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Frequency of Follow-up Care during the Initiation of Antidepressant Treatment 


Findings from a study performed by Medco Health Solutions, Inc. indicate that patients who begin a course of antidepressant therapy are receiving less follow-up care than is currently recommended in product labeling. 


During the first four weeks of treatment with antidepressants, 55 percent of patients saw a healthcare provider for any purpose, and 17.7 percent saw a provider for mental healthcare. Only 14.9 percent of patients received the FDA-recommended level of follow-up care during the first four weeks, 18.1 percent at eight weeks, and 22.6 percent at 12 weeks.
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Total Rewards: An Evolution in Compensation and Benefits


Demographics tell us that in the not-to-distant future, the labor supply will begin to shrink as the population that follows the baby boomers will not be large enough to replace them in the workforce.  What steps are you taking to make sure that you are an employer of choice, by promoting the full value and extent of what you offer as a quality place to work?


The concept of total rewards is not new. For years, employer groups have produced total compensation or “hidden paycheck” statements that detailed all compensation and benefit costs.  But now, as employers look to improve their recruiting and retention strategies in a tighter labor market, it has taken on greater importance.


A broad definition of total rewards would be anything an employee perceives to be of value in the employment relationship, including:


Base and variable pay


Group insurance (medical, dental, life/AD&D, retirement, savings, etc.)


Paid time off


Work environment


Recognition programs


Training and career opportunities


These elements are interdependent and have different value and importance to each person. 














The outcome of a total rewards approach is to provide each individual the combination of monetary and non-monetary rewards that motivates them to produce the desired business performance.


For smaller employers, providing a total rewards approach can level the playing field for attracting and retaining employees. For other employer groups, total rewards can help to address the impact of cost-shifting that may be occurring with their health-care costs.


Improving employee understanding of total rewards can be facilitated greatly by the use of online tools that allow employees to view benefit and compensation statements, learning opportunities, paid time off,  educational reimbursement policies, wellness activities, career development, and recognition program information.


Initially, an employer may need to determine what employees value and prefer to receive in exchange for their time and talent.  Employers can use surveys, focus groups and exit interviews to gather the needed information.


On an ongoing basis, employers need to keep in continuous communication with employees about what is offered and how they can take advantage of the total rewards for their unique circumstances. ◊
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Workplace Wellness: Using Incentives in Wellness Programs


Health promotion programs seek to impact some or all of the risk factors associated with preventable illnesses by promoting healthy lifestyle choices and discouraging behaviors and attitudes that are detrimental to good health. Because lifestyle behaviors are deeply engrained, making these types of changes requires discipline and dedication. External incentives can play an important role in motivating your employees to action. 


Most health promotion programs give something positive to their employees to encourage healthy behavior rather than taking something away. This helps to keep the wellness program positive and upbeat. Incentive rewards can be tangible, such as cash, prizes, vacation days, and reduced premiums, or intangible, such as management recognition, camaraderie, and personal fulfillment. Whether you use tangible or intangible rewards, incentives have the most effectiveness when they are closely tied to the healthy behaviors that they are intended to reinforce. Some sample incentives are:





Wellness dollars. Award wellness dollars for participating in various wellness activities that employees can apply towards fitness-related equipment such as bikes, treadmills, work-out clothing, or gift certificates for health-related stores.


Monetary rewards. Contribute cash to HSAs, FSAs, and HRAs that are offered as part of the benefits program or waive deductibles for preventive health care services like mammograms or well-baby visits. Offer term life insurance to those employees that complete a health risk assessment.


Contests. Use to motivate change in physical fitness, weight loss, and smoking. In addition to tangible rewards given to winners, participants will also receive the intangibles of recognition and teamwork. Create competitions such as a walking challenge where those that complete the challenge are entered into a drawing for health club memberships.


Achievement awards. Verbal praise and a pat on the back are motivational to some, but a token of recognition of achievement may offer more. A colorful certificate to congratulate an employee for achieving a health-related goal is one example.


Public recognition. Announce recognition by management at a campaign midpoint or wrap-up.


Food. Include healthy foods to kick-off, revitalize or wrap up a wellness campaign.


Time off. Offer additional days off. This maybe the next best incentive to cash. This type of incentive makes good business sense if the number of absences drops significantly and attendance is used as an evaluation criterion.  


To maximize its perceived value, an incentive should be designed with a high perceived value relative to its cost. Of course, the perception of value will vary from company to company and individual to individual. An incentive should be significant enough in “value” to give participants a reason to change now rather than waiting for a better reason. ◊








HIPAA Privacy Notice Obligations - April 14, 2007 Deadline


Health Plans


The HIPAA Privacy regulations require that health plans provide enrollees with information on each plan’s privacy practices.  The regulations require that health plans provide enrollees with the following information:    


A Privacy Notice to all enrollees as of the compliance date*,


A Privacy Notice to each new enrollee at the time of enrollment,


A Privacy Notice within 60 days of a material revision to the notice, and


No less than every three years, a statement that a Privacy Notice is available and how they may obtain a copy.


* Large health plans were required to send their initial notice on April 14, 2003, while small health plans were given an additional year to comply.


Where a small health plan sent out its initial notice to all enrollees on or about April 14, 2004, it is required to send enrollees a statement informing them that a Privacy Notice is available and how they may obtain a copy.  This statement must be provided no later than April 14, 2007.


For purposes of the HIPAA Privacy Regulations, an enrollee means the “employee” or “named insured.” Therefore, the health plan may comply with the notice requirements by sending a statement to each employee.  


Plan Sponsors


The HIPAA Privacy regulations require that plan sponsors of self-funded health plans also comply with the same notice requirements applicable to health plans.   Therefore, self-funded health plans that originally sent their Privacy Notices on or about April 14, 2004 are required to provide enrollees with a statement informing them that a Privacy Notice is available and how they may obtain a copy.


Plan sponsors that offer fully-insured health plans that do not have access to protected health information (PHI) are not required to send a Privacy Notice to enrollees.  However, the insurance carrier is required to send a Privacy Notice.


Plan Sponsors that offer a fully-insured health plan that do have access to PHI are required to make a Privacy Notice available upon request.  


For purposes of compliance with the notice requirements, a plan sponsor that limits its access to enrollment applications, disenrollment information, and assisting employees with claim disputes does not qualify as having access to PHI for purposes of this section.  


In summary, health plans and plan sponsors that sent their original Privacy Notice on or about April 14, 2004 should be preparing to send a statement informing enrollees that a Privacy Notice is available and how they may obtain a copy.  ◊











Please contact your Chelko Consulting Group representative for more information.








The information contained in this newsletter is not intended as legal or medical advice.  Please consult a professional for more information.










