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Aon’s Healthcare Industry Practice
Health Solutions

Specialized service to healthcare clients:

* Local market insight supported by national best practices

* Industry-specific benchmarking across all benefits

Experience in healthcare operations and delivery

Data-driven and evidence-based approach for actionable insight

Expertise in establishing health plan governance with multiple stakeholders
Healthcare SMEs in M&A, talent & rewards, risk, reinsurance, and retirement

Aon’s Health Solutions Consulting-Healthcare Industry Practice Innovations:
A national practice consisting of:

450+

95.29 client Hospital benefit survey Pharmacy purchasing coalition Pioneered clinically integrated
healthcare e 70 retention that includes 1,400+ with dedicated hospital-focused accountable care for self-insured
clients hospitals service team programs

_ _ _ We serve healthcare organizations as both...
Highly experienced with: Employers Providers
« Academic medical centers * Plan Design * Voluntary Benefits « Population Health . GeoAccess and
e Community hospitals * Network Tiering * Union Relations + Value-Based Care Specialty Network Analysis
* Specialty and children’s ’ g/'emberdEggane_milnt o ’ Eharm?cy (;c;]aht}o.ns ; + Care Management * Centers of Excellence
- o - Executive, sician, an _ .
hospitals . Warllebar'] Sene o avigatien Staff Benefitsy * Domestic Steerage * Commercial Plans
 Physician practice groups ellbeing Strategy N - : « Hiagh- j
e . Time Away & Life Solutions - Diversity, Equity and Inclusion » Internal Pharmacy High-Performing Networks
* Senior living and long-term care . Audits - Workforce Resilience « ACO integration
* Provider-owned health plans
* Vendor Management
Risk Capital Corporate Risk Reinsurance Human Capital Health Wealth Talent
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What is the Benefits Survey of Hospitals?

Our survey is in its eighteenth year of providing

the crucial benchmarking and trend data hospital -
employers need to make informed decisions: 5023
Participating hospitals receive the comprehensive  Benefits Survey ey Offerings
of Hospitals

report and regional benchmarking at no cost

30%

In 2023, 160 health systems participated, -
representing over 1,400 hospitals and 3.3+ e T e
million employees across the U.S. s =

‘etirement/restoration plan 599

We receive direct feedback on “hot issues” and
iInnovations from hospital CHROs and Benefits
Executives.

sability salary continuation  7g0,
‘etirement/restoration plan  ggoy,

lividual long-term disability 79,

Aon Benefits Survey of H@

I
>
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Healthcare Employer Concerns

* Access to mental health services and providers T3
Burnout and workforce resiliency —
=== |ncreasing healthcare costs for the health system T7
Competitive total rewards to attract and retain talent 13
Improving health outco —
@nting_and managing chronic health conditions 81% T2
— |ncreasing healthcare costs for employees T5
Employees understanding the value of the benefits L5
Member satisfaction with the health plan L2
+ Retaining services within domestic network La
Work/life balance
=  Financial stress for employees
Adequacy of and access to domestic network
Social determinants of health
Meeting needs across generations of employees
Benefits supporting diversity, equity and inclusion (DEI)
Increasing availability and cost of specialty medications
Business demands of the health system on plan design
Fiduciary obligations of plan sponsor
Access to provider cost and quality data
Provider accountability for cost and health outcomes
Preserving member choice
Navigating the healthcare delivery system
Aging workforce
Privacy concerns
Flexible platform with choice in benefits selection
Union organizing
AON Differentiated benefits by role or service line propristary & o o7

0% 25% 50% 75% 100%
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Healthcare Employer Strategies Implemented
What strategies have organizations adopted to address their concerns?

Strategies
Offer digital tools (mindfulness, weight management, etc.)

— \/irtual care for behavioral health services
Increase use of virtual care for all medical services
— \anagement of members with chronic conditions
Solutions for financial, physical or emotional wellbeing
Create a culture of health at the worksite

Internal pharmacy strategy on specialty medications
Focused management of high cost members/claims

Improve access to primary care

——P  Address affordability via out-of-pocket/payroll
Offer employees/families navigation support services
Offer employees/families decision support tools
—)  Steer to domestic Centers of Excellence
Narrow or restricted Rx formulary, network or design
Leveraging ACO/CIN

—)  High performing narrow network

Onsite clinic

Identification and management of rising risk population
Optimize 340B pharmacy utilization

Performance-based compensation for providers
Differentiated Tier 1 for ambulatory surgery/imaging/labs
Join pharmacy purchasing coalition

No coverage for out-of-network non-emergent services
Incentives for chronic condition care adherence
Increased employer subsidy for health plan

Offer domestic-only network plan

Require use of surgery network

Reference-based pricing for non-domestic tiers
m— Reduced employer subsidy for health plan
Offer free health plan

Incentivize virtual primary care to coordinate all care
Become a PBM for the benefit plan

Eliminate HDHP plan

ﬁ

ﬁ

81%
77%
77%
75%
75%
74%
73%
70%
69%
68%
57 %
57 %
57 %
549%
53%
53%
52%

51%
44°%
42°%
37 %
34 %
29%
25%
23%

19%

19%

18%

11%
10%
8%
8%
8%

Implemented @® Considering
24°%
24%

0%

3%

25%

50%

75%

100 %
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Responding to Workforce Challenges
What benefits have organizations implemented or modified in the last 12 months?

Benefit Strategies Total @ Unmodified @ Modified within 12 months @ Considering

Tuition reimbursement programs 95% 63 % 32 % 3%

— Voluntary Benefits 94% 4%
Flexible work options (e.g., work from home, flexible hours) 93% 66 % 27% | KRG
Personal leave 84% 2%
e Financial wellness/planning 80% 1%
Expanded wellbeing offering 71% 14%
Gender affirming benefits (e.g., surgery, hormone therapy) 64% 14%
—_—) Enhanced behavioral health (beyond EAP/carrier) 57% I A 25
Reduced hours for benefits eligibility 53% 4%
Paid parental leave (beyond state/city mandates) 45% Y- R CLZ A 21%
—) Student loan restructuring or repayment programs 44% YL N LD N 37 %
Subsidy for adoption benefit 43% 18%
Commuter benefits 40% 35% 5% 6%
Time off for volunteering 34 % [ DT/ 18%
Subsidy for backup childcare 34 % 16%
—) [ xpanded fertility coverage beyond the medical plan 30% 21%
Onsite daycare 28% L2 14%,
Purchasing program 28% -2 1%
Voluntary products for non-benefit eligible employees 25% 1%
Subsidy for backup eldercare 25% 14%
On-site Care Navigator 23% 12%
Sabbaticals 22% [ LZAFEZ 10 %

Wellness Spending Accounts 20% 14% 7% 23%
—) Paid caregiver leave 19% 15% 4% 28%
Wellbeing Day (paid time off) 13 % BEMPAZREL 14%

Free Health Plan Option 13% BR:LZNEY/ 6 %
Full Flex or Buy Down benefit selection structure 8% W&ZRELNN 7 Yo

Subsidy for surrogacy benefit 8% ERZIERL 22%
AON Flat dollar amount to select benefits 6% 12% Proprietary & Comentir| 3085

— | ifestyle Spending Accounts 3% EIREZ 33 %
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Assessing Culture to Support Workforce Needs

How do organizations rate
programs designhed to
attract and retain talent?

Annual compensation adjustments

Increased flexibility (e.g., remote/hybrid working)

The chart shows how many One-time compensation (e.g., sign-on bonus)
respondents rated each

program as “high” Generous/flexible benefits
effectiveness (4 or 5 on a

scale of 1-5). Leave policy (including PTO)

Career development tools
Training (e.g., reskilling, manager training)
Wellbeing benefits

Perks (e.g., onsite food, etc.)



Talent ;
Differentiated Benefits

Do organizations differentiate benefits by line of business or role?

® Yes

Executives _ 61%
Physicians _ 60%
Residents _ 38%
Advanced Practice Provider (APP, Physician Assistant, APRN) - 27%
Per Diems [ 24%
Nurses - 11%

Other line of business (e.g., urgent care, physician offices, clinics, etc.) . 8%
Service Workers . 7%
Home Health Workers . 6%

Health Solutions
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Responding to Workforce Challenges
Time-Off Strategy Changes

What new time-off strategies have organizations implemented or modified in
the last 12 months?

Changes to time-off policies continue to evolve due to shifting workforce
shortages and demands.

® Modified ® Considering
Modified vacation/paid time off annual cash out policies 20%
Allowances for sick leave beyond what is required by law 20%
Added more paid holidays 19%
Ability to use paid time off into negative balances 16%
Increased paid time off (non-mandatory vacation) policy 6%
Increased vacation/paid time off carryover policies 6%
Increased vacation/paid time off bank for newer staff 3%
Reduced vacation/paid time off carryover policies 3%

AON

Hese
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Responding to Workforce Challenges

Workforce Strategy Changes

What workforce strategies have organizations implemented or modified in the last

12 months?

Offered more hybrid (virtual and office) working

Increased full-time remote workers

Increased hiring out-of-area workers

Allow employees to work from greater distances: other states, etc.

77%
65%
63 %
57%

Offered flexible hours (day start or end)

Polled employees regularly to understand their preferences
Offered flexibility in days worked

Offered career expansion (e.g., time on another team)
Offered phased return from leave

Offered employee shift selection

Increased part-time eligibility

Reduced benefits eligibility waiting period

Increased benefits available to per diems

Offered phased retirement

AON

56 %
30%
25%
19%
17%
12%
7%
7%
7%
6%

Implemented/Modified @ Considering
%0
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My organization is taking necessary actions
to protect health and safety of employees.

My organization’s work environment is inclusive: people
with different cultures and backgrounds are respected.

My organization supports employees’ physical,
emotional, financial, and mental wellbeing.

Employees are able to work remotely and stay
connected to their work, team and the business.

My organization’s workforce has a sense of support and
connection from their work community.

- My organization’s total rewards package
meets our employees’ needs.

Employees are able to work remotely and
maintain a healthy work/life balance.

Our total rewards package is inclusive and meets the
needs of diverse lifestyles, and backgrounds.

My organization’s workforce is agile and can
pivot and adapt to new circumstances.

P Qur total rewards package is competitive for attracting
and retaining the talent we need to succeed.

My organization’s workforce is resilient:
employees can handle change.

My organization’s wellbeing
initiatives are effective.

My organization’s workforce experiences
high overall wellbeing.

— Employees fully understand what their total rewards
package is at my organization.

17 %
0%

25%

Assessing Culture to Support Workforce Needs
Assessing and Designing Total Rewards

90%

(o)

6%

85%

79%

75%

69%

68%

68%

61%

57%

56%

56%

46%

50%

75%

100%
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Employee Experience and Communications

Implemented @ Considering
Which communications g Short pulse survey(s)
o = Total rewards question in other survey
steps have organizations _% Conducted focus groups for benefits only
taken in the last 24 > Long focused survey on benefits
months to articulate %’, Conducted focus groups for total rewards
benefits and total rewards g_ SLong focus.ed survey on total rewards
5 urvey testing employees preferences
offerings?
@ Equipped HR to communicate key messages
'g; Year-round communication strategy
© Communications campaigns by talent segment
® Employee Value Proposition drives comm strategy
Focused town halls, lunch and learn, etc.
Virtual benefits counselors
% Total Rewards Statements
§ Decision support tools
5 On-site benefits counselors
Dedicated care navigators: in-person or telephone
Dedicated care navigators: digital

Health Solutions
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DEI Actions Taken

What changes did organizations make to benefits to increase equity and inclusivity?

® Implemented/Modified @ Considering

Accessibility of benefits (e.g., virtual care, on-site clinic) 4%

52% 16 %

Affordability for low wage earners
Caregiver resources (back-up childcare, eldercare, on-site daycare, etc.) 48% 16 %

Inclusive benefits for LGBTQ+ population 46 % 21%

Benefits eligibility definition (for employees or dependents) 44°% 8%

42 % 26%

Family building options (fertility, adoption, surrogacy, etc.)

Flexibility and choice in benefits to fit personal priorities 39% 23%

Culturally competent care for LGBTQ+ population 399, 19%

Expand benefits for those with disabilities (e.g., hearing aids, vision, assistive devices) 31% 2309/,

Culturally competent care for BIPOC population 31% 15%

Loan repayment 29% 26 %

Financial assistance for transportation 23% 15%
Financial assistance for food insecurity 20% 15%

Financial assistance for housing and environmental support 16% 16 %

Paid time off program expansion (e.g., caregiver leave) BEELA 28%

Health Solutions
Proprietary & Confidential | 2023
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Health Plan Cost Sharing

Addressing Low-Wage Earners

What cost-sharing
strategies do organizations
use to keep health care
affordable for low-wage
earners?

Measuring Bad Debt &
Charity Care for your
employee plan is
essential to understand
true cost

AON

Lower contributions based on salary
Custom fee schedule for domestic services
Lower copays or coinsurance

Lower deductibles

Patient financial needs programs

42°%
30%
29%
28%
25%

Lower OOP maximums

Affordable part-time coverage

Employee financial needs programs

Subsidy for those below federal poverty level
Emergency savings fund

Salary-based HRA or HSA funding

Free health plan options

Max OOP based on income

Low-cost OOP financing through third party

21%
21%
19%
16%
16%
13%
13 %

7%

5%

® In Place ® Considering

19%

11%
15%
16 %
11%
13%
13%
18 %
11%
14%
13%
7%
8%
9%

Health Solutions
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Plans Offered

How Prevalent Are Different Plan Designs®?

Health Plan Prevalence in: Hospitals, Plans, Enrollees

77%
% of hospitals with

this type of plan
@ °)o of plans that are

this type
Eo0 95% Eo0 @ %° of members
° ° enrolled in this type
of plan
28%
(0]
21% 18%, 19%
15% 15%
12% .
3 o

° 3%
]

Domestic-Only "Low" Deductible High Deductible "Low" Deductible High Deductible

Plans Steerage Plans No-Steerage Plans

Types of Health Plans

23% 10%
offer four or more offer only one
health plans health plan
37 %
offer three 30%
health plans

37% 38%
of respondents do offer an HDHP that they fund

not offer an HDHP by contributing to an HSA
(82%) or an HRA (18%).

259,

offer an
unfunded HDHP

Health Solutions
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Domestic Utilization Strategies

What strategies are hospitals using to drive utilization of their own facilities or providers
(also known as domestic steerage)?
A key strategy health systems use to address cost (for both employer and employee) and quality is to

encourage members to use their own facilities and providers. The ongoing option of remote/hybrid
work settings may impact employer strategies and the role of domestic designs in the future.

® In Place ® Considering

5%

Offer lower costs at domestic facilities or providers 76 %

21%

Use a utilization management organization 46%

Exclude certain providers from the network 41% 9%

18%

Offer a domestic-services-only plan* 19%

18%
23%

Referral mechanism within ACO or CIN 14%

Require first/second opinion at a domestic facility or provider 12%

Advanced payment models for ACO or CIN 8% 16 %

Health Reimbursement Account (HRA) for domestic use only 5% - 9%

* Some health systems
have domestic only for
facility-based services
while others restrict the
network for both facility
and professional
services. All hospitals
offer the domestic-only
plan as an option to
choose.

Health Solutions
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Domestic Tiers and Networks
Improving Access to Domestic Care

What strategies have hospitals implemented for improving employee access to hospital and physician services within

their domestic network?

Supplement with telehealth/virtual care services

ldentify non-affiliated providers and specialties for domestic tier

Offer access to a navigator

Set up on-site or near-site clinic dedicated to employees

Re-design patient flow (e.g., more extensive use of medical assistants)
Extend hours for practices (weekend/after hours)

Set up dedicated “open access” slots for employees

Re-evaluate physician panel capacity/methodology

Partner with vendor (e.g., GoHealth) on urgent care strategy
Virtual-first primary care health plan design

Partner with vendor to offer Direct Primary Care services

75%
47 %
35%
33%
27%
26%
22%
19%
16%
15%

9%

13%

—h

9%
15%
23 %
25%
19%
25%
9%
33 %
11%

Health Solutions
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12%

18
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Rx Plan Design

What Rx programs are hospitals deploying to manage cost and quality?

A variety of programs can control Rx costs by managing prescriptions, prices, and providers. Respondents employ programs such as:

=) Clinical programs such as prior authorization, step therapy and quantity limits 92%
Specialty drug access limited to a specific specialty pharmacy 63%
m—) An incentivized benefit (lower/no co-pay) at the internal pharmacy 54%
) [ xcluded non-formulary medications 46%
Specialty manufacturer assistance maximizer programs 29%

) A |imited formulary developed by the PBM (more limited than their standard formulary) 5%
Mandatory generic substitution 5%
Mandatory mail order 23%
) 90-day prescriptions only available through the internal pharmacy 17%
Apply 340B acquisition cost to health plan 17 %
) Specialty copay accumulator programs 17 %
4,5 or 6 Tier plan design [N KR

A custom formulary controlled by the organization’s pharmacy department
Site-of-care management

Carve out vendors for specific services such as specialty drug management, utilization management or prior authorization K4

Value-based contracts through PBM or pharmaceutical manufacturers (e.g., such as pay-for-performance or partial reimbursement for non-compliance)
J-code block of injectable drugs from Medical Plan m

Medication reconciliation services at internal pharmacy m

Health Solutions
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GLP-1 Coverage For Weight Loss

Aon asked clients what future steps they were considering to take to curb coverage

Is your client considering future steps to curb coverage?

Modifying other PA criteria N 15,

Modifying PA criteria- increasing minimum BMI needed for eligibility N 6%,
Changing plan design- adding a separate OOP cost / 0%
Changing plan design- incorporating the use of copay card N 49,

Changing plan design- adding a separate tier for weight loss coverage S 49
Req. add'l program part. to qualify for coverage—i.e., weightloss programfor6 mos. NN 2 6%
Coverage limit- duration of coverage N 6,
Coverage limits- dollar limit S 29
Eliminating coverage S 4%,
Client undecided A, 3 6%
No A 1 3%,

0% % 10% 1% 20%4ote: Réal¥ondentd@buld seléetmultiptéloptions

36 % of Healthcare Employers do not provide coverage for GLP-1s for Weight Loss. Cost is most
often cited as reason for not covering.

*For the 64 % that do cover GLP-1 weight loss medications, 36 % are currently undecided on how to move
forward on coverage requirements/restrictions.

AON Source: 2023 Aon GLP-1 Coverage for Weight Loss survey of healthcare clients

Legal Copy Helvetica Regular 8/9.6 Black



Wellbeing
Top 5 Wellbeing Priorities for Hospitals

What areas do hospital employee wellbeing programs cover?

In 2023, emotional wellbeing replaced physical wellbeing as the most popular
focus.

Emotional wellbeing
e.g., mindfulness, stress management, etc.

Physical wellbeing
e.g., fitness and nutrition

Financial wellbeing
e.g., financial planning, loan programs, etc.

Social wellbeing, e.g., community service
outing, book club, peer challenges, etc.

Career, e.g., professional development/
training, recognition, work flexibility, etc.

Health Solutions
Proprietary & Confidential}2022
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Emotional wellbeing resources
Educational sessions on wellbeing
Create culture of caring
Mindfulness programs/apps
——)  Enhance safety programs
Resiliency training and resources
Centralized wellbeing committee
Professional on-site counseling
Wellness/listening rounds
Offer flexible work options
——) NManager trainings
Virtual navigator

Improve work flow efficiency
On-site wellness days
Collaboration with community
Engagement groups

Expanded Code Lavender team

=P Peer to Peer support programs
Implement team-based care model

—)  Custom EAP for clinicians

Engage clinicians in joint decision making

Review productivity goals

Appoint chief wellness officer

Pay for performance

Enhance work/life integration

On-site navigator

Reduce clerical burden, increase time with patients
Establish duty-hour limits

Appoint chief experience officer

Wellbeing/Clinical Transformation center

Burnout metric with CEO accountability

Allow employees to bank “overtime” for later

ﬁ

ﬁ

Strategies to Address Burnout

73%
72%
71%
69%
68 %
50%
50%
49%
43 %
42°%
41%
40%
39%
38%
36 %
35%
33%
33 %
31%
31%
29%
28%
26%
26%
25%
24°%
19%
18%
10%
10%
10%

6%

® InPlace

@® Considering

B 50
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Care and Condition Management

What specific Pre-Diabetes/Weight Mgmt 59% 25%

conditions do Maternity Care 54% 42% 4% 8%
hospltals manage? Mental Health/Substance Use 54% 31% 15% 8%

: : Hypertension 51% 29% 12% 10%
28 % of hospitals waive

Transgender Care 26% 20% 6% O by Another Vendor

copays/coinsurance Asthma/COPD 43% 25% 8% 10%
when a member Obesity 42% 24% 4% 14%
participates in a Bariatric 38% 16% 2% 20%
program. Transplant 35% 33% [PLA
Fertility/Family Building 34% 18% 10% 6%
Cardiology/Pulmonary 33% 6%
Renal/Kidney 31°/o
Musculoskeletal/Orthopedic 31%
Oncology 30% ‘ by Medical Carrier
0% 6%
15% 4%

Gastrointestinal 19% 15% 4% O by Internal Staff

Health Solutions
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Key Areas to Rebalance and Maximize Your Investment

Understand what employees value most and invest there to keep them happy and
attract the right talent

 Medical plans
 Leverage your system of care effectively
» Evaluate Tier 2/00N leakage
 Leverage partners for optimized care, access, quality, spend for targeted service lines
 Pharmacy
* Optimize formulary
« Pay attention to how internal pharmacy is used
 Understand rebate impact

« Evaluate modifications to GLP-1 coverage

Ao N Legal Copy Helvetica Regular 8/9 .6 Black 2 4



How To Participate in Aon’s Benefits Survey of Hospitals

 Reach out to Sheena Singh

(sheena.singh@aon.com) if you have any AON
questions about the Benefits Survey of |

' 2023 Benefits
Hospitals iyl

of Hospitals

* |Interested in participating in 2024 and
receiving the full 2023 report with Survey Overview

Join our survey to gain industry-leading insights to manage

n atl O n a I / re g I O n al b e n C h m a rkl n g ’? C O n taCt U S . your employer-sponsored health plans and benefit offerings.

AON
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