
The State of 
Employee Benefits
Insights and Opportunities 
Based on Behavioral Data

2018

PRESENTED BY BENEFITFOCUS®



Introduction ............................................................................................................................................................. 1

Executive Summary ................................................................................................................................................2

Section 1: Health Plan Offerings & Participation ...................................................................................................3

Section 2: Health Plan Premiums & Out-of-Pocket Costs ....................................................................................6

Section 3: Health Spending Account Participation and Contribution .................................................................9

Section 4: Voluntary Benefit Offerings & Participation ....................................................................................... 13

Key Takeaways ...................................................................................................................................................... 16

About the Data ...................................................................................................................................................... 17

About the Authors ................................................................................................................................................. 19

About Benefitfocus ............................................................................................................................................... 19

Appendix .............................................................................................................................................................. 20

Contents



©2018 Benefitfocus.com, Inc. 1 All rights reserved.

Introduction
Welcome to the third annual State of Employee Benefits report from Benefitfocus! You’re about to discover 

the latest insights on employee benefit plan design and participation. But before we get started, here are 

some things you should know:

Insight Based on Real Behavior

This is not a survey.

Traditionally, if you wanted to learn about trends in employee benefits, you’d consult a report 

that relied on survey results—self-reported, retrospective, algorithm-enhanced data from a 

limited sample size.* But this report is different.

Benefitfocus’ State of Employee Benefits research represents an analysis of actual benefits 

enrollment data, aggregated anonymously across our large-group (1,000+ employees) 

customer base. So you’re getting insight based on actual employee behavior.

The result is a one-of-a-kind yearly snapshot of employee benefits activity—what plans 

employers are offering, what plans employees are selecting, how much it’s costing and more.

How to Use This Report

The State of Employee Benefits is designed for anyone with a stake in employer-sponsored health care 

and benefits, including, but not limited to: benefit managers and administrators, HR executives, financial 

executives, insurance carriers, brokers, consultants, third-party administrators, policymakers, and the media.

This research provides a unique source of information that can help you identify important industry trends 

and their implications for the future.

New for 2018

With a third year of data, you’ll get to see multiyear trends for many elements measured in the research, both 

throughout the report and in the appending data tables. You’ll also see some new products incorporated into 

our discussion on voluntary benefits.

CONTENTS

*A typical survey report uses a sample size of approximately 2,000 interviews. For this report, we pulled from nearly 1.3 

million unique employee records.
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Executive Summary
When it comes to employee benefits, today’s employers are tasked with balancing their need to rein in health care 

spending with their ability to attract, engage and retain top talent.

As the job market becomes more competitive and the workforce becomes more diverse, focusing on plan fit – the 

degree to which employees’ benefits align with their unique health and financial needs – is crucial to controlling costs 

without compromising coverage.

So how are employers doing in this effort? And what does that look like for employees?

To help answer that question, we looked at the data from this past fall’s open enrollment period on the 

BENEFITFOCUS® Platform. Altogether, we analyzed anonymous enrollment records from more than 540 large 

employers and nearly 1.3 million employees. Here’s what we found: 

 

1. Health plan choice continues to expand.

Sixty-five percent of large groups now offer employees a combination of traditional health plans (e.g., 

PPOs) and high-deductible health plans (HDHPs)—up from 56 percent in 2017. 

2. High earners don’t mind high deductibles.

Increasingly, compared to PPO plans, HDHPs appear to be the health plan of choice for employees with 

higher annual salaries.

3. Reduced out-of-pocket risk offsets rising premiums.

As employers continue to fine-tune plan design, most employees will again see their medical premiums 

increase, but will also enjoy lower deductibles in 2018.

4. More employees embrace savings opportunities.

Employee participation in both health savings accounts (HSAs) and flexible spending accounts (FSAs) 

is up significantly from last year.

5. Voluntary benefits address a diverse set of needs.

Products like legal insurance and identity theft protection are helping many employers offer a more 

comprehensive benefits package.

Read on for the full report.



©2018 Benefitfocus.com, Inc. 3 All rights reserved.

CONTENTS

Section 1: Health Plan Offerings & Participation
As health care costs continue to rise, employers continue to look for ways to keep health care spending down where 

possible. In recent years, the high-deductible health plan (HDHP) has become an increasingly popular tool to aid in 

this effort, providing a lower-cost alternative to more traditional health plans like PPOs and HMOs. 

For the 2018 plan year, 70 percent of large employers on the Benefitfocus Platform offered at least one HDHP, either 

in addition to a traditional health plan (65 percent) or exclusively in a so-called full replacement (5 percent). That’s up 

from 60 percent a year ago, and 58 percent the year before. In other words, HDHP offering rates have increased by 

more than 20 percent since 2016.

Figure 1.1: Large Employer Health Plan Offerings
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 HDHP offering rates have expanded each of the past two years, with seven out of 10 employers now including the plan 
type in their benefits package. (See Appendix Table 1)

It’s important to note that this growth has come primarily from the expansion of offerings with both HDHPs and 

traditional health plans, as full-replacement offerings have essentially remained flat since 2016. This suggests that 

employers recognize the need to maintain a certain degree of choice in health plans.

So what are employees doing with their choices?

Figure 1.2: Employee Health Plan Participation, When Offered at Least One HDHP and                                                   
One Traditional Plan, 2018
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PPOs remain the plan of choice for employees, while over a third continue to select HDHPs.                                                         
(See Appendix Table 2)
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When given the option, 35 percent of employees enrolling through the Benefitfocus Platform selected an HDHP over 

a traditional health plan for 2018. And while that puts HDHPs below PPOs in terms of overall popularity, as they’ve 

been the last two years (see Appendix Table 2), it’s increasingly apparent that each of these health plans appeals to 

different employees based on their individual circumstances—namely, age and income.

NOTE: Since the vast majority of health plan enrollments for 2018 were either PPOs or HDHPs, the rest of this report’s 

discussion of health plans will focus on those two options. Information on other health plan types can be found in the 

appending data tables.  

Figure 1.3: Employee Health Plan Participation by Age Group When Offered at Least One HDHP and                                           
One Traditional Plan, 2018
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 HDHPs continue to be more popular among younger employees, while older employees largely favor PPOs.                         
(See Appendix Table 3)

HDHP participation continues to be higher among younger age groups, with millennials*—generally healthier and 

more willing to take on higher deductibles—selecting the plans at more than twice the rate of the most senior 

members of the workforce. The inverse remains true for PPOs, which older employees have consistently appeared to 

appreciate for the security they provide in the face of higher health risk (see Data Table 3).

Meanwhile, it’s not just the young who are more comfortable with higher deductibles. In 2018, employees who 

elected an HDHP will earn a salary roughly $4,700, or 7 percent, higher on average than that of employees enrolled in 

a PPO. That gap is over two times wider than it was last year, as higher earners appear to increasingly favor HDHPs, 

while lower-wage workers identify PPOs—and their lower out-of-pocket exposure—as better suited to their needs. 

And that tendency is evident across age groups.

*Age groups used in this report: millennials (born 1980-98), Generation X (1961-79), baby boomers (1949-60) and 

traditionalists (1948 and earlier).
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Figure 1.4: Average Employee Salary by Plan Selection, When Offered at Least One HDHP and                                                        
One Traditional Plan, 2017-2018
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The average pay gap between HDHP subscribers and PPO subscribers more than doubled from 2017.                           
(See Appendix Table 4)

Figure 1.5: Average Employee Salary, by Age Group and Plan Selection, When Offered at Least One HDHP and                        
One Traditional Plan, 2018

$0

$20,000

$40,000

$60,000

$80,000

$100,000

$120,000

Millennials Generation X Baby Boomers Traditionalists

PPO

HDHP

 The PPO/HDHP pay gap is a cross-generational theme this year, with baby boomers displaying it most prominently. 
(See Appendix Table 5)

Health plan participation data continues to underscore the fact that one size does not fit all in benefits. Employees 

need coverage options, along with the tools and resources to identify which options best align with their individual 

circumstances.



©2018 Benefitfocus.com, Inc. 6 All rights reserved.

CONTENTS

Section 2: Health Plan Premiums & Out-of-Pocket Costs
One of the key differentiators between HDHPs and PPOs is the premiums they require employees to pay. HDHPs 

have typically commanded a much lower up-front price than that of their counterparts, making them appealing to 

workers who want to keep more money in their paychecks.

That appeal remains in 2018, with the average HDHP subscriber paying 42 percent lower than PPO subscribers for 

single-coverage plans and 40 percent lower than PPO subscribers for family-coverage plans. And when employer 

contributions are considered, HDHP subscribers are responsible for no more than a fifth of the total annual premium, 

while PPO subscribers will pay up to 27 percent of their plan costs this year.

Figure 2.1: Average Annual Employee and Employer Premium Contribution, by Plan Type and Coverage Level, 2018
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HDHPs continue to require significantly lower employee premium contributions than PPOs, both in real dollars and as a 
percentage of total premium. (See Appendix Table 6)

But regardless of health plan, employees have seen their premiums continue to rise. This is particularly true among 

single-coverage plans, where employee premium contributions increased 5 percent for PPOs and 4 percent for 

HDHPs year over year, and 6 percent and 12 percent, respectively, since 2016. 

Figure 2.2: Average Annual Employee Premium Contribution, By Plan Type, for Single Coverage, 2016-2018
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Employees have seen their premiums increase each of the past two years for single-coverage health plans.                 
(See Appendix Table 6)
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The other key differentiator between HDHPs and PPOs is the out-of-pocket exposure associated with each plan. In 

exchange for lower premiums, HDHPs put employees more on the hook financially when they actually use health 

care services, while PPOs keep that risk comparatively low.

And for the 2018 plan year, there remains a stark difference between average HDHP and PPO deductibles. That 

difference is approximately $1,150, or 114 percent, for single coverage and $2,130, or 97 percent, for family coverage.

Figure 2.3: Average Annual Deductible, by Plan Type and Coverage Level, 2018
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HDHP deductibles are roughly twice the size of PPO deductibles for the 2018 plan year.                                                         
(See Appendix Table 7)

However, deductibles are actually down from last year across both plan types. PPO subscribers, especially, will enjoy 

relief in this area, with a 9-percent decrease for family-coverage plans and a 7-percent decrease for single-coverage 

plans. Additionally, average out-of-pocket maximums experienced similar movement year over year, reducing 

employees’ total risk exposure in 2018.

Figure 2.4: Average Annual Deductible, by Plan Type, for Single and Family Coverage, 2017-2018

Plan Type 2017 2018 Change

PPO – Family Coverage $2,421 $2,198 -9%

PPO – Single Coverage $1,088 $1,012 -7%

HDHP – Family Coverage $4,437 $4,331 -2%

HDHP – Single Coverage $2,219 $2,166 -2%

Employers lightened the deductible load on employees this year, especially for those enrolled in PPOs.                          
(See Appendix Table 7)

Figure 2.5: Average Annual Out-of-Pocket Maximum, by Plan Type, for Single and Family Coverage, 2017-2018

Plan Type 2017 2018 Change

PPO – Single Coverage $3,850 $3,485 -10%

PPO – Family Coverage $7,986 $7,391 -8%

HDHP – Single Coverage $4,421 $4,277 -3%

HDHP – Family Coverage $8,666 $8,427 -3%

Employees will ultimately be on the hook for less of their health care expenses in 2018. (See Appendix Table 8)
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It appears that employers are continuing to tweak health plan design in an effort to strike the right balance of cost 

sharing with employees. But while that resulted in out-of-pocket costs going down in 2018, the fact remains that, 

regardless of health plan, employees face significant financial responsibility for their health care. And it’s up to 

employers to make sure employees are equipped to manage that responsibility successfully. 

And that brings us to the second half of the report.
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Section 3: Health Spending Account Participation                       
and Contribution
To help employees navigate their out-of-pocket responsibilities, many employers offer health savings accounts 

(HSAs) and/or flexible spending accounts (FSAs) that workers can pair with their health plans. These accounts allow 

for the contribution of pre-tax dollars to pay for qualified health care expenses throughout the year, providing a cost-

effective way for employees to cover what insurance doesn’t. 

Available exclusively to HDHP subscribers, HSAs are an especially attractive savings vehicle due to the fact that all 

funds can roll over from year to year and accumulate tax-free interest. They can essentially act like a 401(k) plan to 

save for health care costs in retirement, with the added benefit that withdrawals are tax-free—for qualified medical 

expenses—at any time. 

It looks like more employees have caught on to these benefits in 2018. Many more, in fact.

Participation in HSAs among eligible HDHP subscribers soared by more than 60 percent year over year–from roughly 

50 percent in 2017 to 81 percent in 2018–with dramatic increases observed across every age group. Millennials were 

especially eager to adopt, nearly doubling their HSA enrollment rate from last year.

Figure 3.1: HSA Participation Among Eligible Employees, by Age Group, 2017-2018
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HSA participation increased dramatically from 2017 to 2018, with 81 percent of eligible employees now enrolled in an 
account. (See Appendix Table 9)

When it comes to HSA contributions, there remains room for growth. Combining employee and employer 

contributions, the average single- and family-coverage HSA received a little more than half of the allowable amount 

for 2018. However, employee contributions are up year over year—4 percent for single coverage and 3 percent for 

family coverage. And those increases both outpace the respective increases to the IRS contribution maximum, which 

grew 1.5 percent to $3,450 for single coverage and a little over 2 percent to $6,900 for family coverage.
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Figure 3.2: Average Annual Employee and Employer HSA Contribution for Single and Family Coverage, 2018
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The average HSA received approximately 58 percent of the 2018 contribution maximum for both single- and family-
coverage accounts. (See Appendix Table 10)

Figure 3.3: Average Employee HSA Contribution and Annual Contribution Maximum for Single and Family 
Coverage, 2017-2018

Coverage Level Measurement 2017 2018 Change

Single
Employee Contribution $1,360 $1,419 +4%

Contribution Max $3,400 $3,450 +1.5%

Family
Employee Contribution $2,791 $2,881 +3%

Contribution Max $6,750 $6,900 +2%

Year-over-year growth in average HSA contributions outpaced the increase in contribution maximums for both single- 
and family coverage accounts. (See Appendix Table 10)

While recent trends in HSA contribution rates have varied by age group (see Appendix Table 11), millennials continue 

to boost their savings. With an additional 4 percent year-over-year increase, these employees have contributed 13 

percent more to single-coverage accounts and 15 percent more to family-coverage accounts since 2016. Although 

average millennial contributions remain well below those of their peers, it’s clear that millennials have begun to 

embrace HSAs as a valuable financial tool.

Figure 3.4: Average Annual HSA Contribution for Single and Family Coverage, Among Millennials, 2016-2018
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Since 2016, millennials have increased their HSA contributions by 15 percent for family coverage and 13 percent for 
single coverage. (See Appendix Table 11)
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Meanwhile, FSAs, which remain an important resource for those who don’t have access to an HSA (i.e., PPO 

subscribers), have experienced significant uptake among employees, as well.

Figure 3.5: FSA Participation Among Eligible Employees, by Age Group, 2017-2018
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Employees adopted FSAs at a significantly higher rate this year, with double-digit growth across all age groups. (See 
Appendix Table 12)

Overall FSA participation is up from 17 percent in 2017 to just shy of 30 percent in 2018—an increase of more than 70 

percent. And, just like with HSAs, the increase was cross-generational, with millennials doubling their FSA enrollment 

rate year over year.

Average FSA contributions remain well shy of the annual limit, likely due in part to the limited ability to roll these funds 

over from year to year, which may make employees hesitant to max out their accounts. However, while recent trends 

in FSA contribution rates have varied by age group (see Appendix Table 14), the oldest members of the workforce 

have been consistent in their inclination to build these accounts up. Since 2016, among traditionalists, average 

contributions to single-coverage FSAs have increased by 5 percent, and average contributions to family-coverage 

FSAs have increased by 2 percent.

Figure 3.6: Average Annual Employee FSA Contribution for Single and Family Coverage, 2018
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 The average FSA received 30 and 50 percent of the 2018 contribution maximum for single- and family-coverage 
accounts, respectively. (See Appendix Table 13)
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Figure 3.7: Average Employee FSA Contribution for Single and Family Coverage, Among Traditionalists, 2016-2018

Coverage Level 2016 2017 2018 2-Year Change

Single $1,265 $1,284 $1,329 +5%

Family $1,862 $1,893 $1,903 +2%

Traditionalists have increased their FSA contributions each of the past two years. (See Appendix Table 14)

Employees face a difficult decision when it comes to health spending accounts. They’re already seeing their health 

plan premiums go up, and, for many employees, pulling even more money out of their paychecks to contribute to 

these accounts may not seem very appealing. But at the same time, these accounts are crucial to helping employees 

navigate the world of consumer-driven health care.

Based on the significant increases observed in HSA and FSA participation this year, employees are getting that 

message loud and clear. Employers should continue to provide ways for employees to better understand their 

personal need for these accounts, and put employees in a position to make contribution decisions that best align 

with their health plan coverage and financial situation.
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Section 4: Voluntary Benefit Offerings & Participation
Beyond HSAs and FSAs, group voluntary benefits represent another way to help employees maintain financial 

security as they navigate high health care costs. Products like accident, critical illness and hospital indemnity 

insurance provide a cost-effective way for workers to protect their income should they experience an unexpected 

medical event.

For the 2018 plan year, 42 percent of employers offered at least one of these voluntary income protection benefits to 

their employees, and 18 percent offered all three. Those numbers are both up from their 2016 levels (see Appendix 

Table 15), with the latter doubling over the past two years.

Figure 4.1: Percentage of Large Employers Offering a Voluntary Accident, Critical Illness and/or                        
Hospital Indemnity Plan, 2018

58%

8%

16%

18%

42%

0
Products O�ered

1
2
3

A significant portion of employers continue to offer at least one of three voluntary income protection benefits, with 
nearly 20 percent offering all three. (See Appendix Table 15)

Employees continue to appreciate these options. When given the choice, 25 percent elected at least one of the three 

voluntary income protection products for 2018, with over 10 percent enrolling in multiple.

Figure 4.2: Percentage of Employees Electing a Voluntary Accident, Critical Illness and/or                                   
Hospital Indemnity Plan, 2018
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A quarter of employees enrolled in at least one voluntary income protection benefit when given the choice. (See 
Appendix Table 16)
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It’s worth noting that these participation numbers have fallen slightly over the past two years (see Appendix Table 16). 

However, when it comes to voluntary benefits, employees have more than just income protection products to choose 

from—and spend their money on. 

Many employers are offering additional voluntary benefit options that address various other important areas of need 

for employees, and thus compete for employees’ attention and premium dollars. Here are just a few such options, 

and the rates at which employers offered them for 2018:

Figure 4.3: Percentage of Employers Offering Additional Voluntary Benefit Plans, 2018
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Many employers are rounding out their benefits offering with voluntary products that address an array of employee 
needs. (See Appendix Table 17)

Looking at participation for each of these benefits among employees who were offered them, it’s clear that workers 

are increasingly interested in building financial security in areas beyond health care. Participation in identity 

protection and legal insurance plans increased by 17 percent and 13 percent, respectively, year over year.

Figure 4.4: Percentage of Employees Electing an Additional Voluntary Benefit Plan, 2017-2018
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 Voluntary legal insurance and identity protection benefits have gained traction among employees year over year.    
(See Appendix Table 18)
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Through a wide array of voluntary benefit options, employers can offer a more comprehensive benefits package 

to cover practically every aspect of their employees’ lives. But each life is different, and employees need help 

understanding the variables that impact their coverage needs and identifying the combination of benefits that’s   

right for them. 

Meanwhile, employers need help to effectively administer all of these benefits. The greater the selection of products, 

the greater the complexity. And without a way to streamline the enrollment process and efficiently manage the 

resulting data, it’s difficult for organizations to take full advantage of the value voluntary benefits can provide.
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Key Takeaways
So what does all of this mean for employers and their benefit programs? It boils down to four things:

1. Options are everything.

It remains clear that one size does not fit all in employee benefits. As evidenced by the plan selection 

behavior we continue to observe, workers’ coverage needs vary with their individual circumstances—age 

and income, especially. 

In order for employers to attract and retain the best talent, they must continue to offer a wide range of 

benefit options to fit the wide range of needs present in the workforce. To achieve the right fit, employers 

can find a lot of help in their own benefits data. With better information on how employees are using 

their current benefits, what’s driving costs and where coverage gaps exist, employers can make better 

decisions on what plans and programs they should be offering.

2. Personalization makes perfect.

Providing choice in benefits is only as effective as the ability of employees to evaluate the best fit for 

their individual situation. To prevent costly over- or under-insurance, employers must make it easy for 

employees to understand how their benefit options align with where they are in life.

Investment in technology that personalizes the benefits experience continues to grow among forward-

thinking organizations. Multimedia communication and data-driven decision support tools are providing 

employees with greater context through which they can better identify the optimum combination of 

benefits for their health and wealth management needs. 

3. Financial wellness wins the day.

Cost-shifting is often necessary for employers to be able to continue providing health care benefits. But 

it can create problems for employees if they lack resources to help them manage their growing financial 

responsibilities.

Employers must educate employees on how to thrive in an increasingly consumer-driven health care 

system, and show them how best to use their available benefits, including health spending accounts, 

voluntary benefits, and other products and programs that provide supplemental protection and promote 

financial wellness.

4. Complexity requires simplicity.

A comprehensive benefits package can be a key competitive differentiator for employers, but the 

resulting complexity can put a huge strain on administrative resources. Navigating multiple vendors 

and systems with limited integrations typically translates to cumbersome manual processes, poor data 

quality and high risk of error.

Employers can eliminate these frustrations by working with a technology partner that consolidates all 

of their benefits management needs into one place. With a single system to support communication, 

enrollment and administration for every benefit, employers can more easily offer additional value to 

employees.
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About the Data
The State of Employee Benefits 2018 was compiled from anonymous enrollment transactions aggregated across 

544 large employers (>1,000 full-time employees) within the Benefitfocus customer base, representing 1,281,447 

individual consumers in total. Enrollment records include both active and passive enrollments made by a variety of 

industry roles (employee, carrier representative, broker, benefits administrator, etc.) between the open enrollment 

period of Sept. 1, 2017 and Dec. 15, 2017. These measurements are not meant to be a nationally representative 

sample, but rather to represent the aggregate activity for large employers on the Benefitfocus Platform.

“Family coverage” is defined as employee plus at least one dependent, regardless of dependent type. Salary metrics 

were limited to full-time employees making between $14,500 (the Federal Minimum wage of $7.25 at 40 hours 

a week for 50 weeks out of the year) and $250,000 to reduce the influence of above average wage earners. For 

premium metrics, all averages are annual premium amounts. All dollar amounts have been rounded to the nearest 

whole dollar. All percentages, with limited exceptions, have been rounded to the nearest whole percent. Subscribers 

17 years of age and under have been removed. The data for insufficient sample sizes has been withheld.
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Employer Industry Representation

Industry Percent of Sample

Manufacturing 15%

Education 14%

Health Care, Pharmaceuticals & Biotech 13%

Retail 11%

Government 9%

Business Services 7%

Financial Services 5%

Real Estate & Construction 5%

Computers & Electronics 3%

Energy & Utilities 3%

Non-Profit 3%

Transportation & Storage 3%

Consumer Services 2%

Media & Entertainment 1%

Software & Internet 1%

Travel, Recreation & Leisure 1%

Other* 4%

*Eleven other industries, each representing less than 1 percent of the sample, are included in this category.
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Appendix
Note: “1-Year Change” refers to change from 2017 to 2018, while “2-Year Change” refers to change between 2016 to 

2018. “0” indicates a change of less than 1 percent either positively or negatively.

Table 1: Large Employer Health Plan Offerings, 2016-2018

Plan Type 2018 2017 2016 1-Year Change 2-Year Change

HDHP Only 5% 4% 6% +1 -1

HDHP + Traditional 65% 56% 52% +9 +13

Traditional Only 30% 40% 42% -10 -12

Table 2: Employee Health Plan Participation, When Offered at Least One HDHP and One Traditional Plan, 2016-2018

Plan Type 2018 2017 2016 1-Year Change 2-Year Change

PPO 48% 44% 44% +4 +4

HDHP 35% 36% 40% -1 -5

HMO 7% 6% 4% +1 +3

Other Traditional 6% 7% 4% -1 +2

No Election 4% 7% 8% -3 -4

Table 3: Employee Health Plan Participation by Age Group, When Offered at Least One HDHP and One Traditional Plan, 2016-2018

Age Group Plan Type 2018 2017 2016 1-Year Change 2-Year Change

Millennials

PPO 42% 38% 39% +4 +3

HDHP 40% 43% 43% -3 -3

HMO 7% 7% 3% 0 +4

Other 7% 7% 4% 0 +3

No Election 4% 5% 11% -1 -7

Generation X

PPO 50% 46% 44% +4 +6

HDHP 34% 34% 41% 0 -7

HMO 6% 6% 4% 0 +2

Other 7% 6% 3% +1 +4

No Election 3% 8% 8% -5 -5

Baby Boomers

PPO 56% 53% 49% +3 +7

HDHP 29% 27% 36% +2 -7

HMO 6% 6% 5% 0 +1

Other 6% 7% 3% -1 +3

No Election 3% 7% 7% -4 -4

Traditionalists

PPO 65% 55% 51% +10 +14

HDHP 17% 12% 22% +5 -5

HMO 5% 5% 7% 0 -2

Other 10% 10% 4% 0 +6

No Election 3% 18% 16% -15 -13
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Table 4: Average Employee Salary by Plan Selection, When Offered at Least One HDHP and One Traditional Plan, 2016-2018

Plan Type 2018 2017 2016 1-Year Change 2-Year Change

PPO $62,423 $63,508 $68,780 -2% -9%

HDHP $67,112 $65,600 $73,779 +2% -9%

HMO $64,263 $66,110 $87,686 +3% -27%

Other $67,980 $63,911 $70,100 +6% -3%

Table 5: Average Employee Salary by Age Group and Plan Selection, When Offered at Least One HDHP and                                       
One Traditional Plan, 2016-2018

Age Group Plan Type 2018 2017 2016 1-Year Change 2-Year Change

Millennials

PPO $53,207 $55,146 $51,927 -4% +3%

HDHP $55,967 $54,180 $55,325 +3% +1%

HMO $55,239 $54,672 $63,442 +1% -13%

Generation X

PPO $72,360 $72,954 $72,946 -1% -1%

HDHP $82,328 $81,935 $80,755 +1% +2%

HMO $71,875 $74,299 $92,166 -3% -22%

Baby Boomers

PPO $74,511 $71,830 $73,186 +4% +2%

HDHP $106,822 $83,971 $82,190 +27% +30%

HMO $75,893 $76,309 $101,282 -1% -25%

Traditionalists

PPO $85,266 $78,267 $73,358 +9% +16%

HDHP $102,701 $91,439 $92,614 +12% +11%

HMO $99,214 $89,153 $112,078 +11% -12%

Table 6:  Average Annual Employee and Employer Premium Contribution by Plan Type and Coverage Level, 2016-2018

Plan Type Coverage Level 2018 2017 2016 1-Year Change 2-Year Change

Employee Contribution

PPO
Single $1,544 $1,466 $1,457 +5% +6%

Family $4,375 $4,304 $4,262 +2% +3%

HDHP
Single $1,085 $1,040 $972 +4% +12%

Family $3,136 $3,156 $2,815 -1% +11%

HMO
Single $1,124 $900 $773 +25% +45%

Family $3,895 $3,897 $3,493 0 +12%

Employer Contribution

PPO
Single $4,964 $4,964 $4,870 0 +2%

Family $12,121 $11,954 $11,436 +1% +6%

HDHP
Single $4,834 $4,750 $4,870 +2% -1%

Family $12,444 $11,879 $11,501 +5% +8%

HMO
Single $5,500 $5,918 $5,387 -7% +2%

Family $12,633 $12,266 $11,415 +3% +11%
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Table 7:  Average Annual Deductible by Plan Type and Coverage Level, 2016-2018

Plan Type Coverage Level 2018 2017 2016 1-Year Change 2-Year Change

PPO
Single $1,012 $1,088 $1,004 -7% +1%

Family $2,198 $2,421 $2,221 -9% -1%

HDHP
Single $2,166 $2,219 $2,178 -2% -1%

Family $4,331 $4,437 $4,409 -2% -2%

Table 8:  Average Annual Out-of-Pocket Maximum by Plan Type and Coverage Level, 2016-2018

Plan Type Coverage Level 2018 2017 2016 1-Year Change 2-Year Change

PPO
Single $3,485 $3,850 $3,462 -10% +1%

Family $7,391 $7,986 $7,261 -8% +2%

HDHP
Single $4,277 $4,421 $4,220 -3% +1%

Family $8,427 $8,666 $8,259 -3% +2%

Table 9: HSA Participation Among Eligible Employees by Age Group, 2016-2018

Age Group 2018 2017 2016 1-Year Change 2-Year Change

Millennials 76% 40% 47% +36 +29

Generation X 85% 53% 64% +32 +21

Baby Boomers 84% 53% 65% +31 +19

Traditionalists 51% 36% 31% +15 +20

ALL 81% 50% 57% +31 +24

Table 10: Average Annual Employee and Employer HSA Contribution by Coverage Level, 2016-2018

Coverage Level 2018 2017 2016 1-Year Change 2-Year Change

Employee
Single $1,419 $1,360 $1,398 +4% +2%

Family $2,881 $2,791 $2,768 +3% +4%

Employer
Single $578 $539 $551 +7% +5%

Family $1,126 $1,121 $1,162 0 -3%
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Table 11: Average Annual Employee HSA Contribution by Age Group and Coverage Level, 2016-2018

Age Group 2018 2017 2016 1-Year Change 2-Year Change

Single Coverage

Millennials $1,139 $1,091 $1,006 +4% +13%

Generation X $1,503 $1,458 $1,339 +3% +12%

Baby Boomers $1,948 $1,838 $1,785 +6% +9%

Traditionalists $1,865 $1,761 $2,098 +6% -11%

Family Coverage

Millennials $2,305 $2,210 $2,001 +4% +15%

Generation X $2,983 $2,880 $2,795 +4% +7%

Baby Boomers $3,455 $3,392 $3,552 +2% -3%

Traditionalists $3,417 $3,750 $4,343 -9% -21%

Table 12: FSA Participation Among Eligible Employees by Age Group, 2016-2018

Age Group 2018 2017 2016 1-Year Change 2-Year Change

Millennials 24% 14% 21% +10 +3

Generation X 32% 19% 31% +13 +1

Baby Boomers 31% 19% 31% +12 0

Traditionalists 38% 22% 32% +16 +6

ALL 29% 17% 28% +12 +1

Table 13: Average Annual Employee FSA Contribution by Coverage Level, 2016-2018

Coverage Level 2018 2017 2016 1-Year Change 2-Year Change

Single $806 $856 $803 -6% 0

Family $1,334 $1,255 $1,186 +6% +13%
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Table 14: Average Annual Employee FSA Contribution by Age Group and Coverage Level, 2016-2018

Age Group Coverage Level 2018 2017 2016 1-Year Change 2-Year Change

Millennials
Single $567 $652 $599 -13% -5%

Family $1,002 $1,056 $986 -5% +2%

Generation X
Single $911 $1,006 $954 -9% -5%

Family $1,392 $1,468 $1,419 -5% -2%

Baby Boomers
Single $1,062 $1,136 $1,097 -7% -3%

Family $1,540 $1,603 $1,550 -4% -1%

Traditionalists
Single $1,329 $1,284 $1,265 +4% +5%

Family $1,903 $1,893 $1,862 +1% +2%

Table 15: Percentage of Large Employers Offering a Voluntary Accident, Critical Illness and/or                                                       
Hospital Indemnity Plan, 2016-2018

Number of Plans 2018 2017 2016 1-Year Change 2-Year Change

None 58% 53% 64% +5 -6

One 8% 8% 8% 0 0

Two 16% 22% 19% -6 -3

All Three 18% 17% 9% +1 +9

Table 16: Percentage of Employees Electing a Voluntary Accident, Critical Illness and/or Hospital Indemnity Plan, 2016-2018

Number of Plans Elected 2018 2017 2016 1-Year Change 2-Year Change

None 75% 71% 64% +4 +11

One 14% 16% 20% -2 -6

Two 8% 9% 10% -1 -2

All Three 3% 4% 6% -1 -3

Table 17: Percentage of Large Employers Offering Additional Voluntary Benefit Plans, 2016-2018

Plan Type 2018 2017 2016 1-Year Change 2-Year Change

Legal Insurance 18% 22% 17% -4 +1

Identity Protection 14% 14% 9% 0 +5

Pet Insurance 9% 7% 5% +2 +4

Table 18: Percentage of Employees Electing an Additional Voluntary Benefit Plan, 2016-2018

Plan Type 2018 2017 2016 1-Year Change 2-Year Change

Identity Protection 14% 12% 21% +2 -7

Legal Insurance 9% 8% 12% +1 -3

Pet Insurance 4% 5% 8% -1 -4
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