Boston Mutual - Strategic Benefits Framework: Integrating Voluntary
Solutions for Workforce Retention

1. Executive Introduction: The Strategic Role of Voluntary Benefits in Modern HR

In the contemporary talent landscape, the architecture of a Total Rewards strategy has shifted.
Voluntary benefits, once dismissed as ancillary "perks," have matured into essential pillars of a
competitive recruitment and retention engine. Today's workforce is burdened by pervasive
financial anxiety, yet many traditional benefit packages leave significant gaps in personal safety
nets. For the strategic HR leader, this represents a unique opportunity: by integrating robust
voluntary solutions, organizations can offer a "Peace of Mind" strategy that humanizes the
corporate entity while remaining entirely budget-neutral. Because these programs require zero
employer contribution, they serve as high-impact retention tools with a neutral impact on the
benefits budget.Current market data highlights the magnitude of this opportunity. Approximately
46% of American adults currently own no life insurance, and 16%—representing 41 million
individuals—explicitly recognize their need for coverage but lack it. By bridging this gap through
the workplace, HR leaders act as a conduit to financial security, transforming a point of
employee vulnerability into a long-term loyalty driver. This framework explores how a synergistic
approach to voluntary benefits creates a resilient, protected, and ultimately more committed
workforce.

2. Product Synergy: Bundling for Comprehensive Financial Protection

A siloed approach to benefits is no longer sufficient to address the complex needs of a
multi-generational workforce. Strategic bundling creates a holistic safety net that protects
employees across disparate life stages and medical events. Rather than viewing insurance as a
series of disconnected products, HR architects should frame bundling as a comprehensive
financial shield that mitigates the "financial friction" of unexpected life events.

The Life Insurance Synergy: Term and Whole Life

The most resilient financial strategies combine the immediate, high-limit protection of Voluntary
Term Life with the permanent foundation of Whole Life Insurance . While Term Life
addresses high-need periods—such as mortgage protection or income replacement during peak
earning years—Whole Life provides a permanent asset that builds value regardless of
employment status.| Feature | Voluntary Term Life | Whole Life Insurance || | | I
Primary Strategic Purpose | High-limit protection during active employment years. | Lifelong
protection and permanent financial security. || Duration & Structure | Low-cost, high-benefit
coverage for a fixed term. | Permanent coverage with an Endowment at 95 feature. || Cost
Predictability | Affordable rates for high face amounts. | Level premiums locked in at the age of
enroliment. || Accumulated Value | Essential for immediate debt/income protection. | Builds
Guaranteed Cash Value for future needs. || Flexibility | Includes Accelerated Death Benefits
for terminal iliness. | Borrowing options; can be utilized as a retirement tool. |




Mitigating Out-of-Pocket Exposure

To protect employees from the rising costs of high-deductible health plans, HR leaders should
integrate Critical lliness Plus and Group Accident Coverage . These "Limited Benefit"
policies provide direct cash payments to employees, bypassing the typical medical billing
friction. Notably, Critical lliness Plus includes child coverage at no additional cost , a
high-impact differentiator for families.The strategic value is best illustrated through the "So
What?" for the average employee:

e The "Johnny’s Broken Ankle" Example: When a child is injured in a sports accident,
the cumulative payout for emergency treatment ( $300), X-rays ($ 75), hospital
admission ( $3,000), a one-day stay ($ 750), surgical fracture repair ( $1,800), and
follow-up care can total $ 6,315—often more than enough to cover the family's annual
medical deductible.

e The "Steve’s Major Accident” Example: In a severe collision involving ICU admission
( $6,000) and an 8-day ICU stay ($ 12,000), combined with hospitalization, imaging, and
blood benefits, the total payout can exceed $35,175 .These bundles simplify financial
planning, ensuring that a medical crisis does not evolve into a permanent financial
catastrophe.

3. The 'Issue Age' Advantage: Predictability as a Retention Tool

"Issue Age" pricing is a sophisticated retention hook that provides employees with long-term
cost certainty. Unlike "Attained Age" models, where premiums escalate as employees move into
older age brackets, Issue Age pricing locks in the rate based on the employee’s age at the time
of enrollment.The mathematical argument for employee loyalty is profound. For a 35-year-old
electing $100,000 of term life protection, the total cost to age 65 under an attained age model is
approximately $20,400. Under an Issue Age model, that cumulative cost is just $4,464,
representing a potential savings of $15,936 .Critically, this model creates a powerful deterrent
to turnover: future "buy-ups" are locked into the original age band. If an employee enrolls
at age 30 and chooses to increase their coverage five years later, that increase is priced at the
age-30 rate, not their current age. This "locked-in" status is an asset that is lost if the employee
leaves the company, providing a tangible financial incentive for long-term tenure.

4. The 'Guaranteed Issue' Advantage: Removing Barriers to Entry

In an inclusive recruitment strategy, Guaranteed Issue (Gl) is essential for supporting a
diverse workforce. Gl removes the medical friction that often prevents employees with
pre-existing conditions from securing coverage. It signals a culture of care where protection is
accessible to all, regardless of health history.Strategic Gl advantages include:

e Frictionless Family Protection: Employees can insure spouses, children, and
grandchildren with no medical questions. Crucially, employees can often secure
coverage for family members without being required to purchase coverage for
themselves.

e High-Limit Income Protection: For qualifying groups (20% participation), Gl limits are
generous, offering up to $700/week for Short-Term Disability (STD) and ****$
3,000/month for Long-Term Disability (LTD).



e Whole Life GI: Access to up to $50,000 in permanent Whole Life coverage without
underwriting requirements.By removing the "medical barrier," HR leaders strengthen
their employer brand as an inclusive advocate for every employee's family.

5. Operational Excellence: The 'SIMPLE' and 'SBS' Models

For HR teams to remain focused on talent strategy, the delivery of benefits must be
administratively seamless. Boston Mutual’s operational models are designed to offload the
burden of paperwork and billing from the employer.
e The SIMPLE Plan (Groups of 25+):
e Designed for maximum ease: no employer paperwork, no employer administration, and
no employer billing.
e Features no-fee EFT (Electronic Funds Transfer) for employees, removing cost
barriers to participation.
Small Business Solutions (SBS) (Groups of 5-50):
Provides flexibility for smaller organizations with automated enrollment options.
Strategic Requirement: For the smallest groups (5-9 employees), EFT billing is
mandatory, ensuring the plan remains viable and administrative costs stay low.EFT is a
strategic win for both parties. It eliminates payroll deduction management for the HR
team and provides the employee with "seamless coverage protection." Because
payments are not tied to a payroll cycle, coverage remains active automatically even if
an employee takes a leave of absence, changes jobs, or retires.

6. Long-Term Security: Portability, Cash Value, and the 'Endowment at 95'

The ultimate value of a voluntary benefits framework is its ability to transition an employee from
a "worker" to a "protected individual." These benefits are not temporary work perks; they are
portable assets.

Whole Life as a Retirement Asset

The Whole Life proposition is anchored in Guaranteed Cash Value. This policy serves as a
living asset that employees can borrow against for any financial need. Furthermore, it features
an "Endowment at 95" provision, where the face value is paid directly to the insured at age
95. Strategically, this can be utilized as a paid-up insurance option , using future cash-in
value to secure a permanent, fully-funded policy for retirement.

Individualized Security through Portability

Strategic voluntary benefits offer true individual ownership:

1.  Portability: Employees maintain the "same rate and same plan" after leaving their
employer by paying the insurer directly via EFT.

2. Conversion: Term Life policies can be converted to permanent Whole Life coverage
within 31 days of termination without evidence of insurability. This individualized security,
sponsored by the employer but owned by the employee, fosters a legacy of protection
that outlasts the employment contract.



7. Conclusion: Strengthening the Corporate Legacy through Mutual Values

A high-performance benefits framework must be rooted in the philosophy that "Family Matters.
No Matter What." By choosing to partner with a mutual institution defined by a 133-year history
and an "A" (Excellent) rating from AM Best, HR leaders align their organization with long-term
stability rather than short-term vendor cycles. This is more than a benefits selection; it is a
partnership in stability. We encourage HR leaders to adopt these synergistic models to advance
the future of their organizations while honoring the fundamental needs of their workforce.
Transition your strategy from a cost-center to a retention engine, and provide your employees
with the individualized security they deserve.
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