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Ted Konstantopoulos
Vice President, Sales and Marketing

As Vice President of Sales, Ted oversees sales initiatives and new business development within 

Forest Financial Group. He is responsible for sales strategies, key account management, and 

management of the sales team. Ted works in collaboration with FFGôs sales and client 

management teams to identify and develop marketing initiatives and new customer service 
opportunities.

Ted is a frequent speaker on the impact of Healthcare Reform to organizations and has led 

FFGôs account team that was selected as a preferred Healthcare Reform Consultant of 
McDonaldôs Corporation.

Leanna Sandner, brings with her 7 years of experience as an HR and payroll technology consultant. 
Leanna worked with her clients to efficiently manage the administration of the employee life cycle 
(hire to retire) by delivering customized, scalable solutions to streamline processes. At Forest Financial 
Group, Leanna manages the Mountain Region and focuses on business development, channel 
marketing, and technology coordination.

Leanna earned her Bachelor of Arts degree in Spanish Literature from the University of Colorado, 
Boulder, and her Masters of Business Administration at the University of Denver. Leanna is currently 
pursuing her Group Benefits Associate (GBA) designation. In her free time, she serves on the board of 
a local nonprofit and enjoys skiing, yoga, and cooking.

Leanna Sandner
Vice President



About FFG

Year Founded : 1998

Headquarters:  Lake Forest, Illinois

Regional Offices:  California, Colorado, Florida, Indiana

Market Segments: 

Large Market:        >1,000 Employees

Mid Market:           100 -1,000 Employees 

Small Market:        2 -99 Employees 

Disclaimer : FFG provides the information in this presentation for general 
guidance only. This does not constitute the provision of legal advice, tax 
advice, or professional consulting of any kind. The information provided herein 
should not be used as a substitute for consultation with professional advisors. 
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Representative Clients Representative Clients

Public, Private, Not-for Profit, 
Institutions, Individualsé

Manufacturing, Banking, Professional Services, 
Hospitality, Education, Associations, Healthcareé

http://www.guggenheimpartners.com/home.aspx
http://www.guggenheimpartners.com/home.aspx
http://www.merge.com/
http://www.merge.com/
http://www.greciandelight.com/default.aspx
http://www.greciandelight.com/default.aspx
http://www.google.com/imgres?imgurl&imgrefurl=http://www.iaccindia.com/page.asp?pageid=231&h=0&w=0&sz=1&tbnid=3JpoWHj2nGNRVM&tbnh=136&tbnw=372&prev=/search?q=grant+thornton+logo&tbm=isch&tbo=u&zoom=1&q=grant thornton logo&docid=7qdbRA4eLmaUmM&ei=--XxUe3nEITS8wTun4GgBg&ved=0CAEQsCU
http://www.google.com/imgres?imgurl&imgrefurl=http://www.iaccindia.com/page.asp?pageid=231&h=0&w=0&sz=1&tbnid=3JpoWHj2nGNRVM&tbnh=136&tbnw=372&prev=/search?q=grant+thornton+logo&tbm=isch&tbo=u&zoom=1&q=grant thornton logo&docid=7qdbRA4eLmaUmM&ei=--XxUe3nEITS8wTun4GgBg&ved=0CAEQsCU


Health Care Reform has created confusion

Today we will discuss 5 trends that are helping our clients:

ÁPrepare for change and evaluate their options

ÁImprove health and increase employee engagement

ÁAttract and retain top talent

ÁMaintain a competitive benefits package at the lowest 
cost possible
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Our Agenda TodayΧ



The 5 Trends
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The Five Trends

ACA Compliance and Employer Mandate

Communication and Engagement

Voluntary Benefits

Proactive Wellness

Alternative Funding Strategies



Preventive Care

Dependent Eligibility

W-2 Reporting

FSA Limits

Employee Notice of Exchange

Automatic Enrollment

Waiting Period Limits

Pay or Play

Offer Minimum Value Plan

Offer Affordable Coverage

Employee Subsidy Eligibility

Defined Contribution Model

Avoid Penalties and Fees

Manage Workforce FT vs. PT
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ACA Compliance
And 

The Employer Mandate
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Regardless of your political 
opinions or personal preferences, 
ACA represents an extensive 
legislative change affecting all 
Americans and Employers.

Employers must prepare and 
cannot rely on legislative action to 
limit their liability under the law.

On wŜŦƻǊƳΧ
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Let me know
when ACA 
goes away.
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Preventive Care

Dependent Eligibility

W-2 Reporting

FSA Limits

Employee Notice of Exchange

Automatic Enrollment

Waiting Period Limits

Pay or Play

Offer Minimum Value Plan

Offer Affordable Coverage

Employee Subsidy Eligibility

Defined Contribution Model

Avoid Penalties and Fees

Manage Workforce FT vs. PT

Employer Impact

Compliance Strategy
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Enacted Provisions
2013 ACA Checklist Item 2014 ACA Checklist Item

Limit FSA contributions to $2,500 per year Essential Health Benefits (EHB)

W-2 Reporting for 2012 Tax Year Medicare Tax

Women's Preventive Health W-2 Reporting for 2013 Tax Year

Summary of Benefits and Coverage (SBC) Women's Preventive Health

New Medicare Tax Summary of Benefits and Coverage (SBC)

Employee Notice of the Exchange Full Time Employee Hours

Increased Threshold for Medical Expense Deductions Waiting Period Limit

Individual Mandate/Requirement to Have Insurance

Pre-Existing Condition Limitation Eliminated

Coverage of Clinical Trials

Increased Threshold for Medical Expense Deductions

Dependent to Age 26

Employer Wellness Program



Preventive Care

Dependent Eligibility

W-2 Reporting

FSA Limits

Employee Notice of Exchange

Automatic Enrollment

Waiting Period Limits

Pay or Play

Offer Minimum Value Plan

Offer Affordable Coverage

Employee Subsidy Eligibility

Defined Contribution Model

Avoid Penalties and Fees

Manage Workforce FT vs. PT

Effective
January 1, 2015

Employer
Mandate

(a.k.a. Shared Responsibility) 

Why the delay?...
ά¢ƘŜ ŀŘƳƛƴƛǎǘǊŀǘƛƻƴ ƛǎ ŀƴƴƻǳƴŎƛƴƎ ǘƘŀǘ ƛǘ ǿƛƭƭ 
provide an additional year before the ACA 
mandatory employer and insurer reporting 
requirements begin. This is designed to meet two 
goals. 

First, it will allow us to consider ways to simplify 
the new reporting requirements consistent with 
the law. 

Second, it will provide time to adapt health 
ŎƻǾŜǊŀƎŜ ŀƴŘ ǊŜǇƻǊǘƛƴƎ ǎȅǎǘŜƳǎΧέ 
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Effective Jan. 1, 2015, 

άLARGE EMPLOYERSέ must offer an 

άAFFORDABLEέ health plan providing 

άMINIMUM VALUEέ to 70% of all 

άFULL-TIMEέ employees or face a penalty.

The penalty tax is due if at least one full-time employee purchases health insurance 
through an Exchange and receives a premium tax credit or cost-sharing reduction subsidy.

Employer Mandate

Coming 

in

2015
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Full-Time Employee: 

Someone who averages 30 or more per week .

Å130 hrsper month equivalent to 30 hrsper week 

Å9ƳǇƭƻȅŜǊǎ ƘŀǾŜ ƻǇǘƛƻƴ ǘƻ ǳǎŜ ŀ άƭƻƻƪ-ōŀŎƪέ ƳŜŀǎǳǊŜƳŜƴǘ 
period to determine full-time status for benefits purposes.

ÅThis FTE definition is for purpose of ACA health insurance 
ǊŜǉǳƛǊŜƳŜƴǘǎ ƻƴƭȅ ŀƴŘ ŘƻŜǎ ƴƻǘ ŎƘŀƴƎŜ ŀƴ ŜƳǇƭƻȅŜǊΩǎ 
definition of full-time for other purposes: Retirement plans, 
wage and hour rules, etc.

Employer Mandate- Definitions

Large Employer: 
Organizations with at least 100 full-time employees ORa combination 
of full-time and part-time employees that equal at least 100.

Coming 

in

2015
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Look-Back Period



If an employer exceeds 100 full-time 
employees and equivalents for 
4 or fewer months (each month does 
not need to be consecutive) and the 
only reason they exceeded that total 
was due to the employment of 
seasonal staff, then the employer is 
NOT a large employer. 
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Allowances for Season workers



Affordability

Cost of single coverage in the least 
expensive plan providing minimum essential 
coverage cannot exceed 9.5% ofΧ

Á Box 1 W-2 wages

Á 9ƳǇƭƻȅŜŜΩǎ wŀǘŜ Ȅ мол ƘƻǳǊǎ ǇŜǊ ƳƻƴǘƘ 

Á Federal Poverty Level (Single)

Minimum Value
A plan is considered being of minimum 
value if it covers at least 60% of the 
total allowed cost of benefits provided 
(including co-pays and deductibles). 

Áά!ǇǇǊƻǇǊƛŀǘŜ ǇƻǊǘƛƻƴέ ƻŦ Iw! ŀƴŘ 
HSA amounts can be counted in 
calculating whether plan provides 
minimum valueτawaiting further 
guidance.

Á The Department of Health and 
Human Services (HHS) has released a 
minimum value calculator to assist 
employers in determining their 
actuarial plan value:

www.cms.gov/.../mv-calculator-final-4-1.2013.xlsm
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Employer Mandate- Definitions

http://www.cms.gov/.../mv-calculator-final-4-1.2013.xlsm
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Employer Mandate ςPenalties

Coming 

in

2015
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Penalty Example

150 Employees
30 receive subsidy

coverage is unaffordable

150-30 employees              per employee

$240,000

employees                   per employee

receiving subsidy

120     $2,000

30     $3,000 $90,000

Coming 

in

2015
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Employer Mandate Penalty Review
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Planning for employer mandate:

Use the delay to GET AHEAD of the timeline

ÁWorkforce management strategies with respect to 30 hour FT rules

ÁEvaluate plan cost and design:  Affordable and Qualified?

ÁHow many plans can I offer?

ÁDetermine most cost effective strategies under new rules

ÁConsider tax consequences

ÁHow am I going to communicate all of this to my employees, those 
eligible and non-eligible?

Employer Mandate Considerations



Employee 
Engagement & 

Communication
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