurance options through Hartford
Auto and homeowners insurance available at a group...
Retirees Health Care Savings Plan through TIAA-CREF
Benefits provided by Hartford

SOS Travel Insurance

Long-term Care Insurance through John Hancock
Accident Insurance through UNUM

Cirifical liness Insurance through UNUM

Benefits provided by Zurich

Ability Assist through Harfford (Counseling & employee...
Hartford Travel insurance

Lurich Travel Insurance

Estate Guidance (Wills & trusts) through Hartford

0.0 1.0 2.0 3.0

Figure 29 - USU Employee Awareness of Specific Benefits

5.0

Page B3



Research Findings - Value

Value

Value was definedas:A n empl oyeeds perception of t
and the usability of their benefits.  The average response of all items measuring

value of USU employees was 3.21. It was div ided into three main sub -constructs:

i Overall Value
1 Hexibility
1 Value of Specific Benefits

Overall Value

Table 6 below presents
overall value of the benefits offered by USU. One employee explained, "Overall
the benefits are provided at reasonable costs for the amount of coverage that
they provide. They BEmpleyees recoaeddhe hevellofuheir 6
e and 5 being strongly

the questions

agreement on a scale of 1 to 5, 1 being strongly agre
disagree, which was reverse coded for analysis.

t hat

Survey Items Strongly Agree Aglreeléhﬁgr Disagree Strongly Statistics
Cr onb ac phasO0.682 Agree . Disagree
Disagree

The current benefits package | 28.50% 59.60% 8.50% 2.40% 1.10% Mean =4.12
have is one that | value. Std. Dev. =.74
The benefits plan was a deciding 13.80% 30.10% 23.90% 23.40% 8.80% Mean =3.17
factori n my coming to USU Std. Dev. =1.19
USUGs contributiorn 23.80% 35.40% 22.50% 14.00% 4.20% Mean = 3.61
retirement plan is a significant Std. Dev. =1.12
reason | continue to work at USU.
My overall benefits pac  kage is 9.8% 42.9% 38.1% 7.9% 1.3% Mean = 3.52
flexible. Std. Dev. = .83
| value the employee wellness 24.7% 35.0% 30.2% 7.7% 2.4% Mean =3 .72
program. Std. Dev. = .998

Table 6 & Measures of the Overall Value of Benefits

1 Eighty-eight percent of employe es valued their benefits package and
only about four percent did not.

1 Sixty percent of employees valued the employee wellness program.

1 Forty-four percent of the employees said that the benefits plan was a
deciding factor in coming to work at USU.

1 Almost sixty percent of employees stated USU contribution to their
retirement was a significant reason in staying.
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The overall value of benefits was found to be significant among employee
classifications. An analysis of variance found that classified (mean = 3.57) and

professional staff (mean = 3.62) valued their benefits more that faculty (mean =
3.27) (p = 0.006, 0.001). See Figure 30 below.

Overall Value of Benefits by Employee Classification
3.7

3.62
3.6

3.57

3.5

3.4

3.3 3.27
3.2

3.1

Classified Staff

w

Professional Staff Faculty

Figure 30 - Means of the Overall Value of the Different employee Classifications

An independent samp le T-test revealed that female employees valued their

benefits more than male employees (p = 0.015), with the means presented in
the figure below (Figure 31).

Value of Benefits by Employee Gender

—/’—__—_‘__————____,_____‘_'__'—__—_
3.60

3.50
3.40

3.30

Male

Female

Figure 31 d The Value of Benefits by Employee Gender
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Employees were asked to list the followin g factors in order of importance:

1 Location of position
1 Nature of the job

1 Salary level

1 Benefits

Seventeen percent ranked benefits as the most important factor. The majority of
respondents felt this was the second or third in importance. Nine percent ranke d
benefits as the least important factor (Figure 32).

Primary Factors Impacting Employment Decisions

Figure 32 - Primary Factors Impacting Employment Decisions

An analysis of variance revealed a significant difference between classified,
professional employees and faculty and ben efits being a deciding factor in
coming to USU. Benefits were rated particularly higher for classified employees
than for f aculty as shown in Figure 33 below (p = 0.0001).
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Benefits were a Deciding Factor in Coming to USU

367

3.4

3.29

34

289

il

T T T
Mon exempt (Classified Staff) Exempt (Professional Staff) Exempt (Faculty)

Employee Classification

Figure 33 - Benefits were a Deciding Factor in Coming to USU
The perceived dollar value of an employee benefits package can be seen in

Figure 34. Thirty percent of employees perceived the value of their benefits to
be between $20,000 and $25,000 per year.
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What dollar value reflects your overall benefits package at USU?

35% 31%

30% 26%
25% 20%
20%
15% 10%
10% . % 5% 20/
5% Bo
0%
S 8 & 8 & 8 8
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Figure 34 - Perceived Dollar Value of the USU Benefits Package

As a follow -up question to the perceived dollar amount of their benefits

package , 0To your knowledge, what dollar amount reflects your overall benefits

package at USU? & employees were asked which benefit they were thinking of

when the answered the  question (mark all that apply). The figure below shows

the percentage of responses. Ninety -ei ght percent were thinking
medical health plans, and 86 percent thought of their retirement plan
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Benefit s Thought of When Answering Previous Question
100% -98%

Figure 35 & Benefits Thought of When Asked About Dollar Value of Benefits

When asked the perceived dollar amount that their benefits package was

worth, 30 percent of USU employees felt their benefits were valued a  t $20,001 to
$25,000 per year. The next highest response rate was within the $10,001 to

$15,000 bracket with 25 percent of respondents believing their benefi ts were of
that value (Figure 36 ).
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Perceived Dollar Value of Benefits Package

35% -
30% -

25% -
20% -
15% -
10% - '
l o
-

0%

Percentage of Respondents

QQ\A QQ\A QQ\\\ QQ\A QQ\A QQ\A QQ\\\
S S Q S S S S
Qr <’.>‘ Qr ‘XQ CDQ Q‘)Q
(@) > O 3 OG;L Ossr{b OESI (@] (\GSl
00\ 0\\ 0\\ Q\\ 0\\ S . <
S S S S S 2
N o oF o o © &
) N S S\ Q s QA

Figure 36 - Perceived Dollar Value

An Independent Sample T -test discovered that married employees (mean =
2.92) believed their benefits were worth more than single employees (mean =
2.49) at the p = 0.036 significance level. Researchers we re 99.9 percent
confident that male employees (mean = 3.25) viewed their benefits package as
more valuable in terms of a dollar amount than female employees (mean =
2.60).

An ANOVA found a significant difference between employee classification and
the per ceived value of their benefits plan (p = 0.001). Faculty (mean = 3.55)
believed their benefits to be worth more than professional (mean = 2.99) and
classified (mean = 2.16) employees (p = 0.0001, 0.011).

Employees were asked to rate their agreement of the statement 0USUOGS
contribution to my retirement plan is a significant reason | continue to work at

USU. 6 Al most 60 percent of employees agreed w
above). An analysis of variance found that professional employees valued their

co ntribution to their retirement plan significantly more than classified employees

(p = 0.009) and faculty (p = 0.011) as represented in Figure 3 7 below.
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Valued USU's Contribution to Retirement
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Figure 37 - Contribution to Retirement Plan by Employee Classification

Figure 38 shows that employees who earned less than $25,000 per year valued

their retirement contribution significantly less than employees who earned

$50,000- $74,999 per year (p = 0.006) or employees who earned $100,000  -$25,999
per year (p = 0.009). Employees who earne  d $50,000-$74,999 valued their
contribution to retirement significantly less than employees who made in
between $2 5,000-$49,999 per year (p = 0. 009). Employees with the yearly

income in between $75,000 -$99,999 valued their retirement contribution

significa ntly more than employees who earned $25,000 -$49,999 per year.

Contribution to Retirement Plan by Salary Level

4.2
4 A 404

3.8 Soa

3.6 /&' / \ /~3-6L 36
sl Ngw

3.2 316

Less than $25,000 - $50,000 - $75,000 - $100,000 -$125,000 - $150,000
$25,000 $49,999 $74,999 $99,999 $124,999 $149,999 or more

Figure 38 & Contribution to Retirement Plan by Employee Salary Level
An ANOVA revealed that professional employees significantly value d the USU

employee wellness program mor e than faculty (p = 0.024) as shown in Figure 3 9
below.
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Value of Wellness Program

3.74 3.83
3.46
Classified Faculty Staff

Figure 39 & Value of Employee Wellness Program by Employee Classification

A T-test revealed that female employees value the Health and Wellness
program more than their fellow male employees (p= 0. 0001). The means are
presented in the figure below (Figure  40).

Value of Wellness Program by Gender

Female 4.09
Male 3.79
3.6 3.7 3.8 3.9 4 4.1
Figure 40 & Value of Employee Wellness Program by Gender
Flexibility
Researchers used the foll owing questions to measur e

flexibility. Employees recorded the level o  f their agreement on a scale of 1 to 5,
1 being strongly agre e, and 5 being strongly disagree, which was reverse coded
for analysis as presented below in Table 7.

Survey Items Strongly Agree AgNrZI;hE(;r Disagree Siigelale])Y Statistics

Cronbachds Al p Agree . Disagree
Disagree

My overall benefits 9.8% 42.9% 38.1% 7.9% 1.3% Mean = 3.52
package is flexible. Std. Dev. = .83
The current benefits 28.50% 59.60% 8.50% 2.40% 1.10% Mean =4.12
package | have is one Std. Dev. =.74
that | value.
USJ considers my needs 6.4% 36.3% 41.3% 12.0% 4.0% Mean = 3.29
when providing benefit Std. Dev. = .90
plan options.

Table 7-8 Measures of the  Flexibility of Benefit Plans
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1 Fifty-three percent of employees believed their overall benefits package
was flexible .

1 Eighty-eight percent of employees valued their  benefits package.
An analysis of variance discovered a significant difference between professional

employees, faculty, and their perception of the flexibility of USUOs benefits
mean distributionispr esented bel ow in Figureé. (p = 0.0

Flexibility by Employee Classification

3.64
3.7
3.6 1 3.47
3.5 3.35
3.4
3.3 -
3.2 . . :
Classified Professional Faculty

Figure 41 & Perceived Flexibility of Benefits by Employee Classification

Empl oyeesd perceptions of the flexibility of
moder ately correlated with employeesAd value o
regression analysis found that the perception of flexibility accounted for 36% of

the value employees placed on their benefits (p = 0.0001).

Value of Specific Benefits

One employee sentimentwas ,01 just hope that the health i
short-term and long -term disability will continue to be part of the benefits

package. | truly feel that they are a large part of why such great people are

working at USU .6 Table 8 below displays the list of benefits presented to

employees and the percentage of each level of value onascaleof1to5,1

being strongly valued and 5 being strongly not valued, which was reverse

coded for analysis.

Survey Items Strongly . Not Strongly Statistics
Cronbachds Al ph Valued Valued Neither Valued Valued
Emplo yer Paid Basic Life and 41.60% 36.70% 15.80% 4.40% 1.50% Mean =4.13
Accidental Death and Std. Dev. =.93

Dismemberment (AD&D)
Insurance

Benefits provided by Hartford 12.50% 17.40% 41.00% 17.10% 11.90% | Mean =3.02
Std. Dev. =1.15
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Benefits provided by Z urich 7.40% 12.00% 46.00% 19.10% 15.40% | Mean =2.77
Std. Dev. = 1.08
The tax-free flex -spending 35.30% 24.10% 21.50% 11.80% 7.40% Mean = 3.68
account for medical expenses Std. Dev. = 1.27
The tax-free flex -spending 17.90% 12.50% 25.40% 17.90% | 26.30% | Mean =2.78
account for child care expenses Std. Dev. =1.42
Auto and homeowners 8.00% 15.80% 27.10% 25.00% 24.10% | Mean =2.59
insurance available at a group Std. Dev. = 1.27
rate through MetLife
The health and wellness 14.10% 28.70% 29.90% 16.50% 10.80% | Mean =3.19
advocacy program through Std. Dev. =1.19
Health Advo cate
Supplemental life insurance 19.20% 23.40% 27.80% 17.40% 12.30% | Mean =3.20
options through Hartford Std. Dev. =1.28
Option to audit courses for free 35.50% 33.40% 20.00% 5.70% 5.40% Mean = 3.88
Std. Dev. = 1.12
Employee Wellness Program (Be 36.30% 32.70% 18.80% 8.60% 3.60% Mean = 3.90
Well Program) Std. Dev. = 1.10
SOS Travel Insurance 4.60% 13.70% 34.30% 24.30% 23.10% | Mean =2.52
Std. Dev. = 1.12
Zurich Travel Insurance 2.70% 7.60% 35.40% 26.50% 27.70% | Mean =2.31
Std. Dev. = 1.04
Hartford Travel insurance 2.50% 7.80% 36.10% 26.60% 27.00% | Mean =2.32
Std. Dev. = 1.03
100% covered preventative 79.10% 14.70% 3.20% 2.10% 0.90% Mean =4.69
medical services including Std. Dev. =.71
physicals, colonoscopy,
mammogram, hearing, vision,
prosta te specific antigen (PSA),
etc.
Ability Assist through Hartford 8.50% 16.40% 37.40% 20.40% 17.30% | Mean =2.78
(Counseling & employee Std. Dev. = 1.17
assistance)
Estate Guidance (Wills & trust s) 9.70% 17.90% 37.30% 18.20% 17.00% | Mean =2.85
through Hartford Std. Dev. =1.19
Critical lliness Insurance through 7.60% 17.30% 40.60% 20.00% 14.50% | Mean =2.83
UNUM Std. Dev. =1.11
Accident Insurance through 7.00% 15.90% 43.60% 18.60% 14.90% | Mean =2.81
UNUM Std. Dev. = 1.09
Long -term Care Insurance 8.90% 15.30% 41.10% 18.40% 16.30% | Mean =2.82
through John Hancock Std. Dev. =1.15
Retirees Health Care Savings Plan 19.30% 20.50% 33.90% 13.10% 13.10% | Mean =3.20
through TIAA -CREF Std. Dev. =1.27

Table 8 - Valu e of Specific Benefits

An independent sample T

-test found a significant

difference between

gender

and the perceived value of specific benefits. F  emale employees valued their
benefits significantly more than male employees (See Figure 4

2).
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Value of Specific Benefits by Gender

3.22
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Figure 42 & The Value of Specific Benefits by Gender

Throughout the research process, the HR Research Group endeavored to

collect data in relation  to the value that employees place on specific benefits.
The following graph shows the perceived value employees place on specific
benefits. The benefi t most valued by U SU employees wa s 100 percent covered
medical preventat ive services. The least valued was Zurich travel insurance
(Figure 43).
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Value on a Scale of 1-5

100% covered preventative medical serviceseé

Empl oyer Paid Basic Life and Accident al Death andg§q

Employer Paid Long Term Disability Insurance |

Employee Wellness Program (Be Well Program) |
Option to audit courses for free Y |
The tax-free fl ex-spendi|igiaceoinitfiormmediney! ¢
Retirees Health Care Savings Plan through TIAA-CREF [y
Supplemental life insurance options through Hartford |
The health and wellness advocacy program thirqughée
Benefits provided by Hartford |
Estate Guidance (Wills & trusts) through Hartford e
Critical lliness Insurance through UNUM |y
Long-term Care Insurance through John Hancock |
Accident Insurance through UNUM |
Ability Assist through | JHENCHIGINICENNS|e | i ng &¢é
The tax-free flex-spendi nigEcCICICNNINNNNCINNGE i | d careé
Benefits provided by Zurich |
Auto and homeowners i nsu {EicEINENIENINNEGNINE at aé
SOS Travel Insurance |
Hartford Travel insurance |y
Zurich Travel Insurance |

0 1 2 3 4

Figure 43-Emp |l oyeeds Value of Specific

5

Benefi
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Research Findings - Satisfaction

Satisfaction

Researchers defined satisfaction as: T he degree to which employees feel that
their needs are being met.  The average response of all items measuring
satisfaction of USU employees was 3.46,on ascale of 1t 05. Satisfaction was
divided into three main sub -constructs:

1 Overall Satisfaction
1 Competitive/Comparison
1 Satisfaction with Specific Benefits

Overall Satisfaction

Over 75 percent of the employees at USU are satisfied with their benefits. One

respondent st ated, o0l have used benefits to the ma
and happy | h a v e dispghagsnhe éurv@yajlestiens @sed to measure

overall satisfaction. Employees recorded the level of their agreement on a scale

of 1to 5, 1 being strongly a gree and 5 being strongly disagree, which was

reverse coded for analysis.

Neither

Survey Itenjs Strongly Agree Agree nor Disagree S_trongly Statistics
Cronbachds AMAmbp Agree . Disagree
Disagree

Overall | am satisfied with Mean = 3.85
my benefits plan at USU. 16.7% 59.5% 17.2% 5.6% 1.1% Std. Dev. = 0.80
| am satisfied with my overall Mean = 3.78
benefits package. 17.6% 55.3% 16.6% 8.0% 2.4% Std. Dev. = .91
USU considers my needs Mean = 3.29
when providing benefit plan 6.4% 36.3% 41.3% 12.0% 4.0% Std. Dev. = .90
options.
My overall benefits package 9.8% 42.9% 38.1% 7.9% 1.3% Mean = 3.52
is flexible. Std. Dev. = .83
My overall benefits package Mean = 3.23
is competitive with other 7.0% 20.2% 65.1% 4.8% 3.0% Std. Dev. = .77
universities' packages.
My overall benefits package Mean =3.19
is comparable to other 6.1% 19.7% 63.8% 8.0% 2.4% Std. Dev. =.76
universities' packages.

Table 9 - Satisfaction with Benefits

1 Seventy -six percent of employees agree  d that overall th ey we re satisfied
with their benefits.

1 Forty-three percent felt that USU considers their needs when providing
benefit plan options.

1 Less thanten percent of employees were not satisfied with their benefits.
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A regression analysisrevealed t hat an e mpl otha thairbendfits| | e f

packages we re flexible and that the university considered their needs when

making decisions regarding benefits  accounted for 42 percent of their overall

satisfaction (p =0.0001). One employee explained , o0l <care about my be
evenifldon't wuse any of them. o

Figure 44 shows that c lassified and professional staff significantly felt more
satisfied wi th their benefits package thanf  aculty (p = 0.013, 0.019). Overall, it
appears that employees we re satisfied with their benefit offerings.  The following

is a display of the means of employeesd satis
classification.

Employee Classification Satisfaction with Overall
Benefits

Satisfaction Level
w
(6)]

Classified
Professional

Faculty

Figure 44 - Means of Overall Satisfaction by Employee Classification

An Independent Samples  T-test found significant difference between male and
female employees and their satisfaction with benefits. Female employees were
more satisfied with their benefits at USU than their fellow male employees (p =
0.011) as presen ted in the figure below (Figure 4  5).
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Benefits Satisfaction by Gender

3.8

3.7

3.6
35
3.4

3.3
3.2
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3

3.7

Male

Female

Figure 45 - Means of Overall Satisfactionb y Gender

Fairness: Competitive & Comparable

Fairnessregarding benefits was defined as competitive and comparable to
those offered by other universities.  Through focus group and survey data

analysis, researchers found that employees did not know whether or not the
benefits offered by USU were competitive compared to other universities. The
specific survey questions used to measure fairness are found below in Table 10.
Employees recorded the irlevel of agreement on a scale of 1 to 5, 1 being

strongly agre e and 5 being strongly disagree, which was reverse coded for
analysis.

Neither

Survey Items Strongly Agree

Cronbachds Al ph agree Agree nor Disagree

Strongly Statistics
Disagree Disagree

My overall benefits package is Mean =3.23
competitive wi th other 7.0% 20.0% 65.1% 4.8% 3.0% Std. Dev. =.77
universities' packages.

My overall benefits package is Mean =3.19
comparable to other universities' 6.1% 19.7% 63.8% 8.0% 2.4% Std. Dev. =.76
packages.

USU considers my needs when 0 0 0 ) ) Means = 3.29
provid ing benefit plan options. R dleLi i Lo AU Std. Dev. =.90
gﬂe{(ﬁ)‘l’s_ra' | benefits package is 98% | 42.9% | 38.1% 7.9% 1.3% '\S"tfj"_’"[‘)e;_sfis

Table 10 - Perceived Fairness : Competitive & Comparable

1 Sixty-five percent of USU employees neither agree d nor disagree d that
USUG S b e neompetitige with those offered at other universities
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1 Sixty-four percent of employees neither agreed nor disagreed that
benefits at USU are comparpadkdges t o ot her un

However, one employee described the USU benefits package as foll ows:
competitive with other universities | have be

ANOVA found a significant difference between classified staff and faculty (p =

0.008). Faculty believed the benefits offered by Utah State University were
significantly more competitive than classified employees (See Figure 46).

Competitiveness by Employee Classification

3.42

3.5 -
3.4 3.27
3.3 A
3.2 3.0
3.1 A

3 -
2.9 . . .

Classified Professional Faculty

Figure 46 6 Competitiveness of Benefits by Employee Classification

A correlation of .672 was found between an e mpl oyeeds value of and
satisfaction with their benefits at USU. A regression analysis revealed that 45
percent of employee satisfaction was explained by the employee valuing t heir

current benefits package (p =0.0001).

Satisfaction with Specific Be nefits
The following table (Table 11) displays the list of benefits presented to employees

of USU and the percentage of employees who selected each level of

satisfaction on ascale of 1to 5,1 being highly satisfied and 5 being h ighly

dissatisfied, which was r everse coded for analNeyesi s. A si

Used. 6

Neither
. SEUSIED] . Never .
Survey |tem~s H|gh_ly Satisfied nor Dissatisfied . H|gr_1ly_ Used Statistics
Cronbachoés Al SEUSITED] . . Dissatisfied
Dissatisfied

Employer Paid Long Term 11.6% 26.6% 27.9% .3% .3% 33.2% | Mean =4.49
Disability Insurance Std. Dev.=1.24
Employer Paid Basic Life 13.7% 26.7% 27.3% .6% 0% 31.7% | Mean =4.49
and Accidental Death Std. Dev. =1.21
and Dismemberment
(AD&D) Insurance
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Benefits provided by 3.2% 12% 44.3% .3% 0% 40.2% | Mean =4.39

Hartford Std. Dev. =1.40

Benefits provided by .9% 5.7% 48.1% 0% 0% 45.3% | Mean =4.43

Zurich Std. Dev. =1.46

The tax-free flex -spending 18.5% 26.6% 27% 7.2% 1.6% 19.1% _

account for medical Mean = 4.11
Std. Dev. =1.28

expenses

The tax-free flex -spending 7% 8.5% 38.9% 1.6% .6% 43.4% _

account for child care Mean = 4.50
Std. Dev. =1.44

expenses

Auto and homeowners 2.8% 5.3% 41.5% 2.8% .6% 46.9%

insurance available at a Mean = 4.47

group rate through Std. Dev. =1.51

MetLife

The health a nd wellness 4.4% 18.7% 37.3% 1.9% .9% 36.7% _

advocacy program Mean = 4'§4

through Health Advocate Std. Dev. =1.40

Supplemental life 7% 19.7% 37.5% 1.3% .6% 34%

insE?ance options through Mean = 4.33
Std. Dev. =1.35

Hartford

Option to audit courses 21.8% 22.4% 22.1% .9% 0% 32.8% | Mean =4.63

for free Std. Dev. =1.18

Employee Wellness 24.9% 32.5% 23% 3.8% .6% 15.9%

ProSra%’n (Be Well Mean = 4.23
Std. Dev. =1.12

Program)

SOS Travel Insurance 1.9% 5.7% 39.9% .9% .3% 51.3% | Mean =4.62
Std. Dev. =1.47

Zurich Travel Insurance 0.9% 2.8% 40.7% .9% 0% 54.6% | Mean =4.68
Std. Dev. =1.48

Hartford Travel insurance 1.3% 2.9% 40.8% .6% 0% 54.3% | Mean =4.68
Std. Dev. =1.47

100% covered 53.6% 23.7% 11.4% 1.3% .3% 9.8% Mean = 4.58

preventative medical Std. Dev. =0.88

services including

physicals, colonoscopy,

mammaogram, hearing,

vision, prostate specific

antigen (PSA), etc.

Ability Assist through 1.9% 5.4% 38.8% .6% 0% 53.3% _

Hartford (Counseling & Mean = 4.68

. Std. Dev. =1.45

employee assistance)

Estate Guidance (Wills & 1.3% 4.7% 41.1% .9% 0% 51.9% | Mean =4.62

trusts) through Hartford Std. Dev. =1.47

Critical lllness Insurance 1.3% 5.4% 42% .6% 0% 50.6% | Mean =4.59

through UNUM Std. Dev. =1.46

Accident Insurance 1.9% 5.4% 41.8% .6% 0% 50.3% | Mean =4.59

through UNUM Sd. Dev. =1.46

Long -term Care Insurance 2.8% 5.1% 41.8% .3% 0% 50% Mean = 4.6

through John Hancock Std. Dev. =1.45

Retirees Health Care 7% 12.4% 34.1% .6% .6% 45.2% _

Savings Plan through TIAA - Mean =4.6
Std. Dev.=1.40

CREF

Table 11 - Employee Satisfaction

of Specific Benefits
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One employee stated onthesurvey, 01 | i ke USU benefits becau
than where | used wrae avAp kr. &c iAamtoe htelme benefits
have and the universities efforts to help us
Figure 47 be low displays the list of specific benefits presented to USUemployees

and their level of satisfaction with each on a scale of 1to 5 . Employees were

most satisfied with the 100% covered preventative medical services including

physicals, colonoscopy, mammog ram, hearing, vision, prostate specific antigen

(PSA), etc. Secondly, employees were satisfied with the option to audit courses

for free. The item ranked third in satisfaction was the Employee Wellness Program

(Be Well Program).
Level of Satisfaction ona 1-5 Scale

100% covered preventative medical serviceseé |
Option to audit courses for free |
Employee Wellness Program (Be Well Program) |
Employer Paid Basic Lifelfand Accidental Deajheé
Employer Paid Long Term Disability Insurance |

The tax-free flex-spendilpfgaccount Tor medijcal ¢
Supplemental life insurance options through Hartford 1
Retirees Health Care Savings Plan through TIAA-CREF |
The health and wellness__advocacy prograne
The tax-free flex-spendi nigEcCICIoNNTNNCINGINN d careé
Benefits provided by Hartford |y
Long-term Care Insurance through John Hancock I
Ability Assist through | BHENEICHNCINECONNNSN | i ng &é
Accident Insurance through UNUM 1
SOS Travel Insurance [
Critical lliness Insurance through UNUM [y
Benefits provided by Zurich |
Estate Guidance (Wills & trusts) through Hartford I
Aut o and homeowner s i nsu (JEcEINGIENINNEIGINENN, ¢t aé
Hartford Travel insurance |
Zurich Travel Insurance |

0 05 1 15 2 25 3 35 4 45 5

Figure 47 - Level of Sat isfaction of USU Employees in Regards to Specific Benefits

Figure 48 shows the percentage of respondents who had not used specific
benef its. Preventative care and the Employee Wellness Program at USU we re
the benefits - that were most often used by employee s. The benefits that were
least utilized by employees were travel insurances offered by Zurich and

Hartford.
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Never Used as a Percent of Total

Zurich Travel Insurance

Hartford Travel insurance

Ability Assist through Hartford (Counseling & employ
assistance)

Estate Guidance (Wills & trusts) through Hartfo
SOS Travel Insuranc

Critical lllness Insurance through UNU
Accident Insurance through UNU

Long-term Care Insurance through John Hancg

Auto and homeowners insurance available at a group ra
through MetLife

Benefits provided by Zuric

Retirees Health Care Savings Plan through TIAA-C

The tax-free flex-spending account for child care expen

Benefits provided by Hartford

The health and wellness advocacy program through Hea
Advocate

Supplemental life insurance options through Hartfo
Employer Paid Long Term Disability Insura

Option to audit courses for free

Employer Paid Basic Life and Accidental Death &
Dismemberment (AD&D) Insurance

The tax-free flex-spending account for medical expens

Y2ANF YI KSENRY3IS| GAEA2)

0% 10% 20% 30% 40% 50% 60%

Figure 48 - Benefits Never Used By Employees at USU
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Conclusion

This study sought to discover the degree in which employees were aware of,

valued and were satisfied with their USU benefits packages. Overall, USU
employees were satisfied with their benefits. The following statements review key
findings of employee perceptions regarding awareness, value, and satisfaction.

Awareness

Professional (p = 0.0001) and classified employees (p=.016) were overall more
aware of their benefits than were faculty.

Younger employees expressed more  desire for education than middle -aged
employees (p =.002).

The benefits most employees claimed they were aware of include the following,
respectively: Employee Wellness Program (Be Well Program), Tax  -free flex -
spending account for medical expenses, and 100% covered preventative

medical services.

The benefits at USU that employees were least aware of included Estate
Guidance (Wills & trusts) through Hartford, Zurich Travel Insurance and Hartford
Travel Insurance.

Value

Eighty -eight percent of employees valued their benefits package.

Classified (p = 0.006) and professional staff (p = 0.001) valued their ben efits more
that faculty.

The perception of flexibility accounted for 36% of the value employees placed
on their benefits (p = 0.0001).

The benefit most valued by USU employees was 100 percent covered medical
preventative services. The least valued was Zu  rich travel insurance.

Satisfaction
Over 75 percent of the employees at USU are satisfied with their benefits.

Sixty-f i ve percent of USU empl oyees neither agree
benefits are competitive with those offered at other universitie S.
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Faculty understood their benefits the least of the classification groups and were
the least satisfied with their benefits.

Female employees of USU were found to be more satisfied with their benefits
than male employees (p = 0.011)

Forty-five percent o femployee satisfaction was explained by the employee
valuing their current benefits package (p = 0.0001).

In a list of satisfaction for specific benefits, employees ranked the following as

the benefits they are the most satisfied with the following, resp ectively: 100%
covered preventative  medical services, the option to audit courses for free , and
the Employee Wellness Program (Be Well Program).

Preventative care and the Employee Wellness Program at USU were the benefits
that were most often used by emp  loyees. The benefits that were least utilized by
employees were travel insurances offered by Zurich and Hartford.

Conclusion

The following graph represents the means of all items used to measure

employee perceptions of: awareness, value, and satisfacti ononascaleofl -5
(1 being the least and 5 being the most). Overall, it appears that employees

valued, and were satisfied with their benefits as offered by USU, but could

benefit from additional education concerning the benefits that USU offers

Means of Awareness, Value, and
Satisfactionona 1-5 Scale
9.40
e 3.21
o 2.72
2.5 -
2 -
1.5 -
1 .
0.5 -
0 ; ; .
Awareness Value Satisfaction

Figure 49 8 Means of Employee, Awareness Value, and Satisfaction

The findings of this study are very important to enable a targeted approach to
address the concerns and misunderstanding of these groups of employees.
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Recommendations

Suggestions derived from foc  us groups
T o[ Havel eagr cexpl anation and summary 1in | ayme
options listed under the employee section on the USU Banner website. 0
1 ONo information is given to us at the end of the year to help us see if it
would be better to switcht 0 a different plan. It would be nice to receive a
summary of what all happened the year before and which plan would
have been the 1) best cost, 2) best coverage . 0
1 OExplain our benefits to us in layman's terms or present them visually since
the handouts are  so text-heavy and uninviting toread. 6
1 o[ Ha v enk page document listing benefits with direct links to areas on
a website. 0
o0 [ T IBeWell program should be available more than just working hours! 0
oClosely following the survey administration (middle of January) have a
group information session about benefits offered to employees of USU . 0

= =4

Recommendations from HR Research Group

Awareness
Education
1 Closely following this study, have a group information/Q&A session about
benefits offered to employees of USu
1 Explain rationale with regards to future changes to benefits package
(Explain the why with the what)

Value
Flexibility
9 Consider extending Be -Well Program hours
1 Vision/Dental coverage consideration
1 Free/Discount parking
1 Employee discounts on sporting e  vents

Satisfaction
Competitiveness
1 Communicate and emphasize to employees the competitive nature of
USU benefits.
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Survey Distributed

Survey Open -ended Responses

Additional Survey Data

Short-t er m Di sabi DpenhRespor®a her 6

Supple ment al Life | nOpenResmorse 0 Ot her 6
Primary Source to Referto 0 Ot her 6 Open Response
Focus Group Questions

Focus Group Responses

Current Benefit s Plans
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Survey Questions

1. Please tell us a little about yourself.

1. Age
O 19 and under

() 201029
() 301039
() 401049
() s0t059

O 60 and over

2. Gender
Q Male
O Female

3. What is your annual USU salary level?

() Less than $25,000
() 25,000 - $49,999
() $50,000 - $74,999
() $75,000 - $99,999
(©) $100,000 - 124,999
() $125,000 - $149,999

() $150,000 or more

4. What is your employee classification?

O Non exempt (Classified Staff)

O Exempt (Professional Staff)

O Exempt (Faculty)

5. With which campus are you most affiliated?
O USU Logan Campus

O A USU Regional Campus or Distance Education Center

6. How many years have you been working for USU?
Q 0 to 5 years

O 6 to 10 years

O 11 to 15 years

O 16 to 20 years

O 21 to 25 years

() 26 10 30 years

Q More than 30 years

7. Marital Status
O Single
O Married
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1. Age
O 19 and under

(O 20to29
(O 30to39
O wtode
() s0to59
O 60 and over

2. Gender
O Male
O Female

3. What is your annual USU salary level?
O Less than $25,000

(O 525,000 - $49,999

O $50,000 - $74,999

QO $75,000 - $99,999

(O $100,000 - $124,999

(O $125,000 - $149,999

O $150,000 or more

4. What is your employee classification?
O Non exempt (Classified Staff)

O Exempt (Professional Staff)

O Exempt (Faculty)
5. With which campus are you most affiliated?
O USU Logan Campus

O A USU Regional Campus or Distance Education Center
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