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Overview
Human Resource Executive’s® Executive Q&A on Benefits offers a unique opportunity to tell over
75,000 Print, 54,000 App and 100,000+ Digital Edition HR decision-makers what your top executive
thinks about the benefit industry.
Don’t miss your opportunity to be part of the new Executive Q&A on Benefits. Published in the April
2018 issue of Human Resource Executive. This is your chance to answer questions from our editorial
department on the state of employee benefits.

Includes:
When you buy 1 tabloid advertisement in the April 2018 issue you’ll receive:
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WHAT’S AHEAD
Elizabeth Halkos
Chief Revenue Officer
Purchasing Power

Financial Stress and Productivity Are
Inextricably Linked

C

reating robust wellness programs is
a hot topic among many employers
today, especially with the heightened
visibility and regulations around them in the
Affordable Care Act. According to a 2013
Aon Hewitt survey, 84 percent of employers
offer incentives and rewards to encourage
participation in wellness programs.
With such a heavy focus on wellness,
two of the main outcomes companies
expect are reduced healthcare costs, as
employees should be healthier after they
participate, and increased productivity, as
healthier employers are less likely to take
unexpected absences from work.
However, many employers fail to
recognize one of the key components of
a holistic wellness program—the financial
health of their employees. Not only does
financial wellness among the employee
base drive productivity, but employees who
are financially secure are more likely to be
retained.

Indicators of Financial Stress

While gains in the stock market and
the economy have led some companies
to believe their employees are also
recovering financially, this is just not the
case. According to most research, many
employees are struggling more today than
they ever have in the past.
In 2013, a Harris poll was conducted on
behalf of Purchasing Power to learn more
about the current state of employees’
finances among U.S. adults ages 18 and
older. The survey results revealed some
of the financial-stress indicators that
companies should be concerned about:
• Outstanding loans against a 401(k)
plan. Twenty-four percent of respondents
who say that they or their spouse
participate in a retirement program through
an employer have borrowed against their
retirement program in the past three years
to pay for current needs.
• Stagnation. Fifty-six percent see no
change or a decline in their financial health
compared to a year ago.
• Daily struggles. Forty-eight percent
are unable to make the major purchases
they need, while 44 percent say they do not
have at least $2,000 in emergency savings
for unplanned expenses.
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Productivity Drain

It’s a common
misperception:
Organizations believe
their employees’
personal finances and
the struggles they face
are just that—personal.
However, employees
are bringing their
personal finances to
the workplace.
Forty-four percent
of employees worry
about finances while at
work, and 29 percent
actually spend on
average two hours
per week at work dealing with financial
problems. This means employees are
not focused on the work that matters,
ultimately draining productivity and
costing their company tens of thousands
of dollars in hidden costs per week.
Even more troubling, these numbers
haven’t factored in the health-related costs
that result from a lack of financial wellness.
Employees who have high stress due to
financial debt may experience:
• two times the rate of heart attacks,
• three times the rate of ulcers or
digestive issues,
• a 44 percent greater chance of
suffering from migraines, and
• a 500 percent increase in anxiety and
depression.
Any of these issues will contribute to
increased healthcare costs and a higher
rate of absenteeism from employees due
to illness, again impacting productivity
negatively.

Finding a Solution

Traditional solutions no longer solve
the complex problems your employees
face. Companies should address their
employees’ current financial stability
and help them build a financial safety
net through their benefits package.
Providing core benefits in addition to a
wide variety of voluntary benefits will help
increase employees’ financial well-being,
resulting in a more focused and productive
workplace.

According to a 2012 MetLife study, 49
percent of employees report that they
count on their company to help with their
financial-protection needs. As an added
incentive, 71 percent of employees cite
their benefits as an important reason why
they stay with their current company.
Expanding the voluntary benefits offered is
the most cost-effective solution to helping
employees.
In addition, employers must look
beyond their retirement plans to create a
comprehensive financial-wellness program
that accomplishes three objectives:
1) increasing awareness, 2) providing
education and 3) helping employees
engage in positive behavior. A successful,
multi-faceted financial-wellness program
should include:
• financial planning,
• credit and debt counseling,
• online self-help tools, webinars and
seminars to increase financial education,
and
• an employee purchase program that
helps employees make smarter decisions
when buying products and services they
need.
Employee financial wellness is a critical
component to an organization’s success.
If your company isn’t currently thinking
about financial health as an aspect of its
overall wellness program, then you
are jeopardizing the long-term health
of both your employees and your
company.
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Executive Q&A on Benefits – April 2018 Issue
Guidelines
Human Resource Executive® is offering a unique opportunity for your company leaders to share their views
with more than 75,000 Print, 54,000 App and 100,000+ Digital Edition HR executives who subscribe to the
magazine.
Please answer these 3 questions:
1. What are the biggest challenges facing HR leaders today as far as employee benefits is concerned?
2. Where do you expect to see HR and benefits leaders focusing their attention in the coming months as they 		
attempt to address those challenges?
3. What areas of employee benefits are especially ripe for innovation?
Don’t miss your opportunity to be part of this Executive Q&A! This is your chance to speak with authority
about the issues HR decision-makers care about most!
Below are a few items to keep in mind as you plan to promote your company in this special section.
Maximum word count: Tabloid (650 words), 1/2 Tabloid (350 words)
Deadline: February 26, 2018

 Be sure to answer the posed questions and don’t write about your company and products.

(This is a chance for you to share your strategic vision, and we reserve the right to edit anything that sounds 		
too promotional.)

 We encourage you to have an “officer of the company” to provide responses.
 Make sure you direct your comments to a senior HR executive audience.
 In crafting your responses, we encourage you to be original in your thinking and thought-provoking
in your writing.

 Submit your answers as a Word document to Nancy Sicilia at nsicilia@lrp.com. Include your company name, 		
the contributor’s name and title, company location (city and state), and url.

 Also, please submit a color photo of the author (save as a TIFF or JPEG at a resolution of 266 dpi or 			
higher). Either e-mail the photo or send a hard copy to Nancy Sicilia, Human Resource Executive, Talent
Management Outlook, 747 Dresher Road, Horsham, PA 19044.

 We will select artwork that helps to illustrate your responses. The section will be attractively presented.
Our art director and editors will select, with care, a photo or illustration that complements your topic.

