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Public Workforce 2030 Summit:
Key Takeaways
On September 27, 2019, nearly 200 local and state government
elected and appointed leaders, human resources managers,
public safety officials, budget and finance staff, employee
group representatives, and other stakeholders convened in
Fort Lauderdale, Florida, at the Public Sector Workforce 2030
Summit – hosted by the Center for State and Local Government
Excellence, the National League of Cities, and ICMA-RC.
The focus of the event was to discuss how best to prepare public
sector organizations for the challenges ahead in the next ten
years. These challenges will be driven by demographic shifts
and related actuarial data, emerging technologies, expectations
related to revenue and expenditure projections and pension
investment returns, and cultural and generational shifts within
the workforce, among other key factors. While addressing these
evolving trends, governments must simultaneously deal with the
legacy choices they have made since the Great Recession.
As Bob Schultze, President and CEO of ICMA-RC, noted in
his opening comments, there has also been a wave of risk
mitigation since the financial crisis, with public universities
and other agencies having contracted the provision of services
for dining halls, maintenance, and security to escape from the
rising costs of pension plans. In many ways, these actions have
reduced the overall capacity of the public sector workforce, at a
time when retirement rates continue to increase.
Whatever is driving change or uncertainty in the government
workforce, all state and local stakeholders need to be aware
of what to expect and how to adjust accordingly to ensure
they remain able to recruit, retain, and retire a skilled and
effective workforce.

Workforce Trends:
Low unemployment has benefitted the economy in general, but
it has also created problems for state and local governments
that are trying to recruit and retain talented employees,
particularly in competition with the private sector. As noted
in SLGE’s 2019 workforce survey, for example, police officers,
engineers, maintenance workers, skilled tradespeople, and
nurses are among the positions that governments are finding
hard to fill.
Despite those results, summit attendees looking ahead to 2030
were at least somewhat optimistic on the public workforce
outlook, as indicted in Figure 1’s instant poll results:

FIGURE 1

What is your outlook on the state and local workforce
by 2030? (n=93)
Very Pessimistic

31%

Somewhat
Pessimistic

17%
17%
Neutral

Very Optimistic

12%

51%
Somewhat
optimistic

Source: Summit Instant Poll Results
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FIGURE
2
Overall employment
levels of most state and local governments positions are projected
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Projected local and state government employment changes
to increase; a few, such as clerical and corrections jobs, are likely to decline.

For a more in-depth exploration, see Workforce of the Future: Strategies to Manage Change and SLGE’s 2019 state and local workforce survey results.

Most categories of local and state employment are projected
to increase through at least 2026, although some are not, such
as state correction staffing, and in areas where technology may
enable greater efficiency, such as in clerical, customer service,
or supervisory activities.
Among the perspectives shared by summit panelists:
• A
 rtificial intelligence (AI) may facilitate more efficient
screening of job applicants, enabling faster time to hire.
This is an area Christina FitzPatrick has been researching
for AARP.
– Bias may lurk in any technologies, including AI, for a
number of reasons. The biases of the people creating the
algorithms may enter into the choices they make in the
code. It may also result from inaccurate, incomplete, or
unrepresentative data.
– Correlation is not causation. Some algorithms may be
based on the characteristics of incumbents who have
performed well in the job, considering factors that are
unrelated to job skills in an attempt to predict which
candidates are likely to be a “good fit.” (For example, one
analysis found that a preference for curly fries has been
correlated to intelligence.) This can end up reproducing
the demographics of the incumbent workers and
disadvantaging people who have the job skills but may
have unexpected career paths (e.g., military, private
sector, encore careers). Maintain focus on the jobessential skills.
– Maintain auditability. Complex algorithms are fine if they
will help you identify the best candidates, but whatever
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your process, the weighting behind the scenes and the
data used should be transparent and be coupled with
a process for auditing or correcting any issues. In
addition, the algorithm should do more than a word
search to see if the candidate’s resume matches the
job description. For instance, if you’re looking for
someone with statistical experience, you want to make
sure that a candidate who describes their experience
with ‘econometrics’ (the term used to describe statistics
in the economics field) is not overlooked.
•	
Negative perceptions of government are a hurdle
to overcome. Ramiro Inguanzo, Board Member, Local
Government Hispanic Network, and Assistant Village
Manager, Bal Harbour, Florida, has fought those perceptions
through the classes he’s taught on local government,
focusing on the opportunities to achieve results.
– Showing joy and satisfaction in your work can help
others find it too. That perception may not come
through when position titles are overly bureaucratic
sounding or when the application process itself seems
to drag on endlessly. As Ben Kittelson, Board Member,
Engaging Local Government Leaders, and Associate, The
Novak Consulting Group, stressed, rather than recruiting a
“Senior Budget Management Analyst,” employers should
focus on relevant project opportunities the position will
work on, such as business startups, affordable housing,
and strategic planning.
•	
Young people want to make an impact in their
communities, but many don’t realize that government

2

employment is an option because local governments do not
directly recruit them for dynamic entry-level positions.

all perspectives on key issues and trust-building between
residents and public sector service providers.

– Erica Ng, Director of Community Partnerships at Lead for
America, discussed their fellowship programs to recruit,
train, and place outstanding leaders ages 21-30 in local
government positions within their own hometowns.
While some of those fellows may not have completed
their masters degrees yet, they may have “a masters in
their community,” such as one who’s returned to East
Los Angeles to work on housing and lead contamination
issues – knocking on neighbors’ doors talking about how
the county can help.

•	
Onboarding is not just HR’s job. Welcoming and
acclimating new staff is everyone’s responsibility.
Management must reinforce the organization’s culture,
particularly in the areas of diversity, inclusion, and employee
development, so that new employees feel a part of the team,
see a path forward to grow in their careers, and will be more
likely to stay.

– Mr. Kittelson shared a similar experience from his time
in Durham, North Carolina. When they were looking for
a Community Engagement employee, they recruited
within the community to find someone who had lived
experience with the community’s concerns, and formal
and informal social networks. If that type of background
will help the candidate be more successful, then it should
be acknowledged and valued in the hiring process.
– W
 hen Mr. Inguanzo teaches, he asks, “What do you
want to do when you graduate?” For each career his
students mention – whether in information technology,
health care, education, creative arts, or others, he tells
them, “You can do that in government.” The crime scene
investigators may not have the same wardrobe as they do
on TV, but those are all government jobs.

•	
Automation will change, not eliminate jobs. While some
areas like customer service or parking operations may
be shifting to CRM/311 systems, kiosks, or smartphone
apps, most government functions will continue, just with
a different focus. Wastewater treatment systems, for
example, may not require as much manual monitoring,
but that may free up time for a greater focus on quality
control or preventive maintenance. Accountants may be
able to take advantage of tools that can help them speed
up document review. More importantly, ultimately the
business of government is serving the public, and that
depends on building a relationship of trust with the people
who are being served. Building trust will always depend
on a skilled and committed staff.

FIGURE 3

What is the biggest trend shaping the 2030 workforce?
(n=105)

• B
 uilding trust may be necessary to overcome past
impressions. While a recruitment can advertise “equal
opportunity,” just using those words does not guarantee
that the agency will attract a diverse pool of applicants.
If there has been a history of discrimination, or if the
agency staff is perceived to be overly homogeneous,
diverse candidates may not apply, or they may not feel
welcome once hired. This may require targeted outreach
to community groups, ethnic or non-English-language
media, LGBTQ communities, historically black colleges
and universities, as well as future generations of potential
employees currently in grades K-12.
• V
 alue diversity - not just as the right thing to do, but
also for the benefits it can bring to your organization.
Mixed age teams can be more productive and can facilitate
creative thinking, mentoring, and succession planning.
Gender, racial, and ethnic diversity at all levels within the
organization can lead to more effective consideration of
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FIGURE 4

Provide one word to describe your community or organization (n=137)

Source: Summit Instant Poll Results

• M
 anage for results, not process. As newer, more
tech-savvy generations enter the workforce or come to
government from private sector jobs, they may come with
differing expectations in terms of work culture. On the
one hand, that may mean they expect to be checking their
e-mail during non-work hours. But with that, they may also
expect flexibility in their work scheduling to handle personal
errands, accommodate day care, classes, volunteering, or
other priorities. While police officers may not be positions
that lend themselves to teleworking, where there are
options to manage deadlines and deliverables, it may be
incumbent upon public managers to do so rather than
maintain a culture that equates visibility around the office
with performance.
What did the summit attendees have to say? By far, the largest
share noted diversity and inclusion, both in a multiple-choice
question about the 2030 public workforce trends generally
and an open-ended survey question describing their own
organization in one word (see Figures 3 and 4.)
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Group Discussion: Workforce Trends
Moving beyond the panel discussion, each table of participants
offered their perspectives as well. Highlights included:
• I mpact on the community is a key driver motivating public
employees. Prospective employees need to be educated
on the value of government work and the opportunities
available
• Limited opportunities. Job-hopping may have less to do
with the employees’ generation than with cost of living,
the competitiveness of private sector opportunities, or the
perception that there is no room for career growth within
the organization.
•	
Technical positions are difficult to hire for, either due to
competition from the private sector or to decreasing focus
on those skills within community colleges
•	
Issues not yet on our radar include adapting to
undesirable workforce geographies due to climate change
and remaining adaptable for the next disruptive technology
that may require new skillsets.

4

Rethinking Retirement:
Public sector retirement plans play a central role in workforce
management and the related recruitment, retention, and
ultimate retirement of a highly skilled workforce. One of the key
considerations in any long-term view of retirement benefits is
appropriate pre-funding of anticipated benefits. Short-term
actions to fund less than the full actuarially determined
contribution or to overestimate investment income can have
a significant impact on the deficit to be overcome later. Such
funding issues were discussed in the new issue brief Update on
the Funded Status of State and Local Pension Plans.
The past ten years have seen a wide array of pension plan
changes, whether converting from defined benefits to defined
contributions or hybrid plans, or more fine-tuning, such as
changing vesting requirements or contribution amounts.
Summit attendees leaned toward further structural changes
between now and 2030, with 41 percent anticipating significant
plan amendments, and 31 percent predicting more minor
amendments (Figure 5).

FIGURE 5

What types of retirement benefit changes do you
anticipate by 2030? (n=85)
No Change

31%

Unsure

Significant/Structural

25 %
41 %
31 %
Minor/Contribution Changes
Source: Summit Instant Poll Results

Asked what the motivation would be behind such changes, 57
percent indicated that these would be focused on ensuring
financial sustainability (Figure 6).
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What factors are most likely to impact this decision?
(n=84)
60%
50%
40%
30%

0%

Financial
Sustainability

Recruitment/
Retention

Employee
Engagement/
Empowerment

7%

10%

11%

20%

25%

The “balancing of objectives” is key in retirement policymaking;
weighing the interest in financial sustainability with the need
to recruit, retain, and retire a talented workforce. Elected
officials can learn this balance by better understanding their
role as employers and their relationships with retirement
plan sponsors, human resources and finance staff, and
employees.

FIGURE 6

57%

Retirement financing aside, agency managers may also wish
to consider the policy environment within which they are
working. If the agency is experiencing difficulty in filling certain
positions, are there opportunities to gain greater flexibility
to act via changes in legislation or policy? As an example,
if STEM teachers are in high demand, would provisions to
facilitate retired teachers returning to the workforce help
cover those gaps? Or is it appropriate to conduct a more
general reconsideration of the limitations on hours, earnings
or other provisions governing a retiree’s return? See Balancing
Objectives in Public Employee Post-Retirement Employment
Policies.

Retirement
Flexibility

Source: Summit Instant Poll Results
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Key recommendations included:
•	
Considering automatically enrolling public workers
into supplemental savings plans that complement their
primary retirement benefits (which may have been recently
reduced via reform). This can both counteract employee
inertia and ensure adequate savings in retirement. While
not every state currently allows auto-enrollment, in those
that do, it can represent a significant step toward helping
early-career employees to start good saving habits.
•	
Ensuring there’s a purpose behind the reform. Is there a
specific objective being sought? If so, whether that’s in the
form of steadily increasing funded ratios, more equitable
risk sharing, or the offering of more customized benefit
plans, decide in advance how you plan to measure the
results of those efforts – and then conducting the follow-up
analysis – can ensure you remain on the right path.
•	
Educating and informing your stakeholders. Employees
and retirees may be experts in their own fields, but not
have the background in finance, pensions or insurance
to understand the complex provisions governing their
benefits. Providing access to financial literacy training and
resources can help them to play an informed role in their
own retirement planning and better understand where
employer matching funds may represent opportunities
they’re missing - money they’re “leaving on the table.”
This is important enough not to be relegated to an annual
e-blast or intranet posting, but to be part of the HR
management’s planning.
•	
Providing an adequate benefit. While it may be more costeffective to cut retirement benefits, doing so too drastically
can shortchange both the individual employees’ potential
retirement savings and the organization’s goal of effective
employee retention. And with strong employee retention,
the organization is also better able to limit the costs to
recruit and train replacement staff.
•	
Looking beyond pensions. Pensions are a key tool in
encouraging employee longevity, but not all employees will
be motivated by the same benefits. Offering options to
appeal to all generations, even those employees who do not
intend to stay until they are vested in the retirement system,
may achieve more positive results. Student loan repayment
and flexible work arrangements are key priorities. Even
small sums diverted toward such programs could provide a
bridge benefit to motivate employees before they become
vested in (or are ready to focus on) their pension benefits.
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• S
 haring the risks. As Dana Bilyeu, Executive Director,
National Association of State Retirement Administrators
and former Executive Officer of the Public Employees’
Retirement System of Nevada, commented, there’s general
support for the concept of employee retirement security,
but sharing the costs of those benefits among the various
stakeholders (employers, employees, and beneficiaries)
can help make the plan more sustainable. Such a move
can also assist in pursuing the other priorities that may be
outside the traditional pension plan. Chris Lagerbloom, City
Manager of Fort Lauderdale, noted that some employees
want better health care, childcare, or training, not being
pigeonholed into a one-size-fits-all retirement plan that
presents no options.
•	
Supporting wellness. That may take the form of
informational resources, an on-site wellness clinic, or
special events, such as a “Walk with the Mayor” program
that might offer both healthy exercise and the opportunity
for facetime with local leaders.
• A
 nalyzing the available data. Many employers operate
wellness programs for their staff. Although individual
health records are protected by HIPPA privacy provisions,
Anita Yadavalli, Program Director, City Fiscal Policy of NLC,
suggested reviewing what aggregate data is available to
determine how health insurance, actuarial estimates, and
OPEB programs might operate better, or how incentives for
healthier lifestyles could drive cost savings.

68 percent of employees say they would
participate in a financial wellness program
if offered one.
-R
 ivka Liss-Levinson, Director of Research, SLGE,
from forthcoming research
In the discussion that followed, some cited the use of health
savings accounts and health reimbursement accounts as key
tools to help control costs and encourage employees to take
more ownership over their own health coverage decisionmaking. Angela Montez, Senior Vice President, General
Counsel & Chief Legal Officer, ICMA-RC, commented that this
can be particularly effective where HSA/HRA programs are
provided in combination, but that employee education about
the program structure is essential.
Also among the new resources shared at the summit was
Proactive Pension Management: An Elected Official’s Guide to
Variable Benefit and Contribution Arrangements.
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Health and Wellness Benefits:

• Health, for example, includes considerations not only of
insurance but also of public health, air and water quality,
immunizations, behavior, and lifestyle. In Houston, Stephen
Williams, the Health Department Director, noted, public
private partnerships assist in providing thousands of pairs
of glasses to young people so they can read better in school.
Similar partnerships support providing children with dental
sealants, which can not only contribute to better dental
care, but potentially less missed workdays on the part of the
children’s parents to treat more acute problems later.
•	
Wellness centers, which may be operated on-site, may
offer the benefit of reducing travel time to be seen by
a health professional, while also communicating the
employer’s concern for the employees’ well-being. With the
provider being compensated directly by the jurisdiction,
there may be less concern over billing for unnecessary tests
and more attention to what’s best for the patient. They
may also be able to steer people to more affordable care
options, such as mail order prescriptions for maintenance
medications, such as insulin. From an organizational
perspective, an attendee from West Palm Beach noted that
a wellness center there achieved a reported 3-to-1 return on
investment over the past 6 years.
•	
Mental health and emotional intelligence are emerging
areas cited by Marco De Medici, Senior Management
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Health and Wellness Benefits: What will be most
important to attract and retain public sector
workforce in 2030? (n=84)
50%
40%
30%

0%

2%

4%

4%

10%

8%

20%

33 %

This priority given to flexible work practices reflects the
discussion earlier in the summit regarding the evolving
preferences of employees, but as the panel discussed, the reality
is impacted by multiple inter-related concerns:

FIGURE 7

49 %

It is difficult for state and local government to be competitive
on wages, but health and wellness are an area where they can
have a competitive advantage. SLGE’s 2019 survey found that
while only 56% thought wages were competitive, 88% thought
benefits were. These can take traditional forms such as health
insurance, or more tailored or even non-cash forms. When
asked what health and wellness benefits will be most important
for attracting and retaining the next generation of public sector
workers, summit participants overwhelmingly rates flexible
work (49 percent) and health insurance (33 percent) as most
important (Figure 7).

Flexible
Health Financial Leave
Wellness Retiree
Work Insurance Wellness Benefits Programs Health
Practices
Care

Source: Summit Instant Poll Results

Analyst for Fort Lauderdale, who sees both being part
of considering the full work/life continuum. Karen
Niparko, Executive Director, Office of Human Resources
of Denver, also emphasized the customization that may
need to be considered, with some employees valuing
time off, professional development, or other benefits, and
governments needing to take less of a paternalistic role in
making those decisions for their employees.
•	Looking beyond traditional benefits, Hawthorne E. Welcher,
Jr., Director of Housing & Development, Augusta, Georgia,
discussed the priority given to affordable housing in
Augusta, GA. If there is insufficient affordable supply, or if
the supply that does exist is substandard, employees will
face stress from the housing cost, longer commuting time,
or a living environment that will translate into stress on
the job. To assist with that, the city offers down payment
or closing cost assistance to teachers, first responders
and other public sector workers, particularly to those
purchasing a home in a revitalized area. Similar options
tailored to employee needs might assist with daycare, elder
care, adoption, or paid family leave.
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Group Discussion: Benefits

•	
Communication is also key, such as via an online portal in
Houston that summarizes and provides a valuation for each
of the benefits an employee receives. Such communication
can also be better incorporated into onboarding programs,
so that new employees have a face-to-face opportunity
to hear about how their benefits operate and ask detailed
questions. Denver reinforces this messaging via digital
signage, newsletters, training programs, and their HR Yes
system. Even where participation in various programs
might remain voluntary, it may help to make visiting the
jurisdiction’s portal mandatory, so that everyone gets
acquainted with the software and the ways to better
understand their benefits. You can’t make them educated
consumers if you don’t get them in the door first. A less
mandate-based incentive might involve providing lunch at
an informational meeting

As with workforce issues, the panel was followed by a roundtable
discussion among the attendees. Here are a few highlights:
•	Retirement benefits remain important as a recruitment and
retention tool, although the form may continue to evolve.
•	Customization is perceived as the greatest challenge, both
in reaching younger workers who may not yet be thinking
of retirement and in allowing employees some choice in the
allocation of their benefits dollars.
•	Flexible work scheduling, student loan assistance, and
wellness programs were the most cited options for
innovative benefits.
•	Regardless of what is offered, communication is key to
helping employees understand the value of their total
compensation package.

• Evaluation. While the old model of updating the benefits
plan might have entailed telling people about the new year’s
premiums and co-pays, the data available from employee
evaluations, focus groups, wellness program participation
rates, aggregate health outcomes, employee portal and
app data, lunch and learns, and exit interviews can help
fine tune the program offerings and make them part of a
larger organization effort toward process improvement and
planning for tomorrow’s workforce needs.

For further reading, you may also download these recent
reports on financial literacy programs, OPEBs, and the 2019
workforce survey (the latter two excerpted in Figures 8 and 9).

FIGURE 8

FY17 OPEB Unfunded Liabilities by State, per capita
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Source: State Comprehensive Annual Financial Reports (CAFR); 2017 state
population data sourced from U.S. Census Bureau. For a more complete
exploration, see Other Post-Employment Benefits by State.
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FIGURE 9

Looking ahead, which workforce issues are important to your organization? (n=272)
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Source: SLGE State and Local Government Workforce: 2019 Survey.

Next Steps:
Given all this, what is the outlook for 2030? Most attendees
took an ‘’all of the above” attitude toward the actions they’re
most likely to take based on this summit (Figure 10):

And in picturing the workforce of 2030, summit participants
anticipate a “diverse” and “dynamic” workforce (Figure 11).

FIGURE 11

FIGURE 10

Where are you most likely to take action based on this
summit? (n=49)

What is one word you would use to describe the state
and local workforce in 2030? (n=62)
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Source: Summit Instant Poll Results
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For those of you wondering, “sexy” was discussed in the context of
making public service a sought-after profession, while Twizzlery was a
reference to the Google-like offering of coffee or candy to inspire a more
energetic, or at least a more sugary/caffeinated workplace.
Source: Summit Instant Poll Results
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Recordings and Follow-Up
If you or any of your co-workers wish to revisit the summit panel
sessions in depth, you may also visit SLGE’s Summit Web Page:
https://www.slge.org/event/workforce2030.
For more information, please contact us at info@slge.org or sign
up for our monthly e-newsletter.
The agenda for the summit can be found in the Appendix,
starting on page 11.

#WORKFORCE2030

The summit organizers gratefully acknowledge the support
of the following sponsors in making this event possible:
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PUBLIC SECTOR

WORKFORCE 2030 SUMMIT:
Planning for the Next Generation of State and
Local Government Employees

September 27, 2019 | Fort Lauderdale, Florida

Agenda
9:00 - 9:30 am

Networking Breakfast

9:20 am

Quick Tutorial on today’s audience polling software

9:30 - 9:45 am

Welcome and Opening Remarks
Bob Schultze, President and CEO, ICMA-RC

9:45 - 10:45 am

PUBLIC WORKFORCE TRENDS AND EVOLUTION
Moderator: Brooks Rainwater, Senior Executive and Director of the
Center for City Solutions, National League of Cities
Explore how the future state and local government workforce will be
impacted by advancing technologies, the evolving needs of residents,
and demographic changes, among other key factors. What steps can be
taken today to best prepare for this future?
•C
 hristina FitzPatrick, Director, Policy Development and
Integration, AARP
•R
 amiro Inguanzo, Board Member, Local Government Hispanic Network,
and Assistant Village Manager, Bal Harbour, FL
• Ben Kittelson, Board Member, Engaging Local Government Leaders,
and Associate, The Novak Consulting Group
• Erica Ng, Director of Community Partnerships, Lead for America

10:45 - 11:30 am	
Summit Participant Discussion on
Workforce Trends
(see discussion guide in participant packets)
11:30 am - 12:30 pm RETHINKING RETIREMENT
Moderator: Angela Montez, Senior Vice President, General Counsel and
Chief Legal Officer, and Secretary, ICMA-RC
Discuss how retirement plan structures and policies will shape the future
workforce and impact the retirement security of generations of retirees.
What are the best approaches for optimizing these essential benefits from

both a future public employee and employer perspective?
• Dana Bilyeu, Executive Director, National Association of State
Retirement Administrators
• Chris Lagerbloom, City Manager, Fort Lauderdale, FL
• Anita Yadavalli, Program Director of City Fiscal Policy,
National League of Cities
12:30 - 1:30 pm

Lunch with Remarks (The Work Ahead)
• Clarence Anthony, CEO and Executive Director, National League of Cities,
and former mayor of South Bay, FL
• The Honorable Dean J. Trantalis, Mayor, City of Fort
Lauderdale, FL

1:30 - 2:30 pm

HEALTH/WELLNESS BENEFITS AND THE NEEDS
OF THE FUTURE WORKFORCE
Moderator: Rivka Liss-Levinson, Director of Research, Center for State
and Local Government Excellence
Future public workforce expectations regarding non-monetary compensation
will continue to evolve. How will the future workforce balance work/life
priorities and how can benefit offerings be structured to meet the needs of
various workforce segments?
• Marco De Medici, Senior Management Analyst, Fort Lauderdale
Fire Rescue, FL
• Karen Niparko, Chief Human Resources Officer and Executive Director,
Office of Human Resources, City and County of Denver, CO
• Hawthorne E. Welcher, Jr., Director, Housing and Development,
Augusta-Richmond County, GA
• Stephen Williams, Director, Houston Health Department, Houston, TX

2:30 - 3:30 pm

Summit Participant Discussion on
Public Sector Benefits
(see discussion guide in participant packets)

3:30 - 4:00 pm

Next Steps and Key Takeaways
Joshua Franzel, President and CEO, Center for State and
Local Government Excellence

Mandatory participation
Shared financing
Targeted income replacement
Pooled investment and longevity risks and
Lifetime benefit payouts
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•
•
•
•
•

• Participation of all relevant stakeholders, in discussions and
processes about the design and financing of public retirement plans
• Tailored solutions, achieved by affected stakeholders working
through the state and local legislative and regulatory processes
• Retention of core, indispensable elements of public plan design:

Principles to Retirement Security and Public Plan
Sustainability:

Dana Bilyeu, Executive Director, NASRA

Presentation Slides:

• Hybrid plans (Mainly DB/DC combinations) have increased

• Trend within defined benefit plans is a shifting of risk to the
employee

• No wholesale change from the traditional defined benefit
approach

Trends in Public Pension Plan Design

Rethinking
Retirement

13
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NASRA Issue Brief, State Hybrid Retirement Plans

10 states

States Creating New Hybrid
Plans, 2009-2018

States Enacting
Pension
Modifications
2007-2018

NASRA Issue Brief, State Hybrid Retirement Plans

Statewide Hybrid Plans and Relative
Participation Rates

NASRA Shared Risk In-Depth Review

24 states

States Adding Shared-Risk Plan Design
Elements, 2009-2018

14

Effectiveness is measured
by collecting and
monitoring expenditures
and revenues

•
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CITY OF FORT LAUDERDALE

• Health Risk
Assessments

• Disease
Management

• Health Coaching

• Comprehensive
Health Review

New Health
Behaviors

Mitigate Risk

• Reduce ER/
UC/Specialist &
Hospital Stays

• Discover/Treat
Undiagnosed
Conditions

• Alter Risk Profile

Smart Health
Decision

Change Utilization

• Higher
Productivity

• Fewer Lost
Work Days

• Lower Claims

Improved Health

Capture Savings

CITY OF FORT LAUDERDALE

12

Primary
EMRHealth
/ Patient
/Occupational
Portal / Analytics
Health/
/ Population
Onsite Rx Health

• Biometric Screens

• Claims Data

Measure effectiveness of a
health & wellness program

•

Empower Patient

Identify Risk

Cost affects budget and
compensation; wellness
reduces the cost impact

Patient
Health

Population
Health

Driving Value
One Patient at a Time

CITY OF FORT LAUDERDALE

Marco De Medici, Senior Management Analyst
Fort Lauderdale Fire Rescue
September 27, 2019

Family Leave and Aging,
Scheduling Wellness,
Motivating Toward a Healthier Workforce

•

Rising Healthcare Costs

Health/Wellness
Benefits

Health & Wellness
Benefits: Challenges
in a City Workforce

15

In addition, in 2018, the new
program engaged Cigna’s
“MotivateMe” platform for
increased efficiency, management
and recording completion of
employee goals directly in the
mycigna.com portal.

•
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CITY OF FORT LAUDERDALE

The number of appointment slots filled is in the
same range in 2018 as 2017; the City added about
15% more slots for 1,150 more employees.

The City of Fort Lauderdale is
committed to employees’ health &
wellness. The Wellness Incentive
Program expanded to include
1,150 more employees eligible for
a $500 incentive with the
completion of activities.

•

Motivation

CITY OF FORT LAUDERDALE

Collecting data is
seamless with the
portal

Orientation for benefits
always includes the goals of
the City in maximizing value
for the employee

•

•

With a turnover rate of 6%,
the City realizes many
employees will have a long
tenure and better health is
increased productivity

•

Leave Time and Tenure

To help employees and their
dependents achieve/maintain
wellness, the City of Fort
Lauderdale provides
healthcare at work.
•

1

Four Areas of Health
& Well-being

CITY OF FORT LAUDERDALE

1)Time: Little or no waiting – most visits complete in 20 minutes
2) Cost: No cost for visits, healthcare and coaching services free if enrolled in a City health plan
3) Convenience: Fast access to care – diagnosis and treatment
4) Efficiency: No need to drive long distances

City leadership provides
financial support and part of
compensation by
establishing a City Health
and Wellness Center for
employees and their families
near City Hall.

•

Scheduling and Access
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2. Align Need with
Interventions

5. Develop Action
Plan

Agency Leadership Commitment

4. Select Champions

Strategic Planning

3. Engage Leadership
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Agency Wellbeing Goals

OHR Benefits & Wellness Support

(Data Scorecard)

1. Identify Need

Framework

8

- Data
- Agency
- City
- Desired action

Agency
Well-being
Scorecard

The city provides sufficient flexibility in work schedule options to help me
balance the demands of my work and personal life

My supervisor is sincerely interested in my well-being

In the last 12 months, I have developed and grown at work

92%
72%
84%

81%
73%
59%

OHR All City
Physical Health (data from 2017 unless otherwise noted)
Wellness Incentive (2018)
73% 36.9%
Preventive Care Visits/1000
611.3
546.7
Preventive Screenings/1000
332.4
333.9
PCP Visits/1000
1705.1
995.5
Back Pain
6.1%
6.4%
Diabetes
9.2%
8.6%
Hyperlipidemia (High Cholesterol)
14.3%
9.5%
Hypertension (High Blood Pressure)
14.3% 13.1%
Neck Pain
5.1%
3.3%
Mental Health (data from 2017)
Behavioral Health Visits/1000
107.2
216.3
Depression
3.1%
2.3%
Financial Well-being (data from 2018)
Have Health Savings Account
77.5% 55.7%
Have 457b Account
45.1% 54.5%
ER Visits/1000
246.6
157.8
ER % Primary Care Treatable
13.5% 20.50%
457b Loan
5.3% 10.6%
Professional Well-being (data from 2017)
54%
58%
Senior leadership is sincerely interested in the well-being of employees

↑

↑

↑

↑

↔
↑
↓
↓
↓

↑
↑

↑
↑
↑
↑
↔
↓
↓
↓
↓

Desired
Direction
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